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Transport labour market and skills: call for views and ideas 
Transport Planning Society response  

About the Transport Planning Society 

The Transport Planning Society (TPS) is the only professional body focusing en>rely on transport 
planning in the UK.  The aim of the Society is to raise the profile of transport planning and chart a 
course for the profession. 

Introduc8on 

The skills shortage in the transport sector is a well-documented phenomenon which came to a head 
last year with the HGV driver crisis.  The crisis was a symptom of a larger problem where the 1

transport sector struggles to aIract, retain and nurture a diverse range of talent.  2

We are pleased that the Department for Transport (DfT) realises this and is looking to address the 
issue in the form of this consulta>on. The five pillars which the DfT suggest to structure the 
consulta>on are sensible and extensive, and with addi>onal stakeholder support should allow for the 
government to develop a comprehensive strategy. 

In replying to the consulta>on, we wanted to get the views of our stakeholder organisa>ons to form 
a response which best represented the ideas and thoughts of as many transport planners as possible. 
As the sole professional body focusing on transport planning in the UK, we believe we have an 
important and valuable voice to add to this discussion. The responses to the five ques>ons below are 
an amalgama>on of the TPS’ stakeholders’ views, building on the views expressed by our members 
and Board of Directors.  

1. In your view, what skills does the transport sector need in the future? 

Green skills 

The need to transi>on to net zero presents a challenge to the industry as we must make certain we 
have the necessary exper>se and skills to meet our climate targets. Sustainability in the transport 
sector (and arguably other industries) is currently predominately held within policy teams who 
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discuss net zero or sustainability targets and how to achieve them. This is an important first step 
towards net zero, but as the climate crises becomes more urgent, the industry must have a broader 
base of experts either within the industry itself, or externally working in close collabora>on, to 
implement this theory and policy into prac>ce. 

Firstly, transport planners need to have an understanding of how their schemes can impact climate 
change posi>vely or nega>vely. There also needs to be greater understanding of how to model and 
monitor for these impacts. This is needed in a high-level sense by transport planners, but it is also 
important that people offering modelling and monitoring services have the understanding and 
technical exper>se to improve techniques and develop new technology to improve our ability to 
model and monitor a scheme’s carbon impacts accurately.  

In par>cular, the transport industry requires people with engineering or scien>fic backgrounds to 
provide more specific advice at all levels of the industry; from planning, design, construc>on, 
opera>on and decommissioning.  This can be achieved by funding comprehensive research and by 3

developing educa>on and training programmes that enable the sector to create roles that move 
beyond a theore>cal understanding of net zero and sustainability policy to prac>cal ac>on. These 
roles must be compe>>ve compared to other industries and include strong career progression as the 
demand for these skills is only going to increase.  

A specific green skill the transport sector needs is meteorology which has two components: climate 
and weather.  Understanding the interac>on between transport and climate is important as we need 4

an accurate picture of the impact transport infrastructure and opera>ons are having on the climate 
to reach net zero, and in turn of the impact that climate change has and will have on transport 
infrastructure. This is a high priority as the transport sector is currently the largest emimng sector of 
greenhouse gas emissions, producing 27% of the UK’s total in 2019.   5

Measuring whether society achieves net zero emissions is complex as there is currently no 
standardised or global way of doing so,  and it is even more difficult to obtain accurate informa>on 6

on the effects of par>cular changes within transport-related industries. Ul>mately, it is only by 
working closely with meteorologists, and having their exper>se embedded in the industry, that we 
will be able to see how changes we make in the transport industry affect the climate.  

Furthermore, with changing weather paIerns and the increasing urgency of avoiding climate 
catastrophe it’s key we also study the changing climate to guarantee the resilience of our transport 
networks.  This requires working with meteorologists to assess weather paIerns and the occurrence 7
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and probability of extreme weather events. That way we can adapt and maintain our transport 
networks accordingly. Implemen>ng meteorology as a skill within the transport sector can be done 
through funding studies and research, collabora>ng across industries, or by crea>ng new 
meteorology jobs in the sector and encouraging their take-up.  

In addi>on, there will need to be a process of transi>oning the skills people obtain in more carbon 
heavy transport-related jobs, to their net-zero carbon equivalents. For example, mechanics who work 
with internal combus>on engine vehicles would need to gain new skills to work with electric 
vehicles, but s>ll have a lot of useful transferable knowledge that shouldn’t be lost. If the 
government supported retraining programmes and transi>on courses, it would support the green 
transi>on we need from a skills perspec>ve, but also ensure people aren’t les behind or perceive the 
necessary green transi>on to not have a place for them and their skills.  

Regardless of whether the industry creates new roles to aIract these specific skills set, the transport 
sector should be working across industries and promo>ng collabora>on to fill any future skills gap. 
Transport professionals should be working with manufacturers, infrastructure design teams, 
environmental teams and finance departments, to harness the skills and knowledge of as many 
relevant complementary sectors as possible. This interdisciplinarity requires support from 
government and educa>onal ins>tu>ons. 

Data and technology  

With the world and industry growing more digital by the day its vital data and technology skills 
con>nue to be developed throughout all transport careers, while aIrac>ng more people with these 
skill sets into the profession. Par>cular areas of concern for our stakeholder organisa>ons (keeping in 
mind this is somewhat anecdotal, although the government has recognised a data skill gap at a larger 
scale ) were data analy>cs, data visualisa>on and mathema>cal modelling. Understanding and 8

evalua>ng the data behind transport systems allows for accurate prepara>on of the future, trend 
spomng and easier logis>cal planning. Growing uncertainty about the future, be that because of 
emerging technologies such as connected autonomous vehicles, or because of climate and 
geopoli>cal instability, also means that data analy>cal skills need to be combined with domain 
knowledge that extends beyond just transport and its opera>ons.  

The insight that data can provide to the industry is crucially important, but what is just as important 
is effec>ve communica>on skills to go alongside the analyses. Communica>ons are vital in explaining 
the issues data presents so that they can be broken down and digested by a wider and ever more 
cri>cal audience. Effec>ve communica>ons can also change the public percep>on of the transport 
industry and the role it plays in many aspects of society, which can increase financial investment and 
broaden the future pipeline of talent. 

HGV Drivers 

As well as highly skilled STEM workers, the most pervasive skills gap faced by the industry at the end 
of 2021 was the shortage of up to 100,000 HGV drivers in the UK.  The concern is that the industry 9
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needs more training and job opportuni>es for manual labour, transport opera>ve and driving roles.  10

These skills are essen>al not only to the transport industry, but industry at large in the UK, as we saw 
last year with the food and petrol shortages. The industry should also provide opportuni>es for 
upskilling across the HGV sector, and con>nued learning and professional development, to make 
these careers more aIrac>ve. Upskilling also creates a flexible workforce which is crucial in >mes of 
crisis where people moving across roles with similar skills becomes commonplace. 

Future proofing the transport profession 

The Covid-19 pandemic highlighted just how underprepared our transport networks were for certain 
unforeseen circumstances. Whether it’s another pandemic, war or the effects of climate change the 
past few years have demonstrated the need to plan for the future and plan for the unforeseen. 
Wrapped into this umbrella term of future proofing are a variety of skills including, but not limited 
to: 

• Forecas>ng   11

• Stakeholder engagement   12

• Carbon accoun>ng   13

• Influencing behaviour/behaviour change  14

• Business case/appraisal  15

Each skill will be a necessary component of a transport profession that is equipped for dealing with 
the uncertain>es of the future while also being able to ac>vely plan and encourage sustainable 
transport op>ons to meet net zero.  

2. How, in your view, can current qualifica8on and training routes be made more 
accessible for those who want to pursue a career in the transport sector? 

Early engagement  
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A fundamental barrier to qualifica>ons and training routes in the transport sector is the industry’s 
failure to successfully engage with young people, par>cularly at the point when they are forming 
their percep>ons around careers.  The transport industry is a large and varied sector, but 16

unfortunately young people osen have a narrow view of the roles and careers transport can offer, 
rather than understanding the breadth of opportuni>es available to them.  BeIer engagement with 17

young people, from the beginning of their GCSE’s up to University, can help break this stereotype and 
open up the sector to youth by giving them the ability to make informed decisions on possible future 
careers. Engagement could include ac>vely aIending schools and running assemblies, to working 
closely with career services and providing online transport career advice and webinars for students. 
We are aware that many of our stakeholder members already invest in suppor>ng university careers 
event, and (in par>cular younger) TPS members lecture in high schools and sixth form colleges. Their 
enthusiasm for their own careers hopefully inspires the next genera>on. 

Engaging with schools and colleges could also help increase the diversity of the transport sector as it 
would reach children and young people who have no connec>ons to the industry. We should also be 
targemng specific geographical areas to access underrepresented communi>es in the industry. In 
addi>on, the industry must profile people from a minority background working in the sector which 
would have a con>nual posi>ve effect by aIrac>ng a more diverse workforce. If poten>al future 
employees from underrepresented backgrounds see role models already in the industry it will 
increase the chances of them pursuing a career in transport.  Having said that, research is required 18

to understand beIer what the real obstacles are to diversifying the transport workforce, increasing 
access to that wider talent pool. 

Entry level schemes and qualifica8ons 

As well as engaging young people, the sector must con>nue to aIract new starters into the sector by 
ensuring there are good quality and compe>>ve entry level schemes, such as appren>ceships and 
graduate schemes, for people of all ages. Such schemes could benefit from engaging with graduates 
of a wide variety of degrees, as many degree level skills are transferrable to transport planning, even 
if there is not an obviously direct content link, such as geography. Whilst there is evidence of good 
prac>ce in the industry, such as HS2’s commitment to 2,000 appren>ceship opportuni>es during the 
lifespan of the project,  the availability of similar appren>ceships for certain roles in the industry 19
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such as transport planning are much less well known. One way appren>ceship numbers could be 
increased is by making them easier to access and pursue for SMEs.  20

Current qualifica>ons and training routes should be made more accessible through the introduc>on 
of formal qualifica>on processes, not simply voluntary ones, especially for transport planning. A fixed 
training scheme would raise the status of transport planners which would make the role more 
aIrac>ve, increase diversity in the sector, and provide a transparency of skills which in turn would 
help highlight their exper>se. At the very least we should be increasing the value of voluntary 
charterships, such as CTPP (Chartered Transport Planning Professional), by recognising them when 
commissioning project teams for example.  

This has been done in Scotland,  where those with the CTPP qualifica>on aIract a fee bonus, 21

encouraging employers to support their staff in aIaining the qualifica>on. Whilst holding these 
qualifica>ons might not change an individual’s skill, it does ensure increasing industry 
professionalism, and increases the status of transport planners, bringing their exper>se and lengthy 
training requirements in line with other professions that have benefited for much longer from 
chartered member status and the existence of a professional body represen>ng their interests. 

Flexibility 

To encourage a versa>le workforce, con>nued development of skills, and varied careers, there 
should be more links between different roles across the transport industry to allow for cross sector 
flexibility. This would help remove barriers for those already in the industry looking for a career 
change, increasing reten>on, and could help aIract workers from outside the industry.  

For example, where there are crossovers, accredita>on links between different ins>tu>ons such as 
the RTPI (Royal Town Planning Ins>tute) and RICS (Royal Ins>tute of Chartered Surveyors) would 
make it easier for workers to move across the industry. This would increase workers’ sa>sfac>on but 
also retain skills where current accredita>on may even lead to losing experience to the industry. If 
training and chartership were more modular, someone could poten>ally start out in Transport 
Planning and change career to become a Chartered Surveyor, if they could acquire skills and progress 
with their chartership in a way where they could return to these in the future. This would make a 
return to Transport Planning more appealing and could also encourage Chartered Surveyors to move 
across to Transport Planning. 

3. What, in your view, are effec8ve ways to aOract young people and career changers into 
a career in the transport sector? 

Transport’s image problem 

The transport industry has an image problem which causes young people, and par>cularly women, 
to disregard it as an aIrac>ve career. A white paper conducted by the Women in Transport All Party 
Parliamentary group found that 70% of women believed the transport industry to have an image 

 Total People (2022). Appren9ceship funding for SMEs. Total People.  20
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problem.  There are several ways you can solve this problem, many of which are addressed later on 22

in the white paper.  They can predominantly be categorised as: 23

1. Introducing policies which help improve employee wellbeing:  

a. Mentoring programmes and peer support 

b. Staff support networks (internal and external) perhaps for specific minori>es 

c. Flexible and hybrid working prac>ces 

d. Mental health training for managers 

e. Regular one to one mee>ngs  

2. A government and industry led communica>ons campaign to celebrate, promote and raise 
awareness of the transport profession 

The younger genera>on of employees are much keener for their employers to focus on mental 
health and employee wellbeing when compared to previous genera>ons.  Studies have found that 24

up to 70% of millennials and Genera>on Z now believe mental health to be the greatest challenge 
their genera>on faces.  While tradi>onal workplace problems are s>ll equally as important, such as 25

wages and job security, as these factors ul>mately have their toll on mental health, the younger 
workforce are more and more concerned with employers having the right support mechanisms and 
policies in place. The same survey found that 64% of young workers now consider flexible working 
important when applying for a job.  To aIract young people into organisa>ons and encourage 26

reten>on and progression, the industry needs to cul>vate an inclusive and suppor>ve workplace 
culture that has accessible routes in for all. Many careers in the transport industry, including 
transport planning are well suited to flexible working, so this could be easily achieved.   

The second point revolves around how we tell the story of the transport profession to generate 
excitement in poten>al employees. These aren't always the natural skills that technical leaders and 
decision makers in the industry possess, so it will require external support from the government and 
from specialist consultancies. This is something we as a society do for the Transport Planning 
profession with our Transport Planning Day campaign.  There are many other campaigns to draw on 27

other professions, but also linked to transport-related themes such as World Bicycle Day or World 
Car Free Day.  28

Raising awareness 
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A part of this image problem is the lack of awareness young people have of the types of career 
transport can offer. Raising awareness of the industry will require an effort to target the people who 
are providing the younger genera>ons with more and more of their informa>on which is increasingly 
becoming social media influencers.  These influencers (except a few who we cover later on) tend 29

not to talk about transport in the same way they do with sectors like AI or VR etc.  There are good 30

examples of industries and companies making use of influencers to raise awareness amongst youth 
which can be drawn on, the most obvious of which being the fashion industry.  31

A strong draw which transport has to offer is the diverse range of opportuni>es and countless 
number of exi>ng projects which poten>al employees can be involved in, whether at a local or 
na>onal level. Communica>on campaigns to raise awareness and address the image problem should 
u>lise this. This could be through VR tours of current sites, experimental videos using drone 
technology or one on one interviews with young and diverse employees already working on the 
project etc.  32

Another way to adapt the image of a career in transport and raise awareness for young people is to 
emphasise the role transport can play in combamng climate change, improving mental / physical 
health and crea>ng a fairer society. The social, environmental and economic benefits of a good 
transport network go much beyond simply gemng people from A to B. For a genera>on of workers 
who care increasingly more about climate change, social and economic jus>ce and mental health,  33

the story of transport not for transport’s sake but to improve the ills of a society is a poten>al way to 
encourage future talent.  

Incen8ves 

Any effort to aIract a diverse, young workforce should be able to show some tangible incen>ves to 
choosing a career in transport. Some ideas used in other industries include:  

• Financial bonuses for star>ng an appren>ceship scheme  

• Financial bonuses from comple>ng the scheme 

• Clear career path shown from employers with flexibility and personalisa>on depending 
on the employee 

• Graduate jobs which offer the ability for further study  

• Bespoke mentoring programmes for all entry level jobs 

• The ability to: 

o Shape and improve the public realm, ci>es and rural areas 
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o Have a beneficial impact on physical and mental health, equality and 
sustainability through even a single project or policy 

o Tackle climate change and environmental degrada>on 

o Connect communi>es 

There are numerous employers in the transport planning profession that have started to implement 
programmes with incen>ves like these, for example Integrated Transport Planning’s new SUNRISE 
graduate scheme.  34

Gaming & different communica8on channels 

As men>oned, the way younger genera>ons now consume media and get their informa>on is very 
different to what is has been in the past, and for the current cohort of decision-makers. Gaming has 
exploded as the digital revolu>on has con>nued with more children (and adults) now gaming than 
ever before.  The opportuni>es to highlight what the transport profession has to offer through the 35

gaming world are endless. Games like Minecras and Sim City are perfect to aIract pre-teens while 
the Grand Thes Auto Online Content Creator mode would be more suited for teenagers and young 
adults.  

These sandbox games allow users the freedom to experiment and naturally understand the 
excitement of transport planning, and engineering more generally, without it being forced upon 
them.  It also teaches users a number of skills like problem solving, crea>vity and reasoning which 36

can be directly applied to STEM careers later in life. With a joint effort between the transport 
industry and game developers there is real poten>al to create something which could inspire the 
next genera>on of gamers to consider a career in transport. There is even the possibility to carve 
roles that join the two, such as using gaming sosware or virtual reality in transport design, 
engagement and consulta>on. 

Another hugely popular communica>ons channel which should be u>lised by industry is TikTok. 
Francis Bourgeois, a young trainspoIer and train enthusiast, has 2.4 million followers on TikTok  and 37

1.6 million followers on Instagram. His videos have gone viral on social media for his genuine and 
authen>c love for trains which has resonated with millions of young people. Francis, and other less 
known influencers, with the right nurturing, could be the spearhead of a recruitment campaign 
which highlights how passionate some young people can be for transport, and that this passion can 
be more than just a hobby. 

Early-stage educa8on 

As discussed in ques>on 2 a successful strategy to engage and inspire the next genera>on of talent 
should aIempt engage with the younger genera>on as early as possible.  The various avenues of 38
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STEM, which includes transport, should be a focus from early-stage educa>on up to GCSE’s. One part 
of this is the technical side of the profession which will be explored in science and maths classes 
however more can be done to ensure that transport problems are part of the STEM curriculum for 
class. But there is also the social value of transport which must be discussed as part of a human 
geography curriculum or the rich history behind our transport systems which could be a component 
of history classes. If pupils understand the benefits of and the history associated with our transport 
network, we should expect those pupils to take an interest in transport and poten>ally see it as a 
viable career.  

To get transport onto the school curriculum in this way, from a place where it is virtually invisible, 
there needs to be a concerted effort to lobby governments from the industry, educa>on 
establishments and trade bodies to convince them of the importance and necessity to make these 
changes. 

When targe>ng children and young adults at school special considera>on must be given to not 
discourage girls from pursuing a career in transport. The evidence which shows girls being deterred 
from careers in STEM is indubitable,  and transport is no excep>on to this. We’ve already 39

established that the industry has an image problem. Ins>tu>ons and teachers need to understand 
the reasons as to why girls may be put off STEM, such as a lack of role models and faulty concep>ons 
of what futures careers may look like, and address these as early as possible.  40

4. What, in your view, are the barriers to further increasing diversity, inclusion and social 
mobility in the transport sector? 

Lack of diversity at senior levels 

Few women work in the transport industry, but even fewer women rise to the top. An Interna>onal 
Transport Workers Federa>on report found that women occupy less then 20% of managerial 
posi>ons across global transport supply chains.  Finding data for ethnic diversity within the industry 41

is more difficult but the picture is much the same as the gender makeup.  42

The lack of diversity at senior levels means that for non-white males that are looking into the 
industry or those that have just entered it, there are very few role models from similar backgrounds 
to look up to and aspire to. Offering a clear path for career progression is key to aIrac>ng a younger 
workforce. If employees are unable to see anyone like them in leadership roles, they will inevitably 
imagine substan>al barriers for them to eventually get to those posi>ons. This is not only the case 
for board rooms and leadership teams, but also for relevant for events and talks. We must be able to 
see and hear underrepresented voices resona>ng all throughout the transport industry. 

 AAUW (2022) The STEM Gap: Women and Girls in Science, Technology, Engineering and Mathema9cs.  39
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Hiring and promo>ng women and ethnic minori>es into managerial roles will also increase the 
likelihood that inclusive internal policies will be introduced, as well as more inclusive transport 
schemes. This should cul>vate and support the pipeline of talent of future leaders from 
underrepresented groups.  Those from these demographic groups understand the struggle and 43

extra barriers they have had to face, so they are best placed to introduce company prac>ces which 
look to alleviate and eradicate these barriers. 

Challenging percep8ons in the industry 

We have established that the industry is perceived as male and pale and that this can put those who 
don’t fit this descrip>on off from seeing it as an aIrac>ve place to work. Another percep>on that the 
industry struggles with is its ageing workforce. A dispropor>onate number of UK transport workers 
are aged between 45-54, with a rela>vely small percentage aged below 30.  44

The demographic makeup of the industry leads to many of the percep>ons which were found in 
Women in Transport’s White Paper. For example, 93% of respondents (women) agreed it had a 
macho culture, only 19% thought women and men were treated fairly and 35% found it difficult to 
progress their careers. These percep>ons are one of the largest barriers the industry face in 
aIrac>ng a diverse and inclusive workforce and they must be challenged wherever possible (see 
ques>on 3 for how to do this).  

5. How, in your view, can barriers to diversity, inclusion and social mobility in the transport 
sector be reduced? 

Most of our answers to ques>on 3 can also be applied here, but we develop one further point below.  

AOrac8ng older employees 

Despite our answer to ques>on four, it is s>ll important that the transport sector aIracts older 
employees as the skills shortage cannot ignore this talent pool. Many in the later stages of life may 
lack the qualifica>ons which are required for entry jobs today so the focus should be on transferable 
skills and experiences. Interview and induc>on processes must have the structures in place to allow 
for these kinds of candidates to be successful and flourish. 

Comprehensive policies and support for work returners will be key in aIrac>ng older candidates, 
both those with directly applicable qualifica>ons and without. Some policies which will help include: 

• Adequate parental leave 

• Long-term sick leave 

• Op>ons for carers  

• Job sharing programmes 
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[hIp://www.passengertransport.co.uk/2022/03/four-ways-to-accelerate-diversity/] 

 CIPD. (2019) Ageing gracefully: The opportuni9es of 44

An older workforce. CIPD. [hIps://www.cipd.co.uk/Images/megatrends-ageing-gracefully-the-opportuni>es-of-
an-older-workforce-1_tcm18-64897.pdf] 



This isn’t a comprehensive list. It’s also worth no>cing that policies like these aren’t only aIrac>ve to 
older employees but also the younger ones who are more concerned with employee wellbeing.  45

Conclusion  

To tackle the skills shortage and create a transport workforce that is fit for the future we need 
con>nued collabora>on between industry and government as well as wider stakeholders, such as 
educa>onal establishments. This consulta>on is a welcome first step but must be followed by ac>on. 
Two-way stakeholder engagement is necessary to develop a thorough strategy that is wider than just 
the transport sector itself. We hope our thoughts will help with this and will be happy to provide 
further informa>on if necessary.  

We have outlined below five key recommenda>ons for developing skills and careers across the 
transport industry which encapsulate the main points made throughout our response. 

Key recommenda8ons 

• Focus on green & technological skills 

• Engage early in the educa>on system  

• Challenge the industry’s image problem 

• Always keep EDI at the top of the agenda 

• Establish and create an inclusive work culture  

• Formalise chartership / any qualifica>on process 
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