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People 1* are leading an initiative to support the career development of women
working in the hospitality, leisure, travel and tourism (HLTT) industries.

The HLTT sector employees a high number of women working in part time and
operational positions, many are working below their skills level in lower paid roles
due to the limited availability of part time work in more senior positions within the
industry. With the shrinking talent pool and high demand for labour the sector needs
to consider ways of attracting and retaining skilled women to work in the industry.
Feedback from industry provides recognition this is an issue and they are keen to
retain talented individuals especially given the current climate.

Within the hospitality, leisure, travel and tourism industry 59% of the sectors
employees are women working in predominately in the lower skilled occupations.
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Women in the sector appear to progress to supervisor or unit manager but past this
position the number of women working in more senior positions reduces dramatically.
For example only 5 of the sectors FTSE 100 employers have female directors on
their board with 3 of these being added in 2008. (Compass, Tui Travel and
Whitbread) The One and All Foundation cites only 6% of the industries board
positions are filled by women compared to a national average of 12%.

Research figures indicate a clear difference between women working in elementary
occupations verses those in manager levels, key employers have sited change in this
number when looking at number of women working as area managers, many achieve
site manager position but do not progress to area manager. One key employer in the
industry sights the following figures of women employed at middle management to
Board level.

Area Manager 35%
Regional Manager 30%
Director 15%

Board Level 10%

This programme of activity recognises the need for positive action in order to develop
career progression opportunities for women working within the HLTT sector. The
information below shows the gender imbalance within the HLTT industry as whole, as
mentioned previously the number of working in with the sector is high however there
is a clear imbalance when reviewing the numbers for management positions, this
plan is to take positive action to improve this and provide women with training,
coaching and mentoring to progress further within their careers.

Women 1st

People 1* are creating a professional development network within the HLTT industry.
Over the coming years we will seek to grow membership of this network, our ultimate
aim to establish a 1000 + strong network which is dedicated to elevating women

leaders within the industry.

Our Mission

By empowering women, developing their leadership talent and striving for gender
parity in leadership, the entire industry benefits. Consider that gender- balanced work
teams results in greater productivity, customer satisfaction, quality of work, creativity,
innovation and stronger bottom line. Our mission will be gain movement to achieving
two important goals:




1. To have at least one female candidate on the shortlist for every
board/executive team position by 2015

2. An improvement of gender balance in the top two tiers of organisations
across the sector by 2015

Currently this figure is 6% within the sector.
We will work to achieve this by:

Establishing a strong network which support women in their careers
Fostering the development of future top industry leaders, building skills and
confidence around a sound leadership competency model and strong
networks

Educate the industry in the benefits of this talent pool, sharing research, best
practice and recognising those business’s who see the benefits

Provide appropriate and ongoing development opportunities, strategic
networking and access to mentors and coaches to women who are striving to
play a role in senior teams and boards

Within the UK there is a large appetite to develop a network for women which
provides events, mentoring, coaching and training for the women working the HLTT
sector. Recent articles published in People 1° newsletter Talent, En Passant and
Hospitality leadership have received a high level of responses from women working
in the sector who recognise the need for this network and are keen to be involved.

Some key facts - a case for change

People 1% wants to ensure that women aspire to and can reach their potential and
are contributing to the leadership and management of the sector. It is not just a social
issue; it makes good commercial sense too. Society is changing and the sector
needs to move with that change

We have prepared a business case outlining the benefits of building a more
inclusive, gender balanced culture. Below are some key facts, which indicate how
things are changing.

Did you know:

The sector is a large employer of women. 59% of its workforce is female
40% of its management vacancies were classed as hard to fill

Just over half (55%) of women working in the sector do so on a part-time
basis

Women currently account for 60% of the graduate base, a figure projected to
rise to 75%
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However, despite these figures there is still a startling imbalance in the
representation of women at senior level:

Less than 6% of the sector's FTSE 100 boards are female, versus a national
average of 12% across all FTSE 100 boards

The number of females working in senior management positions
proportionately low. Above unit management level the proportion of women in
posts falls dramatically. One large proactive industry employer cites the
percentage of women at middle management to board level as follows: Area
Manager 35%, Regional Manager 30%, Director 15%, Board Level 10%

In Hospitality the number of women working in any management role actually
fell by 3% between 2005-08

Many women working part-time are working below their skills levels due to the
limited availability of part-time/flexible work in more senior roles

The sector still struggles to attract the large number of undergraduates (many
women) who work in it casually as a career option on graduation

A number of research studies have shown that organisations with significant
numbers of women in their senior teams do better on a number of
organisation performance measures, including innovation, good governance
and financial results, relative to their sector competitors

A number of activities, aimed at raising awareness and providing women with support
to develop their careers have already been planned. These activities include:

Women 1 — Step Up (continuous professional development pro gramme)

A unigue and intensive programme aimed at equipping potential women leaders with
the confidence and skills they need to succeed. Focused on delivering long- term
transformational change and improved leadership ability, the six one-day programme
looks at the skills of recognising strengths, building confidence, impact,
assertiveness, negotiation, influencing and communication skills.

Leadership Network (mentoring programme)

A mentor can make the difference between getting along and getting ahead.
We aim to establish a strong mentoring network which supports women in
their careers, giving participants the opportunity to benefit from one-to-one
mentoring with the sector’s highest performers. Participants will receive
dedicated training and benefit from five planned mentoring sessions over
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"Regional Connects ‘ (network events)




"
1

Locally hosted informal, part social, part educational events with an inspirational
speaker providing input on a how they succeeded or a great skill to have. These
events provide a unique opportunity for interaction with other industry professionals
and the opportunity for participants to develop a professional network.

PR Development and Awards

We are working on our PR campaign, and news updates and developing annual
awards to ensure we heighten awareness, profile and really celebrate women who
have succeeded in developing their careers in the sector.

Women 1° Website Development

The website is work in progress so please bear with us whilst we continue to develop
it. The website’s aim is to raise industry awareness, stimulate discussion, share
research, best practice and success stories. It will also host online self-development
tools, a development library and provide informal networking opportunities.

The Launch
In October 2009 People 1*' launched this campaign with the support of Cherie Blair,

since the launch over 300 men and women from industry have pledge their for this
programme.

“Initiative puts
Women 1°”
Travel Weekly

“Women 1% to
build skills”
The Publican
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“Campaign to
double women in
senior roles”
Hospitality Magazine

Networks have been established in London, the North West and North East
expanding the reach of the programme.

For more information on Women 1 *' please contact:

Womenlst@peoplelst.co.uk or call 01895 817000




