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ESTABLISHING SKILLS ISSUES 

To understand current skills issues within the defined priority sectors , three distinct 

activities have been  undertaken. These included:  

1. A literature review of existing sector skills council documentation for the 

relevant sectors , and where available , relevant regional and sub -regional 

information relati ng to skills needs and delivery  

 

2. Face -to -face meetings with employers, Public Sector  partners and skills delivery 

organisations to better understand current skills gaps , requirements and any 

shortfall in provision  

 

3. Focus group meetings with employers to discuss current, historical and future 

skills needs 

 

Of the later activity (focus groups) a process was developed whereby focus group 

members were asked to list and prior itise between high and low  both sector specific 

and business generic skills in both 1994  and in 2009 , a schematic of this process is 

detailed below in Figure AP3 .1. The objective of this exercise was to establish how 

specific and generic skills have change d over time and the likelihood  of further  

change s in the future.  

 

Figure AP3.1 ð Establishing  the current and past prior ity of sector specific and business 

generic skills  
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Current skills needs, drivers and issues at East Midlands Airport  

NOTE ð within th is section we are only looking at airline activities and the higher level skills 

needed to run the airport.  For Retail , Hospitality, Tourism and Logistics, please refer to the 

relevant sections of this appendix . 

 

The airport employment demographic  - In 2007, 8.6% of employment at the airport 

was classed as higher management, 16% intermediate management, 14% lower 

management, 30% intermediate trained work ers and 32% semi skilled workers. 

Historically, the only changes in airport employment over the last 4 -years have been a 

significant drop in the number of lower management employees, and a growth of 

approximately 80% in  the  intermediate trained workers. There has also been a 75% 

increase in semi skilled workers, albeit this group is now dropping back in size.  It should 

be noted that  these statistics relate to all businesses and occupation s at the airport, 

irrespective of whether they are related to the airport as a priority sector, other priority 

sector of interest or occupations not considered within our rese arch at all.  

In terms of sector specific skills and activities, we have therefore focused this section of 

our research on cabin crew, pilots and air traffic control, as these represent the major 

airport specific occupations at EMA. It should be noted howev er, that they do not 

represent the majority of airport jobs (sectoral), which are taken up in airport 

administration and ground services. However, we do not believe that many of these 

jobs are specific only to the airport; rather they are generic to busine ss in general and 

as such should be classed as business services. (This is not a priority sector within this 

research ). 

 

Air traffic control  is a highly skilled profession that is not entered into lightly. To operate 

as an air traffic controller require s an air traffic control licence . There are three types of 

air traffic controller:  

1. area controllers, who are based at control centres  and oversee the en -route 

stage of a flight  

2. approach controllers, who take over when the aircraft is within 15 to 20 miles of  

the airport and guide and sequence air traffic into the safest order for landing  

3. aerodrome controllers, who are based in the airport control tower and take 

charge of the actual landing and guiding the aircraft on the ground  

There are currently 25 aerodro me and approach controllers working at East Midland õs 

airport , where competition for jobs is very keen . 
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There are approximately  2,500 air traffic controllers in the UK. The majority of whole are  

employed by National Air Traffic Services (NATS).  

NATS stipulate that air traffic controllers must have  five GCSEs at grades A* -C including 

math s and English. Candidates attend a selection day, have to undertake a number 

of tests, and must obtain medical and security clearance  before they can undertake 

training . People can start training between the ages of 18 and 36, as long as they 

meet the entry criteria and pass all selection stages.  

Initial NATS training takes place at the College of Air Traffic Control in Bournemouth, 

and lasts between 6 and 15  months. After g raduating, trainees go to an airport unit to 

train alongside an experienced air traffic controller and work towards a qualification , 

such as an air traffic control licence . It takes three to four years to become fully 

qualified. Once qualified, air traffic  controllers are expected to continue to keep their 

knowledge and skills up to date by attending regular update training sessions  

provided by NATS .  

In terms of skills, air traffic con trol requires a highly specialis ed knowledge set , which is 

developed and  supported exclusively by NATS . As individuals, controller s must 

however:  

¶ work well under pressure, and have a calm and efficient manner  

¶ react intuitively to new and unexpected situations  

¶ be able to plan ahead and have a good memory  

¶ have excellent commu nication skills  

¶ be able to work with complicated data  

¶ be genera lly interested in aviation  

 

At present there are no known skills gaps within air traffic control, with NATS being both 

the employer and staff trainer. Skills development is undertaken at a na tional / 

international level, with new skills being driven by changes in the global aviation 

industry. Recent considerations for air traffic controllers and NATS resulting is skills 

development have included how to deal with potential terrorist incidents o r threats, 

how to deal with runway demonstrations and breaches of security and how to handle 

larger aircraft such as the Airbus A380.  All these gaps have or are being addressed.  

 

Commercial airline pilots are without doubt highly skilled individuals. There  are a 

number of routes into the industry , including most recently university degree courses or 

more traditionally through a commercial pilot training program. Programs are run by 

commercial enterprises such as Cabair Ltd, who offer both commercial fixed w ing 

and helicopter pilot training. It should be noted that it is not a low cost career option, 

with course fees current ly standing at £61,230, reduced to £55,500 if the course is 

undertaken in the USA.  
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An alternative and more common approach to gaining a commercial pilotõs licence  

is by a modular route , which can be achieved with 256 hours of active flight time 

supported by theoretical and knowledge base learning (ground school).  

However, irrespective of whet her a commercial pilotõs licence has been ga ined  

through a full time course, modular mode  or sponsored , they will still be classed as a 

ôlow houred pilotõ, and are required to log an additional 1,500 hours of flight before 

the licence  in unfrozen. Even at this stage additional training is required to co nvert to 

a jet licence s or to fly a specific aircraft.  

In addition to having deep pockets and available time, anyone wishing to undertake 

commercial pilot training must be 18 years of age and have at least 5 good GCSEõs at 

grade C or above including a sci ence based subject. To gain sponsorship from an 

airline , students should also have at least 2 A -levels, preferably in maths and physics.  

A high level of English language proficiency is also required for pilots who must 

achieve an ICAO standard level 4 befo re a professional pilotõs licence  is issued. This 

language assessment includes pronunciations, stress, rhythm, intonation, vocabulary 

and accuracy of efficient communication. Other elements of commercial pilot 

training include delegation, people management  skills and leadership.  

In terms of skills, commercial pilots require  a highly specialis ed knowledge set, which is 

both learnt  through training but also through experience. As individuals, pilots must:  

¶ be calm and able to take charge in a crisis  

¶ be able t o give clear, confident instructions to crew members and  passengers  

¶ be good team workers  

¶ be confident using technology  

¶ have  good hand -to -eye co -ordination  

¶ be able to  interpret maps and 3D displays  

¶ have good written a nd spoken communication skills  

¶ be able  to follow spoken instructions from air traffic contro l 

 

Our research would suggest that at present there are no real skills gaps of deficiencies 

with pilot training and development. Training need s occur  when new aircraft are 

brought  to market such as the Airbus A380, Boeing Dream liner or Bombardier  C-series. 

However, airlines have considerable visibility of these aircraft coming into service and 

up -skill staff accordingly  with the aircraft makers . Whatõs m ore concerning is the 

decline in the number of peop le training to become commercial airline pilots. 

Following 9/11 and the downturn in the aerospace sector at the turn of the 

millennium,  a number of carriers went out of business, with staff including pilots losing 

both jobs and pensions. This has sent a ri pple effect through the industry. This is 

coupled to the growth in low cost carriers such as Ryanair, FlyBe, Arran Air, Jet2 and 

Thompson Fly all putting a de mand on pilot training programs. In essence there is a 
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worry that demand will out strip supply and  that because of the time and experience 

element of gaining a commercial licence  carriers may be constrained.  

 

Cabin Crew  are a vital element of air travel. They have a range of job responsibilities 

from passenger health and safety, food and beverage handl ing, retail and on board 

sales, counselling anxious passengers, operating entertainment and communications 

systems (on -board phones), communicating with the pilot, other crew and passengers 

and managing passenger and flight documentation. They are also res ponsible for 

liaising with ground staff and ensuring the timely and safe entry and egress of 

passengers into and off the aircraft.  

Consultation with senior cabin crew training staff at BMI baby does suggest that the 

role of cabin crew is changing, mainly as a function of more varied short haul travel 

destinations and new and innovative airline business models.  

BMI baby look to recruit staff straight from school , with new recruits selected  on 

personality, communications skills and aptitude to learn. However , more recently some 

staff have been recruited based on specific langu ag e skills need s on emerging routes. 

In the case of BMI baby , who we re recently looking to recruit P olish speaking cabin 

crew, these recruits were identified within the 3,000 outstanding  applications for cabin 

crew places already filed on the companyõs database. In other words BMI Baby went 

looking for people who wanted to be c abin crew who could also speak Polish, rather 

than P olish speakers that might want to be cabin crew. Coupled with  language skills , 

cabin crew also benefit greatly from understanding different cultural and religious 

issues relating to passengers. As an example, British Airways now offer over 10 different 

meal options on long haul flights including Halal, kosher, low f at , low sodium, 

vegetarian, vegan.  Staff are trained to understand why certain passenger s will only 

eat certain foods and why it is disrespectful to offer certain alternatives.  

The other major change experienced by particularly short haul, low cost airlin e cabin 

crew is the necessity for them to now pro -actively sell refreshments, gifts, duty free and 

even scratch cards to travellers. This has necessitated the development of sales 

training as part of the cabin crew induction process.  

The cabin crew staff t raining and induct ion process takes a total of 12 weeks, albeit 

trainee st aff can be flying within just 3 weeks. The first three weeks of ground based 

training (following the company induction process) are dedicated to safety 

procedures such as cabin evacu ation, decompression, operation of safety aids such 

as life vests, flotation devices, detachable slides , etc . This element of training also 

contains basic first aid, as all cabin staff are equally trained in first aid.  This training is a 

mandatory requirem ent, with content dictated by the Civil Aviation Authority. It should 

be noted that there is an OCNW NVQ 2 level certificate in Air Cabin Crew Skills.  
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Staff also undertake 4 or 5 days of customer service and sales based training before 

engaging with the p ublic.  

There are a number of career options for cabin crew including ground based 

supervisory  and training  roles or to become the senior cabin crew members  or purser . 

This requires at least 12 -months of good service and an additional 5 -day  of supervisory 

training followed by a formal examination procedure. However, there is no guarantee 

of a senior cabin crew position following this up -skilling.  

The BMI baby philosophy is to r ecruit based on aptitude, manners , confidence and a  

genuine passion to work as c abin crew. However, not every recruit settles i nto the life 

style which involves  very long working hours, jet lag and a significant amount of 

personal disruption.  

In terms of skills, cabin crew must have excellent interpersonal skills , couple d  with some 

te chnical capability , which is both learnt  through training but also through 

experience. As individuals, cabin crew must have:  

¶ Good communication and interpersonal skills  

¶ The ability to work well as part of a team but also use own initiative  

¶ Problem solvin g skills  

¶ Ability to remain calm under pressure and in emergency situations  

¶ Good literacy and numeracy skills  

¶ Confidence  

¶ Flexibility  

¶ The ability to use tact and keep passenger information confidential  

¶ Physical fitness  

Our research and consultation wi th both BMI Baby and Easy Jet training managers has 

been unable to identify any specific skills deficiencies or gaps within the current cabin 

crew training and development process.  The main concern for the future is the 

attitude of young people applying fo r jobs and the attitude of younger workers. It was 

commented that it take s a special type of person and level of commitment to work as 

cabin crew. The pay is relatively low for the level of responsibility, the hours are long 

and unsociable and the conditio ns are highly physical.  
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Current skills needs, drivers and issues within the Creative I ndustries  

The Creative Industries (CI) sector is a diverse sector ranging from individual artisans 

producing bespoke craft items, through to multi -billion dollar softwa re corporations 

producing computer games, books , and brands that have become a mainstream 

part of our everyday li ves. 

Within Derby and Derbyshire , we know that the CI sector  is dominated by small and 

micro businesses engaged in activities such as graphic a nd web design, games 

software development, architecture, photography and to a lesser degree product 

design.  It is this profile of companies that we have therefore engaged with to 

understand current skills needs, gaps and the drivers to future change.  

In order to understand the direction in which skills are shifting  (if at all) , it is useful  to 

look to the past at the skills that dominated the industry some 15 years ago and to 

consider where these skills are now.  

Table AP3 -1 below list s the skills needed by  CI companies in 1994  (as defined by CI 

companies)  broken down in to  high, medium and low  importance . 

1994 

High Importance  Medium Importance  Low Importance  

Creativity  

Communications skills  

Marketing  capability  

Technical knowledge  

Problem solving  skills 

 

Project p lanning  

People management  

Time management  

Book keeping  

Organisation al skills 

Sales 

Legislation knowledge   

Teamwork  

Coding skills (HTML) 

Customer service  

 

Table AP3.1 ð Skills needs in 1994 Creative Industries  

 

By 2009, these skills have shifted g reatly towards technology  as business, as seen in 

Table AP3 -2 

 

2009 

High Importance  Medium Importance  Low importance  

Creativity  

Interpreting clients needs  

Visual problem solving  

Coding (PHP, HTML, web2)  

Organisation al skills  

Technical knowledge  

Self lea rning ability  

Knowledge of  procedures  

Print process  knowledge  

Environmental impact  

Environmental design  

Book keeping  

Charging structure s and 

business model  

Providing ongoing solution  

Management  skills 

Adminis tration  

Forward planning  

Regulations / legislation  

DDA compliance  

CPD 

Contract law  

Networking  

Business skills 

Partnership devel oping  

Evaluation of alternative 

working methods  

Communication skills  
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Sales 

Buying in knowledge 

(consultants)  

Relationship building  

Understanding budget s  

Teamwork  

Understanding Legislation  

Account managemen t 

Customer services  

Time management  

 

Table AP3-2 ð Skills needs in 2009 Creative I ndustries  

 

 

As it can be seen , creativity  remains the most important skill  within the  Creative 

Industries company. Whether this is a d esign company or an architect, t he rational is 

that clients pay for creativity. How the company delivers this using different design 

packages, software solutions or media formats is irrelevant. Unless , of course , the client 

wants cre ativity and a specific format  of  media , then technical capability also plays a 

big part.  Hence, technical knowledge also remains of high importance.  

 

Interestingly , however, ôself learning abilityõ is now also considered of high importance, 

as it is accepted that technologies & softw are within the C reative sector move so 

quickly , traditional up -skilling is no longer suitable and that learning from websites, on -

line tutorials and blog sites is vital.  

 

Communication skills are no longer seen to have the same priority that they did  1994, 

as good communication is no longer seen as a skill. This is perhaps a function of the 

technologies around us. It was suggested that if you have email and a mobile phone 

and you know how to use them, you must be able to communicate. This may sound 

like a n aive approach; however communication  skills have to some degree been 

superseded by specific skills of higher importance such as account management, 

visual problem solving and interpreting clients needs (all subsets of communication  

skills). 

 

General busine ss skills have become more important in terms of understanding 

finances and work flow and having a better understanding of business costs and 

charging models. Given the relati vely small size of the typical c reative industries 

business, people manage is not  seen as an issue, but the ability to team work is.  

 

There are a number of interesting new skills appearing in 2007 that were not present in 

1994. These include knowledge of partnership working, sourcing and managing 

consultants and contract staff, relati onship building, carbon foot printing and 

environmental impact assessments, DDA compliance and assessing new working 

practices and business models.  
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Current skills needs, drivers and issues within Health & Social  Care  

The Regional Context  

The sector emp loyed 149,033 people in the East Midlands in 2007 ( Labour Force 

Survey), a growth of 6.8% from 2006.  

 

The ôSkills for Health Draft Action Planõ states that, across all sectors, there is the highest 

proportion of female employees within the Health and Socia l Care Sector, the lowest 

proportion of employees qualified to S/NVQ Level 2 but 63% qualified to L3 or above.  

 

The Skills for Health Regional LMI Report, East Midlands, March 2008, identifies that:  
(Following stats are all re  Health Sector only)  

¶ 7% of all  people employed in the UK Health and Social Care sector are 

employed in the East Midlands  

¶ Of all business units:  

  59% have 1 -10 employees  

33% have 11 -49 employees  

7% have 50 -199 employees  

2% have 200 + employees  

¶ The gender of sector employees is  79% fe male, 21% male  

¶ The ethnicity of sector employees: 89% white, 11% non white  

  

The Health and Social Care Landscape of Derby and Derbyshire  

NHS Derby City (formerly Derby  City Primary Care Trust) was formed on 1st October  

2006.  Covering a population of more than 285,000 people registered with GPs in 36 

practices, the PCTõs aim is to improve the health and wellbeing of the local 

population.  

 

Derbyshire County Primary Care Trust is responsible for securing services for a 

population of 712,000 through commission ing (buying) and direct provision.  

It offers a wide range of community health care, such as health visiting, school nursing, 

district nursing and community services for people with learning disabilities, as well as a 

range of therapies, such as physiother apy, psychology, podiatry, occupational 

therapy and speech and language therapy.  

Services are directly provided through Community and Specialist Health Services and 

community hospitals. The Trust is responsible for the direct management of and 

employment of staff in 12 community hospitals and supports the use of the specialist 

skills of the general practitioners and community nurses in the area using the facilities 

available at those hospitals.  

District nurses and health visitors directly managed and empl oyed by the Trust are 

based in 97 general practices and a range of other premises.  

The Derby Hospitals NHS Foundation Trust is responsible for the Derbyshire Royal 

Infirmary and the Derby City General Hospital, incorporating the Derby Medical 

School which is run in partnership with the University of Nottingham.  

 

It provides a wide range of services including general medical, surgical, maternity, 

rehabilitation care and accident and emergency services, with a total of a 

population of over 600,000 people in a nd around Southern Derbyshire.  
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In 2009, a new £334million hospital will officially open on the former Derby City General 

Hospital site.   As the biggest ever investment in healthcare in Derby, the new hospital 

will provide the very latest in modern healthc are, bringing specialist services together 

for the first time in Derbyõs history. 

Serving North Derbyshire's population and beyond, Chesterfield Royal Hospital NHS 

Foundation Trust provides a full range of acute services plus 24 -hour accident and 

emergency  care.  

At the Chesterfield Royal Hospital are 550 beds with a budget of £138 million 

(2006/2007). More than 3,000 staff work for the Trust.  

The Trust also manages a small midwifery led birth centre in Darley Dale, near Matlock 

in Derbyshire - as well as a range of specialist children's services in the community . 

Health Care is also delivered through a myriad of regional and local NHS and private 

practitioners, often distributed throughout the City and County and focused in small 

business units, typically em ploying less than 50 staff.  

 

Social Care is part of both Derby City Council and Derbyshire County Council. They 

provide advice, support and practical help for adults , children and families  living in 

Derby and Derbyshire.  

 

Many of the services are provided directly by their own (Public Sector) staff. However, 

they also arrange and pay for services which are provided by other organisations suc h 

as voluntary groups and the private sector. For example, many homes for elderly 

people are privately owned and derive their income from a mix of Public Sector and 

private sources. Many Social Care services are provided in partnership with the 

National He alth Service.  

 

They offer advice and practical help so that older people and people with mental 

health or learning dis abilities  or physical and sensory impairments, can continue to live 

safely and independently in their own homes for as long as possible through our home 

care  services. If living at home is no longer possible, residential care is available.   

 

Social Services also provide support  for those people that are caring for others.  

 

The Social Care network in the City and County also offer s support to families  and 

promotes and safeguards the welfare of children. They look after children whose own 

families are unable to care for them, either during a temporary crisis, or until th ey 

become adults . 

Regional statistics indicate that 72% of individuals in the Health part of the sector are 

employed by the NHS, 23% by Independent organisations and 4% by 

Voluntary/Community sector, with 1% classified as ôotherõ. 

 

Of the occupations withi n the Health part of the sector, n urses comprise 22% of the 

workforce and around 30% of NHS staff (including midwives and health visitors).   48% 

of nurses are  qualified at nursing or other medical qualification level below a degree.   

Smaller numbers have a  degree (18%), and others are qualified to O 

Level/GNVQ/GCSE or equivalent (13%).  

 

http://www.derby.gov.uk/HealthSocialCare/SocialServices/GeneralSupportCare/
http://www.derby.gov.uk/HealthSocialCare/SocialServices/ChildrenAndFamilyCare/
http://www.derby.gov.uk/HealthSocialCare/Disabilities/LearningDisabilities/
http://www.derby.gov.uk/HealthSocialCare/SocialServices/HomeCare/default.htm
http://www.derby.gov.uk/HealthSocialCare/SocialServices/HomeCare/default.htm
http://www.derby.gov.uk/HealthSocialCare/SocialServices/HomeCare/default.htm
http://www.derby.gov.uk/HealthSocialCare/SocialServices/GeneralSupportCare/CarerSupport/default.htm
http://www.derby.gov.uk/HealthSocialCare/SocialServices/ChildrenAndFamilyCare/FamilySupport/default.htm
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Nursing Auxiliaries and A ssistants comprise 9% of the sectorõs workforce. 30% are 

qualified at Level 2 or equivalent and 15% hold a professional/vocational 

qualification.  

 

Medical P ractitioners  comprise 8% of the sectorõs workforce.  82% are qualified to 

higher degree level or equivalent.  

  

Receptionists  comprise 5% of the sectorõs workforce.  44% are qualified at Level 2 or 

equivalent, and the remainder have  a range of other qualifications . 

 

Most Social Care staff are employed in the City and County Authorities, supplemented 

by those employed  in privately owned Care organizations , some of whom have their 

origins in the Public Sector. Within these organizations, there is a wide  range of roles 

and skills levels. 33% of Care assistants and home carers , who comprise 6% of the 

sectorõs workforce, are qualified at Level 2 or equivalent, and 16% have a 

professional/vocational qualification, whilst Social Care ôprofessionalsõ, often working 

in the Public Sector, have professional qualifications at the equivalent of degree level.  

Within the popu lation of the City and County, i ncreased life expectancy and more 

individuals requiring long term care over the period to 2023 will impact on ski lls 

volumes and skills levels required to deliver services over this period, Demographics 

appears to be the principal driver of this sector.  

 

Impact on Current Skills  

 

Skills for Health, East Midlands, summarised that:  

 

òAs a region generally we are improving against many national indicators but 

there are still significant areas where more needs to be achieved. This includes 

raising productivity, improving skills and educational levels particularly in the 

regionõs three main cities ð Derby, Leicester and No ttingham.ó  

 

The NHS Staff Survey 2005, (DfES and NIACE), and The State of Social Care in England 

2004-05, (Commission for Social Care Inspection, 2005 ) reported that:  

 

¶ 200,000 NHS staff have no qualifications or are qualified to the lowest level (by 

extra polation,   (national figure x 7% for region / 5 for City and County) 280 in 

the City and County)  

¶ 170,000 NHS staff have literacy skills equivalent to children leaving primary 

schools (by extrapolation,  238 in the City and County)  

¶ Just 25% of Social Care staff have a qualification  

¶ 26% of NHS staff have literacy skills below a good GCSE level  

¶ 550,000 NHS staff have numeracy skills comparable to those of children leaving 

primary school (by extrapolation, 770 in the City and County)  

 

¶ 65,000 NHS staff in 2005 received no training (by extrapolation, 91 in the City 

and County)  

 

 

The Voluntary Sector Skills Survey 2007 for the Health and Social Care sector revealed:  
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¶ Communication skills were the most frequently mentioned skills shortage 

reported by over one fifth  of employers in the sector  

¶ Team work was highlighted within the top three reported skills shortages  

¶ Skills shortages within strategic use of IT  

¶ Shortages in health and safety skills  

¶ Hard to fill vacancies within Health and Social Care are a continuing iss ue  

 

 

Locally, Social Care employers and employees say that their key skills needs are:  

 

¶ Communication s kills 

¶ Care NVQs  

¶ Manual handling  

¶ Managing c hange  

¶ Budget m anagement  

¶ Management & leadership  

¶ First Aid 

¶ Accounts  

¶ Understanding current legislation  

 

 

The key workforce challenges for the Sector are:  

 

¶ The potential for the future development of private Health and Social Care 

could be constrained by shortages of skilled staff  

¶ Identifying the scope for more flexible use of workforce resources  

 

Current initiatives seek to address:  

 

¶ The aspirations and motivation to enter HE relevant to the Health and Social 

Care professions among young people in schools, further education and 

workplace learning, who are from under -represented groups and who have 

the potential for a career in Health and Social Care.  

¶ The attainment levels of potential recruits to Health and Social Care professions, 

who are from under -represented groups, so that they gain the academic or 

vocational qualifications and learning skills that will enable th em to enter HE 

courses relevant to Health and Social Care.  

¶ The progression routes into HE via vocational courses, including 

Apprenticeships, whether they are delivered in schools, colleges or the 

workplace.  

¶ The aspirations and motivation of existing NHS employees to enter HE courses 

relevant to the Health and Social Care professions.  
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Current skills needs, drivers and issues within Logistics  

The Logistics sector is define d  as ôthe management of the storage and movement of 

goods and informationó. Good logistics aims to ôcut costs, speed work and provide 

customer serviceó. 

 

As we have seen from our demographic research, although Logistics is thought to be 

a key employment sector within the East Midlands region and UK as a whole (5 th 

largest sector), it rep resents less that 8% of priority sector businesses in Derbyshire and 

3% within the City of Derby. The net effect of this is that the sector only supports 5% of 

the priority work force in Derb yshire and less than 2% in the C ity of Derby. It is therefore 

dif ficult to justify why  the sector should be clas sed as a priority, when compared  to 

Manufacturing, Retail  or Health and S ocial Care. However, Logistics was included in 

this research brief so we must consider the current and future skills issues within  the 

sector.  

 

There have been a significant number of studies p urported  to focus o n the skills needs 

of the Logistics sector  both at a national level ( Assessment of current & future skills 

needs  ð Skills for Logistics 2005) and at a local level ( Review of the Logistics sector  - 

Alliance SSP 2008). However, on analysis , most of this research focuses on the problem 

of recruitment, sector image and staff retention, as opposed to actual skills needs. 

What work has be en undertaken to look at skills -needs paints a very  similar picture to 

other sectors with  a combination of legislatively driven skills needs and a number of 

desirable skills. 

 

One of the most notable factors  about the Logistics industry , which may account for 

the lack of highly qualified staff,  is the rela tive lack of professional or  high value 

employment  within the sector . The sector has below the national average number of 

managers, professionals and skilled trades. Moreover it has just 3% of people classed 

as professionals , as opposed to 14% on a nationa l basis across all sectors  (Skills for 

Logistics).  

 

One of the biggest issues within the sector is not the skills of the current workforce, but 

the  skills deficiencies  of  people entering the work force , due to high staff churn . 23% of 

the current work for ces are aged over 55. Statistically this will result in 16,000 people 

leaving the sector each year through retirement on a national basis. However, given 

the relatively small percentage of logistics employment within Derbyshire this is  unlikely 

to be a maj or conc ern, with the exception of the High P eak area, where there are a 

large number of haulage companies servicing the quarrying industry and an aging 

population  demographic . 

 

In terms of current t raining activity, according to S kills for Logistics, the g reatest drive to 

company training is to increase productivity within the workforce and therefore the 

business. In a survey conducted in 2005, some 83% of logistics companies cited 

operational efficiencies as a reason to engage in training. 80% of companies  then 

cited compliance with legislation and regulation as the primary driver for staff skills 

development and engagement in training. Interestingly , 80% of the sample group also 

cited training as a way of motivating staff. 71% of companies were using train ing as a 
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way of preparing staff for promotions or increased responsibility. Interestingly, changes 

in technology, vehicles or ICT were not mentioned as drivers for training.  

 

In terms of current skills gaps one of the most important issue s within the indus try at 

present  are literacy and numeracy. Traditionally these were not seen as a priority, with 

the general rule of thumb being as long as you could handle a heavy goods vehicle 

competently  you would be OK . However, with the documentation and ICT now 

assoc iated with the sector  (such as hand held computer terminals and satellite 

navigation),  it is vital that drivers can read instruction s, schedules and documents , 

calculate  load weights and fuel documentation and use ICT systems efficiently. In the 

past the s ector was  perceived  as an employment route of choice for people with 

lower literacy and numeracy skill s, which has further  exacerbated this problem  within 

the existing workforce . 

 

In terms of office based logistics activities, emerging skills needs include  calculating 

the carbon footprint of loads, managing complex logistical scenarios, ensuring 

compliance with export and import documentation, developing business networks 

with overseas partners, language skills, customers and excise duties and ensuring the 

legal compliance of drivers.  

 

In terms of warehousing, similar literacy and numeracy issues exist to those 

experienced with drivers. However, staff turnover tends to be higher in this part of the 

sector, as it is seen as less of a career choice than being  a ôprofessional driverõ.  

 

In terms of technical skills these tend to be at an operator level, with legislative 

compliance issues being a supervisory or management issues. Skills  within the sector 

do however  fall into two distinct categories , ômandatory skillsõ and ôdesirable skillsõ.  

 

Current mandatory skills for drivers and operators  

¶ Licence to drive the specific class of vehicle used in your job  

¶ Knowledge, understanding and capability to use both analogue (pre 2006) 

and digital tachographs and an under stand ing of  the format in which the data 

is produced  

¶ As of September 2009 knowledge of the  EU directive 2003/59/E , under which  

drivers must undertake training that will lead to a qualification known as a 

ôcertificate of professional competenceõ. Training w ill include : 

o Road safety  

o Dealing with emergency situation  

o Better driving technique to reduce fuel consumption  

o Reducing environmental damage  

o Health and safety  

o Prevention of trafficking of illegal immigrants  

o Assessment and prevention of physical risk (manual  handling)  

o Information about the social environment  

o Information about the economic environment of the roads  

 

Current d esirable skills for drivers and operators  

¶ Knowledge of fuel saving driving methods  
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¶ Defensive driving techniques to reduce accidents (accid ents cause significant 

problems in delayed logistics and loss of revenue)  

¶ Technical knowledge of vehicles  

¶ Geographic knowledge of specific areas (micro and macro)  

¶ Customer handling skills  

¶ Product knowledge relating to the goods being delivered  

¶ Disability a wareness (for passenger vehicle drivers)  

¶ Health, safety and first aid (for passenger vehicle drivers)  

 

Current mandatory skills for managers and supervisors  

¶ Understanding of legislative issues such as working time directives and the new 

EU driver training directive 2003/59/E  

 

Current desirable skills for managers and supervisors  

¶ Commercial acumen  

¶ Good communications skills  

¶ Team building  

¶ Computer skills  

¶ Performance management  

¶ Language skills (verbal and written)  

 

Interestingly, of the published research tha t we have seen, few operators 

acknowledge any major problems with lack of skill in their current managers. Those 

that were recognised included, people management and appraisals skills, some IT skill 

and limited knowledge of transport related employment iss ue s, health and safety and 

legislation.  
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Current skills needs, drivers and issues within Manufacturing  
As we know from our research so far, Manufacturing  represents the third largest priority 

sector by business unit count and the largest priory sector b y employee number.  The 

sector represents a wide cross section of businesses from large multination al s such as 

Toyota, Rolls-Royce and Bombardier, through large SMEõs such as Garrandale systems 

and Newburgh, through to a wealth of small and micro businesse s ranging from metal 

fabrication and casting, through machine building and mechatronics, to electronics, 

systems and micro systems. Within Derbyshire the sector also encompasses a number 

of textiles manufacturing companies, wooden and polymeric materials p rocessing 

companies and a number of paper and printed goods companies.  

However, the sector is dominated by what we would term mechanical, electrical and 

manufacture engineering. For this reason we have focused on these companies 

through our focus groups an d skills analysis. 

Table AP3 -3 below list the skills needed in manufacturing companies in 1994 broken 

down into high, medium and low importance.  

1994 

High Importance  Medium Importance  Low Importance  

Pattern Making  

Continuous  improvement  

Problem solving  

Management skills  

Finance knowledge  

Supervisory skills 

General management  

Accounting  

IT skills 

CNC machining  

Tool operators  

Teaching skills 

Design capability  

Development  

Production  

Maintenance skills  

Strategic management  

 

 

Total quality management  

Statistic al process control  

Laboratory skills  

Fabrication  

 

Table AP3.3 ð Skills needs in 1994 Manufacturing I ndustries  

 

It is interesting to see that b y 2009, these skills have started to split into the natural 

groupings of manufacturing technology  skills, manufac turing organisation skills and 

business generic skills  management, as seen in Table AP3 -4.  
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2009 ð Manufacturing  

High Importance  Medium Importance  Low Importance  

Technical  

Formulation chemistry  

Maintenance expertise  

Technical support  

Core computer skil ls 

Composites design  

Systems design (electro 

mechanical)  

Advanced materials  

Precision machining  

 

 

 

 

 

 

Organisational  

Supplier development  

Shop floor management  

Aftermarket support  

Cost reduction  

Project engineering  

Global manufacturing  

Supply chain develo pment  

Materials handling  

Project implementation  

Innovation management  

Lean / sigma  

Business Generic  

Financial planning  

Business planning  

Office ICT skills 

Corporate social 

responsibility  

Web marketing  

People managerial skills  

Negotiating  

Sales 

Marketing  

Financial management  

Listening  

Continuous improvement  

Coaching skills  

Forecasting  

Technical  

Laminating (composites)  

Skilled machining  (CNC)  

Tool operator  

Product development  

Manufacturing engineers  

Nuclear skills 

Problem solving skills  

Waste reduction skill s 

Production engineering  

Operator skills  

Inspection and quality   

3D modelling  

Materials knowledge  

Process design  

Production engineering  

Organisational  

Supply chain management  

Lean manufacturing  

Analytical skills  

Kaizen skills 

Policy deployment skills  

Cost avoidance  

Environmental leadership  

Planning  

Safety excellence  

 

 

Business Generic  

Communication skills  

Leadership  

Management  

Innovation and creativity  

Customer focus  

Flexibility 

Influencing skills  

Marketing  

Effective communications  

Planning skills 

Account management  

Coaching skills  

Report writing  

 

Technical  

Mechanical design  

Problem solving  

Analytical skills  

CNC engineering  

Mechanical engineering  

Maintenance  

Design for manufacture  

 

 

 

 

 

 

 

 

Organisational  

Environmental knowledge  

Lean  

 

 

 

 

 

 

 

 

 

Business Generic  

Communication  

Financial  

Leadership  

Team work  

 

 

 

Table AP3.4 ð Skills needs in 2009 Manufacturing I ndustries  
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As we can see in Table AP3.4, there has been something of a move away from a 

need for specific technical (operator) type skills and very much a m ove towards 

higher value added activities such as systems design, technical support, advanced 

materials selection and processing. However, probably the largest area of skills shift is 

within manufacturing orientated ôorganisational activities õ such as supp ly chain 

development, outsourcing, global manufactur ing  engineering, after market support, 

innovation management and lean. Manufacturing companies also recognise the 

importance of core back office skills such as marketing, sales and personnel 

management in  additional to issues such as corporate social responsibility, 

environmental product analysis, legislative compliance and ICT.  
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Current skills needs, drivers and issues within the Public Sector  

 

The National & Regional Context  

 

In overall terms the Publ ic Sector  comprises central government, local government 

and public corporations as defined for the UK National Accounts. The definitions 

contained therein allow international comparisons to be made.  

 

In the last quarter of 2008 there were 4.684 million fu ll time equivalent (FTE) people 

employed in the Public Sector  of the UK ð which constituted 19.7% of the working 

population ((Office for National Statistics (ONS) ð 2009)). However, this figure includes 

The National Health Service (NHS), the education sect or, the armed forces and various 

other public organisations. As the health and social care market is covered elsewhere 

in this report, the relevant figures for the Public Sector  applicable to this section of the 

research project are those applicable to loc al government.  

 

The number of FTE employees working in Local Government in the last quarter of 2008 

was 2.904 million. The equivalent figure for ôpublic administrationõ for the same period 

was 997,000 people of which 346,000 were employed in the East Midl ands.  

 

Within the Public Sector : 

65% are female  

30% are part timers  

74% are over 35  

23% of the over 50 working population is employed  

(Characteristics of Public Sector Workers: May 2007)  

 

The Local Government Act of 2000, which is the last such ôpolicyõ document to be 

adopted, imposes a duty on local authorities to implement strategies that òwill help 

improve the economic, social and environmental well being of their areaó. A review 

of the main political partyõs manifestos (such as they are) does not sugges t any 

radical movement from this tenet and indeed this philosophy has been at the core of 

the Public Sector  for many decades ð despite the nature of the ruling political party.  

  

 

The Public Sector Landscape of Derby and Derbyshire  

Derbyshire County Counci l (DCC) has the theme òimproving life for local peopleó as its 

current long term aim whilst Derby City Council has òa city for all agesó as its current 

emblem. Both organisations are committed to a variety of similar goals in pursuit of 

these aims. Over th e next decade the authorities intend to work together with private, 

voluntary and community sector organisations in a series of formal partnerships in 

order to deliver these strategies. The main focus will be on education, social service 

provision, transpo rt initiatives, housing and environmental improvements. In a phrase ð 

ôthe establishment of sustainable communitiesõ.    

 

Derbyshire County Council employs some 37,000 (20,000 FTEõs) people and is by far the 

largest Public Sector  employer within the C ounty . Derby City Council, which is a 

Unitary Authority , employs some 12,000 people and is the second largest employer. 
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There are also eight district/borough councils within the County. The greatest 

population within these districts is concent rated in the north  east of the C ounty within 

the urbanized  areas of Chesterfield Borough Council and the district councils of 

Bolsover and North East Derbyshire. To the south, Amber Valley and Erewash Borough 

Councils are a mix of urban/rural development as is South Derbysh ire District Council. 

To the west of the county there are the relatively rural areas of Derbyshire Dales District 

and High Peak Borough Councils. The extent of employment in these district/borough 

councils is much less than in the City and County Councils ð in the region of 10,000 all 

told ð which gives an overall total of between 50,000 and 60,000 employees.    

 

There are a variety of other government funded organisations serving Derby and 

Derbyshire as part of their East Midlands remit , e.g . East Midlands  Development 

Agency (EMDA) and Government Office East Midlands (GOEM). However, none of 

these organisations are based within Derbyshire ð most are in Nottingham ð and the 

skills needs of their employees have therefore been ignored for the purposes of this 

report.  

 

The overall framework of the Public Sector  and in particular local government has 

effectively changed little over the last 10/15 years. The last comprehensive re -

organisation of local government took place in 1974 when a two tier structure (County  

and Districts) was introduced with some considerable boundary changes. Six new 

metropolitan county councils were also created although these were abolished in 

1986, mainly for political rather than practical reasons. Between 1995 and 1998 a few 

of the ônewerõ counties, which were created in 1974, were abolished (e.g. 

Humberside) and unitary authorities, principally based on centres  of population, were 

created to undertake the work of both the county and district. There are now 34 shire 

county councils - split into 238 districts - and 47 Unitary A uthorities. (Local Government 

Association ð Local Government Structure 2004.)  

 

The main function of local government is to provide a framework for delivery of the 

following services: education, housing, planning, pa ssenger transport, highways, fire, 

social services, leisure/recreation, libraries, waste management and environmental 

health. In principle these elements have changed little over the past 30 years. 

However, the changing manner in which these services are d elivered and an 

increasing emphasis on value for money (VFM) and economy is evident.  

 

In cost terms , DCC spent just over £1 billion in  2007/08. Education and social services 

took by far the biggest chunk of this money ð almost 90% between them. Highways 

an d transport was the next biggest item at around £70m. By comparison Derby City 

spent c£600m in 2007/08 with education and social services taking up around 60% of 

the total. Housing in this Unitary Authority  took around 18% of total expenditure.  

 

This patte rn of expenditure in Derbyshire is unlikely to change significantly over the 

next decade or so. In fact social services spending will undoubtedly come under 

increasing pressure as a result of the ageing population; the proportion of the 

population over 85 will increase over the next decade. Within Derbyshire the number 

of people of pensionable age is set to increase by 8.2%, more than three times the 

national estimated increase of 2.4%.  
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In statistical terms:  

¶ The average age of the Public Sector  workforce in Derbyshire is 45  

¶ Over 23% of the Public Sector  workforce in Derbyshire are  aged over 56  

¶ Over 78% of Derbyshireõs Public Sector  workforce are  women  

¶ Over 70% of the Public Sector  workforce gained their qualifications more than 

10 years ago  

(DCC ð Workforc e Planning Strategy ð Draft: 2009)  

 

 

Impact on Current Skills  

Current skills issues have been identified by secondary research, face to face interview 

and focus group discussion.  

 

Within Derbyshireõs Public Sector  arena, people with skills in the followi ng technical 

areas are currently the most difficult to recruit and retain:  

¶ Architecture  

¶ Civil/structural engineering  

¶ ICT 

¶ Legal  

¶ Procurement  

¶ Project management  

¶ Social Services  

¶ Valuers  

 

In a more generic sense there is an identified shortage of skills in:  

¶ Basic skills 

¶ Communication  

¶ Customer service  

¶ Entrepreneurship  

¶ Leadership  

 

*(Audit Commission Reports for DCC & Derby City ð 2007/2008, Learning & Skills Task 

Group Report ð December 2008, Employers Survey ð 2007, Chesterfield Borough 

Council ð Viv McDonald, De rbyshire County Council ð Councillor Geoff Carlile, Derby 

City Council ð Andy Hills)  
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Current skills needs, drivers and issues within Retail  

The Regional Context  

In 2004, UK retail sales were £259.3 billion. Employment in the sector was just over 3 

million (Labour Force Survey 1998 ð 2005, Skillsmart Retail Analysis p7).  

 

The Retail Sector in the East Midlands employs 191,457 people (2006 Skillsmart 

estimate ). The estimated number of employees in Derby and Derbyshire is, by 

extrapolation, around 40,000, o r just over 1% of the UK Retail workforce.  

 

64% of the workforce is female (LFS 2007)  

57% of employees are part -time (56% nationally) (ABI 2006)  

87% of retailers in the East Midlands employ 10 people or less (85% nationally) (ABI 

2006) 

A third of the workf orce  is aged 16 to 25, many in full -time study (Sector Skills 

Agreement p21)  

 

Derby is not identified as a main retail centre in the East Midlands Region (these are 

Nottingham and Leicester). The Derby annual retail spend is £543m (0.2% of the 

national re tail spend). The next largest retail centre in the county, Chesterfield, has an 

annual retail spend of £337m. In comparison, Nottingham has £1,160m (0.45% of the 

national retail spend) and  Mansfield has  £336m (2007 CACI Retail Report)  

 

The Retail Landsca pe of Derby and Derbyshire  

Retail in Derby and Derbyshire is characterised by a major retail centre, Derby, historic 

Market Towns and a number of late 20 th Century ôout of townõ retail parks. 

Derbyshire has 18 rural market towns: Bakewell, Matlock, Wirkswo rth, Ashbourne, 

Darley Dale, Buxton, Whaley Bridge, Chapel -en -le-Frith, New Mills, Glossop, Long 

Eaton, Swadlincote, Belper, Ilkeston, Heanor, Ripley, Alfreton, and Chesterfield . Their 

Retail businesses have found conditions difficult because of the:  

¶ Demise of traditional industries  

¶ Relatively small size of town and therefore restricted potential for development  

¶ Competition from larger retailers located nearby, or centres of commerce 

where residents work  

The Districts in which the majority of the Market Tow ns are located (Derbyshire Dales, 

High Peak, Erewash, South Derbyshire, Amber Valley, North East Derbyshire) are 

principally within a rural economy, with dispersed settlement with a few villages and 

fewer towns in their hinterlands.  

 

Major retail chains a re located in Derby (M&S, Debenhams, Next, Principles, H. 

Samuel, Top Shop, Monsoon, BHS, Burtons,  Hallmark, Clintons, WH Smith, Waterstones, 

Boots, JJB Sports, Toys R Us, PC World, Halfords, Pets at Home, Focus, B&Q, Argos) and 

Chesterfield (M&S, Argos, BHS, Boots, Monsoon, Burtons, PC World, Halfords, Pets at 

Home , Next, Clintons) and some market towns.  

 

In Derby, the Westfield (Eagle) Centre is the 9 th largest Retail development in the UK in 

the period to 2012, with 67,820 sq. m. of retail space. (In co mparison, Broadmarsh in 

Nottingham is the 4 th largest with 120,300 sq. m.) (Retail Weekly July 2005)  
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However, Independent Retailers are still the cornerstone of the rural Market Towns. 

Often long -established, they have seen their customers involved in agri culture and 

tourism having a very difficult 7 years since FMD, and those in manufacturing and 

services having to travel increased distances to work.  

 

Market Places are in long -term decline. National occupancy rates for 2009 predicted 

to be 70% (79% in 1998 /99) (National Retail Market Survey 2005, p22 Retail Locations 

and Skills Development, Skillsmart 2008).  

 

Environmental sustainability, and increasing awareness of the environmental impact of 

both production methods and transport, has led to changes in Retail  in the last 10 

years. For example, organic foodstuffs now account for a higher percentage of food 

sales. Farmers markets/ craft markets are on increase, with association to social 

themes of regional food agenda/ethical trading/healthy eating, and a rea ction to 

perceived ôcloningõ of major retailers in towns and cities, and local sourcing is now on 

retail agendas  (New Economies Foundation, 2005, ibid).  

 

 ôOut of townõ retail parks have developed in the last 15 years, such as the Peak 

Village at Rowsley,  Masson Mill at Cromford, Macarthur Glen at South Normanton by 

Junction 28 of the M1 and Giltbrook, a short distance on the M1 from Long Eaton and 

Alfreton.  The developments around the peripheries of the South and East of 

Manchester have long been a pull for the residents of Glossop, Chapel and New Mills, 

and Buxton continues to provide a regular rail service to the shopping opportunities of 

Stockport and Manchester. Although these developments also attract customers from 

out of county, they also serve to attract customers who previously used Independent 

Retailers in local market towns.  

 

In the last 20 years there has also been the emergence of retail at travel locations ð 

Airports, Service Stations, Railway Stations. Often, the retailers at these locations  are 

part of national chains. The most significant development for the City and County has 

been the East Midlands Airport site.  

 

At the Airport, although many of the retail positions are not ôcareerõ jobs, people are 

loyal to the employers and come back y ear in, year out for seasonal work. Here, a 

very large proportion of retail employment is taken by eastern European labo ur. In 

general, employers told us that these people have an excellent work ethic;  they take 

to the customer service model very well and work to high standards. To ensure a 

consistent delivery standard, all retail staff have a 3 -day mandatory training program 

focused on customer service, food hygiene and manual handling. This process 

effectively gives smaller retail outlets the development structure of a much larger retail 

organisation . 

 

The pull of the large surrounding conurbations of Manchester, Sheffield, Nottingham, 

Leicester and Derby is increasing for employment opportunities. This movement for 

employment also serves to present altern ative retail locations for local people, and 

recent major developments such as Westfield in Derby and Broadmarsh in Nottingham 

have increased the retail pull of these Cities.  
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The pull of the Market Towns is, however, still significant for local employmen t in the 

Retail sector. In the more rural hinterlands of the Market towns, Employer Surveys 

between 1999 and 2006, including Mitreõs surveys of SMEs and learners in the 

Derbyshire Dales and High Peak, and the research for the Action Plan for the 

Indicative  Financial Envelope, indicate that there is poor access to basic services and 

childcare, poor access to jobs unless a car is owned, limited, low skilled employment 

opportunities in the former Objective 2 wards, low wages, especially for the young, 

women an d disabled people, and an ageing population. These present issues of both 

spending power of customers and access to skills for Retailers.  

 

However, there is also an increasing need to serve a population that finds it more 

difficult to access the larger sho pping centres that are crowded and cost more to 

access, whether by public transport or private car, or that simply take too much time 

to get to.  

 

Retailers have also experienced significant cost increases in the last decade , including 

the costs of the Mini mum Wage, European Time Directive, increases  in Business Rates, 

increase in Corporation Tax and increases in Employersõ National Insurance 

contributions.  

 

The development of online trading in the last decade has resulted in growth of 

turnover for most part icipating retailers, but internet sales are still a relatively small 

percentage of overall sales (£45 billion 2007, up from £20 billion in 2004) (IMRG, P65, 

The Impact of Online Trading July 2008, Skillsmart Retail).  

 

Online business is usually just a part  of business strategy, but broadband access and 

usage increase is improving market penetration (ibid).  

 

The current recession is having a major impact on the Retail sector. Whilst some 

retailers (predominantly food retailers) have experienced increased tur nover in the 6 

months to March 2009, some household names have closed with consequent staff 

redundancies.  

 

The Impact on Current Skills  

 

Current skills have been identified by secondary research, face to face interview and 

focus group discussion.  

 

In the East Midlands, Retail s ector employers currently find technical skills (33%), 

customer service skills (29%) and team working skills (14%) most difficult to find (NESS 

2007). 

 

63% of employers had  vacancies in sales and customer service , 18% in administra tion 

(NESS 2007) 

 

37% of employers say vacancies are hard to fill because not enough people are 

interested in the work. Nationally, this is 14%.  

 



  
 

Future skills requirements in Derby & Derbyshire 2009 - 2023 

 

P a g e  |29 APPENDIX 3 

16% of employers say lack of interest also due to lack of prospects/poor career 

progression (nationally 3%). However, only 5% of employers say they have low 

numbers of applicants with the required skills. Therefore, some of the NESS results 

appear contradictory.  

 

Nationally in the Retail sector, 49% of managers have a Level 3 NVQ or higher, but 

over 20% do not ha ve a Level 2 qualification (LFS 2007), whilst 44% of customer service 

staff have below Level 2 or no qualifications (LFS 2007).  

 

The current Skillsmart Sector Skills Agreement identifies 4 Principal Themes:  

¶ Store management skills in multiple retailers  

¶ Skills of those who are managers and proprietors of independent stores  

¶ Skills of those in sales occupations (both multiples and independents)  

¶ Attracting sufficient people of the right calibre to the sector  

 

Whilst the first is likely to be more relevant for D erby and Chesterfield, the latter three 

points impact on Retail across the City and County.  

 

Local employers of retail staff find good customer service skills a key element in 

successful business performance and, as such, see the need for regular updating and 

development of customer s ervice skills. 

 

They also identify issues parallel to the national experience, with staff turnover in lower -

paid occupations often an issue. However, this is less prevalent in rural areas, perhaps 

because of the unavailability of alternative employment.  

 

March 2009 turnov er figures for the R etail sector for the previous Quarter show that the 

large multiple food retailers have increased sales by 6% (Sainsburyõs), 8% (Morrisonõs) 

and up to 20% (Netto, Aldi). The Sainsburyõs Basics Range has experienced an 

increase in sales of 60%.  

 

We anticipate that these figures, in a time of economic recession, indicate that the 

large multiples are able to be more competitive on price and are taking trade from 

Independent retailers and the small er chains. This is likely to accelerate the need for 

the independent sector to identify niche product areas and customer segments in 

which they can prosper, and therefore to develop the key skills sets (including 

strategy, marketing and customer service) n eeded for the future.  

 

The key skills identified by interviews and focus groups as the highest current priority 

are:  

 

¶ Customer service  

¶ Buying/sourcing merchandise  

¶ Retail management  

¶ Selling skills 

¶ Managing finance/budgets  

¶ Marketing  

¶ ICT 
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In this time of rece ssion, some retailers may identify customer service as a key 

differentiator in their market. Others may prefer to try to compete on price, a 

dangerous strategy if comp eting with the buying power of  national multiple retailers.  

 

It is too early to measure t he impact of store closures and redundancies in the sector 

on current skills supply. It is perhaps safe to assume that there will be more 

experienced staff available on the labour market, but that the attractiveness of the 

Retail sector as a career has fur ther diminished. Whether the staff now available have 

appropriate skills set is not possible to determine, only to assume that they will have 

the same skills issues as those who are still in work.  
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Current skills needs, drivers and issues within Leisure& Hospitality  

 

 The Regional Context  

 

The Hospitality and  Leisure sector, together with Travel and T ourism, employs 

approximately 1.9 million people across England and contributes around 4% of GDP. 

Consequently it is an important generator of jobs across the  UK. It also supports other 

sectors such as agriculture, transport and retailing. Between 1998 and 2007, household 

expenditure on recreation and culture rose by 66.6% (Office for National Statistics, 

2008). The average household spends £56 a week on recrea tion and culture (Office 

for National Statistics, 2008). Hospitality and Leisure is seen as a growth sector in the 

East Midlands.  

 

Within the Leisure and Hospitality Sector in Derbyshire, the estimated number of 

employees is around 25,853. There are aroun d 3245 business units within Derbyshire. 

75% of these are pubs, bars, nightclubs or restaurants (People 1 st, The Hospitality, 

Leisure, Travel and Tourism Sector in the East Midlands, March 2006). There is a higher 

proportion (over three quarters) of small businesses employing 1 -10 and a further 19% 

employing 11 -49 people. There are relatively few large businesses employing over 200 

employees (Skills Active, Active Leisure and Learning in the East Midlands 2002 -2008). 

Derbyshire contains the largest amount o f such establishments within the East 

Midlands. These account for around 21% of establishments (the average in each 

county/ Unitary Authority  in the East Midlands it is 8%).  

Derby City is identified as having the highest number of leisure and hospitality 

bu sinesses, with the Derbyshire Dales (and the Peak District) characterised as the 

second largest employer of people in the Hospitality and L eisure industry. This is largely 

due to the Peak District being a centre for tourism and leisure. This area is also l argely 

affected by seasonal influxes of visitors which in turn impacts upon seasonal needs for 

labour.  

A fifth of the hospitality and leisure workforce in the county are aged 16 -19, 18 per 

cent are aged between 20 -24 and more than half the workforce are a ged 25 to 49. 

Nearly half of this workforce works  in elementary occupations such as kitchen 

assistants, waiting staff and bar staff. Just over a fifth are managers, while a tenth work 

in skilled trade occupations (People 1 st, The Hospitality, Leisure, Trav el and Tourism 

Sector in the East Midlands). Additional occupations are equally as integral to the 

sector, but can be found across a wide range of sectors. These occupations include 

finance, human resources and marketing professionals, gardeners and cleane rs. 8% of 

the work -force are from ethnic minority groups, 8% are self employed and 8% are in 

temporary employment (òcasual labouró) (People 1st, The Hospitality, Leisure, Travel 

and Tourism Sector in the East Midlands).  

 

The Leisure and Hospitality Landsca pe of Derby and Derbyshire  

 

There are many well -known large companies operating in the Sector. In professional 

sport within Derbyshire, Derby County FC and Derbyshire Cricket Club attract 

spectators, and employ over 1,000 people between them, many on tempo rary or 

seasonal contracts.  
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The British Grand Prix, to be relocated from Silverstone to Donington Park, will generate 

an estimated £28 million per annum for the local economy.  

 

The Peak District itself presents the opportunity for a wide range of outdoor  recreation 

whilst Carsington Water is a major water -sports venue.  

 

Much employment in sports and fitness is local authority based, but private clubs are 

an increasing source of employment opportunities. There are a number of major 

theme and leisure parks  in the region including Gulliverõs Kingdom, Alton Towers and 

American Adventure which also offer seasonal employment, as do the many Country 

Estates and visitor attractions such as Chatsworth, Haddon Hall, Hardwick Hall and 

Bolsover Castle. Major developm ents affecting the active leisure and learning sector 

include the proposal for the creation of an East Midlands Sports Board supported by 

the Regional Development Agency and the Regional Assembly of the East Midlands.  

 

The Peak District is the second most visited National Park in the world and there is 

therefore a constant influx of visitors to Derbyshire accessing leisure and hospitality 

businesses. Seasonal employment therefore inevitably covers a large portion of the 

employment landscape. The problem wit h this is that employees often change from 

year to year and consistency and training is therefore difficult to sustain. Skills gaps are 

therefore difficult to fill for the long term. The nature of work within this sector also 

traditionally has high labour turnover (30% average) which again means that 

sustained skills development within a business is difficult. The Hospitality sector is the key 

sector for employing people on job seekers allowance or incapacity benefit (for 

example, 44% of people entering che fs jobs were previously out of work) (People 1 st, 

Summary of evidence to support the need for chefs to be considered as an 

occupation where migration can sensibly help to fill labour shortages, April 2008, p.17). 

Employees are therefore generally unskilled  and then trained internally. Indeed, 

training is generally done in -house and is based on the specific requirements of the 

company/role and therefore rarely leads to a qualification. This also makes skills 

development difficult to track. Experience is ofte n valued more highly tha n 

qualifications, but this has also led to stagnation in relevant qualifications being 

gained.  

 

Migrant workers are also a key aspect of the leisure and hospitality landscape ð 

particularly within Derby City, and will continue to i mpact upon skills needs in the 

future. Migrant worker numbers have grown considerably in last few years (The latest 

Labour Force Survey estimates that they currently occupy 22% of jobs within this sector 

in England). This is mainly because with the expansi on of the European Union, the 

Accession State countries have now been a significant source of new entrants. 

According to official figures the Hospitality & Catering Sector was the 2 nd  most popular 

sector ð attracting 15% of the total number of registered w orkers arriving from the EU 

Accession States. (People 1 st, Summary of evidence to support occupation where 

migration can sensibly help to fill labour  shortages, April 2008, p.17). The hotel and 

restaurant industries have the main demand for international w orkers and this is where 

they will increasingly recruit from in future (largely due to them being more likely to 

work for lower wages). Within Derbyshire, the 3 highest percentage numbers of 

international workers by job role are (i) Kitchen/Catering assist ants, (ii) Chefs/Cooks, 
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(iii) Restaurant/Catering Managers. Again ð as is consistent with employees recruited 

across the sector - migrant workers are generally unskilled and then trained internally.  

 

Skills and Recruitment Issues in the Sector  

 

There is an average 30% labo ur turnover in the Leisure and Hospitality  sectors, the 

highest in food service, drink service, chefs/cooks, housekeeping and customer 

service. The average labour  turnover by job description within the Leisure and 

Hospitality  sector is illustrated below: - 

 

Gambling 21%  

Contract Catering 21%  

Travel Services 24% 

Restaurants 33% 

Hotels 34% 

Pubs, bars and nightclubs 40%  

 

(People 1 st, Summary of evidence to support where migration can sensibly help to fill 

labour  shortages. April 2008).  

 

Most pe ople leave the sector for more money/better paid jobs, (People 1 st, Summary 

of where migration can sensibly help to fill labour shortages. April 2008). Training within 

the sector is generally work -based but not resulting in a qualification. The main reason s 

given for training are to (i) improve customer service, (ii) improve efficiency and (iii) 

generate new business.  

 

The skills most required at advanced and higher levels within the sector are: - 

¶ Customer handling skills (27% say this is required at advance d level, 26% at a 

high level)  

¶ Communication skills (24% advanced, 48% high)  

¶ Team working (20% advanced, 49% high)  

 

24% of establishments suffer from internal skills gaps (higher than the 22% reported for 

England as a whole). This suggests that some 135 of employees in the sector are not 

fully proficient in their current jobs. It is evident from this that volume of skills gaps far 

exceeds that of recruitment problems. This would suggest that there is a need for 

sufficient emphasis on workforce development to  address these gaps as well as 

looking at the quality of entrants in the sector. Across the East Midlands the skills that 

need to be improved were reported as customer handling skills (51% of establishments 

with a skill gap), communication skills (46%) and  technical and practical skills (38%).  

 

Reasons given for difficulties to find people for jobs in this sector include: - 

¶ Poor pay and conditions (39% found this to be a key barrier)  

¶ Shift work (30% found this to be a key barrier)  

  

The impacts of this are: -  

¶ Increased workload for other staff (97% of establishments reported this)  

¶ Difficulties meeting customer service objectives (48%)  

¶ Difficulties meeting required quality standards (47%)  
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¶ Difficulties introducing new working practices (39%)  

 

There are currentl y increased demands for skills around nutrition, health and safety 

due to government legislation and a higher demand for customer service skills across 

the sector.  

 

Attempts to close the skills gaps include òLeap Aheadó ð the Lifelong Learning 

Network for Derbyshire and Nottinghamshire ð which is attempting to boost skills levels 

in the Hospitality sector.  Skills Active, in partnership with employers and key 

organisations across the sector has also developed a framework for Apprenticeships. 

The mandatory o utcomes for completion lead to a Level 2 or Level 3 NVQ, some Key 

Skills awards, a Technical Certificate and other industry -related skills. There are also a 

wide range of FE college -based courses, plus 5 Centres of Vocational Excellence in 

related subjects , one of which is based in the East Midlands (for Sport Science, 

Exercise and Fitness at Loughborough University). There is also a related CoVE in motor 

sport and engineering at Tresham University in Northamptonshire. The National Skills 

Academy for Hospit ality, established in 2008, is also working towards striving for 

excellence across the industry and addressing the skills needs currently in existence.  
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Current skills needs, drivers and issues within Tourism 

 

The Regional Context  

The visitor economy pla ys a significant part in the welfare of the region. It provides 

flexible employment opportunities, encourages enterprise culture and helps to attract 

new investments. It is estimated that visitors to the East Midlands region annually spend 

£5.6 billion sup porting approximately 100,000 jobs. Around 90% of tourism employment 

is within micro -businesses. (Building the Visitor Economy: Maximising the Impact of 

Tourism and the Visitor Economy in the East Midlands. Strategic Plan 2008 -2011, p.2)  

The following figu res show the Economic Impact of the Visitor Economy on the East 

Midland region (Building the Visitor Economy: Maximising the Impact of Tourism and 

the Visitor Economy in the East Midlands. Strategic Plan 2008 -2011, p.17): - 

¶ Tourism Economic impact per head of population - £1300 

¶ Total number of visits ð 142.870m 

¶ Number of visits staying overnight in commercial accommodation ð 8.889m 

¶ Economic impact of visitors staying overnight in commercial accommodation  -    
£1,574.2 m 

¶ 90% of trips are day trips, 9% are st aying trips from other parts of the UK, and 1% 

are from overseas (Destination East Midlands. The East Midlands Tourism 

Strategy 2003 -2010, p.14)  

¶ There are 800,000 visits from overseas annually (Destination East Midlands. The 
East Midlands Tourism Strategy  2003-2010, p.14)  

The Tourism Landscape of Derby and Derbyshire  

Derbyshire offers a wide variety of tourist attractions, many are known worldwide. 
Some of the tourist destinations include:  

¶ Derby ð a city with rich history, famous for Derby Cathedral, Roya l Crown Derby 
Visitor Centre and Derby Museum and Art Gallery  

¶ The Peak District - the most popular of National Parks in the UK. Stunning 

scenery and opportunities for various outdoor activities. Hill -walking, hiking, 

climbing and orienteering attract 18 -22 million visitors every year. (Tourism in the 

Peak District National Park (fact sheet 2), www.peakdistrict -nationalpark.info)  

¶ Chatsworth - one of the countryõs most beautiful country estates.  

¶ Buxton ð a Roman spa town situated at the heart of the Peak District. It is known 

for its Opera House, Pavilion Gardens and Festival, as well as natural spring 
water.  

http://www.peakdistrict-nationalpark.info)/download.aspx?file_id=285
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¶ Matlock Bath - a picturesque village, home to popular Gulliver's Kingdom  
theme park  and the Heights of Abraham . 

¶ Eyam Hall, Hardwick Hall, and the  Derwent Valley Mills World Heritage Site - the 

list can go on and on!  

Tourism in Derbyshire and Peak District attracts over 35 million visitors per year and 
generates an estimated £ 1.3 billion. ( www.eastmidlandstourism.co.uk). It is seen as a 

growth sector.  

The value and impact of tourism in the Peak District and Derbyshire in 2007 are (East 

Midlands Tourism. The Peak District and  Derbyshire; www.eastmidlandstourism.co.uk): 

¶ Economic impact  - £1.404bn   

¶ Total tourist numbers - 36.074m 

¶ Number of staying visitor trips, both overseas and domestic - 3.61m  

¶ Number of staying visitor ni ghts, both overseas and domestic - 9.95m 

¶ Spend by staying visitors, both overseas and domestic - £504.4m 

¶ Number of day visitor trips - 32.46m  

¶ Spend by day visitors - £899.657m  

¶ Employment supported by tourism expenditure ð full time equivalents - 24,568 

(Full time equivalents (FTEs) i ncludes people involved in seasonal and part time work, 
with figures worked out to the equivalent full time value)      

Over last 15 years, the length of stay of visitors has extended: there are more long -

weekend breaks than be fore. Visitors are coming from a greater distance. This has 
countered a reduction in schools educational visits (caused by costs + legislation).  

The three main drivers in this period have been:  

¶ Demographic change  -  more over 50õs with disposal income 

¶ Economy    - Foot and Mouth Disease  persuaded many      

farmers to move into B&B  

¶ Lifestyle   - demand for higher quality accommodation  

 

However, Tourism could be further stimulated by improved rail access, especially from 

Manchester, a relaxation in planning restrictions and a continuing improvement of the 

City and County market ing focus on t ourism. 
 

The Impact on Current Skills  

People working in the T ravel and Tourism industry are often well -qualified. 27% have 

Level 4 or higher qualifications, and over 50% h ave Level 2 or 3. Only 5% have no 

http://en.wikipedia.org/wiki/Gulliver%27s_Kingdom
http://en.wikipedia.org/wiki/Theme_park
http://en.wikipedia.org/wiki/Heights_of_Abraham
http://www.eastmidlandstourism.co.uk/
http://www.eastmidlandstourism.co.uk/
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qualifications. (Employer skills needs in the travel and tourism industry. (People1st 

pp.17 -18).  

Attitude and personality are often rated as more important than experience or 

qualification by employers (Employer skills ne eds in the travel and tourism industry 

(People1st pp.22 -23).  

The main skills, knowledge and attributes required to work in many tourism businesses 

are a pleasant, friendly manner, good listening and questioning skills, tact and 

patience, the ability to wo rk calmly and efficiently under pressure, to be able to deal 

with the needs of different customers, work well in a team, be accurate, have good 

general knowledge of the area and its attractions, to constantly update their 

knowledge and skills, ICT skills, to speak a foreign language (particularly in port, airport 
or major tour ism areas).    

According to the Institute of Travel and Tourism (www.itt.co.uk), the skills and attributes 

required to be a successful tour guide are: c ommunication skills and the abili ty to 

interpret aspects of Britain to groups and individuals, an interest in people, confidence 

to stand up in front of a group of people, ability to spend long amounts of time 

standing with as many as 50 people for up to 10 hours a stretch, flexibility an d being 
able to think quickly. Customer s ervice skills are also important.  

Language skills can be in short supply as it is difficult to find tour guides or employees in 

tourism businesses that are highly fluent (as it can be expensive to hire such 

professionals). There is an increasing demand for the more in -depth local knowledge 
from customers.  

In summary, the skills that are currently required are:  

¶ People skills : c ommunication / customer s ervice / one ðto -one communication/ 

Handling complaints  

¶ Internet  and IT skills - basic software, including booking software and payment 

systems, web -site maintenance  

¶ Working with Legislation and Licensing  

¶ Marketing and selling skills 

¶ Management skills  

¶ Literacy and numeracy  

¶ Business management skills for owners of small  businesses 

¶ Managing cash flow and accounts  

¶ Flexibility / adaptability / c reativity  

¶ Language skills  
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