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REVIEW OF THE LOGISTICS SECTOR

EXECUTIVE SUMMARY

The

Logi stics Se"dargest sedtos and df majot)digaificance 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 AGolden Triangleo f
which goods and services can be delivered to 98% of the UK within a 4 hour drive
ti me. Factors for its success as a | ogistics

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 eg&rndrndalngmeeditf,orn mpwoptantl vy,

strong employer and demand-led approach to addressing skills and training issues.

The

Sector Skill s Counci |, AnSkills for

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 i 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

Thereisan Aii mage pwhhdcte asda constraint on recruitment but
also a lack of understanding of the wide variety of career options available
The sector is notoriously difficul
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 i people who are job
ready and have good basic skills and the right approach to work

Softer skills 7 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 @t
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:

e There is simplicity iathedcurrent armayi df goursesy t he fof

funding and projects designed to support the sector are confusing and seen
as overly bureaucratici t her e i splfiancoe bontenat pul-d s t
ordinates support or acts with neutrality

e People providing support to businesses as a first point of contact, have an
understanding of (and preferably experience in) the industry 1 it takes time to
build trust and respect

hi s

e They can be clearly shoowofrirainingpiecadelstudgyi ness be

examples would help. They need convincing of its merits
e They have access to bespoke packages of support 1 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 i s®ssabumbet t o
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

go f

wi | | be the establishment of an AExpert Panel 0

need resources, shared information, collective working, commitment and enthusiasm
for it t o succeed. It mu s t have iteet ho
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.

and
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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
AiLogistics Sectoro across North Nottinghamshi
Asuppl yo ardadtorsidemand?o

The report is structured as follows:

e Section 1: A I rthis rsetsdout ¢hie rationate for the study and a
summary of t he b r The méhodology s wouches mpon in s
Section 3 (demand issues) and Section 4 (supply issues) but more detail is
provided in Appendix 2.

e Secti on 2: ’Hthioprovidesa séene 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.

e Section 3: i De mand 7lasmimatysambition of the study was to
ascertain the needs of businessedse and a
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.

e Section 3 : i S U s luethetssupply 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. I't also includes an
initiatives relating to the sector. We also include a précis of some of the main
employment sites and development opportunities.

e Section b5vatfibnsserand Ciothiscsection draws together
and summarises the main observations from all of the research work
undertaken and provides concluding comments.

e Section 6: i R e c d rthe inal dection af 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

AiLogistics Sectoro across North Nottinghamshir

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 Br i e fardRatiBrealg uSumraarnye nt s

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
Afgeared upodo td 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:

Aprovide pragmati c and vablb etommendationg fobthet
partners to consider and to implement to maximise the effectiveness of future
interventions and to be able to target

1.2.3. Agreed Approach

At the flncepti on™Nbeck 2008 thedclient blarified theorationale
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.

achi e

suppor't
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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:

il ogi s themanagensent of the storage and movement of goods and
information. Good logistics cuts costs, speeds work, and improves customer
serviceo

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 i s a -artagiomrd c o mp
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 i see Appendix 6):

e 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.

e 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
al l t he regionads busi nesse®2% andifreight whol es a
transport, by road, a further 23%. 2,200 are estimated in the Alliance area.

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

o 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 sectorsinthe Al I i anceds | ocal econo

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

e 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.

e 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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e 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.

e Modern day logistics has an emphasis on management of storage, modes
and times of movement i 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.

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

e 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.

e 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 i 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 T SKILLS AND TRAINING

e 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 i 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.

e Of the 2.3 million employees in UK in logistics, 1.1 million have below
Ami ni mumo gual i fi ca@G0 tacksfunc(iobhat Viterdcy aRd : 330,
450,000 lack functional numeracy.

e 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.

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

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

e 4in 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.

e 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 i the preference is in house training.

Nationally, the LSC spends £20 million on training in logistics sector skills T
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 (ES80M).

New technology: the increased use of e-commerce / home shopping has
opened up markets and increased demand for deliveries of goods directly to
the customer 6s f r onmaildcouier servideb irsadfieighp act s on
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 Ai nt er p qoomnwnication, suktomerl senace 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-termfic ar eerpp®® sa&sl @¢ o Aj obso.
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 potenti al recruits and addr
pr obl e mbkigcareéehhas.

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 i 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.

-10 -
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3. DEMAND ISSUES

3.1 INTRODUCTION 17 DEFINITION OF THE SECTOR AND
METHODOLOGY SUMMARY

3.1.1. Definition of ALogisticsbo

Our starting point for under sd aafli nde
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 Ski I(1SsS C®O & @ MidlantisbRegional Profiled (2007). Skills For
Logistcswor ks al ongside companies involved
and utilises the SIC (Standard Industrial Classification) coding system.

This defines companies hbwittlyed phroiwmeallepart
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
fdistribution and storageo f goods a n dnclading the suppdyachain.

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

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

theghnsder

i n fAmov

ft thu ssi mend

There wer e some significant chall enges and const
opinionodo but these challenges we mpmvidhgpaced and

commercial perspective has been obtained.

More details are set out in Appendix 2.

-11 -



REVIEW OF THE LOGISTICS SECTOR

3.2 BUSINESS VIEWS - FEEDBACK

3.2.1 Business Feedback i Introduction

The feedback from companies has been set out in the information below. We have

grouped the analysis to responvViewexpresseker Ai ssue
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:

3.21 Overviewithesect or 6s perspective on training

322 Key Question 1: AiDo you feel your comp
providers of training in your area?o

323 Key Question 1: AfiHave you got staff wit
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 i Delivery and Funding

3.2.8 Awareness and use of Training and Skills Development Support

3.2.9 Others Issues.

3.2.1 Overview-t he sectorod6és view on training and skil

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 ofitbeingn ot ori ously hard to fiengadg
companies in the sector unless the issue is of a legislative nature.

-12 -
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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 theirwayupfrom t he Ashop floord through to n
Several people in senior positions will have been promoted through the work they

have done and their ability to Adelivero rathe
possess. We were told it was not unusual for a Managing Director to have started at

t he # b(ofthe caradr ladder) and worked their way up. It is also a fpaceyo/ 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 fpecking

ordero of priorities for them. This is compoun
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.) i mpiatben ithis gresens @ rbettdrh e A bot t
Ahooko to engage with companies.

-13-
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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

Do you feel your company is well served by the providers of training in
your area?

M Yes

m No

Based upon the views expressed, 69% feel they are well served by training

providers. This is somewhat at odds with comments received from Dbusiness

representative bodies. It may be a reflection that businesses responding to the

surveyaremor e fAin the | oopo0 on training issues and
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:

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

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

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

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

e Generally contacts and relationships with training providers were good (for
those that thought they were well served).

-14 -
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Some aspects requiring further attention included:

e |T training provision could be improved
e The fAsystemd (especially relating to NVQs)
and its relevance for businesses and reputation is questionable
e 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)
e One company said it did not know who the providers are locally or what they
offeriit | acked awareness of the Atraining off

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 N\VQswer e fia waste of ti meo.

There is a credibility gap with NVQs exacerbated by the perception that is seen as a

Government | ed system which encourages a fAtick
approach by the FE sector. Allied to this is a perception that there are too many
hurdles to jump through wunless the provider w

addition, NVQs are seen as geared towards accrediting competencies rather than a
tool in their own right for developing skills and career progression.

Thecurrent Atraining offerd as funded by Govern
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 i there was

recognition that some good courses are available and some quality training is being
delivered. However, there was a souragesnag percep
Atick box [/ money chasing mentalit-puitingwhi ch i s
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:

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

o |t is perceived as a fANsystem (service pr o\
one that is there to meet business needs in a flexible way. There are
perceived to be At oo many hoopsod to jgovapmemthr ough t
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

Achase fundingo rather than being a flexible,
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.

-15 -
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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?

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?

W Yes
m No

No answer

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 gqualifications was one issue) and others highlighted the need for more people
withgoodquali ty fAsofter skillsod such as the
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:

o fWVe 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 withint h e i n dhissampany 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.

-16 -
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o ANe 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.o

e i W 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.0

o fiWWe would like] training providers to run more like business hours to match
business needs.0 This company would also welcome access to free or
subsidised training.

e AThe staff are in place but we face
kil

S |l s necessary to support the bus
e i Eployees have to be trained and moulded into the role as not everyone can
walk into the job and be able to complete everything. 0

e firhe 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
maj ority of the jobs. 0

Furthermore, one large logistics employer had a relatively new HR Manager in
position and it was in the process of undertaking a thor o u g h ATr ai
Anal ysisodo right a c r o sa TratnihgeandcDevalppmany Plain ¢o
meet their needs. One issue highlighted was that there is often a lack of
understanding (in the fAoutsided worl d)
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
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 i 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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REVIEW OF THE LOGISTICS SECTOR

ASoftero skills such as communication skill s,
attitude and gener al ij ob readinesso are Vi ewe
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 i Sssue rel ates to
iPressi onal De v el o p nogistits seBtordas lavkadyacclear Cateer

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. Bet t er qual i ty, consistency and a be
shouldresultbut the challenge wil/ be the extent to
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

How many employees are you likely to recruit over the next year?

Hlto5s
- 44% m6to 10
10+

B No answer

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

empl oyment growth in | ogistics related activi
triangleodo or recogni sed Ceaadity aflthe D can bei but i on
reached in a 4 hour drive time). The Alliance area, with its central location, motorway

access, availability of employment | and and | &
Hot spotso in the UK with Notmethbtspotpt onshi re comp

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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REVIEW OF THE LOGISTICS SECTOR

communities they are establishing a presence in. They can rely on recruitment
agencies to help fildl Avol umed 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 hel p businesses ftry before you
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 agenci es to fill vacancies and al
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

What are the main reasons or difficulties you have in employee
recruitment?

No Answer

B Minor Recruitment Issue

B Major Recruitment Issue

The main issue was companies finding sufficient candidates with the right experience

or skills from this research evidenc e , with 50% citing it as a
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:
| mage and perception of the Aindustryo:

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

|l ogi stics. It is typically t howhegrbas, indact, as a At
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 fdecentomoney and the job requires good skills sets and it is a

career that holds many responsibilities. With a more HAcustomer faci
acting as the fApublic faced of Jthecustomansport at
skills are becoming increasingly important.

Migrant workers:

Many migrant workers have taken up jobs in the sector i 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 fthrougheis &mreeedrtoamakesito i s pos
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 i 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

Approximately, what is your annual staff turnover rate (%), for those on
logistics type occupations?

29%

m20%
m15%
m12%
m10%
m5%
3%

0 (blank)

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

e ADrivers tend to come and goo

e fMore 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!o

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 i g o o d
e mp | owhe&h daffers 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 fAin tuneodo with the skills and

FIGURE 3.6: DELIVERY OF TRAINING

How do you deliver staff training?

B 'We do our own trainingin house and it's
mostly "on thejoh" and tailor made for own
needs

B Weuse outside private sector training
providers to deliver our training
programmes "off site” {day release etc)

We bringin outside private sector training
providers to deliver our training programme
{work hased)

We use training programmes delivered by
professional hodies {e.g. CILT)

We have links with FE {Further Education
Colleges) and HE (Higher Education
Institutions) thatprovide some of our
training needs

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:

e 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.

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

e Bespoke packages that amdiareipradosieantlyi wookwn t i me 0O
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:

e Training needs to be marketed to companies with evidence that it will affect
t he 0 bo titie thatthareniseadirect economic benefit.

e Companies have an array of support and advice (and funding) available to
them 1 it needs to be co-ordinated and clarified and sold with clear messages
regarding fi b us ithere sare T2Ge exaniplest that could be
promoted as case studies).

e The new fARegional S ki'iLbgistics Asadenty éomtlyedEas{ L AEM

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 Abureaucratico organisation
simply a marketing tool for the FE sector.

e Drivers6 CPC (Certificate of Professional C
effect in 2009 and will have a big impact on the sector. It also represents an
opportunity for the HApartnersd to engage w
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 thi s a televentheh ofur 6 and t here wil
capacity issue for service providers in meeting these needs.

3.2.9 Other issues
What skills development issues need targeting?
e 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.

e Basic skills need improving across the board.

e iSofter skillsd such as att i davaopimgal ski |l |l s
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What should be done differently?

e There is a need to fAexcited younger

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.

e Training support in the workplace is favoured wherever possible. In a

peopl e

commerci al environment, t h e ienreleasinmias at i on

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.

o Clarity on what training support is available is essential. The array of different

providers and funding streams / courses / initiatives was comme nt ed on
me s soh e fi t rp@ductiodf g er O needs s i-omdinatingf yi ng

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 fAnot a | evel playing fiel

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.

do
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One consultee mentioned thatth e A Gol den Tr i angdoddobe anfler t he Mi
some threatf r om APortcentric L ogtha CantcakDistributiom i s

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
AGol den Triangleo for picking and then
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
portdés CDC with onwards transportation
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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REVIEW OF THE LOGISTICS SECTOR

3.3 SUMMARY OF KEY MESSAGES FROM FEEDBACK

Training Needs:

> >>>> > D> >

Analytical skills required and people with sound logical / planning capabilities will
be in demand

Customer facing roles are increasingly important and these skills need
developing

Softer skills (team working, reliability, commitment, enthusiasm etc.) are very
important T businesses state these need improving

Basic skills need improving i literacy and numeracy

IT skills need improving

Qualifications need to be right for employers

Training needs to be delivered in a bespoke way, with flexibility and minimise
business opemnrattiinoenda l idow

Training, where accessed, may often be through private sector providers or
associations because they listent o compani es and A u nadde
respond quickly

Companies often bypass the public se¢
bureaucratic and not meeting commercial needs effectively.

Career opportunities and image of sector:

A
A

A

Perception of the sector needs improving i lots of exciting and varied career
opportunities available ( i t 6s not just about Atr uck
Opportunity to promote careers i to young people and to adults i to work with
partners and schools etc. to get people interested

Career pathways need clarifying i SfL Framework could help.

Other support:

A
A

Would welcome financial support for implementing Driver CPC and licences

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 i training may not
be top priority need but can be discussed once the relationship has been
developed

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

Access to support:

A

> >

Public sector staff (trainers, advisors, brokers etc.) need t o t al k

| anguageo [/ und e istert aadithken acthBaild $restd tespect ahd al
relationship with businesses

Businesses need a simple guide to what is available (the product offer)

Need to add value to the bottom line to get businesses involved / engaged i

partners need to demonstrate clear business benefits to get companies interested
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 relatonto A Supply Sided issues we have
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

referencetojobsinothers ect or s requiring Al ogistics

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:

e AreviewoftheL S C0 s (IntlividRal Learner Record) data i as an overview

e 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

e Consulting key agencies and partnerships such as the:

e 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 Denbyo6s 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

type

to the Alliance SSP as an fAAddendumo report

in Section 4.5 of this report.

Further details on the methodology are incorporated in Appendix 2.
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REVIEW OF THE LOGISTICS SECTOR

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 i training delivered by commercial training
providers or | ogistics businessd@soustheéemsel v
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 bel ow, sets out the I'LR data a
Team. The data relatestot he ficl osest fito categorisation t
Logistics Sector. Using SIC (Standard Industrial Classification) coding, the LSC

accounts for training relating to the sector under 2 categories:

e Transportation Operations and Maintenance
e 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

2006/07

07.2- Warehousing and Distribution

227

LsC YEAR Sector Full I2_evel Full Iéeve'
2005/06 04.3 -Transportation Operations and Maintenance 254 22

07.2- Warehousing and Distribution 203 86

Derbyshire 04.3 -Transportation Operations and Maintenance 256 29

15

2005/06

04.3 -Transportation Operations and Maintenance

07.2- Warehousing and Distribution

178
229

60
32

Nottinghamshire

2006/07

04.3 -Transportation Operations and Maintenance

07.2- Warehousing and Distribution

593

198

49

42

Success Rates - Achievement

Success Rates

Expected End Year

Provider LSC SSA Tier 2 2004 2005 2006
Transportation
Operations And 76.10% 70.20% 68.00%
Derbyshire Maintenance
Warehousing And | &5 440, 65.00% | 76.00%
Distribution
Derbyshire Total 71.60% 68.10% 71.40%
Transportation
Operations And 89.60% 89.20% 80.60%
Nottinghamshire Maintenance
Warehousing And | 7 105 91.00% | 60.90%
Distribution
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 AWar ehousing
from 203 to 227 from 2005/06 to 2006/07. At Level 3 they fell dramatically from 86

and

stribution?o

cour ses
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(2005/06) to just 15 the next year. However, success rates improved from 65% to
76% across that period.

I n Nottinghamshire, on AWarehousing an
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 (AlL

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 14.2 121
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 Overall Overall Overall
Success [Success |Success [Success
LSC SSA2DESC rate rate rate 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%

(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 infformationtobe A convertedod into financi
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 financiali nf or mati on is not held on a i
basis. Financial settlements are agreed with the FE establishments on a global basis
and whilst it must be possible to fAcost wupo t|

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 sectords contribution to the national GDP
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, t her e
Depending on the size and capacity of the business, some (the larger companies)

S

a

provide their own staf hot babspbkancomérciaht hgr s

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 t o hel p support t he sector, t h
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:

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

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

e Road Haulage Association: www.rha.net/rha-national-training
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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?
e an overall view of the sector and how it is supported T 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 | earning or

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 Plusé warehousing option as
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

part o f

Alliance and surrounding areas. The Atraining offero availabl e

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 partnersé activity.

However the majority commented that there are drawbacks on the system and what
can be offered to companies. These comments included:

e iThe [ NVQ] systemdo tends to be driven by m

gualification-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.

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

e Train to Gain can help to offer a
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 longitwilltaketime t o secur e -ibnués.i ness fAbuy

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:

e Firstly, this age group is not as attractive to employers as 19+ fi a d u Pattlg
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.

e Secondl vy, there is a major i ssue r
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

Afsed Ilicngi stics as a careero to schools tend
fashion and with mixed success.

Apprenticeships are being promoted more but it was reported that these can be hard
toselltocompanies. Ther e i s a bi g Gov e rentioeships anditbeu s h o wi t |
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 Atraining offero and responsive

There was a clear message that there needs to be a much stronger role for

employer s in both accessing support andhehel ping
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.

Provider s commented on the need to focus more cl e
training units to hel ptalormgservieesipdnmoredemand needs a
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 supporttore-i mbur se st aff Adown ti meo.

There was recognition from service providersand strate gi ¢ partners of a nee
upo the support available and be more respons
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 servetoover-c omp |l i cate the fAmessageodo that publ.

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
Aneutralityo and not with self interest. Train
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 Asol do

case studies but, importantly, working with companies. Building trust and respect and
a working relationship (with a company) takes time but private sector training

much r

providers are seen to fAdeliver the goodso mor e

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 t he

working, communicaton and attitudinal skills and
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 i a cost the
business has to bear. Therefore, increased flexibility over the use of public funds to

help meet business needs and affectth e fibottom | ined woul d

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
Al ast mi n uahdahis cauld puRaGigrificant 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

nf oot in the dooro and engage with busi

relations.

-36 -

fsofte
gener a

be see

nesses



REVIEW OF THE LOGISTICS SECTOR

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 dSfteespsifiofrad Devel opment Stairwayo aims toc

e consolidate a 12 step career framework, from entry level to the most senior
global role
e provide a framework enabling a consistent set of qualifications across the
sector to be provided (and recognised)
e provide a means of identifying transferable skills
e act as a tool for managers to carry out consistent manpower succession
planning allied to the CPD (Continuing Professional Development)
programme within their company
e provide a fAcommon | anguagemployees, tamingused by
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

AOperative Zoneo. Steps 6 t emedtlLevelBanaree m Super v
classed as the AJunior |/ Mi ddl e Management Zo
Management Zoneo and includes Senior Manageme
(Step 12).
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