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1. EXECUTIVE SUMMARY 
 

Demography 

The priority sectors represent some 45% of all businesses 

The priority sectors represent some 60% of all employment 

34% of Derbyshire priority employment related to Manufacturing , 30% of City employment 
related to Manufacturing 

Health and Social Care represents the second largest employment group with 26% in the city 
and 19% in the country 

The county and city area will see a rise in population from 1,012,709 people in 2009 to some 
1,125,423 by 2023 

By 2023 there will be 686,508 people of working age, or an additional 76,108 people 

Derby has a higher than national average proportion of younger people aged between 10 
and 25 

The county has a higher than national average population across most age groups post 45  

Will need to backfill experienced "baby boomers" retiring during period and create a large 
number of high value added jobs to maximize employment for current higher than national 
average young population.  

The City has 17.7% of the population with no qualifications, compared to a regional average of 
13.5%, a national average of 13.1% and an average across Derbyshire of 12.3% 

The county on average has a lower number of people without qualifications than both the 
regional and national average 

 

Supply 

Current funded supply is virtually entirely focused on the achievement on qualifications 
(especially NVQ Level 2) 

There is a need to determine what we mean by skill  and what is meant by qualification. The 
two are not the same, but are often used synonymously 

Each sector reports gaps in the HE/FE provision of funded, short, performance focused skills 
development. Examples include: 

• procurement, project management and valuation 

• customer service, communication, ICT, retail management and strategic management  
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• marketing, business management, managing cash flow  and communication skills , 
including handling complaints and language skills 

• self learning ability 

 

Future Skills 

Future skills needs are linked to demographic changes and the ‘drivers’ of the key sectors, the 
economy, environment, politics, technology, society, ICT and the infrastructure. 

Of all the drivers we have considered, technology, ICT and the environment are most likely to 
have the greatest impact on skills 

We have analysed the future skills needs of Key Sectors. They include: 

• skills to undertake carbon foot printing 

• recycling methodologies and how to produce full life cycle cost analysis of products at 
the pre-production design stage 

• lean skills to identify ‘hidden’ waste streams 

• evaluation, entrepreneurship and information technology 

• contract and project management, financial control, negotiation skills and risk 
management 

• change management, leadership and communication 

• graphic design, use of programming languages (java, web logic, web spheres), 
customer transactions, electronic billing, on-line customer service 

• customer care skills 

• data protection awareness and Internet/ computer security 
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If we consider the overall 
employment within the priority 
sector businesses, we find that 
the majority of people are 
engaged in manufacturing 
activities, with some 34% of 
Derbyshire priority employment 
related to Manufacturing and 
some 30% of City employment 
related to Manufacturing. 
Health and Social Care 
represents the second largest 
employment group with 26% in 
the City and 19% in the County. 
Retail then accounts for some 
16% of employment in both the 
City and County areas. A 
detailed analysis can be seen 
in Figure 2. 

Of all priority sector employment, 31% is located within the City of Derby with Amber Valley 
and Chesterfield accounting for 13% and 12% respectively. The lowest levels of employment 
are within North East Derbyshire and Bolsover with 5.5% and 5.7% of priority employment 
respectively. A detailed analysis can be found in Appendix 2 – Page 6. 

Amber Valley 
We know that Amber Valley accounts for approximately 12.5% of priority businesses within both 
the City and County area and some 13% of all priority employment. By business type, Retail 
accounts for the highest proportion of business units, with some 26% of all priority 
establishments. Manufacturing accounts for 22% of priority businesses and hospitality accounts 
for 17%. A detailed analysis can be found in Appendix 2 – Page 7. 

By employee number, manufacturing accounts for almost 40% of all employment within the 
priority sectors, with Retail only accounting for 12%. This would suggest that although there are 
a high number of Retail outlets (546 in total) they employ only a small number of people in 
each. On average Retail outlets within Amber Valley employ 8 members of staff compared to 
an average of 32 people within manufacturing enterprises. Hospitality and Health and Social 
Care represent the second and third largest employment priority sectors with 17% and 14% of 
employment respectively. A detailed analysis can be found in Appendix 2 – Page 7. 

Bolsover 
We know that Bolsover accounts for approximately 6% of the priority businesses within both the 
City and County area and some 5.7% of all priority employment. By business type, Retail 
accounts for the highest proportion of business units, with some 28% of all priority 
establishments. Manufacturing accounts for 20% of priority businesses and hospitality accounts 
for 16%. A detailed analysis can be found in Appendix 2 – Page 8. 

By employee number, Manufacturing accounts for almost 34% of all employment within the 
priority sectors, with Retail only accounting for 16%. Hence, on average Retail outlets within 
Bolsover employ 8 members of staff compared to an average of 23 people within 
manufacturing enterprises. Health and Social Care represent the second largest employment 

Figure 2 – distribution by percentage of priority sector employment



  P a g e  | 12 

priority sectors with almost 20% of all priority sector employment. A detailed analysis can be 
found in Appendix 2 – Page 8. 

Chesterfield 
We know that Chesterfield accounts for approximately 11% of priority businesses within both 
the City and County area and some 12% of all priority employment. By business type, Retail 
accounts for the highest proportion of business units, with some 27% of all priority 
establishments. Manufacturing accounts for 23% of priority businesses and hospitality accounts 
for 15%. A detailed analysis can be found in Appendix 2 – Page 9. 

Interestingly, by employee number Heath and Social Care accounts for the largest number of 
priority sector employees within Chesterfield with 8,871 people or almost 30% of all employees 
engaged in this sector. Given that there are only 238 individual business units attributed to 
Health and Social Care, we can assume that these organisations have an average head 
count of around 37 people, albeit they are most likely to be a combination of large 
organisations such as the Chesterfield General Hospital and smaller organisations such as 
nursing homes, care centres and dentists. Although Manufacturing accounts for some 23% of 
business units, only 20% of priority employment is within the sector, with the average business 
employing some 14 people, this being less than half the average size of manufacturing 
businesses in Amber Valley. A detailed analysis can be found in Appendix 2 – Page 9. 

The Derbyshire Dales 
The Derbyshire Dales account for 12% of priority businesses and 8.6% of priority employment 
within Derby and Derbyshire. As expected the Derbyshire Dales with its market towns of 
Bakewell, Matlock, Ashbourne and Wirksworth has a high proportion of both Retail and 
hospitality businesses. Retail accounts for over 25% of all business units with hospitality 
accounting for almost 20%. A detailed analysis can be found in Appendix 2 – Page 10. 

Interestingly, although Manufacturing accounts for less than 15% of the business units within the 
Derbyshire Dales, it accounts for over 22% of all employment and is the largest employment 
sector after Hospitality, Healthcare and Retail. Although the Public Sector represents less than 
3% of business units it does account for 17% of employment, supported in the main by 
employment at both Derbyshire Dales District Council and Derbyshire County Council, both 
located in Matlock. A detailed analysis can be found in Appendix 2 – Page 10. 

Erewash 
The district of Erewash accounts for almost 11% of priority businesses and 9.8% of priority 
employment within Derby and Derbyshire. Priority businesses are dominated by the 
Manufacturing and Retail sector, accounting for 29% and 26% of business units respectively. A 
detailed analysis can be found in Appendix 2 – Page 11. 

Given the dominance of manufacturing business units it therefore comes as no surprise to learn 
that 37% of priority employment is within the Manufacturing sector, with Retail and Health and 
Social Care employment significantly less at 19% and 16% respectively. A detailed analysis can 
be found in Appendix 2 – Page 11. 

High Peak 
The High Peak is traditionally considered to be a rural district dominated by hill farming and 
Tourism. This is reflected to some degree in the dominant priority sectors of Retail (22%) and 
hospitality. Albeit, Manufacturing supports a similar number of businesses to the hospitality 
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sector, with 17% and 16% of all priority businesses respectively.  A detailed analysis can be 
found in Appendix 2 – Page 12. 

However, when we look at employment statistics, we find that the 17% of Manufacturing 
enterprises actually support the largest proportion of employees at over 33%. Retail only 
supports 18% of priority sector employees with hospitality supporting only 11%. Although widely 
considered the Tourism centre of the County, being dominated by the Peak District National 
park, only 4% of employment can be attributed directly to Tourism and leisure activities. Albeit, 
this is somewhat higher than all other districts in Derbyshire, with the exception of Derbyshire 
Dales at 6%, which has a number of attractions such as The Heights of Abraham, Gulliver’s 
Kingdom and Chatsworth. A detailed analysis can be found in Appendix 2 – Page 12. 

North East Derbyshire 
Priority businesses in North East Derbyshire are dominated by Manufacturing and Retail (24% 
and 23% respectively) and to a lesser extent Hospitality (16%). A detailed analysis can be found 
in Appendix 2 – Page 13. 

In addition to being the largest sector by number of individual businesses, Manufacturing is also 
by far the largest priority sector by employment accounting for almost 42% of all priority sector 
jobs. Health and Social Care is the second largest sector of employment with 19% of 
employment. A detailed analysis can be found in Appendix 2 – Page 13. 

South Derbyshire 
In terms of priority businesses, South Derbyshire has a mix of Retail (22%), Manufacturing (18%), 
Hospitality (17%), Health and Social Care (11%) and Logistics (11%). A detailed analysis can be 
found in Appendix 2 – Page 14. Within these businesses, 44% of employment is within 
Manufacturing, 15% within Health and Social Care and 13% within Hospitality. A detailed 
analysis can be found in Appendix 2 – Page 14. 

Derbyshire (as a whole) 
In terms of priority businesses within the County of Derbyshire, 25% (3,310) are Retail, 21% are 
Manufacturing (2,721), 16% are Hospitality (2,168), 11% are Health and Social Care (1,466), 8% 
are Logistics (1,091), 6% are Tourism related (871) and 6% are Creative industries (824). Only 3% 
of priority businesses or organisations are related to the Public Sector (325), with only 2% of 
organisations directly related to Airport activities (257). A detailed analysis can be found in 
Appendix 2 – Page 15. 

In terms of employment, 34% of priority sector jobs are within Manufacturing (57,537), with 18% 
in Health and Social Care (31,649) and 15% within Retail (26,424). Hospitality accounts for a 
further 12% of employment (19,650) and the Public Sector 8% (12,866). Logistics accounts for 5% 
of priority employment (8,918), Tourism and leisure 4% (6,379) and both Creative industries and 
the Airport account for 2% each (2,844 and 2,840 jobs respectively). A detailed analysis can be 
found in Appendix 2 – Page 15. 

Derby City  
In terms of priority businesses within the City of Derby, 32% (1,114) are Retail, 16% are 
Manufacturing (554), 15% are Hospitality (522), 14% are Health and Social Care (499), 8% are 
Creative industries (233), 5% are Tourism related (169) and 4% are Logistics (125). Only 3% of 
priority businesses or organisations are related to the Public Sector (99), with only 2% of 
organisations directly related to Airport activities (84). A detailed analysis can be found in 
Appendix 2 – Page 16. 
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In terms of employment, 30% of priority sector jobs are within Manufacturing (22,597), with 27% 
in Health and Social Care (19,911) and 16% within Retail (11,657). Hospitality accounts for a 
further 8% of employment (6,203) and the Public Sector 9% (6,774). Logistics accounts for 2% of 
priority employment (1,112), Tourism and Leisure 4% (3,108), Creative industries 2% (1,266) and 
the Airport 3% (1,904). A detailed analysis can be found in Appendix 2 – Page 16. 
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Analysis of the priority sectors within Derby and Derbyshire 
In this section of the chapter we will look at the current and historical demographic of the 
priority sectors. 

The Airport 
We know that the Airport accounts for only 2% of business units within Derbyshire and 2.5% of 
business units in Derby City, and that these companies employ some 1.7% and 2.5% or priority 
sector workers respectively.  

Across both the City and County the largest proportion of Airport related businesses are micro 
businesses employing less than 10 people (247 businesses out of a total of 341). A detailed 
analysis of company size can be found in Appendix 2 – Page 17. The majority of these 
businesses are engaged in activities such as Airport coach services and Airport related 
transportation. However, the largest percentage of employment is in businesses employing 
either more than 200 people or companies employing between 11 and 49 people (1,747 and 
1,639 respectively out of a total of 4,744). These businesses are typically engaged in activities 
such as refuelling services and ground support. 

Looking across Derby and Derbyshire over the last 10 years, the only significant growth in the 
number of Airport related businesses has been within the City of Derby, with an increase from 
67 Airport related companies in 1998 to 84 companies in 2007. A detailed analysis of business 
unit change can be found in Appendix 2 – Page 18. Across other districts, business numbers 
have remained relatively static. 

In terms of employment, however, there has been a significant increase in the number of 
Airport related jobs within the City of Derby increasing from 698 in 1998 to 1904 by 2007. This 
represents a growth of some 270%. A detailed analysis of employment change can be found in 
Appendix 2 – Page 18. There have also been slight Airport related employment gains in Amber 
Valley, Chesterfield, Derbyshire Dales and Erewash. The only labour market contraction within 
the sector has been within North East Derbyshire and South Derbyshire. 

Looking in more detail, as shown in Appendix 2 – Page 19, there has been significant 
fluctuation in both the number of business units and resulting employment within larger 
companies aligned to the Airport in the Derby City area. Albeit within both Derby and 
Derbyshire there has been significant long term growth in large companies undertaking Airport 
related activities. On average within both Derby and Derbyshire small and medium sized 
enterprise have seen some growth but not on the scale enjoyed by the large businesses. 

It should be noted, that the statistical data used within this report only relates to companies 
within Derby and Derbyshire that are engaged in Airport related activities and other priority 
sectors. However, East Midlands Airport is actually located within Leicestershire. It is therefore 
important from a future skills development perspective to consider the direct employment on 
the Airport site. 

Analysis of East Midlands Airport 
Through consultation with East Midlands Airport (EMA), as detailed in Appendix 2 – Pages 20 & 
21, we have established that there were 103 employers located on the East Midlands Airport 
site, employing a total of 7,213 people based on 2007/08 data. However, of these people 1,257 
are employed in businesses that have no relationship to the Airport, but rather are located on 
the Airport business park site for its strategic value location. 
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Of the remaining 5,956 people engaged on the site who are directly servicing the Airport, the 
largest proportion is engaged in Logistics based activity, as detailed below in Figure 3. When 
looking at what we would term solely ‘Airport only activities’ such as airlines, flying schools, 
baggage handling, only 1,856 people on site fall within this definition, with 205 engaged in 
Retail activity, 829 engaged in Tourism based activity and 24 people engaged in Public Sector 
activity (immigration). A further 221 people engaged at the Airport do not fall within our 
definition of priority sectors, nor do their occupations align solely to the running of an Airport. 
These include employees within companies such as Enterprise, Europcar, Hertz and Avis car 
rentals, the Airport chaplaincy and two small training organisations. 

Airport 1856 
Logistics 2673 
Retail 205 
Travel and Tourism 829 
Hospitality 148 
Manufacture 0 
Creative 0 
Health and Social 0 
Public 24 
n/a not Airport 1257 
n/a part of Airport 221 
total 7213 

 
Figure 3 – Distribution of priority sector employment 

within East Midlands Airport  

In summary, given the distribution of employment detailed in Figure 3, we do not believe that it 
is possible to forecast future skills needs across the Airport as a whole, as the Airport is clearly 
not an occupational sector, but a micro-economy made up of many sectors. For this reason, 
within the remainder of this report, where we refer to the Airport, we will only refer to ‘Airport 
specific employment’. This will include employment, skills and occupations with the airlines 
(such as BMI, Easy Jet and Ryanair) and the direct support organisations such as LSG Sky Chefs, 
SR Technics & Serviceair. We will not consider Airport occupations aligned to Retail, Hospitality, 
the Public Sector or Travel and Tourism, as these are specific to other elements of this research 
project. Hence, any forecasting or recommendations in later chapters of this report relating to 
these sectors will by definition also apply to aligned occupations within the Airport.  

Creative Industries 
We know that the Creative industries account for only 6.3% of business units within Derbyshire 
and 6.8% of business units in Derby City and that these companies employ some 1.6% and 1.7% 
of priority sector workers respectively.  

Of the 5,763 Creative industries businesses in Derby and Derbyshire, 5,459 (95%) employ less 
than 10 employees. A detailed analysis of employment by company size can be found in 
Appendix 2 – Page 22.  Although only 5% of Creative businesses employ more than 10 people, 
they do account for 47% of all Creative industries employment, with the majority of larger 
businesses based in the City of Derby, Amber Valley, Chesterfield and Bolsover. In total the 
Creative industries employs 21,999 people of which 11,609 are employed in micro-businesses, 
5,451 are employed in companies with between 11 and 49 employees, 2,970 are employed in 
businesses with between 50 and 199 employees and 1,969 are employed in companies with 
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more than 200 employees. However, the latter group is represented by only 6 large companies 
including local newspaper publishing and printing businesses. 

In terms of change in the number of businesses trading since 1997, all districts and the City 
have seen significant growth in Creative industries businesses, albeit the majority remain lifestyle 
or micro-businesses. Derby City has seen a growth in Creative businesses from 109 units in 1997 
to some 235 by 2007 (please note this figure has been weighted using the DMCS 
recommended percentages described in Appendix 1) A detailed analysis of business unit 
growth can be found in Appendix 2 – Page 23.  

Interestingly, although there has been a general increase in Creative industries sector 
employment in all the Derbyshire districts, Derby City has seen a decrease in overall Creative 
industries employment from 1518 people in 1998 to 1265 in 2007. On analysis this can be 
attributed to a number of large software and computer games company closures or 
downsizing. We know from our analysis (see Appendix 2 – Page 24) that the largest decrease in 
Creative sector employment has been within companies employing more than 50 staff, both 
within the County and within the City. 

In summary, we can conclude that both Derby and Derbyshire have a growing Creative 
industries base, but this is dominated by small micro business. The few medium and large 
Creative industries businesses that do exist have been contracting steadily over the last 10-
years by between 20% and 40%.  

Health & Social Care 
We know that the Health & Social Care (HSC) accounts for 11% of business units within 
Derbyshire and 15% of business units in Derby City and that these organisations employ some 
19% and 27% of sector workers respectively.  

Of the 1,965 HSC organisations in Derby and Derbyshire, 1,124 (57%) employ less than 10-
employees. However, these organisations only employ 8% of the priority sector workforce. This is 
predominantly within small doctors, dentists and smaller care facilities. A detailed analysis of 
employment by company size can be found in Appendix 2 – Page 25.  The largest percentage 
of HSC priority sector employment is in organisations with more than 200 staff, with 18,759 
people employed in just 18 establishments including Derbyshire Royal Infirmary, Derby City 
Hospital, Derbyshire Children’s Hospital, Chesterfield Royal Infirmary, Ilkeston Community 
Hospital, and the Devonshire Royal Hospital.   

In terms of change in the number of HSC organisations since 1997, all districts and the City 
have seen sustained growth year-on-year as detailed in Appendix 2 – Page 26. However, 
although the number of organisations has increased, overall employment has remained 
relatively static, with minor to moderate growth within most districts, with the exception of 
Derby City where employment has increased from 16,402 in 1998 to 19,911 by 2007. Inversely, 
the High Peak has seen a decline in HSC employment over the same period from 5,435 in 1998 
to 3,043 in 2007. 

On deeper analysis (as shown in Appendix 2 – Page 27), change in employment numbers (or 
lack of overall change) have been driven by the combination of a decrease in County based 
large employers, off-set by an increase in both County based medium sized employers and 
larger employers within the City.  

In summary, micro business HSC employment has risen by 34% and 54% within the City and 
County respectively since 1998. Medium sized employment (50 – 199 staff) has decreased in 
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Derby City over the same period by 4% yet increased in the County by 94%. Employment in 
larger organisations with more than 200 staff has increased by 50% within the City yet 
decreased by 50% within the County. 

Logistics 
We know that the Logistics sector accounts for 8% of business units within Derbyshire and 3.6% 
of priority business units in Derby City, and that these organisations employ some 5.2% and 1.5% 
or priority sector workers respectively.  

Of the 1,216 Logistics related businesses in Derby and Derbyshire, 1,073 (89%) employ less than 
10-employees. These companies are predominantly small haulage companies, removals 
businesses, light goods vehicle operators and delivery companies. These companies are 
concentrated within the Derbyshire Dales and the High Peak, and to a lesser degree within 
Amber Valley and South Derbyshire. A detailed analysis of the Logistics sector can be found in 
Appendix 2 – Page 28. 

Although there are only 9 Logistics organisations within Derby and Derbyshire employing more 
than 200 people, these companies employ 32% of all Logistics staff. Detailed analysis would 
suggest that many of these staff are employed within the Royal Mail delivery service. 
Interestingly, there is an even spread of employment across micro, small, medium and large 
companies within the Logistics sector, with a total of 10,030 people employed in 2007.  

In terms of business dynamics within the Logistics sector, there have been mixed fortunes in 
different geographic areas. Derbyshire Dales has seen the greatest number of business closures 
with only 213 operational businesses in 2007 compared to 278 in 1998. Bolsover, Derby City, 
Erewash and South East Derbyshire have all seen an increase in Logistics businesses (but only 
by around 5%). With Amber Valley, Chesterfield, High Peak and North East Derbyshire 
experiencing a decline in numbers (also around 5%). 

The net result of this minor business expansion and contraction has been a relatively stable 
Logistics sector employment market for the last 10-years, with the exception of Chesterfield 
which experienced a significant spike at the turn of the millennium but has now returned to 
1997 levels, as detailed in Appendix 2 – Page 29. 

Within Derby, as detailed in Appendix 2 – Page 30, there has been some significant volatility in 
the number of small Logistics businesses within the City of Derby over the last 10-years, with 
significant growth in the late 1990’s followed by a period of contraction, growth, contraction 
and growth almost on a year-to-year basis. As expected the net effect of this has been 
considerable instability in the number of Logistics sector employees within the City.  It should 
also be noted that Derby has seen a significant drop in the number of employees engaged in 
Logistics companies with between 50 and 199 staff. We do not know why! 

In summary, Logistics appears to be one of the more stable employment sectors within Derby 
and Derbyshire, with an even spread of employment between micro, small, medium and large 
companies. Since 1998 employment within the sector across both Derby and Derbyshire has 
only declined by some 6.5%. 

Manufacturing 
Although not the dominant sector in terms of the number of business units, Manufacturing 
remains the dominant priority sector within both Derby and Derbyshire in terms of employment. 
Manufacturing accounts for 21% of priority sector business units within Derbyshire and 16% of 
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priority business units in Derby City. These organisations employ some 34% and 30% of all priority 
sector workers respectively.  

Of the 3,275 Manufacturing related businesses within Derby and Derbyshire, 2,353 (72%) employ 
less than 10 employees, with a further 632 firms employing between 10 and 29 staff, 238 firms 
employing between 50 and 199 staff and 52 firms employing over 200 staff. These larger 
companies include the likes of Rolls Royce, Toyota, Bombardiers, and Federal Mogul.  

A detailed analysis of business units and employment can be found in Appendix 2 – Page 31. 
This shows that although there are only 58 companies employing more than 200, of which 13 
are within the City of Derby, these companies cumulatively account for some 34,759 staff, or 
44% of all 80,134 Manufacturing workers. 23,163 or 29% are employed by companies with 
between 50 and 199 employees, with 14,859 (18%) in small businesses and 7,353 (9%) in micro-
businesses. 

With the exception of Bolsover and Chesterfield which have remained static since 1997, all 
other districts and the City have seen a steady decline in the number of Manufacturing units, 
with the City declining from 670 businesses in 1997 to 554 businesses in 2007. This drop of 
approximately 1.8% of business stock per year is typical across the County.  

Although the Manufacturing business base has only declined at a rate of 1.8% year-on-year, 
Manufacturing employment has declined significantly more, particularly in the City of Derby, 
Amber Valley and Erewash, as detailed in Appendix 2 – Page 32. Within Amber Valley 
employment has dropped by some 38% from 22,162 employees in 1998 to 13,770 employees 
by 2007. This equates to a decline of 4.2% per annum. 

Overall, manufacturing employment within Derby and Derbyshire has declined from 112,094 
staff in 1998 to 80,134 by 2007. This represents a sectoral decline of 28.5% over a nine year 
period or 3.16% per annum. 

More detailed analysis, as seen in Appendix 2 – Page 33 shows that small and micro 
Manufacturing businesses in both Derby and Derbyshire have been the most resilient, with the 
greatest decline coming from medium and large sized enterprises. The net result being that the 
largest percentage of job losses have come within the medium and large business sector. 

In summary, although Manufacturing remains a pivotal sector accounting for a high proportion 
of businesses and a significant proportion of priority sector employment, job figures remain in 
decline. It should also be noted that the statistics used in this research only include data up to 
2007, this being probably the height of the boom and prior to the start of the current economic 
downturn. Hence, it is very unlikely that this picture of business closures and employment will 
look any differently in 2 years or even 5 years time. Albeit, manufacturing employment 
continues to create significant amounts of wealth for the local and regional economy, with 
GVA per employee some 4-times greater in Manufacturing that 20-years ago. Moreover, wage 
rates within the sector are some of the highest in both the County and City and the sector is 
look to win political favour given the recent instability within the service, Retail and financial 
sectors. 

The Public Sector 
Public Sector employment is dominated by medium and large scale employers. In total there 
were 424 Public Sector organisations within Derby and Derbyshire in 2007, as detailed in 
Appendix 2 – Page 34. Of these 217 were classed as micro businesses, including establishments 
such as libraries, tourist information centres, council sub-offices and town halls with permanent 
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administrative or care taking staff. 120 Public Sector organisations employed between 11 and 
49 staff, including some job centres, larger libraries, museums and galleries, schools, leisure 
centres and some theatres. 66 organisations employed between 50 and 199 staff including 
organisations such as job and employment centres, large secondary schools and some 
devolved government administrations. 21 organisations within Derby and Derbyshire employ 
more than 200 staff, including County and district councils and the police and fire services. 

In total some 19,640 people were employed in the Public Sector within Derby and Derbyshire in 
2007, of which 9,834 (50%) were employed within the 21 large organisations already discussed. 
As detailed in Appendix 2 – Page 33, less than 4% of Public Sector employees work within micro 
organisations, which is interesting when compared to 53% of employees within the Creative 
industries sector which has a similar number of employees. 

In terms of the number of Public Sector organisations within Derbyshire over the last 10-years, 
numbers have remained relatively static, which is to be expected. Albeit, there was a sharp 
growth in 2001, followed by a decline in 2002 suggesting an anomaly in the ONS data sets. 
Albeit the sharp growth in the City of Derby from 70 organisations in 2001, to 120 organisations 
in 2002 had only fallen back to a figure of 100 organisations by 2007, suggesting there has been 
a significant growth in the number of Public Sector organisations within the City over the last 10-
years, as detailed in Appendix 2 – Page 35. 

The growth in Derby City Public Sector organisations if further supported by the growth in Public 
Sector employment, which in the City has risen steadily from 3,547 in 1998 to 6,774 by 2007, an 
increase of some 91%. This growth, as detailed in Appendix 2 – Page 35, has come from an 
increase in the number of small and micro sized Public Sector employers. Derbyshire Dales, 
Chesterfield, Amber Valley, Bolsover, Erewash, High Peak and North East Derbyshire all 
experienced Public Sector job growth between 1998 and 2007. However, the greatest job 
gains were seen in the larger Public Sector employers with more than 200 employees such as 
the district and County councils. 

The only district to see a decrease in Public Sector jobs was South Derbyshire, which 
contracted by 35%. In total, across Derby City and Derbyshire, the Public Sector has increased 
by some 67% from 11,769 employees in 1998 to some 19,640 by 2007.  

In summary it can be concluded that the Public Sector has seen a sustained decade of jobs 
and employment growth across Derby had Derbyshire (with the exception of South 
Derbyshire). Within the City, job growth has been driven by an increasing number of small and 
micro organisations. Within the County job growth has come from the larger organisations such 
as councils. 

Retail 
The Retail sector accounts for the largest proportion of business units within any priority sector in 
both Derby City and Derbyshire. Retail accounts for 25% of all priority sector businesses within 
the County and 32% within the City. It should be noted that this figure may have increase with 
the opening of the Westfield Centre in October 2007, as the ABI statistics used in this research 
were for the period ending October 2007. 

Although Retail represents the greatest number of businesses, it does employ less people than 
both the Manufacturing sector and the Health and Care sector. In total, the Retail sector 
supports some 38,081 people, of which 11,657 work within the City of Derby, as detailed in 
Appendix 2 – Page 37. As a priority sector Retail supports approximately 15.6% of all 
employment in both the City and County areas. 
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Unlike every other sector within this report, the number of Retail businesses across Derby and 
Derbyshire has remained almost static for the last 10-years (with the exception of the recent 
Westfield centre, where the aim was to increase the number of overall business units in Derby 
City centre). However, elsewhere within the County the reality is that Retail units have simply 
been displaced from high streets and market town to out of town shopping centres and Retail 
parks. Most High Streets do have some empty shops, which have tended to be locally owned 
businesses within market towns and multiple Retailers within larger towns such as Woolworths, 
Zavvi and Officers Club. Many of these larger companies have in fact been driven out of 
business through the downturn in the credit market and the inability to lever working capital, as 
opposed to a significant slump in sales. 

As it can be seen in Appendix 2 – Page 38, the static nature of the Retail sector has resulted in 
a relatively static employment market, with some jobs growth within the City of Derby during 
the early millennium, dropping back to 1998 figures during 2006 and 2007. This figure may well 
have now increased with the West Field Centre. However, there have clearly been large 
multiple store business closures elsewhere within the City. 

In terms of a changing Retail demographic, there has been some shift towards larger employer 
businesses, as detailed in Appendix 2 – Page 39. The net result has been a growth in 
employment in Derbyshire based Retailers with more than 200 employees (such as Tesco and 
Sainsbury’s superstores) and a small decline in micro and small business Retail employment.  

In summary it is fair to say that based on statistical evidence up to 2007 the Retail sector shows 
a very flat profile in terms of business unit change or employment change. What job reductions 
have taken place in small Retailers have been absorbed by the larger Retailers. Only time will 
tell the effects of the current economic downturn on the Retail sector. However, we will 
address a number of possible scenarios in later chapters. 

Hospitality 
The hospitality sector is diverse, covering cafes, restaurants, pubs, clubs, hotels and food 
outlets. Within Derby and Derbyshire there are some 2,690 hospitality businesses. These 
represent 11.6% of all priority businesses in Derbyshire and 8.3% within the City of Derby. 

As expected 77% or 2,073 hospitality businesses employ less than 10 people, with 564 
employing between 11 and 49, and only 49 businesses employing between 50 and 199 staff. 
There are, however, 4 hospitality businesses located across the County that employ more than 
200 people, as detailed in Appendix 2 – Page 40. 

In 2007 there were 25,853 people employed within the hospitality sector of which 33% were 
employed in micro-business and 47% were employed in small businesses. Only 20% of hospitality 
employment is within medium and large employers such as hotels and conference venues. 

As seen in Appendix B – Page 41, there was a decline in hospitality businesses across Derby and 
Derbyshire following the millennium. However, this decline has since been reversed with both 
business units and employment at a similar level in 2007 to 1998. 

Looking in more depth at the change in business units relative to time and when considering 
organisational size and location, as seen in Appendix 2 – Page 42, it can be seen that the 
micro, small and to some degree medium sized hospitality employers have remained relatively 
static, whereas the larger hospitality employers within both Derby and Derbyshire has varied 
radically over the last decade.  
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NOTE: As a word of caution we would not read too much into this statistics as the large 
company sample frame is based on only 4 businesses. Hence only a small change in the 
business unit count will have a significant impact on the overall business unit growth/decline 
percentages. 

In summary, the hospitality sector is dominated by small companies. The sector has 
experienced a reduction in jobs since the turn of the millennium, mainly within larger 
employers. However, these losses have since been regained in part by the large company 
sector but also by the growth in employment within micro and small businesses.  

Tourism 
Tourism is a difficult sector to define, as many tourist related businesses are classed as being 
either Retail or hospitality businesses. Take for instance the tourist hotspot of Castleton in the 
High Peak. Only the castle and caves would be classed as Tourism related businesses, yet they 
represent only a fraction of the businesses that make a living from Tourism, such as cafes, pubs, 
gift shops, outdoor shops, antique shops and B&B’s. 

Within Derby and Derbyshire there were 1,040 recognised Tourism related business in 2007, of 
which 859 (83%) employed less than 10 people, as detailed in Appendix 2 – Page 43. Only 2 
Tourism related businesses employ more than 200 people, both located in the City of Derby. 

Even though Derbyshire retains the Peak District National Park, which is the most accessible 
National Park in the country within a 1-hour travel distance for 20 million people, the sector only 
employed 9,487 people in 2007. The majority being employed in small and medium sized 
organisations such as Chatsworth House, Gulliver’s Kingdom, the Heights of Abraham, Peak 
Cavern, The Devil’s Arse, Blue John Cavern and larger employers such as Derby County 
Football Club. 

Overall there has been an increase in the number of tourism-related businesses within both 
Derby and Derbyshire since 1998, which has resulted in a sustainable growth in employment 
between 1998 and 2007 of over 27%, as detailed in Appendix 2 – Page 44. 

There have been some radical changes in the profile of tourism-related businesses since 1997, 
with a decline in employment in large Derby City organisations and a significant growth in 
employment in medium sized City and County businesses. This can be seen detailed in 
Appendix 2 – Page 45. We do not have a reason for this. 

In summary, Tourism is one of the smaller sectors within both the City and County, both by 
business count and by employee count. However, the sector is stable and robust and given 
the current economic climate and weak sterling it may continue to grow even within the 
current economic downturn with people choosing to holiday at home rather than overseas. 

Analysis of population demographics 
So far we have looked solely at the distribution of priority businesses within Derby and 
Derbyshire and the make-up of each priority sector. We will now also consider the current and 
future population trends within Derby and Derbyshire as these people will be the future 
workforce of our priority sector employers between now and 2023. 
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According to the Office of National Statistics and Derbyshire County Council, the County and 
City area will see a rise in population from 1,012,709 people in 2009 to some 1,125,423 By 2023, 
as detailed below in Figure 4.  

 

 

Given that the current working age population of Derby and Derbyshire is 61%, we can assume 
that by 2023 there will be 686,508 people of working age, or an additonal 76,108 people.  

However, not all these people will require empolyment, as some will be unable to work through 
ill health and others may be supported through independent means. At present, within Derby 
and Derbyshire, 82% of the working age population are economically active. However, by 
2023 this figure is likely to have increased due to an increase in the female pension age and  a 
gereral increase in older workers who are unable to support themselves on the state pension. 
Moreover, there is considerable governement pressure to increase the level of economic 
activity within the long term unemployed and those on long term disability living allowances. 

Assuming that by 2023 economic activity has increased to 85%, from 82%, which is a distinct 
possibility, within Derby and Derbyshire, there will be a need for an additional 64,691 jobs. To 
put this into context, the entire Manufacturing sector of Derby and Derbyshire, which is the 
largest of all the priority sectors, currently employs some 80,134 people. Hence, there will be a 
significant need to ensure that current and new businesses have the skills not only to sustain 
employment, but to grow and to employ new staff with the correct skills to remain sustainable. 

Another way of looking at the future workforce is to consider the current population 
demographic for a given area, as today’s teenagers may well be the business managers, 
engineers, scientists and entrepreneurs within our priority sector businesses in 2023. 

Taking the City of Derby first, if we consider the current age profile of residents, as detailed in 
Appendix 2, Page 46, we see that there is an obvious spike of baby boomers currently in their 
mid to late 50’s. These people will be moving towards retirement as we move through towards 
our long terms forecasting horizon. Compared to national levels, Derby has less baby boomers, 

Figure 4 – Projected population growth within Derby City 
and the Districts of Derbyshire between 2007 and 2031 
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and less 40 to 50 year olds than the national average. Following the baby boomers, there is a 
drop in the population of Derby residents aged between 45 and 50. In the future this may lead 
to a shortage of more experienced personnel towards the 2023 point in our forecasting 
horizon. Derby mirrors the national picture for 30 to 40 year olds, but interestingly has a higher 
than national average proportion of younger people aged between 10 and 25. These young 
people therefore represent our workforce of the future for the priority sectors. Moreover, Derby 
has a higher than average proportion of these people, suggesting a buoyant future labour 
market. 

Within Derbyshire however there is a very different picture of population density relative to age, 
as detailed in Appendix 2, Page 47. At present the County has a higher than national average 
population across most age groups post 45. Although many of these people may still be at 
work today, many will not be working towards the later end of our forecast period. Moreover, 
below 45, Derbyshire has a significantly low proportion of people when compared to the 
national average, particularly in the 20 to 35 age bracket. This could cause some constrictions 
in the future labour market for more experienced staff. Moreover, the significant aging 
population will also put pressure on the Health and Care sector within the County. A sector 
second only to Manufacturing in terms of current employee numbers. 

In summary, we believe that if population growth statistics are correct and our projections of 
current residential age demographics are also correct, then there may be a number of issues 
within the longer term labour market that will need to be addressed. Most notably, the need to 
create a large number of new high value jobs across the County and City, the need to backfill 
experienced baby boomers retiring from the Derby economy and the need to maximise 
employment opportunities for the high proportion of Derby City’s current teenagers and early 
20’s. Within the County however the issues are very different with a rapidly aging population 
and a lack of current 20 to 35 year olds, who could be tomorrow’s business managers and 
owners. 
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Analysis of current qualification attainment levels 
We know that the population of Derby and Derbyshire will grow, and that the age profile of 
residents and therefore workers will also shift. We also know that some priority sectors are in 
growth, some are in decline and some show little change irrespective of time. What we also 
know is that skilled workers help companies to grow and prosper. Unfortunately there is no easy 
metric to measure skills across Derby and Derbyshire. However, we can look at qualification 
attainment levels to give us some indication of capability within the labour pool in which 
companies have to employ from.  

Appendix 2, Page 48 details the percentages of qualification attainment of Derby and 
Derbyshire residents relative to both the regional and national average.  

Derbyshire as a whole outscores the regional averages for all NVQ levels from 1 through to 4. 
Moreover, the County on average has a lower number of people without qualifications than 
both the regional and national average. On a national level, Derbyshire has a higher 
percentage of residents with NVQ levels 1 and 2, but a slightly lower percentage of NVQ levels 
3 and 4. 

The City of Derby on the other hand scores significantly lower than both the regional and 
national average for all NVQ levels. Moreover, the City has 17.7% of the population with no 
qualifications, compared to a regional average of 13.5%, a national average of 13.1% and an 
average across Derbyshire of 12.3%.  

In summary it could be assumed that employers within Derbyshire have access to better 
qualified staff than those companies within the City. However this could also be a function of 
NVQ delivery and assessment and the training infrastructure within the County compared to 
the City.  
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5. SECTOR SKILLS TODAY – DEMAND & SUPPLY 
 

Before attempting to look at future skills and the drivers for change within businesses, it is 
important to gain an understanding of the current skills needed within the priority sectors and 
where current skills gaps in training delivery potentially occur within Derby and Derbyshire. 

Within Appendix 3, we have looked at each of the individual priority sectors in turn. We have 
used a combination of desk based analysis of prior published research, engagement directly 
with businesses and engagement through focus groups to build up a picture of the skills that 
each sector needs to operate.  

In most cases, the skills needed within a sector actually break down in ‘business specific skills’ 
which are needed across more than one sector and ‘technical skills’ that tend to be specific 
to an individual sector. 

Of the technical skills these are broken down further into ‘revenue generative skills’ and 
‘compliance skills’.  

Revenue generative skills are those skills that actually generate wealth within a company. This 
could be the skills needed to use a specific piece of equipment in Manufacturing, produce 
online video content or software within the Creative industries sector or the ability to operate a 
specific haulage vehicle within the Logistics sector.  

In most cases, technical skills are something that is looked for at the recruitment stage, or they 
are developed in a new member of staff through engagement in structured learning. With the 
exception of people entering a sector, technical skills gaps only tend to occur with investment 
in new technologies or when there is a change in working practices. Such as when a 
Manufacturing company invests in a new processing plant or production methodology, a 
photographer invests in a new digital camera or an airline invests in a new type of long haul 
aircraft. In all of these cases, staff development becomes an intrinsic part of the change 
process, as there is little point investing in new capital equipment or management processes 
without having staff with the capabilities to generate a return on the investment. In most cases, 
potential skills gaps resulting from investment in capital equipment are mitigated by 
technology vendors, who offer training packages. Potential skills gaps resulting from changes in 
working practices are mitigated by private consultancy firms and some short course training 
providers. 

Compliance skills on the other hand are not often seen as revenue generative, but something 
that must be abided by in order for a company to operate. Compliance skills include health 
and safety, manual handling, food hygiene, driver licensing, COSHH, first aid and disability 
awareness. Because compliance skills are often linked to qualifications they are delivered by 
colleges and to a lesser degree universities. This can be attributed to a number of factors 
namely, the visibility of compliance skills (being driven from legislation) enables delivery agents 
significant time to put courses together and get them accredited, and the scale of the market 
place can easily be calculated based on the sector and occupation that the compliance skills 
relate too. Hence, colleges can take an early commercial decision whether it is worth running 
a compliance based course in a local area or not. 
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From our engagement with companies we have also seen that many skills are not specific to a 
sector or for that matter an occupation, but a business activity that is undertaken by a singular 
individual in a larger organisation and as part of day to day multi-tasking in the majority of 
SME’s and Micro businesses. It is therefore important from a gap analysis perspective to 
consider the provision of training at a local HE/FE level, as this represents the route to skill 
development for most companies. 

We are aware that the Raising of the Participation Age and the introduction of Diplomas will 
have a significant impact on Demand and Supply within the next 15 years, both within FE/HE 
and, on the Demand side, within the Employer group.  

The City and County HE/FE Landscape 
 
A supply of programmes/courses for education and skills development within Derbyshire and 
the surrounding area (i.e. within reasonable travel distance for Derbyshire employees) comes 
principally from the following FE/HE establishments: 
 

• Chesterfield College 
• Buxton College 
• Derby College 
• South Derbyshire College 
• Stockport College 
• Castle College (Nottingham) 
• University of Derby 
• Manchester University 
• Sheffield University 
• Sheffield Hallam University 
• Nottingham University 
• Nottingham Trent University 
• Lincoln University 
• Leicester University 
• Loughborough University 

 
Much of the development support provided by these organisations attracts government 
funding, making training for employers and their employees either free or subsidised. 
 
Listings of the programmes provided by these establishments, linked to key sectors, are 
detailed in Appendix 4. 
 
The principal FE/HE client base by volume is young people (16 – 18 for FE, 18 – 24 for HE) who 
are not yet in full time employment. For these, a broad educational and vocational training 
programme is available, usually leading to nationally-recognised qualifications. 
 
These qualification courses are also available to the employed workforce. 
 
Government funding is currently linked to the achievement of qualifications, for example NVQ 
Level 2, via either Core funding, available only to HE/FE, Train to Gain or European Social Fund 
(ESF), the latter available also to selected private training providers. 
 
Private training providers work alongside HE/FE. Traditionally, when involved in skills 
development for the employed workforce, they work on or near to the employer’s premises 
whereas HE/FE deliver the majority of their training and education at their own locations. 
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However, this model is changing as HE and FE increasingly seek to respond to the needs 
employers and their employees for on-site development. 
 
 
 
Catchment Areas 
 
It is unusual to find FE College students who live more than 15 miles from the College, and most 
are within 5 miles. To mitigate the problem of travel, a problem frequently caused by bus routes 
and changes of bus rather than distance, many Colleges provide bespoke transport to main 
sites. However, this is not (as far as we are aware) offered as a solution for the employed 
workforce. 
 
HE catchment areas are much more extensive for full-time students, but as they are fewer in 
number than FE Colleges, the distance from employer locations is often greater. 
 
The Next 15 years 
 
It is envisaged that FE Colleges will continue to be the principal source of vocational training 
for the 16 – 18 age group, especially when education to 18 becomes mandatory. 
FE Colleges also see themselves as major suppliers of training to employers and the 19+ age 
group who are in employment, delivering funded training that leads to qualifications. 
 
We are not aware of any planned change to the HE/FE landscape in the County in the next 15 
years. 
 
Demand and Supply 
 
By comparing the supply of programmes with the skills needs (demand) identified via the 
sector-specific research, a gap analysis has been done, with the following outcomes: 
 
Creative 
 
There is local provision for some of the business skills needs, particularly account management, 
understanding budgets and selling skills. 
 
However, the majority of the skills identified are not provided by FE/HE as they are very 
business-specific and not related to specific qualifications. For example, self learning ability, 
knowledge of procedures, print process knowledge and buying in knowledge are all very 
company-specific skills that are likely to be acquired via experience in that specific company 
or by in-house training.  
 
The skills gaps identified in customer service, team working, time management are available 
but as part of more time-consuming, full-length qualifications rather than stand-alone bite-size 
one day courses. This suggests that whilst these skills are available they may not be accessible 
to the employee because of the format in which they are delivered. 
 
Retail 
 
The key skills needs identified in the Retail sector include customer service, communication, I.T., 
retail management and strategic management.  
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All of these skills needs are met in some form by local FE/HE providers, however, not always in 
short, stand alone courses that are accessible to the employee. Employers want to up-skill 
people quickly and not necessarily via the completion of a qualification.  
 
The skills needed all tend to form part of specific qualifications rather than being available as a 
single unit of training. This suggests that whilst these skills are available they are not accessible 
to the employee because of the format in which they are delivered. 
 
Hospitality and Leisure 
 
The skills needed within this sector are extremely diverse.  
 
The skills required due to legislation such as food safety and health and safety are supplied 
across several FE establishments. They provide these courses regularly as, presumably, there is a 
constant and regular demand for them because companies have to meet legislative 
requirements.  
 
The skills supply gaps are therefore principally connected with people-facing skills. There is a 
constant need to train new staff in these due to high labour turnover. The people-facing skills 
identified include customer service, communication and team working.  
 
Training in these is available but as part of full-length qualifications rather than stand-alone 
bite-size one day courses. Such courses can be delivered commercially by private training 
providers, but employers tend to see this as an expensive option. Now that funding is no longer 
viable for unitised courses, they are reluctant to engage in this type of learning.  
 
Tourism 
 
The key skills required currently in Tourism include customer service, marketing, management, 
managing cash flow and communication skills – including handling complaints and literacy 
skills.  
 
Training in these areas is available but as part of full-length qualifications rather than stand-
alone bite-size one day courses.  
 
I.T. courses at a basic level are available as short courses locally. More complex marketing and 
web based courses are available as part time or evening courses.  
 
Many of the other skills needs identified are more business-specific. For example, creativity and 
flexibility may only be relevant to certain organisations. Such skills may also be gained through 
internal company development and experience rather than specific courses.  
 
Training in specific legislation and licensing requirements is not provided locally but through 
national organisations. This is unlikely to change significantly. 
 
Health and Social Care 
 
The main specific qualifications identified as needed in this sector are available at several 
FE/HE establishments in the area. For example there are several NVQs available in Health and 
Social Care and many offer first aid training.  
 
The higher level qualifications required by doctors and nurses are part of national training 
programmes. 
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The remaining skills highlighted: communication skills, manual handling, managing change, 
budget management, management and leadership, and accounts are all available locally 
through FE/HE establishments.  
Yet again, however, they mainly form part of longer term full-length qualifications rather than 
stand-alone bite-size one day courses.  
 
Upskilling employees in current legislations are currently achieved in-house or by using a 
national organisation. No FE/HE establishments currently provide this. 
 
East Midlands Airport 
 
We are only looking at airline activities and the higher level skills needed to run the Airport. (For 
Retail, Hospitality, Tourism and Logistics skills gaps, please refer to their relevant sections). 
The skills gaps identified for East Midlands Airport are fairly unique in that they are very industry-
specific and so not necessarily catered for by local HE/FE establishments. For example, the Air 
Traffic Controllers are employed by National Air Traffic Services (NATS) and their training and 
development is supported exclusively by NATS Bournemouth. Any skills gaps identified are 
therefore met via NAS.  
 
Our research suggests that at present there are no real skills gaps of deficiencies with pilot 
training and development. Training needs occur when new aircraft are brought to market such 
as the Airbus A380, Boeing Dreamliner or Bombardier C-series. However, airlines have 
considerable visibility of these aircraft coming into service and up-skill staff accordingly with the 
aircraft makers. What’s more concerning is the decline in the number of people training to 
become commercial airline pilots. 
 
Pilot training is now available via a university degree, but this is not available within the 
Derbyshire region. Programs are also run by commercial enterprises such as Cabair Ltd.  
 
Nevertheless, there is a worry that demand will outstrip supply and that because of the time 
and experience element of gaining a commercial license, carriers may be constrained.  
 
This is something that, at present, Derbyshire training providers are unable to assist with. Our 
research and consultation with 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 for jobs and the 
attitude of younger workers. It was commented that it take a special type of person and level 
of commitment to work as cabin crew. 
 
Logistics 
 
The research suggests that few operators acknowledge any major problems with lack of skills in 
their current managers and supervisors. The minimal skills gaps that were identified included 
appraisal skills, people skills and some IT skills. These are all available locally through FE/HE 
establishments. Yet again, however, they mainly form part of longer term full-length 
qualifications rather than stand-alone bite-size one day courses.  
 
Upskilling employees in current legislation is currently achieved in-house or by using a national 
organisation as no FE/HE establishments currently provide this. 
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Skills gaps identified for drivers and operators were very organisation-specific. For example, 
requirements for drivers to have knowledge of the goods they are delivering are certainly 
something that could only be delivered in-house.  
 
Technical vehicle knowledge and defensive driving techniques are again not a universal skills 
gap and therefore tend to be available via national training providers rather than local FE/HE 
establishments. Disability awareness, health and safety and first aid training are all provided by 
local HE/FE establishments. 
 
Manufacturing 
 
The technical skills gaps identified through the research are not specifically available as 
standalone courses within the area. The skills required are fairly specialist in nature (for example 
Formulation Chemistry and Advanced Materials) and are only available at a limited number of 
institutions which are not within reasonable travelling distance for Derbyshire employees. There 
have been calls for a specialist composites training centre within a large Derbyshire based 
business capable of servicing the regions composites companies. However, there is some 
confusion over how such a centre could be funded by the Public Sector, yet maintain De 
Minimis state-aid requirements. 
 
Aspects of these specialist skills are available at more local establishments but as modules that 
form part of a much larger qualification. Alternatively these courses (such as Systems Design) 
are available nationally as 3+ day courses, mainly in London.  
It is therefore apparent that where these skills are available, much travel is involved or a much 
longer (and potentially largely inappropriate) qualification must be undertaken in order to 
access the one required module. 
 
In terms of organisational skills gaps, those identified by manufacturing organisations are very 
company-specific. For example, project implementation, innovation management, 
aftermarket support and project engineering are not universal skills requirements that all 
companies will need. The demand is therefore not constant and so providers cannot 
necessarily sustain such courses year on year. None of the skills needs identified are offered 
locally. They do, as before, form modules as part of 3 and 4 year degrees, but nothing that can 
be done on a short term or even year-long basis. As before – courses are offered nationally, 
typically over 3+ days, across the country. 
 
Some of the business skills needs are met by local provision. Office IT skills, web marketing, sales 
skills, marketing skills, continuous improvement and coaching skills are all offered by FE as short 
courses. The remaining skills are available as part of longer qualifications (for example L3 VRQ 
Award in First Line Management) in which the required skills may be delivered in a day or in 
one module – but the whole qualification has to be done to attract funding. Therefore whilst 
training in the skills needed is available, it is not always in an accessible or relevant format for 
people who want a short course to up-skill them. 
 
Public Sector 
 
The key skills gaps identified in the Public Sector are largely delivered as Higher or Further 
education degrees within the area. For example, architecture, civil/structural engineering, ICT 
and law degrees are all delivered across the City and County. 
 
The identification of these as skills needs may need addressing by the Public Sector in terms of 
attracting people to the sector. The reason there are skills gaps here may be because 
graduates are not attracted to a Public Sector role.  
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Skills such as in areas such as procurement, project management and valuation are not 
specifically available as standalone qualifications or courses in the area. They do form modules 
as part of other courses but do not exist in a readily accessible format at HE/FE establishments 
in the area.  
 
The final area of skills gaps in the Public Sector is within social services. Again, this is a much 
broader issue than can be addressed fully here. There are courses available in Health and 
Social Care within the area and also for management. However, it is questionable as to what 
further development/training is available for people who already have the basic qualifications.  
 
For the “softer” skills gaps (which include communication, customer service and leadership), as 
with other sectors, training in these areas is available but as part of longer-term, full-length 
qualifications rather than stand-alone bite-size one day courses. This suggests that whilst these 
skills are available, they may not be accessible to the employee because of the format in 
which they are delivered. 
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6. DRIVERS OF FUTURE CHANGE 
 

Within this section of the research we will start to look at the drivers that are likely to change the 
activities of companies in the future, and how different drivers such as the economy, 
environment, ICT or society will impact on different sector. We believe that this is vital, as out 
methodology is based on the premise that changes on a macro level affect what business do 
to generate wealth, these changes in some cases will necessitate a change in occupational 
activity, which will necessitate a change in skills.  

Within Appendix 5 we have detailed seven drivers that we believe will have the greatest 
impact on companies in the future. These drivers include economic change and 
globalisations, environmental pressures and legislation, political intervention, emergent and 
disruptive technologies, Information Communications Technology (ICT), societal change, and 
changes in local, regional and national infrastructure. 

As it can be found in Appendix 5, each of these drivers affects each of the priority sectors in 
different ways. Figure 5 below provides a high-level (macro-level) assessment of the impact 
that each of the drivers is likely to have over the next 10-years on each of the sectors. 

Economy Environment Political Technology ICT Societal Infrastructure 
Retail High Med Low Low High High Low 
Tourism High High Med Low Med High Low 
Hospitality & leisure High Med Med Low Med High Low 
Health & social care High Med High Med Med High Med 
Public Sector High Med High Low Med High Low 
Manufacturing High Med Low High High Low Low 
Logistics High High Med Low Med Low Med 
Airport Medium Med Low Med Med High Low 
Creative industries Medium Low Low Med High Low Low 

 

It should be noted that although we believe that some drivers such as the economy and 
society will impact on multiple priority sectors; this does not necessarily mean that the impact 
will affect the skills within those sectors, as this will only change if there is a fundamental shift in 
business activity and occupation. The main exception is the impact of technology on the 
Manufacturing sector, where new technology and new materials will undoubtedly drive a 
need for technical skills development. 

Figure 5 – Macro‐level impact of drivers on priority sector change 



  P a g e  | 34 

 

7. FUTURE SKILLS ROADMAPS 
 

Using the data gathered in Appendix 5 we have been able to undertake some forecasting of 
where we believe the future drivers for change are likely to impact on the skills needs within 
companies. We have highlighted our thoughts below based on the short term (2010), midterm 
(2014) and long term (2023), where possible and appropriate. 

Future skills needs at the Airport 
For changes in the skills needed within Retail, Travel and Tourism, Leisure and Logistics related 
employment at the Airport, please refer to the appropriate priority sector. The following 
scenarios only relate to direct Airport related employment and skills. 
 
2010: 

• Current economic pressure may decrease the number of Airport users over the next 2 
years, which could result in job losses. This may require retained staff to undertake 
alternative roles and to increase the level of multi-skilling. 

• The number of business travellers could increase as a function of the economy, with 
companies pushing staff to use budget airlines rather than flag carriers. This may 
stimulate differential class seating or service, which will require additional levels of 
organization and work by cabin crew. New operational processes may be needed, 
albeit these will probably be based on existing skills. 

2014: 
• If the Airport is expanded then the number of jobs will increase. Although many of these 

jobs will replicate the existing skills base, growth in some sectors may necessitate the 
creation of new supervisory roles, training roles and management positions.  

• It the Airport runway is extended to take long-haul and larger jets this will effect a 
number of functions. Namely it will affect air traffic control as their knowledge of these 
aircraft will need to be increased. It may also affect functions such as on board 
cleaning and catering who will need to be familiarized. This also applies to cabin crew, 
who will need to understand new operating procedures for entertainment systems, 
onboard communications systems and safety procedures. 

2023: 
• Over the next 15-years we will see a number of significant new airlines enter mainstream 

service. Although aircraft such as the A380 are unable to touch down at East Midlands 
Airport due to size, weight and runway length restrictions, it is likely that both the Boeing 
787 Dreamliner and Bombardier C-series will operate from the Airport. Hence both pilots 
and cabin crew will face retraining on the new aircraft in addition to ground handling 
and refuelling staff. 
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Future skills needs in the Creative sector 
 
2010: 

• Creative industries companies will need to develop new marketing skills and business 
sales techniques to compete during the economic downturn. This will be particularly 
valid for Public Sector work, which is likely to become more competitive in light of 
curtailed government spending. 

• Companies will need to find new ways of servicing their clients with leaner more cost 
effective print solutions. 

• Companies will need to develop business analysis skills allowing them to focus on 
maximizing profitability rather than turnover. 

• Creative industries companies engaged in marketing need to find new ways of selling 
digital solutions to clients as opposed to printed solutions, as these can be far more cost 
effective in an economic downturn. 

• Creative industries companies engaged in architecture and interior design need to 
ensure compliance with the latest in environmental building regulations. 

• Creative businesses need to engage in networking with the new Derby Retail sector to 
maximize opportunities for advertising, point of sale and promotion. 

• Creative industries and software companies need to keep abreast of web2 
technologies, but accept that the web2 bubble will burst. 

• Society will drive for new media to be delivered via mobile devices and through the 
internet, this will require specific technical skills that may be best bought in rather than 
developed. In this case CI companies will need to develop better networking and 
contract / consultant management skills, such as brief writing, time planning and risk 
mitigation. 

• Society is likely to push for greener marketing materials beyond just recycled paper. This 
may include organic inks, zero polymeric lamination or fully biodegradable packaging. 
This will require increased knowledge of such materials and the Manufacturing 
processes needed to turn them from raw materials into marketing products. 

• Creative industries companies will need to know how to calculate the carbon footprint 
of the products that they design and produce and environmental impact assessments, 
DDA compliance and assessing new working practices and business models.  

2014: 
• Companies will still need to focus on maintaining profitability over turnover, as it is 

unlikely that the economy will have returned to pre-2008 buoyancy. 
• Legislation and taxation may drive down the amount of printed material allowed. This 

will result in a surge in digital work opportunity which must be serviced with the 
appropriate technical skills, coupled with business acumen. 

• The demand and legislation for zero carbon housing will require new knowledge and 
skill within both architects and interior designers. 

• Graphic designers will need to compete with more competent home-based designers. 
This will require the development of value added services and niche working practices. 

• Photographer will have to compete against home users who will compensate for a lack 
in ability with an increase in technology capability. This will require the development of 
value added services and new sales techniques. 

• Increased internet bandwidth will enable Creative workers to easily work from home. 
This will necessitate the development in new digital communication skills within small 
teams and small offices. 

2023: 
• There may be a constraint on the volume of digital data that can be stored with a push 

toward file size minimization. This will require new technological approached and 
increased knowledge in ICT architecture. 
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Future skills needs in Health and Social Care 
2014: 

• Over the next 5 years, employers and other stakeholders believe that future skills 
requirements are likely to be driven by a growth in demand for vocational 
qualifications, specifically in those qualifications that will provide the Health Sector 
workforce with the capacity to fulfil new roles and competency requirements.   

• The traditional roles of nurses and health care assistants are also expected to change in 
response to the pressures for improved health service delivery.  These pressures are likely 
to increase the demand for generic and basic skills as well as specialist skills. Source: 
Skills for Health 2006 

• Legislation around the Environment, Health and Safety and Child Protection will result in 
training/retraining needs, and increased costs. Data management and data analysis 
will become an important function in a Social Care organisation. 

• Funding will be more difficult to acquire – skills in identifying sources of funding and 
writing bid documents will be increasingly important. 

 
2020: 
 

• The population of England is forecast to rise at approximately 0.5% per year over the 
next 15 years (Government Actuary’s Department, October 2007), with the proportion 
of over 75s changing from 7.8% in 2008 to 10.1% in 2023 (Government Actuary’s 
Department, October 2007). Analysis carried out indicates that the combined impact 
of the population growth and the ageing population is equivalent to an annual growth 
of 0.9%. This demographic change, coupled with the choices that individuals make 
regarding exercise, diet and lifestyle, will present new challenges to healthcare which 
will need to be met by innovative workforce developments alongside any workforce 
growth. (WRT Assessment of Workforce Priorities Summer 2008 www.wrt.nhs.uk) 

• Managers and senior officials as well as professional occupations (including doctors) 
are forecast to grow faster by 2014 than associate professional and technical 
occupations, and the personal services occupations.   

• Total requirement is in excess of 60% of current employment levels for managers and 
senior officials, plus professional occupations.  These occupational groups are forecast 
to grow strongly over the next decade in both levels and shares of total employment in 
the sector. 

• To replace staff leaving the sector due to retirement and other reasons, recruitment will 
be approximately 45% of current staffing levels for associate professional and technical 
staff, and 66% for managers and senior managers. 

• More functions currently provided by the Public Sector will be outsourced in an effort to 
reduce per capita costs of Care. 

• The same people skills will be needed, there will be more emphasis on budgetary skills, 
and clients will have different (higher) personal expectations of the Care system. More 
people will be involved in order to cater for the increased over 80 population. More 
ethnic minority groups will be represented in the Care system. 

• A significant occupational shift is expected over the next 10-15 years to achieve a 
more flexible workforce.  For example more tasks will be delegated from doctors to 
nurses, then nurses to health care assistants. 

• Continuing changes in the overall career structure will be needed to accommodate 
newly created job roles and to facilitate career development 

• The introduction of two new levels: associate health professionals. 
• Decline in demand for nurses and degree level trained non-medical staff.  
• Increased demand for associate health care professionals. 
• More public health specialists will be needed to deliver the public health agenda. 
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Future skills needs in Logistics 
 
2010: 

• All drivers will need to be engaged in the new European skills directive, which will 
involve up to 5 days per year of structured learning 

• Drivers of smaller vehicles such as delivery vans will need to develop cross selling skills in 
order to increase the value add of the service that they provide, as it is likely in the 
economic downturn that supply of logistics services will exceed demand 

 
2014: 

• Shifts in global outsourcing to a model of in sourcing and improvements in just-in-time 
supply may lead to an increase in smaller vehicles such as vans being used for multiple 
short distance deliveries, rather than lorries for longer distances. This will necessitate 
both a need to up-skill more van drivers but also to increase the logistics capabilities of 
smaller vehicle haulage companies. 

• Drivers will need to have higher level ICT skills in order to maximise the use of digital 
tracking systems 

• Logistic managers will need increasing language skills in order to maximise networking 
opportunities 

• Logistics managers will need to become more competent users of complex integrated 
ICT solutions 

 
2023: 

• Possibly harmonisation of European traffic laws will require drivers to undertake both re-
training and even possibly a European driving test 

• Technologies such as FabLabs and Fab at Home may see more and more products 
being manufactured in the home. This could see the resurgence of the home factory. 
Logistics companies will need to respond by offering value added services to home 
fabbers 

• If waterways are re-opened as an alternative to roads, there will be a need for skilled 
commercial barge and boat operators  
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Future skills needs in Manufacturing 
 
2010: 

• There is likely to be an increased need to develop staffs capability in multitasking. As 
the economy shrinks and job losses increase, so certain key elements of business 
capability will be lost. This will need to be rapidly back filled by retained workers. 

• Smaller and smaller companies will implement forms of lean manufacturing as a way of 
controlling costs and reducing waste streams. Many of these companies will use 
business support services or local / micro consultancy firms, but will need Upskilling. 

• Companies will embrace the green agenda through standards such as PAS2050. 
However, they will do this on efficiency and cost saving grounds rather than purely from 
a corporate social responsibility perspective.  

2014: 
• As the economy strengthen and order books increase, companies will start to recruit 

new labour into the existing workforce, this will require rapid Upskilling of staff in order for 
high value added workers to become revenue generative within a rapid period of 
time. 

• Legislation will drive companies towards mandatory carbon foot printing of products 
and components. At present the skills to undertake carbon foot printing do not reside 
within companies, or within the FE/FE supply side. 

• Future recycling directives will mean that companies have to design products for end-
of-life disposal. Design engineers will need to understand waste streams, recycling 
methodologies and how to produce full life cycle cost analysis of products at the pre-
production design stage. 

• Legislation will drive companies to reduce their BREW waste streams such as water 
usage, land fill, energy consumption ECT. This will require companies to have 
nominated and trained sustainability champions, within functions such as quality, 
maintenance and production. 

• Companies will need to have higher level lean skills to identify ‘hidden’ waste streams 
to compensate for increasing fuel and energy costs. 

• Buyers will need new skills to assess costs based on both monetary value and carbon 
footprint. 

• Design engineers will need to gain a better understanding of supply chain integration 
and the use and subsequent minimisation of packaging within the logistics chain. 

• Design engineers will need to design for re-manufacture and understand the design 
implications of products with longer effective life cycles. 

• The advent of new energy sources such as hydrogen will require new skill sets such as 
hydrogen manual handling and hydrogen design. 

2023: 
• Business managers will need to understand how carbon trading works and how to 

accurately produce carbon foot print analysis of parts, as it is conceivable that carbon 
offset will be introduced for products.  

• Design engineers will need to know how to design for new materials and processes 
such as Rapid Manufacturing, plastic electronics and smart digital materials. 

• Increasing energy costs and energy poverty are likely to necessitate the need for new 
low energy production processes and design for low energy manufacture. 

• Companies will need to design out scare resource materials such as lithium and 
aluminium and replace these with more sustainable materials. This may change both 
the design process and the manufacturing functions of a business. 

• The resurgence of nuclear will necessitate the need for a range of skills including 
nuclear design, safe handling, logistics and supply, and recycling and end of life.  
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Future skills needs in the Public Sector 
 
2010: 

• Pressure on the Public Sector purse will lead to an increasing focus on maximizing 
external funding. It will also lead to an even greater emphasis on value for money 
(VFM) and evaluation of the real benefits of expenditure. Non-core activities and those 
not directly linked to legislative demands will come under intense scrutiny. There will be 
an inevitable increase in the use of IT. 

• Core skill requirements will therefore include evaluation, entrepreneurship and 
information technology. 

 
2014: 

• An increase in the outsourcing of technical work and ‘back office’ functions is likely 
with a consequent requirement for contract and project management, financial 
control, negotiation skills and risk management. Partnership working will be much more 
evident and this will involve local authorities, the voluntary sector and the private 
sector. To manage this area most of the skills mentioned above will be required and 
also those of change management, leadership and communication. 

• The needs of the electorate will be undiminished and will be exacerbated by the 
ageing population. This will require customer service skills of the highest quality. 

 
2023: 

• There will be a shift to an older workforce – more than 22% will be working into their 60’s. 
• Partnership working will be the norm and a combination of commercial acumen and 

customer service skills will be of paramount importance.  
• The IT context will be all embracing with virtually all transactions available on line. 

Nevertheless, a focus on equality issues will require significant resources channelled to 
the less fortunate/able sections of the community. 

• There will be a significant regional context which will probably set and monitor policy 
with LA’s undertaking delivery. Local area agreements will be widespread. There will be 
a need for all LA employees to understand and appreciate the wider corporate view 
so that ‘joined up’ policies can be effectively implemented. 

• Serving the community will mean that development within communities will involve 
accessing grants/financial income from various sources. 

• Contract management, negotiation, financial management and indeed the full gamut 
of the commercial world will be necessary. By comparison, many of the technical skills 
which are currently important will be of lesser use as many aspects will be outsourced. 
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Future skills needs in Retail 
 
2010: 
• The ‘laissez faire’ attitude to high labour turnover likely to be unsustainable because 

demographic trend and increased competition for labour. 
• Flexible employment will reach its limit, creating issues for part-time workers. (Skillsmart 2007, 

p21 Sector Skills Agreement) 
• The depth and breadth of manager skills will increase. (ibid) 
• Tourist area Retailers will need to develop strategies to deal with the major shifts in business 

as the seasons change. (Retail Locations and Skills Development, Skillsmart 2008 p21) 
 

2014: 
• The Retail sector in England will contribute another 218,000 new jobs. This is 9.1% of current 

employment (ABI 2006, p 4 Regional Background Brief). Extrapolated to East Midlands, this 
(currently 191,457 jobs, ibid) equates to an increase of 17,423 jobs. Extrapolated to 
Derbyshire, this equates to around 3,500 – 4,000 jobs. 

• During the same period, the sector will need to fill 975,000 positions nationally (Skillsmart 
2007, p24 Sector Skills Agreement) because of people leaving the Sector. Using the same 
percentage (40.7%), this equates to 77,923 jobs in the East Midlands. 

• Competition for employment from other sectors will increase. 
• Online Retail will increase from 7.6% of all sales to 30% by 2010. (ONS, 2005, Retail Locations 

and Skills Development, Skillsmart 2008 p8) 
• As online Retailing increases, there will be a need to continuously update technical skills 

sets, and a demand for IT programmers, database administrators, infrastructure architects, 
PC and phone network specialists – but these have traditionally been outsourced by 
Retailers. 

• In rural areas, there will be a smaller pool of labour from which to recruit. However, in these 
locations are a greater proportion of older workers, which could benefit Retailers. (ibid) 

• Online Retailers will need to address ICT, distribution and delivery issues. Smaller Retailers 
who cannot compete with larger competitors, offering cheaper prices to a mass online 
market, will need to find niches and new products that chains do not sell.  

• Online Retailers will need IT skills – design of web portal, graphic design, use of 
programming languages (java, web logic, web spheres), customer transactions, electronic 
billing, on-line customer service, Logistics and distribution, online stock management, JIT 
delivery, central purchasing. (ibid, p71) 

• A move to less flexible working may reduce the potential pool of labour for Retail, and the 
number of people employed in Retail. This may be neutralised by the projected increase in 
the number of jobs (this forecast was pre-recession). 

• Continued high rates of labour turnover will mean that skills training continues to be 
required for new entrants. 

• Competition for employment from other sectors will have an impact on wages, prices, 
margins and the need to provide skills development and job progression to keep people in 
the sector. 

• The shift to an older workforce will provide opportunities for retraining those with skills in 
other sectors in the basic skills of Retail (sales, customer service, stock management). 

• Good financial skills will be in need, especially in the independent sector. 
• Better marketing skills will enable Retailers to position their product range more accurately 

in their market. 
• Environmental training will be needed to enable Retail staff to comply with legislation. 
• Better financial control and purchasing skills will be needed. 
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• Either the ability to manage on line Retail systems (from internet marketing, through online 
payments, to online customer support) will be needed, or the understanding and skill to 
identify and manage ICT specialists who will provide these systems. 

• The development of Retail management, sales and customer service skills amongst an 
older workforce, many of whom will have been trained in skills in other sectors, will be 
increasingly important. 

• Continued development in customer service skills will be key differentiator. 
 

2023: 
• There will be a shift to an older workforce. By 2020, more than 22% of people will be working 

into their 60’s, more than double the current number. (City and Guilds 2005, p24 SSA) 
• Retail will continue to be a major influence on regeneration of towns and cities. (SSA p25) 
• In longer term (10 years +), Retail staff may need technical equipment skills, e.g. use of laser 

scanners. 
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Future skills needs in Hospitality & Leisure 
 
2010: 
• ‘Laissez faire’ attitude to high labour turnover likely to be unsustainable because of 

demographic trend and increased competition for labour. 
• Depth and breadth of manager skills will increase.  
• Tourist area leisure and hospitality businesses will need to develop strategies to deal with 

the major shifts in business as the seasons change. (Retail Locations and Skills Development, 
Skillsmart 2008 p21) 

• In rural areas, there is a smaller pool of labour from which to recruit. However, in these 
locations are a greater proportion of older workers, which could benefit Retailers. (ibid) 

• As people increasingly book leisure activities online, leisure and hospitality businesses will 
need to develop IT skills – design of web portal, graphic design, use of programming 
languages (java, web logic, web spheres), customer transactions, electronic billing, on-line 
customer service, Logistics etc (ibid, p71). This also has security implications for internet 
bookings – fingerprinting and other forms of identity needed before tickets purchased 
online. (Keynote 2005) 

• Migrant workers will continue to fill many of the job roles available within the sector. 
Employees will therefore need to increasingly adapt training and development 
opportunities to the people they employ. 

• Management, organisational and customer service skills. The focus is often on technical 
skills and so employability skills are often neglected. 

 
2014: 
• As online booking increases, there will be a need to continuously update technical skill sets, 

and a demand for IT programmers, database administrators, infrastructure architects, PC 
and phone network specialists – but these have traditionally been outsourced. This also has 
security implications for internet bookings – fingerprinting and other forms of identity 
needed before tickets purchased online.  

• Migrant workers will continue to fill many of the job roles available within the sector. 
Employees will therefore need to increasingly adapt training and development 
opportunities to the people they employ. 

• The demands of customers for higher levels of service have driven customer care skills 
needs. (In the last 15 years, customers have experienced Hospitality in other countries 
(Disney is referred to as a benchmark) which has raised expectations).  

• Graduates need to have more “employability” skills (communication, customer care, 
‘working -together’ skills). The focus is often on technical skills and so employability skills are 
often neglected. 

 
2023: 
• There will be a shift to an older workforce. By 2020, more than 22% of people will be working 

into their 60’s, more than double the current number. (C&G 2005, p24 SSA) 
• Graduates will continue to need to have more “employability” skills (communication, 

customer care, ‘working -together’ skills). Such skills will need to be embedded within 
university programmes or businesses will need skills development packages in place to up 
skill them. 
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Future skills needs in Tourism 
 
 
2010: 

• Need to be flexible and adapt to ever changing market conditions. 
• Uncertainty as to what will happen to the £. 
• Financial/ pricing skills will be more important as there will be more pressure on the price 

structure from customers (hence the ability to maintain a balance between people’s 
expectations/demands and financial viability). 

• ICT skills and being able to provide Internet access including Wi-Fi, take payments and 
bookings online. 

• New developments such as new hotels in Derby may lead to increased competition 
hence need to be able to stay competitive. 

• People are increasingly taking more frequent breaks throughout the year, some of 
them are in the UK, and so people are looking out for interesting activities for the whole 
year round.  

 
2014: 

• Potentially less Government funding for Tourism. 
• Increasing pressure to be “green”. 
• Increasing fuel costs and hence an increase in winter holiday prices. 
• Changes in demographics such as a growing proportion of older people will mean that 

the Disability Discrimination Act compliance will become more important, which may 
lead to further costs for tourist organisations and holiday accommodation providers 

• Growing use of technology hence importance of ICT skills: “Future considerations for 
TIC’s include how well they respond to the challenge of the Olympics, the growth of the 
ICT and any funding changes”. (Employer skills needs in the travel and Tourism industry. 
(People1st) p.52) 

• Need to introduce or increase presence on social / networking web-sites to reach out 
to younger customers. 

• Increasing demand for the more in-depth local knowledge from customers, therefore 
tour guides with more specialised knowledge will be needed. 

• Customer service skills will be become even more important as people are becoming 
more demanding and are looking out for niche / specialised products.  

• Marketing skills, including how to use web marketing. 
• Health and Safety awareness of the employees will become more important. 
• Data Protection awareness and Internet/ computer security knowledge and skills will be 

in greater demand as people pay and book through the Internet. 
• Effective communication skills and ability of young staff to communicate with the 

elderly (Employer skills needs in the travel and Tourism industry. (People1st) p.26) 
 

2023: 
• Unfortunately, the Buxton to Matlock rail line is unlikely to be built due to high cost, so 

Tourism is likely to be around the same overall size. 
• The Economy:  we have to pay more tax (because of the recession’s costs), or if energy 

prices increase, there likely to be more visitors to Derbyshire, therefore more jobs, 
therefore more training in the key skills of customer care, sales and marketing. (A. Pugh) 

• Lifestyle: the demand for high-quality accommodation will increase; therefore 
Derbyshire should remain attractive to the visitor. Expectations of the tourist experience 
will raise, thus more and better customer-facing skills needed. 

• Environmental:  seen as a benefit (more people choosing UK locations) and a problem 
(increased energy costs will increase costs and pressure on jobs). 
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• Demographics raise issues of an ageing workforce, an ageing customer base (with 
associated needs from the infrastructure) and fewer schools visits. 

• More demand for first aid skills as numbers of elderly tourists grow.  
• Flexibility, adaptability and creativity skills as well as good communication skills will stay 

vital to the success of tourist businesses. 
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8. CONCLUSIONS AND RECOMMENDATIONS 
 

Methodology 
It would be more effective to complete the demographic analysis first, to enable prioritization 
of the research - key sectors could then be studied in proportion to their impact on the local 
area. 
 
There could be criteria set for the selection of sectors/areas – e.g. employ high % of the 
workforce, potential for growth, potential for decline. 
 
The decision to remove the telephone survey from the project plan skills was effective – focus 
groups and interviews with clearly targeted individuals provided a rich source of informed 
views. 
 
Published skills research is very much focussed on the current time, the next 12 months and 
reviews of what happened in last 5 years. There is very little that looks beyond 12 months 
ahead. 
 
A 15 year horizon seems much closer when compared to what the sectors were like 15 years 
ago – with the benefit of hindsight, 15 years do not always produce very significant changes. 
The methodology worked well and is replicable across other regions, sectors and timescales. 
 
Demography 
There are significant differences in the demographics of the City and County, both when 
compared against each other and against national average profiles. 
 
It is predicted that there will be 112,714 more people living in the City and County by 2023. Of 
these, there will be 76,108 of working age and, assuming economic activity increases from 82% 
to 85% in line with current trends, an additional 64,691 new jobs will be needed. None of the 
key sectors have historic growth profiles that would support that number of additional jobs, 
even combined. 
 
There is a clear disparity in the age profiles of the City and County. The County has a 
disproportionate number of older workers and existing retirees when compared to both 
national statistics and to the City. The County also has a disproportionately lower percentage 
of 20 - 40 year-olds. The City has a high proportion of 15 – 25 year-olds and a low proportion of 
40 – 50 year-olds. 
 
Derbyshire is above national and regional averages for NVQ attainment, Levels 1 – 4 and has a 
significantly lower proportion of people with no qualifications. The City, on the other hand, has 
below national and regional average NVQ achievement at all levels and significantly higher 
numbers with no qualifications (17.7% compared to the national average of 13.1%). 
 
The dominant sectors by number of businesses are Retail, Manufacturing, Hospitality and 
Health and Social Care. By employment, Manufacturing is by far the dominant sector, then 
Health and Social Care, followed by Retail. 
 
The Airport is not a ‘true’ industrial sector. The Airport function itself accounts for 30% of jobs, 
whilst 20% are related to business operations on the Business Park, and 30% of all employment is 
in the Logistics sector. 
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The Creative, Logistics and Tourism sectors employ a fraction of the staff employed by 
Manufacturing, Retail and Health and Social Care. Consequently, skills needs are not in the 
same volume. 
 
The City has a higher proportion of priority sector businesses in Retail and Health and Social 
Care than does the County. 
 
Manufacturing is the dominant employment sector in both City and County. 
 
Current Skills Demand  
The current and future skills needs in Retail, Hospitality and Leisure and Tourism are very similar. 
All of these sectors are characterised by small lifestyle businesses, part-time or seasonal working 
and relatively high rates of labour turnover. 
 
The Creative sector has a similar business size structure and focus on lifestyle. It lists the ability to 
self-learn as a key skill need, as well as business development and management skills. There are 
a number of interesting new skills appearing in 2007 that were not present in1994. These include 
knowledge of partnership working, sourcing and managing consultants and contract staff, 
relationship building, carbon foot printing and environmental impact assessments, DDA 
compliance and assessing new working practices and business models. 
 
Social Care employers and employees say that their key skills needs include: communication 
skills; Care NVQs; manual handling; managing change; budget management; management & 
leadership; first aid; accounts; understanding current legislation. 
 
One of the biggest issues within the Logistics sector is not the skills of the current workforce, but 
the skills deficiencies of people entering the workforce, due to high staff churn. 23% of the 
current workforce are aged over 55. Statistically this will result in 16,000 people leaving the 
sector each year through retirement on a national basis. However, this is not likely to be a 
significant number in the City or County, as the sector is so small. 
 
In the Manufacturing sector, probably the largest area of skills shift is within Manufacturing 
orientated ‘organisational activities’ such as supply chain development, out sourcing, global 
manufacture 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 addition to issues such as corporate social 
responsibility, environmental product analysis, legislative compliance and ICT. 
 
Within Derbyshire’s Public Sector arena, people with skills in the following technical areas are 
currently the most difficult to recruit and retain: Architecture; Civil/structural engineering; ICT; 
Legal; Procurement; Project management, Social Services and Valuers. In a more generic 
sense there is an identified shortage of skills in: basic skills; communication; customer service; 
entrepreneurship; leadership. 
 
In the Retail sector, 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. 
 
The skills challenge in the Hospitality sector 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.  
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The Hospitality sector is the key sector for employing people on job seekers allowance or 
incapacity benefit (for example, 44% of people entering chefs jobs were previously out of 
work). 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 often valued more highly that qualifications, but this has also led to stagnation in 
relevant qualifications being gained. 
 
In the Tourism sector, the skills that are currently required are: people skills, ICT; 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 / creativity; language skills. The sector is characterised by seasonal 
work, and a large number of young people for whom employment is part time. 
 
Skills Gaps 
 
Whilst there appears to be adequate local provision in the HE and FE sector for educational 
qualifications, especially for young people not yet in employment, each sector reports gaps in 
the provision of funded short, performance focussed skills development. 
 
FE/HE provision is principally focussed on those not yet in employment and the delivery of 
educational qualifications, yet employers identify skills needs that are focussed on specific 
performances in the workplace, not on qualifications. 
 
Specific, performance related skills needs rarely map effectively on to qualification structures, 
yet it is qualifications that attract government funding. 
 
In the Creative sector, the majority of the skills identified are not provided by FE/HE as they are 
very business-specific and not related to specific qualifications. For example, self learning 
ability, knowledge of procedures, print process knowledge and buying in knowledge are all 
very company-specific skills that are likely to be acquired via experience in that specific 
company or by in-house training.  
 
In the Retail sector, the key skills of customer service, communication, ICT, retail management 
and strategic management are met in some form by local FE/HE providers, however, not 
always in short, stand alone courses that are accessible to the employee. Employers want to 
up-skill people quickly and not necessarily via the completion of a qualification.  
 
The skills supply gaps in Hospitality and Leisure are principally connected with people-facing 
skills, including customer service, communication and team working.  There is a constant need 
to train new staff in these due to high labour turnover. Training in these is available but as part 
of full-length qualifications rather than stand-alone short courses. 
 
The key skills required currently in Tourism include customer service, marketing, management, 
managing cash flow  and communication skills – including handling complaints and literacy 
skills. Training in these areas is available but as part of full-length qualifications rather than 
stand-alone short courses. However, I.T. courses at a basic level are available as short courses 
locally. More complex marketing and web based courses are available as part time or 
evening courses.  
 
In Health and Social Care, there appear to be no gaps in professional qualification provision, 
and communication skills, manual handling, managing change, budget management, 
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management and leadership, and accounts are all available locally through FE/HE 
establishments. Yet again, however, they mainly form part of longer term full-length 
qualifications rather than stand-alone short courses.  
 
The skills gaps identified for East Midlands Airport are fairly unique in that they are very industry-
specific and so could not necessarily be catered for by local HE/FE establishments, but are 
provided by national training organisations and the Airlines themselves. 
 
The technical skills gaps identified for Manufacturing are not specifically available as stand-
alone courses within the area. The skills required are specialist in nature (for example 
Formulation Chemistry and Advanced Materials) and are only available at a limited number of 
institutions. Organisational skills gaps identified by manufacturing organisations are very 
company-specific. For example, project implementation, innovation management, 
aftermarket support and project engineering are not universal skills requirements that all 
companies will need. The demand is therefore not constant and so providers cannot 
necessarily sustain such courses year on year. None of the skills needs identified are offered 
locally. Office IT skills, web marketing, sales skills, marketing skills, continuous improvement and 
coaching skills are all offered by FE as short courses. Remaining skills needs solutions are 
available as part of longer qualifications (for example L3 VRQ Award in First Line Management) 
in which the required skills may be delivered in a day or in one module – but the whole 
qualification has to be done to attract funding. 
 
In the Public Sector, skills such as in areas such as procurement, project management and 
valuation are not specifically available as stand-alone qualifications or courses in the area. 
They do form modules as part of other courses but do not exist in a readily accessible format at 
HE/FE establishments in the area. For the “softer” skills gaps (which include communication, 
customer service and leadership), as with other sectors, funded training is available but as part 
of longer-term, full-length qualifications rather than stand-alone short courses. 
 
Future Skills 
 
Future skills needs are linked to demographic changes and the ‘drivers’ of the key sectors, the 
economy, environment, politics, technology, society, ICT and the infrastructure. 
 
Of all the drivers we have considered, technology, ICT and the environment are most likely to 
have the greatest impact on skills. 
 
New discrete technologies will be developed on a daily basis, as they are today. Although we 
cannot image these discrete technologies now, we can assume that they will be focused 
around the health and wellbeing of the citizen, improving our quality of life, ensuring our safety 
and security and ensuring the sustainability of our planet. What we can also postulate is that 
technologies will get simpler! Although the functions of technology will increase in complexity, 
the human interfaces to technology will become more intuitive and simplistic. This will reduce 
the need for technology specific skills or skills aligned to a specific product or technology 
brand. Technology will deliver the promise of making our lives easier. 
 
In a similar way to discrete ‘hard’ technologies, ICT will continue to develop over the next 15-
years. However, it is likely to be integrated more into products allowing more customisation and 
individual user focus. With this integration we will start to see ICT becoming less visible and very 
much part of the infrastructure. Given the adoption of ICT by the under 40s, it is unlikely that we 
will talk about ICT skills gaps within the next 10 to 15 years. 
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The environment will play a key part in the future of a number of sectors. Although it will impact 
on the airport and the logistics sector, it is unlikely to actually affect the skills needs within these 
sectors. However, the environment will play a significant role in shaping the future skills needs of 
both the manufacturing and creative industries.  
 
Both manufacturing and creative industries companies will need to develop skill-sets in carbon 
foot printing and waste minimisation. They will need to design for waste minimisation and in the 
long term design for sustainability. New design methodologies will be needed (and associated 
skills), such as design for remanufacture, design for recycling and design for end of life. 
 
Design and manufacturing engineers will need to have an intrinsic understanding of new 
materials and how these can be used to offset materials that are becoming scarce or those 
materials that are no longer considered sustainable. 
   
Many sectors anticipate a continuing requirement to develop the skills to accommodate 
changes in legislation, particularly in the areas of Logistics, Care and Health and Safety.  

 

Recommendations 
 

There is a need to develop a common understanding across partnerships of what we mean by 
"skill“ 

There should be a significant shift in funding support to short term, performance related skills 
development 

There is a need for dedicated resources to continue to work with key sectors to consolidate the 
demand agenda and work as a "gear box" to supply-side provision 

We recommend that the future skills baseline roadmaps established for each priority sector are 
built on and regularly updated 

There should be a focus on creating employment opportunities for the projected increase in 
the working age population over the next 15 years 

There should be a strategy to address the impact on skills needs of the disproportionate age 
distributions in the City and County 
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