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Preface

Objective of the People 1 %' Sector Qualifications Strategy -Taking forward the Sector
Skills Agreements

This Sector Qualification Strategy has been developed in line with the policy drivers and
initiatives emerging across the four nations aimed at tackling overall skill deficits and
improving national economies. The key priorities emerging from the process of constructing
Sector Skills Agreements were markedly similar for all four nations although the approaches
to resolving the issues vary in line with the systems and context of each nation. The SQS will
articulate the overall direction in focusing how working on qualifications will address these
priorities and will take forward the issues raised in terms of qualifications provision. Whilst
this overall direction is for the UK as a whole, People 1st will use nation-specific action plans
to drive forward the solutions.

People 1% intend this research and its conclusions, which form the Sector Skills Agreements
and the subsequent Sector Qualifications Strategy, to also enable policy makers within
government and allied agencies and authorities in all four countries of the UK and to examine
the supporting frameworks and funding structures for vocational qualifications to ensure that
these meet with the particular needs and skills requirements of this sector. It is clear from
the consultation processes used that many of the employers in this footprint are ambivalent
about the benefit of qualifications for their workforce, although they do recognise a value in
providing training. Whilst significant public funding is being invested in raising skills, only 7%
of employers have ever accessed funding (with small and micro employer being the least
likely to have done so). Sector employers are not looking for additional funding, but they are
looking for funding to be directed at their priority needs. Faced with both complexity and
restrictions in accessing public funding, employers still need convincing of the benefits in
investing for themselves. It is therefore intended that this strategy will also seek to establish
the business case for raising the qualification profile within the sector and seek to provide
some options which will stimulate employer demand.
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Section 1: Executive Summary

1 Scope of the Sector Qualification Strategy for Pe  ople 1st

People 1* is the Sector Skills Council for the Hospitality, Leisure, Travel and Tourism sector.
This covers 14 industries: hotels, restaurants, pubs, bars and nightclubs, contract food service
providers, hospitality services, membership clubs, events, gambling, travel services, tourist
services, visitor attractions, hostels, holiday centres, and self catering accommodation

There are approximately 184,900' individual hospitality, leisure, travel and tourism
establishments in Great Britain, of which the majority are small and micro businesses (mainly
pubs, bars, nightclubs and restaurants) employing fewer than 10 people. It is a large and growing
sector currently employing nearly two million people. Across the sector there are large industry
variations. The restaurant industry is the largest industry in terms of employment employing over
half a million people, followed by hospitality services, pubs, bars and nightclubs and hotels. The
sector has an important presence across all four home nations, and whilst there are differences
in demography or the predominance of the differing industries, overall similar issues and priorities
have been identified.

People1® completed their Sector Skills Agreement (SSA) for all four home nations of the United
Kingdom in December 2006. In London in March 2007, Shaun Woodward MP, Minister for
Tourism launched the National Skills Strategy for England, with key industry representatives and
key partners. A document entitled ‘Raising the Bar’ A National Skills Strategy for the hospitality,
leisure, travel and tourism sector was disseminated and the employer representatives and
partners present committed themselves to supporting the aims. With funding from the
Department of Employment and Learning (DEL), Peoplel® has worked with key sector
employers to take forward Project Spinnaker which has put in place a Skills Strategy for the
sector in Northern Ireland. Peoplel® has since January 2006 been working with the Wales
Tourism Alliance to ensure that the National Skills Strategy for Wales, will meet the needs of the
sector, and this too has been formally launched. In Scotland the creation of a Skills Summit
comprising of stakeholders, trade bodies, industry leaders and People1® has produced a Scottish
Skills Strategy to tackle the workforce development issues facing the sector, although this is still
to be finally ratified.

Stage 3 of the overall SSA identified issues with qualifications provision within and across the
sector footprint, based on feedback from a range of stakeholders, most importantly those of
employers. People 1% developed discrete qualification strategies for Food, Preparation and
Cookery, Food and Drink Service and Travel and Tourism which have formed precursors for the
actions described in this more comprehensive strategic document. The actions identified did not
fully resolve the issues articulated through the research but set in process the development of the
Diploma in Professional Cookery for example. The SQS is therefore intended to explore and
articulate these issues in more detail and provide a more strategic ‘direction of travel’ for People
1%, its employers, and stakeholders together with identified solutions for the concerns already
expressed.

The Sector Qualification Strategy (SQS) for Peoplel® is therefore intended to address the
gualification potential for all the principal occupations of the whole footprint. As such role profiles
for positions from entry through to management have been identified for all 14 industries and are
being verified through a staged consultation process. A comprehensive programme of




consultation events was carried out throughout the UK during the autumn of 2007, which
confirmed employer and provider support for the strategy. This consultation has explored how
new qualifications might be developed and presented in ways that are more employer-led and
accessible. The workshops will be followed up with further employer engagements through one-
to-one sessions with larger employers in January 2008 and the formation of expert working
groups in February and March 2008 to ratify the information obtained and to explore in more
detail the qualification options which appear to be supported. One of the final outcomes of the
implementation of the SQS will then be frameworks for each sub-sector illustrating the main job
roles mapped against existing and proposed qualifications and identifying potential progressive
and developmental routes

1.2 Learning provision and uptake

There is little available intelligence on the proportion of the workforce who holds job-specific
gualifications or qualifications related to the sector, although there is information on the highest
level of any qualification held by the workforce. The information obtained through research for
the Sector Skills Agreements showed that, taking the UK as a whole, a significant percentage of
the sector's workforce did not hold any qualifications at all. This has been taken up within the
consultation to explore with employers why work-based qualifications are not better utilised as a
means of providing individual progression and improving skills and productivity. Employers are
as a rule more concerned with accessing training and ensuring that business aims can be met,
and it is clear that in some cases People 1* will need to be able to present the cost/benefits in a
business case to encourage employers to make greater use of qualifications as a means of
raising the demonstrated level of skills and knowledge for the sector’s workforce.

Qualification provision currently ranges widely across the sector and the analysis of linked
provision is ongoing. The types of accredited qualifications available for employees within the
sector include S/INVQs and other qualifications (vocational and non-vocational) of differing levels
and sizes, including higher education provision. Employers and private training providers also
provide a volume of learning provision which may or may not be accompanied by a non-
accredited award or attendance certificate. The consultation has sought to elicit views from
employers on the suitability of this provision and the potential for further targeted development.

1.3 Employers concerns and priorities

Employers have said that, in general, there were too many qualifications in the sector, leading to
confusion as to the relative value within each qualification available. Because of demands on
time and resources, many of the available workplace development qualifications (both S/NVQ
and VQ) were viewed as too big and cumbersome for employers to use them efficiently while
continuing to run their businesses. They simply cannot afford employees to be distracted from
their core work for the length of time required to achieve many of the qualifications. There were
also concerns that much of the content of existing qualifications (particularly pre-entry) is not
appropriate for the needs of the potential employer and are ‘surplus to requirements’. Employers
wanted more input into the design and development of qualifications to ensure currency of
content and more appropriate delivery to meet workplace requirements. Employers also
expressed concerns about access to funding for the qualifications they see as priority.

From the Sector Skills Agreements the themes identified as needing priority attention and which
have been fed into the SQS are:

The need for craft skills, especially the training and qualification of chefs, which may have
largely been addressed by the development of a new qualification in early stages of



delivery within England, Wales and Northern Ireland, and which is also being considered
in Scotland.

Customer Service, which when explored further through the SQS consultation also linked
to the preparation of young people for the workplace and interactions with customers.

Management and Leadership, which will more likely be addressed through
encouragement to utilise existing qualification options available but may need some sector
specific contextualised learning.

Recruitment and Retention, which have both been picked up through the SQS as
employers showed little faith in pre-entry qualifications when selecting new entrants and
have not recognised the retention value in supporting staff to access qualifications whilst
in employment.

1.4 How Peoplel * Will Help Realise the Future

People1® has developed a blueprint solution to the issues identified by employers as part of the
work already undertaken for the Sector Skills Agreements. This had already been shared with
key employers, other stakeholders and awarding bodies over the summer of 2007 and was then
subjected to an ongoing wider consultation process. The Blueprint programme is UK-wide and
all action involves the active participation of the People 1% managers within the nations and
regions who facilitate both liaison and the appropriate targeting of activity. Following this SQS
nation-specific Action Plans will be developed and submitted to the SSDA at the end of March
2008 and will focus on the detailed steps needed to achieve the vision of the Blueprint.

The Blueprint for Action includes the following key features:
1. A qualification rationalisation programme:

Taking forward the achievements of the UK Vocational Qualifications Reform Programme and
utilising the proposed Code of Practice for working with awarding bodies to review qualifications
with low take-up. The programme will also seek to address the proliferation of qualifications with
similar content where market needs do not match the offer and the appropriateness of
competence-based qualifications as pre-entry provision to young people.

2. The identification of qualification pathways for each industry;

One of the key outcomes of the action plans will be discrete qualification pathways for each
industry and possible sub-sets of the larger industries. These will assist potential candidates and
employers identify the relevant qualifications that are supported by the industry and which link to
recognisable job roles, promoting the use of qualifications for both entry into the workplace,
development within it and progression. In the light of the priority attached to Customer Service
and Management and Leadership, these will be specifically identified as categories within the
pathways to enable employers to identify provision.

3. Development of common principles for new qualifi cations for the sector:

Peoplelst will propose that qualification gaps indicated by the ongoing consultation on pathways
will be met by working with partnerships of awarding bodies. Proposals will be based on
employer priority and developed in the context of existing NOS to provide learning and
accreditation for any skills and knowledge needs identified to support job roles. Mapping against



the re-defined role profiles will also provide a way forward to re-develop existing qualifications in
the sector as they come up for re-accreditation.

Awarding bodies will be encouraged to adopt common nomenclature and content for
gualifications that have shared content but are offered by different bodies. This complements the
use of common nomenclature in the credit frameworks and will ensure employers and learners
can recognise qualifications at the appropriate level and with relevant content. The principles
agreed through the Credit Common Accord for the Qualifications and Credit Framework (QCF)
for England, the Credit and Qualifications Framework for Wales (CQFW) and the Northern
Ireland Credit Accumulation and Transfer Scheme (NICATS) will be used to inform qualifications
to be developed across England Wales and Northern Ireland. It is recognised that the principal
awarding bodies and others have already been engaged in developing these principles. While
content and delivery templates will be shared across the nations wherever employers require a
corporate approach, the design of qualifications for Scotland will need to sit within the parameters
of the SCQF and the different regulatory functions of the SQA.

4. A formalised procedure for qualification support

In conjunction with the regulatory bodies, People 1% hope to follow a uniform qualifications
approval procedure to work with awarding bodies who wish to submit other qualifications for
approval on the national credit frameworks for England, Wales, and Northern Ireland and for
inclusion in the People 1% qualification pathways. This is currently being piloted by QCA, and if
successful will establish clear criteria shared by all Sector Skills Councils. People 1* will use this
process to identify responsibilities for decision-making. Awarding bodies will be encouraged to
engage in early dialogue with the Sector Skills Council as to any planned qualification
development. Using similar criteria Peoplel® are pursuing an interim qualifications support
procedure which will consider whether qualifications submitted for support for accreditation onto
the NQF are compatible with the industry pathways and role profiles and have demonstrated
employer demand and engagement in design. Whilst a different procedure will operate within the
regulatory framework for Scotland, awarding bodies will be encouraged follow the same
principles in putting qualifications forward to the SCQF.

People 1% advocate the adoption of a unitised qualification structure, which allows learners in the
workplace more flexibility to build packages of skills and knowledge into accreditation as
continuous professional development and a retention enhancement. Where more intense
packages of learning are required, particularly pre-entry and on entry into the workplace, these
units will form larger qualifications

5. Accreditation of in-house company schemes:

This has clearly found favour during the consultation process and links to initiatives such as the
pilot work being undertaken within the CQFW (with SEMTA) and the QCF (Test and Trial) and
the accreditation facilities offered through the SCQF. People 1% will seek to explore all the
available options to put forward clear direction and advice to employers in the sector who want to
utilise these opportunities. People 1* recognise that this is one way that qualification levels could
increase given the learning opportunities provided by larger employers in the sector and would
want to explore how these might be opened to other less well-resourced employers.

6. Areview of assessment practice

People 1% will work with awarding bodies to review and monitor quality of assessment,
particularly where existing qualifications that are essentially the same are offered by a number of
different bodies with different assessment requirements. People 1% will promote standardisation



activity to ensure that while there is flexibility in assessment methodology there is consistency
and validity in the outcomes. The SQS consultation has confirmed that employers’ confidence in
the value of certain qualifications has been marred by poor experiences of delivery, particularly in
assessment, rather than in the design or intention of the qualification.

7. Areview of apprenticeships

People1® will review frameworks for apprenticeships and will look at where there is potential for
new frameworks. The content and delivery of existing frameworks need to be considered against
the following two criteria:

0 Whether they have demonstrated real career progression opportunities. This may be
where delivery is programme led and apprentices are not retained in work placements or
find themselves failing to gain a foothold in the industry. Or where the employers are
unsure of the relevance of content and do not value these as entry training.

0 Whether they have provided progression to higher level qualifications and HE. Generally
there is a poor engagement with all apprenticeships and progression into HE. Where there
are relevant Foundation Degrees this needs to be closely examined and dialogues
opened with HE to see why these progression routes are not working

8. More effective use of the UK Skills Passport

The UKSP (www.UKskKillspassport.co.uk ) should provide a vehicle for a diagnostic assessment
at the beginning of a learner's qualification ‘journey’ that would mean users would make
appropriate and correct decisions about qualifications, and enabling employers’ needs to be met
through the use of the sector’s qualifications provision.

1.5 Moving forward

The Sector Qualifications Strategy will work alongside the Sector Skills Agreements, and will be
kept under review and updated on a three yearly basis. The most up to date versions of the SSA
and SQS documents will be available to all stakeholders via the People1® website from January
2008.



Section 2: Scope of the Sector Qualification Strategy

This section covers the profile of the sector including the occupations within the footprint, and the
qualification provision and uptake that will be addressed through the Sector Qualification
Strategy(SQS). The section also explores the concerns and priorities identified by employers

within the sector which relate to the provision of learning and access to qualifications.

2.1 Scope and coverage of the sector

People1® is the Sector Skills Council for the Hospitality, Leisure, Travel and Tourism sector. This

covers 14 industries: hotels, restaurants, pubs, bars and nightclubs, contract food service
providers, hospitality services, membership clubs, events, gambling, travel services, tourist
services, visitor attractions,

hostels, holiday centres, and self catering accommodation.

2.1.1 How the sector is defined

Industry Business activities

Hotels The hotel industry is fragmented, with a large number of owner
operators. A third of all hotels in the UK are part of a brand. This
industry also covers bed and breakfast establishments, although
these are sometimes classified under self catering accommaodation.

Restaurants Restaurants can be defined in a number of different ways: their

style (ranging from fine dining to fast food establishments); their
type of cuisine (e.g. Chinese, French) and; whether they are part of
a brand or independent.

Pubs, bars and nightclubs

Pubs can be defined in terms of ownership (be they managed
houses, tenanted or leased pubs or free houses). Three of the
main types of pubs are: themed pubs; family pubs and gastro pubs.

Contract food service

providers

The industry is characterised by a few global companies and a
large number of small independent operators. The main industries
serviced by contract caterers are schools, business and industry,
hospitals and social care.

Hospitality services

The ‘industry’ includes all those working in core hospitality
occupations outside the sector. So, for example, cooks employed
by schools and bar staff working in golf clubs. The largest
employers of in-house hospitality staff are LEAs, the NHS and the
Ministry of Defence

Membership clubs

Membership Clubs are normally self-funded, non-profit making
organisations offering facilities to members. They are only open to
members or designated guests and include: professional or
employment association clubs; politically affiliated clubs; clubs for
particular cultural interests and sporting clubs




Events

The events industry is responsible for all outdoor and indoor events,
excluding sporting events undertaken in purpose built sporting
venues. The industry is made up of the following sectors: temporary
sporting events; music events; themed events and functions;
meetings and conferences and exhibitions

Gambling

The gambling industry can be segmented by the following sub-
industries: lotteries; machines; casinos; football pools; bingo and
betting

Travel services

The travel services industry is made up of the following sub-
industries: travel agencies (including travel agencies who specialise
in just business or specialise in leisure markets); outbound tour
operators; travel ticketing agencies; and bureaux de change.

Tourist services

The tourism services industry is made up of a number of sub-
industries: national and regional tourist boards; tourist information
centres; inbound and domestic tour operators. The industry is also
responsible for a large number of tourist guides that can be found in
visitor attractions, on coach tours or who operate independent
tours.

Visitor attractions

Peoplelst is only responsible for a small segment of visitor
attractions, namely: fairground attractions (including theme parks),
piers, historic railways, other city attractions — including Madame
Tussaud’s and the London Eye.

Hostels

Hostels offer shared accommodation, usually aimed at young
people and backpackers. The main operator is the Youth Hostel
Association whilst the independent market is very fragmented.

Holiday centres

The industry covers holiday centres and villages such as Butlins
and Centreparcs where accommodation tends to be in the form of
chalets and lodges and entertainment is offered on-site.

Self catering

accommodation

The majority of self-catering operators are small and some are
purely letting out second homes for holiday accommodation. The
larger operators tend to offer groups of cottages or lodges.

2.1.2 Industries not covered by Peoplelst

Definitions of ‘tourism’ vary greatly. People 1% does not cover some industries that often fall or
are perceived to fall within a definition of tourism, such as:

Caravan parks

Campsites



Museums
Retail
Heritage sites

Z00s

Due to the occupational structures and skill requirements of their workforce, these industries fall
under the remit of other Sector Skills Councils, namely, Skills Active, Creative and Cultural Skills,
Skillsmart Retail and Lantra.

There is little shared-sector coverage within current qualification design and provision, with the
exception of the new development in England of the 14-19 Diploma in Travel and Tourism, which
is a joint venture with Go-Skills. Some transferable learning needs such as customer service,
administration and leadership and managements are serviced by the relevant sector skills
councils and sector skills bodies, such as the Institute for Customer Service, Council for
Administration and the Management Standards Centre. People 1% is leading a consortium of
SSCs in examining the customer service training provision and recommending cross-sector
qualifications for Customer Service with the 2012 Olympics as a key driver. People 1% have also
examined the relevance of generic standards through Management and Leadership Summit Sub-
group as an action point from the National Skills Strategy for England, which is discussed further
in section 4.3.

2.1.3 The profile of the sector

There are approximately 184,900° individual hospitality, leisure, travel and tourism
establishments in Great Britain of which a third is comprised of pubs, bars and nightclubs and an
additional third are restaurants. Small and micro businesses are predominant in the sector with
77 % of establishments across the United Kingdom employing fewer than 10 people. It is a large
and growing sector currently employing nearly two million people. Across the sector there are
large industry variations. The restaurant industry is the largest industry in terms of employment
employing over half a million people, followed by hospitality services, pubs, bars and nightclubs
and hotels.

The sector has an important presence across all four home nations, with individual national
characteristics. England has the greatest share of the sector's workforce (83 %) with the
restaurant industry as the largest industry in terms of employment employing nearly 500,000
people, followed by hospitality services, pubs, bars and nightclubs and hotels. Scotland has just
under a tenth of total employment, while Wales and Northern Ireland has five % and two %,
respectively, of the total workforce. In Northern Ireland the hospitality services industry is the
largest industry in terms of employment employing approximately 11,400 people, followed closely
by restaurants. There are approximately 16,800 individual hospitality, leisure, travel and tourism
establishments in Scotland of which the majority are restaurants and a quarter are pubs, bars
and nightclubs. In Wales nearly 40 % of the sector is comprised of pubs, bars and nightclubs and
an additional 31 % are restaurants. Small and micro businesses are particularly predominant in
Wales, with 79 % of establishments employing fewer than 10 people — larger than is found in
Scotland and England.?




2.1.4 Coverage of the Sector Qualification Strategy

The Sector Qualification Strategy(SQS) for Peoplel® is intended to address the qualification
potential for all the principal occupations of the whole footprint. As such, role profiles for positions
from entry through to management have been identified for all 14 industries and are being
verified through the staged consultation process. The diagram overleaf has been developed for
use within UK Skills Passport and illustrates the occupational profile of the sector.

One of the final outcomes of the implementation of the SQS will be a framework for each sub-
sector illustrating the roles mapped against existing and proposed qualifications and identifying
potential progressive and developmental routes. This will include at one end learners who are
pre-entry (either in Young Apprenticeships or other vocationally linked school-based provision
and those who are undertaking vocational courses in further and higher education with a view to
securing graduate employment within the sector) and move through the range of provision for
ongoing development and progression. Qualifications for those employed within the sector
should be more easily identifiable in terms of meeting employer demand for skills and knowledge
development and for individuals seeking career progression, than is currently the case. The SQS
has been viewed by People1® as an excellent opportunity to provide more clarity on qualification
provision and to ensure that future developments are more closely aligned to employer
requirements. (See section 6.1)



2.1.5 The Occupational Profile of the Hospitality,

Core Occupations *

Number employed

Hotel and accommodation

managers 50,710
Hotel porters 11,943
Bar staff 284,181
Eruel:;:i?;nss & managers licensed 60,317
%c;r:]f:éeer:ge and  exhibition 12,574
I;‘ggs#(;gntsand theme park 15.106
Chefs, cooks 256,724
rl?}zsr,]t:;;?gt and catering 160,047
Kitchen and catering assistants 397,126
Waiting staff 231,845
Travel and tour guides 21,088
Travel agency managers 7,678
Travel agents 48,440

August 2006

Catering, Travel and Tourism Sector



Occupational Pathways

The population of potential learners is therefore anyone with a job role in one of these career
pathways.



2.1.6 Qualification Provision and Uptake

In preparation for the development of the strategy People 1* has engaged in a two stage process
to review data held on current qualification provision, both accredited by the regulatory bodies
and non-accredited. The exercise sought to establish which qualifications are currently on offer
and which of these are being taken up by employers and learners. The findings are reported in
section 4.1.

Provision currently ranges from those which are delivered prior to entry into the workplace (i.e.
through school, college and higher education), through those required upon entry (including
those which are contained in Apprenticeship/Modern Apprenticeship/Traineeship framewaorks) to
those providing workplace development for existing employees (role-related skills and knowledge
development) and including those intended to facilitate individuals with career development. The
types of accredited qualifications available for employees within the sector include S/NVQs and
other qualification types of differing levels and sizes, including some higher education provision.
Employers and private training providers also provide a volume of learning provision which may
or may not be accompanied by a non-accredited award or attendance certificate.

During the final development of the strategy People1l® has engaged in specific qualifications
consultation with employers and providers across the sector. A total of 253 employers and
learning providers were engaged in workshops held throughout October and November 2007.
This information is now being analysed to provide a more detailed picture of what skills and
knowledge components employers would like to see recognised by qualifications and at what
level. During December 2007 this will be mapped against the information held on current
provision to see where there is a match and where there are gaps. More information on what
employers require and what is indicated by the current provision of qualifications can be found in
section 4.3

As there is a paucity of information on the proportion of the workforce who holds job-specific
qualifications or qualifications related to this sector, the main measure available is information on
the highest level of any qualification held by the workforce. The picture for the Hospitality,
Leisure, Travel and Tourism sector is shown in the table overleaf.

This information, which was obtained through earlier research for the Sector Skills Agreements,
showed that taking the UK as a whole 14 % of the sector's workforce did not hold any
qualifications at all (compared to an average of 11 % of the total UK workforce). Despite
government initiatives in each of the four nations to promote basic skills levels, data for the last
three years shows that there has been little change in the qualification levels of this sector’s
workforce. The percentage with no qualifications has decreased slightly but so has the
percentage with a level 2 qualification. 38 % of the sector’s workforce does not hold a level 2
qualification compared to 30 % of the total UK workforce. There has been a slight rise in the
proportion of the workforce whose highest qualification is at level 1. The lack of formal
gualifications is not restricted to those working in relatively low skilled roles. Two managerial
occupations in particular stood out: Across the UK 7 % of hotel and accommodation managers
and 17 % of publicans and managers of licensed premises have no qualifications at all. The
picture is better in Scotland, where 55% of managers in the sector hold some qualifications at
level 3 or above. At the skilled trade level, 12 % of chefs UK-wide have no qualifications and
although 71% of chefs in Scotland hold a qualification at level 2, there is insufficient data to show
whether these qualifications are linked to trade skills. The information available on productivity
and customer satisfaction would suggest this is not the case.



2.1.7 Qualification levels of those working in core occupations

S/INVQ Level 4 SINVQ SINVQ S/INVQ Level 1 No qualifications

and above (%) Level 3 (%) Level 2 (%) and entry (%)

level (%)

rl;l]c:riligergnd accommodation 35 20 o5 14 7
rl?}zs::ggisnt and catering 16 o5 26 22 10
E:le?:i?;nss & managers licensed 15 16 13 10 1
gc;r:]f:grlzrgsce and  exhibition 60 21 15 12 5
Travel agency managers 28 27 32 11 2
Chefs, cooks 5 22 32 25 14
Travel agents 21 33 26 18 2
Kitchen and catering assistants 5 29 32 19 11
Waiters, waitresses 9 29 32 19 11
Bar staff 14 32 25 18 10

2.2 Sector concerns and priorities
2.2.1 Findings of existing research

People 1% engaged in widespread consultation with over 5000 employers during the preparation
of the Sector Skills Agreements and valuable information was gathered on skills shortages and
training needs. A separate research project was undertaken in 2006/7 to identify which
qualification and training were accessed by some of the larger employers (which were either
based in England or were UK-wide operations), and to explore how they viewed the provision in
terms of meeting their needs. There was, however, no clear distinction made between
engagement with training and accreditation through formal qualifications. When asked about
qualifications, employers tend to address the learning provision and the information which was
received on satisfaction with existing qualifications has therefore tended to be generalised.



Employers have reported confusion in selecting the right provision for their needs from the
breadth of options and general dissatisfaction with the available provision for upskilling existing
employees. The size of vocational qualifications was seen as not conducive to the time demands
of the workplace and there were reported issues with quality of delivery.

Whilst the original research on satisfaction was largely concerned with employers based in
England the findings have been echoed by the nation-specific research for the Sector Skills
Agreements. This has been further borne out by the consultations carried out specifically for the
SQS. The reasons why there is an overall poor uptake of qualification were not directly
addressed in the earlier research but some of the findings led to natural conclusions, supported
in the more recent consultation. The sector has a markedly high turnover of staff and this was
one of the main reasons cited by employers as contributing to skills deficiencies amongst
elementary staff and one reason why there is generally a poor take-up for qualifications. Other
employers queried the business case in investing in qualifications for individuals when as
employers their priority was to ensure that employees were trained. Ambivalence towards the
use of qualifications has also been detected in the relative lack of enthusiasm to partake in the
recent consultation events.

Another piece of research was conducted within the Leisure, Visitor Attraction, Theme Park,
Holiday Park, and Hostel industries as part of the review of occupational standards in 2006.
People 1% used the project to gather detailed views from employers on current training and
qualifications practice and to ascertain what employers want going forwards for a qualifications
offer. Employers in these industries were asked about their views on the occupational standards
and on the value of developing S/INVQs as related qualifications. The industries employ a
significant number of short term or seasonal personnel. This is a reflection of the seasonal
demand for their services. This short term employment is often within occupations that require a
high level of multi tasking, including some unique core occupations. The short term nature of
these employment contracts was not seen as conducive to S/NVQ delivery. The consistent
message from employers was that they would like to see a framework of short, focussed
accredited qualifications. Employers told us that desirable features of these qualifications are
likely to be:

VRQs that can be delivered off the job

Modular or unit-based, so that a learner can accumulate relevant chunks of
learning in a flexible way over weeks

Made up of units capable of being delivered via shorter one or two day
training sessions or during down-time

Capable of accreditating in-house brand delivery training
To supplement this, more specific information on qualification requirements across the range

of industries has now been sought through the strategy consultation. Employers were asked to
consider desired skills and knowledge sets for role profiles and to identify specifically where they
wanted to see skills and knowledge accredited, rather than simply a training need met. The
findings of this consultation will be discussed in section 4.3.

The Sector Skills Agreement findings have identified the same key skills concerns for all four
nations although the emphasis on degree of priority varies slightly. These are: workforce
development or craft skills (specifically targeting chefs), Management and Leadership learning
and accreditation, Customer Service. People 1* is also linking qualification uptake to the other
expressed concerns regarding recruitment and retention. People 1% have recognised that the



sector needs some persuasive cost benefit analysis to encourage some employers to see that
training and qualifying staff might improve retention.

The SQS attempts to improve the overall match between qualification provision and employer
need, and to address the supporting processes such as improving the identification of relevant
qualifications, streamline the menu and present these in clear pathways. As many of the larger
employers interviewed are offering training, especially in their own individual customer service
requirements, consideration will be given to the various options for accrediting this training using
the various credit frameworks.

All four of the nations have developed Sector Skills Agreements which identify the need for
training in management and leadership. The prevalence of effective managers is essential for
the future performance of the sector; however, employers identify the lack of managers with a full
profile of management skills as a significant problem. Poor management skills are generally a
result of a lack of appropriate training and experience. Particular problems originate when staff
are being promoted quite quickly because they are good at their craft or have demonstrated
some duration in post. They do not necessarily demonstrate any management capabilities, and
are then offered little support or training to expand their management capabilities. There was
also recognition that small and micro businesses may be suffering owing to the lack of ‘small
business’ management capabilities of the owner/operators, especially in the licensed retail area.
‘Lifestyle’ businesses often enter the sector with a lack of experience and do not always buy in to
the concept of skills and training. For this reason the proposed pathways which were presented
as a concept in the SQS consultation have a specific category for Management and Leadership.
The consultation on job roles has tried to identify with more clarity which roles have a managerial
function and which aspects and levels of management skills need focus.

More broadly across the sector, customer-handling skills are particular skills that employers
believe are most lacking within their current workforce followed by communication, team working
and technical and practical skills. When explored further during the latest consultation this
seems to be linked to a concern about how younger people entering the workforce in the 21%
Century have personal attitudes and values which make them less prepared for a customer-
facing environment.

2.2.2 Key policy and influences

There are a number of government policies and strategies, developed within each of the four
nations covered within this SQS. People 1st's vision for the future of sector qualifications has
been developed in line with the direction of policy development across the different
administrations and the policy landscape set out formally in documents such as “World Class
Skills” (The response to the Leitch Report for England), The “Skills and Employment Action Plan
2005” for Wales, “Success through Skills” (skills strategy for Northern Ireland) and the very
recently announced “Skills for Scotland”.

In the main, while there are clear differences in direction followed these policies also have
common themes in: seeking to improve vocational elements in educational opportunities,
promoting skills levels and workforce development and productivity across industry in general,
and promoting employer voices in the delivery of vocational learning. The role of SSCs in
working to enhance learning opportunities and qualification uptake is recognised within most of
these documents or the subsequent action plans or policy developments although one of the key
differences is however the priorities and mechanisms attached to funding and the influence the
SSCs and the SQS in particular might bring to bear on funding priorities, such as the accent on
funding up to Level 2 through “Train to Gain” in England. The relationships between these
documents and the SQS are identified in more detail in Appendix 3.



All four nations now have developed credit frameworks and although there are differences within
these frameworks there is articulation between them. The development of modular qualifications
is facilitated by the shared accreditation arrangements of the frameworks for England, Northern
Ireland and Wales. In Scotland while SQA can only regulate SVQs there is scope for other
qualification developed by awarding bodies working across the border to be recognised within the
SCQF and the broader qualification types within it.

Tourism is identified as a priority sector in both Northern Ireland, Scotland and Wales and is
reflected in particular policies and drivers for change: the Northern Ireland “Strategic Framework
for Action”, A Tourism Framework for Change” in Scotland and “Achieving Our Potential” in
Wales. These (or their action plans) share the skills development priorities for crafts (chefs in
particular), Management and Leadership and Customer Service and the related priority of
retention of staff.

All four nations have also prioritised the inclusion of vocational learning into the full-time provision
at school or college, although the approaches vary. The increased usage of apprenticeships is a
focal point in the DIUS response to Leitch for England and these are to continue to offer a direct
path into employment in the various sectors, which includes that covered by People 1%, along
with the newly developed Specialist Diplomas for 14-19 year olds. In Scotland the focus is on
lifelong learning and Skills for Work Courses have been introduced through “Determined to
Succeed- the Curriculum for Excellence”. In Northern Ireland the parallel provision is
Occupational Studies which were introduced through “Training for Success” together with the
promotion of traineeships which follow apprenticeship frameworks. In Wales the Welsh
Assembly Government has introduced the Welsh Baccalaureate which includes employer led
provision. These initiatives are of relevance to the SQS as People 1* has concerns about the
suitability of existing vocational or pre-entry provision for the sector, particularly the use of
S/NVQs and would want to see how vocational learning can be further developed alongside or to
follow the new initiatives.



SECTION 3: Sector Working Environment

This section examines the particular characteristics of the Hospitality, Leisure, Travel and
Tourism sector that impact on the uptake and success of learning provision. This includes a
forecast of future trends and changes, which may impact on skills and training needs.

3.1 Characteristics of the working environment

The sector employs a young workforce. Overall just over a third of staff are under age of 25, with
pubs, bars and nightclubs employing the highest proportion of 16 to 25 year olds, many of which
are students for whom hospitality is not the intended career pathway. This demographic may
vary, especially in rural areas where the younger population is diminishing, and in contract food
services provision, hospitality services and other holiday accommodation where employees tend
to be older. There is a high turnover of staff, with casual employment and temporary
employment common (often due to seasonality) and 10 o/o of the sector's workforce is employed
on a temporary or casual basis. Shift patterns and intensive extended working hours (such as
those for casino and nightclub workers) where the pressure is to meet customer service needs
rather than staff development, also characterise the sector working environment. All these factors
tend to inhibit conventional training and learning opportunities and employers commitment to
funding qualifications. Using a more unitised approach to qualifications which can build
incrementally and can be portable through the use of the UK Skills Passport should partially
address this issue.

The recruitment of international workers is widespread especially for lower skilled back and front
of house roles. 17 % of the sector’s workforce is from overseas. International workers are most
likely to be found working in the restaurant industry and in London form 70% of the workforce
within the sector. Ethnic minorities make up 11 % of the sector workforce. There is variation
across the sector in terms of industry, with the highest number of people from ethnic minorities
working in the restaurant industry. Often those recruited to these roles have attained graduate
level education in their own countries but this is unlikely to be industry-related, and they are using
the sector as a stop-gap until they find employment in their own field. This also clearly has an
impact on access to learning and uptake of qualifications, especially where English is a second
language. Within the SQS consultation with learning providers this has been explored as a
challenge to be taken up particularly for delivery. People 1% are to research the impact of this
further and has also undertaken within all the National Skills Strategies to investigate ways to
broaden the labour pools and support those on Jobseekers or Incapacity benefit , NEET group®,
‘returnees’, older workers to enter the sector with the skills and knowledge required by
employers.

Another factor which affects training and learning provision is that whilst the majority of the
workforce is employed by a relatively small number of large employers, there are a significant
number of very small micro-businesses, employing just 1-2 people who are often family linked,
where time and costs are at a premium. This is particularly true of Wales, Scotland and Northern
Ireland. These are particularly prone to business failure and in 2004 there were 951
bankruptcies and 511 company liquidations® across the sector, a higher proportion than in other
sectors. Research by Lloyds TSB identified that one in three entrepreneurs lacked the necessary
skills to start a new business. Business survival will also affect continuity of opportunity and
retention for employees. The provision of learning or qualifications in business skills has been
identified in the licensed retail arm of the sector and in the National Skills Strategy for Wales
People 1* has committed to identify or develop a suite of short courses for owner operators that
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can be delivered through a variety of media and promoted through UK Skills Passport. People
1% will also consider if there are existing or new qualifications which might be of value in
accrediting such courses.

3.2 Sector workforce trends

The sector can be significantly affected by a multitude of external factors such as fuel costs, the
weather, new flight routes into and out of the UK and terrorism. The Peace Process in Northern
Ireland has had a huge impact on the tourism sector as an increasing number of visitors are now
attracted to the area. From a tourism perspective, the sector generally operates in a global
environment competing with other international destinations. Winning the bid for the 2012
Olympics has had a profound effect on the sector in London and turned attention especially to
issues of customer service. In 2007 People 1% undertook some specific research on behalf of
several SSCs and the Department for Culture, Media and Sport, which sought to identify more
closely the skills needs in preparing and hosting the Games. As well as using the proposed
gualification pathways and the UK Skills Passport as means to identify customer service
qualifications, People 1% has now been commissioned to undertake a subsequent project to
identify and promote the most relevant and well regarded ones in readiness for 2012.

The main ‘new’ skills required for the 2012 Games identified are; games knowledge; cultural
awareness; disability awareness and language skills. Skill requirements that featured as
common across most of the 40 occupations included customer service and teamwork (with staff
often having to get to know and work with a new team very quickly). Skill requirements relevant
to a selection of occupations in this sector include event planning, and cultural awareness.
Despite the temporary nature of the demand and the workforce People 1st has identified
gualifications planning for 2012 and beyond, within the action plan of the London Skills Strategy
mirroring the need for improved customer service and management skills across the sector. It is
likely that these will also be issues arising in preparation for the Ryder Cup in Wales and hosting
of other major events such as the Skills Olympics in 2011, and the Commonwealth Games for
Glasgow in 2014. With a focus on certain key events there are implications in the mobility of
skilled staff who may be enticed to move from other geographical areas tempted by temporary
enhancements, and recognised transferable qualifications will be of benefit to both them and their
employers.

Working Futures Il projections show that there will be a net requirement of 1,642,000 people
between 2004 and 2014. This is a combination of an extra 164,000 new posts created and a
replacement demand of 1,478,000 people needed to replace those leaving the labour market.
The indication was that the labour profile would remain largely unchanged. However, there was
a concern that uncertainty over mobility and energy costs may result in more drastic changes. In
general, employers agreed that whilst there will not be major changes to the types of skills that
will be required in the future across the sector, there are some selective changes indicated.

A number of new posts are likely to be created in response to changes in consumer demand,
such as dieticians in larger food operations. With increasing attention being paid to nutrition in
food service as even those at the customer-facing end are requiring more awareness of issues
such as food allergy, and this has been reflected in some of the skills and knowledge
requirements identified during the consultation on role profiles for those involved in food
preparation and food service. There is a marked increased provision of food which changes the
skills requirements of the licensed retail industry, which has also changed characteristics in
response to legislation on smoking. The focus on lifestyles is also having an impact on the hotel
industry with a greater provision of spas and other facilities that require specialist skills. These
indicated changes are reflected in the development of up to date role profiles which link to the
gualification pathways.



Legal specialists may be required to cope with the increased litigious culture and increased
cohorts of specialists to supports operations with specific skill needs, such as IT or direct
marketing. It has also been reported that an increased percentage of staff might be required to
speak less mainstream languages, such as Russian and Chinese, as these markets increase.
These latter requirements will most likely have to be addressed though recruitment rather than
workforce development activity but provide an insight into the context of the changes facing the
sector.

Recruitment and retention are continuous issues for employers with a number of hard to fill
vacancies, especially with posts for managers and skilled trades (chefs) proving most difficult to
fill (58 % of vacancies for managers and 68 % of vacancies for chefs are hard-to-fill. Whilst
vacancies for skilled trades are difficult to fill in all sectors, finding appropriately trained and
skilled managers to fill vacancies in the Hospitality, Leisure, Travel and Tourism sector is proving
more difficult than is normal across the economy as a whole. There is as a result a tendency to
promote rapidly, leading to increased demands for management qualifications for a relatively
young and inexperienced management workforce. People 1% will work with their employers
using the Good Employer scheme to help them recognise the part that access to qualification
opportunities can play in providing an incentive for existing staff to remain within an organisation.
Work has already been undertaken to provide an entry qualification for the role of chef,
particularly in fine dining, which has been developed using the close involvement of the chefs
guilds and selected employers and should provide more confidence in future recruitment. This
development working with a number of awarding bodies and using an employer led template will
be picked up as model for using common principles in qualification within the SQS.

The recruitment issues are being reflected in the focus on appropriate learning provision and
qualifications prior to entry into this sector. People 1% will engage with those shaping the
school/college-based provision in all four nations to ensure that vocational provision pre-entry is
meeting employer requirements more closely. Employers have reported that they often value
personality attributes above formal qualifications when selecting and also that they have
concerns on the validity and currency of current entry provision. Employer participation in the
vocational strands at school level should address this but more attention may be needed on
shaping content at further and higher education and on addressing the elementary skills levels of
staff through Skills for Life, Essential skills, Basic Skills and Core Skills initiatives in the four
nations. The Core Skills profile for young people in Scotland is relatively high by comparison with
the other three nations, so in Scotland the accent has shifted to Employability.



SECTION 4: Summary of current qualifications and le  arning provision

Section 2 introduced the types of qualification available to the sector and this section looks at
provision in more detail. Peoplel® has used the preparation of the SQS as an opportunity to
review the data held on qualifications and to consider how to make provision both more
accessible to employers and learners and more relevant to industry skills and knowledge needs.
The intention within the SQS is on clarifying not only what is sector specific but what is sector
appropriate and signposting this as clearly as possible for both employers and candidates.

4.1 Current learning provision

People 1% has had ready access to data on publicly funded learning and have researched the
range of qualifications offered. Establishing a full and accurate picture of qualification provision
specifically geared to this sector has not been a simple process. Whilst the regulators maintain
lists of qualifications that they accredit, the non-accredited qualifications offered by both awarding
bodies, trade associations and employers are not listed together. People 1% works with 21
awarding bodies, some of whom are professional associations and offer a range of qualifications
some of which are not submitted for inclusion on the regulatory frameworks as they are
supported by employer funding.

In 2006 a total of 447 FE and HE providers were asked to submit details of what they offer. This
resulted in 330 (78%) submitting their details for inclusion on UK Skills Passport and produced
details of 4,129 sector specific and generic qualifications and courses relevant to the sector. In
addition private training companies, work-based learning providers, professional bodies and
trade associations were also surveyed and in-house training provision by employers identified
through qualitative interviews. The latter does not typically lead to formal qualifications but
satisfies the employers’ business requirements.

During late 2007 detailed desktop revision was then carried out on the data held by QCA and the
LSC regarding the currency of the listed qualifications for England, Northern Ireland and Wales.
There were discrepancies in the figures held by these two organisations concerning accredited
gualifications relevant to this sector, and from one composite database of 900 plus qualifications
the list has been reduced to approximately 250 current qualifications for the three nations. This
work has been continued to ensure a more complete picture of currency and take-up and to
complete the coverage to include Scotland-only qualifications (using the Scottish National
Learning Opportunities Database). People 1% can now be more confident in having a
comprehensive central database identifying the current qualifications on offer to their employers
and candidates. The list of currently available vocational qualifications with the most recent data
on uptake is reproduced in Appendix 1.

UK Skills Passport has now been updated to link the identified learning courses with
approximately 350 current qualifications. These include 90 qualifications which are only
applicable to Scotland and a number of qualifications awarded by recognised awarding bodies
but which are not on the regulatory frameworks as they are not linked to public funding. Of the
350, 261 are identified on Passport as “General Craft”, which have been further split in Appendix
1 to show functions. 35 are identified as “Safe & Legal”, the latter reflecting requirements for
food safety or health and safety or other statutory requirements. There are 18 sector-specific
S/INVQs which have been developed out of occupational standards, and 14 related
apprenticeship frameworks which are available across the four nations. Passport also identifies
cross sector qualifications including 19 Customer Service and 58 Management & Leadership.

Passport also recognises “development packages” which are learning packages with branding
that are highly regarded in the sector but stop short of being qualifications due to an absence of



formal assessment. The most prominent of these are Welcome Host and its Scottish equivalent
One Thousand Welcomes, and FISH! Employers in the sector, particularly larger organisations
offer tailored training in such things as customer service and in the sector there are other
assessments that are not accredited as qualifications, such as the “Triple A Award” an
examination administered by the British Food Trust.

For the initial development of the pathways concept People 1% are categorising qualifications into
pre-entry, entry, workplace development and progression relating to the phase of an individual's
career pathway.

4.1.1 Pre-entry

Pre-entry provision currently ranges from school and college delivered vocational qualifications
through to higher education. At the pre-entry level in England there are GCSEs in leisure and
tourism and in hospitality and catering. The picture in Wales is similar with the GCSE in Catering
having relatively strong uptake while that of the GCSE in Leisure and Tourism is low. There is
sector provision in schools in Northern Ireland, but take up has been relatively low. In 2005, there
were 123 on the GCSE in Hospitality and 171 undertaking the GCSE in Leisure and Tourism.
More recently Occupational Studies have been added to the curriculum as part of the Vocational
Enhancement Programme and this has included pathways for Hospitality and Catering and for
Travel and Tourism, designed to link to vocational provision at Further Education level, and
developed in concert with employers. There is a similar programme in Scotland, the Curriculum
for Excellence, with Skills for Work Intermediate 1 in Hospitality (Intermediate 2 in Hospitality will
be available in session 2008-09) and in Wales there is a vocational element within the Welsh
Baccalaureate. In England the new initiative is the Specialist (14-19) Diplomas which will include
one for Hospitality and one for Travel and Tourism (a joint development with Go-Skills) and
currently there is a fairly recently developed Young Apprenticeship in Hospitality. It is too early to
access uptake data on these national developments.

The sector has no mandatory entry requirements although employers in events tend to seek an
Events Management or similar degree in recruitment. Colleges and other providers offer a range
of full-time courses linked to vocational qualifications, including some S/NVQS. This latter trend
was funding driven by and large and in England is being discouraged by the Learning and Skills
Council, who have issued a joint statement to that effect, with People 1%. Employers have
indicated that they do not favour recruits presenting with college-based vocational qualifications
instead they recruit on personality traits. There is particular criticism of college-delivered SINVQs
where employers report less evidence of ability in the range of skills that would be expected. The
exception may be for example where colleges have full-size kitchens or have negotiated
placements with local employers. People 1* will therefore seek to work over the coming years
with learning providers and those with an interest in full time education to consider how the
gualifications menu might be simplified and revised to better prepare young people for work in
the sector and to encourage employers to place more value in provision at this level.



4.1.2 Employment Entry

At present this level of provision is mainly limited to the various apprenticeships
(Apprenticeship/Modern Apprenticeship/Traineeship frameworks according to nation), in
Hospitality, Hospitality Supervision, and Travel and Tourism. Scottish Modern Apprentices can
also progress onto a Modern Apprenticeship in Hospitality Management. There are also various
health and safety (“Safe and Legal”) qualifications which new employees are required to
undertake as industry custom and practice. Under the Passport listing for “Safe & Legal”, in food
or health and safety or statutory requirements there is RSPH Level 2 Food Safety and
qualifications offered by CIEH and in Licensed Retail regulatory qualifications offered by BIIAB
and others. The “Safe and Legal” type qualifications tend to be shorter awards and these have
given employers a taste of what could be provided for craft skills

4.1.3 Workplace Development

The types of qualifications available for developing employees already within the sector include
S/NVQs and other vocational qualifications, applicable to the different national frameworks.
These include craft-specific subjects offered either by generic awarding bodies or specialist trade
bodies. This currently tends to be comprised of qualifications requiring longer term commitment,
not smaller awards. Examples include: The City & Guilds Level 2 NVQs in Professional Cookery,
Food and Drink Service and Housekeeping, WSET Level 2 Wines & Spirits, and others. There
are also generic qualifications in Health and Safety, Customer Service and Management offered
by various awarding bodies and sector tailored qualifications offered by NCFE. The full range is
identified in Appendix 1 and the tables in section 4.2 illustrate the relative take-up of the SVQs
and NVQs which are currently available.

4.1.4 Progression

Employers are generally receptive to the concept of Foundation Degrees which encourage
career development for individuals in England, Wales and Northern Ireland and have a workplace
focus. At present there are over 250 Foundation Degrees available for the sector and bodies
such as Foundation Degree Forward have expressed concerns about the degree of employer
engagement and community involvement in their content. A project is currently underway using
industry input to describe frameworks which define basic expectations for Foundation Degrees in
four strands, which will provide progression for existing employees; Contract Food Management,
Travel and Tourism, Culinary Arts, Hospitality Supervision, Management and Leadership.
Progression opportunities to Higher Education are available in Scotland through the HNDs/HNCs
and the Group Awards. Progression Awards are specifically aimed at those wishing to broaden
their skills base, and there is a recently designed SPA in Tourism offered by SQA.

There are a number of Higher Education degrees available related to the sector but it would that
this are mostly used pre-entry.



4.2 Current qualification take-up

The public qualifications databases have also been interrogated for registration and certification
numbers but this data is even more difficult to obtain. Within the QCA database, there is
acknowledged greater accuracy in reported NVQ certifications which are subject to a levy, and
less confidence in the data held on certifications for other vocational qualifications which are
reported voluntarily. Direct enquiries of awarding bodies also produce more fruitful results with
some rather than others, where commercial sensitivities operate. The following tables identify
certification data for the relevant SVQs and NVQs as published by the regulatory authorities.
People 1% are now compiling a database of all the qualification provision identifying the
registration and certification data for the full range of awards to enable more consideration of
where provision is meeting needs. This data has also been obtained through the regulatory
bodies. As part of the action- planning process service level agreements will be defined with the
awarding partners, which will request disclosure of their certification data so that the work on
rationalisation of the menu can be informed by greater accuracy.

The tables below have also been presented as pie charts to show more clearly the relative
popularity if of the current SVQS and NVQs. It is known that those with the most take-up are
those that are delivered as part of the apprenticeship frameworks. There may be some take-up
in for workplace development but this is likely to be a small proportion. One anomaly lies with the
Level 1 NVQ in Hospitality which has a very high take-up that does not correlate with the
numbers accessing the Young Apprenticeship, for which it is a component qualification. It is
likely that this is being delivered within colleges as a vocational qualification for pre-entry or as a
qualification for special needs candidates. In the first phase of consultation it was not widely
supported by employers for workplace development and this will be tested out in the second
phase. It should be noted that People 1% have made a statement to the effect that the delivery of
S/NVQS outside of the workplace is not endorsed unless there is sufficient work placement e.g.
as part of an apprenticeship or where there is real work opportunity within a college-based
facility.

4.2.1 SVQ provision and take-up

Level: Awarding Start Date Certifications’ Apprenticeship

SCQF Bodies

SVQ Hospitality Front Office 4 01/11/05 1
SVQ Hospitality Housekeeping 4 01/11/05 2
SVQ Hospitality Quick Service 4 01/11/05 55

SVQ Hospitality Food

Preparation and Cooking 4 01/11/05 180
SVQ Hospitality Multi-Skilled 4 01/11/05 56
SVQ Food and Drink Service 5 01/11/05 52 Yes

(Food Only)




Lave el Start Date Certifications’ Apprenticeship

SCQF Bodies

(Slglr%k':(c))%cljy‘)and Drink Service 5 01/11/05 21 Yes
SVQ Front Office 5 01/11/05

SVQ Food Processing & Cooking 5 01/11/05 32 Yes
g;/r%i(l:\gglti-Skilled Hospitality 5 01/11/05 10 Yes
0 Prtessons, Cooler s
SVQ Professional Cookery 5 01/11/05 257 Yes
SVQ Housekeeping 5 01/11/05 154 Yes
SVQ Gambling (Bingo)- 5 22

SVQ Hospitality Supervision 6 19/07/02 1337 Yes
SVQ Professional Cookery 6 01/11/05 77 Yes
g Prtessons Cooler e
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O SVQ Hospitality Front Office

B SVQ Hospitality Housekeeping

0O SVQ Hospitality Quick Service

0O SVQ Hospitality Food Preparation and
Cooking

B SVQ Hospitality Multi-Skilled

O SVQ Food and Drink Service (Food

Only)
B SVQ Food and Drink Service (Drink

Only)
0O SVQ Front Office
B SVQ Food Processing & Cooking
@ SVQ Multi-Skilled Hospitality Services
0O SVQ Professional Cookery
(Preparation and Cooking)
O SVQ Professional Cookery
B SVQ Housekeeping
B SVQ Gambling (Bingo)-
B SVQ Hospitality Supervision
m SVQ Professional Cookery
@ SVQ Professional Cookery

(Preparation and Cooking)

O SVQ Professional Cookery (Patisserie
and Confectionary)




4.2.2 NVQ provision and take-up (to date)

g\(/)v;;dsing Start Date Certifications’ Apprenticeship

NVQ in Hospitality 1 3| 01/08/05 6692,

NVQ in Food and Drink Service 2 4| 01/08/05 3735 Yes
> $ %%+, 3| 01/08/05 705 Yes
)* - 3| 01/08/05 256 Yes
NVQ in Housekeeping 3| 01/08/05 572 Yes
gt\a/r(\?icég Multi-Skilled Hospitality 3| 01/08/05 1456 Yes
NVQ in Professional Cookery 3| 01/08/05 3822 Yes
’(\l::;(f?t-in Drink Service Advanced 3 1| o111/01 19

NVQ in Drink Dispense Systems 2| 01/08/03 37

l(\l::;(f)t in Food Service Advanced 1| o111/01 2

NVQ in Hospitality Supervision 4| 01/08/02 8067 Yes
NVQ in Professional Cookery 1| 01/08/05 1090 Yes
NVQ in Events 2 1| 02/07/99 8

NVQ in Travel and Tourism 2 2| 01/03/05 803 Yes
gt\:t?c turigs Events - Temporary 2 1| 02/07/99 23

NVQ in Travel and Tourism 3 1| 01/03/05 182 Yes
glt\:l?c turicra]s Events - Temporary 3 1| 02/07/99 23

NVQ in Events 3 1| 02/07/99 19

NVQ in Events 4 1| 02/07/99 2




O NVQ in Hospitality

B NVQ in Food and Drink Service

O NVQ in Food Processing and Cooking

O NVQ in Front Office

B NVQ in Housekeeping

@ NVQ in Multi-Skilled Hospitality

Services

B NVQ in Professional Cookery

O NVQ in Drink Service Advanced Craft-

B NVQ in Drink Service Advanced Craft

B NVQ in Food Service Advanced Craft

O NVQ in Hospitality Supervision

O NVQ in Professional Cookery

B NVQ in Events

B NVQ in Travel and Tourism

B NVQ in Events - Temporary
Structures

B NVQ in Travel and Tourism
@ NVQ in Events - Temporary
Structures

O NVQ in Events

O NVQ in Events

4.2.3 Employer take-up

During the recent consultation we tested employers’ awareness of the qualifications available for
their industry. This produced a very variable picture. Most were aware of the relevant S/INVQs but
were generally unhappy about both the demand these expected in time for both candidate and
others in the workplace and the quality of assessment practice they had experienced. This was
true across all of the industry sub-sets. The Food Preparation and Cookery S/NVQs were
thought to be of less value than precursor qualifications, and some chefs tended to hold the un-
accredited “Triple A Award” in higher regard as a means of assessing workplace competence.
Most employers recognised the “Safe and Legal” qualifications pertaining to their industry, and



this is reflected in the markedly higher take-up reported. These also tend to be much smaller
sized qualifications. There is extremely low take-up of S/INVQs for Events that reflected the level
of direct graduate entry into this field and it is unlikely that these will be further supported. It is
clear from examining the overall lists that despite the rationalisation exercise carried out under
the Sector Qualifications Reform Programme (SQRP) and the wider UK Vocational Qualifications
Reform Programme (UKVQRP) there are a number of qualifications with low-take that will still
need to be investigated with the individual awarding bodies.

The confusion many employers have in understanding the qualifications available carries through
to the funding system. 80% of employers do not know where to access government funding, only
3% have directly accessed government funding and 5% have indirectly accessed state funding
through training providers. While slightly more small and micro employers have directly accessed
government funding than larger employers, a much higher percentage of larger employers have
accessed funding through a training provider. In the main this is due to the fact that it is the
longer qualifications, like S/INVQs, that tend to be funded. These are much less likely to meet the
needs of smaller employers.

The lack of qualifications that fully meet the needs of the sector also undermines the
effectiveness of these qualifications have in providing the right skills for new entrants. However,
the recruitment of students and international workers at the expense of other labour pools has
also has impacted the take-up of work-related qualifications. Of continuing concern is the fact
that we are unaware of the true figure for how much money is being spent on skills and
productivity across the sector and how that money is being directed (in particular public money).

Aside from schools or college-based provision, at the other end of the pre-entry scale, there are
200 higher education institutions in England providing tourism programmes and 73 delivering
hospitality and catering programmes. In looking at the number of students accepted on
programmes in 2004/05, 4,776 were accepted on travel and tourism programmes and 2,617 on
hospitality and catering. There were also 1,394 students number of students accepted on
programmes in 2004/05 4,776 were accepted on travel and tourism accepted on events
programmes, an increase of more than 70 % over three years. In Scotland there are 34 colleges
and universities proving courses leading to Higher National Certificates and Diplomas in Tourism
and Hospitality and Group and Progression Awards, which provide a mixture of pre-entry and
progression provision. There is no reliable destination data on how successful these
gualifications are in leading to employment within the sector.

4.2.4 Apprenticeships

People 1* has developed apprenticeships for the UK: the Apprenticeship/Modern Apprenticeship
frameworks in Hospitality and Travel, for England one Young Apprenticeship in Hospitality and,
since January 2006, a level 4 Hospitality Management Modern Apprenticeship in Scotland which
provides progression after the level 3. Employers in the Hospitality and Travel industries take on
around 25,000 new apprentices every year and remain committed to apprenticeships despite
significant drop out rates in England, Wales and Northern Ireland. On the whole apprenticeship
completion rates in England, Wales and Northern Ireland are unacceptably low (LSC data for
England shows in 2006/7 about 52% for Hospitality and 62% for Travel and Tourism) and there
are employer concerns about the implication of this and the impact on their commitment. In
Scotland, especially in some sectors, the situation regarding completion of Modern
Apprenticeships is in reverse and People1® will investigate the Scottish contracting model to see
whether there are lessons to be learned.

Previous research conducted by Peoplelst has shown that those undertaking an apprenticeship
at level 2 in NQF or Level 5 SCQF would normally be at the ‘team member’ level, for example a



room attendant (Housekeeping), receptionist (front office), waiter/waitress/bar person (Food and
Drink Service) and a Trainee/Commis Chef (Professional Cookery). At the more advanced
apprenticeship level (Level 3 in NQF, Level 6 SCQF) the learner would normally be involved in
managing others, for example a team leader, a Chef de Partie or possibly a Sous Chef in a
kitchen

Recent apprenticeship data is illustrated below. The data regarding completion rates is obtained
from different sources and through different systems. People 1% does not routinely maintain
records of apprenticeship registrations and starts but as the certification body for England, Wales
and Scotland the numbers of certificates issued are recorded.
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4.2.5 Funding

The tables in the following section show what percentage of the sector receives public
funding for learning. Given the funding priorities in each jurisdiction there are significant
differences. Interestingly Travel and Tourism have been raised as priority skills areas for
Scotland Wales and Northern Ireland but in recent years have attracted less funding
than qualifications for hospitality. There have also been some recent changes, so for
instance Food Safety qualifications are no longer likely to attract funding under changes
to LSC priorities in England.
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The Scottish Funding Council collect information on how FE and HE students are
funded. The information can be extracted for those who are most likely to be in the
workforce (i.e. those on work based programmes and those studying on a part time
basis). The table below indicates the number of these learners who are being publicly
funded, the number being funded by their employer and the number who are self
funded.

Public 2,151  53% 1,836  44% 597  40% 1,298  45% 452 72%
Employer 1,158  28% 705  17% 548  37% 863  30% 115 18%
Self 387  10% 771 18% 256 17% 659  23% 53 8%
financing
Other 303 7% 287 7% 77 5% 28 1% 5 1%
Not 69 2% 595  14% 10 1% 49 2% 5 1%
known

4,068 100% 4,194 100% 1,488 100% 2,897 100% 630  100%

Public and employer funded training in FE and HE
Source: SFC, 2006

The table above and the graph overleaf illustrate that 37 percent of those on part time or
work-based learning catering services courses in FE or HE in Scotland are funded by
their employer compared to 30 percent of those on hospitality services courses and 28
percent of those on hotel and catering courses.
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4.3 Employer views on provision of learning

People 1% has focussed directly on employers views on the need for qualifications in the SQS
specific consultations as previously employers have tended to address training needs and not
distinguish between learning and qualifications. Whilst a considerable amount of training is
delivered or facilitated by employers in the sector only 3% of this currently results in a formal
qualification for the individual employee.

Research completed in 2007 demonstrated that employers’ use of qualifications varied
considerably and that some qualifications were valued above others. The complexity of the
different picture, including the different requirements between the larger scale employers and
micro-businesses mean that it is difficult to generalise on what might be required for qualifications
for the sector as whole. Smaller businesses proliferate but larger businesses employ significant
numbers of staff and are more likely to make use of qualifications. The direction of funding
towards larger qualifications such as the SINVQs means that the effectiveness of national Skills
Strategies may be undermined and the sector does not reap benefits of public funding equitably.
According to Peoplelst figures for England, larger chain employers are more likely to be using
National Vocational Qualifications (NVQs) — nearly 5%, compared to just 2.5% of independent
employers. This means that small and micro businesses are less likely to benefit from funding
initiatives geared at larger qualifications, disenfranchising nearly half the sector’s workforce.

The views of larger businesses are easier to ascertain by one to one contact with Human
Resources or Training representatives but a different approach has to be taken in accessing the
myriad of smaller business. To this end nationwide workshops were set up to try and facilitate
the engagement of smaller localised businesses. Attendance at these events was still
disappointing, despite efforts to engage them through their trade associations and by direct
contact. Originally over 70 events were organised and 1939 invitations were sent directly to
employers by email. Ultimately only 36 of these took place as it was difficult to attract employers



to attend, despite telephone follow-up with the majority of the identified individuals. The
response from many was a weary reply that they felt that they had already contributed significant
amounts of time to the SSA research or that that they did not use or value qualifications. This
ambivalence towards the benefit of investment in time or money in accrediting training was also
reflected in the responses of those who did make the effort to attend. For People 1* this means
that one element of an overall Sector Qualification Strategy will be to provide a business case for
employers in the sector as to why they should engage in the process of raising the qualification
profile of the UK workforce.

In the results of the earlier research, there were mixed views on many qualifications. For example
employers had variable views regarding the food preparation and cooking S/NVQs, with some
saying they fully met their needs and most others saying they did not. Whilst more detailed
information on qualifications’ has been collected through the latest consultation, some of the
confusion still remained and the breadth of roles in each industry suggests that more work needs
to carried out to establish more accurately what qualification provision is valued and where gaps
need to be filled. It is anticipated that we will use smaller expert groups in the early part of 2008
to focus in more detail on the headline priorities suggested by the consultation.

Employers remain generally critical of the confusing picture of provision available giving a strong
message that the qualifications landscape is unclear and confusing, with too many qualifications
making it impossible to make right choices for their businesses and employees. While progress
has been made in Scotland to clear up this confusion within the development of the Scottish
Credit and Qualifications Framework, work there is in progress and in England, Wales and
Northern Ireland this rationalisation work has just begun. Peoplel® has used the SQS
development as a useful vehicle in which to focus this activity for the sector and the picture of
confusion presented has led to the rationalisation programme proposed in the blueprint detailed
at section 6.1. This work will take forward the progress made under the Sector Qualifications
Reform Programme (SQRP) and the wider UK Vocational Qualifications Reform Programme
(UKVQRP). People 1* will use the Code of Practice developed by JCQ and FAB to inform the
rationalisation process, and unwarranted low take-up of existing qualifications will lead to lack of
future SSC support for re-accreditation.

In order to be able to present a clearer menu of supported and endorsed qualifications which will
be an eventual outcome of the SQS, Peoplel® have undertaken an initial analysis of job roles.
This has involved consulting on NOS and skills requirements in order to ascertain, within each
specific job role within the sector, what skills are required, what training needs are indicated,
what (if any) qualifications are desired and what type of qualification is needed. This will require
further exploration with representatives of each industry and task groups will be set up in the
early part of 2008. The results of this work will be produced as discrete qualification pathways for
the industry sub sets as an integral part of the Action Plan and the gaps in NOS identified
remedied through the accompanying NOS Action Plan.

There are a number of qualifications, including S/INVQs with what appears to be healthy take-up
pre-entry but in which employers express little confidence. The consultation asked them to
identify what qualifications they knew and how they rated them. Most of the employers across
the industries showed little recognition of the current qualifications delivered as entry into the
sector, except S/INVQs. On the whole employers consulted in the recent exercise were
consistent in expressing a lack of confidence in the usefulness of this pre-entry provision and no
core hospitality, leisure, travel and tourism occupations make these qualifications a requirement
in starter recruitment. Employers gave a clear message, particularly in customer-facing
hospitality, that for them personality, attitude and experience counted for more than formal
qualifications, even further down the line. There were also comments in almost every session
about the inability of colleges to deliver students with sufficient levels of competence to hit the



ground running, even with an S/NVQ in the subject. The assessment of competence was seen
as coming from continued practice in narrowly defined aspects of the prospective role and the
assessment of the underpinning knowledge viewed as too superficial. People 1* have in the past
made statements about the inappropriate use of S/INVQs outside of the workplace and the SQS
will be used to encourage more development of employer engagement in the development of
vocational qualifications for full-time pre-entry provision. S/NVQs may be retained for
apprenticeships and, if demand indicates, for accreditation of existing employees who have
developed competence over time.

Typical Comments on the S/NVQ in Professional Cooke  ry:

“So for instance if there is 15 optional units there and you select five, the five you select
might be specific to that job you're doing at that point in time and the job you might be
doing at that point in time might be in a pub doing fast food type of environment...I think
what you can have is somebody who's come out with an NVQ Level 2 in Professional
Cookery and there are chunks missing out of that person’s ability to do the job... and the
comments that | get from the industry is things like we get these people now that have
supposedly got these qualifications and they don’t know how to cook”.

Large, hospitality services employer

“Fully meets our needs? No, it's not as... again it's hard because every restaurant
operates differently and you have specifics and specifically the way that you want
something done and so forth so no you still have a fair amount of training to do even
though they’re effectively trained but it's kind of like, you know, it’s still a good grounding
| would say. It's a good grounding.”

Large, restaurant employer

Promoting the industry as a career option and securing the desired skills at a younger age are
therefore highlighted as potential areas for improvement. In England employers noted that the
reduction of fresh food preparation in schools and increasing reliance on convenience foods in
homes has diminished the role of catering as a career, although this may be in reverse. Travel
employers were critical of the geography curriculum when entrants to the workplace cannot
identify cities and countries and earlier research had demonstrated that recruitment patterns do
not fit with the pre-entry qualification provision from both schools, Further and Higher Education.
For example, just 12 % of travel graduates are entering the travel industry. Pre-entry provision is
likely to be much improved by the recently introduced vocational inputs to school provision in all
four nations, which have used employer participation in development. Dissatisfaction with
current provision may explain why there has been significant support for the innovations in
school-based vocational provision, including the Young Apprenticeships and Specialist Diplomas
developed for the sector in England, the Skills for Work Courses in Scotland, the Welsh
Baccalaureate and Occupational Studies in Northern Ireland. The relationship between pre-entry
provision and sector will however be further explored through the action planning and considered
in line with rationalisation. They will need to be given more input to gain confidence in using
qualifications at recruitment and learners need to be given more guidance in what opportunities
are likely to be opened by following specific courses of study.

People 1* will need to work more closely with education partners such as QAA, SFEU, SFC,
HEFCE, NIHEC, HEFCW, Fforwm and Foundation Degree Forward to clarify the desirable
pathways for post 16 or graduate entry and ensure priority is given to funding those qualifications
which most match sector needs.



Under a specific apprenticeship review within the SQS, Peoplel® will examine existing
apprenticeship frameworks across all four nations to see where and how changes can be made
in terms of content, delivery and relationship to job roles in the industries. This will include
setting clearer year on year targets for completion as suggested in Wales by the Skills and
Employment Action Plan 2005 and linking with the schools-based vocational training provision in
all four nations. We are certain that some pathways will cease to be available in their current
format and in these areas Peoplel® will make sure that new and appropriate provision is made
available for example concern was voiced that the choice of optional units available through the
Food Preparation and Cookery NVQ made it difficult for an employer to know what the student
can do and what they have covered during their studies. As the main take-up for this qualification
is within the Apprenticeship/Modern Apprenticeship the revision will be tackled through the
review. As part of the SQS consultation employers in other sector groups were asked to confirm
the demand for frameworks in their industry, and whether they favoured occupational role
specific apprenticeships, such as chef or travel agent, or preferred a more rounded multi-skilled
apprenticeship. The findings varied between industry sub-sets and will be integrated into the
proposed qualification pathways once more consultation is carried.

Employers have also identified concerns with the S/INVQs used for workplace development and it
is likely, through the implementation of the Blueprint, that some of these could be deleted as part
of the rationalisation programme, although consideration will also be given to whether the issues
are more to do with the delivery not the content. Broadly speaking, this is the same in all four
countries and across the sector. Concerns regarding content were also explored and kitchen
management skills, food intolerances and the specific skills for Asian and Oriental cooking were
found to be lacking in the current provision, along with softer skills such as team work.

Employers across all the countries were generally not happy with the time demands of current
qualifications for workplace or craft development. In sectors that are already under pressure,
sending employees away to undertake training and development for lengthy periods of time is
unsustainable and damaging to their businesses. What seems to be needed are qualifications
constructed of small, ‘bite-sized’ chunks of learning that allows users to build up accreditation of
skills and knowledge over time. Employers were in favour of smaller unitised qualifications for
pathways such as Housekeeping and Front Office and these will be considered further as gaps
for the pathways to be examined further in the first quarter of 2008. The Scottish SCQF is
already working on a credit basis and the Welsh Assembly has also innovated the Credit and
Qualifications Framework for Wales so People1® will work with accreditation structures in all four
nations to ensure that new qualifications developed in line with SQS are able to be accredited in
to the frameworks, following the principles of credit and transfer. Whilst the QCF for England is
still in embryonic form Peoplel® intend to follow the unitisation route, without specifically
addressing the issue of credit for the QCF until the proposed system gives us enough clarity to
make informed decisions.

There have been clear messages from employers about the need for industry involvement in the
design and content of qualifications at all levels to bring them up to date with current work
practices and conditions. One such example was in the travel industry where, due to the pace of
change, face to face contact has been significantly replaced by internet and call-centre service
and the high street travel agency has a different role. The proposed approvals process within the
SQS will seek to ensure that employer engagement will be integral to design and that a clear
market has been identified that is not supply-led. The demand within the sector for a more
employer focussed content for qualifications has already resulted in the development of the
Professional Cookery Diploma, which was initially created in partnership between employers’
representatives and eight awarding bodies. Recent qualifications in Food Safety and Food
Hygiene have also had significant design input from practitioners and share a common content



amongst at least half a dozen awarding bodies, working to a template shared across all four
nations. This has provided a useful model to promote the use of common principles.

The need to train and qualify many more chefs was a very specific issue for the sector, not just in
the Hospitality and Catering industries but in, for example, gambling and tourism etc where
hospitality is a secondary provision but growing. Employers frequently mention the lack of
available technically skilled chefs as a barrier to filling vacancies and to effective business
performance. Fine dining establishments could be said to be suffering the most, but the move
away from pre-prepared (microwave/boil in the bag) foods and towards freshly prepared
ingredients and cooking from scratch, driven by consumers, has resulted in more mainstream
restaurant and pub kitchens aiming to provide such food for customers. In addition, the diversity
of the restaurant industry has resulted in new skill needs such as knowledge of different
international cuisines and an awareness of new and emerging cuisines. Both these trends are
arguably further increasing the demand for appropriately skilled and qualified chefs. Action has
already been taken to remedy the overall unhappiness with the NVQ as a basic qualification for
chefs and People 1* has worked with awarding bodies to produce a new chef VRQ for England,
Wales and Northern Ireland, the Professional Cookery Diploma, at levels 1, 2 and 3. Interestingly
despite the clamour for unitised work-based qualifications this is a qualification which has been
designed for full-time college provision having taken into account detailed employer consultation
through the chefs guilds. Further work needs to be undertaken for example with units to accredit
the international cuisines. The content of the VQ is also being considered for application in
Scotland and will be used to inform the development of any more cooks qualifications for more
contexts such as Licensed Retail. It is likely that the pathways developed will split into four sub-
divisions representing; Fine Dining, Family, Fast Food and Social Catering (e.g. care homes and
school meals).

The lack of management qualification achievement has already been acknowledged in
Leading... to Success in Northern Ireland and has formed a prime focus within other Sector Skills
Strategies. The recent consultation on job roles has looked to see how management role
elements can be aligned to NOS owned by other specific SSCs and to inform the development of
new NOS for Hospitality Supervision. Under the Management and Leadership Summit Sub-
Group for England a project has been undertaken to examine the generic management NOS and
see what if anything needs to be developed or tailored for this sector. The result is that three
additional NOS are being written under the current review of the Hospitality Supervision suite.
The next step will be to explore relevant cross-sector qualifications or the need for any industry
specific qualifications for workplace management development or progression into management.
Passport already recognises a number of available qualifications which have been seen to fit with
the Hospitality industries. The travel industries have however identified gaps in their pathways.
People 1% will follow the progress of the Management and Leadership Strategy for Wales (WAG
and the Wales Management Council) and will encourage employers to utilise the funding streams
available through WAG for tackling management and leadership skills deficiencies in Wales and
will look at similar developments for Northern Ireland. This will be considered further through the
Action Plan.

Employers have consistently expressed concerns about Customer Service. People 1% are also
working on a dedicated project to examine customer service training and provision ahead of the
2012 Olympics. The research has been commissioned by the London Development Agency and
the Learning and Skills Council who wish to identify ‘gold standard’ customer service training
provision for those working in ‘visitor-facing’ roles in order to raise the standards of customer
service offered to visitors in the UK in the run-up to, during, and following, the 2012 Olympic
Games and Paralympics Games. A key reason why many businesses strive to provide good
customer service is to ensure repeat business from the customer or recommendation to others.
This is particular true in hospitality as nearly two thirds of employers (64 %) believe that new



entrants lack the relevant skills needed and nearly two thirds (63 %) think the customer service
skills of their existing workforce are not proficient to meet their needs. When explored through
discussion within the SQS consultations this seemed to be linked to personality attributes and
values which are not being seen to be fostered in young people through schools and parenting.
These comments will clearly need to be fed back into the development of school/college-based
vocational provision, as has been highlighted with Skills for Work in Scotland. Some of the major
employers prefer to offer in-house training provision on their customer service requirements,
which will have industry credibility for the individual but this does not lead to accreditation as a
gualification and qualifications for customer-facing skills have been identified as a specific
category in the learning pathways concept.

Employers remain unhappy about limitations to funding for vocational qualifications and
particularly of the funding limitations for skills management and supervisory level skills. Funding
for apprenticeships is applied across the UK according to age related mechanisms (with a less
restrictive age limit in Wales) and other considerations are given to the lower skills levels. Whilst
People 1% will continue to encourage employers to see accreditation of learning as a useful
business investment Peoplelst will also work with the funding agencies of each country of the
UK to ensure that the qualification outcomes of the SQS are fundable and accessible to the
widest range of users. It is vital, if the SQS is to succeed, that these funding agencies prioritise
provision that prioritises skills needs within the sector and that Peoplelst has endorsed as
appropriate. To provide greater clarity Peoplelst will work with the awarding bodies and the
respective regulatory authorities of each nation to ensure that new qualification developments are
suitable for accreditation in qualifications frameworks.

People 1% hope that that the UK Skills Passport will be a useful vehicle for clarifying the
relevance of qualifications to the sector. People 1% have also initiated a National Skills Academy
for Hospitality which aims to engage employers in staff development by raising the standard of
training provision, developing employer led training solutions, providing industry support for
learning providers and ensuring employer recognition of Academy graduates. This is also
intended to stimulate demand and confidence in qualifications.



SECTION 5: Other Sector Uses of Qualifications

This section explores some of the ways that qualifications have been used to meet specific
needs.

5.1 Regulation of practice

The Licensing Act 2003 established a regime in England and Wales for the granting of personal
licences in to individuals to supply, or to authorise the supply of alcohol. The personal licence is
separate from the licence which authorises the premises to be used for the supply of alcohol.
Applicants for personal licences need to obtain an accredited qualification first. The aim of the
gualification is to ensure that licence holders are aware of licensing law and the wider social
responsibilities attached to the sale of alcohol. Personal licence qualification providers are
accredited by the Secretary of State. The Licensing (Scotland) Act 2005 followed this up in
Scotland and ServeWise and Serve Wise Plus are recognised qualifications. The qualification is
available in Northern Ireland but the legislation does not apply. According to QCA data current to
December 2006, 163668 candidates had successfully achieved the Level 2 VRQ for Personal
Licence Holders, offered by the British Institute for Innkeeping (BIIAB) and others.

The travel industry has been required to use a qualification for selling travel insurance as part of
a regulation of this practice. This is being developed by the sector skills council for Financial
Services.

5.2 Promoting customer confidence

Food handlers must receive appropriate supervision, and be instructed and/or trained in food
hygiene, to enable them to handle food safely. Those responsible for developing and maintaining
the business's food safety procedures must have received adequate training. As a response
People 1% has integrated the requirements into the relevant NOS. There is no legal requirement
to attend a formal training course or get a qualification, although many businesses get their staff
to do so to promote customer confidence by displaying certificates publically. Although these
gualifications are not themselves mandatory the learning attached to them is which led to the
LSC denying funding to them within apprenticeship frameworks for England.



SECTION 6: How Peoplel * Will Help Realise the Future

The SQS presents a description of how future provision for the sector will be shaped. The Action
Plan in 2008 will define the detail of how this will be achieved and which qualifications will be
removed or developed for the sector in 2008/9. This section outlines the vision proposed by
People 1% and the means by which it hopes to secure concrete improvements to the availability
and uptake of sector appropriate qualifications over the following three years.

6.1 The future — The People 1 %' Blueprint Solution

People 1st has developed a blueprint solution to the issues identified by employers as part of the
work already undertaken for the SQS. This has already been shared with key employer
stakeholders and awarding bodies and is subject to an ongoing wider consultation process (see
section 6.2)

The blueprint for action includes the following key features:
A qualification rationalisation programme

The identification of qualification pathways for each industry

A formalised procedure for qualification support

Development of common principles for new qualifications for the sector
Accreditation of in-house company schemes

A review of assessment practice

A review of apprenticeships

More effective use of the UK Skills Passport

6.1.1 Rationalisation of current qualification prov ision

The Leitch review recommended that SSCs should be specifically charged with rationalising the
number of vocational qualifications so that those on offer are valued by employers. People 1% will
take action in line with the recommendation from the VQRP Strand 4 Programme Board and will
look to support awarding bodies to undertake preparatory reviews and rationalisation of their own
portfolios in 2008.

This sector in particular requires a rationalised qualifications offer. This will provide a more
coherent framework indicating valued qualifications. The intention is to produce clear
gualification pathways for each industry, ranging from pre-entry through entry and into
progression, with a focus on skills development and career development. Initially, work
undertaken in consultation for the SQS has identified with employers the desired skills and
knowledge sets for all the major job roles within the footprint and the type of qualifications that
might best support the phases of progression. These will be mapped against existing
gualifications and gaps and matches identified.

Initial research has shown that many existing qualifications have significantly less than 100
registrations and these will be investigated to see whether there is a niche demand or whether
this is an indication of mismatch with sector need.

People 1* will use the recently devised JCQ/FAB Code of Practice to review current
gualifications with low take-up that do not have a justified niche market. Awarding Bodies will be
encouraged to discontinue those which underused and People 1% will not give approval to
submissions for re-accreditation or inclusion on the QCF (in England, Wales and Northern



Ireland) if there is a mismatch with SQS, or no clear evidence of employer demand. A similar
policy will be pursued in Scotland to encourage review of demand and suitability.

With a more comprehensible menu to present to employers People 1% will work to develop the
business case for qualification usage as relevant to the discrete industries. People 1% will
advocate sector priorities for funding on behalf of their employers so that the limited public funds
available might be more accessible.

6.1.2 The identification of qualification pathways for each i ndustry

This information will be input into UK Skills Passport so that employers, employees and those
wishing to enter the sector can identify the potential training and qualification pathways.

The definition of what constitutes a qualification will be made clearer to users of UK Skills
Passport. A qualification shall have been awarded by a university, college, training body or
institute as a result of success in a formal assessment against defined standards and outcomes,
and incorporating a component of independent assessment or external oversight. This would
preclude attendance certificates. Accredited qualifications are those that have been reviewed by
the regulators against specific quality criteria to meet identified needs. It is recognised that there
are valid non-accredited qualifications which serve the purposes of the employers.

Awarding bodies will be encouraged to develop new gqualifications where the gaps have been
identified and the sector skills council will facilitate employers to contribute to the design process
and ensure at the content and delivery reflect what the industry requires.

People 1% will categorise existing and new qualifications from pre-entry and entry through to
workplace development (i.e. improvements to performance and ability in role) and progression
(opportunities to improve individuals’ career prospects), mindful of content, depth and level.
Given the re-occurrence of this activity within other SQS plans People 1% will seek to liaise with
other SSCs engaged in parallel framework developments to agree consistent category
descriptions and terms.

Gaps in the current NOS suggested by the consultation workshop activity will be remedied by a
move to an incremental NOS revision process, shifting away from periodic major suite review.
This will feed into the People 1* Three Year Standards Plan.

People1® will continue to work with employers and other stakeholders to map job roles to
gualifications, producing a grid similar to the example below for each of the industries covered in
the scope. The boxes will contain a list of available endorsed qualifications, of the type suggested
in example.

Given the priority accorded to Customer Service and Management and Leadership these
qualifications will be separately categorised. The use of cross sector provision will be
encouraged but as with the current Customer Service project for the Olympics there will be
consideration of the specific needs of the sector.

For some of the People 1% industries pathways will have to reflect variations in role context,
especially to differentiate between employment in a larger organisation where roles may be more
narrowly defined or focussed, and employment in a smaller establishment where an individual my
cover a number of roles together, or move between roles at different time periods. People 1% are
currently reviewing available research on the specific needs of the smaller businesses.



6.1.3 Example of how industry pathways might look

Role

%

The entries in the boxes suggest the range of potential options and reflect a mixture of what is
available in the four nations. The final pathways will be more specific. The roles here identified as
A-F are likely to reflect increasing seniority and so for example pre-entry and entry qualifications
with full-time school or qualification delivery will sit nearer the top and the levels of qualifications
will increase to the right and bottom of the grid.

6.1.4 A formalised procedure for qualification supp ort

In conjunction with the regulatory bodies People 1% will develop a formalised procedure for
gualification support to work with awarding bodies who wish to submit qualifications for
accreditation on the national credit frameworks in England, Wales and Northern Ireland and for
inclusion in the People 1*' qualification pathways. This will encompass clear criteria and identify
responsibilities for decision-making. Awarding Bodies will be encouraged to follow the same
procedures for vocational qualifications which will be submitted for inclusion in the SCQF,
although this is not a requisite of the SQA accreditation arm which has a regulatory function for
SVQs.

Awarding bodies will be encouraged to engage in early dialogue with the Sector Skills Council as
to any planned qualification development. Using similar criteria at this stage People 1st will
consider whether the planned qualifications are compatible with the industry pathways and role
profiles.

In Scotland SSDA have proposed a partnership approach between SSCs and SQA Awarding
arm which suggests that the Sector Skills Council actively engage in qualification development
from initiation to accreditation, aiming to ensure qualifications are compatible with the SQS.



The Sector Skills Council will facilitate engagement between frontline employer end-users and
the awarding body developers to ensure that the design for content, learning delivery and
assessment is appropriate to the user needs in all four countries.

6.1.5 Development of common principles for new sect  or qualifications

Awarding bodies will be encouraged to adopt common nomenclature and content for
qualifications that have shared content but are offered by different bodies. This complements the
use of common nomenclature in the credit frameworks and will ensure employers and learners
can recognize qualifications at the appropriate level and with relevant content. Where possible
content of vocational qualifications will be common across nations but there will be format and
naming differences between provision in Scotland and elsewhere.

The principles and key features for the QCF for England and the CQFW in Wales will be the
basis for terms and definitions of qualifications to be developed for England, Wales and Northern
Ireland. It is recognised that the principal awarding bodies and others have already been
engaged in developing these principles under the Credit Common Accord. Similarly while content
and delivery templates will be shared across the nations, the design of qualifications for Scotland
will need to fit within the demands of the SCQF-.

People1® will propose new qualification developments working with partnerships of awarding
bodies. Proposals will be based on the outcomes of consultations with employers and will be
based on existing NOS and any NOS gaps suggested by the work on role profiles. Qualifications
will be proposed to provide learning and accreditation for any skills and knowledge needs
identified to support roles. Mapping against the re-defined role profiles will also provide a way
forward to re-develop existing qualifications in the sector.

People 1% advocate the adoption of a unitised qualification structure, which allows learners in the
workplace more flexibility to build packages of skills and knowledge accreditation as continuous
professional development. Where more intense packages of learning are required particularly
pre-entry and on entry into the workplace these units will form larger qualifications.

A learner could build up their qualification in a cumulative manner, choosing to specialise in a
given area, say in the drinks/bar service area or accrediting broader skills development. For the
qualifications pathways People 1° will suggest rules of combination, enabling awarding bodies to
develop qualifications that enable learners to achieve units and qualifications as and when they
need them.

Awarding Bodies and learning providers will be encouraged to provide more flexible and
innovative approaches in delivery and to design assessment more closely aligned to workplace
conditions.

Awarding bodies and providers will also be asked to consider how the challenge of providing
gualifications for those for whom English is a second language can be accommodated, given the
profile of the sector workforce. People 1% will explore the extent of this requirement through
further research.

Qualifications which are intended for use in Wales will use the guidance of laith Pawb, the
national action plan for a bilingual Wales, to ensure that Welsh Language needs are taken into
account in terms of both curriculum and delivery.



6.1.6 Accreditation of in-house company schemes

In-house company schemes provide the sector with valuable bespoke training for employees
within the sector. Where these can be mapped to NOS and where appropriate assessment is
included, Peoplelst will look to match to existing provision or encourage the development of
relevant qualifications and include these in to credit and qualifications frameworks.

People 1* will consider how the CQFW and SCQF frameworks have approached credit rating of
non-qualification provision and will monitor the options being proposed and tested within the QCF
with regard to accreditation of employer schemes, mindful of the necessity for quality assurance
mechanisms and independence of assessment.

People 1° will advocate using the unit-based approach to accredit in-house training so that it
complements other qualification provision and any new qualifications developed as a result will
be identified within the qualification pathways.

Where these schemes do not map to NOS, People1® will work with employers who express an
interest to identify where, how and when amendments can be made to their programme to
enable Peoplelst to support their accreditation

6.1.7 A review of assessment practice

S/NVQs have assessment strategies attached to them which are devised by the Sector Skills
Council. Peoplelst will evaluate all SINVQ Assessment Strategies to see where improvements
in assessment practice and outcome can be achieved. People1® will then make any necessary
amendments to them, working with employers and awarding bodies, before submitting them to
UKCG for approval.

People 1% will work with awarding bodies to review and monitor quality of assessment,
particularly where employers have expressed concerns.

For qualifications that are essentially the same are offered by a number of different bodies with
different assessment requirements People 1% will promote standardisation activity to ensure that
while there is flexibility in assessment methodology there is consistency and validity in the
outcomes.

In the longer-term, Peoplel® will look to further standardisation work and will investigate the
merits of introducing assessment strategies for other vocational qualifications.

6.1.8 A review of apprenticeships
People1® will review frameworks for apprenticeships that have not met the following two criteria:

Demonstrated real career progression opportunities. This may be where delivery is
programme led and apprentices are not retained in work placements or find themselves failing to
gain a foothold in the industry. Or where the employers are unsure of the relevance of content
and do not value these as entry training.

Provided progression to higher level qualifications and HE. Generally there is a poor
engagement with all apprenticeships and progression into HE. Where there are relevant
Foundation Degrees this needs to be closely examined and dialogues opened with HE to see
why these progression routes are not working.



The aims and objectives, and final destination for apprentices will be more clearly defined and it
is envisaged that there will be two distinct types of apprenticeship framework produced for the
sector’s footprint;

A single-discipline apprenticeship, whereby an apprentice specialises in a given sector
discipline. This approach would require an apprentice to successfully complete different aspects
of skills development within their chosen career path

A multi-skilled apprenticeship that allows apprentices to gain a more rounded
experience within different areas of the industry/organisation. Within this framework an
apprentice moving to management or one employed in a smaller business would receive, if
appropriate, skills development in each facet of the business.

Apprenticeship frameworks for England, Wales and Northern Ireland will be redeveloped to
include achievement of a qualification that provides the underpinning skills and knowledge which
could include company-specific training schemes. All frameworks currently include competence-
based qualifications in the form of SINVQs which need review.

Both apprenticeship models could follow a unitised approach to completion, allowing the
employer and apprentice to develop a bespoke training package, part-tailored to the needs of the
organisation, within given rules of combination.

6.1.9 More effective use of the UK Skills Passport

The UKSP (www.UKskKillspassport.co.uk ) should provide a vehicle for a diagnostic assessment
at the beginning of a learner’s qualification ‘journey’, that would mean users would make
appropriate and correct decisions about qualifications, and enabling employers’ needs to be met
through the use of the sector’s qualifications provision

People1® will input qualifications provision accurately into the database and make the
qualification pathways more explicit and accessible. This would enable learners and employees
to make informed choices about career opportunities and associated qualifications

The Skills Passport will also be a vehicle for guiding employers to take advantage of any
available funding to improve elementary skills levels, and this will also be encourage by the
People 1% field team members working across the four nations.

People 1° will continue to work on the structure and content of the Skills Passport to ensure that
employers and learners can access relevant training opportunities and highlight good practice
examples through The Good Employer Scheme and the Good Provider Guide.

6.2 How People 1 * has consulted with partners and stakeholders

The issues raised in the consultation for the Sector Skills Agreements have been discussed with
key employer stakeholders individually during the summer of 2007; particularly those who sit on
the Board and Members Council of People1®. They have endorsed the approach described in the
Blueprint as the strategic direction for People 1°' to achieve reform of the sector qualifications. In
Scotland the SQS Blueprint has been recognised by stakeholders as forming the principal
solution for the Scottish Strategy for Tourism, the Tourism Framework for Change and an earlier
draft copy of this document been shared with Lynn Forsyth, from the Scottish Government. A
meeting to discuss the blueprint suggestions was also held with Mandy Forte from SQA
Accreditation and Christine Keenan of the Awarding arm, who are responding corporately. A
draft was also delivered to Mali Davis of the Wales Assembly Government, who also attended an



awarding body forum. In Northern Ireland a meeting was held with Joan Gormley from QCA
Northern Ireland and Cathy Heathwood from CCEA, but the Department for Education and
Learning have chosen not to meet with individual SSCs and will respond to SSDA directly at the
conclusion of the drafting process. People 1* sector liaison from QCA in England, Chris Ward,
has been provided with a draft and a meeting has taken place with him.

Throughout October and early November more than 30 discrete consultation events have taken
place across the UK, attended by 131 employers from across the 14 industries and 118 relevant
learning providers, and presenting the Blueprint solutions described above. The schedule for
these workshops has been attached at Appendix 2 to illustrate the breadth of coverage of the
sector. In addition to these workshops representatives of People 1* engaged in one to one
meetings with key employers or presented the Blueprint for discussion though invitation to
selected meetings, such as those convened by Tourism South East and Visit Britain and City and
Guilds National Advisory Groups for Hospitality and for Travel and Tourism.

The workshops held with those employers who did attend used suggested job profiles for key
roles in nine thematic sub-divisions of the sector. The required skills and knowledge sets for
these profiles were specified, based on NOS, and employers were asked to validate these role
selections or identify amendments. Participants were then asked to prioritise learning needs to
these roles and to identify which learning should be subject to accreditation. Further consultation
will take place to ratify the initial results through online survey and by one to one conversations
with selected stakeholders. Feedback forms completed by 123 attendees showed that when
asked to give a rating of 1-5 on support for the Blueprint solutions (1 = “Would not endorse” to 5
= “Very supportive”) 94% responded with a score of 3 and above which represented at least a
majority support, and 24% were “very supportive”. 92 of those 123 indicated that they would be
willing to engage in further work on design and development of qualifications for their industry
and they will be invited to form the expert working groups for the next phase of work in January
and February 2008. These groups will consider the first drafts of industry-specific pathways, and
will confirm whether new qualification development is indicated from the gaps in current
provision.

Learning providers were equally positive and 73% responded to their support for the Blueprint
with a score of 3 and above which again represented majority support. It was also clear that they
appreciated being given advance warning of likely changes to the qualification provision in years
to come. There was an overall acknowledgement from providers that the delivery of S/INVQs in
full-time provision was not desirable as from their point of view they struggle to provide
opportunities for candidates to engage in work experience or an adequate degree of simulation
despite examples of colleges with full-scale kitchens and one college with a working travel
agency which supported student travel. People 1% distributes a monthly e-briefing to providers to
keep them abreast of sector developments and will engage some of the respondents in the next
phase of work to provide the delivery perspective in qualification design.

This blueprint solution has been shared in an awarding body forum held in October 2007 and
through earlier one to one meetings with the principal awarding bodies that cover the sector;
ABC, ASET,BII, NCFE, OCR, WJEC and IOH. SQA AB, EDI, Edexcel, City and Guilds/HAB, and
a collective meeting held with OCNW, WSET, RSPH, RIPH, CIEH, GQAL, plus the Food
Standards Agency. The outcome of the individual meetings has been very positive. Although
some awarding bodies have disquiets concerning credit frameworks they are supportive of a
unitised approach and realistic concerning rationalisation. The approvals procedure was
welcomed with some caution that criteria and operation need to be transparent but early dialogue
was also agreed as a sensible approach for the future. Edexcel now have their business unit do
this for all new proposals and City and Guilds have set up a specific department to work with the
QCF in England. Edexcel expressed concerned to protect their BTEC brand of awards which are



commercially very important to them, a concern shared by others. They all raised practical
problems with the concept of qualifications being delivered in the workplace as well as the way
that funding drives delivery.

6.3 How People 1% will support stakeholders and partners to take thi S
forward

People 1% will work as follows with relevant partners and stakeholders to support the Blueprint
action being taken forward. People 1* has a dedicated marketing team which will support all the
material and information needs of the following activity. The Blueprint programme is UK-wide
and all action involves the active participation of the People 1* managers within the nations and
regions who facilitate both liaison and the appropriate targeting of activity. People 1% will develop
nation-specific Action Plans for submission in March 2008, tailoring the overarching actions
within national contexts and priorities:

6.3.1 The qualification rationalisation programme:

People 1% will meet individually with awarding bodies during January/February 2008 and will
liaise with regulators to agree actions regarding qualifications with low uptake or limited industry
support. It is envisaged that People 1% will follow the proposed Code of Practice developed by
JCQ and FAB in respect of low take-up qualifications but more discussion will be needed on the
future of qualifications used pre-entry, where the issue is not volume but content and type of
qualification.

6.3.2 The identification of qualification pathways for each industry

People 1% will work with employer representatives to ratify drafts of industry-specific pathways
and confirm the priorities for development of new qualifications, using the gaps identified through
SQS consultation. Planning meetings with awarding bodies will identify the appropriate solutions;
using both the People 1* convened employer expert groups and awarding bodies own employer
networks to ensure content and delivery are tailored to the working environment or the
appropriate stage in progression.

People 1* has a dedicated NOS team currently undertaking a review of NOS for the Events
Industry and for Hospitality Supervision and will continue to work with expert groups on the
revision and gaps for other NOS suites, particularly those identified within the SQS consultation
activity. These will link to the job roles identified and ratified through the SQS consultation and
will ensure that new qualification development is based on up to date and appropriate NOS for
pathway roles.

People 1* will continue to engage with employers through existing networks to encourage the
take-up of qualifications identified and to strengthen the business case for qualification use.

6.3.3 A formalised procedure for qualification support

The qualifications regulators for England, Wales and Northern Ireland, together with the sector
Skills Development Agency (SSDA) have produced guidance to Sector Skills Councils on the
“approval” of reformed vocational qualifications for the QCF. The purpose of the guidance is to
ensure a consistent and robust system across all Sector Skills Councils and to set out the
requirements for an approval process. The regulators are currently piloting proposals for a core
process with Sector Skills Councils.



The intention is that by mid 2008 there will be published procedures setting out how Sector Skills
Councils will reach approval decisions for the QCF. This will include robust quality assurance
arrangements to monitor the procedures and the name of the individual responsible for
administering the process.

The qualifications regulators are currently piloting approvals procedures. This pilot will be
complete by June 2008. People 1* will in the interim continue to implement a procedure that aids
the regulatory authorities to make decisions about the accreditation of qualifications for the NQF.
This includes taking and relaying decision to support or not support qualifications for this
purpose. However, after completion of the afore mentioned pilot and consultation with the
regulatory authorities, People 1% will take the necessary steps to implement procedures to
support or “approve” qualifications for the QCF as agreed across the SFBN and with the
regulatory authorities.

These procedures will necessarily include formal action planning. It is intended that People 1°
and awarding bodies will agree that plans for qualification development in alignment with sector
need. People 1* will further develop the existing Sector Qualifications Forum to share common
principles and gqualification planning with awarding bodies and regulators. In order to encourage
awarding bodies to be open about future planned development People 1* will meet individually
with its sector awarding bodies regularly, quarterly, or at agreed appropriate intervals and will use
these meetings to review proposed developments

A different approach will be required for Scotland. In Scotland SSDA have proposed a
partnership approach between SSCs and the SQA Awarding arm which involves the Sector Skills
Council to attend regular meetings and participate actively in qualification development initiated
by SQA. SQA Accreditation have jurisdiction over approvals for accreditation of SVQs and
regulatory practice qualifications. Awarding bodies developing other qualifications that could
have UK-wide application will be subject to the “support”/"approvals” procedures. They will be
encouraged to submit them for credit-rating for the SCQF

People 1% will also continue to meet with funding agencies in all four countries, building on
existing channels developed by the managers who represent People 1* at national and regional
level. People 1% will seek to use the SQS to influence funding decisions to meet with employer
needs and priorities where practicable. Regular liaison is maintained with government
departments that are of sector relevance in all four nations. People 1% will use the dedicated
managers in all four countries to ensure that the policies and priorities for each nation are
reflected in appropriate final outcomes for the resultant four individual national Action Plans,
using the regular meetings that are held with WAG, DELLS, DUIS and the Scottish Government.
The Skills for Business Network will be encouraged to focus attention on issues that are clearly
shared across sector skills councils, particularly in relation to decisions regarding funding
priorities.

6.3.4 Development of common principles for new qual ifications for the sector

People 1* holds quarterly meetings with the regulatory bodies of all four nations and will continue
to liaise closely, particularly on aligning the qualification principles to the existing and emerging
credit frameworks. Where possible content for new qualifications will be expected to be
consistent across national boundaries unless specific issues emerge for a localised context but
the shape of the qualifications may differ in line with framework requirements. People 1% will
consult with awarding bodies on the outline common principles and will use memoranda of
understanding to gain co-operation in development.



6.3.5 Accreditation of in-house company schemes

People 1% will work with interested employers to consider appropriate avenues for accreditation
and will work with the regulatory bodies and the partner awarding bodies where relevant to
facilitate mapping of training and means of accreditation.

6.3.6 A review of assessment practice

People 1% will consult with awarding bodies on the revised assessment strategies to be put in
place and will use memoranda of understanding with each body to agree actions to improve
standardisation and quality of assessment practice. This will include monitoring and review of
awarding body guidance for assessment in the Welsh language using the guidance provided in
laith Pawb, the national action plan for a bi-lingual Wales..

6.3.7 A review of apprenticeships

People 1 will work with employers who are currently using apprenticeships to refine the content
of apprenticeship frameworks. Through the expert groups working on qualification pathways
People 1% will also identify the demand for new apprenticeship pathways and initiate
development, where indicated.

People 1° will work with SSDA and its successor and with the Modern Apprenticeship Approvals
Group in Scotland to consider any desired changes to the design and contents of apprenticeship
frameworks. People 1% will also monitor the approach being taken within Training for Success in
Northern Ireland and will engage in future reviews of apprenticeship delivery.

People 1 are considering implementing a registration process with providers in England, Wales
and Northern Ireland to ensure that apprentices are registered on the correct elements of the
framework and to streamline the certification process.

6.3.8 More effective use of the UK Skills Passport

People 1* are working with employers using the Good Employer scheme to increase the
application of UK Skills Passport and will encourage regulatory bodies and providers to update
data so that the Passport accurately reflects opportunities to learners and employers.

People1® will continue to work on the structure and content of the UK Skills Passport to ensure
that employers and learning providers have the option to use this as a vehicle to identify robust
development pathways for their chosen industry that clearly link specific skills and knowledge
with relevant qualifications. UK Skills Passport also highlights which employers are offering their
staff specific qualifications and gathers their views on how they using them as part of training and
development.

6.4 Monitoring of the SQS

An SQS Steering Group has been proposed to oversee the internal development and
implementation of the action plans intended to carry through the strategic aims, including the
instigation of projects, and the creation of partnerships and agreements necessary to achieve
these aims. This is to be chaired by an employer member of the Peoplelst council and as well as
employer and trade representatives will also include regulators and funding agencies. It is
envisaged that the core structure of the group will evolve into an employer-led council to support
gualifications as part of the formalised procedure. The SQS Steering Group will monitor the SQS



through the achievement of the Blueprint actions and evidence of employer satisfaction with the
outcomes.

The SQS has been given a high priority by the Senior Management Team of People 1*. A post
has been specifically created to ensure that the strategy is followed through with the action
identified and that this co-ordinated with other People 1* activity, such as the refinement of the
UK Skills Passport, the development and revision of NOS, the Apprenticeship Strategy, and the
employer engagement of the field teams amongst others. The Senior Management Team will
review activity under the strategy as a routine item under their operational planning meetings and
will report progress to the Board quarterly. The Trustees and Members Group of People 1% are
actively monitoring the progress of the SQS and have placed it as an item in the quarterly
meeting agenda.

People 1 will review the action plans from this SQS at least annually. The impact of sector
gualification strategies as a whole will be evaluated against their contribution to the achievement
of the targets and actions set out in the Sector Skills Strategies for the four nations. These have
been clearly described for England and discussion is in place to develop similar targets for review
within the other three nations. The National Skills Strategy in England (NSS) encompasses a ten
point plan which sets out what needs to be achieved if the sector is to fulfil its skills ambition.
Progress in implementing the NSS will be overseen by a Monitoring and Implementation Group,
chaired by the Tourism Minister. The work of this group will feed into the wider Government
review of progress across the economy in 2010. The degree to which the SQS fulfils the
objectives of Sector Skills Agreements will need to take into account how many of the actions
proposed engaged the co-operation and engagement of stakeholders, employers and other
partners, especially those who were signatories to the Sector Skills Agreements.



Appendix 1

Comprehensive list of qualifications



Food and Drinks Service

Awarding
Body

BIIAB
BIIAB

BIIAB
BIIAB
BIIAB

BIIAB
BIIAB
BIIAB
BIIAB

BIIAB
BIIAB

BIIAB
C&G
C&G
C&G
EDEXCEL

EDI
EDI

NQF
Level

2
2

W NN WN N P W WwN =N

N

Qualification Title
National Certificate in Licensed Retailing

National Certificate for Personal Licence Holders
National Certificate for Designated Premises
Supervisors

National Certificate for Licensing Practitioners

Award in Responsible Alcohol Retailing
National Certificate for Licencees (Drugs
Awareness)

Advanced Certificate in Licensed Hospitality
Diploma in Licensed Hospitality

Certificate in Alcohol Awareness
National Certificate in Cellar Service, Installation
and Maintenance

Award in Essentials of Catering
Award in Assessment of Licensed Premises
(Social Responsibility)

NVQ in Drinks Dispense Systems
NVQ in Food and Drink Service
Award in Barista Skills

BTEC Certificate in Food and Beverage Service
National Certificate for Personal License Holders
Should be 7.4

NVQ in Food and Drink Service

Funct-
-ional
Area

FDS
FDS

FDS
FDS
FDS

FDS
FDS
FDS
FDS

FDS
FDS

FDS
FDS
FDS
FDS
FDS

FDS
FDS

Accreditation
Start Date

01/08/02
01/02/05

01/01/07
01/11/05
01/12/05

01/08/02
01/01/04
01/05/04
01/07/07

01/07/07
01/07/07

01/10/07
01/12/04
01/08/05
01/04/07
01/08/02

31/02/05
01/01/06

Accreditation
End Date

31/01/08
31/01/08

31/07/08
31/08/08
31/08/08

30/09/08
31/12/08
31/12/08
31/12/09

30/06/10
30/06/10

31/10/10
31/07/08
31/07/08
30/04/10
31/08/08

31/01/08
31/07/08

Certification
End Date

31/01/10
31/01/10

31/07/10
31/08/10
31/08/09

30/09/10
31/12/11
31/12/11
31/12/10

30/06/12
30/06/11

31/10/12
31/07/11
31/07/10
30/04/12
31/08/11

31/01/10
31/07/10

Guided
Learning
Hours

40
10

10
10
10

10
60
140
10

30
50

40-60
n/a
n/a
20

120
Genl0, Drug
25

n/a



Awarding
Body

EDI
EDI
EDI

EDI

GQAL
HAB
HAB

NCFE
NCFE
NOCN
NOCN

WSET

WSET

WSET

WSET

WSET

WSET

WSET

WSET

NQF
Level

N W

P P NN

Qualification Title
National Diploma for Designated Premises
Supervisors

NVQ in Drink Service Advanced Craft

NVQ in Food Service Advanced Craft

Award in Underage Sales Prevention
Should be 7.4

National Certificate for Personal License
Holders

NVQ in Drinks Dispense Systems

NVQ in Food and Drink Service
National Certificate for Personal License
Holders

Certificate in Barista Skills
Food and Beverage
Bar Service Skills

Professional Certificate in Spirits

Advanced Certificate in Wines and Spirits

Foundation Certificate in Wines

Intermediate Certificate in Wines and Spirits

Professional Certificate in Spirits

Advanced Certificate in Wines and Spirits

Foundation Certificate in Wines

Intermediate Certificate in Wines and Spirits

Funct-
-ional
Area

FDS
FDS
FDS

FDS

FDS
FDS
FDS

FDS
FDS
FDS
FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

Accreditation
Start Date

01/10/07
01/11/01
01/11/01

01/06/06

01/05/05
01/08/03
01/08/05

01/07/04

01/05/03

01/08/03

01/10/05

01/07/04

01/05/03

01/08/03

01/10/05

Accreditation
End Date

31/07/10
31/01/09
31/01/09

31/05/09

30/04/08
31/07/08
31/07/08

30/06/08

31/07/09

31/07/09

31/07/09

30/06/08

31/07/09

31/07/09

31/07/09

Certification
End Date

31/07/13
31/01/12
31/01/12

31/05/11

30/04/10
31/07/11
31/07/10

31/12/08

31/07/12

31/07/10

31/07/11

31/12/08

31/07/12

31/07/10

31/07/11

Guided
Learning
Hours

10to 15
n/a
n/a

10

10
n/a
n/a

12

84

16

12

84

16



Food and Drink Service (Scotland only)

Awarding
Body

AFS/SQA

AFS/SQA

ASET

BIIAB

BIIAB

BIIAB

BIIAB

BIIAB

BIIAB
BIIAB

BIIAB

C&G

C&G

C&G
Edexcel

EDI

SCQF
Level
not
levelled

not
levelled

not
levelled

not
levelled

not
levelled

not
levelled

not
levelled

not
levelled

not
levelled

5

Qualification Title
ServeWise Licensing Board Members'
Qualification

ServeWise Licensing Standards Officers'
Qualification

ASET Certificate for Door Supervisors in
Scotland

National Certificate for Door Supervisors
(Scotland)

Overarching certificate

National Certificate for Door Supervisors
(Scotland) - Unit 1

National Certificate for Door Supervisors
(Scotland) - Unit 2

Scottish  Certificate for Licensing Board
Members

Scottish Certificate for Licensing Standards
Officers
Overarching certificate

Scottish Certificate for Licensing Standards
Officers - Unit 1

Scottish Certificate for Licensing Standards
Officers - Unit 1

Scottish  Certificate for Personal License
Holders

City & Guilds National Certificate for Door
Supervisors (Scotland)

City & Guilds Certificate for Scottish Personal
License Holders (On Sales)

City & Guilds Certificate for Scottish Personal
License Holders (Off Sales)

BTEC Award in Door Supervision
Scottish  Certificate for Personal License
Holders (On-Sales and Off-Sales)

Funct-
-ional
Area

FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

FDS

Accreditation
Start Date

06/06/07

06/06/07

28/02/07

28/09/06

28/09/06

28/09/06

09/05/07

27/06/07

27/06/07

27/06/07

10/10/07

04/04/07

17/10/07

17/10/07

17/01/07

25/07/07

Accreditation
End Date

31/05/10

31/05/10

30/11/09

30/11/09

30/11/09

30/11/09

31/05/10

30/06/10

30/06/10

30/06/10

31/07/10

30/11/09

31/07/10

31/07/10

30/11/09

31/07/10

Certification
End Date

31/08/10

31/08/10

28/02/10

28/02/10

28/02/10

28/02/10

31/08/10

30/09/10

30/09/10

30/09/10

31/10/10

28/02/10

31/07/10

31/07/10

28/02/10

31/10/10

Guided
Learning
Hours

10

30

30

15

15

10

30

15
15

10

30

10

10
30

10



NOCN

SQA

SQA
SQA
SQA

SQA
SQA

Higher

NOCN Award in Door Supervision (Scotland)
SVQ Hospitality (Food and Drink Service)

SVQ Food and Drink Service
SVQ Food and Drink Service (Food Only)

SVQ Food and Drink Service (Drink Only)

National Course in Hospitality: Food and Drink
Service Higher

SGA in Hospitality - Food and Drink Service

FDS
FDS

FDS

FDS

FDS

FDS
FDS

18/10/06

01/11/05

01/11/05
01/11/05
01/11/05

01/08/99
01/08/99

30/11/09

30/09/08

30/09/08
30/09/08

30/09/08

28/02/10

30/09/10

30/09/10
30/09/10

30/09/10

n/a

n/a
n/a
n/a

120
800



Front Office/Housekeeping

Awarding
Body

C&G
C&G
C&G

EDEXCEL

EDI
EDI
HAB
NOCN

NOCN

NOCN

NOCN

NQF
Level
2
2
2

w

P N NN

2

Front Office/Housekeeping (Scotland only)

Awarding
Body

SQA
SQA
SQA
SQA

SQA

SQA

SCQF
Level

4
4
5
5
5

Higher

Food Preparation and Cookery

Awarding
Body

NQF
Level

Funct-
-ional
Qualification Title Area
NVQ in Housekeeping FO
NVQ in Front Office FO
Diploma for Butlers FO
BTEC Certificate in Front Office Operations FO
NVQ in Front Office FO
NVQ in Housekeeping FO
NVQ in Front Office FO
Accommodation Service Skills FO
Understanding the Importance of Houskeeping in
Hospitality
unit support, used in NOCN level 2 Progression
Awards FO
Understanding Reception Billing and Cashier
Procedures FO
Understanding how to use Hotel Reservation
Systems unit support, used in NOCN level 2
Progression Awards FO
Funct-
-ional
Qualification Title Area
SVQ Hospitality Front Office FO
SVQ Hospitality Housekeeping FO
SVQ Front Office FO
SVQ Housekeeping FO
National Course in Hospitality : Reception and
Accommodation Operation - Intermediate 2 FO
SGA in Hospitality - Reception and
Accommodation Operations FO
Funct-
-ional
Qualification Title Area

Accreditation
Start Date

Accreditation
Start Date
01/08/05
01/08/05
01/02/07

01/08/02

01/01/06
01/01/06
01/08/05

code 500
01/07/2007
code 500
01/07/2007

code 500
01/07/2007

Accreditation
Start Date

01/11/05
01/11/05
01/11/05
01/11/05

01/08/99

01/08/99

Accreditation
End Date
31/07/08
31/07/08
28/02/10

31/08/08

31/07/08
31/07/08
31/07/08

31/08/08

31/08/08

31/08/08

Accreditation
End Date

30/09/08
30/09/08
30/09/08
30/09/08

Accreditation
End Date

Certification
End Date
31/07/10
31/07/10
29/02/12

31/08/11

31/07/10
31/07/10
31/07/10

31/08/10

31/08/10

31/08/10

Certification
End Date

30/09/10
30/09/10
30/09/10
30/09/10

Certification
End Date

Guided
Learning
Hours
n/a

n/a

450

120

n/a
n/a
n/a

Guided
Learning
Hours

n/a
n/a
n/a
n/a

120

800

Guided
Learning
Hours



ABC

ABC
ABC
ABC
AQA
AQA
AQA

ASET
ASET
ASET
BIIAB

CCEA
CCEA
CCEA
CCEA
CIEH

C&G
C&G
C&G
C&G
C&G
C&G

C&G
C&G
C&G
C&G
C&G
C&G
EDEXCEL
EDEXCEL
EDEXCEL
EDI

EDI

Awarding

N NN B

Entry

L1/2

Entry

W N DNDNDDN

N N W WWWNDNDNDNPREPPRP

NQF

Certificate in Pan-Asian Cookery
Award in Providing a Healthier School Meals
Service

Certificate for Pastry Chefs and Patissiers
Diploma for Pastry Chefs and Patissiers
Advanced GCE in Home Economics

Advanced Subsidiary GCE in Home Economics

GCSE in Home Economics
Award in Providing a Healthier School Meals
Service

Award in Healthier Foods and Special Diets
Diploma in Professional Cookery

Level 2 Award in Cooking Skills

Certificate in Home Economics

Advanced GCE in Home Economics

Advanced Subsidiary GCE in Home Economics
GCSE in Home Economics

Award in Healthier Food and Special Diets

Certificate in Food Studies (Entry 1 and 2)
NVQ in Food Processing and Cooking
NVQ in Housekeeping

NVQ in Front Office

NVQ in Professional Cookery

NVQ in Professional Cookery
Award in Providing a Healthier School Meals
Service

Diploma in Introduction to Professional Cookery
Diploma in Professional Cookery

Award in Healthier Food and Special Diets
Diploma for Butlers

Professional Cookery

BTEC Certificate in Front Office Operations
BTEC Certificate in International Cuisine

BTEC Diploma in International Cuisine

NVQ in Food Processing and Cooking

NVQ in Front Office

Qualification Title

FPC

FPC
FPC
FPC
FPC
FPC
FPC

FPC
FPC
FPC
FPC
FPC
FPC
FPC
FPC
FPC

FPC
FPC
FO
FO
FPC
FPC

FPC
FPC
FPC
FPC
FO

FPC
FO

FPC
FPC
FPC
FO

Funct-

01/09/03

01/01/06
01/08/07
01/08/07
01/09/00
01/09/00
01/09/01

01/10/05
01/04/07
01/03/07

01/09/01
01/09/00
01/09/00
01/09/01
01/10/06

01/07/03
01/08/05
01/08/05
01/08/05
01/08/05
01/08/05

01/08/05
01/08/06
01/08/06
01/02/07
01/02/07

01/08/02
01/08/02
01/08/02
01/01/06
01/01/06

Accreditation

31/08/08

31/08/08
31/08/09
31/08/09
31/08/09
31/08/09
31/08/10

31/08/08
30/11/08
31/07/09

31/08/08
31/08/09
31/08/09
31/08/10
30/09/09

30/06/08
31/07/08
31/07/08
31/07/08
31/07/08
31/07/08

31/08/08
31/07/09
31/07/09
31/07/09
28/02/10

31/08/08
31/08/08
31/08/08
31/07/08
31/07/08

Accreditation

31/08/10

31/08/09
31/08/11
31/08/12
31/08/10
31/08/10
31/08/11

31/08/09
30/11/10
31/07/11

31/08/09
31/08/10
31/08/10
31/08/11
30/09/11

30/06/10
31/07/10
31/07/10
31/07/10
31/07/10
31/07/11

31/08/09
31/07/10
31/07/11
31/07/11
29/02/12

31/08/11
31/08/11
31/08/11
31/07/10
31/07/10

Certification

90

140
175

10
450

E1,
108,E2
180

n/a
n/a
n/a
n/a
n/a

450
450
10

450

120
180
300
n/a
n/a

Guided



Body

EDI
EDI
EDI
HAB
HAB
HAB
HAB
HAB

NCFE
NCFE
NOCN
NOCN

NOCN

NOCN

NOCN

NOCN

NOCN

NOCN

NOCN

NOCN
OCNW
OCNW
OCR

Level

W NDNDNDNDNDWDNDDN

B RN e

Entry

NVQ in Housekeeping

NVQ in Professional Cookery

NVQ in Professional Cookery

NVQ in Professional Cookery

NVQ in Housekeeping

NVQ in Food Processing and Cooking
NVQ in Front Office

NVQ in Professional Cookery
Award in Providing a Healthier School Meals
Service

Certificate in Food Preparation
Accommodation Service Skills

Food Preparation Skills

Baking bread, cakes, pasty and biscuits
unit support, used in NOCN level 2 Progression
Awards

Understanding the Importance of Houskeeping in
Hospitality

unit support, used in NOCN level 2 Progression
Awards

Understanding Reception Billing and Cashier
Procedures

Understanding how to use Hotel Reservation
Systems

unit support, used in NOCN level 2 Progression
Awards

Identifying and using grains, pulses and dairy
unit support, used in NOCN level 2 Progression
Awards

Developing good practice skills for use in the
kitchen

unit support, used in NOCN level 2 Progression
Awards

Developing Cooking Skills unit support, used in
NOCN level 2 Progression Awards

Cooking with meat, fish and vegetables
unit support, used in NOCN level 2 Progression
Awards

Healthy Eating
Healthy Eating
Certificate in Catering (Entry 3)

-ional
Area

FO
FPC
FPC
FPC
FPC
FPC
FO

FPC

FPC
FPC
FO

FPC

FPC

FO

FO

FO

FPC

FPC

FPC

FPC
FPC
FPC
FPC

Start Date

01/01/06
01/01/06
01/01/06
01/08/05
01/08/05
01/08/05
01/08/05
01/08/05

01/02/06

code 500
01/07/2007

code 500
01/07/2007
code 500
01/07/2007

code 500
01/07/2007
code 500
01/07/2007
code 500
01/07/2007

code 500
01/07/2007

code 500
01/07/2007

01/09/00

End Date

31/07/08
31/07/08
31/07/08
31/07/08
31/07/08
31/07/08
31/07/08
31/07/08

31/08/08

31/08/08

31/08/08

31/08/08

31/08/08

31/08/08

31/08/08

31/08/08

31/08/08

31/08/08

End Date

31/07/10
31/07/10
31/07/11
31/07/10
31/07/10
31/07/10
31/07/10
31/08/11

31/08/09

31/08/10

31/08/10

31/08/10

31/08/10

31/08/10

31/08/10

31/08/10

31/08/10

31/08/09

Learning
Hours

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

6

ns



OCR
OCR
OCR
RIPH
RSPH

RSPH
WJEC
WJEC
WJEC

L1/2

Entry
L1/2
L1/2

Advanced GCE in Home Economics

Advanced Subsidiary GCE in Home Economics
GCSE in Home Economics Food and Nutrition
Award in Healthier Food and Special Diets

Award in Healthier Food and Special Diets
Award in Nutrition for Healthier Food and Special
Diets

Certificate in Food Studies
GCSE in Catering
GCSE in Home Economics

FPC
FPC
FPC
FPC
FPC

FPC
FPC
FPC
FPC

01/09/00
01/09/00
01/09/01
01/03/07
01/11/07

01/11/07
01/09/00
01/09/01
01/09/01

31/08/09
31/08/09
31/08/10
31/07/09
31/10/09

31/10/09
31/08/08
31/08/10
31/08/10

31/08/10
31/08/10
31/08/11
31/07/11
31/10/11

31/10/12
31/08/09
31/08/11
31/08/11

81010

25



Food Preparation and Cooking (Scotland only)

Awarding
Body

SQA
SQA
SQA
SQA

SQA
SQA
SQA

SQA

SQA
SQA
SQA

SQA
SQA
SQA
SQA
SQA
SQA
SQA
SQA
SQA
SQA

SQA
SQA

SCQF
Level

not
levelled

4
4
5

Qualification Title

PDA in Professional Patisserie - Advanced
Certificate

SVQ Hospitality Quick Service

SVQ Hospitality Food Preparation and Cooking
SVQ Food Processing & Cooking

SVQ Professional Cookery (Preparation and
Cooking)

SVQ Professional Cookery
SVQ Professional Cookery

SVQ Professional Cookery (Preparation and
Cooking)

SVQ Professional Cookery (Patisserie and
Confectionary)

HNC Professional Cookery

HND Professional Cookery

National Course in Hospitality Practical Cookery
Intermediate 2

National Course in Creative Cake Production
Intermediate 2

National Course in Professional Patisserie
Higher

National Course in Professional Cookery

National Course Home Economics - Access 2
National Course in Health and Food Technology
- Access 3

National Course in Health and Food Technology
- Intermediate 1

National Course in Home Economics: Health
and Food Technology - Intermediate 2

National Course in Home Economics: Health
and Food Technology - Higher

National Course in Home Economics: Health
and Food Technology - Advanced Higher
National Course in Hospitality: Practical
Cookery Intermediate 1

SPA in Culinary Excellence

Funct-
-ional
Area

FPC
FPC
FPC
FPC

FPC
FPC
FPC

FPC

FPC
FPC
FPC

FPC

FPC

FPC
FPC

FPC

FPC

FPC

FPC

FPC

FPC

FPC
FPC

Accreditation
Start Date

01/08/04
01/11/05
01/11/05
01/11/05

01/11/05
01/11/05
01/11/05

01/11/05

01/11/05
01/08/05
01/08/05

01/08/03

01/08/03

01/08/99
01/08/99

01/08/99

01/08/03

01/08/03

01/08/03

01/08/03

01/08/03

01/08/03
01/08/03

Accreditation
End Date

01/08/10
30/09/08
30/09/08
30/09/08

30/09/08
30/09/08
30/09/08

30/09/08

30/09/08

Certification
End Date

01/08/07
30/09/10
30/09/10
30/09/10

30/09/10
30/09/10
30/09/10

30/09/10

30/09/10

Guided
Learning
Hours

320
n/a
n/a
n/a

n/a
n/a
n/a

n/a

n/a
480
1200

120
120

120
120

120
120
120
120
120
120

120
160



minimum
SQA 5 SPA in Professional Cookery An Introduction FPC 01/08/03 160
SQA Higher SGA in Hospitality - Professional Cookery FPC 01/08/99 800

Food Safety

Funct- Accreditatio Guided
Awarding NQF -ional Accreditation n Certification Learning
Body Level Qualification Title Area Start Date End Date End Date Hours
ASET 2 Award in Practical Food Safety in Catering FS 01/01/06 30/11/08 30/11/10 30
Award in Practical Supervision of Food Safety in
ASET 3 Catering FS 01/01/06 30/11/08 30/11/11 30
ASET 2 Award in Food Safety in Catering FS 01/04/07 30/11/08 30/11/10 9
CIEH 3 Award in Supervising Food Safety in Catering FS 01/04/06 30/11/08 30/11/11 22
CIEH 4 Award in Managing Food Safety in Catering FS 01/12/06 30/11/08 30/11/11 40
City & Guilds 3 Award in Supervising Food Safety in Catering FS 01/05/06 30/11/08 30/11/11 20
City & Guilds 2 Award in Food Safety for Catering FS 01/05/06 30/11/08 30/11/11 9
NCFE 2 Award in Practical Food Safety in Catering FS 01/07/06 30/11/08 30/11/10 60
Award in Practical Supervisory of Safety in
NCFE 3 Catering FS 01/07/06 30/11/08 30/11/11 60
OCNW 2 Award in Practical Food Safety in Catering FS 01/09/06 30/11/08 30/11/10 60
Award in Practical Supervision of Food Safety in
OCNW 3 Catering FS 01/09/06 30/11/08 30/11/11
RIPH 2 Award in Food Safety in Catering FS 01/02/06 30/11/08 30/11/10 9
RIPH 3 Award in Supervising Food Safety in Catering FS 01/02/07 30/11/08 30/11/11 22
RIPH 4 Award in Managing Food Safety in Catering FS 01/06/07 30/11/08 30/11/11 40
RSPH 3 Award in Supervising Food Safety in Catering FS 01/01/06 30/11/08 30/11/11 22
RSPH 4 Award in Managing Food Safety in Catering FS 01/01/06 31/12/08 31/12/11 40
RSPH 2 Award in Food Safety in Catering FS 01/12/05 30/11/08 30/11/10 9
Food Safety (Scotland only)
Funct- Accreditatio Guided
Awarding SCQF -ional Accreditation n Certification Learning
Body Level Qualification Title Area Start Date End Date End Date Hours
not Introduction to Food Hygiene (equivalent to L4
REHIS levelled  SCQF) FPC 23/06/05 Minimum 3
not Elementary Food Hygiene (equivalent to L5

REHIS levelled  SCQF) FPC 10/06/05 Minimum 6



REHIS

REHIS

REHIS

REHIS

REHIS

REHIS

not
levelled
not
levelled
not
levelled
not
levelled
not
levelled
not
levelled

Intermediate Food Hygiene (equivalent to L6
SCQF)

Advanced Food Hygiene (equivalent to L8
SCQF)

HACCP for Caterers — New course (equivalent
to L5 SCQF)

Introduction to HACCP and Hazard Analysis
(equivalent to L5 SCQF)

Intermediate HACCP Practices — New course
(equivalent to L6 SCQF)

The Elementary Food and Health Certificate —
New course (equivalent to L5 SCQF)

FPC

FPC

FPC

FPC

FPC

FPC

14/06/05
14/06/05
01/04/07
25/06/05
27/06/05

01/01/06

Minimum
20
Minimum
36

Minimum 6
Minimum 6
Minimum

17

Minimum 6



Events

ASET 2 Certificate in Event Planning Events 01/03/05 30/04/08 30/04/09 30
Certificate of Introduction to Working in a Theme
ASET 1 Park Events 01/06/05 30/06/08 30/06/09 30
ASET 2 Certificate in Visitor Attraction Operations Events 01/09/06 31/07/09 31/07/11 60
Certificate in Organising Conferences, Leisure or
ASET 3 Hospitality Events Events 01/03/06 31/07/09 31/07/12 90
C&G 2 NVQ in Events Events 02/07/99 31/07/08 31/07/10 n/a
C&G 3 NVQ in Events Events 02/07/99 31/07/08 31/07/11 n/a
C&G 3 NVQ in Events - Temporary Structures Events 02/07/99 31/07/08 31/07/11 n/a
C&G 4 NVQ in Events Events 02/07/99 31/07/08 31/07/11 n/a
NCFE 2 Certificate in Event Planning Events 01/08/07 31/08/09 31/08/11 90
NCFE 3 Certificate in Event Management Events 01/08/07 31/08/09 31/08/12 450

Events (Scotland only)

HNC Events - Centre led development in
SQA progress Events 480

HNC Events - Centre led development in
SQA progress Events



Gambling

C&G 2 NVQ in Gambling Operations Gambling

Gambling (Scotland only)

SQA 5 SVQ Gambling (Bingo)-in development Gambling  11/09/07 31/07/09 31/07/11 n/a

General Hospitality

WJEC L1/2 GCSE in Hospitality and Catering (Double Award) Gen Hosp 01/09/05 31/08/10 31/08/11

WJEC L1/2 GCSE in Hospitality and Catering (Single Award) Gen Hosp 01/09/05 31/08/10 31/08/11

ASET Entry 3 Entry Level Certificate in Skills for Working Life 01/11/03 31/08/08 31/08/09 360



General Hospitality (Scotland only)

Awarding SCQF
Body Level Qualification Title
SQA 6 SVQ Hospitality Supervision
SQA not levelled PDA in Hospitality Supervision - Certificate
SQA 4 SVQ Hospitality Multi-Skilled
SVQ Multi-Skilled Hospitality Services
SQA 5
SQA 7 HNC Hospitality
SQA 8 HND Hospitality Management
SQA 4 National Course Hospitality Intermediate 1
National Course in Hospitality: General
SQA 5 Operations
SQA Int 2 SGA in Hospitality
SQA Higher SGA in Hospitality
SQA 5 National Course in Hospitality Intermediate 2
SQA 5 National Certificate in Hospitality
SQA 6 National Certificate in Hospitality

Funct-

-ional

Area
Gen
Hosp
Gen
Hosp
Gen
Hosp
Gen
Hosp
Gen
Hosp
Gen
Hosp
Gen
Hosp
Gen
Hosp
Gen
Hosp
Gen
Hosp
Gen
Hosp
Gen
Hosp
Gen
Hosp

Accreditation
Start Date

19/07/02

01/08/05

01/11/05

01/11/05

01/08/05

01/08/05

01/08/07

01/08/99

01/08/99

01/08/99

Accreditation
End Date

31/07/08
31/08/08
30/09/08

30/09/08

Certification
End Date

31/07/11

2010

30/09/10

30/09/10

Guided
Learning
Hours
n/a
240
n/a
n/a
480
1200
120
120
640
800
120
480

480



Travel and Tourism

Awarding
Body

C&G
C&G
C&G
C&G
C&G
C&G
C&G
C&G
C&G
C&G
C&G
C&G
C&G
C&G
EDEXCEL

EDEXCEL
EDEXCEL
EDEXCEL

EDEXCEL

EDEXCEL
EDEXCEL
EDEXCEL

EDEXCEL

EDEXCEL
EDEXCEL
EDEXCEL
EDEXCEL
EDEXCEL
EDEXCEL
EDEXCEL

NQF
Level

N W W WWWMNDNNDNNDNE R EP WD

w NN

N W N WWWOym

Qualification Title

Higher Professional Diploma in Travel and Tourism
NVQ in Travel and Tourism

NVQ in Travel and Tourism

Certificate in Travel and Tourism

Introductory Award in Travel and Tourism
Introductory Diploma in Travel and Tourism
Certificate in Travel and Tourism

First Award in Travel and Tourism

First Diploma in Travel and Tourism

Advanced National Diploma in Travel and Tourism
Certificate in Travel and Tourism

National Award in Travel and Tourism

National Diploma in Travel and Tourism
Sustainable Tourism (Unit only)

BTEC Diploma in Travel Operations
BTEC Intermediate Diplomas in Overseas Resort
Operations

BTEC Certificate in Preparation for Tourist Guiding

BTEC Diploma in Travel Operations

BTEC Introductory Certificate in Hospitality, Travel
and Tourism

BTEC Introductory Diploma in Hospitality, Travel and
Tourism

BTEC First Certificate in Travel and Tourism

BTEC First Diploma in Travel and Tourism

BTEC Higher National Certificate in Travel and
Tourism Management

BTEC Higher National Diploma in Travel and
Tourism Management

BTEC National Award in Travel and Tourism
BTEC National Certificate in Travel and Tourism
BTEC National Diploma in Travel and Tourism
BTEC Certificates in Travel and Tourism Services
BTEC Certificates in Travel and Tourism Services
NVQ in Travel and Tourism

Funct-
-ional
Area

TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS

TTS
TTS
TTS

TTS

TTS
TTS
TTS

TTS

TTS
TTS
TTS
TTS
TTS
TTS
TTS

Accreditation
Start Date

01/12/02
01/03/05
01/03/05
01/09/04
01/09/04
01/09/04
01/09/04
01/09/04
01/09/04
01/08/05
01/08/05
01/08/05
01/08/05

01/12/01

01/12/01
01/12/01
01/12/01

01/09/03

01/09/03
01/09/06
01/09/06

01/09/04

01/09/04
01/09/07
01/09/07
01/09/07

Accreditation
End Date

31/12/07
31/03/08
31/03/08
31/08/09
31/08/09
31/08/09
31/08/09
31/08/09
31/08/09
31/08/09
31/08/09
31/08/09
31/08/09

31/08/08

31/08/08
31/08/08
31/08/08

31/08/09

31/08/09
31/08/09
31/08/09

31/08/09

31/08/09
31/08/10
31/08/10
31/08/10

Certification
End Date

31/12/10
31/03/10
31/03/11
31/08/10
31/08/10
31/08/10
31/08/11
31/08/11
31/08/11
31/08/12
31/08/12
31/08/12
31/08/12

31/08/10

31/08/10
31/08/10
31/08/11

31/08/10

31/08/10
31/08/11
31/08/11

31/08/12

31/08/12
31/08/13
31/08/13
31/08/13

Guided
Learning
Hours

480
n/a
n/a
30 to 60
180
360
10to 90
180
360
900
10to 90
180
450

300

300
180
300

180

360
180
360

600

960
360
720
1080
180
180



EDEXCEL
ESB
ESB
ESB
NCFE
NCFE
NCFE
NCFE
NCFE
NCFE
NCFE

NOCN

NOCN
OCR

OCR
OCR

OCR

OCR
OCR
OCR
OCR
OCR
OCR
OCR

W N WNNENWDNRPW

Entry

W w wrr P

NVQ in Travel and Tourism

Certificate in Travel and Tourism Communications
Certificate in Travel and Tourism Communications
Certificate in Travel and Tourism Communications
Certificate for Airport Passenger Services Agents
Certificate in Travel

Certificate for Resort Representatives

Certificate in Travel and Tourism

Certificate in Travel and Tourism Management
Certificate in Sustainable Tourism

Certificate in Sustainable Tourism

Understanding the use of Technology in Travel &
Tourism (Unit supported)
Unit in following qualifications:
NOCN Level 2 Award in Progression (QCF)
NOCN Level 2 Certificate in Progression (QCF)
NOCN Level 2 Diploma in Progression (QCF)

Understanding airline and airport operations (unit
supported)

Unit in following qualifications:
NOCN Level 2 Award in Progression (QCF)
NOCN Level 2 Certificate in Progression (QCF)
NOCN Level 2 Diploma in Progression (QCF)

Certificate in Leisure and Tourism (Entry 3)

Advanced Subsidiary GCE in Travel and Tourism
Advanced GCE in Travel and Tourism

Advanced Subsidiary GCE in Travel and Tourism
(Double Award)

Certificate in Travel and Tourism Communications
National Award in Leisure and Tourism

National Certificate in Leisure and Tourism
National First Award in Leisure and Tourism
National Certificate in Travel and Tourism
National Diploma in Travel and Tourism

National Extended Diploma in Travel and Tourism

TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS
TTS

TTS

TTS
TTS

TTS
TTS

TTS

TTS
TTS
TTS
TTS
TTS
TTS
TTS

01/04/06
01/09/07
01/09/07
01/08/07
01/08/07
01/07/07
01/07/07

01/07/07

01/07/07
01/09/00

01/08/05
01/08/05

01/08/05

01/08/05
01/09/04
01/09/04
01/09/04
01/09/04
01/09/04
01/09/04

31/08/08
31/08/09
31/08/09
31/08/09
31/08/09
31/08/09
31/08/09

31/08/08

31/08/08
31/08/08

31/07/10
31/07/10

31/07/10

31/07/10
31/08/10
31/08/10
31/08/10
31/08/10
31/08/10
31/08/10

31/08/10
31/08/10
31/08/11
31/08/11
31/08/12
31/08/11
31/08/12

31/08/10

31/08/10
31/08/09

31/07/13
31/07/13

31/07/13

31/07/13
31/08/11
31/08/11
31/08/11
31/08/13
31/08/13
31/08/13

60 .
90
60
450
180
60
90

72
192
360

72
192
360

180
360

360

720
240
360
120
360
720
1080



OCR
OCR
OCR

Half
2
2

GCSE in Leisure and Tourism (Double Award)
National Award in Travel and Tourism
National Certificate in Travel and Tourism

Travel and Tourism (Scotland only)

Awarding
Body

SQA
SQA
SQA
SQA
SQA

SQA

SQA
SQA

SQA
SQA

SQA
SQA
SQA
SQA

SCQF
Level

o 00 N 0

S

6
6

5
not
leveled

Int 2
Higher
Higher

Qualification Title

HNC Tourism

HND Tourism

HNC Travel

HND Travel and Tourism

National Course in Travel and Tourism Higher
National Course in Travel and Tourism
Intermediate 1

National Course in Selling Overseas Tourist
Destinations - Intermediate 2

National Course in Retail Travel - Higher

National Course in Selling Scheduled Air Travel -
Higher

National Course in
Intermediate 2

Travel and Tourism

SPA in Tourism

SGA in Travel and Tourism

SGA in Travel and Tourism

SGA in Travel and Tourism (Retail Travel)

TTS
TTS
TTS

Funct-
-ional
Area

TTS
TTS
TTS
TTS
TTS

TTS

TTS
TTS

TTS

TTS

TTS
TTS
TTS
TTS

31/08/11
31/08/12
31/08/12

01/08/02
01/09/07
01/09/04

31/08/10
31/08/10
31/08/10

Certification
End Date

Accreditation
End Date

Accreditation
Start Date

01/08/05
01/08/05
01/08/05
01/08/05
01/08/05

01/08/05

01/08/99
01/08/04

01/08/04

01/08/05

01/08/05
01/08/99
01/08/99
01/08/99

180
360

Guided
Learnin

g
Hours

480
1200
480
1200
120

120

120
120

120
120

200
640
800
800






Appendix 2

Schedule of Consultations

Learning providers

These events were intended for learning providers

to look at possible qualification needs across all sector areas

Location Venue Date Attendance
London London 24™ October 8

North West South Trafford 8™ November 11

South East Guildford 31°% October 9

South West Taunton 19™ November 9
Yorkshire and Leeds 6" November 6
Humberside

East Midlands Nottingham 29™ October 4

West Midlands Birmingham 13" November 8
Northern Ireland Belfast 26" October 10
Scotland (7) Glasgow 7™ November See below
South Wales Swansea 13 ™ November 7

Licensed retailing

These events were intended for employers to look at the possible qualification needs for the licensed retailing

industry

Location Venue Date Attendance
South Of England Milton Keynes 9™ October 5

North Of England Blackburn 23" October 4

Scotland ° Glasgow 7 ™ November 8

Travel

These events were intended for employers to look at the possible qualification needs for the travel industry
Location Venue Date Attendance
England London 21 November Cancelled
Northern Ireland Belfast 22" October 3

Scotland ¢) Glasgow 8 ™ November 8

Housekeeping and front office

These events are intended for employers to look at the possible qualification needs for housekeeping and front

office

Location Venue Date Attendance
London London 17" October 4

Tourism Services, Leisure, Visitor Attractions and Events

These events were intended for employers to look at the possible qualification needs for tourism services, leisure,

visitor attractions and events

Location Venue Date Attendance
London London 24™ October 9

East Midlands Nottingham 29™ October 3

North West South Trafford 8™ November 3

South West Taunton 19™ November 1

South Wales Swansea 12" November 2

West Midlands Birmingham 13™ November 4

Scotland (10) Glasgow 30™ October See below

Specifically focusing on food preparation and cooking
Included Food Drink Service
Also includes Tourism Services




Northern Ireland

[Belfast

$2 ™ October

[11

School Meals

These events were intended for employers to look at the possible qualification needs for school meals and the

school meal training project

Location Venue Date Attendance
South Wales Swansea 13" November 9

England London 6™ November 9

Northern Ireland Belfast 23" October 11

Scotland Glasgow 7 ™ November 4

Food Preparation and Cookery (Chefs)

These events were intended for employers to look at the possible qualification needs for food preparation and

cooking and chefs

Location Venue Date Attendance
London London 25" October 10

East Of England Norwich 7" November 6

North West South Trafford 9™ November 6

West Midlands Birmingham 14™ November 5

South Wales Swansea 13" November 3

Northern Ireland Belfast 22" October 4

Scotland — Central Glasgow 7 ™ November 8

and Borders

Food and Drinks Service

These events were intended for employers to look at the possible qualification needs for food and drink service

Location Venue Date Attendance
London London 25" October 7
North West South Trafford 9™ November 6
West Midlands Birmingham 14 ™ November 5

Note: All events in Scotland were joint employers a

nd learning providers

10 Specifically focused on Leisure and Visitor Attractions




Appendix 3

Key Drivers and Policies

1. England

Key Driver

Rationale

Impact for sector

Link to Sect

or Qualification Strategy

Department for Education
and Skills

'Skills for Life'

launched March 2001

March 2003, DfES launched
the " Employer Engagement
Strategy "

LSC Agenda for Change and
Statement of Priorities 2005/6

Modern Apprenticeship
Advisory Committee report,
Modern Apprenticeships: the
Way to Work (2001)

DfES and LSC,

Blueprint for
Apprenticeships,
2005

September

14-19 Education and Skils
White Paper and subsequent
Implementation Plan 2005

National strategy for improving adult literacy

and numeracy skills, as a response to ‘A
Fresh Start'

Encourage all employers in England to
take action to raise basic skills levels for
employees

A new national skills programme, Train to
Gain is introduced across England during
2006 offering employers public funding for
training to Level 2

Apprenticeships are re-introduced as
employer led training programmes with
proscribed content.

The refinement of apprenticeship format and
content following feedback from employers

and end-users.

Introduces Specialist Diplomas for 14-19
year olds and suggests progression paths
between academic and vocational subject
choices.

Research is showing us that The Hospitality
Leisure, Travel and Tourism (HLTT) Sector has
below national levels of attainment in basic skills
amongst employees in England.

As above

A wage subsidy will be available under
Train to Gain for businesses with

fewer than 50 employees who are giving
employees the required amount of paid
time off to achieve a Level 2 or Skills for Life
qualification only for 2006-07 and 2007-08.
People 1* has a sector with a
pre-dominance of small businesses

People 1* have developed frameworks in two
strands: Hospitality and Travel and Tourism

People 1% used the flexibility within the Blueprint
to remove some technical certificates.

People 1* has initiated development of two
Specialist Diplomas: Hospitality and Travel and
Tourism (joint with Go-Skills)

Encourage use of Train to Gain funding and
promote improvement in basic skills as a key to
retention.

As above

To take advantage of this People 1% will need to
encourage employers to access suitable existing
level 2 qualifications mindful of reported
disillusionment with the content and delivery of
qualifications currently available. The timescales
for reviewing the provision currently available and
identifying replacement qualifications will over run
the availability of funding.

People 1% are reviewing the use of apprenticeships,
both those currently available and those that might
be developed for other roles in the sector.

People 1* are reviewing the coverage of knowledge
in the current frameworks and will seek to develop
appropriate qualifications which will fit both into the
apprenticeship and comprehensive gualification
pathways being described as part of the strategy.
The development of these qualifications will fit in
with the qualification pathways being described as
part of the SQS. The additional lines of learning
and specialist learning which are allied to the
Diploma will need to be coherent with other
qualifications being developed within the pathway
for progression.

&/ . I %

% /
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DfES, DTI, DWP and Treasury
Joint Sponsored White

Paper. Skills: Getting on in
Business, Getting on at

Work, March 2005’

DFES Raising Skills,
Improving Life Chances
White Paper, March 2006

, (FE

DIUS, World Class Skills  July
2007

Proposals and reforms to: put employer’'s
needs at the heart of the design and the
delivery of training, to support individuals in
gaining the skills and qualifications they
need, and to reform supply

Develops concept of Skills Academies

The introduction of free education for 19-25
year-olds studying for their first Level 3
qualification (two ‘A’ Levels or equivalent);
reaffirms the commitment for colleges to
provide training and qualifications to meet
employers’ needs. It also outlines the
expectation that colleges will have areas of
specialist excellence

Implementing the Leitch Review of Skills in
England in response to Lord Letich's report.
Key elements include putting employers
requirements more centrally in development
of vocational provision, raising attainment
levels of apprentices, linking funding of
qualifications to SSC priorities

Research conducted for the Sector Skills
Agreements for HLTT, shows employer
dissatisfaction with the design, content and
delivery of current qualification provision
People 1* have developed the Skills
Academy for Hospitality in phase 2 of the
implementation.

There is a considerable degree of pre-
employment learning provision that is ostensibly
linked to the HLTT sector, and research shows
significant uptake is not necessarily matched by
improved employment opportunities.

Vocational qualifications should reflect the skills
needs of HLTT employers and approved by
People 1* as the relevant SSCs.
Employers in the sector, particularly the
larger ones, do provide a degree of
training in relevant areas but very little
(3%) is accredited.

The HLTT sector have identified three
priorities in qualifications: Customer
Service, Management and Leadership

and Chefs.

Reform to the current qualification provision is at
the heart of the People 1% SQS. A Rationalisation
programme will seek to eliminate qualifications
which are linked to the sector but do not match
sector needs. New qualifications will be developed
in partnership with awarding bodies, which
demonstrate real employer engagement at early
planning stages.

People 1* will need to engage with providers at
both FE and HE level to ensure that the pre-
employment provision which aims to have a
vocational link is aligned to sector demands. The
SQS consultation has included a full programme of
events for learning providers to open a discussion
on the challenges of the SQS.

People 1% are implementing a thorough review of
the provision available and creating appropriate
pathways with new qualifications which have a
clear origin in employer demand.

Accreditation of employer training schemes is a
key element of the SQS.

The qualification pathways and rationalisation
programmes will lead to a clearer definition of
priorities for People 1 to articulate for funding

with the LSC. This may conflict with the priority
placed on funding to Level 2 as these qualifications
may well be required at Level 3 and above.




2. Northern Ireland

Key Driver

Rationale

Impact for sector

Link to Sector Qualific

ation Strategy

Department for
Employment and
Learning

Success through Skills/

Tourism Strategic
Framework for Action

Adult Skills Project

“Training for Success”

Overarching strategy for
improving skills as
response to tackling skills
deficit to achieve the
Northern Ireland Economic
Vision

Strategy for tourism in
Northern Ireland

Commitment to upskilling
the workforce offering
public funding for training to
Level 2

Promoting two levels of
apprenticeship training to
suit different abilities and to
meet the requirements of
employers and industry.
The NIO target is to
increase the number of
apprenticeships by 4,000
up to 2010

Research is showing us that The
Hospitality Leisure, Travel and
Tourism (HLTT) Sector has below
national levels of attainment in basic
skills amongst employees in
Northern Ireland and other parts of
UK. Hospitality, Catering and
Tourism identified as one of six
priority groups for skills
development.

People 1% is taking action within this
strategy to develop a Human
Resource Development strategy.
The Sector Skills Agreement will
represent a culmination of all these
deliberations. The four priorities
from the strategy are:

o] Retention

o Management and

leadership
o  Customer service
0 Chefs

People 1* have developed
frameworks in two strands:
Hospitality and Travel and Tourism.

Encourage use of qualifications and learning to promote improvement in skills as a key
to retention.

Qualifications for Travel and Tourism are part of the consultation and implementation of
the SQS.

To take advantage of this People 1% will need to encourage employers to access
suitable existing level 2 qualifications mindful of reported disillusionment with the
content and delivery of qualifications currently available.

People 1 are reviewing the use of apprenticeships, both those currently available and
those that might be developed for other roles in the sector.




Costello
Report

Further
Education
Means
Business

DEL Review
of Higher
Education

in Further
Education
policies,
including
Foundation
degrees

Introduces Entitlement
Framework and Vocational
Enhancement programme
linking between academic
and vocational subject
choices.

Workforce Development
Fora encouraged to work
with SSCs as part of a
strategy for FE to become
more employer led,not
supply led.

Foundation Degrees are
amongst he provision being
reviewed and considered in
this current consultation.

Occupational Studies and
Vocational GCSE'’s have been
developed which relate to the HLTT
sector.

There is a considerable degree of
pre-employment learning provision
that is ostensibly linked to the HLTT
sector, and research shows
significant uptake is not necessarily
matched by improved employment
opportunities.

The development of these qualifications will fit in with the qualification pathways being
described as part of the SQS.

People 1* will need to engage with providers at both FE and HE level to ensure that the pre-
employment provision which aims to have a vocational link is aligned to sectoral demands. The
SQS consultation has included a full programme of events for learning providers to open a
discussion on the challenges of the SQS

People 1* hare currently developing frameworks for four themes:
. Contract Food Management,
Travel and Tourism,
Hospitality Management/
Leadership and Management
Culinary Arts




3. Scotland

Key Driver

Rationale

| Impact for Sector

LLink to SQS

Determined to Succeed —
Curriculum for
Excellence [2005]

Skills for Scotland — a
Lifelong Learning Skills
Strategy for Scotland
[2007]

This builds on Life
through Learning —
learning through life
Strategy [2003]

The Government
Economic Strategy
launched on 13
November 2007

Curriculum for Excellence is a programme of work which is
reviewing the current curriculum in Scotland. It aims to provide:

More freedom for teachers

Greater choice and opportunity for pupils

A single, coherent curriculum for all young people aged
3to18.

Strategy to establish a cohesive lifelong learning system centred
upon the individual but responsive to employer needs. Aims to
create a globally competitive economy based on high value jobs
with progressive and innovative leadership. It also aims to provide
a more cohesive system with all stakeholders working together to
strengthen Scotland’s economy and society

This key economic strategy stresses the primary importance of
creating a productive, competitive and flexible economy for
Scotland and describes the need to achieve this in a way that
respects the environment and helps to close the opportunity gap.
Five priorities which include “ Learning, Skills and Well-being”
components;

focus on working with employers and employees to
increase the effective utilisation and demand for skills;
ensure that our national training programmes meet the
needs of individuals and employers;

ensure flexible provision which is responsive to the

Opportunity to ensure that the vocational learning
and employability skills needed for the world of
work are provided and form the foundation for
skills development throughout life. People 1%
have been involved in the design and
development of the new Skills for Work Courses
at Intermediate 1 and 2 for Hospitality. There is
now a stronger requirement for schools to have
partnerships with employers and colleges. . Itis
vitally important that employers are involved in
supporting this process by engaging with schools
and there is scope for People First to promote
employer school partnerships

Employers are now in a position to demand value
and make the best use of their workforce skills;
There will be a focus on employability skills and
an improved parity of esteem between academic
and vocational learning; funding bodies will use
their budgets to effect a step change in skills
development. People 1% are developing employer
engagement frameworks to ensure the needs of
employers now and for the future influence the
supply of skills development.

There is a clear acknowledgement of the link
between skills development and a competitive
economy. People 1* gather, develop and
interpret labour market information and skills
foresight research to enable fit for purpose
provision to be developed.

Pre work provision of learning
that is appropriate, relevant,
accessible and flexible in terms
of content and delivery.

Ensuring a cohesive lifelong
learning system appropriate to
the individual but also responsive
to employer need. The SQS will
result in the development of
qualification grids which will
show qualifications in pathways
leading from pre-entry (which
embraces school-based)
vocationally linked provision
through to higher levels for
individual career progression
opportunities. Work-based
qualifications developed in
partnership with employers will
be supported and endorsed by
the sector skills council to meet
gaps identified in current
provision.

SQS will be informed by current
labour market information and
employer demand




needs of individuals, employers and the wider economy;
ensure a funding system for Further and Higher
Education through the Scottish Funding Council that is
responsive to the needs of individuals, employers and
the wider economy; and
bring together the public agencies involved in delivering
information, advice and guidance services and skills
provision in the new skills body to build improvements
around the needs of individuals
Remove any barriers that stand in the way of all
individuals participating in learning, skills development

Smart Successful
Scotland and also A
Smart Successful
Highlands and Islands
[2005]

Tourism Framework for
Change [2006]

More Choices, More
Chances [2006]

Workforce Plus; an
Employability
Framework for Scotland
[2006]

Key Policy Documents giving strategic direction to the Enterprise
networks. Based on the Framework for Economic Development.
Envisages strong, dynamic economy for Scotland giving benefit to
all. Three themes;
Growing businesses — developing innovative companies
— supporting start ups and encouraging businesses to
grow
Learning and skills — cooperation on LMI; skills and
vocational training
Global connections
HIE have an additional lead role in community capacity building

Tourism strategy aimed at a growth in Scottish tourism by 50% by
2015. Key to this is attracting and developing the skills to exceed
visitors’ expectations.

A strategy to reduce the proportion of young people not in
education , employment or training in Scotland — published in
tandem with Workforce Plus see below. Aims to make
improvements both socially and economically. . Aims to improve
early intervention to stop young people disengaging from learning;
and encourage participation in further education and training,
rather than employment without training, as the most effective way
of enabling young people to access and sustain employment
opportunities

A strategy for aiding employability and helping people move from
welfare into work. Defines ‘employability as encompassing all the
things that enable people to increase their chances of getting a
job, staying in and progressing further in work’. Highlights the
importance of tackling economic disadvantage both for the
individual and the economy.

Get Ready for Work - Prepares young people with additional
support needs for employment or further training. Ensures
everyone has a route through which they can learn, develop and

Tourism is identified as a key sector.

4 skills and learning priorities aimed at improving

producthlty and increasing employment;
Improving the operation of the labour market
The best start for all young people
Developing people who are in work
Narrowing the gap in unemployment

People 1% have developed a Tourism Skills
Action Plan which focuses on; management and
leadership, customer service, recruitment and
retention.

People 1* have been involved in the
development of the SfW Courses and simplifying
the structure of qualifications to widen
opportunities and develop employability

There are also opportunities through engagement
with employers to improve employment and
training opportunities for young people in work.

People 1% have been working with partners such
as the WEA, LDS and the STUC to demonstrate
to employers that increasing individual’s skills can
bring financial benefits to both.

Employers have a distinctive role in identifying
vocational skills opportunities, partnerships and
linking jobs to local communities.

The SQS plays a part in ensuring
that vocational qualifications are
part of a cohesive lifelong
learning system appropriate to
the individual but also responsive
to employer need and
productivity.

SQS will identify clear
qualification development
priorities and how to address
them most effectively

Pre work provision of learning
that is appropriate, relevant,
accessible and flexible in terms
of content and delivery.

Ensuring pre-entry learning and
qualifications are appropriate to
the individual but also responsive
to employer need and
productivity




prepare themselves for life and work.

Training for work - Provides tailored job related skills interventions
for adults who are otherwise well suited to enter/ re-enter
sustained employment.

Working and Learning
together, Adult Literacy
and Numeracy in
Scotland, Adult ESOL
Strategy

SCQF

Experience Counts
[2006]

‘Building on our
success’ Improving MAs
- Modern
Apprenticeships/
Skillseekers [2006]

Community Learning and Development strategies to build stronger
communities. The workplace is an excellent location to impart
skills and knowledge. Encouraging literacy learning to be
embedded in all workplace training programmes.

The Scottish Credit and Qualifications Framework. The SCQF
allows people to understand and compare different qualifications
in Scotland. It also allows individuals to get credit for learning they
have already achieved and to move more easily from one learning
programme to another.

Government’s initiative to encourage skills development in older
workers

MAs offer those aged 16 and over paid employment combined
with the opportunity to train for jobs at craft, technician or
management level. Funding enables employers and govt to work
together to ensure individual businesses gain skilled employees
whilst providing Scotland with a deployable and flexible workforce

People 15 works with partners in Community
Learning and Development and through the
STUC and LDS to ensure employers are
engaged with raising skills

Employers, learning providers and individuals can
use the SCQF as a tool to support learning,
specifically to facilitate the recognition of learning
and for enabling individuals to move smoothly
through learning environments, getting credit for
learning that they have already achieved. People
1% aims to credit rate all its sector SVQ units in to
the SCQF

People 1* have been piloting more appropriate
provision of skills development in tourism.

People 1% develop and manage the MA in the
sector working closely with all partners involved.

Ensuring that new qualifications
are developed which
complement a cohesive lifelong
learning system appropriate to
the individual's level of skills but
also responsive to employer
need and productivity

SQS will identify new units and
will work with designers and
regulators to articulate
qualifications appropriately within
all national frameworks

Qualification pathways will be
created appropriate for the
individual but also responsive to
employer need and productivity
in tourism. These may include
access qualifications which
assist work returners or those
changing career.

SQS will consider the
apprenticeship system and any
changes that are required.




4. Wales

Key Driver Rationale Impact for sector Link to Sector Qualification Stra tegy
Overarching policy document covering Key priorities for SSCs are around working The SQS will be informed by current labour market
education, lifelong learning skills.. with Wales Assembly Government to support information and employer demand. The ensuing action
the interface with business and the collation plan will illustrate which qualifications areas may
: ) ; 2 St s .
The Leaming Country: and use of demand-led intelligence to direct suggest priorities and People 1 will liaise closely with

Vision into Action

The Learning Country 2

Achieving Our Potential -
Wales Tourism Strategy

Wales A Vibrant Economy
(WAVE)

“Skills and Employment

Action Plan 2005 (SEAP2) "

Update to the strategic programme to 2010.

Strategy for tourism in Wales, reviewed in !

targets to 2013

Overarching economic development strategy.
Key priorities for SSCs is the use of a sector
led approach to economic development and
the notion of priority sectors, one of which is
tourism

Supports SSCs role in developing Sector
Skills Agreements with partners in Wales to
deliver learning provision more effectively
geared to the needs of employers

funding decisions People 1* gather, develop
and interpret labour market information and
skills foresight research to enable fit for
purpose provision to be developed.

The Learning Country strengthens the links
between education and employability

The Wales Tourism Alliance and People 1st
are working with the Welsh government,
educators and key employers to develop a
Welsh Skills Strategy in order to deliver the
skills that the Tourism industry needs.

The strategy includes aims of increasing
employment and raising the quality of jobs
measuring growth in  employment and
earnings as these relate directly to quality of
life. Economic development to fit with actions
to promote the environment, social justice and
equality, communities and the Welsh
language.

The Sector Skills Strategy for Wales represent
a culmination of all these deliberations. The
four priorities from the strategy are:

0 Retention

0 Management and Leadership

o Customer service

0 Chefs

WAG to discuss how these relate with funding
principles.

The SQS includes the entry level of qualifications which
are either school-based or aimed at older workers
gaining access to career pathways in Hospitality
Leisure travel and Tourism. This includes a review of
the use of apprenticeships within the sector.

Qualifications for Travel and Tourism are part of the
consultation and implementation of the SQS.

The SQS includes the entry level of qualifications which
are either school-based or aimed at older workers
gaining access to career pathways in Hospitality
Leisure Travel and Tourism, which should be
supported by Want2Work and Pathways to Work
initiatives.

People 1% are using the SQS as the vehicle to prioritise
qualifications in line with sector skills priorities. In the
ensuing action plan People 1% will encourage
employers and learners in the sector to take advantage
of the initiatives, such as Workforce Learning Accounts
and by developing industry specific pathways will show
the links between 14-19 provision and career
pathways.




Credit and Qualifications
Framework Wales

Credit-based framework for learning to enable
people to build up qualifications introduced
through A Learning Country

Research for the Sector Skills Agreements
across all four nations showed a
disillusionment with work focussed provision
which was too lengthy and relied on delivery
away from the workplace. Employers and
learner wish to access smaller more targeted
qualifications. Credit also encourages a
lifelong approach with credit building in
different contexts.

The SQS seeks to promote the use of unitised
qualifications, which when intended for workplace
learning are smaller and incrementally organised with
defined rules of combination which enable learners and
employers to access qualifications more readily and
target skills and knowledge gaps.




