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ASSESSMENT OF SKILLS NEEDS & CURRENT PROVISION IN 
THE LOGISTICS SECTOR IN SCOTLAND 
 
1. EXECUTIVE SUMMARY 

 
 
1.1 Skills for Logistics was chosen to be one of the first sector skills councils to 
undertake a sector skills agreement process. More information about this can be 
found on the Sector skills development agency’s website at www.ssda.org.uk.  
 
The consultancy, Social Research Associates (SRa,) was then appointed by Skills 
for Logistics (SfL) in December 2004 to assist in the data gathering and analysis 
of the first two stages  of the SSA process throughout the UK.  Stage 1 dealt with 
current and future skills needs, and Stage 2 with the assessment of current 
provision.  This report deals with the findings of both stages in respect of 
Scotland.  Other reports deal with Wales and with the UK as a whole.   
 
 
1.2 Sources of information used in the study included:  a review of 
relevant literature; a survey of training provided by firms in-house, by 
universities, further education institutions and private training companies;  a 
review of statistical sources and quantitative information;  discussion groups 
with practitioners and students in logistics;  in-depth interviews with key 
informants in the industry and higher education; and ‘Moral Maze’ debates to 
hear evidence from industry, trade unionists and other experts.   
 
 
1.3 The structure of the industry in Scotland consists of about 4,400 
workplaces, 80% of which are operated by small firms in road freight and 
distribution.  The remainder mainly comprise agencies and depots belonging to 
the larger UK-wide and international firms that typically deploy a variety of modes 
including air, rail and inland or coastal shipping.  Logistics activities are defined 
with reference to Standard Industrial Classifications (SICs) for the industry, but 
there are many people engaged in logistics who work in organisations falling 
outside those SICs.  If they are included, the total logistics workforce in Scotland 
is some 132,500 people, or about 6% of all employment. The largest single group. 
accounted for by van drivers, couriers and despatch riders, numbers 34,100 (cf. 
195,000 in this category in the whole of the UK). 
 
 
1.4 Logistics is important to the Scottish economy in underpinning a number of 
other major sectors of industry. Yet while logistics has a very public face - most 
obviously in form of large goods vehicles (LGVs) and other commercial vehicles 
travelling on roads and motorways up and down the country - the way in which it 
works is little known to those outside it.  Most people take it entirely for granted, 
and it is not until some headline catching event, such as the fuel duty protest in 
the autumn of 2000, occurs that much notice is taken.  Recently, studies 
instigated by the Scottish Executive and other agencies have helped to expand 
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the range of information about logistics in Scotland and to raise the profile of the 
industry to some extent. 
 
 
1.5 The key skill deficit, especially among small firms, is the shortage of drivers 
for LGVs. There are also skills needs in customer handling, use of IT and 
industrial equipment, communications and health & safety.  The industry suffers 
from literacy and numeracy problems, which have been well hidden but will 
increasingly be an embarrassment, as business becomes more complex and has 
to comply with higher standards of performance. There is also evidence of 
management skill needs among both middle and senior managers.  Agencies 
concerned with training need to make common cause with others who can help in 
this regard; otherwise their efforts will be dissipated. 
 
 
1.6 There is a large number of quite small companies offering training 
services to industry, and these are heavily concentrated on licence acquisition 
for LGVs and other operators of equipment such as fork-lift trucks.  Much of 
this training is of short duration tailored to employers’ needs for compliance 
with legislation and regulations;  it is generally seen as cost-effective.  The 
national trade bodies, the Freight Transport Association (FTA) and the Road 
Haulage Association (RHA), are major providers of training, and span training 
for the basic licence qualifications up to higher level management training (at 
S/NVQ level 4 and above).  
 
 
1.7 Vocational training under the system of S/NVQs is also offered by 
training firms, in parallel with trade bodies and further education (FE) colleges. 
The latter are responsible for providing the external verifiers required in the 
S/NVQ process.  Employers are often sympathetic to this form of training, but 
do not necessarily support it pro-actively:  much is left to individuals’ initiative. 
At the more advanced levels, universities and professional bodies offer high 
quality education and training for managers and specialists.  But, under 
pressure to attract students, the universities increasingly look overseas, and 
have filled their courses with people who but in many cases are unlikely to join 
the UK logistics industry.   
 
 
1.8 For both the private training companies and FE colleges, market forces 
are a tough indicator of both process and outcome quality:  clients do not go 
back to training organisations that seem unable to produce clear benefits for 
employees.  The effect of this however has been to skew the range of courses 
offered, in two ways.  First, courses may be shorter and more superficial 
because firms will not pay for anything in greater depth;  and second, they 
may be willing to pay only for training that is necessary for compliance with 
regulations and longer-term staff development is neglected.   
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1.9 The report suggests that providers should focus more positively on the 
medium and longer term needs of their customers, on productivity issues and 
a wider range of skills, alongside the basic requirements for compliance 
training.  Providers and their clients will need leadership and additional 
incentives to do this. The delivery system should be improved, by bringing 
together the public sector providers and making resources available for them 
to work more closely with employers and private providers. The image of the 
industry does not help in recruiting people for vocational or professional 
training, and this is a major problem for the future.   
 
 
1.10 The conclusion is that the market in skills training and education is not 
working effectively for the benefit of the logistics industry in Scotland at 
present and there is a major challenge to be faced in improving content, 
delivery and co-ordination.  Studies by the Scottish Executive and other 
agencies are helping the industry to recognise the changing environment in 
which it operates and Skills for Logistics is gearing up to address training and 
development needs in new and constructive ways. 
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2. INTRODUCTION AND BACKGROUND TO THE STUDY 

 
 
2.1 Social Research Associates (SRa) was appointed by Skills for 
Logistics (SfL) in December 2004 to undertake the data gathering and 
analysis in the first two stage of the sector skills agreement process. Stage 1 
dealt with current and future skill needs, while Stage 2 dealt with the 
assessment of current provision.  A survey of recent literature on skills needs 
and provision in logistics was also undertaken.  The U.K. findings from Stages 
1 and 2 have been separately reported, and the literature survey is also a self-
contained document.  Scottish skills needs and provision are dealt with here 
in a single report. 
 
 
2.1 Although the projects covered the whole of the United Kingdom, it 
was decided that the situation in Scotland and Wales merited a separate 
analysis, covering certain aspects in greater depth.  Logistics is an industry 
that is sensitive to geography – hence many of the major UK firms have their 
operating bases in the English midlands or close to busy ports – but it also 
forms an essential part of the economic infrastructure.   In the case of 
Scotland, logistics is important for the movement of goods and supplies to and 
from other parts of the UK (as well as more locally within Scotland), rather 
than as a strategically-placed hub of operations.  Although logistics operations 
are dispersed across Scotland, the provision of training is concentrated in and 
around the five cities (Glasgow, Edinburgh, Aberdeen, Dundee and 
Inverness).  
  
2.3 This work is an essential prelude to the formulation of a Sector Skills 
Agreement (SSA) for the logistics industry (see box overleaf).  While the SSA 
process is in origin an English initiative, it received enthusiastic backing from 
the Scottish Executive since it is consistent with Executive policies as 
expressed in “Life through Learning: Learning through Life’ and ‘ A Smart 
Successful Scotland’ .  In order to link the key stakeholders in Scotland into 
the developing work of SfL, bilateral agreements will be set up with the 
following agencies: 
 

• Scottish Executive (Enterprise & Lifelong Learning Department, and 
 Transport Division) 

• Scottish Enterprise 
• Highlands & Islands Enterprise (HIE) 
• Careers Scotland (SE) 
• Careers Scotland (HIE) 
• Learndirect Scotland 
• Future Skills Scotland 
• Scottish Trades Union Congress 
• Scottish Qualifications Authority (in their accreditation function) 
• FutureSkills Scotland 
• Scottish Funding Council  
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Sector Skills Agreements 
 
SSAs are intended to operate at a 
number of levels:  

• They form an agreement between 
employers within the sector, 
brokered by and with the sector 
skills council (SSC), to undertake 
collective action to invest in skills, 
improve the supply of skills and 
raise productivity.  

• They operate between the SSC 
and partner organisations that 
need to act in various ways to fulfil 
the Agreement. 

• They also operate between each 
sector and Government, which will 
use various means to support 
implementation. 

SSAs are formal and public. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
2.4 Against this background, the study conducted was designed to 
facilitate the SSA process and was guided by advice from the Sector Skills 
Development Agency (SSDA).   The format of this report follows the 
recommended sequence of topics in the SSDA guidance. 
 
 
2.5 The study drew on a variety of techniques of enquiry, including: 
 

• A review of relevant literature.  Note that where references are given in 
the main body of this report, the details of title, publisher etc can be 
found in the bibliography at the end of the literature review. 

• Stratified sample survey of logistics managers conducted by post and 
telephone.  The sample was boosted to take particular account of 
Scottish interests; 

• Review of statistical sources and quantitative information; 
• Discussion groups with practitioners and students in logistics; 
• In-depth interviews with key informants in the industry; 
• ‘Moral Maze’ debates to hear evidence from industry and trades union 

representatives; and  
• A Delphi exercise to test the feasibility of the findings.   
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2.6 Further information on the methods used is contained in Appendix 2.  In 
addition, the project maintained a website http://www.sraltd.co.uk/logistics.htm 
where visitors could join in debate on skills issues in logistics and complete a 
feedback questionnaire if they wished.  Information from completed 
questionnaires was fed into the field-work analysis, but the debate section 
attracted a disappointing level of interest. 
 
 
2.7 Although the term ‘logistics’ is used in a variety of contexts, including 
military, the focus of the work has been with commercial freight logistics.  A 
very large part of this activity involves movement of goods by road.  A brief 
review of training and development needs in related sectors, namely air, rail, 
inland waterways and ports is contained in the Stage 1 report.   
 
 
2.8 There was an unexpected reluctance among many firms in Scotland to 
engage in the skills debate, just as there was in other parts of the UK.  Many 
firms said they were too busy to contribute to the present study, or even to make 
time for discussing their current problems.  While there were undoubtedly other 
pressures on their time, it was disappointing to find such a widespread lack of 
interest in issues of skill development - beyond the basic need to train drivers of 
large goods vehicles (LGVs) and sundry junior operatives in warehouses and 
offices.  This situation has to change if progress is to be made. 
 
 
2.9 What is often referred to as a ‘skills shortage’ is overlaid by the general 
shortage of labour in Scotland coming into the industry – especially drivers and 
front line managers.  In other words, we are dealing not only with skills 
deficiencies but with a shortage of labour per se.  There are particular reasons 
for this, connected with the regulatory framework within which the freight logistics 
industry operates.  Some firms have responded very positively to this challenge, 
and have developed policies which integrate recruitment (in some cases from 
elsewhere in the European Union) with high quality training and measures to 
retain staff, once trained.  We include some good practice examples to illustrate 
this theme. 
 
 
2.10 Another difficult contextual issue which has emerged is that across the 
UK as a whole including Scotland, is that productivity in the logistics industry has 
been steadily improving over the past decade, despite apparent skill deficits.  
While this achievement is very creditable, and tends to reinforce the 
complacency about the potential for skill development in some quarters, there 
are grounds for concern.  Our analysis suggests that recent productivity 
improvements are mainly driven by technological advances, by more flexible 
working practices and a strong downward pressure on costs.  It is questionable 
as to how much longer these trends will continue, particularly the scope for cost 
savings.   
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2.11 Regulatory changes, such as the EU Working Time Directive, are 
closing-off some of the avenues by which firms have hitherto tried to make 
efficiency gains.   Other regulations such as the Waste Electric and Electronic 
Equipment Directive (WEEE) and Return of Hazardous Substances (RoHS) are 
likely to actually increase costs.  Firms have therefore to find other ways of 
making productivity improvements and clearly skills development and training 
has a part to play in this.  In short, unless firms – especially in the haulage 
industry - pay more attention to skill development, they will be cutting themselves 
off from one of the key measures that could help them to sustain the trend of 
productivity improvement and ultimately their future business success. 
 
 
2.12 In the rail and air transport industries, many of the same cost drivers 
apply:  privatisation and deregulation have been accompanied a strong belief in 
cost-cutting as the route to productivity improvements.  These are unlikely to be 
sustained indefinitely, as customer expectations, environmental standards and 
safety levels continue to rise.  There is a particular problem in rail, where a lack 
of potential senior management staff with a broad understanding of the rail 
freight business is emerging:  the industry cannot continue much longer to live 
off the cadre of managers trained in the British Rail era.  
 
 
2.13 The principal skills needs that have emerged from our work in Scotland 
are, first and foremost, a need for a wider and more extensive range of 
management training, particularly directed at smaller and medium-sized firms.  
These firms, in our view, face a difficult and uncertain future if they cannot 
develop a longer-term vision of where they are going and a more positive 
approach to skill development.  Without leadership from the top, there is little 
chance that lower level and more specific skills needs can be identified and met. 
 
 
2.14 Below management level, there is a need for training of supervisors who 
deal with the day-to-day business of warehousing, despatch, distribution etc.  At 
the moment, the pervasive culture of the industry is discipline-orientated with 
heavy reliance on sanctions, often petty and irritating to employees.  Effective 
leadership is at a premium.  The turnover of staff, especially LGV drivers, in the 
industry is excessive by almost any standards; we see this as symptomatic of an 
industry in turmoil and seriously in need of a fresh approach to human resource 
issues and particularly skill development.  There is also evidence, well concealed 
in many firms but undeniably present, which suggests they are suffering from 
deficiencies in basic skills - notably literacy and numeracy - among the lower 
levels of their workforce.  
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2.15 Many firms are driven by short-term considerations (usually related to 
the need for compliance with mandatory regulations) and are ambivalent 
about training and skill development.  They see it as concerned primarily (if 
not exclusively) with obtaining basic qualifications, such as the ‘C’ or ‘C+E’ 
licence for drivers of large goods vehicles (LGVs), which are statutorily 
required to conduct haulage business.  If employers cannot train people to 
achieve these qualifications, they will normally ‘buy them in’ by using agency 
staff or ‘poaching’ staff from other firms.  The sizeable cost of relying on such 
solutions, both for individual firms and collectively across the industry, seems 
poorly understood. 
 
 
2.16 Given that over 85% of logistics firms employ less than 25 people (see 
Stage 1 report), the market for training is predominantly among small and very 
small firms.  In the private sector, there are an estimated 70 enterprises of all 
sizes which offer some form of training relevant to logistics operations in 
Scotland.  Many of these are also small and include a substantial number of 
one-person enterprises and sole traders.  The small organisations are mainly 
concerned with driver training and skill training in equipment handling such as 
fork-lift trucks;  they have found that there is little interest in much beyond that 
apart from basic health and safety training.  A very few larger training 
organisations offer a more extensive portfolio including management training 
courses and distance learning packages geared to professional qualifications, 
although these do not seem to have much popular appeal.   
 
 
2.17 Among public sector and independent providers (FE colleges, 
universities and university colleges), there is a clear recognition of the 
economic importance of training and education in logistics.  Nine Scottish 
universities and 14 further education (FE) colleges offer courses across a 
wide field and cater for personnel at a variety of levels.  The FE sector has 
two important roles:  as a provider of courses, and as a source of experts who 
assess and mentor students undertaking competence-based training through 
the system of Scottish or National Vocational Qualifications (S/NVQs).   
 
 
2.18 Professional bodies like the Chartered Institute of Logistics & Transport 
(CILT) have striven for many years to raise the numbers and quality of people 
who want to develop a career in logistics.  They provide short courses and 
more extended programmes, delivered in-house, through colleges and 
universities or by distance learning, and leading to the award of a certificate, 
diploma or full professional qualification.  The problem for CILT, like the 
universities, has been to recruit students in sufficient numbers to make 
logistics courses viable and some have all but filled their courses with 
students from overseas, especially the Far East. 
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2.19 A potentially significant learning channel, especially for the remoter 
parts of Scotland is Learndirect Scotland.  This uses mainly computer-based 
learning methods to target people who are unable or unwilling to take part in 
other, more institutionally-based, programmes.   In England sectoral hubs 
have been formed as part of Learndirect. For example there is the Logistics 
Learning Hub (LLH). Apart from an initial focus on ‘Skills for Life’, which is 
aimed at helping people with training in literacy and numeracy, the LLH 
provides extensive coverage of level 2 qualifications in the desk assessment 
parts of fork-lift truck driving.  This is expected to be followed by development 
of other on-line courses for logistics employees.  Despite a generally low level 
of IT skills across the industry, the take-up so far has been encouraging. 
Potentially, this approach could be mirrored in Scotland in future. 
 
 
2.20 The issues raised in this report are important for the sake of the 
Scottish economy and society.  Freight logistics accounts for a large and 
diverse range of activities which touch every household in the country. 
Despite some recent initiatives (described further in Chapter 3, below) the 
profile of the industry is still fairly low, if not obscure in many contexts.  There 
are also some deficiencies in the information available about training provision 
in Scotland, which means the basis for policy-making is not as secure as it 
might be.  One example is the tendency for colleges in the FE sector to offer 
logistics courses in their publicity which, in practice, turn out to be seldom run 
or indeed suspended indefinitely.  The research has done its best to 
compensate for data deficiencies, but some conclusions must be treated as 
tentative on this account. The provision of training in logistics is summarised 
in the form of a matrix (according to the guidance issued by SSDA), which will 
be found at Appendix 1 to this report. 
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3. PROFILE OF THE LOGISTICS SECTOR IN SCOTLAND 

 
What is logistics? 
 
3.1 The working definition adopted in this study is: 
 
‘the process of ensuring that the right products reach the right place in the 
right quantity in the right condition, and at the right cost, in order to satisfy 
customer demand’ [adapted from the SfL Logistics Market Assessment]. 
 
More specifically, freight logistics, which is the main focus of the main Stage 1 
report, is taken to mean: 
 
‘the movement and supply of goods throughout the economy – from raw 
materials through all stages of the manufacturing process, to the final delivery 
of the finished product to companies and consumers’ [from the Chartered 
Institute of Logistics and Transport]. 
 
 
3.2 Within these definitions, SfL has a specific remit defined in terms of the 
Standard Industrial Classifications (SICs) used by the UK Office of National 
Statistics (ONS) and agreed with the SSDA.  That remit encompasses the 
following industrial activities: 
 
SIC No. Industrial activities covered 
 
60.24  Freight transport by road 
62.10  Scheduled air transport 
62.20  Non-scheduled air transport 
63.11  Cargo handling 
63.12  Storage and warehousing 
63.23  Other supporting air transport activities 
63.40  Activities of other transport agencies 
64.11  National post activities 
64.12  Courier activities and other national post activities 
 
 
3.3 In practice, SfL’s primary concern, is with freight transport by road and 
associated handling, storage and warehousing activities.  These account for 
the very large majority (estimated at more than 95%) of firms engaged in the 
logistics business in Scotland. Some of the larger UK firms also move freight 
by inland waterway, air and rail, and international operators transport large 
volumes by sea.  While ports and shipping activities, and freight movements 
by rail or inland waterway, are not explicitly within SfL’s purview, they overlap 
with activities such as cargo handling and are therefore included in the scope 
of this report.  The Scottish Executive’s policy is to transfer Freight from Road 
to Rail where practicable and grants are available to assist this purpose. 
However, Road freight will be the dominant method in terms of tonnes lifted 
for the foreseeable future. 
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Sources of information on logistics 
 
3.4 Official statistics do not recognise logistics as a single category of 
economic activity.   The research has therefore drawn on three main 
categories of data: 
 

• Standard Industrial Classification (SIC) data as used for example in the 
Annual Business Inquiry (ABI);   

• Standard Occupational Category (SOC) data, as used for example in 
the annual Labour Force Survey;  and 

• Material collected especially for this study. 
 
Chapter 3 of the Stage 1 report contains a fuller discussion of statistical and 
information sources for the UK as a whole.  
 
 
3.5 From SIC data it is possible to gain an overall impression of the scale 
of logistics and transport activity within Scotland, see Table 3.1.  Total 
turnover of the industry in 2003 was £13.31bn  or about 8.7% of the total 
turnover of Scottish businesses in that year. 
 

 
Table 3 1 Logistics and transport in Scotland:  key characteristics, 
2002 and 2003 
Description Year No of 

units 
Employers 
(‘000s) 

Turnover
(£M) 

Wages 
(£M) 

Labour 
costs 
(£M) 

Total 
output 
(£M) 

2002 3,753 43 3,114 764 852 3,264Land transport 
and pipelines 
(SIC 60) 

2003 3,675 43 3,152 805 905 3,318

     
2002 185 3 n/a 67 n/a 279Water transport 

(SIC61) 2003 2 303 58 n/a 306
    

2002 89 5 n/a 129 n/a 640Air transport  
(SIC 62) 2003 93 4 673 130 n/a 651
    

2002 2,099 31 4,648 641 740 3,958Support and 
aux. transport* 
(SIC 63) 

2003 2,067 32 5,080 717 834 4,260

    
2002 1,802 42 3,634 899 1,023 2,939Post and 

telecoms (SIC 
64) 

2003 1,891 39 4,099 852 984 3,366

Note:    * SIC 63 includes activities of travel agents. 
Source:  Scottish Executive Statistics, Annual Business Inquiry data (modified October 2005). 
 

Right Skills, Right Place, Right Time! The sector skills agreement for the Logistics sector in Scotland. 
 
An assessment of skills needs and current provision in Scottish Logistics. 

12



 

 
3.6 Breaking down the available data on logistics, Table 3.2 shows the 
composition of the industry in Scotland by main categories relevant to 
logistics. There are some 4,400 logistics work-places in Scotland (Future 
Skills Scotland, 2005) of which 3,335 are businesses registered for VAT 
(Inter-Departmental Business Register, 2003).  The total stock of VAT-
registered businesses in Scotland was 116,040 in 2003, meaning that 
logistics accounted for about 4% of Scottish businesses – a slightly higher 
concentration than in most other parts of the UK.  Note however that many 
road freight businesses are very small, and may therefore be below the 
threshold for VAT registration.  If no allowance is made for these, it would 
mean that the average employment in logistics businesses in Scotland would 
be about 17 people per firm. 
 
 
Table 3 3 Basic employment in logistics (Scotland) 
 
SIC code Description Number % 
60.24 Freight transport by road 22,400 30
62.10 Air transport (scheduled) 1,200 2
62.20 Air transport (non-scheduled) 600 1
63.11 Cargo handling 500 1
63.12 Storage and warehousing 8,600 12
63.23 Other supporting air transport activities 6,500 9
63.40 Activities of other transport agencies 6,600 9
64.11 National post activities 21,700 29
64.12 Courier and other post activities 5,100 7
 Total employed in logistics 73,300 100
 All employment in Scotland 2,404,000  
Source:  Labour Force Survey, Sept-Nov 2003 to June-August 2004 average 
 
 
3.7 Reference to SIC codes means however that many people engaged 
in logistics activities, but who work in organisations falling outside the SICs 
listed in Table 3.2, are excluded from the calculations.  Examples of these 
types of employees are stock control clerks working in retail or manufacturing 
organisations, and van drivers working for firms that deliver supplies within a 
local area.  If these are included, the total logistics workforce in Scotland 
amounts to some 132,500 people, or about 6% of all employment in Scotland, 
see Table 3.4.  For comparison, the proportion of people employed in logistics 
across the UK is identical, while the proportions in the final column of Table 
3.4 are very similar to those for the UK as a whole (see Stage 1 main report). 
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3.8 Data from the Labour Force Survey also make it possible to analyse 
the major occupational groups within the logistics sector in Scotland and 
Table 3.5 shows the results.   It will be seen that employment is heavily 
weighted towards the lower level occupations, with 64% of employees in 
elementary or operative occupations, these being mainly warehousing or 
driving.  This is fairly consistent with the pattern across the UK logistics 
industry as a whole.  (An important point to note is that the figure for the 
‘Machine Operative’ category includes drivers, which is the reason for the 
comparatively heavy concentration of employment there.)   
Table 3 4 Breakdown of logistics workforce in Scotland by occupational 
category 

SOC category Number employed in 
logistics roles 

Total in logistics 
and related roles 

 Logistics 
sector 

Other 
sectors 

Number % 

Managers (transport and distribution) (SOC 
1161) 

2,800 3.000 5,800 4.5 

Managers (storage and warehousing (SOC 
1162) 

100 4,500 4,600 3.5 

Transport and distribution clerks (SOC 
4134) 

1,600 4,000 5,600 4 

Heavy goods vehicle drivers (SOC 8211) 15,800 10,600 26,400 20 

Van drivers (SOC 8212) 5,000 9,900 14,900 11 
Other goods handling & storage 
occupations (SOC 9149) 

5,300 24,000 29,300 22 

Post worker, mail sorter, messengers and 
couriers (SOC 9211) 

16,000 3,200 19,200 15 

Other unspecified occupations 26,700 - 26,700 20 

Total 73,300 59,200 132,500 100 
Source: SfL Scotland Logistics Sector Profile. 
 
3.9 Possibly because of the preponderance of lower level jobs, the 
average weekly wage in logistics is £350, which is lower than the average for 
other sectors in Scotland (£393).  86% of employment is full-time, but there is 
more use of seasonal workers (33%, as against the all-sector average of 
24%) and slightly more use of short-term contracts. 
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Table 3 5 Major occupational groups in logistics (Scotland) 
Occupation % in logistics 

employment 
% of all employed in 

Scotland 
Managers/senior staff 13 12 
Professionals 1 12 
Associate professionals 5 14 
Administrators 11 12 
Skilled trades 3 12 
Personal service staff 2 7 
Sales/customer service 2 9 
Machine operatives 32 7 
Elementary staff 32 14 

Note:  Totals may not sum exactly to 100% due to rounding. 
Source: Labour Force Survey Sept-Nov 2003 to June-August 2004 average.  More details of 
the make-up of occupational groups is given in Appendix 1. 
 
 
3.10 For an examination of how the workforce is distributed among logistics 
enterprises, the SIC data is probably the most useful source, see Table 3.6.  
Of the total enterprises in Scotland, almost three-quarters (71%) were shown 
as being primarily concerned with road freight transport, with no other SIC 
category anywhere near this in terms of numbers of enterprises.   
 
 

  Table 3 6    Workplaces by type and size in the logistics sector, Scotland 
 

Employment size-bands SIC category (Scotland) 
0-9 10-49 50-249 250+ Total

Freight transport by road (6024) 2,055 275 35 5 2,370
Scheduled air transport (6210) 15 0 0 0 15
Non-scheduled air transport (6220) 10 0 0 0 15
Cargo handling (6311) 0 5 0 0 10
Storage & warehousing (6312) 155 40 5 5 200
Other supporting land transport activities (6321) 25 10 0 0 30
Other supporting water transport activities (6322) 45 15 5 5 70
Other supporting air transport activities (6323) 10 0 0 5 20
Activities of other transport agencies (6340) 90 25 5 0 120
National post activities (6411) 30 5 0 0 30
Courier activities (6412) 415 35 10 0 455
Totals 2,850 410 60 20 3,335
Percentages 85 12 2 1 100

  Source: IDBR, 2003. 
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3.11 Again, the dominance of small enterprises (employing less than ten 
people) will be noted.  The relatively high proportion accounted for by 
‘courier activities’ is thought to be a reflection of the way in which local 
postal distribution is classified, in contrast to national postal activities.  It 
almost certainly does not mean that Scotland has a large number of what 
are conventionally regarded as courier (i.e. despatch) firms. 
 
 
3.12 About 6% of those working in logistics in Scotland are self-employed, 
compared to a figure of 10% for all self-employed people in Scotland.  Table 
3.7 gives a break-down. 
 
 
3.13 A further dimension is added by looking at the professional and trade 
bodies active in the logistics sector.  The principal professional body, the 
CILT, comprises over 22,000 UK members in all grades, with approximately 
1,000 of them located in Scotland.  The logistics sector also has a number of 
trade associations which represent their members to government etc., as well 
as providing information, advice and other services.  Both the Freight 
Transport Association (FTA) and the Road Haulage Association (RHA) play a 
vital role in communications within the industry and are among the leading 
providers of training, which are discussed more fully later in this report.   
 
Table 3 7 Self-employment in logistics in Scotland 
 
SIC code Description % of work-force 
60.24 Freight transport by road 11 
62.10 Air transport (scheduled) 0 
62.20 Air transport (non-scheduled) 0 
63.11 Cargo handling 0 
63.12 Storage and warehousing 0 
63.23 Other supporting air transport activities 0 
63.40 Activities of other transport agencies 11 
64.11 National post activities 1 
64.12 Courier and other post activities 17 
 Logistics sector 6 
 All employment in Scotland 10 
Source:  Labour Force Survey 2003-04, average. 
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Structure of the logistics sector in Scotland 
 
3.14 Logistics enterprises can be divided broadly into four main types: 
 

• ‘Third party’ logistics (‘3PL’) providers which offer storage, transport, 
warehousing and supply chain management services to other firms 
under contract.  Some of these use a variety of modes, but most are 
concentrated in road freight; 

• Courier and local delivery services, typically specialising in ‘same day’ 
or over-night movements, in small volumes and/or weights; 

• Road haulage contractors; 
• The ’own account’ operators, who run freight services as an adjunct to 

another part of their business such as retailing or manufacturing; 
 
3.15 These types are not mutually exclusive and some firms’ activities cut 
across more than one type.  Nevertheless, for statistical purposes logistics is 
divided into three broad sub-sectors, leaving aside the last type in the list 
above because it is usually ancillary to some other business.  The sub-sectors 
then are:  road freight;  storage & warehousing;  and other transport activities. 
 
3.16 There are some substantial regional variations within Scotland, in the 
distribution of the work-force among these sub-sectors.  West and South-
West Scotland has, as might be expected, a heavy concentration of people 
working in all three logistics sub-sectors.  Eastern and North-East Scotland 
have the next largest number of employees in road freight, many of them 
associated with the oil industry. At the opposite extreme, the Highlands & 
Islands has very small numbers in other transport activities.  Among the cities, 
Glasgow has much the largest concentration of logistics activity, and Dundee 
the smallest.  Table 3.8 gives further details. 
 
Table 3 8 Distribution of the logistics work-force in Scotland, 2003 
 

Road freight Storage & w’housing Other transport Location 
within 
Scotland 

No of 
work-
places 

No of 
employees 

No of 
work-
places 

No of 
employees 

No of 
work-
places 

No of 
employees

North-East 341 2654 44 569 47 660 
East 840 5944 136 2846 81 948 
West & 
South-West 1123 10886 156 3748 138 2775 

Highlands & 
Is. 271 1934 26 135 n/a n/a 

Aberdeen 99 1352 n/a n/a 45 658 
Dundee n/a n/ n/a n/a n/a n/a 
Edinburgh 67 480 36 677 24 389 
Fife 116 1116 n/a 722 n/a n/a 
Glasgow 97 1140 30 3224 30 307 

Note: Cells marked ‘n/a’ in the table generally refer to cases where the number involved are 
too small to be statistically significant. 
Source:    ABI, 2003. 
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Logistics activity 
 
3.17 During the year 2003-04 there were 8,611 Operators (‘O’)  Licences in 
issue in Scotland, of which 3,828 were Standard National licences, 870 were 
Standard International licences and the remainder (3,913) were Restricted 
licences (Traffic Commissioners’ Report, 2004).  Table 3.9 shows the 
numbers of vehicles specified in these licences in Scotland.  It is interesting to 
note that the proportion of vehicles specified on Standard National Licences is 
higher than for the UK as a whole, pointing to slightly larger average fleet 
sizes in Scotland (cf. in Wales fleet sizes are below the UK average).  
 
 
Table 3 9 Vehicles covered by ‘O’ Licences in Scotland and the UK 
 
Type of licence No of 

vehicles in 
Scotland 

% of total No of vehicles 
in UK 

% of total 

Standard National 21,375 60 202,681 50 
Standard 
Internat’l 6,318 18 98,644 24 
Restricted 7,758 22 106,131 26 
Totals 35,451 100 407,456 100 

Source: Traffic Commissioners’ report 2004. 
 
 
3.18 While there is anecdotal evidence of smaller haulage firms across the 
UK regularly going out of business or merging, the numbers of applications for 
new ‘O’ licences is still substantial, indicating a continuing turnover of logistics 
businesses.  Scottish applicants appear to be more successful than the UK 
average in securing new licences, see Table 3.10. 
 
 
Table 3 10 New Operator licence applications (Scotland and UK) 
 

 In Scotland % of total In all UK % of total 
New applications 891 - 11,200 - 
New licences issued 791 89 9,199 82 
Applications refused 33 4 629 5.6 
Applications 
withdrawn 32 3.5 570 5 

Source: Traffic Commissioners’ report 2004. 
 
 
3.19 The level of activity can be seen in the volumes of goods transported 
between Scotland and the rest of the UK.   In 2003, 13.45M tonnes of goods 
were lifted leaving Scotland, and 15.52M tonnes were lifted entering Scotland 
(Goods transported to and from Scotland in 2003, Department for Transport). 
Movement by rail is a significant factor in the volume of goods transported 
between Scotland and the rest of Britain, with a growing use of inter-modal 
transport.   
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3.20 At the Scottish ports, 110.5M tonnes of cargo were moved through the 
major Scottish ports in the year 2003, or about 21% of all cargo entering or 
leaving Great Britain in that year.  These figures conceal a significant 
difference, in terms of cargo movements, as between Scotland and the rest of 
Great Britain:  whereas England and Wales imported roughly twice as much 
tonnage as they exported, Scotland exported over two-and-a-half times as 
much as it imported. 
 
 
3.21 For Scottish firms engaged in road haulage, the economics of transfer 
haulage (i.e. long-distance runs from Scotland to other parts of the UK) is a 
key issue.  This kind of work often involves long waits while unloading takes 
place at the destination.  Waiting time nevertheless counts as ‘availability’ 
under the EU regulations on drivers’ hours, although it is usually unproductive; 
customers however are unwilling to raise rates of payment to offset the costs 
incurred.  Transfer hauliers often expect drivers to load as well as drive, and 
this is unpopular especially with older drivers or the tiny minority of females. 
 
 
 
 
 
 
 
 
 
Profile of the logistics labour market in Scotland 
 

3.22 The demography of the Scottish logistics sector is broadly similar to 
that in the rest of the UK, with the large majority of employees being male, 
white and of European ethnic origin.  Labour force statistics show that the 
proportion belonging to black and ethnic minority (BME) groups is about 7% in 
the UK workforce as a whole. Although the corresponding figure for Scotland 
is 3%, it appears that this is almost wholly accounted for by air transport 
support occupations.  Road freight and storage/warehousing are among the 
largest sub-sectors in Scotland, yet they have no measurable minority ethnic 
employment. 

  
3.23 Some logistics sub-sectors (for example storage and warehousing) 
employ significant numbers of women but the total percentage in logistics is 
still less than half of that for the overall Scottish economy – thus indicating a 
significant under-employment of women in the industry (see Table 3.11).  For 
comparison, 19% of those employed in the whole of the UK logistics sector 
are women, of which 11% are employed in road freight and 36% in 
warehousing and storage.  Among women employed in road freight, a mere 
2% are LGV drivers. 
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Table 3 11 Demographic profile for the logistics sector (Scotland) 
 
% 
employees 

Road 
freight (%) 

Storage/Warehousing 
(%) 

All logistics 
(%) 

All sectors 
(%) 

Females 9 36 21 51 
Black/ethnic 
minorities 0 0 3 2 

Age 16-24 3 21 6 15 
Age 25-34 20 24 22 21 
Age 35-44 20 26 27 27 
Age 45-54 28 20 23 22 
Age 55 or 
over 28 11 20 15 

Source: SfL Scotland Logistics Sector Profile 2004. 
 
 
3.24 As part of the effort to address the gender imbalance in logistics, Skills 
for Logistics is supporting Dundee Chamber of Commerce’s 18-month 
programme, part-funded by the EU through the Scottish European Social 
Fund (ESF) Objective 3 Partnership.  The programme encourages women in 
Scotland to consider a career as an LGV driver and has a target of 180 
participants.  It enables women over 21 to obtain a category ‘C’ licence or 
upgrade to a ‘C + E’ licence (licence categories are explained in the box on 
the next page), by full funding training and ancillary costs.  In addition, 
candidates will work towards a Scottish Vocational Qualification (SVQ) at 
Level 2, in Driving Goods Vehicles. 
 
Skills for Logistics has also championed a number of projects to counter the 
gender imbalance in Scotland 
 
- “Women with Wheels” funded by the Executive’s Skills Fund (15 places) 
 
- Scottish Driver Training Scheme places designated for women, funded by 
the Executive through the Scottish Road Haulage Modernisation Fund (40 
places) 
 
- project partners to the Transport Training Trust’s ESF projects in both 
lowland and highland Scotland which aim to encourage women into logistics. 
 
 
3.25 Part-time working is expected to increase in the UK as a whole, and 
Scotland will almost certainly mirror this trend.  For the logistics sector, this 
may signal a considerable change in employment patterns, since the 
proportion of part-time employment (14% in Scotland) is noticeably less than 
for other sectors (where the average is around 20%).  Other features of the 
logistics labour market in Scotland are that there is slightly more use of short-
term contracts than in the rest of the UK, although labour turnover (around 
23%) is close to the norm for Scotland. 
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Categories of Vehicle Licences 
 
Following changes brought about by the EU ‘Second Directive’ on driver licensing, 
from the 1 January 1997, vehicle groups and classes were replaced by categories. 
The major categories that appertain to road freight transport are as follows: 

• Category B 
Defined as a vehicles with a Maximum Authorised Mass (MAM) not 
exceeding 3.5 tonnes; this category covers cars and light vans, hence it is 
possible for the driver of a local delivery van to hold only an ordinary car 
driver’s licence. 

• Category C 
Defined as motor vehicles with a permissible maximum weight exceeding  
3.5 tonnes;  this covers intermediate-sized vans and lorries on a rigid  
chassis. 

• Category C1(Sub-Category of C) 
Defined as motor vehicles with MAM exceeding 3.5 tonnes but not  
exceeding 7.5 tonnes;  this covers larger vehicles on a rigid chassis. 

• Category C+E 
Motor vehicle in category C plus a trailer with a MAM exceeding 750 kgs.  
This covers articulated vehicles and those towing trailers. 

 
Notes 

1. A driver who wishes to hold a category C+E licence must first pass a 
category C test before going on to take the C+E test. 

2. Vehicles with a MAM in excess of 7.5 tonnes (articulated or rigid) are defined 
as ‘large goods vehicles’ (LGVs). 

3. Vocational licensing is said to start with vehicles over 3.5 tonne maximum 
authorised mass. 

 
 
 
3.26 Statistics about the age profile of the logistics workforce in Scotland also 
carry some important implications for future skill needs.  Logistics employs a 
higher percentage of people in the 45-55 and 55+ age-groups than the average 
for all sectors in Scotland (55% in logistics as compared to 35% for all sectors).  
Again, Table 3.11 gives further details.  
 
 
3.27 It is also apparent that the road freight sub-sector has a very small 
proportion of younger people in its workforce. This is partly because of the age 
limits for driving LGVs, but it may also indicate that working in road freight is not 
seen as an attractive career by young people; indeed there is variety of 
impressionistic evidence from interviews that this is so.  A summary of 
information on the composition of the logistics work-force in Scotland is 
contained in Appendix 1. 
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3.28 It is also possible to place the demographic profile of the logistics 
industry in a wider context, by reference to selected other industries, see 
Table 3.12.  The comparators chosen were the passenger transport and 
energy & utilities sectors, for which the relevant SSCs provided information.  
 
Table 3 12 Workforce profiles:  logistics compared to other industries 
 
Factor Logistics GoSkills Energy & Utilities 
% of managers in workforce1 7 8 8 
% employees aged 55 or over2 19 25 11 
Mean age of employees2 42 45 41 
Median weekly pay (£)3 350 390 481 
Pay difference from Scots avge. (%)3 -11 -1 +22 
Sources:  1.   Annual Business Enquiry, 2003. 

    2. Annual Scottish Labour Force Survey, 2003. 
    3. Annual Survey of Hours and Earnings, 2004. 

 
Conclusions 
 
3.29 The logistics and transport sector accounts for over 8% of business 
activity (as measured by turnover) in Scotland.  In the context of the whole 
Scottish economy, this is far from insignificant.  While only a very few of the 
100 largest UK logistics firms operate from a headquarters or principal base in 
Scotland, the average fleet size of hauliers in Scotland is notably above the 
UK average.   Air and Sea transport are, for obvious geographical reasons, 
also relatively more important in the Scottish logistics industry. 
 
 
3.30 The make-up of the industry has significant implications for the 
development of training and skills, pointing towards a heavy emphasis on the 
small and medium-sized firms, many of which are operating in relatively 
remote local areas.  The larger firms, principally engaged in servicing trade 
with the rest of the UK, as well as within Scotland, face many of the same 
issues of an ageing and under-skilled workforce as does the remainder of the 
UK.   These were discussed in the main Stage 1 report, while other important 
strategic issues which are specific to Scotland are reserved until Chapter 9. 
 
 
3.31 The pattern of employment in Scotland is changing in a similar manner 
to that found in the rest of the UK.  The numbers of jobs in primary sectors, 
such as manufacturing and construction, are reducing while those in the 
service sectors are increasing.  In Glasgow for instance, service sector jobs in 
this formerly great manufacturing city now account for 87% of employment 
(Scottish Enterprise, 2005).  There are no specific data showing how such 
overall trends are affecting logistics, but given a stable or improving economic 
climate, the distribution and transport sectors (which overlap with logistics 
considerably) are expected to see a rise in Scottish employment of around 6% 
by 2012 (estimated on the basis on information in the main Stage 1 report). 
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3.32 Lastly, the composition of the logistics workforce in Scotland differs 
from the pattern for the country as a whole.  Under 21% of the workforce in 
this sector is female, compared to 51% in the total economy, while ethnic 
minorities are virtually unrepresented in all sub-sectors except air transport 
support functions.  Within logistics, employment for both these groups is 
lowest in the road transport sub-sector, which also has the highest age profile. 
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4. KEY DRIVERS OF BUSINESS COMPETITIVENESS 

 
Introduction 
 
4.1 Seven major drivers of change were identified in the course of the 
literature review and the field-work for this project.  These are briefly reviewed 
below; further information is contained in the main Stage 1 report and the 
review of literature.  We conclude this chapter with a brief review of the skills 
needs of the logistics sector in Scotland, and the economic priorities for 
learning and skills. 
 
 
Globalisation 
 
4.2 The global economy is currently undergoing a transformation on a 
scale last seen at the end of the 19th Century.  Six key trends have been 
identified by the Treasury (H M Treasury, 2004) as shaping global economic 
development over the next ten years: 
 
• Changing balance of economic activity with shift in output towards 

emerging economies. 

• Greater competition for foreign investment. 

• Increasing international specialisation with production chains becoming 
increasingly specialised and dispersed across continents. 

• Greater rewards from innovation. 

• Skills will become increasingly important at all levels and the demand for 
skilled workers is likely to increase. 

• Increasing pressure on energy resources and the environment. 
 
4.3 The changes in the economy resulting from globalisation have had a 
marked effect on the logistics industry, notably in production, procurement 
and distribution, e-logistics and e-transport, and in outsourced activities.  
Many logistics providers now need to build a global network, either on their 
own or with partners, with communications systems and software to manage 
the supply chain efficiently.   
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Technological changes 
 
4.4 Technological change is affecting the logistics industry in several 
important ways: 
 

• Use of radio frequency identification (RFID) in tracking the movement 
of goods and other items; 

• Global positioning systems (GPS), aiding navigation and also the 
location of vehicles and personnel; 

• Other developments in communications which help to achieve tighter 
control of stocks, as well as lower levels of stock held against 
prospective demand; 

• Computerisation is helping supply chains to become more tightly and 
yet more flexibly integrated.  This is achieved through more efficient 
techniques of inventory management, more efficient use of vehicles 
and manpower, improved scheduling, ‘backloading’ and load-sharing.  
The combination of these developments has led to the growth of 
‘reverse logistics’, that is, the return of goods and items from 
destination to origin if they are damaged or unsuited to the customer’s 
requirements, and the return of worn out or redundant items, packaging 
and waste for recycling.  An important driver for reverse logistics is the 
EU Waste Electrical and Electronic Equipment (WEEE) Directive, on 
which UK government is expected to issue regulations later in 2005; 

• Automation, for example in warehousing operations, which can 
accelerate and improve the reliability of ‘picking’ and order assembly; 

• Vehicle developments, which are improving fuel efficiency, comfort and 
manoeuvrability and reducing maintenance and running costs.  These 
changes are reducing the need for high levels of stamina and strength 
among drivers and thereby increasing the potential pool of labour. 

 
 
Consumer demand 
 
4.5 Much of the innovation in logistics operations and services over the 
past twenty years has been driven by developments in the UK retail sector. 
There has been a shift from ‘inventory-driven’ to ‘service-driven’ supply 
chains.  According to Mason (2005), ‘the focus of much logistics consultancy 
and system design has been on developing methods of “primary supply” (from 
factory to warehouse) and “secondary supply” (from warehouse to shop) that 
can respond quickly and flexibly to rapid shifts in consumer demand, without 
incurring the significant costs that can result from having to deal with the over-
supply of unsold or unsellable goods’.  Primary and secondary supply 
systems in turn have become more closely integrated, with the spread of 
computer-based sales ordering systems to manage the flow of goods into 
retail outlets. 
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Government and EU policies 
 
4.6 Central government impinges on the logistics industry in many different 
ways, and a fuller discussion is contained in the main Stage 1 report and the 
literature review.  Apart from Government’s concern to raise the productivity of 
UK industry across the board – as evidenced by the setting up of sector skills 
councils – the following points are of some significance in the Scottish 
context. 
 
4.7 The Scottish Executive (2005) has produced a report on the efficiency 
of the road freight transport sector.  This evaluated a wide range of issues and 
listed key objectives relating to efficiency and sustainability.  The objectives, in 
summary included: 
 
♦ Improving the perception of freight among the public and various agencies 

concerned; 
♦ Promoting careers in road freight; 
♦ Implementing Freight Quality Partnerships; 
♦ Developing technology-based information support, both in vehicles and 

organisations; 
♦ Reducing the negative environmental effects of freight activities; 
♦ More driver training. 
 
 
4.8 The logistics labour market (and especially road freight) has a number 
of features which need to be addressed if these objectives are to be met.  It is  
unclear from the report however whether these features have as yet been fully 
appreciated.  Apart from the reference to more driver training, there is virtually 
no mention of the extent of other training required and little or no recognition 
of the importance of more and better management training and development.   
Yet the logistics sector in Scotland is characterised by a much small 
proportion of people qualified at S/NVQ level 4 or above.  Managers at all 
levels are the key decision-makers and the quality of their knowledge and 
understanding is critical for the long-term improvements recommended in the 
report.  
 
 
4.9 The small proportion of people with higher level qualifications is 
apparently associated with a lack of appreciation of the value of training, in 
comparison with other sectors in Scotland.   60% of logistics organisations, 
when surveyed, stated that no off-the-job training was needed in their 
businesses.  This compares with an average of 36% for organisations in other 
sectors.   Lack of appreciation of the potential of training was also a factor 
highlighted in a report publicised by Highlands & Islands Enterprise (HIE, 
2000).  Apart from a lack of basic skills, HIE pointed to the low awareness 
among small firms of the link between learning and productivity, and low 
levels of training provided to low wage-earners.  
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4.10 Many of the industry sectors which the Scottish Executive would like to 
promote depend on a substantial capability in logistics in order for them to 
survive and prosper.  That capability is increasingly dependent on an 
appropriate level of skills, which those concerned with skill development in 
Scotland will need to take account of in their planning and investment 
decisions.  Since the changes which have taken place in the governance of 
Scotland over recent years, new opportunities have been created to promote 
and training and skills.  It seems essential for logistics organisations 
(employers, associations and providers) to ensure that the needs of their 
sector are adequately taken into account in the new arrangements.   
 
 
The environmental agenda 
 
4.11 Some of the key initiatives have already been mentioned in the main 
Stage 1 report: the WEEE Directive; and the spread of reverse logistics in the 
drive to recycle more waste products.  Local planning may also impose 
constraints on the industry through limits on access to certain highway routes, 
on parking of vehicles, loading and unloading hours, noise and particulate 
emissions (for example in so-called ‘clear zones’).   The principal challenges 
in this situation are at two levels: first, in training and advising operatives on 
the best ways of meeting compliance objectives; second, in thinking creatively 
and constructively about strategic responses to the developing environmental 
agenda. 
 
 
4.12 There is a continuing interest in shifting more freight from road to rail, 
and some of the larger haulage companies based in Scotland, (W H Malcolm 
is one example) have experimented with regular movements of containers in 
this way.  This involves bringing containers by road to a rail terminal, such as 
Grangemouth in the central lowlands, from where regular trains operate to 
Daventry International Rail Freight Terminal (DIRFT) in the west midlands for 
onward distribution of consignments by road or through the Channel Tunnel 
by rail.  In England & Wales, Rail freight grants, which provided assistance 
with capital investment in new rail handling facilities, have been suspended for 
several years (though they may be re-instated in 2007).  However, it is 
possible, under powers available to the Scottish Parliament and the Scottish 
Executive, to apply for Rail and Water freight facilities grants in Scotland.  
 
 
Industrial relations 
 
4.13 In line with national trends in a number of other industries, the 
unionisation of the workforce in logistics has been static or declining for a 
number of years.  Nevertheless, as revealed in the Moral Maze debates, 
organised as part of the project, it is clear that unions like the Transport & 
General Workers (TGWU) maintain a strongly positive interest in recruitment 
issues, training and skills development. 
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4.14 The TGWU has drawn attention to some of the important social factors 
militating against the haulage industry in particular: 
 

• Companies often appear to poach drivers rather than train them; 
• Parking facilities for drivers obliged to spend the night with their 

vehicles are frequently of a poor standard; 
•  ‘Night out’ allowances are being eroded by the taxation system; 
• The age profile of the industry (as noted above) is high, and initiatives 

are needed to correct this; 
• Shift work and unsocial hours, including weekend working, are less 

acceptable to many young people; 
• Drivers are treated poorly by others in the industry – e.g., at delivery 

points, and many do not receive the respect they feel they deserve, 
even from their own managers in some cases; 

• Major employers sometimes do not act responsibly towards their 
drivers. The interconnectivity of decision making throughout the supply 
chain can cause problems for those working in the transport function. 

 
 
4.15 Nevertheless some organisations continue to show innovative and 
positive approaches to training and staff retention issues.  One example of 
this is given in the box on the next page. 
 
 
Implications for skill needs 
 
4.18 In the preceding sections, we have identified the principal drivers of 
change in the logistics industry.  Using insights from the literature survey, and 
other information from our enquiries, we have made deductions about the 
implications for future skill needs in Scotland, as follows. 
  

Globalisation – development of broader management perspectives;  
multi-skilling of many occupations, as an adjunct to greater flexibility of 
working;  techniques of managing outsourced functions, including 
overseas; language skills;  partnering skills in order to build networks 
across national boundaries. 
 
Technological change – skills in understanding and interpreting the 
potential for adoption (or rejection) of new technology; change 
management skills;  communication skills to educate and inform the 
workforce and customers about changes, and to engage their co-
operation.  Examples where communication would be especially 
important are the introduction of hand-held computers, auto-routing 
devices and reverse logistics.  Supervisory skills stand out as particularly 
important in this context, given the ‘flat’ structure of many haulage firms.   
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Consumer demand – At present, many logistics firms are in a wholly 
responsive posture towards their commercial clients; yet the information 
from field-work suggests that logistics firms which take the initiative in 
proposing practical and cost-effective solutions to customers – in effect 
taking the customer’s objectives and problems as their own, and thinking 
creatively about them – can increase their margins and deliver savings 
which were previously hidden or ignored. 
 
Government policy – the industry is characterised by a very reactive 
approach, with (in many cases) little ability to anticipate change or plan 
effectively for it.  There is a need for greater current awareness of the 
implications of policy, coupled with techniques of ‘working with the grain’ 
rather seeking to escape from them. A  good example of pro-action is 
the recent RHA initiative in Scotland where the RHA, petitioned the 
Scottish Parliament to conduct an inquiry into the future prospects for 
the Scottish haulage industry and any knock-on impact for the Scottish 
economy. 

 
  Coping with driver shortages in Scotland 
  
The company is a large ‘own account’ operator with 3500 employees, of 
which 2000 are drivers, and 1000 hold licences for LGVs.  It puts about 200 
trainees through the LGV test each year, of which about 50% are re-tests 
(the national norm).  In principle, anyone (including women) is accepted for 
goods vehicle training who is in possession of a car driver’s licence.  The 
company will also arrange testing at any DSA location with the capacity to 
test a new driver when the person is ready.   As a rough guide, if a qualified 
driver stays 12 weeks, he or she is likely to stay indefinitely. 
 
Owing to expansion of the company, there is always a demand for drivers, 
and 12 instructors are occupied full time on training. Anyone with three 
years’ experience as an LGV driver is eligible to be trained as a trainer.   
 
The company has experience with recruits from accession countries of the 
EU, but does not see them as a significant answer to recruitment problems.  
Cultural differences make for difficulties, although some nationalities adapt 
more easily than others.  Migrants cost more to recruit, and may have 
trouble passing the theory part of the UK’s LGV test.  They usually need 
about 8 – 10 weeks of ‘buddying’ with experienced British drivers, and some 
supervision, before they can go on their own. 
 
Retention of drivers has been a problem, so those who receive training are 
asked to sign on for two years or pay £1000 back if they leave before that 
time has elapsed.  This arrangement is thought to be fair, as recruitment 
costs alone are reckoned to be about £1000 (allowing for advertising, pay 
while training etc) and proper LGV training costs in excess of £1500.  The 
company actively supports the Young Driver Scheme. It appeals to 
youngsters who want good income and have aspirations for self-
improvement.  The company keeps a watchful eye on young drivers, and 
some of them have proven more careful and reliable than older drivers.  
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Recruiting young people has also helped to mould recruits into the 
company’s way of working:  round-the-clock operations and busy every day 
except Christmas Day.  While it is possible to keep to a 9am – 5pm routine, 
earnings are lower (around £15,000) compared to fully flexible working which 
can give an income up to £30,000.  Since the EU Working Time Directive 
has come into force, drivers have not been able to do so much on over-time, 
so a pay rise of 6.5% had to be given, on top of the annual minimum rise of 
1.8%. 

 
 
 

Environmental agenda - similar points apply as to Government policy 
above.   
 
Industrial relations - some of the improvements in management skills 
which we see as clearly benefiting the industry will include more 
meaningful and effective consultations with the workforce.  The 
experience of many organisations outside the logistics sector 
demonstrates that the knowledge and experience inherent in the 
workforce is one of the most important assets available to management 
if correctly used. 
 
Economic background - interpreting and responding to economic 
changes needs many of the same skills as outlined above for 
globalisation and technological change. 

 
 
 
Economic forces and priorities for Scotland 
 
4.19 Like all major industries, logistics is susceptible to changes in the 
economic climate.  Current Treasury forecasts indicate average annual 
growth in the range 2.4 – 2.6% per annum over the next five years, although 
there is a question-mark over productivity which is lower than in Germany, 
Italy or the OECD and EU averages.  A possible reason for this is that the UK 
labour market is relatively strong, so the workforce may include more marginal 
workers who are less experienced (though not necessarily less well qualified).   
 
 
4.20 One important factor needs to be borne in mind when considering the 
economic indicators: logistics is a derived function – in other words its 
activities are driven by what other industries and consumers require.  It is not 
able to stimulate demand in quite the same way as manufacturing companies 
may do, and indeed it would be burdensome on the economy, beyond a 
certain point, if it did so.  For this reason (among others) logistics has a 
particular interest in ‘lean systems’ and in ‘doing more with less’. 
 
 

Right Skills, Right Place, Right Time! The sector skills agreement for the Logistics sector in Scotland. 
 
An assessment of skills needs and current provision in Scottish Logistics. 

30



 

4.21 The converse of this argument is that while logistics may be a derived 
function, other forms of economic activity are impaired if logistical support is 
inadequate.  Indeed, the survival and success of businesses in the Highlands 
& Islands are more than usually dependent on the support of the logistics 
industry, as recognised for example in the Shetland Local Economic Forum 
Action Plan (2001).  Thus the geography of Scotland means that air and sea 
freight are of added importance compared to the rest of the UK.  This implies 
a continuing requirement for skilled labour which is conversant with 
operational standards at airports and sea ports, along with the ability to 
operate specialist equipment for cargo handling, etc.  But it in no way 
diminishes the value of a skilled work-force in road and rail-orientated 
businesses which is of at least equal significance in Scotland as it is the rest 
of the UK. 
 
Conclusion 
 
 
4.21 The market place for logistics is strongly competitive at all levels and 
increasingly functions on a global scale, or at least on a Europe-wide basis.  
Some indication of the competitive pressures at international level is given by 
the recent mergers which have taken place between DHL and Securicor-
Omega, Exel Logistics and Tibbett & Britten etc.  It seems that margins are 
becoming too tight for many players, both large and small, and they seek 
economies of scale through consolidation.  Indeed, most of the large 
international logistics firms are no longer UK-owned, although they continue to 
employ significant numbers of people in Scotland.  A fuller discussion of the 
competitive position of the logistics sector in the UK and European context is 
contained in the main Stage 1 report.  
 
 
4.22 The sector has a large number of small organisations, frequently 
managed by owner-proprietors, for whom funding of learning is generally 
more difficult and the need for it is often under-played.  Investing in their own 
(or their successor’s) management and leadership skills tend to be seen as 
less of a priority than more immediate business needs.  Targeted investment 
could help to ‘pump-prime’ such initiatives. 
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5. Training, Recruitment, Skill Needs and Shortages in the 
Scottish Logistics Industry 

 

Introduction 

5.1 In this chapter we describe and analyse the principal ways in which 
logistics training is delivered in Scotland, set against a picture of current and 
future skills needs.  As explained in Chapter 2, questions of skill development 
are intimately connected with staff recruitment and retention, so we include 
relevant information on those topics also. 
 
 
5.2 Scottish organisations engaged in road freight operations have 
particular difficulties with the recruitment and training of drivers, and to a 
lesser extent with other types of personnel.  This is often spoken of as a skill 
shortage problem – and up to a point that is correct – but its origin is in a 
basic shortage of labour entering the road freight industry, which has to be 
remedied first.  It is not clear, therefore, whether improvements in the quality 
and quantity of skills training will overcome the problem, unless other factors 
such as pay, conditions, stress factors, career prospects and the image of the 
industry are also addressed.  In that case, the driver shortage problem 
extends well beyond the parameters of the present study.   
 
 
5.3 The low proportions of skilled personnel in freight transport represent a 
serious and growing problem for the industry throughout the UK.  Drivers, who 
are the key to the whole logistics chain, are perceived to have low status, 
which affects the industry’s ability to attract new entrants and retain existing 
drivers (FTA 2004).  A survey, conducted in 2003 among 200 FTA members, 
found that 83% ‘were experiencing difficulty in recruiting LGV drivers or 
finding it harder’ than they had done in the recent past.   
 
 

Vacancies, skills shortages and skills gaps 

 
5.4 Labour turnover in the road freight industry is proverbially high.  One 
indicator of this, assuming trading conditions are relatively stable, is given by 
the proportion of firms which have recruited staff in the past three years.  
According to the Future Skills Scotland report, 69% of logistics organisations 
recruited new staff in the past three years.  Clearly such a large turnover is a 
major source of inefficiency in the industry, and needs to be addressed.   
 
 
5.5 The sources of recruitment show a number of variations, in particular 
for recruiting people who have just completed full-time education, and more 
information is contained in Table 5.1. 
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Table 5 1 Sources of recruitment into first job 
 
% organisations recruiting School Further education Higher education 

Logistics sector 18 7 6 
Other sectors 24 18 17 
Source: Future Skills Scotland, 2005. 
 
 
5.6 Labour turnover in logistics as a whole, at about 23%, is similar to that 
in the rest of the Scottish economy, but the level of vacancies (2%) is lower 
than the average of 4%.   
 
 
5.7 Skills shortages are defined as occurring when an employer has a 
vacancy that is hard-to-fill because applicants lack the necessary skills, 
qualifications or experience.  Skills shortages in Scotland are relatively 
uncommon, affecting less than one in 20 of all work-places in Scotland (both 
logistics and other sectors).  Table 5.2 compares the proportion of skills 
shortage vacancies (SSVs) in logistics with other sectors.  Although the 
proportions are lower for logistics, the more impressionistic evidence gathered  
seems to indicate that there are other factors responsible for difficulties in 
recruiting staff (see paragraph 5.2 above) and not merely a shortage of skills 
per se. 
 
 
Table 5.2 Skills shortages in Scotland 
 
Skills shortage indicators Logistics sector (%) Other sectors (%) 
SSVs as % of hard-to-fill vacancies 44 53 
Work-places reporting SSVs 4 5 
SSVs as % of all employees 0.4 0.9 
Source: Future Skills Scotland, 2005. 
 
 
5.8 Skills gaps are defined differently from skills shortages, and arise when 
an employer judges that an employee is not fully proficient in his or her job.  
Skill gaps are more common than skill shortages, affecting about 20% of 
Scottish work-places.  Skills gaps in the freight logistics sector are reported as 
affecting 9% of employees and work-places, compared with a figure of 8% for 
the Scottish economy at large. 
 
 
5.9 The areas mainly affected by skill gaps are generally the ‘soft’ ones, 
including such tasks as customer relations and problem-solving.  The reported 
impacts on business included higher running costs, difficulties in meeting 
quality and customer requirements, and problems in implementing change.  
The position is analysed in more detail in Table 5.3, which shows that in 
several respects the percentage of work-places with skill gaps was higher in 
logistics than in other sectors.    
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Table 5 3 Skills lacking in employees with skill gaps 
 

% of workplaces with skill gaps  
Skills Logistics Other sectors 
Customer handling skills 55 52 
Problem solving skills 53 49 
Planning and organising 52 53 
Oral communication skills 49 44 
Team-working skills 46 49 

Source: Future Skills Scotland, 2005. 
 
 
5.10 What was the impact of skill gaps on logistics businesses?  The data in 
Table 5.4 suggest that while the tasks affected were broadly similar to those 
in other sectors, their impact on logistics organisations was consistently 
higher. 
 
 
Table 5 4 Impact of skills gaps on Scottish logistics organisations 
 
Impact of skills gaps Logistics sector Other sectors 
Higher costs 88 39 
Less able to meet customer needs 66 54 
Less able to meet quality standards 54 50 
Difficult to implement new practices 43 38 
Difficult to introduce new technology 30 24 

Source: Future Skills Scotland, 2005. 
 
 
5.11 The most common response to coping with skills gaps was to increase 
training.  Although 84% of logistics organisations said that they provided new 
training, it seems likely that in many cases this was little more than routine 
induction training for new recruits, in order to put across company rules and 
procedures.  Freight logistics organisations were also less likely to have 
funded or arranged training for their employees than did those in other sectors 
- 54% in logistics, compared to 62% elsewhere. 
 
 
5.12 The most common reason given for not training staff was that it simply 
was not necessary (despite the presence of gaps).  The difference between 
logistics and other sectors however was that while 83% of logistics employers 
quoted this as a reason, the proportion for other sectors was much lower, at 
54%.  This may suggest a lack of awareness of the potential of training, as 
much as an objective absence of need.  The next most important reason for 
not training was ‘No training available’, cited by 36% of logistics respondents 
and 19% of employers in other sectors.  Issues of training provision are 
explored more fully in Chapter 6. 
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Logistics qualification levels in Scotland 
 
5.13 A situation of considerable fluidity in the labour market is scarcely 
conducive to sustained development of skills or to a stable process of career 
progression.  This is reflected in the low proportions of staff who hold formal 
qualifications at S/NVQ level 3 or above in the logistics sector in Scotland.  
Table 5.5 compares the educational profile of employees in logistics with the 
profile in other sectors.  It will be seen that, except at S/NVQ Level 2 and 
below, a smaller percentage of logistics employees in Scotland have 
qualifications than in other sectors. 
 
Table 5 5 Levels of qualifications:  logistics compared to other sectors 
 
Level of qualification Logistics 

(% qualified) 
All sectors 

(% qualified) 
S/NVQ Level 4 13 34 
S/NVQ Level 3 14 15 
S/NVQ Level 2 15 12 
Below S/NVQ Level 2 14 11 
No qualifications 15 11 
Source: Labour Force Survey, 20003-04. 
 
 
SKILLS NEEDS 
 
Literacy and Numeracy Skills 
 
5.14 Perhaps the most important issue under this heading concerns the 
deficiencies in literacy and numeracy skills reported in the course of  
interviews with key informants.  This is a sensitive subject for many people 
and therefore difficult to quantify; it is certainly not reflected in the statistics 
reviewed in the paragraphs immediately foregoing.  Nevertheless there are 
good reasons for thinking that literacy and numeracy problems occur more 
widely in logistics than in many other industries.   This is partly because some 
people have taken up vehicle driving (perhaps before the introduction of a 
theory element in the driving test) as a way of concealing deficiencies in 
literacy or numeracy that would disqualify them for other occupations.  With 
the spread of new technology and a tighter regulatory regime, such 
employees may find it increasingly difficult to cope. 
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Generic skills 
 
5.15 At the junior management and supervisory levels, there is a raft of 
evidence, ranging from the IES/SPRU study (see the Literature Review) 
through to the Moral Maze discussions held as part of the present project, 
which confirms the widespread and continuing need for training in generic 
skills.  These include operational and staff management, use of IT and 
leadership. Comparisons with other developed nations, notably the United 
States suggest that Scotland (like the rest of the UK) is also suffering a skills 
gap at the middle management and supervisory levels.  In the USA, where the 
proportion of the workforce who are illiterate is the same as the UK, the 
middle layer have higher skills than in the UK, and are able to develop and 
implement best practice to overcome the deficiencies at the lower end of the 
labour market (see Turner, 2005). 
 
 
Technical skills 
 
5.16 Technical skills needed in the industry are mainly at operative level, 
although traffic office staff and supervisors, as well as drivers, need to be 
trained in legislative compliance for which a degree of technical knowledge is 
necessary.  The skills concerned fall into two broad categories:  ‘mandatory’ 
ones, which have to be mastered in order that the person can be employed 
legally in a job;  and ‘desirable’ ones that contribute to the efficient and 
effective working of the organisation.  
 
Mandatory 
  

• Licences to drive various classes of goods vehicles.  However, the 
pass rate for the ‘C + E’ licence is around 50%, suggesting that many 
candidates are insufficiently well trained and prepared for the vital test; 

 
• The Certificate of Professional Competence (CPC) in Road Haulage 

Operations (see box below).  Again, pass rates are quite low – below 
50% for some modules; 

 
• Digital tachographs must be fitted to new goods vehicles which exceed 

3.5 tonnes gross vehicle weight (gvw), used after August 2006. The 
introduction of these tachographs will have significant training 
implications for drivers, as well as supervisory and management staff, 
because of the radically different way in which they operate from 
existing instruments, the information provided by them and the format 
in which the data is produced.  
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Desirable 
 

•  
 
 

 
The Certificate of Professional Competence (CPC) 
 
Under European Union Directives EC74/561/EEC and EC89/438/EEC, 
transport managers of goods vehicles have to be professionally competent. 
The operator himself or herself (or the relevant person employed by the 
operator) must have achieved certain standards and hold either a CPC or 
some other qualification recognised by the authorities.  The CPC, awarded 
by the Oxford, Cambridge and Royal Society of Arts Examination Board, is 
the most commonly found of these qualifications;  but other examples are the 
CILT Certificate in Logistics & Transport and the British Association of 
Removers National Certificate in Removals Management.  Holding a CPC or 
equivalent is the pre-requisite for obtaining an Operators (‘O’) licence under 
Department for Transport regulations. 

Non Mandatory skills 
 
• Firms which have invested in the Safe and Fuel-Efficient Driving 

(SaFED) initiative claim substantial savings in running costs and 
accident reduction.  Defensive driving techniques have brought similar 
dividends; 

 
• Some technical knowledge is increasingly important for optimum use of 

sophisticated vehicles.  Manufacturers and dealers have an interest in 
improved skills here, and some have already started to offer help to 
firms in training their employees (Scania has its own training school for 
buyers of new vehicles); 

 
• Customer service skills. Many driving jobs involve some interaction 

with an end customer such as Parcel delivery or any other delivery of 
items to homes or offices. (E.G. Furniture, White goods, Computer 
equipment). The job might involve the set up and installation of items 
as well as simple delivery. The driver then becomes the ambassador of 
the company and good Customer service and communication skills 
become necessary.  
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Management skills 

 
5.17 There are strong arguments for believing that many of the skill needs 
identified in the foregoing sections will not be adequately addressed if 
management at the top of logistics organisations does not take action.  That 
assumes of course that management is able to diagnose skill shortages and 
gaps, and has the ability and resources to respond.  From the interviews 
conducted with key informants, and from group discussions, it was apparent 
that there are major doubts in this area, and a raft of other evidence relevant 
to Scotland tends to confirm this view (see for example the Scottish Enterprise 
Glasgow Operating Plan, the Scottish Employers Skills Survey, Shetland 
Local Economic Forum Action Plan etc.). 
 
 
5.18 The problem is acute owing to the structure of the industry, being 
composed of a very large proportion of small businesses.  These are typically 
the organisations which find it most difficult to make time and money available 
for management training or even to carry out a rounded assessment of 
training needs and options for meeting them.  In that sense, small firms in 
logistics are perhaps not greatly different from those in other sectors;  but so 
far they do not seem to have responded very positively to the broader 
initiatives targeted by government and the EU towards SMEs, and may 
therefore constitute a case for special help with management development. 
 
Highland and Islands enterprise have a strategy to create a ‘Smart , 
successful’ Highland and Islands that will address some of these needs. 

Future skills needs 

5.19 Little previous work exists on the future demand for skills in the 
logistics industry and, in that sense, the present study broke new ground in a 
number of areas – through the survey of managers’ expectations, the Moral 
Maze and group discussions, and the Delphi exercise conducted in the 
concluding weeks of the project.  However the Futureskills Scotland report 
revealed that logistics organisations were generally less likely than others to 
plan and budget for training and development, as shown in Table 5.6. 
 
Table 5 6 Planning and budgeting in Scottish logistics organisations 
 

% firms using formal planning for trainingType of plan 
Logistics sector All sectors 

Business plan 49 60 
Equal opportunities policy 51 56 
Human resources plan 23 29 
Training plan 25 38 
Training budget 23 30 
Source: Future Skills Scotland, 2005. 
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5.20 The reasons for the tendency in logistics not to plan or budget for 
training are not entirely clear, but there are two factors that may be relevant.  
First, as for the whole of the UK, there is a large majority of small 
organisations in the sector, which may lack the time and resources for formal 
planning.  Second, as noted in Table 5.5 (above), achievement of Level 4 
qualifications in the Scottish logistics sector is lower than for other sectors.  
This may mean that managers are themselves less adequately trained in 
planning techniques and correspondingly less aware of their value. 
 
 
5.21 The findings in Futureskills Scotland tended to confirm some earlier 
conclusions by the report on Learning for Life:  a joined-up approach (HIE et 
al, 2000) which found that low wage-earners often have low levels of training 
and poor opportunities for life-long learning.  Small firms in particular had little 
knowledge of the various types of training that could be provided, and suitable 
sources of funding, as well as a low awareness of the link between learning 
and improved productivity. 
 
 
5.22 One area where the logistics industry can clearly foresee a need for 
future training concerns the implementation of EU legislation (especially 
Directives and Regulations).   It appears however that many firms are dilatory 
or unclear about rising to the challenge of EU legislation.  An example is the 
Directive on Driver Training (2003/59/EC), published in 2003 (see section 
5.16 above, under ‘Mandatory requirements’).  It stipulates that, from 
September 2009, professional drivers of goods vehicles will be required to 
undertake initial and periodic structured training.  
5.23 The training will lead to a revised Certificate of Professional 
Competence designed to include key aspects of: 
 

• Road safety 
• Dealing with emergency situations 
• Better driving technique to reduce fuel consumption 
• Reducing environmental damage 
• Health and safety 
• Prevention of trafficking of illegal immigrants 
• Assessment and prevention of physical risk 
• Information about the social environment 
• Information about the economic environment of road transport  

 
 
5.24 The prospect of the new Directive coming into force offers an important 
stimulus to review and extend current training initiatives in Scotland.  Training 
to meet compliance objectives is, under current Treasury rules, unlikely to 
attract funding, so employers may see it as an unwelcome additional cost. 
They will, therefore, need to ensure that they extract maximum value from any 
other training programmes for drivers, as part of their obligations to fulfil the 
requirements of the Directive. 
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Conclusion 

 
5.25 A summary of skills needs in Scotland is contained in Table 1 of the 
Appendix to this report.  There are some major challenges ahead for the 
industry, both in terms of closing the current skill gaps and in meeting the 
demand for extended and additional skills in the future.  Particularly important 
seem to be the need to address literacy and numeracy skills deficits, where 
the logistics industry in Scotland is generally thought to be behind the all-
industry average;  and the need for qualified staff at or above S/NVQ level 3.  
It seems probable that, unless the skill deficits at management level are 
addressed, there will be insufficient impetus for change lower down in logistics 
organisations.  We are in no doubt, on the basis of the evidence obtained, that 
the strategic problems facing the industry cannot be adequately addressed 
without a sustained intake of experienced and highly qualified senior 
professionals 
 
 
5.26 A similar argument affects the response to likely demands for skills in 
the future, as the industry seeks to take advantage of new technology and the 
opportunities to serve new markets – both globally and locally.  If 
management is not equipped with an understanding of how change is 
affecting the business, and the vision to tackle it, Scottish logistics companies 
will find themselves increasingly unable to compete. 
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6. A REVIEW OF TRAINING PROVISION 

In-house training 

 
6.1 To gain an overall impression of the balance between types of training 
across occupational categories in the logistics industry, the research included 
questions in a UK-wide survey of logistics managers.  An analysis of findings 
from that survey is in the main Stage 1 report, and it contains helpful 
background for the present report.  This chapter analyses training provision by 
principal professional groupings, based on UK-wide information with cross-
checks using data from in-depth interviews to confirm the relevance to 
Scotland. 
 

Transport and distribution managers 

 
6.2 Among the majority of logistics firms (which are generally small 
operators catering to the haulage market within Scotland or between Scotland 
and the rest of the UK) training of transport and distribution managers is 
characteristically informal and heavily dependent on learning from experience.  
In such firms, the most likely training to be undertaken by managers would be 
to enable them to gain the CPC.  Broader management and logistics 
knowledge is generally seen as much less important than is understanding 
the requirements for holding of an Operators (‘O’) Licence (see section 5.16 
above). 
 

Storage and warehouse managers 

 
6.3 The principal training provision relevant to this group is in the use of 
company IT systems for inventory management or stock control, with some 
technical training in machine operation, health & safety and risk assessments.  
For IT training, there are two broad levels of training:  
familiarity with basic computer packages such as Microsoft Excel or Outlook;  
and the manipulation of an in-house system which may well have been 
developed especially for the firm.  
 
 
6.4 In the first case, employees will probably have learned the necessary 
skills informally in a previous job (or possibly at a local college);  in the latter 
case, skills could only be learned on the job, or from the software 
company/consultants who developed the system.  A somewhat similar 
situation applies to machinery for handling items in the warehouse:  training is 
most likely to have been given in-house by someone who already ‘knows the 
ropes’ or by the manufacturer/supplier who installed the equipment.  The latter 
is often an excellent source of specialist training and sometimes provided 
‘free’, although the supplier no doubt recoups the cost in some way through its 
pricing structure. 
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Transport and distribution clerks 

(a) Traffic clerks 
 
6.5 Training for transport clerks (often referred to as traffic clerks) mirrors 
the approach for transport and distribution managers described above.  Any 
training given is likely to be informal and reliant on learning from experience, 
particularly in the smaller freight logistics companies.   
 
 
(b) Warehouse clerical and operational staff 
 
6.6 Most staff in this category are again in relatively low status, low paid 
positions, and many seem to have little sense of career structure or prospect 
of advancement.  The most usual way forward for people in this group is to 
gravitate to being a transport supervisor or transport manager.  Typically, 
recruits into clerical grades have been trained in the elements of commercial 
office procedure in some other organisation, or have learned them on the job.   
In some cases they may have attended a local college for introductory training 
in computer knowledge or principles of accounting.   
 
 
6.7 Qualifications available for transport clerks and managers, and 
warehouse managers and clerks include: 
 

 Certificate in Professional Competence (national/international) 
 CILT Certificate level qualification 
 Certificates in Supervisory Management 
 S/NVQ in Distributive Operations 
 S/NVQ in Carry and Deliver Goods  
 S/NVQ in Traffic Office  
 Advanced Health & Safety 
 S/NVQ in Distribution, Warehousing and Storage Operations 
 S/NVQ in Storage and Warehousing (new qualification) 
 HND Personnel and Business Studies 

 
There are also many generic management qualifications at a variety of levels 
from a variety of sources. 
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Large goods vehicle (LGV) drivers 

 
6.8 This is by far the largest single category of staff in the logistics industry 
in Scotland (as it is in the rest of the UK), and training provision is problematic 
for many firms which do not have the time and facilities to undertake LGV 
training in-house.  The cost of sending a trainee to a driving school in 
Scotland is said to be typically in excess of £1,000, including test fee.  This is 
somewhat lower than the fee levels in most of the English regions, but 
nevertheless is a substantial amount. 
 
 
6.9 Provision for LGV driver training is largely in the hands of commercial 
training firms, trade bodies and one-person training enterprises or sole 
traders.  A number of the latter have originally been trained as instructors with 
the armed forces and now make a living by coaching drivers to pass the ‘C’ 
licence or ‘C + E’ licence on a one-to-one basis.   
 
 
6.10 Qualifications catering for LGV drivers include: 
 

 Safe and Fuel Efficient Driving (SaFED) 
 S/NVQ in Driving Goods Vehicles level 2 or level 3 
 ADR (dangerous goods) compliance 
 Movement of Dangerous Goods by Road 
 Driving Instruction  
 S/NVQ in Carry and Deliver Goods level 2 (new qualification)  
 Skills Award for Fork Lift Truck Driving. 

 
 
6.11 A significant problem for many firms is that even if they sponsor a 
recruit to undertake LGV training, they may not see the benefits for some 
months until the person becomes experienced.  The nature of the driving test 
is such that, although it is possible to pass both the theory and practical 
aspects quite satisfactorily, an employer will be reluctant to trust the new 
driver completely in all situations, whether on or off the road.   Nurturing a 
recently-qualified driver can also be a thankless task if the person is lured 
away by a competitor offering higher pay. 
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Van drivers 

 
6.12 Van drivers in Scotland are the largest single category of logistics 
employee (this is in contrast to England where LGV drivers predominate).  It is 
possible to drive a van up to 3.5 tonnes gross weight without any specialist 
qualification – a category B licence (see box in Chapter 3) is sufficient.  
Moreover, many older people in possession of a driving licence obtained 
before the 1997 changes in legislation, have so-called ‘grandfather rights’ 
which allow them to drive a vehicle up to 7.5 tonnes maximum gross weight 
(mgw).  Consequently, the barriers to entry into this sub-sector of the logistics 
business are low, and many of the fixed costs (including responsibility for 
training) that are associated with larger operations are either avoided or off-
loaded on to drivers.  It is said that more people in this category are female 
than among other licence categories;  they are also more likely to be part-time 
and without either vocational or higher level qualifications.   
 
 
6.13 The positive aspect of the situation is that it enables younger men and 
women to gain experience of driving as a job, before they move on (should 
they wish) to handling a heavier vehicle.  A difficulty however which Scottish 
employers have drawn attention to is that, apart from the age limitations on 
gaining a ‘C or ‘C + E’ licence, many young people who come into logistics 
are temperamentally resistant to acquiring the SVQ or other formal 
qualification (see box for details). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
‘I want to drive, I don’t want to study’ 
 
The thrust of existing programmes to deal with skill shortages is strongly 
orientated towards gaining qualifications (as well as training people in what 
they need to know and do in a job).  From interviews conducted it has 
emerged that employers do not always see this as helpful in the recruitment 
and retention of staff.   A number of people (young and old, new entrants and 
experienced workers) are resistant to formal accreditation processes, which 
they see as forcing them towards an over-academic model of training.  They 
are sceptical of whether these qualifications mean a great deal in practice, or 
if obtained, whether they are consistent with how people actually perform in a 
job.  There is a feeling that qualifications at operative level in, say, haulage 
are of less importance than many personal attributes like road sense, reliable 
attendance, time-keeping, and the judgement of loads, vehicles and traffic 
conditions.  These are qualities which people acquire through experience or 
following good examples and, at the most fundamental level, are often 
dependent on personality and temperament.  Despite the intention behind 
S/NVQs in recognising competences, they cannot easily take account of 
such subtle aspects of job performance. 
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6.14 In the main Stage 1 report, the research analysed the drivers of skill 
demand, which included changes in shopping behaviour, town centre 
planning, security levels, and the rise of ‘reverse logistics’.  The implications 
are that, for many companies, basic driving skills will no longer be adequate;  
our enquiries in Scotland confirm that the situation is similar in that respect to 
the remainder of the UK.  At least three other important types of skills have 
been identified as desirable, depending on the nature of the business: 
 

• Customer-facing skills – which may for example include dealing with 
substitute items in supermarket orders, asking neighbours to take 
deliveries when no-one is at home, overcoming anxieties about 
security from unknown or unexpected callers, and managing 
constraints on when deliveries can be made; 

• Navigational skills – again, these are quite often more important for van 
drivers than, say, LGV drivers on a regular route using trunk roads and 
motorways, because vans are used to deliver one-off purchases, 
supermarket orders etc.  Many drivers in this category are employed by 
courier firms offering ‘same day’ or overnight deliveries; 

• Ancillary skills – for example there are firms which now not only employ 
van drivers to deliver customers’ orders but to undertake installation of 
equipment such as washing machines. 

 
 
6.15 Qualifications catering for van drivers include: 
 

 Safe and Fuel Efficient Driving (SaFED) 
 Driving Instruction.  

 

Other goods handling and storage occupations 

 
6.16 This is a miscellaneous category, covering a variety of more or less 
skilled functions.    Some examples are: 
 
♦ packing or unpacking containers (‘stuffing’ and ‘stripping’ in the jargon of 

the industry); 
♦ trans-shipping containers between road and rail;  
♦ ‘picking’ (i.e. selecting) goods from storage shelves and containers in a 

warehouse so as to assemble a complete order; 
♦ packing, preparing and positioning loads on vehicles, ready for local 

delivery or onward carriage; and 
♦ operation of specialist machinery that may be associated with any of these 

tasks, including hand-held data entry devices, bar coders and 
communication equipment. 
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6.17 The most important aspects of training provision are concerned with: 
 

• Handling equipment, such as fork-lift trucks (of which there are several 
variants of the certificate available), narrow-aisle picking apparatus etc; 

• Dangerous goods; 
• Health & safety; 
• Risk assessment. 

 
 
6.18 The majority of provision for skills training in goods handling and 
storage occupations is through commercial training companies and trade 
bodies, with some involvement from local colleges.  Qualifications catering for 
this category of staff include:  
 

• Certificates in various types of fork-lift truck driving 
• S/NVQ in Distributive Operations level 1. 
• S/NVQ in Carry and Deliver Goods level 2 
• Advanced Health & Safety 
• S/NVQ in Distribution, Warehousing and Storage Ops level 2 & 3 

 

Postal workers, mail sorters and messengers 

 
6.19 This is a somewhat specialist category, in that a very large number are 
employees of the Royal Mail or Parcel Force.  Training for legal compliance or 
understanding Royal Mail policy (e.g. on health & safety, or equality) is 
automatically provided for all relevant staff by their organisations.  
Periodically, managers may also have to attend courses on procedural topics, 
such as a change to the budget system. 
 
 
6.20 There is a strong feeling among Royal Mail staff whom we spoke to 
that operational and management training needs to be specifically designed 
and delivered to meet the organisation’s needs (though this does not apply to 
courses for external qualifications).   When external training organisations 
have been brought in to deliver training on quality issues, the results have 
sometimes been disappointing, because the trainers did not understand the 
details of how Royal Mail operates. 
 
 
6.21 For other people in this category, particularly mail sorters and 
messengers, it is not easy to find specific information for Scotland, because 
many of them are treated as ordinary office administrative staff rather than 
being recognised as having any logistics function.  One group however has a 
clearly separate identity, namely the couriers and despatch riders catering for 
‘same day’ or overnight deliveries of mostly small consignments.   
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7. MAPPING AND ASSESSING CURRENT PROVISION 

 

Introduction 

7.1 The picture of current provision in Scotland was built up using the 
methods of enquiry described in the main reports on Stages 1 and 2, and the 
findings are analysed under the following headings: 
 

• University and university college provision  
• FE colleges and FE courses 
• Work-based learning 
• Commercial training companies 
• Professional and trade bodies 
• Electronic and other provision. 

 

Universities  

 
7.2 Scotland has thirteen universities, the Open University in Scotland, one 
university college, two colleges of higher education, two art schools, one 
conservatoire and the Scottish Agricultural College.  Logistics is quite well 
represented among the courses offered by these institutions, but more so in 
terms of postgraduate than undergraduate courses.  There are three 
universities (Napier, Stirling and Robert Gordon’s) offering first degrees in 
logistics and six (Glasgow, Glasgow Caledonian, Heriot-Watt, Napier, Paisley 
and Strathclyde) offering postgraduate qualifications of various types.  Table 
7.1 contains a summary.  For comparison, there are 13 English universities 
offering over 20 first degree courses in logistics and nine universities offering 
postgraduate qualifications. 
 
 
7.3 The Higher Education Statistics Agency (HESA) maintains records of 
student enrolments and the subject modules and courses which they take.  
Table 7.2 shows a summary of Scottish enrolments for logistics 
modules/courses in the academic year 2003-04.  Unfortunately HESA does 
not differentiate between undergraduate and postgraduate courses;  nor is 
there any simple means of establishing what proportion of students 
subsequently take employment in the logistics sector in Scotland.  Evidence 
from the UK as a whole suggests that many – perhaps as many as half – of 
those who graduate with a first degree in logistics do not take up employment 
in the sector.  
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7.4 A phenomenon of recent years is the popularity of logistics courses at 
UK universities among students from overseas, particularly the Far East.  In 
some cases this has raised difficulties for courses which include an element of 
work experience or an in-company placement, because employers have been 
less well able to absorb such students compared to those from a European or 
North American background. 
 
 
Table 7.1   Logistics courses at Scottish universities, 2005 
 
University Courses offered 
Glasgow  MA in Business & Management (Core module in 

Logistics) 
Glasgow Caledonian MSc/PG Diploma in Logistics & Supply Chain 

Management 
Heriot-Watt MA in International Business and Languages  (Option: 

International Logistics) 
MSc/PG Diploma in Logistics and Supply Chain 
Management 

Heriot-
Watt/Strathclyde 

PG Certificate in Supply Chain Management 
MTM in Technology Management (Open learning) 

Napier  BSc/BSc Hons in Transport Management 
MSc Interactive Technologies (core module in 
Warehousing) 

Paisley MSc/PG Diploma in Logistics and Supply Chain 
Management 

Robert Gordon’s BA/BA (Hons) in Information Management and BA/BA 
Hons in Management with Human Resource 
Management, Marketing, Economics or Finance (All 
include final year  option in Logistics Management) 

Stirling BA/BA Hons in Marketing (Option: Logistics 
Management) 
BA/BA Hons in Tourism Management (Elective in 
Logistics Management) 

Strathclyde MSc in Technology Management 
MSc/PG Diploma in Procurement Management 
MSc/PG Diploma in Competitive Manufacturing  
(All have an option in Logistics) 

Source: SRa enquiries, 2005. 
 
 
Table 7.2 Take-up of university logistics courses in Scotland 
 
Year Total students Total qualifiers 
2003-04 350 110 
Note:  Numbers include students taking logistics, procurement or supply chain modules on 
non-logistics courses. 
Source:  HESA Student records and module records 
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Further Education Colleges 

 
7.5 FE colleges in Scotland have an important role in the delivery of 
logistics training, in two respects.  First, many provide vocational courses, 
usually at certificate level (equivalent to S/NVQ levels 2 or 3) and sometimes 
higher.  Some of this training is overlapped by what private sector training 
companies offer;  moreover a number of FE institutions have partnerships 
with the private sector, such that the boundary between them may be hard to 
draw, with the result that analysis can be complicated.  Logistics qualifications 
offered by, or in association with, FE colleges are in four main groups: 
 

• Forklift and industrial truck driving/operations (S/NVQs and others); 
• Professional competence in road haulage operations (including the 

CPC, both national and international); 
• Logistics and supply chain management (S/NVQ levels 1, 2 and 3);  
• Distribution, warehousing and storage (S/NVQ levels 1, 2 and 3). 

 
 
7.6 The second role which FE college staff perform is in acting as 
assessors for S/NVQs that, in themselves, do not count as taught courses.  In 
the logistics sector, these are one of the most important categories of training.  
S/NVQs offer a means of externally assessing ‘work-based learning’ (WBL);  
that is, learning which is demonstrated through performance on the job in a 
range of tasks.  Hence it is also described as a ‘competence based’ type of 
qualification.  The ‘student’ is observed and mentored by a qualified person 
from outside the organisation (such as a college lecturer) and usually makes a 
record of achievements (or ‘portfolio’) demonstrating his or her competences.  
Note however that there is a great deal of other WBL provided in-house by 
firms that is not externally accredited.  
 
 
7.7 Precise information about logistics courses, numbers of students and 
costs is difficult to pin down.  That is because, in collecting statistics, agencies 
like the Scottish Funding Council (SFC) uses the generic term ‘transport’ for 
courses which may include logistics or may, on closer inspection, prove to be 
concerned wholly or mainly with passenger transport.  Bearing this in mind, 
Table 7.3 summarises statistical information from the Funding Council on the 
numbers of students who completed courses in the Dominant Programme 
Group referred to as ‘transport’. 
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7.8 Another problem in mapping provision is that while a number of 
colleges feature logistics in their recruitment publicity and web-sites, their 
courses do not necessarily run unless student applications reach the 
threshold for financial viability.  Even then, the delivery of a course may be 
contingent upon the availability of suitable staff at the required times.  It was 
decided that, in order to verify data from published sources, direct approaches 
should be made to a sample of colleges.  Wherever possible the member of 
staff responsible for advertised courses in logistics was contacted to ascertain 
the exact situation.  The amount of information obtainable was in most cases 
very limited, although it was possible to correct the initial impression which 
clearly over-represents the opportunities for training in logistics. 
 
 
Table 7 3 Scottish FE college awards in transport, 2003-04 
 
Qualification type Males Females
First degree (ordinary) 9 0 
HND/equivalent 463 24 
HNC/equivalent 83 0 
S/NVQ Level 4 417 11 
Other advanced certificate 508 15 
Other advanced diploma 35 0 
SVQ Level 3 679 18 
NVQ Level 3 286 6 
GSVQ/GNVQ Level 3 34 0 
SVQ Level 2 491 31 
GSVQ/GNVQ Level 2 14 0 
SVQ Level 1 70 0 
NVQ Level 1 11 1 
GSVQ/GNVQ Level 1 10 0 
Higher Level Intermediate 2 13 0 
Other non-advanced certificate 3,072 202 
National Certificate modules (alone) 964 39 
Other recognised qualifications 1,827 131 
No recognised qualification (non-vocational) 755 186 
Totals 9,728 637 
Source: Scottish Funding Council, Infact. 
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7.9 Subject to the checking process, the Continuing Education Gateway 
Plan-IT database, reveals the following colleges which offer logistics or 
logistics-related courses, including S/NVQs, CPC, Higher National Certificate 
(HNC) or Diploma (HND) courses and professional qualifications: 
 

Adam Smith     Forth Valley 
Ayr      James Watt 
Bell       Lauder 
Central Scotland     Motherwell 
Coatbridge     North Glasgow 
Dundee     Perth 
Edinburgh Telford    Reid Kerr 

 
     
7.10 For most of these colleges, the CPC is the most popular qualification in 
terms of student numbers, and helps to account for the relatively high figure 
against ‘Other non-advanced certificate’ in table 7.3.   There is reported to be 
little demand for the international module of the CPC, although many colleges 
say that, in principle, they can offer it.  In practice therefore, most colleges 
cover only the syllabus for the national CPC qualification.  An illustration of 
how the present situation operates is given in the box below. 
 
7.11 Before moving on from external courses to WBL (see below) we should 
note that there are also some professional logistics programmes which are 
delivered in other ways not covered by conventional university courses or FE 
institutions and training companies.  For example, the CILT Certificate in 
Logistics. These courses appear to account for relatively small numbers of 
learners in Scotland, although there is no straightforward way of identifying 
precise numbers.  
 
 
 
 
 
 
 
 
 
 

 

 

 

 

 

 

 
The CPC in International Passenger and Freight 
 
A college in the Glasgow area offers the CPC in both national and 
international variants.  Enrolments fluctuate considerably, and number about 
20 in the course of a year;  at the time of interview, only six people were 
taking the course.  Where classes fail to reach the threshold of 12 students, 
the college administration regards them as uneconomic and will not allow 
them to run.  The result is that students from both passenger and freight 
organisations are combined to achieve a viable class size.;  this can lead to 
problems, as the syllabus for each is quite different, as are the examinations. 
The alternative would be to raise the fee per student from the £130 currently 
charged to something closer to £1,000 which would  be counter-productive 
because it would greatly depress the demand. 
 
The international CPC is not particularly popular in Scotland because of the 
‘blue water effect’;  that is, since Britain is an island, Scottish companies will 
often prefer to use freight forwarders in the south or east of England to send 
freight and passengers abroad rather than training up their own staff. 
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Work-based courses 

 
7.12 Two courses leading to WBL qualifications attracted significant 
numbers of learners in Scotland.  These are the Scottish Young Driver 
Scheme (SYDS) and the Scottish Driver Training Scheme (SDTS), see box 
on the following page.  Basic information about the schemes is summarised in 
Table 7.4.  Given the importance of drivers in the logistics work-force, the 
research obtained a more detailed break-down of age, sex, ethnicity and cost 
information and Tables 7.5 and 7.6 show the results. 
 
 
 
Table 7 4 Work-based qualifications in Scotland 
 
Scheme Funding started Funding to date Current end-date 
SYDS April 2003 £352,425 November 2006 
SDTS September 2003 £2,227,150 October 2006 
Source:  Scottish Executive. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
The Scottish Young Driver Scheme (SYDS) 
 
The Scottish Driver Training Scheme (SDTS) 
 
The Scottish Young LGV Driver Scheme is a Scottish Road Haulage 
Modernisation Fund  (SRHMF) initiative to help the road haulage industry 
recruit, train and develop the skills of the nation’s lorry drivers.    The SDTS 
has a similar purpose, and both are sponsored and funded by the Scottish 
Executive. Under the SYDS, a haulage firm or any other company holding an 
'O' Licence can identify a person aged between 16 and 20 years of age who 
will receive a first-class training to obtain a Category C driving licence, or 
upgrade to a Category C+E driving licence, and then go on to obtain an 
industry-specific, nationally recognised qualification.  SDTS works in a similar 
way and is targeted at those aged 21 or over who wish to develop a driving 
career.  Entrants to either scheme can be new recruits or existing 
employees. 
 
Registered young drivers follow a structured training programme leading to a 
Level 2 SVQ in “Driving Goods Vehicles”.  In addition their LGV driving skills 
are regularly assessed.  People registered on SDTS follow a similarly 
structured training programme leading to a Category C or C+E licence and 
the Level 2 SVQ.  Typically, candidates will have their licence within 2 
months and complete the whole scheme within 6 months. 
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Table 7 5 Detailed breakdown of information on SDTS 
 

Age group Sex Employer size Qualificat
ion 21-

34 
35-
44 

45-
54 

55+ M F 
BME 

<10 11-
250 

250
+ 

Training 
costs (£) 

Prov. 
licence 

477 328 124 25 939 15 1 156 468 330 598,000 

Full 
C/C+E 

369 250 79 18 706 10 1 127 312 217 1,206,225 

Logistics 
Skills 
Award 

216 150 53 13 426 6 0 78 230 124 422,925 

Note: BME = Black or minority ethnic origin. 
Source:  SYDS and SDTS Monthly Performance Indicators, July 2005.  
  

Table 7 6 Detailed breakdown of information on SYDS 
 

Age group Sex Employer size Qualification 
17 -18 19+ M F 

BME 
<10 11-250 250+ 

Training 
costs (£) 

Prov. licence 19 113 130 2 0 26 81 25 88,250 
Full C licence 9 71 78 2 0 17 49 14 127,975 
Full C + E licence 0 4 4 0 0 0 4 0 2,400 
Logistics Skills 
Award 

3 40 4 0 0 7 30 6 133,800 

Note: BME = Black or minority ethnic origin. 
Source: SYDS and SDTS Monthly Performance Indicators, July 2005.  
 
 
7.13 Several points arise from Tables 7.5 and 7.6.  Despite the majority of 
Scottish logistics firms being relatively small in scale, the take-up of the SDTS 
is dominated by medium-sized firms of between eleven and 250 employees.  
This is particularly noticeable in the numbers seeking a provisional licence 
who are new entrants to the business.  The corollary may be that small firms 
prefer to recruit from experienced drivers rather than ‘growing their own’ – 
another illustration of the difficulty (or reluctance) of small firms to engage in 
training.  The heavy preponderance of males in both schemes is also evident.  
However, just after these figures were taken a major push was made to 
encourage more women to participate in these schemes. Early indications are 
that this is increasing the proportion of women participating. 
 
7.14 Aside from SDTS and SYDS, the principal subjects covered by work-
based courses available in Scotland (SVQs) are shown in Table 7.7.  Since 
the figures are relevant only to the years 2003 and 2004, it would be 
inappropriate to see these are reflecting any particular trend. Yet there was a 
near-doubling of those who obtained awards over the two-year period (from 
44 to 82) while the rise in SVQs for ‘Driving goods vehicles’, from a single 
student in 2003 to a total of 53 who qualified in 2004, is remarkable.  No doubt 
that has been influenced by the progress of trainees through the SYDS 
programme.  
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7.15 Further light on WBL in Scotland is available from the record of 
entrants to logistics or transport-related units in other SVQs, as shown in 
Table 7.8.  Generally, it appears that take-up of the subjects covered by these 
units is disappointingly low.  
 
 

Table 7 7 Vocational qualifications in logistics awarded in Scotland 
 
SVQ title Driving goods 

vehicles 
Road haulage and 
distribution operations

Transporting goods 
by road 

Awarding body RHDTC SfL RHDTC 
Years 2003 2004 2003 2004 2003 2004 
Awards 1 53 4 9 21 20 
Source:   Scottish Qualifications Authority, 2005. 
 
 

 
 

Table 7 8  Entrants on logistics/transport-related units of SVQs 
 

Number of entrants Unit title 
2002-03 2003-04 2004-05 

International logistics 9 6 13 
Materials handling and storage 0 0 13 
Road transport fleet operations management 9 0 1 
Supply chain logistics:  an introduction 0 0 31 
Transport and the environment 0 14 0 
Totals 18 20 58 
Source:   Scottish Qualifications Authority, 2005. 
 
 
Modern apprenticeships & Skillseekers 
 
7.16   Modern Apprenticeships (MAs) are wide-ranging vocational training 
programmes administered in Scotland by the enterprise networks.  They offer 
people aged over 16 the chance of paid employment linked with the 
opportunity to train for jobs at craft, technician and junior management level. 
The core for each MA is an S/NVQ at level 3.  Details of training suppliers for 
MAs are published inter alia in the Scottish Training Directory and more 
information about them is available from that source.   
 
 
7.17  Skillseekers is the equivalent programme for young people aiming at a 
level 2 S/NVQ. It too encourages employers to train young people aged 16-24 
towards a recognised workplace qualification by helping them with the cost of 
training.  Most young people involved in Skillseekers are in employment, but 
there are also training places for those having difficulty finding a job.  All 16 
to18 year olds are eligible to participate in Skillseekers. The training provided 
is flexible and dependent on individual ability, the level of qualification aimed 
for and the needs of the employer.  
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7.18  Participation by Scottish logistics organizations in MAs is at a similar 
rate to that in other sectors.  In logistics, the schemes cover the key areas of 
driving, international trade and services, and road haulage and distribution. 
Table 7.7 shows that a total of 114 learners were enrolled for training by this 
route in Scotland during 2004-05.   Table 7.7 also includes reference to 
participants in the Skillseekers programme and various demographic data. 
 
Table 7 7   Entrants to Modern Apprenticeships, Skillseekers 
programmes in Scotland, 2004-05 

 

Subject MA (16-24) Adult MA Skillseekers 
 M F Ethnicity M F Ethnicity M F Ethnicity 
Distribution and 
Warehousing 

40 4 W:  21 
U/k: 23 

54 3 W:  33 
U/k:  23 

0 0  

Road Haulage & 
Distribution 

8 3 W:  5 
U/k: 6 

2 0 W: 1 
U/k: 1 

0 0  

Distribution, 
Warehousing and 
Storage Operations 

0 0  0 0  239 0 W:  88 
U/k: 151

Totals 48 7  56 3  239 0  

Notes:   
1. ‘W’ = white European;  ‘U/k’ = Unknown. 
2. None of the entrants recorded in the Table were registered as disabled. 
Source:  Skills for Logistics Scotland 
 
It should be noted that in 2005 Skills for Logistics has revised its Scottish MA 
frameworks in order to make them more relevant to employers’ needs. There 
are now four MA programmes: 

o Driving 
o Storage and warehousing 
o Traffic office 
o Supply chain management. 

As these programmes have only been available for a few months, no statistics 
on uptake are yet available. 
 
 

Provision by commercial training companies 

7.19  Despite the many courses seemingly on offer from FE colleges, 
research found that logistics organisations in Scotland tend to prefer private 
commercial companies for off-the-job training.  The range of these private 
providers was identified via the Learndirect Scotland web-site and the SfL 
web-site, which list organisations approved for the training of drivers and also 
managers.  They include the two principal trade bodies, the FTA and RHA.  A 
total of 45 companies were contacted in the course of the present study for 
information about their services. 
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7.20 It turned out however that about half of the organisations contacted 
said that they no longer run courses – putting them in a somewhat similar 
situation to the colleges (see paragraph 7.8, above).   In all, 16 organisations 
eventually contributed information to the study, the remainder (about seven 
organisations) were unwilling to discuss their operations.  From these 
enquiries, it emerged that the private training providers are chiefly concerned 
with: 
 
 Assessment of S/NVQs 
 LGV driver training 
 Fork-lift and industrial truck training 
 Transport and handling of dangerous goods 
 CPC (mostly national, a few also delivering the international CPC). 
 
 
7.21 Almost all the companies shown on the Learndirect web-site were 
concentrated on fork-lift and other truck training, with a small number offering 
LGV driver training.  None of them said they were currently providing S/NVQs.  
Some of the organisations listed on the SfL web-site did provide S/NVQs as 
well as other courses.  One of these offered a new EU-funded programme 
entitled ‘Women into Logistics’, with 180 places available of which 24 have so 
far been taken up.  The same organisation also does a large amount of driver 
assessment and training for existing licence-holders, including many who 
have recently arrived from Poland.   
 
 
7.22 Forklift and industrial truck driver training is generally provided to the 
standard developed by the former Road Transport Industry Training Board 
(RTITB).  As in the rest of the UK, this was by far the most common category 
of logistics training found in Scotland. Training is mostly given to experienced 
drivers, but some novice and refresher courses are also available.  Since 
training of this type is labour-intensive (but also quite brief – usually a few 
hours only) the majority of training companies said that they train no more 
than three candidates at the same time. 
 
 
7.23 In accordance with the brief from SfL, cost information was obtained 
from training providers, chiefly in the first instance from their web-sites and 
verified, where possible, with the organisations directly. A summary of cost 
information is shown in Table 7.8.  Though far from comprehensive, the 
information does indicate the relative order of magnitude of some key training 
expenditures. 
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Table 7 8 Costs of courses provided by a sample of training firms  
 
Course type Revenue from logistics employers/individuals 
LGV driver training £74,300 
Forklift and truck training £401,500 
ADR training £35,000 
Total £510,800 
Source:  SRa enquiries, 2005. 

Expenditure on education and training 

7.24 Although the SSDA guidance calls for quite a comprehensive analysis 
of expenditure on training, the information available from primary sources in 
the logistics sector (both training providers and their clients) is widely 
deficient.  Some organisations operate differential charging policies and 
colleges often have complex requirements for the way courses and units can 
be combined into a programme of study:  this also tends to make cost 
attribution difficult.  Many logistics firms do not, for reasons of size, turnover, 
business needs etc invest in training their staff on any consistent basis from 
year to year.  Some training is undertaken simply to head off the threat of 
enforcement action by regulatory agencies and so, given the circumstances, 
is sporadic.  The consequence is that even if training expenditure could be 
accurately identified for a particular year it would be little more than a 
snapshot of doubtful validity.   
 
7.25 Nevertheless, an exhaustive search of the sources which might throw 
light on training expenditure was made, and the following points have 
emerged.  A tabulation of estimates of expenditure is contained in Appendix 2. 
 
 
7.26 With respect to the pattern of public funding, training for the SYDS, 
SDTS, MAs, Skillseekers and some S/NVQs is mainly paid for, or subsidised, 
by the Scottish Executive via the enterprise networks (MAs, Skillseekers) or 
Skills for Logistics (SYDS, SDTS);  there is also some contribution from the 
European Social Fund (ESF) to particular schemes.  CPC training and short 
courses are generally privately funded, either by employers or individual 
learners. 
 
There are no age restrictions on eligibility for SDTS, funded by the Scottish 
Executive Transport Division, and this has permitted a high uptake by Scottish 
employers (1379 registrations over a two year period). By contrast funding 
from the Enterprise networks for Skillseekers is limited to 16 – 18 year olds 
and for MAs largely to under 25 yearolds. Uptake of the Driving Goods 
Vehicles S/NVQs at levels 2 and 3 via Skillseekers and MAs is consequently 
minimal. 
 
 

Right Skills, Right Place, Right Time! The sector skills agreement for the Logistics sector in Scotland. 
 
An assessment of skills needs and current provision in Scottish Logistics. 

57



 

7.27 Some idea of training costs can be gleaned from looking at fee levels.  
For example, the fee for a CPC study course is about £300;  there is however 
no specific data on the total number of people in Scotland who take the 
examinations.  Prices for LGV training in Scotland are lower than in England, 
but nevertheless vary quite widely, from £550 to £1200.  The most expensive 
course found lasted for seven days, instead of the more usual five days, but 
included fees for the test and the medical examination.  There is however no 
information on the number of test entrants in Scotland.   If this information 
could be collected, it would be possible to calculate a basic figure for training 
expenditure in selected skill areas.  There would of course be overhead costs 
additionally which firms would probably have to bear.  It has not been possible 
to explore this further within the scope of the present study. 
 
 
7.28 In the university sector, Scottish students do not currently pay tuition 
fees up-front.  Instead the Scottish Executive pays universities on their behalf 
while they are studying and students subsequently pay into a Graduate 
Endowment Fund once they are earning more than £10,000.   This is in 
contrast to the situation In England where students pay up to £1,125 per year 
directly, depending on their family income.  (The proposal in England is that 
universities would be allowed, but not required, to increase the annual fee to 
£3,000.)  Following the passing of the Further and Higher Education 
(Scotland) Bill in April 2005, Ministers have the power to raise university fee 
levels with the approval of the Scottish Parliament.  Following an Executive 
consultation on what those fees should be, the Executive intends to: 
 
•  raise the general tuition fee level in Scotland from £1,200 to £1,700 

(medical courses to be £2,700).  Note however that this is not necessarily a 
reflection of the cost of undergraduate training in logistics, medicine or 
anything else; 

•  allow self-funding students ordinarily resident in Scotland to continue to pay 
fees at their current rates, rather  than the increased levels; and 

• establish a means-tested fee  waiver scheme of up to £300 per student for 
UK and EU students not entitled to full or partial tuition fee support.  

 
 
7.29 Full-time post-graduate courses, normally of one-year’s duration, are 
outside these arrangements and command fees ranging from £3000-£4000 
for a post-graduate diploma or Master’s degree, up to £10,000 for an MBA.  
This rather complex picture gives some pointers, but makes it difficult to 
assess the overall cost of university training in logistics. 
 
 
7.30 For FE colleges, the research has been unable to obtain reliable 
information about core funding for logistics, because of the way data is 
currently collated and analysed. 
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Demographic and social aspects 

 
7.31 Key demographic information about entrants to the MA and 
Skillseekers programmes was shown in Table 7.7, and an overall impression 
of work-force characteristics and diversity in Scotland is given in Appendix 1, 
Table 5.  Looking across the logistics sector and excepting the university and 
professional training courses (for which no information is available), it appears 
that the majority of learners on WBL programmes in Scotland are white and 
male.  In this sense, the situation is comparable to the English regions, where 
female learners accounted for only 10% of work-based learners.  
 
7.32 In all courses there was very little representation of learners from 
minority ethnic communities.  In the case of the SYDS, there was no 
participation from any black of minority ethnic (BME) community recorded, 
while the SDTS attracted only two people from BME backgrounds (in the 
period under review).  In overall terms, the logistics work-force in Scotland 
includes just 3% of people from BME groupings.   
 

Conclusions 

 
7.33 There is a considerable diversity of provision for logistics training in 
Scotland, in keeping with the wide range of organisations which exist – both in 
terms of size and function.  Yet there also appears to be something of a 
mismatch with demand.  In the universities, the provision of courses in higher-
level skills operates on open market principles.  The result is that, although 
numbers are difficult to obtain, many places appear to be taken up by 
students from overseas who do not necessarily enter employment with 
Scottish firms when qualified.  In the further education sector, many colleges 
clearly have potential to deliver conventional taught courses in logistics and to 
support the process of mentoring and assessing WBL.  The fact that a 
number of institutions do not in fact run the courses they advertise (many 
because they cannot reach the threshold of viability) suggests that the system 
is working sub-optimally. 
 
 
7.34 In the private sector, the commercial training firms tend to concentrate 
on training relevant to the acquisition of licences and certificates which are 
mandatory for undertaking various categories of job.  That is because many 
firms are reluctant to pay for anything more, and they fear poaching by other 
employers (which cuts the return on any investment made in training). 
 
When funding for SYDS and SDTS training was made available through the 
Scottish Modernisation Fund, employers were keen to enrol candidates and 
this led to over 20 private training providers becoming approved centres for 
the Driving Goods Vehicle SVQ. Total candidate numbers on SYDS and 
SDTS are now around 1800 and most of these are registered with private 
training providers. 
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It should be noted that no new registrations for these programmes have been 
accepted since October 2005. 
 
 
7.35 Analysing how SfL might best respond to this situation is beyond the 
scope of the present report but, if correct, it suggests that the conventional 
approaches to training and accrediting skills need re-thinking, and that the 
provision on offer which is not being taken up needs to be re-orientated.  On 
the other hand, there may also be a case for programmes which seek to re-
educate employer and work-force perceptions, and engender more respect for 
qualifications.  But this is unlikely to work unless the qualifications themselves 
are seen as credible.  
 
Certainly, some government support for training, especially to small and 
medium sized firms, seems to pay handsome dividends. The success of 
SYDS and SDTS clearly demonstrates that the Executive providing some 
subsidy towards the costs leads to more firms participating in quality training 
programmes. 
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8. QUALITY ASSESSMENT 

 

Introduction 
 

8.1 There are two principal dimensions of quality which SSDA has 
recommended for consideration:   
 

Process - covering such issues as pass rates and completion rates for 
courses, and levels of satisfaction reported by participants;  and 
Outcome – covering the effectiveness of provision in catering for 
employers’ needs. 
 

There are at least two distinct aspects of process:  the workings of the system 
in a pedagogical sense (do the students acquire the knowledge and skills 
expected of them?), and the quality of the learning experience.  Statistical 
data collected through institutional channels by the Scottish Qualifications 
Authority (SQA) can play an important role in the first of these, while social 
research techniques like questionnaires to students themselves can help us to 
understand the second.  
 
In Scotland, all providers of publicly funded training programmes must 
achieve SQMS (Scottish Quality Management System) accreditation. SQMS 
brings together the quality criteria for Scottish Enterprise, Highlands and 
Islands Enterprise and the Scottish Qualifications Authority. Further details 
can be found at www.sqms.co.uk.  

Process Quality 

8.2 Training may not achieve its full benefit if the organisation and content 
of programmes, selection of trainees, and delivery mechanisms are poorly 
managed.  Process is therefore a key factor in assessing quality, and trainees 
themselves are an important source of information for this purpose.  In our 
study, we found that the larger firms were often able to devote more resource 
to training processes, and they also performed evaluations of the training they 
purchased externally.  In the examples we looked at, process was generally 
handled very professionally in-house, usually by human resources staff, and 
tough standards were applied in assessing external providers. 
 
 
8.3 When researching this area for the UK-wide report, it was found that 
smaller firms placed little emphasis on process, compared to outcome.  This 
was usually a matter of whether or not the trainee obtained the necessary 
licence or qualification to perform the required job role.  The inadequacy of 
this approach was indicated by one of the Moral Maze debates organised as 
part of the project, in which the Driving Standards Agency mentioned their 
concern that the failure rate for ‘C’ and ‘C+E’ licence tests was so high 
(currently around 50%, over the whole UK). 
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8.4 So far as public sector provision of training in Scotland is concerned, 
process quality data is available through official statistics, collected by SQA 
on enrolments, withdrawals, and achievements (which include pass rates and 
completion rates according to the qualification concerned).  A key statistic is 
the proportion of those who withdraw or do not achieve a qualification in 
relation to those who do achieve it.   Table 8.1 shows a summary of 
completion and achievement statistics for vocational qualifications, 
categorised by principal types of logistics activity. The source is SQA and 
assumptions are made about the type of courses the students are most likely 
to have studied in order to achieve the qualification. 
 
8.5 Another, albeit partial, insight into quality is provided by information on 
the SYDS and SDTS schemes at various stages in their progress.   From 
Table 8.2, it will be seen that rates of achievement under SYDS are high, 
although a third of registrants did drop out mainly in the initial stages.  On 
SDTS , however, the drop out rate is very low at less than 10% again mainly 
in the early stages of the programme.  Table 8.3 shows the latest position. 
Both SYDS and STDS are still in operation so the completion rates will rise.  A 
more general over-view of process and outcome quality, in relation to logistics 
training in Scotland, is contained in Table 1a at Appendix 2. 
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Table 8 1     Completion and achievement rates for vocational 
qualifications in Scotland, 2004-05 
 
Subject/Qualification Starters, 

2004-05 
Early 
leavers 

Total 
achievers 

Ach’v’t 
rate  
(%) 

Early 
leaver rate 
(%) 

Distribution & Warehousing
Modern Apprenticeship 
Over 25 Modern 
Apprenticeship 
Skillseekers VQ Level 2 

 
44 
57 
- 

 
6 
8 
- 

 
26 
27 
5 

 
45 
60 

100 

 
10 
18 
0 

International trade & 
services 
Modern Apprenticeship 
Over 25 Modern  
Apprenticeship 
Skillseekers VQ Level 2 

 
 
- 
- 
- 

 
 
- 
- 
- 

 
 

2 
3 
- 

 
 

50 
43 
- 

 
 
0 
0 
- 

Road haulage and 
distribution 
Modern Apprenticeship 
Over 25 Modern 
Apprenticeship 
Skillseekers VQ  Level 2 

 
 

11 
2 
- 

 
 

1 
- 
- 

 
 

14 
1 
- 

 
 

93 
100 

- 

 
 
7 
0 
- 

Distribution/Warehousing 
ops. 
Skillseekers VQ Level 2 
Skillseekers  VQ Level 3 

 
 
- 
- 

 
 
- 
1 

 
 

2 
1 

 
 

100 
50 

 
 
0 

50 
Distribution, Warehousing 
and Storage operations 
Skillseekers  VQ Level 2 
Skillseekers  VQ Level 3 

 
 

238 
1 

 
 

63 
2 

 
 

164 
2 

 
 

79 
68 

 
 

21 
33 

Notes  
1. The number of starters covers only students commencing a programme at the beginning of a 
year.  However S/NVQs are open-ended and completion may span more than one year, so the number of 
achievers could include students who started the previous year, or even earlier.  This applies to those 
qualifications for which no starters are shown.  The SQA does not track actual cohorts of students and 
therefore it is not possible to include figures for those already on the programme before the start of the 
academic year 2004-05. 
2. The overall achievement rate is the percentage of achievers of all an award, of all those who 
started it (either in the same or a previous year).  The SQA also gives an achievement rate excluding 
early leavers, i.e. all those remaining on the course and completing the award.  This is not shown above 
because it applies to all the remaining students, and consequently always results in a 100% achievement 
rate.  Note that in most cases the ‘percentages’ actually apply to populations of significantly less than 
100. 
3. Early leavers are those leaving the programme within approximately the first eight weeks of 
starting it, and without having achieved any units. 
 
Source:   SQA, SRa enquiries. 
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Table 8 2 Analysis of completions & leavers from the SYDS scheme,  
 

 Reason for leaving Qualification 
Completed Over 

21 
Left 
job 

Left 
scheme 

>3 penalty points 
or lost licence 

Provisional 
licence 
attained 

167 24 9 13             7 

Category ‘C’ 
licence 

91 8 1 1 0 

Completed full 
programme 
and attained 
S/NVQ 

51 0 0 0 0 

Total  32 10 14 7 
Source: SfL October 2005. 235 Initial registrations. 
 
 
Table 8 3 Analysis of completions & leavers from the SDTS scheme,  
 
Qualification Completed No of 

leavers 
Provisional licence 1108 83 
Full ‘C’ licence 575 27 
Full ‘C + E’ licence 252 0 
Completed programme and attained 
S/NVQ 

526 0 

Source: SfL October 2005. 1385 Initial registrations. 
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Outcome Quality 

8.6 In relation to drivers who have already qualified, the benefits of further 
training have been most graphically illustrated by some research undertaken 
by the Freight Transport Association, (see Table 8.4), although these results 
appear not to be as widely known in Scotland as they deserve to be.  The 
FTA reported that the costs of participation in a continuous driver 
development scheme were recouped after a fuel efficiency saving of only 
1.6%.  As confirmation, research by the Department for Transport showed 
that more advanced lorry driver training can be expected to provide the 
following types of benefit: 
 
fuel savings of at least 10% for drivers with no previous fuel efficiency training;  
sustained fuel savings of at least 5%;  
accident reductions of at least 10%. 
 
In summer 2005 Scotland took delivery of two state of the art driving 
simulators, one fixed location and one mobile. Between September 2005 and 
March 2006 a research project is being undertaken which will train 700 drivers 
in safe and efficient driving techniques using the simulators and compare the 
effectiveness of this training to traditional SAFED training methods. In addition 
to this the Scottish Executive is funding traditional SAFED training for almost 
1000 drivers up to March 2006. 
 
 
8.7 In other areas of training, outcome quality is generally less certain;  it 
has already been noted that, in the UK generally, first-time pass rates for LGV 
driver training and for the CPC are generally quite low.  This casts doubt on 
the level of preparedness of candidates taking the relevant tests and on the 
value for money being achieved for employers funding them.   However within 
the overall average there are some examples of excellent results. One 
training provider interviewed as part of the UK wide research routinely 
achieved up to 80% first time passes, while another reported 100% pass rates 
in the C+ E test, when training was included in a package encompassing an 
FMA, MA and the S/NVQ in Driving Goods Vehicles. Potentially, some 
Scottish providers are also achieving this level of excellence but there is no 
central repository of information on which to judge.  
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Table 8 4 Reported benefits of continuous driver development 
 
For the individual 

Skills enhancement 
Enhancement of 
professional status 
Reduced risk of personal 
injury 
Reduced risk of licence 
endorsement/ fines 
Less stress 
Less driver fatigue 
Enhanced career 
development prospects 
Better bonus potential 

For the company 

Fuel use reductions 
Accident reductions 
Reduced vehicle wear 
Insurance premium savings 
Better driver recruitment potential 
Enhanced defect reporting 
Reduced prohibitions and traffic 
offences, protection of good repute 
and O-licence 
Attainment of optimum speed and 
journey time 
Better motivated workforce 
Better customer service 
Development of positive safety 
culture 

For the industry 

Improved industry image 
Reduction of skills shortage 
Better safety record 
Reduced CO2, NOX and 
particulate emissions 

 Source: Freight Transport Association, 2004. 

Conclusions 

8.8 Quality aspects of logistics training in Scotland seem to be an under-
researched area.  Although the Scottish Executive has started to collect basic 
information on such factors as completion rates, it is hard to derive any very 
clear picture of process quality.  Table 8.1 above shows that the number 
leaving WBL before completing the course could be a matter for concern on 
some courses. Though a proportion of these may be for perfectly justifiable 
reasons such as a change of job or family circumstances.  Perhaps the 
encouragement given by various agencies and employers does make it 
sufficiently clear that WBL is often a drawn-out and demanding way of 
obtaining qualifications, and therefore needs persistence and time. High rates 
of achievement can be delivered as the target for SYDS and SDTS of 
completion is 70%. Currently seems no reason to think that this will not be 
achieved. 
 
 
8.9 Similarly, it might help to persuade employers to make a stronger 
commitment to training if more was known about outcome quality.  If 
employers are being urged to invest more in logistics training, they need an 
unambiguous demonstration of its benefits.  More publicity of “success 
stories” would also be useful in achieving this.  
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9. Priorities
 
 
9.1 Discussion of priorities for logistics training in Scotland is necessarily 
tentative at this stage, since SfL will need time to consider the findings reported 
here and to consult stakeholders.  On the other hand, some issues do stand out 
as requiring attention – at  least in the opinion of people and organisations 
contacted in the course of the study.  Following is a selected list. 
 
 
9.2 There is some recognition by a number of agencies (including LECs 
and the stakeholders listed in paragraph 2.3 above), of the value which a 
more productive logistics industry can contribute to the Scottish economy.  
But there is insufficient emphasis (except perhaps in the Highlands & Islands) 
on the importance of logistics in under-pinning the growth and development 
of other industry sectors.   
 
 
9.3 There are differences of view on how best to achieve a more 
productive logistics industry.  The Future Skills Scotland report avers that 
competition within Scotland is a key problem for organisations;  yet 
competition can come from anywhere across the UK and Europe, and not 
only from within Scotland.  It seems important therefore to widen the strategic 
view of logistics in Scotland, both in industry itself and among agencies 
providing support functions.  This should help to create greater awareness of 
both threats and opportunities.   
 
  
9.4 In relation to higher-level logistics, where firms are operating in world 
markets, Professor Douglas MacBeth (Glasgow University School of 
Business and Management) has cogently argued that Scotland has important 
opportunities to develop.  It is already a player in global supply chains, and 
has shown itself adaptable in industrial development and educational out-
reach.  He believes that the logistics future for Scotland lies in playing a more 
strategic role internationally.  That means choosing partners from outside 
Scotland with whom to grow new business, focusing on services and 
intangibles which carry a high value and providing local responsiveness to 
customer demand in European and wider markets.  Correspondingly 
Professor MacBeth warns against too localised thinking, and a failure to 
invest in infrastructure (particularly for new technology). 
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9.5 Complementing this vision of Scotland’s international role, there are a 
number of more local or functional priorities to be addressed. A major skill 
need is related to the shortage of drivers, and the difficulty of ‘upskilling’ them 
to become more versatile and productive.  It is hard to find people with the 
right outlook for the job, and the cost of training has escalated from £250 ten 
years ago to over £1000 today for a ‘C+E’ licence.  When a driver has been 
trained, lack of experience often makes it hard to find a worthwhile job.  
Although some firms have learned how to utilise the opportunities presented 
by the SYDS and SDTS, many others are unaware of these or are 
discouraged by what they see as the ‘bureaucracy’ involved.  One area for 
priority attention should therefore be to see how these schemes can be made 
more widely available. The SDTS was over subscribed and SfL had to ration 
places. If there had been more places then more extensive marketing would 
have got more companies on board. The large demand for SDTS takeup 
contrasts with very low takeup of driver training via Skillseekers and MAs. 
This is undoubtedly a result of the availability of SDTSfunding for over 25 
year old candidates. 
 
 
9.6 Key informants interviewed thought that many of the barriers to 
entering the logistics industry were almost self-inflicted, with a culture of ‘top 
down’ management, mistrust and heavy disciplinary sanctions to ensure 
compliance with various standards and regulations.  The effect has been to 
discourage younger people from entering the industry and to drive out older 
people in their 50s who ‘could not stand the pressure’.  There are a number 
of approaches that might help here, including stronger communication of 
good practice (for example through professional bodies and trade 
associations), management development and more flexible working practices 
which enable older workers to continue part-time or on easier duties.  
 
 
9.7 Many firms show little understanding of the benefits of management 
training, and consequently do not invest much in it. Indeed the logistics sector 
in Scotland has a generally lower level of management qualifications than in 
the rest of the UK.  This situation tends to mean that effective demand for 
management training – and a good deal of other training, beyond the 
acquisition of mandatory licences and certificates - remains at a low level, 
even though needs are clearly present.  One way of improving the situation 
would be for the stakeholders (see 9.1 above) to sponsor a scheme which 
would provide subsidised training needs analysis to logistics firms, with 
advice on how to meet identified needs in the work-force. The current small 
scale SMART project in the Highlands and Islands could act as a pilot for this. 
 
 
9.8 The logistics sector also has a poor public image and is poor at 
attracting young entrants.  Unless it improves its record in management 
development, it is unlikely to be seen as a good career option. It is 
increasingly at risk of losing out to other industries when competing for the 
best quality staff.  
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9.9 A number of experienced and knowledgeable informants support our 
view that training organisations in Scotland need to improve their co-
ordination and quality control.  It has been suggested to us that a register of 
training organisations be set up, with entries on the register carrying a ‘kite-
mark’ status.  This would also help to improve awareness and access to 
training services.  
 
  
9.10 FE provision for training in logistics seems to be operating sub-
optimally in Scotland. The report Supply and Demand of FE in Scotland found 
evidence that many colleges have closed their logistics courses because of 
lack of funding or budget restrictions. This has impacted especially badly on 
part-time courses and in rural areas and, in turn, could disadvantage the type 
of small organisations and self-employed people (typical of the logistics 
sector) who may not be able to afford commercial rates.  The reasons are 
partly to do with the perception which employers have of college courses as 
being ‘too academic’ and partly to do, we suspect, with employers’ own 
reluctance to engage with colleges and articulate more clearly their needs. 
 
 
9.11 The points made in paragraph 9.10 above have an added significance 
in the Highlands & Islands, where the region has the poorest access to 
telecommunications services in Scotland (including, presumably, access to 
broadband Internet).  Consequently, opportunities for remote learning in an 
area where it could be especially useful, seem unfortunately limited It is 
difficult to explain this situation on geographical grounds, since quite a lot of 
the area is open and, apart from the Cairngorms, not especially mountainous. 
 FE colleges are used more as providers of logistics training services in the 
Highlands & Islands than in the rest of Scotland (probably because there is 
less choice of other training providers) but the level of satisfaction is even 
lower.  Although the various organisations concerned with development in the 
Highlands & Islands have recognised the importance of logistics in principle, 
current policies do not seem to be delivering on this very well in regard to skill 
training.  
 
It is recognised however that the HIE and the Scottish Executive have done a 
tremendous amount to deliver e-learning throughout the region including the 
remoter areas. Examples include an imaginative use of organisations to act 
as LearnDirect Scotland centres, the University of the Highlands and Islands 
and various sector specific e-projects. Skills for Logistics should maximise 
what can be delivered electronically and work with HIE and the Executive to 
deliver this. Such an initiative  would also be useful for rural areas of lowland 
Scotland However, a lot of the practical aspects of training cannot be 
delivered remotely/electronically e.g. LGV driving. Therefore, there will need 
to be physical centres as well to complement any electronic initiatives. 
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10. Conclusion 

 
 
10.1 This report forms part of a series prepared for SfL which examines the 
current and future skill needs of the logistics industry and the adequacy of 
present training provision.  Within Scotland, logistics is important because it 
underpins so much else that industry does and because it is vital for the 
efficient functioning of society.  Logistics employs a significant proportion of 
the work-force, and the numbers involved are clearly expected to grow over 
the coming decade. 
 
 
10.2 Geographical and other factors mean that logistics operations in 
Scotland face some distinct problems which, although by no means unique, 
are untypical of the UK as a whole.  Correspondingly, the organisations 
concerned with education and training in Scotland need to work together to 
address these problems, in partnership with industry.  At the moment, there is 
a risk that skill needs are in sufficiently recognised, skill development is 
treated with scepticism by employers and many in the work-force itself, while 
provision is poorly matched with demand.  
 
 
10.3 This situation seems to point to the need for a clearer strategic view of 
where the logistics sector is going in Scotland, and on the back of that, a 
more realistic approach to the training provision needed to realise the vision.  
Part of that vision should be to bring about greater consistency of coverage 
geographically, greater consistency in what is offered (by filling gaps) and 
better co-ordination.  
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Appendix 1 

Summary tables of skill needs and Workforce data 
 
Table 1: Current skill needs from the UK employer skills surveys: (Source: Future Skills Scotland 2005) 
 
Occupation 
 
Note: based on 
SOC’s 
 
 

Skill Level 
Required Now  
Note: 
Estimated from 
Sra research 

Skill Level 
Required in 3 
Years 
 
Estimated from 
Sra research 

Skill Shortage 
Vacancies 
 

Note: all available 
information is based 
on  
SIC’s   

Type of 
Skills 
Required 
 
 

Skills Gaps  
 

Note: all available 
information is based 
on SIC’s 

Type of Skill 
Required  
 
 

Managers  
(SOC’s 1161/2)  
 
Clerical/admin 
(SOC 4134) 
 
LGV drivers  
(SOC 8211) 
 
Other handling & 
storage 
occupations  
(SOC 9149) 
 
 Van drivers, 
Couriers & 
Despatch Riders 
(SOC’s 8218  & 
9211) 
 
Other unspecified 
occupations 

Intermediate/ 
High 
 
 
Basic/ 
Intermediate 
 
Basic 
 
 
 
 
Basic 
 
 
Basic 
 
 
 
 
Basic 
 
 
 

High 
 
 
 
Intermediate 
 
 
Intermediate 
 
 
 
 
Intermediate 
 
 
Intermediate 
 
 
 
 
Basic 
 
 

No occupation-
specific data 
found 
 
 
Overall SSV’s 
 
a)   4%  of 
workplaces 
b) 0.4% of 
employees 
c) 44% vacancies 
    
 
 
 
 
 
 
 
 

 
 
 
No specific 
data 
 
 
 
 
 
 
 
 
 
 

No occupation- 
specific data 
found 
 
Overall 
Skill Gaps 
 
a) 22% of ests. 
b)  9% of 
employees 
 
 
 
 
 
 
 
 
 
 

 
 
- Customer handling 
- Problem solving 
- Planning/organising 
- Oral communication 
- Team working 
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Scotland 
 
Table 2: Current skill needs from the Labour Force Survey 2003-4 
(Source: SfL report Scotland Logistics Sector Profile 2004) 
 
 

 
Nos. employed 
 
 

 
                  Nos. employed by Occupation 
 

 
Highest 
Qualifications 
held 
 

 
Note: figures 
include logistics 
employment in 
other sectors. 
 
 

 
Managers (SOC’s 1161/2)  
 
Clerical/admin (SOC 4134) 
 
LGV drivers  (SOC 8211) 
 
 Van drivers, Couriers & Despatch 
Riders (SOC’s 8218  & 9211) 
 
Other handling & storage 
occupations (SOC 9149) 
 
Other unspecified occupations 
 
                                                    TOTAL 

 
10,400 
 
  5,600 
 
 
26,400 
 
34,100 
 
 
29,300 
 
 
26,700 
 
132,500 

 
Level 4 
 
Level 3 
 
 
Level 2 
 
Level 2 
 
 
Level 1 
 
 
Level 1 

 
 
 
Table 2a: Future skill needs  
 
 
Employment in Scotland Time 

series 
 

Nos. employed:  1994 
                           2004 
                           2014  
 
Change:             1994-2004 
                           2004-2014 
                           1994-2014 

 

 
 
Table 2b: Occupation and Replacement Demands in Scotland 
 
  Transport & Storage                                                              Employment  
  Occupation and Replacement Demands 1994    2004       2014 

  
  Managers, professionals & technical    
  Administrative & clerical    
  Skilled, Personal, Sales & Customer service  
  Transport & Machine Operatives (inc. drivers)  
  Elementary occupations    
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Table 3. Sectoral Change in Scotland  (Source: Working Futures Regional Report 2003-4)  
 
 
Note: the SIC’s used for these figures may include passenger transport. 
 
Transport Storage &  Communications                                                                          
  
 
1992 
% of total 

 
2002 
% of total 

 
 2012 
% of total  

                   2002-2012 
Change            % Change          % p.a. 
000’s 

 
 

 
      
 

 
   

 
 

 
 

 
 

 
 
 
Table 4:  Awaiting publication of ‘Working Futures 2’  
 
 
 
Table 5: Workforce characteristics and diversity in Scotland  
(Sources:   SfL: Scotland Logistics Sector; Labour Market Profile 2004 and Future Skills Scotland 2005) 
 
Indicator                                                                               
Status (a) Employee                              94%      

Self employed                         6% 
Unpaid family worker            no data 

Status (b) Full time                                86%  
Part time                               14% 

Status (c)   Permanent                            not known 
Temporary                            not known 

Sex Male                                      62% 
Female                                  38% 

Ethnicity White                                     97% 
Asian               
Black                                       3% 
Mixed/other      

Age 16-24                                       7%                       
25-34                                     22% 
35-44                                     27% 
45-54                                     24%  
55+                                        20% 

Economic in/activity Unemployed 
Government employment       No specific data found 
Inactive 
             

 
 
Table 6: Workforce development in Scotland  (Source: Future Skills Scotland 2005) 
 
% Ests. providing 
training in last 12 months 
(2004)  
 
 

% Staff 
trained 

Average no. 
of training 
days per 
employee 

Average 
training 
spend in 2004 
per employee 

Main 
types of  
training  
 
 

Participation in job 
related training in 
last 13 weeks (2004) 

54% (all training) 
38%  (Off the job training 
only) 

 
27% 

 
No data  

 
No data 

 
No data 

 
No data 
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Appendix 2 

 
 
TABLE 1(a)     PUBLIC SECTOR FUNDED LEARNING 
 
Level Mapping Quantifying Assessing 
 
  
 

 
 

 

   
 
 
 

  
Modern  
Apprenticeship 
 
 
 
Over 25 Modern  
Apprenticeship 
 
 
Non MA 
Skillseekers 
VQ Levels 2 & 3 
 

 
  55 
 
 
  
   
  59 
 
 
 
239 
 

 
 
 

    
 
 

 
 

 
 

  
 

 

 
 
 
 
 
 
 
 
 
Process Quality may be assessed on the basis 
of the proportion of those who withdraw from the 
qualification, to those who achieve it. 
 
 
 
 
Overall status in 2004-5: WBL Qualifications 
 
- Achievers:       63% (average) 
- Early leavers:  8.5% (average) 
 
 
- Achievers:      68% (average) 
- Early leavers: 18% (average) 
 
 
- Achievers:       79% (average) 
- Early leavers:  35% (average) 
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Table 1(b) 
 
PRIVATE SECTOR:  FUNDED BY EMPLOYERS OR INDIVIDUALS 
 
Level/type 
of training
  

Quantifying Estimated 
Expenditure 
       £ 

Assessing 
 
 

Post-
graduate 
qualifications 

These figures include a 
substantial number of 
overseas students, many 
of whom return to their 
own countries after the 
study period. 
 

 
 

Under-
graduate 
qualifications 
 
 
 
 
 
 

 
 

 
 

 
So far as can be established, there is 
very little early withdrawal or failure of 
students entering logistics degrees.   
 
Process Quality, in terms of completion 
and graduation, is therefore generally 
high. However, as noted elsewhere in 
this report, there are a very large 
number of other degrees which contain 
a logistics element and it is not 
possible to assess withdrawal or failure 
for these. 
 
In relation to Outcome Quality, it was 
noted in Stage 1 that substantial 
numbers of UK graduates enter 
logistics careers with degrees in a wide 
range of subjects.   A possible 
conclusion from this is that specialist 
first degrees in logistics do not seem to 
offer significant added value to 
employers. 

LGV 
Category C 
and C + E 
licence 
training 

£74,300 
 

 
  

 
. 

FLT driving, 
operation 
and licence 
training 

£401,800   

ADR 35,000   

Skillseekers 
and  
MA’s 

 
 

 
 

Process quality appears to be very 
satisfactory,  
 
In relation to outcome quality, 
anecdotal information from some 
training organisations indicates that, 
where employers are suitably engaged 
with WBL programmes, they are 
generally pleased with the results.  

SYDS 
SDTS 
Note: funding 
covers period 
2003-2006 

£352,425  
£2,227,150 

  

                                                                   
                                                   ESTIMATED TOTAL SPEND:   £  
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