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Executive Summary

The Hospitality Futures Project ran from July to December 2007. The project was undertaken by Engage with funding from Equal Brighton & Hove, a European Social Funded programme designed to support disadvantaged local people into training and employment. 

Further information about Equal Brighton & Hove and Engage can be found at: www.equalbrightonandhove.org/node/189 or www.engagesolutions.org.uk

The overall aim of the project was to develop a relationship between the larger hotels based in Brighton & Hove, the public, community and voluntary sectors and to develop an effective route to get local residents furthest from the labour market into employment in the hospitality industry.

Interviews and surveys carried out with 16 hotels across Brighton & Hove reveal that the majority of the larger hotels are experiencing employee churn rates in excess of twenty five percent, which is costly in terms of resources and finances. This suggests that employment opportunities do exist for those with the right skills and motivation. 

The project also looked at whether other initiatives in the South East, including the National Skills Academy model, with which some local hotels are involved at a national level, could be applied to Brighton & Hove.

Outputs

A pilot training initiative was developed for the new Jurys Inns Hotel, which opened in Brighton in November 2007. The four week training programme was designed in consultation with the hotel and incorporated accredited courses in customer service, manual handling, food hygiene, health & safety, first aid, IT and soft skills such as personal grooming and team building. 

The training was delivered in partnership with the following Engage Brighton & Hove members; Kennedy Scott, Working Links, Care Coops, Futures Training, Jobcentre Plus and City College Brighton & Hove. Fourteen recruits, selected by members of Engage Brighton & Hove started the programme, thirteen completed and ten secured employment with Jurys Inns. Further funding is being sought to roll this model out across the city four times a year in response to the employment needs of the larger hotels, as identified by this project.

This project has also seen the development of the Tourism Charter, an employment and training charter to support the broader aim of getting local residents into local jobs. As part of the work on the Charter, information on all the support services provided by the public, community and voluntary sectors was collated and presented in a way that could be easily understood and accessed by the private sector.

Recommendations

· Hospitality employers should do more to promote the industry as a career option, particularly to those furthest from the labour market who may be unaware of opportunities in the sector

· The pilot training initiative developed for Jurys Inn should be rolled out to other hospitality employers, with employers closely involved in designing training which is tailored to their skills needs

· A quarterly forum for employers in the tourism sector should be set up to provide a single point of information both into and out of the sector and to assist those businesses signed up to the Tourism Charter to fulfil their commitments

· Further investigation into actual recruitment costs should be conducted to build the business case for investment in training initiatives such as Hospitality Futures

· Further work should be carried out into the possible adoption of the National Skills Academy model in Brighton & Hove. One of the steering group member organisations, Care Coops, is looking to take this forward.

· The scope for rolling out the model to other sectors facing skills gaps should be investigated by the City Employment and Skills Group.

Background

The tourism industry in Brighton & Hove is one of the key sectors in the local economy worth over £408 million yearly, with 7.8 million tourists visiting the City each year.  The sector currently supports 14,647 jobs, approximately 10% of the local workforce actively in work
. 

The aims of the project were to: 

· Bring together all key players, including employers, to address the local skills and training needs of the hospitality industry and provide a forum for the discussion and development of a variety of initiatives related to addressing the skills and training gap in the sector.

· Provide a cohesive and co-ordinated group of service providers for representatives of the hospitality industry to liaise with.

· Provide a strategic overview of the issues affecting the hospitality industry in the city, county and region.

· Provide comment and evaluation on the ‘Hospitality Futures’ model when required and to help ensure its long-term viability

This project was funded by Equal Brighton & Hove and led by Claire Mitchell, Project Manager for the Engage Project.

A steering group was created to support the direction of the project and assist in the gathering of research and evidence. Membership of the group was drawn from Brighton & Hove City Council, Equal Brighton & Hove, the Learning & Skills Council, Jobcentre Plus, Care Coops, City College and Brighton Housing Trust.

The project started on 1 July 2007 and completed on 31 December 2007.

The Futures Model

Hospitality Futures was based upon the Futures Model, initially developed for the construction industry in Brighton & Hove. Constructing Futures delivers the First Footings training programme to disadvantaged local residents looking for a career in construction. 

The Futures Model is aimed at getting the long term unemployed - those deemed to be ‘hard to reach’ - into employment within a strong economic sector in a specific area where there are employment opportunities both now and in the future.

How the Model Works

In this model, a steering committee is first established with key stakeholders across the public, voluntary and community sectors, which elects which industry sector to focus on. Membership should be at decision maker level to ensure an effective and timely response to the private sector. A project manager is then appointed to carry out the employer engagement activities and co-ordinate the project.

The model relies on targeted preliminary employer engagement activities to assess employers’ needs and to get them involved in the process from the very start. This ensures that any training developed directly responds to their employment needs and has employer support through work placements, employment opportunities and, in some cases, resources.

The employer engagement activities involve a series of one to one meetings with the key decision makers within the businesses. Each meeting lasts around an hour. The time is used to:

· Establish a relationship

· Introduce the concept

· Confirm the contact details are correct

· Capture the size and profile of the business

· Garner data on the infrastructure of the business, job roles etc

· Find out about current staffing numbers, type and ethnicity etc

· Learn about internal and external staff training

· Determine the churn rates (employee turnover)

· Highlight problem recruitment areas and skills shortages

· Discuss their concepts re solutions to the problems

· Gain commitment to offer work placements or employment opportunities if a training solution was to be put in place

From these meetings an employer-led steering committee is established to maintain their ‘buy in’ to the project, make best use of the industry expertise and promote the project to other businesses in the sector.

Once the training model is established, these two steering committees can be amalgamated to free up public and voluntary members to replicate this process in another sector.

The training developed typically takes the form of short courses leading to an industry recognised qualification, followed by a two week work placement in an actual business to demonstrate the new skills to the future employer. Where possible the employer is expected to offer employment. If this is not the case, then the employer will provide a reference to be used to source employment elsewhere.

The courses embed both key skills such as numeracy, literacy and IT and soft skills such as time keeping, communication and team work and can where appropriate include local knowledge. The training has a practical focus and trainers have direct, up-to-date industry experience. This learning environment appears to suit “harder to reach” students better than traditional classroom learning and success rates are very high. The support workers are experienced in working with the client groups and the barriers they experience and establishing appropriate boundaries.

The training is tailored to the needs of the sector as specified by the employers and reflects, where possible, the actual conditions of the industry. For example, construction training should commence at 7.30am and finish around 3pm to reflect the realities of the job.

The underlying purpose of the courses is to enable those local residents interested in making a career in the relevant sector to experience the realities of employment so that they can develop the required soft skills or determine that this is not the right career choice for them.

The Futures Model is empowering to both the local employers, who are being listened to and having their needs met, and the local residents, who get the opportunity to try out their chosen career in a supportive environment whilst learning new skills and gaining a qualification. 

The cost of the model depends on the sector is it being applied to, for example the cost of the Constructing Futures First Footings training is around £1,500 per client and the Hospitality Futures training cost is around £300 per client.
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Other Similar Initiatives in the South East

The Hospitality Futures project looked at other similar initiatives being run in the South East of England to see if there were lessons or approaches that could be applied to Brighton & Hove. These are described below.

Bournemouth Hotel School

Written by Cheryl Finella, Brighton & Hove City Council Economic Development Lead Officer

Background

There have been problems with the development relating to planning and purchasing the site. The estimated opening date is now late 2009. The preferred developer is due to be formally announced in the next month.

The project idea has evolved since its first inception, which was originally to be a Hotel owned by Bournemouth University where students could undertake training. It will now operate as a fully commercial profit-making concern operated by a private sector hotelier.

The site

The site for the hotel was formerly a leisure centre owned by Bournemouth City Council. The Council were keen to encourage the creation of a hotel on the site but it was considered too small by developers. The RDA was able to buy the adjacent site and offer it back to the Council on a long-term lease. The two sites were then offered to the market and it was then considered a viable development. The proposed hotel will now offer 220 bedrooms.

The provision

Bournemouth University is developing a foundation degree linked to the various jobs that will be undertaken within the hotel. The content of the curriculum is being designed around the various jobs within the hotel. Students will work 32 hours per week and attend training days each week within the hotel and taught by University lecturers. Students will be paid the minimum wage by the hotel and will be expected to work across the range of hotel jobs across a two-year period. It is estimated that 30% of employees will be university students with the remainder being professional staff.

The outcomes

Students who complete the two year programme will secure a foundation degree in Hospitality Management, a further year at the university will enable students to secure a BA honours in Hospitality Management. They will be expected to pay fees either topped up, with subsidies or the full cost.

In the long term the University hopes to franchise delivery to FE Colleges such as Poole and Bournemouth. These two colleges are also be involved in the hotel school and will be negotiating day release placements for students undertaking level 2 & 3 NVQ’s in hospitality.

Additional information

The university expressed a desire to look at widening access to its provision to those who would not normally attend a university. 

Bournemouth University came top of the Guardian Newspaper league for Tourism & Hospitality and project is part of the Sector Skills Council bid for a National Skills Academy and the university is working with them to see how the project can be scaled up.

The University would be happy to explore how the programme could be delivered in Brighton & Hove, working with City College. They stressed that the delivery is not dependent on the creation of new hotels and welcomed the opportunity of working with existing hotels possibly in consortium to deliver a similar offer.

	Bournemouth Hotel School

	Type
	Set up cost
	Investors
	Provision
	Reports Available
	Developer / lead contacts

	Bournemouth Hotel School & Conference Centre

Fully commercial enterprise

4 Star Hotel teaching school offering up to 60 student placements.

Opening 2008, first students Spring 2008
	£40 million
	SWRDA - £2 Million

Private Sector? £38 Million

Bournemouth University


Bournemouth and Poole College

Bournemouth Borough Council
	Foundation degree

Hospitality courses
	Savoy Educational Trust funded a Feasibility study & business plan
	Paramount Hotels Ltd

Impro.co.uk/ 

Phillip Sagar 

Project Director

07770 997700

SWRDA contact 

Bruce Voss
01202 649282

bruce.voss@southwestrda.gov.uk
Danaway Hotels Ltd

Joan Senior 01202 - 295723


National Skills Academy for Hospitality
Written by Phil Raynsford, Academy Development Director at People 1st
The Vision

Nationally recognised excellence in hospitality training and education: trusted and valued by employers, learners and parents nationwide.

Led and supported by employers, the National Skills Academy will play a key role in addressing the challenge of ensuring that the industry has the skills it needs, now and in the future, to improve productivity and thrive in the UK.  

Our Academy will

· have national reach

· meet the diverse needs of our sector and its many different sub-sectors and occupations

· be recognised by industry, government and all others as the single marque of excellence in hospitality training

· be championed by employers at all levels, from senior executives of blue chip companies  to owner proprietors of small and micro businesses

· have the flexibility for its member organisations to work in partnership, co-coordinating efforts to develop an overarching Academy learning programme with each member organisation leading on the development of a key stage in this programme

· engage employers to support it, either through hard cash or contribution in kind (e.g. by releasing staff to work with the Academy)

· provide ‘stretch’ to challenge members while also helping aspirant members to develop the content and delivery of their own learning programmes so that they too become eligible to join the Academy if they wish
Investors

A significant number of leading hospitality companies such as InterContinental Hotels, McDonalds Restaurants, Premier Travel Inn, Paramount Restaurants, Sodexho, De Vere, Accor, and Aramark have pledged their support to the Academy.

These organisations employ around 345,000 staff (equivalent to 20% of the sector’s total workforce) in over 6.500 units across the UK.  They have seen the value of an industry standard for excellent training led by employer and have pledged to provide staff and executive time to support Academy providers and learners.  They will help develop new learning programmes, provide tutor support, deliver master classes, offer enhanced learner work placements, provide staff secondment opportunities and offer professional advice and support.  

Along with the employers participating in the new Virtual Hotel Academy, we estimate this will result in an investment of time and expertise by the sector in excess of £50 million to increase skills levels.  This is based upon their extensive commitment of time, resources and employee pay subsidies.

In addition to the estimated contribution of £50 million through employers dedicated time and resources to the Academy, direct cash investment by the founding employer members currently stands at £16.125 million.  This is generated through the following investment:

· Edge Hotel School: £10m in capital investment

· Paramount Hotels (Bournemouth Hotel School): £5m

· Terry Laybourne: £1m in capital investment

· Compass Plc: £125k

The Academy has set the following targets for financial investment by employers and will be supported in this objective by Bob Cotton, Chief Executive of the British Hospitality Association (BHA), the largest industry trade body.
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Learning

Audience

Delivered by

Funded

Junior Chefs

14-16

Colleges

Govt/industry

Young Apprenticeships

14-16

Colleges

DCFS/LSC

16-18

Colleges

19+

16-18

Edge

19+

Colleges, Terry Laybourne, Virtual Hotel Academy

HE

18+

Colleges, Universities, Parmount Hotels

HEFCE

Masterclasses

Employers and 

employees

Academy members

Full cost 

recovery

E-Portal

Employers and 

employees

Executive signposts to approved providers

Full cost 

recovery

16-18

19+

Leadership Development 

Programmes

16+

Hospitality Leadership Training

Full cost 

recovery

Farm to Fork programme

Terry Laybourne and Newcastle College

LSC

LSC

Full time study

Work Based learning

LSC


The Key Aims of the Academy

Focussing on the three areas where skills shortages are of critical concern (chefs, food and drink service and management and leadership) the key aims of the Academy are to:

· Engage more employers in staff development by raising the standard of training provision; developing innovative, employer-led solutions; providing industry support for training providers; and ensuring employer recognition of Academy graduates

· Improve the quality of training provision, to achieve 50 Academy members by 2010.

· Increase the uptake of training provision by employers, adding over 37,000 employment-ready learners by 2010.

We will launch with ten Academy members:

· Edge Hotel School

· Paramount Hotels and the Bournemouth Hotel School

· Terry Laybourne Culinary Skills Academy

· Compass plc (Junior Chefs’ Academy)

· Bournemouth and Poole College

· Newcastle College

· Leeds Thomas Danby College

· Westminster Kingsway College

· Birmingham College of Food, Tourism and Creative Studies 

· Hospitality Leadership Training

We will build to over 50 such members by our fifth operating year.  In addition, each time a new Virtual Hotel Academy is established, participating employers will also become members of the Academy. 

To ensure quality is maintained at the highest level, an Academy Executive will oversee the Academy.  The Academy Executive will be constituted as a company limited by shares, and as a wholly-owned subsidiary of People 1st (a registered charity).  The Executive will manage the quality assurance and licensing process to ensure the creation and maintenance of the highest standards.  It will promote the Academy and expand it to ensure coverage in every English region by its third operating year.

Interview and Survey Findings

Recent research carried out by the Hospitality Futures Project has highlighted that the majority of large hotels experience churn rates in excess of 25% and indicated skills shortages in key fundamental roles such as reception and catering.

16 Hotels were involved in the research phase of this project. See Annex 2 for a copy of the questionnaire used in the one to one meetings with the hoteliers.

Summary of Findings
The hotels

· The Human Resources function was managed by each of the department heads in 11 of the hotels and centrally in 5 hotels. 

· 6 of the hotels regarded themselves as large hotels and 10 of the hotels regarded themselves as medium in size (occupancy under 150 beds). 

· The hotels ranged from Town House hotels to 5 star hotels. The majority (82%) of participating hotels had 3 or 4 stars. 6% were currently going for a star rating.

The Staff

· The majority of hotels employed between 16 and 100 staff. (See figure 2 below)

· 57% of managers, supervisors and directors were male and 43% were female. 

· 11 of the Hotels knew they had staff who considered themselves to have a disability

· 5 of the Hotels said they did not have staff with disabilities

· 15 of the Hotels provide an ‘accessible service’ and make reasonable adjustments for their employees

· 11 of the Hotels said they would find of benefit to consult with a specialist forum for disabled people

· 6 of the 11 Hotels said they would be prepared to pay for this service and 1 said it would depend on the cost
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Job Roles

The following Job Roles exist within the hotels:

	· Administration

· Accounts/Finance

· Sales

· Maintenance

· Housekeeping

· Kitchen
	· Food & Beverage/ Restaurant & Bar

· Front Office

· Night Team

· Events

· Parking 

· Spa


The hardest to fill vacancies are set out in figure 2 below:
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Training Available

All Hotels gave induction training to new staff, which varied from 1 day to 4/5 weeks depending on the position

3 Hotels had online e-learning packages

1 Hotel used the industry-recognised Welcome Excellence Training Package

Some hotels were involving staff in NVQs but the general consensus was that it was not financially viable in low paid positions with a high turnover of staff

Skills Needed

We asked the hoteliers which essential skills should be included in training delivered to assist those furthest from the labour market into employment in this sector:
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Recruitment Processes

The Hotels use a range of recruitment methods, including adverts in the press and via the Jobcentre, recruitment agencies and their own open days. Word of mouth also played a large role, as shown in figure 3:
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Of those that self refer the following percents are recruited [What does this mean?!!]
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Staff Turnover Rates

More than half (56%) of the hotels reported staff turnover rates of 25% or higher. A further 25% reported turnover rates of 10-25% and 19% reported low staff turnover (less than 10%).

Membership in Business Associations

The hotels interviewed participated in the following business associations:

	· Hotels Association
	· Sussex Enterprise

	· HMICA
	· Federation of Small Business

	· City Business Club
	· Tourism Southeast Board

	· Visit Brighton
	· Wine & Spirit Association

	· Bar Association
	· Brighton & Hove Chamber of Commerce

	· British Hospitality Association
	


Corporate Social Responsibility (CSR)

· 13 of the Hotels see CSR as an important business objective; 3 do not

· 15 of the Hotels currently offer work placements, working with a range of local agencies including Working Links and City College. Only 1 hotel does not offer work placements. The same numbers were in favour of offering work placements to local people in the future.

· 14 of the hotels were interested in signing up to a local Employer Charter but 2 were not

· 12 of the hotels would be interested in being part of an Employer Forum to feed into local curriculum training; 4 would not.

· All 16 hotels stated that they would be prepared to recruit staff from a vocational training hotel

The Hospitality Futures Employment and Training Charter

The Hospitality Futures Steering Committee agreed to develop an employment and training charter for the Tourism sector similar to the Hastings Construction Charter.

The purpose of this Charter is to secure the long-term health of the Tourism sector by the development of a partnership between the private, public and voluntary sectors.

The Charter represents a formal commitment by the Tourism sector to maximise the training and recruitment of local people, which will be monitored through an annual review to demonstrate this has taken place.

The Charter offers a quality mark of distinction to recognise those businesses making this commitment. It will support businesses to become ‘Employers of Choice’ and set them apart as examples of good practice.

This Charter will enable the local residents of Brighton & Hove to gain skills and experience and develop stable and paid employment.

The Charter will enable the City of Brighton & Hove to reduce unemployment and improve local skills levels. It will enable regeneration of the City by the people who have a stake in its future, which will result in a more buoyant local economy.

[See Annex 3 for a copy of the Charter. Copies of the Certificate and the Assessment Document can be found at Annex 4.]

Conclusions and Recommendations

Research carried out by the Hospitality Futures Project identified particular issues around recruitment and retention. 

The current high costs of recruiting and retaining staff and high rates of staff turnover present an opportunity for a more effective solution. This can be provided by the Hospitality Futures Training Model, piloted by Jurys Inns, which sees the migration of the long term unemployed into sector-specific training and into employment. 

A business case could be made to these employers that some of the funds currently being used for recruitment be re-directed into the Hospitality Futures model. Further investigation into the actual recruitment costs is recommended to build the business case for investment in training initiatives such as Hospitality Futures.

Common skills shortages such as lack of customer service skills, poor spoken English, literacy, numeracy or a lack of local knowledge are not restricted to the hospitality sector. All of these can easily be delivered within the Hospitality Futures four-week training programme for around £300 per client and could be rolled out to other sectors.

The hoteliers in our survey were unaware that long-term unemployed residents with the potential to become good employees are not applying for vacancies because of their lack of knowledge about the career opportunities available within this industry. These client groups need additional support into work because of issues of confidence, gaps in their work experience and other barriers such as disability or caring responsibilities. The Hospitality Futures Training Model delivers this support. The hoteliers agreed that work was needed to promote the industry more effectively as a career option.

The project concluded that the Bournemouth Hotel School model could not be developed in Brighton & Hove for two reasons: firstly the lack of suitable venue and secondly the lack of funds on that scale. However, the National Skills Academy model could be adopted locally and one of the steering group member organisations, Care Coops, is looking to take this forward.

This project recommends the setting up of a quarterly forum for employers in the tourism sector to provide a single point of information both into and out of the sector and to assist those businesses signed up to the Charter to fulfil their commitments within 2008.

The Tourism Charter is a milestone for the city, and is regarded as good practice. Other organisations and agencies across the UK have requested copies to develop their own good practice around this sector.

Annex 1

Hospitality Futures would like to thank each respondent who gave their time in order to facilitate the process of information gathering:

The Royal Albion Hotel

The Ramada Brighton

The Hilton Metropole

The Old Ship

Jurys Inn

The Kings Hotel and The Brighton Hotel

The Grand

The Alias Hotel Seattle

Hotel du Vin

Holiday Inn

The Queens Hotel (The Vienna Group)

Lansdowne Hotel (Max Hotels)

The Quality Hotel

Alvia Hotel

H5 Hotels (The Courtlands, The Imperial, The Langford)

Premier Inn

The Thistle Brighton

VisitBrighton Team

Economic Development Team Brighton & Hove City Council

Steering Group Membership

Paul Stoggles, Learning & Skills Council (Chair)

Terry Roy, Programme Manager, Equal Brighton & Hove

Adam Bates, Head of Tourism – Brighton & Hove City Council

Cheryl Finella, Lead Officer Economic Development – Brighton & Hove City Council

Mike Burgess, Partnership Manager Surrey & Sussex – Jobcentre Plus

Wayne Edmunds, National Account Manager – Jobcentre Plus

Charlie Turner, CEO – Care Coops

Andrew Green, Assistant Principal – City College Brighton & Hove

Nikki Homewood, Brighton Housing Trust

Stage 8


Delivery of training programme to hard to reach residents through Engage Brighton & Hove


2 week work placements = reference or employment





The Futures Model





Stage 7


Creation of training programme: Amalgamation of Industry recognised short courses and soft skills training delivered in practical way





Stage 6


Formation of Employer Forum


Terms of Reference








Stage 5


Identification of key employers to sit on a Forum





Stage 4


Employer Engagement Activities (3 – 6 months) – Employer Sign up for work placements/employment opportunities


Industry Skills Gaps Analysis (Simultaneous)





Stage 3


Appointment of Project Manager/Coordinator





Stage 1


Formation of Steering Group from key players in public, community & voluntary sectors





Stage 2


Identification of Industry sector focus








� Source - Brighton & Hove City Council, Tourism team
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