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EXECUTIVE SUMMARY 
 

 
 
The Logistics Sector is the UKôs 5th largest sector and of major significance to the 
national, regional and sub-regional economy. In the Alliance area it is a key 
economic sector and is forecast to grow further with additional employment 
opportunities to be created.  
 
The Alliance is within the ñGolden Triangleò for logistics, a wider Midlands region from 
which goods and services can be delivered to 98% of the UK within a 4 hour drive 
time. Factors for its success as a logistics ñhotspotò include the M1 and A1 road 
infrastructure, its central location, the availability of land / employment sites and an 
availability of labour. 
 
However the sector will need to increasingly face up to a number of skills and training 
issues and embrace a stronger culture of training. The Leitch Review of Skills has 
highlighted the general need for ñup-skillingò but, importantly, recommended a much 
strong employer and demand-led approach to addressing skills and training issues. 
 
The Sector Skills Council, ñSkills for Logisticsò, is leading this drive from the 
Government-side. It has highlighted, as has the research carried out here for the 
Alliance, that there are a number of issues that need to be understood and 
addressed. In brief these are: 
 

 The sector does not have a strong tradition of training, learning and ongoing 
career development or clear career paths compared to other sectors ï it does 
not have an embedded training culture 

 The sector is predominated by SMEs and micro businesses and these tend to 
have less dedicated resource to develop training plans and need convincing 
of the business benefits of prioritising skills development issues  

 There is an ñimage problemò which acts as a constraint on recruitment but 
also a lack of understanding of the wide variety of career options available 

 The sector is notoriously difficult to ñengageò with unless it is regarding 
legislative issues  

 There are some skills shortages, for example drivers, but also across a range 
of occupations 

 There is a need to up-skill at all levels but management / supervisory skills 
need focussed attention 

 There needs to be a larger pool of talent to draw from ï people who are job 
ready and have good basic skills and the right approach to work 

 Softer skills ï team working, communication and attitudinal skills are very 
much in need of raising  

 There is a general perception by commerce of the public sector not meeting 
business needs and being overly bureaucratic; a scepticism of the NVQ 
system and its appropriateness and quality; and of the ñtraining offerò being 
over complicated and inaccessible 

 Many employers appear to have lost faith of lack confidence in the training 
supply system.  
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Businesses are more likely to engage with partners where: 
 

 There is simplicity and clarity in the ñofferò ï the current array of courses, 
funding and projects designed to support the sector are confusing and seen 
as overly bureaucratic ï there is ñno one placeò that pulls this together, co-
ordinates support or acts with neutrality  

 People providing support to businesses as a first point of contact, have an 
understanding of (and preferably experience in) the industry ï it takes time to 
build trust and respect  

 They can be clearly shown the ñbusiness benefitsò of training ï case study 
examples would help. They need convincing of its merits 

 They have access to bespoke packages of support ï at a time and place to 
suit them and to meet direct needs (a truly business led approach). 

 
In summary, our research into demand and supply issues has led us to conclude the 
maintaining the status quo is not an option for the public sector. A new Regional 
Skills Academy for the Region is about to go ñliveò and this could address a number 
of issues highlighted in this report. 
 
However, we strongly advocate the partners have a major opportunity here to 
develop a fresh and positive response to meet the needs of the sector across 
North Nottinghamshire and North Derbyshire.  
 
It will need a step change in approach and require the commitment of key partners to 
work pro-actively with businesses (especially SMEs who have been largely sidelined 
from previous initiatives for the sector), trade associations and institutions and other 
commercial partners.  
 
We propose a number of recommendations in Section 6. The central driver for this 
will be the establishment of an ñExpert Panelò for the sector across the Alliance. It will 
need resources, shared information, collective working, commitment and enthusiasm 
for it to succeed. It must have ñteethò and ñcloutò and be given the tools and 
responsibility to make strategic decisions and deliver a business-led agenda. 
 
It is proposed initially as a 2 year pilot. If it succeeds it can make a real impact on the 
skills and training agenda and help improve business performance.  
 
It can also become a leading light for the industry and for employer-led 
partnership working if all agree to the new approach and invest time and 
resources into this new opportunity.  
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1. INTRODUCTION 
 

 

1.1 INTRODUCTION TO THIS REPORT 
 
This report represents the culmination of a review study commissioned in March 
2008 by the Alliance Sub-Regional Strategic Partnership and Learning and Skills 
Council on behalf of the Alliance Employment and Skills Board. 
 
The purpose was to review some of the key employment and skills issues for the 
ñLogistics Sectorò across North Nottinghamshire and North Derbyshire, exploring 
ñsupplyò and ñdemandò factors. 
 
The report is structured as follows: 
 

 Section 1: ñIntroductionò ï this sets out the rationale for the study and a 
summary of the briefôs requirements. The methodology is touched upon in 
Section 3 (demand issues) and Section 4 (supply issues) but more detail is 
provided in Appendix 2. 

 

 Section 2: ñContextò ï this provides a scene setting synopsis of some of the 
key issues the logistics sector is experiencing (regarding training, skills and 
employment), by drawing upon available data and documentation. It also 
includes some of the current and predicted trends where relevant to the skills 
agenda. A fuller contextual issues section is included in Appendix 3.  

 

 Section 3: ñDemand Issuesò ï a primary ambition of the study was to 
ascertain the needs of businesses and a ñcommercial viewò of what the 
logistics sector requires. This section incorporates the analysis of the 
business survey together with key messages expressed by those working in 
the sector, representing businesses or who have their finger on the 
commercial pulse.  

 

 Section 3: ñSupply Issuesò ï the supply side issues encompass the array of 
service provider support for training and skills development. This section 
highlights, as far is feasible, the extent of provision relating to the sector with 
key comments gathered from the consultative and information gathering 
aspects of the study. It also includes an assessment of the Allianceôs funded 
initiatives relating to the sector.  We also include a précis of some of the main 
employment sites and development opportunities.  

 

 Section 5: ñObservations and Conclusionsò ï this section draws together 
and summarises the main observations from all of the research work 
undertaken and provides concluding comments.  

 

 Section 6: ñRecommendationsò ï the final section of this report sets out a 
number of recommendations, based on an assessment of the evidence 
gathered, for the partners (and a wider audience) to consider. The key driver 
for these recommendations is that they are intended to constructively assist 
companies in the logistics sector (and supply chain) and provide a steer for 
partners in supporting the sector in the future.  
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1.2 THE BRIEF 
 
1.2.1. Tendering Process 
 
In February 2008 a consultancy brief was issued by the Alliance SSP, on behalf of 
ASSP, Alliance Employment and Skills Board and LSC to seek a review of the 
ñLogistics Sectorò across North Nottinghamshire and North Derbyshire.  
 
Chimera Consulting (Regeneration) Ltd. of Nottingham was one of the consultancies 
invited to tender for this study and following submission and assessment of formal 
proposals, Chimera was selected to undertake the study. 
 
1.2.2. The Briefôs Requirements and Rationale - Summary 
 
Appendix 2 sets out further details regarding the Consultancy Brief. In summary, the 
study was commissioned to review the demand and supply side issues for the 
logistics sector, with a focus on whether the partners were meeting real needs of the 
business sector.  
 
In short, there were two broad and over-riding questions that were of central concern 
for the client:  
 

1. Are we doing the right thing (s) to support the logistics sector / are we 
ñgeared upò to meet needs? 

 
2. If not, what do we need to do differently [to meet their needs more 

effectively]?  
 
The proposal stated that the resultant work would: 
 
ñprovide pragmatic and challenging but achievable recommendations for the 
partners to consider and to implement to maximise the effectiveness of future 
interventions and to be able to target support in the most appropriate way.ò 
 
1.2.3. Agreed Approach 
 
At the ñInception Meetingò, held on 12th March 2008, the client clarified the rationale 
for the study and discussed and agreed on the scope of the study together with 
methodological issues. 
 
The client recognised that the sector was growing, creating new employment 
opportunities (although sensing that many opportunities were possibly often being 
met by migrant labour) and that the employment sites on stream and planned across 
the ASSP area provide an opportunity for further expansion of this sector.  
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2. CONTEXT 
 

 

2.1 NATIONAL, REGIONAL AND SUB-REGIONAL CONTEXT 
 
The definition of the Logistics Sector and its contribution to the economy, according 
to the DTI, is: 
 
ñlogistics is the management of the storage and movement of goods and 

information. Good logistics cuts costs, speeds work, and improves customer 
serviceò 

 
Logistics is concerned with the movement and handling of freight in the UK by any 
mode of transport, from document couriers to bulk fuels on the railways. It sets out to 
deliver exactly what the customer wants - at the right time, in the right place and 
at the right price. Very often transport is a major component of the ñsupply-chainò 
which delivers to the customer the goods and services needed.  Its supply chain role 
means is provides vital services crucial to the prosperity of the UK economy.   
 
Some key aspects to the Logistics Sector and trends can be summarised as follows 
(sources: various documents evidence ï see Appendix 6): 
 

 The UK Logistics Sector is the fifth biggest industry employing over 2.28 
million people (8% of the workforce) and essential to the efficient performance 
of the UK economy. It includes a wide range of occupations including 
transport managers, drivers of lift and reach trucks, pickers and packers in 
warehouses, rail freight staff, motorcycle despatch riders, drivers of vans and 
large goods vehicles and the many administrative, IT, human resources and 
financial specialists in the sector. 

 

 Logistics is a strategically important sector in the East Midlands and Alliance 
SSP area. There are 15,700 logistics businesses in the Region (some 10% of 
all the regionôs businesses) with wholesale comprising 62% and freight 
transport, by road, a further 23%. 2,200 are estimated in the Alliance area.  

 

 UK logistics companies, large and small, are European and world players ï 
UK companies manage supply chains throughout the EU and beyond. 

 

 Potentially there may be 10,000 new jobs created in the sector over the next 
5 years in the East Midlands Region and Experian has forecast that this will 
be one of the fastest growing sectors in the Allianceôs local economy.  

 

 85% of logistics jobs are in companies employing 1 to 10 people. 
 

 165,600 people directly work in logistics companies in the region (over 10% of 
workforce) and taking into account logistics occupations in other companies, 
the total regional employment level is estimated to be almost 213,000 and 
29% of this workforce are female. 

 

 The sector has an ageing profile (especially in relation to drivers), 42% of the 
workforce are over 45 years old and only 12% are under 25.  
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 In terms of gross added value, transport, storage and communications 
industries (combined) have grown faster than any other sector of the 
economy, with a 46% change in value added between 1995 and 2001, 
compared to a 17% overall growth. 

 

 Modern day logistics has an emphasis on management of storage, modes 
and times of movement ï resulting in a requirement for quality management 
information and communication processes. The opening of markets in Europe 
has led to a growth in companies contracting out their freight services to 
specialist logistics firms.  

 

 Gaps in workforce skills and under-investment (including management skills) 
have constrained competiveness.  

 

 In many parts of the economy, logistics activity has become concentrated at 
fewer sites, increasing the average distances over which goods are moved, 
with suppliers reducing the number of distribution centres.  

 

 The increase in air capacity at some national and regional airports and other 
policy developments relating to the air transport sub-sector has had an impact 
on logistics businesses serving international markets ï this is important to 
businesses in the Alliance area due to the close proximity of the East 
Midlands and Robin Hood Airports. 

 
2.2 KEY ISSUES ï SKILLS AND TRAINING  
 

 UK businesses are now required to compete with higher value products and 
to move away from a low-skill economy to a highly skilled workforce to meet 
new technology developments ï employees need to update their skills on a 
regular basis e.g. continuous professional development. Businesses need to 
invest in skills across their workforces on a consistent and long-term basis. 

 

 Of the 2.3 million employees in UK in logistics, 1.1 million have below 
ñminimumò qualifications (Level 2): 330,000 lack functional literacy and 
450,000 lack functional numeracy.  

 

 There are substantially less people with NVQ Level 4 or above qualifications 
compared to other sectors and a far greater proportion with either no 
qualification or qualified below NVQ level 2 standard. 

 

 Skills shortages and difficulties in recruiting (or attracting sufficient number of 
candidates of the right calibre) have been evident ï problem solving and team 
working / communication skills are highlighted as being one key issue. 

 

 There are skill gaps at various levels including elementary staff positions and 
machine operatives.  

 

 4 in 10 companies did not arrange or fund training over the last year and just 
over a half of businesses assess staff formally for their training needs. 

 

 29% have no business plan, training plan or budget for training and those 
most likely to receive training were at management level.  
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 Only 16% of employers providing off the job training used an FE College for 
training delivery ï the preference is in house training. 

 

 Nationally, the LSC spends £20 million on training in logistics sector skills ï 
as a proportion and reflection of its contribution to the national GDP, if this is 
scaled up on a pro-rata basis, it should be 4 times higher (£80M). 

  

 New technology: the increased use of e-commerce / home shopping has 
opened up markets and increased demand for deliveries of goods directly to 
the customerôs front door. This impacts on mail / courier services / road freight 
transport companies e.g. increase in demand for suitably qualified drivers 
(LGVs) or vans, and the direct interaction with the public. 

 

 Computerised delivery tracking, navigation and stock management systems 
to improve efficiency and competitiveness represents a significant skills 
development issue for businesses embracing new technology.  

 

 The sector requires improvements in IT skills and communication, team 
working and customer service skills. 

 

 The Sector Skills Council (Skills for logistics) identifies a number of issues 
affecting the sector: skills gaps among both junior and senior managers in the 
sector; literacy and numeracy among many existing operations and 
warehouse staff; the use of IT devices and systems in many job roles. 
Management problems stem largely from a culture that has promoted people 
from the warehouse floor or the lorry cab, an ill-defined management 
structure and poor engagement with the FE and HE sectors.   

 

 Recognised development needs of the sector include the use of technology to 
encourage literacy, numeracy and IT training in the sector, the development 
of ñinterpersonal skillsò (communication, customer service and team working), 
and the promotion and development of career progression routes and sector 
image as a positive and challenging career choice.  

 

 A move by sector bodies towards clear career progression routes and staff 
retention with good career choice, the attraction of new entrants, women and 
minority groups, and the positive promotion and image of the sector, are all 
nationally recognised challenges for the sector.  

 

 The sector needs to promote longer-term ñcareersò as opposed to ñjobsò. As 
one example a Driver CPC (Certificate of Professional Competency) will soon 
be introduced> It is hoped this would promote a more attractive career 
proposition to potential recruits and address some of the perceived ñimage 
problemsò that this career has.  

 

 Progress towards a more productive economy involves a number of initiatives 
in the area of employment and skills: increasing the overall employment rate, 
employment for disadvantaged groups, developing a more skilled and 
adaptable workforce with a focus on lifelong learning, stimulation of a learning 
culture and the reduction of working days lost and accidents at work ï a large 
part of skills training is driven by statutory requirements e.g. driver licensing, 
CPC, training for dangerous goods etc., supported by policy such as the 
working time directive. 
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3. DEMAND ISSUES 
 

 

3.1 INTRODUCTION ï DEFINITION OF THE SECTOR AND 
METHODOLOGY SUMMARY  
 
3.1.1. Definition of ñLogisticsò 
 
Our starting point for understanding the ñdemandsò and ñneedsò of the Logistics 
Sector across North Nottinghamshire and North Derbyshire was to seek to determine 
a definition of the sector itself. 
 
We explored a variety of previous research and policy documentation, notably the 
Sector Skills Councilôs (SSCôs) ñEast Midlands Regional Profileò (2007). Skills For 
Logistics works alongside companies involved in ñmoving, handling or storing goodsò 
and utilises the SIC (Standard Industrial Classification) coding system.  
 
This defines companies by the primary ñbusiness activityò however this only tells part 
of the story because there here are also employees working in logistics type 
positions but within companies whose main business activity may not be one of the 
logistics SIC codes. Also, the supply chain is vital to definition considerations. 
 
The general consensus is that it logistics relates to businesses involved with the 
ñdistribution and storage of goods and servicesò including the supply chain.  
 
For the purposes of this assignment, we were asked to exclude passenger 
transportation activities.  
 
 
3.1.2. Methodology Summary  
 
Our approach to researching into supply and demand issues incorporated a blend of: 
 

 Face to face interviews with commercial sector experts  

 Telephone consultations  

 Desk based research work 

 Developing a business database 

 Developing a questionnaire and using this via an online format to gather 
business opinion 

 Developing a condensed questionnaire, using this via an online format to 
gather business opinion and via telephone follow up work.  

 
There were some significant challenges and constraints to gathering ñbusiness 
opinionò but these challenges were faced and highly valuable feedback providing a 
commercial perspective has been obtained.  
 
More details are set out in Appendix 2.  
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3.2 BUSINESS VIEWS - FEEDBACK  
 
3.2.1 Business Feedback ï Introduction  
 
The feedback from companies has been set out in the information below. We have 
grouped the analysis to responses under ñissues based headingsò. Views expressed 
as part of the consultative process are also included and grouped into the thematic 
headings. These views reflect the feedback from trade associations, institutions and 
business representative bodies as well as key commercial interests such as 
Recruitment Agencies. 
 
As there were two formats of the business survey, Version 1 (the original and more 
detailed questionnaire) and Version 2 (the revised, condensed questionnaire), we 
have combined the responses from the two formats where feasible. Where 
responses only relate to those completing the more detailed original questionnaire, 
this is made clear. 
 
Sub-sections providing a commercial perspective commence with two primary 
questions, as posed in the condensed survey and then go onto specific training, skills 
and employment issues: 
 

3.2.1 Overview ï the sectorôs perspective on training and development  
 
3.2.2 Key Question 1: ñDo you feel your company is well served by the 

providers of training in your area?ò 
 
3.2.3 Key Question 1: ñHave you got staff with the right skills / qualifications 

to meet your needs or does the sector need to be doing something 
differently to meet your needs?  

 
3.2.4 Recruitment Plans 
 
3.2.5 Recruitment Constraints 

 
3.2.6 Staff Retention and Staff Turnover 

 
3.2.7 Training Plans ï Delivery and Funding  

 
3.2.8 Awareness and use of Training and Skills Development Support 

 
3.2.9 Others Issues.  

 
 
3.2.1 Overview - the sectorôs view on training and skills development  
 
Feedback from the commercial interests did highlight the commonly held view that 
the logistics sector is characterised by a general antipathy towards training. 
Obviously this is not the case for all logistics businesses, but the overview 
perspective is that this sector (possibly more than any other) does not place sufficient 
value or priority upon training and skills development issues and does not have a 
strong history in the training arena.  
 
This is compounded by experience of it being notoriously hard to ñengage withò many 
companies in the sector unless the issue is of a legislative nature.  
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Even trade associations with a responsibility for training and the promotion of 
courses and events can find their members to be somewhat reticent in being able to 
see the value of developing the skills of their staff.  
 
Part of the reason for this, it was cited, is that this sector does provide opportunities 
for people to work their way up from the ñshop floorò through to managerial positions. 
Several people in senior positions will have been promoted through the work they 
have done and their ability to ñdeliverò rather than on the academic qualifications they 
possess. We were told it was not unusual for a Managing Director to have started at 
the ñbottomò (of the career ladder) and worked their way up. It is also a ñpaceyò / fast 
moving environment with a need for people to think on their feet and make quick 
decisions.  
 
Also, the sector is predominated by micro and small sized businesses. 85% of 
logistics companies in the Alliance area employ 10 or less staff (LSC / NOMIS data). 
There are some large logistics firms in and around the Alliance area but SMEs (small 
and medium seized enterprises) and very small businesses form the vast majority of 
the sector profile.  
 
Training and skills development issues will be quite some way down the ñpecking 
orderò of priorities for them. This is compounded by the current ñfuel crisisò with many 
struggling to survive and their attentions being devoted to simply staying in business. 
The opportunity to step back and take a view on the wider business needs can often 
be hard for the SMEs whereby staff are engaged fully in the day-to-day running of the 
business. 
 
In short, it was recognised that it can be an uphill struggle to convince businesses of 
the merits of investing in staff training but where business benefits can be 
demonstrated (increased profitability, more highly motivated staff, better staff 
retention rates etc.) impacting upon the ñbottom lineò ï then this presents a better 
ñhookò to engage with companies. 
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3.2.2 Key Question 1: How well served is your company by the providers of 
training in your area? 
 

FIGURE 3.1: SATISFACTION WITH TRAINING PROVISION 
 
 

 
 
 
Based upon the views expressed, 69% feel they are well served by training 
providers. This is somewhat at odds with comments received from business 
representative bodies. It may be a reflection that businesses responding to the 
survey are more ñin the loopò on training issues and service provision than those that 
chose not to respond. The results may therefore be skewed towards businesses that 
take training issues quite seriously and are more au fait with the skills development 
arena. 
 
From the survey feedback, a couple of the businesses were new to the area and 
were in the process of establishing links with training providers. Those that had 
developed relationships relayed some comments, including: 

 

 A couple of very large businesses mentioned the NVQ system had helped 
meet gaps in their skill needs 

 One large logistics firm highlighted its own in-house training programmes 
which were consistently updated  

 Colleges had also been accessed for more generic training: first aid; health 
and safety; food hygiene etc.  

 One made use of HE courses (Sheffield University for languages and 
Northampton University for lift [manufacturing] training) 

 Generally contacts and relationships with training providers were good (for 
those that thought they were well served). 
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Some aspects requiring further attention included: 
 

 IT training provision could be improved 

 The ñsystemò (especially relating to NVQs) is too bureaucratic and complex 
and its relevance for businesses and reputation is questionable  

 One large company said they were inundated with training providers 
approaching them and it was hard to differentiate or make a judgment on 
which providers to use (needs co-ordinating more effectively) 

 One company said it did not know who the providers are locally or what they 
offer ï it lacked awareness of the ñtraining offerò and scope of providers.  

 
Other views expressed strongly concurred that the NVQ system was seen with some 
suspicion and lacked the credibility for many businesses to take it seriously. One key 
industry representative said NVQs were ña waste of timeò.  
 
There is a credibility gap with NVQs exacerbated by the perception that is seen as a 
Government led system which encourages a ñtick boxò mentality and a ñfund chasingò 
approach by the FE sector. Allied to this is a perception that there are too many 
hurdles to jump through unless the provider was used to ñplaying the systemò. In 
addition, NVQs are seen as geared towards accrediting competencies rather than a 
tool in their own right for developing skills and career progression. 
 
The current ñtraining offerò as funded by Government and the ñsystemò is consistently 
seen as over-complicated, impenetrable and largely unresponsive to business needs. 
That is not to say that the views expressed were entirely critical of the training and 
skills development packages available through the FE / HE sector ï there was 
recognition that some good courses are available and some quality training is being 
delivered. However, there was a strong perception that the ñsystemò encourages a 
ñtick box / money chasing mentalityò which is overly bureaucratic and is off-putting 
and confusing for many businesses to access. 
 
The NVQ system was not viewed positively and there is a major credibility issue with 
NVQs in the sector. This tends to reflect two main issues: 
 

 The NVQ system is based on accreditation of competencies rather than a 
training or skills development tool in its own right.  

 

 It is perceived as a ñsystem (service provider) ledò mechanism rather than 
one that is there to meet business needs in a flexible way. There are 
perceived to be ñtoo many hoopsò to jump through to access government 
funding which leads to commercial operators and training arms of business 
representative bodies bypassing the system.  

 
Again, Colleges were not singled out to blame for the state of affairs, but there was a 
consensus that the funding system encouraged organisations, such as Colleges, to 
ñchase fundingò rather than being a flexible, easy to access resource that could be 
utilised for direct business benefit. 
 
There is a view that more tutors with previous direct experience (or at least a better 
understanding of the sector) would gain better credibility with the business 
community. 
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3.2.3 Key Question 2: Have you got staff with the right skills / qualifications to 
meet your needs or does the sector need to be doing something differently to 
meet your needs? 
 

FIGURE 3.2: THE RIGHT STAFF WITH THE RIGHT QUALIFICATIONS? 
 

 
 

 
56% of companies providing a response to this question said they did not have the 
staff with the right skills / qualifications to meet their needs.  
 
Some highlighted skill shortages in the industry (insufficient number of people with 
HGV qualifications was one issue) and others highlighted the need for more people 
with good quality ñsofter skillsò such as the right attitude, commitment, reliability and 
improving customer focussed skills generally. 
 
Some respondents mentioned that they were addressing skills shortages themselves 
(see comments below) and others were working in partnership with Colleges and 
others to address these.  
 
There were some interesting and valuable comments received on these issues and 
we have included a flavour of some of the key comments below: 
 

 ñWe do have staff with the right skills / qualifications but there is a shortage 
within the industry. We have a structured Apprenticeship programme in place 
along with an Undergraduate placement scheme for students. This is 
something we put in place in 2007 and are confident it will reduce the skills 
shortage within the industry.ò This company was saying that they are meeting 
their own needs but recognised the sector has skills shortage issues which 
their training work could help to address.  
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 ñWe are fortunate to have consistent interest in our company from all different 
sectors. Thereby we are able to fill vacancies from the most menial positions 
to the higher management ones. If an individual working for the company 
wishes to further their education through a recognised qualification we run an 
educational reimbursement scheme if it will also benefit the company.ò 

 

 ñWe often struggle to retain the best talent and can end up settling for below 
standard employees, particularly in the front-line management areas. A 
consistent competency framework would provide a set standard for 
individuals to understand their own abilities and limitations.  We have recently 
put in place a generic system for 4 levels of employee but more specific, and 
across the industry would be very useful.ò 

 

 ñ[We would like] training providers to run more like business hours to match 
business needs.ò This company would also welcome access to free or 
subsidised training.  

 

 ñThe staff are in place but we face a large amount of work to give them the 
skills necessary to support the business going forward.ò 

 

 ñEmployees have to be trained and moulded into the role as not everyone can 
walk into the job and be able to complete everything.ò 

 

 ñThe skills we require are more to do with customer service - staff having the 
right attitude, committed and reliable as we can train them in house for the 
majority of the jobs.ò 

 
Furthermore, one large logistics employer had a relatively new HR Manager in 
position and it was in the process of undertaking a thorough ñTraining Needs 
Analysisò right across the company to inform a Training and Development Plan to 
meet their needs. One issue highlighted was that there is often a lack of 
understanding (in the ñoutsideò world) of how many interesting career opportunities 
there are and how diverse the careers within logistics are.  
 
The shortage of qualified HGV drivers was a common remark made by commercial 
interest, but so too were other occupations from operative level through to 
managerial levels.  
 
Pay rates may be an issue for some of the warehousing type roles which have often 
been filled through the use of migrant labour (with Recruitment Agencies playing a 
significant role in this respect) who ñwill go where the workò is and move very quickly 
from one job to another. However pay was not the prime issue raised by consultees. 
There was a consensus that the general perception of the logistics sector was fairly 
poor ï that people viewed it in terms of lorry drivers and warehouse staff. The 
message that there is a variety of interesting and challenging (and diverse) career 
opportunities is simply not getting across to the wider public and to potential job 
applicants. This was acting as a barrier, especially to recruiting younger people into 
the industry. 
 
With projected growth of the sector and more employment opportunities, the skill 
shortage issue could become more apparent. 
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ñSofterò skills such as communication skills, team working, punctuality, a positive 
attitude and general ñjob readinessò are viewed as key qualities that are required by 
the sector generally. 
 
It was mentioned by several industry experts that employers prefer candidates with 
real world experience to those who have only (or mostly) classroom based 
knowledge. Practical, hands-on expertise was valued highly. An NVQ in 
warehousing, for illustration, was seen as too heavily based on theoretical aspects 
taught in a classroom rather than real experience and work-based learning which 
employers tend to prefer.   
 
More training should be targeted at managerial and supervisory levels. Good team 
leaders are vital to encourage business growth and development. The lack of 
management training hinders business growth and opportunity and this is another 
area where partners could focus more efforts. Good supervisors can make a real 
impact on how successful a business operation is run and also in building a good and 
loyal team. These skills are in demand.  
 
Basic skills should not be neglected with several experts citing the growing need for 
good numeracy and literacy skills for jobs even at the most basic levels within the 
sector. Literacy and numeracy skills need raising, as many jobs (even the lowest 
paid) require these skills. For example, an ability to record information, take stock 
sheets, track orders and use bar-coding systems etc. to monitor the progression of 
goods and stock, is vital to many jobs in the sector.  
 
One final comment on this issue relates to the Skills for Logisticsô 12 steps 
ñProfessional Development Stairwayò. The logistics sector has lacked a clear career 
development framework and the move towards implementing a national framework, 
based on 12 steps (from Entry Level through to Director Level) is viewed, by those 
that are aware of it, as a positive shift. If adopted widely by the sector, it will help to 
develop a proper and recognised career progression with recognisable skills needs 
at the various levels. Better quality, consistency and a better ñimageò for the sector 
should result but the challenge will be the extent to which businesses ñbuy inò to this 
approach and it becomes the widely accepted framework.  
 
3.2.4 Recruitment Plans  
 
Companies were asked how many employees they anticipated recruiting over the 
next year. Of the respondents to questionnaire, all that answered stated they would 
be recruiting staff over the next year.  
 
44% of them were planning to recruit 10 or more staff.  
 
Those that mentioned their intended methods of recruitment said it would mostly be 
either through direct advertising or word of mouth.  
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FIGURE 3.3: RECRUITMENT PLANS OVER THE NEXT YEAR 
 

 
 
 
The types of positions the companies were planning to recruit for included a range 
across all occupations including clerical, technical and managerial roles.  
 
Occupations and positions mentioned for recruitment included: 
 

 Entry level and elementary positions  

 Administrative positions 

 Food and beverage assistant 

 Operatives (including warehouse operatives and drivers) 

 Senior operatives 

 Warehouse supervisors  

 Sales staff 

 Managers / Senior Managers  

 Directors  

 Specialist consultancy support. 
 
Based upon this feedback and from others in the commercial environment, the North 
Nottinghamshire and North Derbyshire Alliance area is seen as well placed for future 
employment growth in logistics related activities. The Midlands forms the ñgolden 
triangleò or recognised Central Distribution Centre (the majority of the UK can be 
reached in a 4 hour drive time). The Alliance area, with its central location, motorway 
access, availability of employment land and labour is one of the two main ñLogistics 
Hotspotsò in the UK with Northamptonshire comprising the other hotspot. 
 
Current and future employment opportunities will be across the occupational levels 
and across the pay scales. To take advantage of some of the lower paid operative 
roles, partners could do more to encourage inward investors to establish and build 
links into local (indigenous) communities more. It was reported that investors do not 
always plan their recruitment campaigns in detail or make sufficient links in with the 
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communities they are establishing a presence in. They can rely on recruitment 
agencies to help fill ñvolumeò opportunities at speed. This can lead to opportunities 
being more attractive to a migrant workforce who are highly mobile and will move to 
where the available work is. Companies can often use recruitment agencies to fill 
immediate job vacancies (at short notice) as well as deal with larger labour supply 
contracts.  
 
Agencies can also serve to help businesses ñtry before you buyò to assess if a 
placement is of sufficient calibre to be taken on more permanently. The shortage of 
suitable trained HGV drivers, for example, is an occupation where several companies 
make use of recruitment agencies to fill vacancies and also test a candidateôs 
suitability for a longer term contract.  
 
 
3.2.5 Recruitment Constraints 
 
Difficulties that companies have experienced in effective recruitment were as follows: 
 

FIGURE 3.4: ISSUES LIKELY TO IMPACT ON EFFECTIVE RECRUITMENT 
 

 
 
 
The main issue was companies finding sufficient candidates with the right experience 
or skills from this research evidence, with 50% citing it as a ñmajorò recruitment 
constraint. Four other factors were highlighted by over 30% of the companies as a 
major recruitment issues and these were: 
 

 Finding enough candidates with the right attitude or sufficiently motivated 

 The low number of applicants generally 

 The required qualifications for the job vacancy 

 Competition from other companies. 
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The vast majority of those who completed the more detailed survey said that these 
problems were typical of the logistics sector generally. These comments were 
confirmed by those in the industry who represent members or deal with logistics 
businesses on a regular basis.  
 
Other key issues (constraints) include: 
 
Image and perception of the ñindustryò: 
 
The image of the sector is often perceived in a negative way making it harder to 
attract new recruits and excite young people to take it seriously as a career option. 
Marketing and promoting the sector is vital to attract new people and especially to 
encourage the 14-19 year cohort to be stimulated by the prospect of a career in 
logistics. It is typically thought of as a ñtrucks and shedsò industry whereas, in fact, 
there are good opportunities in a variety of roles across all levels. There are 
examples of a number of interventions for engaging with the 14-19 age group, but the 
effectiveness of such initiatives remains uncertain. 
 
As one example, the typically poor perception of a career as a driver is often flawed. 
HGV drivers can earn ñdecentò money and the job requires good skills sets and it is a 
career that holds many responsibilities. With a more ñcustomer facingò role (often 
acting as the ñpublic faceò of the transportation company they work for), the customer 
skills are becoming increasingly important.  
 
Migrant workers: 
 
Many migrant workers have taken up jobs in the sector ï in warehousing and in 
driving for example. Pay rates in warehousing can be quite low and businesses 
requiring high volume recruits have found that migrant labour can be found at short 
notice to meet their needs (or at least in the short term). However they are more 
likely to move to another employer equally as quickly if hourly rates are higher with a 
competitor leading to higher staff turnover as migrant workers tend to have less 
company loyalty, compared to the indigenous population.  
 
Access to workplace: 
 
Physical access to work is an issue. Many logistics companies are based on major 
employment sites / business parks sites of the M1 and main arterial roads, requiring 
staff to get to and from work by car. It is rare to find business parks linked with 
adequate public transportation routes to and this is a barrier for those on lower paid 
jobs who cannot afford to buy or run their own vehicle.  
 
Career progression: 
 
Career progression ñthrough the ranksò is possible but there is a need to make it 
clearer as to how progression is possible and what those career paths are (and what 
skills are required). The Professional Development Stairway should help in this 
regard but more clarity is required generally on career progression routes ï to those 
working in the sector as well as those the sector would like to attract.  
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3.2.6 Staff retention and turnover 
 
Companies that commented on staff retention issues were, by and large, not 
experiencing any major retention difficulties. Staff turnover rates appear to be quite 
low, from the feedback received (see Figure 3.5 below).  
 

FIGURE 3.5: STAFF TURNOVER  
 

 
 
Two pertinent comments made where there were some difficulties with staff retention 
were: 
 

 ñDrivers tend to come and goò  

 ñMore often than not talented individuals will leave because they are so 
successful in their current roles that they are left there and not offered 
opportunities to progress...until they leave the company!ò 

 
Other feedback highlighted that the age profile of drivers is increasing and the sector 
needs to attract fresh recruits at a young age as many drivers will be leaving the 
workforce through retirement. Drivers may move from one company to another until 
their personal (family) life becomes settled when they tend to stay relatively loyal to 
the employer they are then with. Unsociable hours / shift work tend to become more 
of an influence when a driver has family considerations - a particular issue 
highlighted for women drivers and those with a young family.  
 
In general terms, better staff training was viewed positively in that it leads to more 
enthused staff, a better working environment and better staff retention. A ñgood 
employerò which offers clear career advancement opportunities, encourages staff to 
upgrade relevant skills and learn new ones is likely to have much low staff turnover. 
This factor is true of all business sectors but convincing the majority of logistics firms 
to adopt a more proactive approach to this is one of the main challenges.  
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3.2.7 Training plans - Delivery and Funding 
 
70% of the businesses providing a view on Training and Development Plans said 
they had a T&D Plan in place. This is much higher than the national average of 43% 
for logistics companies and 47% for East Midlands logistics companies. (SfL figures 
sourced from NESS, 2005).  
 
Again, this tends to strongly suggest that the sample of businesses responding to this 
survey were more ñin tuneò with the skills and training agenda.  

 
FIGURE 3.6: DELIVERY OF TRAINING 

 

 
 
In the original detailed survey, companies had the opportunity to explain how their 
training was funded. The majority stated that they pay for all or most of training 
themselves. Two had accessed support via Train 2 Gain. 
 
This was conferred by business representative bodies that highlighted: 
 

 Companies, especially smaller ones, rarely do their own training or have a 
structured training plan in place. Larger companies are much more likely to 
have their own training programmes and staff to develop and deliver (or co-
ordinate) the training required to their own needs.  

 

 Much training activity is bought in and provided by private providers and tailor 
made to individual business client needs. 

 

 Bespoke packages that minimise ñdown timeò and are predominantly work 
based tend to be more popular with employers.  
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3.2.8 Awareness of and use of training and skills development related support 
 
In the detailed survey, businesses were given the opportunity to state if they were 
aware of and had made use of training and advisory support or assistance from a 
number of key agencies. There was some awareness of member bodies, Skills for 
Logistics, Business Link (emb), Train 2 Gain and the CoVE but little take up of 
support.  
 
What is more significant is the feedback received from consultations with businesses 
and business representative bodies, regarding the current adequacy of support 
services and ways in which these could be improved. Some thoughts on this were: 
 

 Training needs to be marketed to companies with evidence that it will affect 
the ñbottom lineò ï i.e. that there is a direct economic benefit. 

 

 Companies have an array of support and advice (and funding) available to 
them ï it needs to be co-ordinated and clarified and sold with clear messages 
regarding ñbusiness benefitsò (there are T2G examples that could be 
promoted as case studies). 

 

 The new ñRegional Skills Academyò (LAEM ï Logistics Academy for the East 
Midlands) is coming on stream. It needs to be clear as to what its role / remit 
will be and hopefully will provide an opportunity for a clear, consistent and 
single point of contact to be offered to businesses and as an advocate of the 
sector promoting a better image and career paths. It must act with neutrality 
in the interests of the business community. There is a fear that it could 
become another ñbureaucraticò organisation or one that is perceived to be 
simply a marketing tool for the FE sector.  

 

 Driversô CPC (Certificate of Professional Competence) legislation comes into 
effect in 2009 and will have a big impact on the sector. It also represents an 
opportunity for the ñpartnersò to engage with businesses as they will tend to 
be more open to outside advice / support when it is linked to legislative 
requirements. It should give drivers better respect and raise quality. Delivered 
by periodic training, it will give drivers more customer facing skills with 
everyone to be trained by 2014. Financial assistance to implement Driver 
CPC would be welcomed. There was recognition that many businesses will 
react to the implementation of this at the ñeleventh hourò and there will be a 
capacity issue for service providers in meeting these needs.  

 
3.2.9 Other issues  
 
What skills development issues need targeting? 
 

 Training to support managers and those in supervisory roles is an area which 
needs further targeting. Good quality management skills are needed and also 
this helps to generate better team working and staff retention. 

 

 Basic skills need improving across the board. 
 

 ñSofter skillsò such as attitudinal skills and ñjob readinessò need developing.  
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What should be done differently? 
 

 There is a need to ñexciteò younger people, as well as others in the labour 
market, on the array of varied and challenging career opportunities available. 
Perception of the sector is poor and the full picture of job opportunities is not 
clear to those outside the sector. It needs actively promoting in schools and 
across communities.  

 

 Training support in the workplace is favoured wherever possible. In a 
commercial environment, the minimisation of ñdown timeò (i.e. releasing a 
member of staff to go off-site for training) is a major factor. A more bespoke 
and flexible / precise approach to training is required. Delivery in the 
workplace that minimises disruption but leads to quick impact is often 
preferred. Longer term planning and a structured training and development 
plan tends to be the domain of the larger companies. 

 

 Clarity on what training support is available is essential. The array of different 
providers and funding streams / courses / initiatives was commented on as ña 
messò. The ñtraining product offerò needs simplifying and co-ordinating 
drastically and there is no single port of call to approach. More bespoke 
packages of support are required but fundamentally, more people with an 
understanding of (and preferably an experience in) the logistics sector are 
required to gain the confidence of businesses. Businesses need a single point 
of contact they can respect, who will listen to and work with them to help 
develop training plans or meet wider business needs. Advice must be kept 
simple, clear and be able to demonstrate business benefits.  

 
 
Wider issues for the sector 
 
Rising fuel prices are a major issue, especially for smaller operators, who, it was 
reported, are struggling to stay in business. Added to the operational cost factor, it is 
increasingly hard for UK based hauliers to compete with continental based operators, 
(notably those from Eastern Europe) which can enter the UK and return without need 
to refuel in the UK. They can undercut UK based operators and the situation was 
described as ñnot a level playing fieldò (regarding fuel tax duties).  
 
Regarding the shortages of skilled drivers, the take up of jobs by Eastern European 
drivers is not always a quick resolution for UK logistics businesses. It was reported 
that they are more likely to have accidents in the first year of employment compared 
to their UK counter-parts which increases cost to the industry and business 
competitiveness. 
 
One consultee mentioned that the ñGolden Triangleò of the Midlands could be under 
some threat from ñPortcentric Logisticsò. This as the trend that Central Distribution 
Centres (CDC) for foreign goods: imports / exports are moving towards the ports. 
Current cargo carried by sea to UK ports is often transported by road into the 
ñGolden Triangleò for picking and then onward distribution to key UK destinations. In 
the future, the likely trend is for imports / exports delivered by shipping, to utilise a 
CDC at the port itself. Offloading, storage and repacking would all take place at the 
portôs CDC with onwards transportation direct to key destinations. This would bypass 
the need for these goods to be stored at a central UK hub. The partners need to be 
aware of this issue but also balance this against the considerable advantages of the 
Alliance as a location for internal (domestics) freight logistics and the growing 
importance of EMA (East Midlands Airport) for freight transportation.  
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3.3 SUMMARY OF KEY MESSAGES FROM FEEDBACK  
 

 
Training Needs: 
 
Á Analytical skills required and people with sound logical / planning capabilities will 

be in demand 
Á Customer facing roles are increasingly important and these skills need 

developing 
Á Softer skills (team working, reliability, commitment, enthusiasm etc.) are very 

important ï businesses state these need improving  
Á Basic skills need improving ï literacy and numeracy  
Á IT skills need improving  
Á Qualifications need to be right for employers  
Á Training needs to be delivered in a bespoke way, with flexibility and minimise 
business operational ñdown timeò  

Á Training, where accessed, may often be through private sector providers or 
associations because they listen to companies and ñunderstandò their needs and 
respond quickly 

Á Companies often bypass the public sector because perception is that itôs too 
bureaucratic and not meeting commercial needs effectively. 

 
Career opportunities and image of sector: 
 
Á Perception of the sector needs improving ï lots of exciting and varied career 

opportunities available (itôs not just about ñtrucks and shedsò)  
Á Opportunity to promote careers ï to young people and to adults ï to work with 

partners and schools etc. to get people interested 
Á Career pathways need clarifying ï SfL Framework could help.  
 
Other support:  
 
Á Would welcome financial support for implementing Driver CPC and licences  
Á By building a relationship with a business, by initially listening to what the 

business thinks it needs, this can help move on to other areas ï training may not 
be top priority need but can be discussed once the relationship has been 
developed 

Á Public sector needs people with experience of the sector to gain better credibility 
with the business community.  

 
Access to support:  
 
Á Public sector staff (trainers, advisors, brokers etc.) need to talk ñbusiness 
languageò / understand the sector / listen and then act. Build trust / respect and a 
relationship with businesses 

Á Businesses need a simple guide to what is available (the product offer)  
Á Need to add value to the bottom line to get businesses involved / engaged ï 

partners need to demonstrate clear business benefits to get companies interested  
Á Get public sector to work with the training expertise of the associations (CILT / 

RHA / FTA etc.) to work in partnership. 
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4. SUPPLY ISSUES 
 

 

4.1 INTRODUCTION 
 
4.1.1 Introductory Note 
 
In relation to ñSupply Sideò issues we have attempted to take stock and get an 
overview of the array of courses and support for skills development where this is 
relevant to the logistics sector, across the Alliance area. This also encompassed 
reference to jobs in other sectors requiring ñlogistics type skillsò. 
 
It was not within the remit of this study to comprehensively map out the entire scope 
of logistics related training provision across the North Nottinghamshire and North 
Derbyshire (The Alliance) area. However we have attempted to gain an 
understanding of the training provision available. 
 
4.1.2 Methodology Summary 
 
To gain an understanding, commensurate with the scope of this assignment, we 
used a number of tools to access information and obtain a view from key 
stakeholders: 
 

 A review of the LSCôs ILR (Individual Learner Record) data ï as an overview 
 

 Developing a questionnaire for information gathering and inviting training 
providers and strategic partners to provide views on what the scope of their 
provision, its effectiveness and how needs are identified 

 

 Consulting key agencies and partnerships such as the:  
 

 CHEA (Collaborative Higher Education Alliance) Logistics and 
Distribution Sub Group 

 CoVE (Centre of Vocational Excellence) at Chesterfield College 

 Chartered Institute of Logistics and Transport 

 Road Haulage Association 

 Alliance Employment and Skills Board and its Executive Group 

 Sector Skills Council (Skills For Logistics). 
 
Also, we reviewed relevant documentation such as the Sector Skills Agreement 
Action Plan for the region and attended the Regional Skills Academy launch event 
(May 2008) at Denbyôs in Lincolnshire.  
 
In addition, Chimera has undertaken a review of the ASSP funded projects / activities 
designed to support the needs of the sector. The full assessment has been provided 
to the Alliance SSP as an ñAddendumò report but the salient messages are reported 
in Section 4.5 of this report.  
 
Further details on the methodology are incorporated in Appendix 2. 
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4.2 TRAINING PROVISION 
 
4.2.1 Types of training 
 
In simple terms, the scope of training relating to the logistics sector can be 
categorised into 3 broad areas: 
 

1. Public sector funded training (College / University delivered courses funded 
via the LSC or HEFC), either based at the respective educational institution, 
an off-site facility or work-based learning (WBL)  

 
2. Private sector training provision ï training delivered by commercial training 
providers or logistics businesses themselves delivering their own, ñin-houseò 
training courses (for their own business and maybe also providing training for 
other employers) 

 
3. Training delivered by trade associations or institutions such as CILT 

(Chartered Institute of Logistics and Transport), the RHA (Road Haulage 
Association), the FTA (Freight Transport Association) etc.  

 
The following sub-sections provide an overview of the information that was 
forthcoming from key partners and stakeholders.  
 
All service providers were asked to provide their views as per the information 
gathering survey. Despite repeated attempts to request information, not all partners 
were forthcoming and some could not actively contribute to this study during the 
commissioning period. Moving forward, it will be necessary for all key partners to 
collaborate effectively.   
 
 
4.2.2 Public sector funded training  
 
The information below, sets out the ILR data as supplied by the LSCôs East Midlands 
Team. The data relates to the ñclosest fitò categorisation that can be matched to the 
Logistics Sector. Using SIC (Standard Industrial Classification) coding, the LSC 
accounts for training relating to the sector under 2 categories: 
 

 Transportation Operations and Maintenance 

 Warehousing and Distribution. 
 
Data is only available at county level (Nottinghamshire and Derbyshire) so an 
accurate picture of learners across the Alliance sub-region cannot be achieved from 
the information provided.    
 
Furthermore, this does not reflect the full range of skills required but the sector as 
there are many occupations (administrative, IT, Managerial, security etc.) that require 
different skill sets.  
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Further Education based learning: 
 
Figure 4.1 highlights the number of learners enrolling on logistics courses at Level 2 
and Level 3 and the success / achievement rates. These are available at county-wide 
level.  
 

FIGURE 4.1: FE PARTICIPATION AND SUCCESS RATES 
 

Participation- Learners 

LSC YEAR Sector
Full Level 

2

Full Level 

3

04.3 -Transportation Operations and Maintenance 254 22

07.2- Warehousing and Distribution 203 86

04.3 -Transportation Operations and Maintenance 256 29

07.2- Warehousing and Distribution

227 15

04.3 -Transportation Operations and Maintenance
178 60

07.2- Warehousing and Distribution 229 32

04.3 -Transportation Operations and Maintenance

593 49

07.2- Warehousing and Distribution
198 42

Derbyshire

2005/06

2006/07

Nottinghamshire

2005/06

2006/07

 
 

Success Rates - Achievement    

     

Success Rates   Expected End Year 

Provider LSC SSA Tier 2 2004 2005 2006 

Derbyshire 

Transportation 
Operations And 

Maintenance 
76.10% 70.20% 68.00% 

Warehousing And 
Distribution 

62.40% 65.00% 76.00% 

Derbyshire Total 71.60% 68.10% 71.40% 

Nottinghamshire 

Transportation 
Operations And 

Maintenance 
89.60% 89.20% 80.60% 

Warehousing And 
Distribution 

76.00% 91.00% 60.90% 

Nottinghamshire Total 87.40% 89.50% 76.90% 

 
(Source: LSC ILR Data 2008) 

 
In Derbyshire, enrolments for Level 2 Transportation Operations and Maintenance 
remained stable from 2005/06 (254 enrolments) to 2006/07 (256 enrolments) but at 
Level 3 they increased from 22 to 29 across the same period. Success rates fell 
slightly from 70.2% to 68% over the corresponding period.  
 
In Nottinghamshire there was a significant increase in Level 2 enrolments, from 178 
in 2005/06 to 593 in 2006/07, but a decrease from 60 to 49 in Level 3 enrolments. 
Over that timescale success rates fell from 89.2% to 80.6%. 
 
On ñWarehousing and Distributionò courses, in Derbyshire, enrolments increased 
from 203 to 227 from 2005/06 to 2006/07. At Level 3 they fell dramatically from 86 
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(2005/06) to just 15 the next year. However, success rates improved from 65% to 
76% across that period. 
 
In Nottinghamshire, on ñWarehousing and Distributionò courses, enrolments fell from 
229 to 198 from 2005/06 to 2006/07. At Level 3 they increased from 32 (2005/06) to 
42 the next year. However, success rates declined significantly from 91% to 60.9% 
across that period. 
 
 
FIGURE 4.2: WORK BASED LEARNING - PATICIPATION AND SUCCESS RATES 
 
Participation -Average in Learning (AIL)

Area Programme Sector Subject Area Tier 2 2006/07 2005/06

Derbyshire Advanced Apprenticeships Transportation Operations and Maintenance 51.6 53.6

Warehousing and Distribution 0.2 2.9

Advanced Apprenticeships Total 51.8 5.0

Apprenticeships Transportation Operations and Maintenance 117.1 112.9

Warehousing and Distribution 24.6 44.6

Apprenticeships Total 141.7 157.5

Derbyshire Total 193.5 214.1

Nottinghamshire Advanced Apprenticeships Transportation Operations and Maintenance 14.2 12.1

Warehousing and Distribution 7.7 5.6

Advanced Apprenticeships Total 21.8 17.7

Apprenticeships Transportation Operations and Maintenance 108.5 110.6

Warehousing and Distribution 56.3 73.1

Apprenticeships Total 164.8 183.7

Nottinghamshire Total 186.7 201.4

Grand Total 380.1 415.5

Below is a list of providers where their AIL for 2006/07 was greater than 20.

Transportation operation and maintenance -Burton College, Chesterfield College, South East Derbyshire College, University of Derby

Warehousing and Distribution- None greater than 20  
 

Overall Success Rate

2003 2004 2005 2006
Overall 

Success 

rate

Overall 

Success 

rate

Overall 

Success 

rate

Overall 

Success 

rate

Derbyshire Transportation Operations and Maintenance 31% 50% 63% 67%

Warehousing and Distribution 33% 20% 44% 45%

Derbyshire Total 32% 41% 59% 59%

Nottinghamshire Transportation Operations and Maintenance 16% 23% 74% 83%

Warehousing and Distribution 9% 14% 42% 43%

Nottinghamshire Total 12% 18% 62% 76%

LSC SSA2DESC

 
 

(Source: LSC ILR Data 2008) 

 
Work based leaning: 
 
Figure 4.2 above, highlights the number of learners enrolling on logistics courses at 
Level 2 and Level 3 and success rates for work based learning.  
 
Achievement rates have noticeable improved for Nottinghamshire based learning 
providers across 2003 to 2006. There was a 16% success rate in Transportation 
Operations and Maintenance apprenticeships in 2003 but by 2006 this had increased 
to 85%.  The Warehousing and Distribution apprenticeship success rate had risen 
from 9% to 43% over the same timescale. 
 
In Derbyshire there were improvements too. The success rate Transportation 
Operations and Maintenance apprenticeships increased from 31% in 2003 to 63% by 
2006.  The Warehousing and Distribution apprenticeship success rate had risen from 
33% to 45% over the same timescale. 
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Funding: 
 
We have requested for the information to be ñconvertedò into financial information so 
that we could understand how much money was spent on logistics related training, 
through LSC contracts.  
 
Unfortunately, at the time of writing, this information is not available. This is due, in 
part, to the fact that LSC financial information is not held on a ñcourse but courseò 
basis. Financial settlements are agreed with the FE establishments on a global basis 
and whilst it must be possible to ñcost upò the amount of public funding attributed to 
relevant courses, it is not recorded in this way. 
 
We would highlight the fact that moving forward, this kind of information is vital for the 
partners to have access to, in order that decisions can be taken on how future 
allocations can be best targeted to meet business needs. In the absence of financial 
information, strategic decision making is impeded.  
 
What has been reported, by Skills for Logistics, is that nationally approximately £20 
million per annum is allocated to training for Logistics Sector skills. As a proportion of 
the sectorôs contribution to the national GDP this falls well short of what it should be 
receiving. On a pro-rata basis, the sector should be allocated some £80 million of 
public sector for training, four times the current allocation. SfL was clear in 
announcing that more resources should be forthcoming for the sector but the sector 
also has a role to play in advocating increased spend.  
 
SfL information stated that in the East Midlands region, from 2004/05 to 2005/06 
there was a 22% drop in apprenticeships (from 202 to 158). FE and Work based 
learning also fell, by 34% (from 1,850 to 1,226) across the same period. Train to Gain 
activity rose by 10% over the 2006/07 to 2007/08 period.  
 
 
CHEA (Collaborative Higher Education Alliance): 
 
In the absence of a Higher Education establishment based within the Alliance sub-
region, CHEA was established. It is a partnership of Universities and Colleges from 
across the East Midlands and South Yorkshire who have agreed to work together to 
provide an improved range of accessible Higher Education opportunities for people 
living and or working in the Alliance sub-region. 
 
CHEA focuses upon courses that can be accessed locally (or via distance learning) 
and is particularly concerned with Level 4 (HE) and above qualifications although 
also with the routes that learners need to progress through to Level 4 onwards.  
 
CHEA has a Logistics Sector sub-group and these partners have recently updated a 
matrix of provision (Level 3 and upwards) that maps out provision across the range of 
partners. Some other courses are also included and this information was updated 
and provided in June 2008. The matrix is included at Appendix 5. 
 
A full picture of the array of training provision available and the capacity (i.e. the 
number enrolling one each course) would be helpful in future planning by the 
partners.  
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4.2.3 Private sector training  
 
From consultations with a number of key organisations and from business feedback 
during the course of this study, it became very clear that where logistics firms do 
engage with training providers, there is a strong tendency to ñdo their own thingò. 
Depending on the size and capacity of the business, some (the larger companies) 
provide their own staff training and others ñbuy-inò bespoke training from commercial 
training providers. 
 
That is not to say that logistics businesses do not engage with or access public 
funded training provision, but the typical trend is one of purchasing training as and 
when they believe they require it, often from commercial providers.  
 
To get an overview of what is provided but more importantly, what else needs to be 
done to help support the sector, the online ñservice providerò survey was 
disseminated via the Nottinghamshire and Derbyshire Training Provider Networks to 
their respective members. Feedback was received from 3 commercial providers and 
key comments are incorporated into section 4.3.  
 
 
4.2.4 Training provided by sector associations and institutions  
 
Three of the main trade associations / institutions that represent and support the 
logistics sector are: CILT, the Chartered Institute of Logistics and Transport; the 
RHA, Road Haulage Association and the FTA, the Freight Transport Association.  
 
These membership based organisations were all contacted as part of this study and 
a variety of consultations with key officers has been most informative in illuminating 
some of the principal issues affecting the sector and in obtaining candid views on 
what could be done differently in the future, to effectively support logistics 
businesses. 
 
Courses sponsored by these associations / institutions are delivered through a 
network of centres across the UK but also through tailor made packages which can 
be delivered in the workplace. 
 
Details of courses can be found via the following web-links:  
 

 Chartered Institute of Logistics and Transport: 
www.ciltuk.org.uk/pages/prodevelop 

 

 Freight Transport Association: www.fta.co.uk/services/training 
 

 Road Haulage Association: www.rha.net/rha-national-training 
 
 
 

http://www.ciltuk.org.uk/pages/prodevelop
http://www.fta.co.uk/services/training
http://www.rha.net/rha-national-training


REVIEW OF THE LOGISTICS SECTOR  
 

  
- 33 - 

4.3 FEEDBACK FROM SERVICE PROVIDERS & STRATEGIC 
PARTNERS 
 
4.3.1 Introduction 
 
Service providers and strategic partners were provided with the opportunity to 
respond to a succinct number of questions to assist establish: 
 

 what they delivered (and how)? 

 who was targeted and what resources were allocated? 

 how the needs had been identified and established? 

 if the training was meeting businesses needs? 

 what is the main driver for continuing this provision?   

 if there are any difference issues or needs between 14-19 cohort and 19+ 
adults? 

 what should be done differently in the future to effectively meet sector needs? 

 an overall view of the sector and how it is supported ï is this effective and 
what else should be done? 

 
In summary, the main feedback received has been assimilated into the 4 grouped 
sub-sections below: 
 

 4.3.2 Provision 

 4.3.3 Meeting sector needs  

 4.3.4 14-19 issues v adults 

 4.3.5 What else should be done to support the logistics businesses?  
 
 
4.3.2 Provision  
 
There was a variety of provision reported by those that engaged with the study.  
Some of the training highlighted by providers included: 
 

 NVQ Levels 1, 2 and 3 in warehouse distribution operations 

 LGV driver training for Cat C1, C and CE 

 Levels 2 and 3 in driving goods vehicles 

 Levels 2 and 3 in carrying and delivering goods 

 Level 2 team leading  

 Level 2 in plant operations 

 Levels 3 and 4 in management  

 Foundation degree and BA in logistics and supply chain management  

 Levels 4 to 7 (from undergraduate BSc to MSc / MBA / postgraduate level) 

 HE level training for managers and aspirant managers  

 Short courses such as FLT refreshers 

 Levels 1, 2 and 3 progression qualifications. 
 
Some of the training programmes and courses are delivered off-site, at Colleges or 
Universities, others are distance learning or provided in a ñwork basedò format.  
 
Providers are aware that businesses tend to prefer training delivered in a flexible way 
and that minimises disruption to core business operations. Providers access a 
combination of LSC, HEFCE and ESF funding and support through New Deal (e.g. 
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Jobcentre Plusô warehousing option as part of a 13 week course for New Deal 
eligible customers).  
 
Train to Gain also acts as a key instrument of support to the sector with the broker 
offering a diagnostic service, to help identify business needs and then work with the 
business to help them secure appropriate training provision.  
 
 
4.3.2 Meeting Sector Needs  
 
Comments received recognised that the logistics sector is growing across the 
Alliance and surrounding areas. The ñtraining offerò available and its ability to meet 
business needs was commented upon with a variety of conflicting views. 
 
Some providers and partners believed that provision was meeting business needs (or 
at least meeting some business needs) and the engagement of some of the larger 
local employers enabled these programmes to be developed and tailored to meet 
commercial needs. Furthermore, Labour Market Intelligence and market research 
had informed some of the partnersô activity.  
 
However the majority commented that there are drawbacks on the system and what 
can be offered to companies. These comments included: 
 

 ñThe [NVQ] systemò tends to be driven by measuring competencies and is 
qualification-led rather than a skills development tool. There are credibility 
issues with NVQs for some businesses and this is recognised by many 
providers and strategic partners. 

 

 Some businesses engage with NVQs if they can obtain some supported 
training for licence acquisition. 

 

 Train to Gain can help to offer a more ñbespokeò package of support but 
uptake of the service has been slow, and the business community needs to 
be convinced of the merits of engaging. The industry has been forsaken for 
so long it will take time to secure business ñbuy-inò.  

 
 
4.3.3 14-19 issues versus Adults  
 
Issues for the 14-19 age cohort and the logistics sector tend to fall under two main 
areas: 
 

 Firstly, this age group is not as attractive to employers as 19+ ñadultsò. Partly 
this is due the fact that there can be insurance issues that act as a barrier to 
recruiting young people and that you need to be 21 before you can drive an 
LGV, as an example. Added to this is the general business perspective (see 
Section 3) of preferring candidates who have some work experience rather 
than recruiting directly from schools or Colleges. 

 

 Secondly, there is a major issue regarding the promotion of ñthe sectorò to 
younger people. Businesses, training providers and strategic partners all 
commented on the fact that the perception of the variety of careers 
opportunities available is low and the perception of the industry tends to be a 
poor view. There is a need for much more work to be done to excite young 
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people about the types of jobs and careers available. Some work is being 
done in schools to promote the sector but much more effective IAG 
(Information, Advice and Guidance) work has to be delivered. It appears that 
ñselling logistics as a careerò to schools tends to be carried out in a piecemeal 
fashion and with mixed success.  

 
Apprenticeships are being promoted more but it was reported that these can be hard 
to sell to companies. There is a big Government ñpushò with apprenticeships and the 
partners can play a significant role in promoting this but it will requires more effective 
employer engagement. 
 
The Logistics Corps for the Armed Forces has been one area where there has been 
success in interesting young people in career options (see Project Assessments, 
section 4.5).  
 
With the ageing profile of drivers (many are over 45 years old), as one example, it is 
essential that younger people are equipped with some knowledge of the careers 
available and stimulated to consider and current and future opportunities.  
 
 
4.4.4. What else should be done to support logistics businesses? 
 
Clarity of the ñtraining offerò and responsiveness to business needs 
 
There was a clear message that there needs to be a much stronger role for 
employers in both accessing support and helping to shape the ñtraining offerò. The 
sector suffers from not having a strong training culture but also of being somewhat 
disengaged from and indeed, wary of, the support available from public sector 
sources.  
 
Providers commented on the need to focus more clearly upon ñmixing and matchingò 
training units to help meet employersô needs and tailoring services to a more demand 
led position. More flexibility is needed in provision and working with employers to 
help implement training at a time and a place to best suit them and minimise 
business disruption are vital ingredients for success. Train to Gain can offer some 
financial support to re-imburse staff ñdown timeò.  
 
There was recognition from service providers and strategic partners of a need to ñjoin 
upò the support available and be more responsive to businesses. Whilst there is a 
consensus that business engagement has been and continues to be problematic, it is 
also noted that the array of support, different providers and funding regimes and 
criteria all serve to over-complicate the ñmessageò that public sector partners want to 
get across. 
 
Targeting the needs of SMEs is a particular issue. As reported in Section 3, they 
often do not have the staff, time or possibly the inclination, to take training and 
development issues as seriously as partners would like.  
 
Business Engagement  
 
To reach out to businesses will require a consolidated effort by partners to act with 
clarity and in a co-ordinated way. There will also be a need to be seen to acting with 
ñneutralityò and not with self interest. Train to Gain brokers have a key role to play in 
this respect, helping businesses identify needs, pinpointing the right training, 
supporting with a Training Needs Analysis (TNA) approach and helping to source 
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funding and agree on the delivery of a training package. We area aware that more 
Government funding will be channelled through this route and with only one Logistics 
Broker per county, it is important that capacity needs to be developed.   
 
The business benefits need to be ñsoldò much more clearly, making use of business 
case studies but, importantly, working with companies. Building trust and respect and 
a working relationship (with a company) takes time but private sector training 
providers are seen to ñdeliver the goodsò more effectively and be more responsive to 
business needs. The public sector funded support has to be simplified, clarified and 
be perceived as being much less bureaucratic and bespoke to meet specific needs if 
improved business engagement in the training and skills agenda is to be achieved.  
 
One message emanating clearly from our research, time and again, was that 
businesses prefer a single point of contact. They want someone who understands 
the sector and its needs, who they can trust and who acts as a link between them 
and the array of public sector (and other) support. There are some successes from 
Colleges, Universities and partners developing some links but much more needs to 
be done to target SMEs.  
 
Other training needs  
 
Partners did recognise the need for more support for leadership, management and 
supervisory skills and by improving this, it will help with greater business efficiency 
and profitability. Improvements are also required with basic numeracy and literacy 
skills. Coaching and mentoring were also highlighted as aspects were more 
resources channelled in this way could make a real impact.  
 
There is also some frustration that the ñsofter skill setsò required by businesses (team 
working, communication and attitudinal skills and general ñjob readinessò) are harder 
to fund than more task / job specific skills.  
 
Licence acquisition and Driver CPC 
 
The cost of licence acquisition (for drivers and fork lift operators) is a constraint for 
some businesses and the costs of implementing the Drivers CPC (Certificate of 
Professional Competence, which will involve 35 hours of periodic training every 5 
years for drivers) from 2009 onwards, will add to their costs. Some providers 
recognise the frustration that business would welcome financial support for licences 
but cannot access support for implementing legislative requirements ï a cost the 
business has to bear. Therefore, increased flexibility over the use of public funds to 
help meet business needs and affect the ñbottom lineò would be seen as a step in the 
right direction.  
 
There will be a big call upon support for training and implementing the Driver CPC 
programme. Sector views highlighted that much of the requests for support would be 
ñlast minuteò in 2009 and this could put a significant strain on the providers to deliver. 
Providers and partners will need to gear up to have sufficient capacity to deliver but 
there is also an opportunity to help businesses now (to help stagger the provision) 
but also this could be used as an incentive to raise awareness amongst businesses 
of the wider training products on offer. It can be used as a major opportunity to get a 
ñfoot in the doorò and engage with businesses and start to develop good working 
relations. 
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Career Progression and a consistent approach   
 
There has been a lack of an industry-recognised ladder of (career) progression and 
in an attempt to address this and provide national benchmarking of skills and 
qualifications, the Sector Skills Council has carried out significant research and 
consulted employers to develop a more consistent approach. A result of this work 
has been the development of a framework encompassing operative and managerial 
roles for generic and supply chain specific skills.  
 
The 12 step ñProfessional Development Stairwayò aims to: 
 

 consolidate a 12 step career framework, from entry level to the most senior 
global role 

 provide a framework enabling a consistent set of qualifications across the 
sector to be provided (and recognised) 

 provide a means of identifying transferable skills 

 act as a tool for managers to carry out consistent manpower succession 
planning allied to the CPD (Continuing Professional Development) 
programme within their company  

 provide a ñcommon languageò to be used by employers, employees, training 
providers and public sector partners. 

 
 

FIGURE 4.3: THE PROFESSIONAL DEVELOPMENT STAIRWAY 

 
The first 5 steps, from Entry Level to Senior Operative Level are classed as the 
ñOperative Zoneò. Steps 6 to 8 run from Supervisor to Management Level 2 and are 
classed as the ñJunior / Middle Management Zoneò. Steps 9 to 12 is the ñSenior 
Management Zoneò and includes Senior Management (Step 9) through to Director 
(Step 12).  
 


