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[bookmark: _Toc699777580]Introduction
This research paper presents findings and recommendations from a study designed to understand current challenges and opportunities in hospitality career development, with the aim of creating clear and concise career pathways from school through to management. The career pathways component forms the foundation of the wider project and draws on insights gathered from hospitality businesses, Developing the Young Workforce (DYW), the Department of Work and Pensions (DWP), Skills Development Scotland (SDS), Dundee and Angus College, Fife College and Perth UHI as well as private training providers. 
By examining different perspectives from industry, trainers, education, and employability this paper looks to create definitive and clear career pathways into hospitality and will inspire a new generation of professionals, by encouraging their ambition, developing their skills to flourish in the sector, and showcasing the breadth of opportunities in the hospitality industry in the Tay Cities Region.
It is widely recognised that regional and national economies rely heavily on the hospitality industry, which offers a wide range of job opportunities from entry-level to senior management positions. However, the sector also faces persistent challenges related to recruitment, retention, progression and sustaining a mainly rural workforce. 
Addressing these challenges requires a coordinated, evidence-based approach that brings together schools, colleges, private trainers, employability organisations, and the hospitality industry. By working collectively, the region can design an open, honest, and achievable pathways that supports individuals at every stage of their hospitality career journey.

[bookmark: _Toc1718511468]Project aim
The Tay Cities Region Deal (TCRD) Hospitality Skills Project will be delivered over four years from 2026 to 2030.  The programme will help strengthen the hospitality workforce across the Tay Cities region, support economic growth, and create new opportunities for individuals.
Funded by the Scottish Government through the TCRD, the project will deliver skills training, school interventions, leadership skills development, and career progression, all designed to widen participation, upskill existing staff, and attract new entrants to the hospitality sector.
Working closely with industry partners, education, community organisations, and local and national governments, Fife College will enhance the appeal of hospitality as a career pathway while addressing workforce challenges across the region. Funding will be available to support upskilling and reskilling, widening access and improving employability and a sustainable workforce. 
For the purpose of this Project, Hospitality is defined as “Businesses that are operating in the food and accommodation service industries. This means restaurants, cafes, pubs, bars, visitor attractions (with catering), hotels, campsites, and other accommodation,” based on reports from the Institute of Hospitality. 

[bookmark: _Toc1197304925]Design Research
This paper combines feedback from semi-structured interviews with hospitality professionals, industry leaders, academics, council leaders and representatives of their own businesses and several electronically designed questionnaires. All the interviews were conducted to gain a deep and clear understanding of the career pathways within the hospitality sector and its efficiencies in the Tay Cities region. The questionnaires were to capture more direct answers in relation to previous training and current industry practice, using closed and open-ended questions (see appendix 1). Secondary research was used throughout with references made and honesty and integrity were used through informed consent and voluntary participation. 


[bookmark: _Toc1963062444]Research Findings 

Research Sources by location and types of businesses.

[image: A bar chart showing number and type of businesses interviewed.
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[bookmark: _Toc2142604674]4.1 What training is currently taking place?
Findings clearly show that 64% of hospitality businesses have recently participated in training and that the majority reported training sessions have been delivered in house particularly for areas such as fire training, leadership development, and customer service skills. 
[image: A pie chart showing the amount of businesses who have engaged in training.]
External training
Key points:
· External trainers were mostly used for specialist training looking after first aid, personal licence, first aid for mental health, food hygiene and management led training. 
· Scottish Vocational Qualifications (SVQ) met the required criteria, but the work-based qualification was not as beneficial in practice.
· Businesses reported perceiving that there was limited value in the external training they received, which in turn reduced their enjoyment and overall engagement. This appeared to stem largely from the fact that external training providers seldom had professional backgrounds in hospitality, leading to content that was viewed as insufficiently relevant to the sector.

Online training
Key points:
· Based on analysis, several businesses reported using online training platforms for specific activities, alongside management led training and more tailored development initiatives.  
· Technical, management and leadership development delivered by external partners was viewed positively overall. 
· Feedback on training provision was favourable although some of the online training was described as burdensome especially when delivered in high volumes and as part of the induction and onboarding process.

[bookmark: _Toc833354110]4.2 What exists in schools and colleges? 
During research interviews, information gathered was that over the Tay Cities region there is extensive delivery of Culinary Arts, Hospitality and Management courses running across several levels in Dundee and Angus College, Fife College, and Perth UHI. This includes Scottish Credits and Qualification Frameworks (SCQF) from levels 4 through to 11. Findings show that there is a great deal of commercial activity within the colleges with courses such as Train the Trainer, Customer Service Excellence, Managing and Leading the Team and Barista Skills. Following the recent discussions there is no direct evidence to show how well the colleges are working together and no specific long term regional collaboration and we hope the project will help to address this. 
School College Partnership (SCP) programmes are delivered within the three colleges with evidence of school takeover days, career events, and taster sessions to promote progression routes, articulation, and vocational qualifications. Foundation Apprenticeships (FA) at SCQF levels 4, 5 & 6 which includes FA Hospitality at SCQF level 4 and Modern Apprentices (MA) opportunities are currently offered in two colleges this year and moving to only one college next academic year with funding constraints representing a significant challenge. 
Significant barriers were noted, particularly around transportation and travel difficulties in several areas of the region and these continue to present additional obstacles.

[bookmark: _Toc2132667907]4.3 What are the challenges and gaps in industry? 
Findings are clearly showing that there are several persistent challenges being identified due to workforce development, recruitment, and retention. It is suggested that these challenges are affecting not only new entrants but experienced employees. 
Soft skills and basic people skills
Employers are consistently highlighting that many staff members are lacking the interpersonal skills such as meeting and greeting guests, basic customer interactions or answering a telephone call. This is creating inconsistences with basic customer care within the organisations and putting increased pressure on more experienced members of staff.




Training needs across a diverse workforce
Following recent discussions training gaps are evident in:
· New entrants, particularly school leavers, often require basic training in communication, teamwork, and work readiness.
· Older or long‑serving staff may have significant practical experience but outdated or unrecognised qualifications, limiting their progression and confidence.

Decline in chef talent pipeline
According to several sources there is a serious decline in the number of individuals entering chef roles within the industry. There are misconceptions regarding split shifts, long hours, and a lack of career prospects, leading to ongoing recruitment issue and an increased operational stress on existing staff and management.
Mismatched training provisions and timings
Current training models are frequently misaligned with hospitality working patterns and business pressures. It was noted that:
· Courses are often delivered during weekday, daytime hours, conflicting with peak business operations in evenings and weekends, resulting in staff not partaking in training.
· [bookmark: _Int_XA01E6D2]Both course fees and the financial impact of releasing staff are significant barriers.
· Many programmes are too long, overly academic, or not linked to operational requirements.
· Accessibility is limited for rural operators, small businesses, and staff with caring responsibilities.
· There is a struggle to prioritise training due to operational pressures that include, service demands and unpredictable staffing levels.
As a result, many employers are unable or unwilling to participate despite recognising the value of training.
Flexible, practical, employer‑informed training 
Industry feedback emphasises the importance of:
· Short, affordable training,
· Flexible delivery that includes evenings, blended learning, and on‑site workplace sessions,
· Training that ensures relevance and immediate use in the practical environment,
[bookmark: _Int_3xyXr91d]learning in live service environments, enabling staff to develop real operational confidence and competence.

Training engagement
It has been highlighted that, small businesses, face a significant challenge when engaging with training opportunities, even when funding is available. Small businesses find it hard to spare staff for days at a time, and managers often have multiple roles within the business and find it hard to complete paperwork, grant applications and navigate around training options and pin down exactly what the business needs are in relation to training. 

People – motivation and mindset
Further to recent discussions it has been identified that effective training relies heavily on staff motivation, confidence, and mindset. It was noted employees:
· Feel overwhelmed by workload, which reduces willingness to engage in training,
· Lack confidence in formal learning environments, especially those who have been out of education for a long time, and
· Cannot see clear progression opportunities, making them less inclined to commit time to upskilling.
Employers have emphasised that skills development is most successful when staff understand the value of training and can see meaningful benefits, such as improved performance, increased autonomy, and/or career progression.

[bookmark: _Toc782451604]4.4 Industry views and training needs 
This section explores current industry perspectives and has identified how professionals in hospitality have highlighted areas where further development or support may be required. 
Young workforce
Findings are clearly showing that attracting and holding onto a young workforce remains a challenge. The younger future employees need to be aware of the hours and responsibilities to prevents a high turnaround of staff and avoid burnout. Early exposure to real world placements at busy and realistic times is crucial. 

Rural businesses
It was highlighted that rural businesses are struggling to employ staff due to the geographic nature of their business. Public transport is becoming more challenging to source at the appropriate times when staff are required to work with the most highlighted being for breakfast services. In the findings it has been quoted: 

“It is increasingly difficult to fill jobs with the lack of public transport provision for the time hospitality dictates.”  Catering Manager, Accommodation Provider

Equality and diversity
It became clear that from discussions that managers and leaders require to be trained on best practice in relation to equality and diversity. There is a growing recognition that training must support a fair and inclusive workplace culture. 

Priorities should include: 
· Inclusive recruitment and retention.
· Anti-bias and cultural training.
· LGBTQIA+ awareness training.

To ensure that employees feel safe to express their authentic selves, as well as contribute their unique talent and reach their full potential.

Tailored training
Training would benefit from being tailored to the specific organisation. Trainers are required to have a hospitality background and use scenarios that are relevant to the hospitality industry to: 

“Motivate and excite participants, with clear, practical outcomes they can apply in their day-to-day roles.” Head of Hospitality, Golf Club

According to the professionals, soft skills, management, leadership development, and Artificial Intelligence (AI) training is all required and it was mentioned that programmes can be too long and overly academic. Courses should be co-designed with employers and skills can be applied to the real-world hospitality environment.  

Finance
[bookmark: _Int_iZSdNZMD]Evidence has shown that there are tighter profit margins and economic uncertainties within the hospitality industry. Training has become a financial burden and a high cost within the business especially when staff cover is required. 

Chefs
[bookmark: _Int_E22DMIQl]It is widely acknowledged that chefs and kitchen personnel play a central role in the success of hospitality enterprises. However, recent observations indicate that many staff members lack a fundamental understanding of core ingredients, including appropriate methods for storing, handling, and preparing them. This has prompted discussions around the need to re‑evaluate and modernise contemporary culinary training practices.

[bookmark: _Toc1206552718]4.5 Considerations for education training providers
Perceptions of the industry
Evidence is indicating that parents and carers often view hospitality as a non-viable long‑term career path. This negative perception strongly influences young people’s choices, contributing to low uptake of hospitality courses and reducing the sector’s future talent pipeline. The industry is therefore competing not only with other sectors, but also with entrenched cultural attitudes that undervalue hospitality as a professional career. 
According to Skills Development Scotland (SDS) Datahub (2024) for the reporting area of Fife, out of 17,316 young people expressing a preferred occupation field, only 664 have chosen “Hospitality, Catering and Tourism” which equates to only 3.8%.  

Challenges with awarding bodies and curriculum development
Concerns were highlighted that the Scottish Qualifications Authority (SQA), to be known as Qualification Scotland from 1 February 2026, is responsible for developing, accrediting, and awarding educational qualifications is sometimes perceived as slow to adapt to industry change. Although SQA provides essential quality assurance and maintains rigorous academic standards, this issue sometimes creates a barrier to modernising the hospitality curriculum with findings suggesting:

· Lengthy approval processes discourage industry experts and employers from engaging in qualification development and extended timelines lead to frustration and disengagement.
· Internal college procedures further add to timings with curriculum up-dates making change slow and labour intensive.
· Quality standards are recognised as necessary and valuable; they require significant staff to maintain. These are diverting attention away from industry collaboration, external training, and innovation. 

AI, learning expectations and changing student demand
Based on analysis there is an increasing use of AI in education and everyday life, and this has shaped new expectations around learning. Students are now seeking a faster and more efficient training model. They are increasingly looking for short and focused outcome driven courses rather the lengthy traditional programmes.
It was highlighted that colleges must respond by up-skilling staff in AI technologies to ensure teaching remains engaging, efficient and in line with the modern future workforce.

Competitive pressures from other industries
It was discussed that hospitality continues to lose potential recruits to sectors offering more predictable working hours, more favourable work-life balance, and better perceived job stability. This has intensified following the increases to the national living wage which have narrowed pay differences between hospitality and other occupations. 

Resource limitations and faculty constraints
After discussions with the 3 regional colleges, it was noted there is:
· Ongoing challenges in relation to funding and the replacement of specialist kitchen resources.
· Lack of investment in modern technology required for current industry requirements.

Without the sufficient resources, colleges will struggle to provide realistic training environments that are reflecting contemporary hospitality workplaces.

Limited access to foundation apprentices
The Foundation Apprenticeship: Hospitality (SCQF Level 4) is a programme which allows school pupils to gain invaluable hands-on experience and an industry recognised qualification. As from next academic year it will only be delivered in one of the regional colleges due to funding constraints. This represents a missed opportunity as it gives the pupils early exposure to practical cookery, food and drink service and customer care. This is seen as an early access to the hospitality industry and future career pathways. 
  
Gaps in modern hospitality content
It was also suggested that several contemporary food topics that are now considered essential industry knowledge are absent from the college curriculum, such as plant-based foods which is one of the fastest growing food trends. Constraints such as budgets, staffing and restrictions from external awarding bodies are having a restriction and preventing the development of an up-to-date and industry aligned curriculum.

[bookmark: _Toc1480463]4.6 Gender and in demand jobs analysis
The graph below shows the gender distribution across seven hospitality occupational groups: 
· Hotel managers
· Housekeepers
· Receptionists
· Bar staff
· Chefs
· Food and drink skilled worders
· Catering and bar managers

[image: A bar chart showing the gender breakdown of each job role]
Table 1 – Gender Breakdown 2025-26 for the TCDR Region (Source lightcast.io/uk 6.2.26)
It shows the following;
· Hotel managers: 50.5% male and 49.5% female.
· Catering and bar managers: 47.2% male and 52.8% female. 
· Male dominance in chef roles of 73% - which suggests barriers. 
· Receptionists, housekeepers, food and drink skilled workers and bar staff there is a female dominance which relates to their entry level career points and suggests that women are more likely to begin their hospitality career in administrative, cleaning or support services or customer facing service roles.

The findings clearly show that hospitality offers accessible entry level employment and that it is providing management opportunities showing that the access pathways may differ in gender.
In demand jobs
[image: A bar graph showing the number of jobs in 2025 for each role and the expected growth of these roles in 2026]
Table 2 – Hospitality Jobs 2025-26 for the TCDR Region (Source lightcast.io/uk 6.2.26)

Presentation of findings
The graph compares 2025 employment levels with projected 2026 levels across the main hospitality job categories. Key findings include:

Workforce distribution
Food and drink skilled workers represent the largest employment group, with 9,530 roles.
Mid‑sized occupational groups include:
· Chefs: 2,924
· Bar staff: 2,435
· Receptionists: 2,298
Smaller occupational groups include:
· Housekeepers: 870
· Catering and bar managers: 681
· Hotel managers: 458

This reflects the typical pyramid structure of the hospitality sector, with a broad base of operational roles supporting a smaller managerial tier.
Projected growth 2026
All roles show a modest increase in employment during 2026, with the most significant growth observed among food and drink skilled workers. Conversely, chef roles show minimal projected growth, which may indicate a persistent skills shortage limiting sector expansion rather than a lack of demand.

Labour market insights
Findings illustrate a diverse range of employment opportunities within hospitality. However, gender continues to influence entry points and career pathways:
· Chef roles remain male-dominated.
· Front‑of‑house and receptionist roles are female‑dominated.
· Leadership roles across all areas remain limited, competitive, and less accessible, reinforcing the sector’s narrow managerial tier.

[bookmark: _Toc1844413423]4.7 What is going well? 
Further to recent discussion and despite the persistent challenges in recruitment, training, and perception of the industry, a number of successful initiatives, partnership and employer led innovations are demonstrating a positive impact across the Tay Cities region. These examples are providing a solid foundation and highlight collaboration. 

Skills Development Scotland (SDS)
Further to my interviews SDS continues to play a significant role in promoting careers within the hospitality industry through its close collaboration with DYW. They are working on:
· Building on existing relationships and approach,
· adopting a long-term perspective whilst emphasising clear progression routes and refer this back to the industry highly transferable skill set,
· broadening young people and post school leavers by highlighting diverse career routes such as hotel management, event operations, and human resources, 
· moving on from the more familiar entry level jobs such as kitchen porters or servers. 
It was noted that a strong and productive relationship exists with DYW Tay Cities and SDS which was exemplified by a recent jointly delivered event highlighting career activities and destinations within the sector.
Sector-based Work Academy Programme (SWAP)
The Department for Work and Pension’s SWAP initiative continues to provide a valuable bridge into employment. The programme includes a week-long placement where they are supported with clothes/uniforms and PPE as well as transport. This has had over 1,000 starts between April 2025 and mid-January 2026 and the success rate varies between 30 and 80% depending on the programme employer. This is representing a significant and effective pipeline into the industry.

Schools College Partnerships (SCP)
Schools College Partnerships with senior year taster events is seen as a valuable information session to introduce the industry to our young people. With approximately 200 pupils from 5 different schools attending the same session, this allows potential future learners to apply for hospitality courses and builds awareness of progression routes. 

Developing the Young Workforce (DYW)
DYW continues to deliver highly engaging hospitality focused experiences for school pupils in secondary years 2 and 3. “Hill to Grill” is a rural initiative that involves local chefs and butchers teaching pupils the journey from field to fork. Learners are involved in creating their own dish and encouraged to look at marketing, packaging and gain an insight into game management, estate work, food production, sustainability, and ethical land management.
“Hospitality Connects” is delivered with local hotels and provides hands-on activities such as mocktail making, bed making and creative towel folding. Pupils gain practical insight into daily hotel operations and hospitality career pathways. 

These initiatives are ensuring that: 
· Relevant skills development,
· Smoother transitions to work,
· Confident and better prepared for work,
· Visibility of real jobs.

Hospitality Industry Trust (HIT) Scotland
HIT Scotland continues to provide a range of impactful development opportunities through scholarships, executive development programmes, and leadership courses. These initiatives support emerging talent, build leadership capability, and reinforce professional standards.

Rural Businesses
Rural hospitality employers are adopting creative solutions to overcome their staffing challenges. There has been an introduction of employer funded minibus to transport staff to and from rural sites allowing one business to onboard 40+ new staff. Other evidence has been of employers supporting staff to gain their driving license including a clear contractual repayment clause to protect the business investment with repayment percentages decreasing over time. 

Employer led professional development 
Employer led professional development demonstrates a strong commitment to recruitment and retention of staff within their rural communities. It was highlighted that one hotel group has implemented an effective internal development model that includes:
· On the job apprentices,
· Continued personal development awards,
· A reduced reliance on recruitment agencies through stronger engagement with hiring managers,
· Relationship building with schools and colleges with behind-the-scenes tours and skills demonstrations, and
· Improved internal communications to strengthen team cohesions and engagement.

This example highlights how structured inhouse development can have a positive impact on recruitment, retention and work base culture. 

[bookmark: _Toc750333028]4.8 What can we improve on?
4.8.1 Need for stronger collaboration across partners
· Stakeholders identified a clear need for greater collaboration and joined up thinking across DYW, SDS, DWP, colleges, and private training providers.
· The Tay Cities Region Deal Hospitality Project presents an excellent opportunity to bring these partners together under a shared vision.

4.8.2 Increased information sharing
· Stakeholders emphasised that more open information sharing would improve transparency, reduce duplication, and strengthen overall impact across the system.

4.8.3 Current system operating in silos
· Feedback was consistent: education providers, employers, and employment agencies are often working in silos with limited coordination. 
· This lack of alignment is creating inefficient and inconsistent pathways from unemployment into hospitality roles.


To improve this, stakeholders highlighted the need for: 
· Stronger employer involvement.
· Clearer communication.
· Collaborative, work ready pathways.

4.8.4 Need for enhanced employer partnerships
· Stronger relationships with local employers, hotels, coffee shops, and catering businesses are essential to expanding meaningful work experience opportunities. experience opportunities
· Employers delivering information sessions in schools would help young people hear real-life career stories, increasing awareness, aspiration, and motivation.

4.8.5 Limited understanding of hospitality working patterns
· There remains a noticeable lack of understanding among potential entrants that evening work and public holidays are a routine part of the hospitality sector.

4.8.6 Early engagement in schools needs strengthening
· College School College Partnership programmes are working well for young people entering hospitality courses.
· Stakeholders believe the offer should be introduced earlier, ideally from S1 and S2, to support informed decision making and challenge outdated perceptions and stigma around hospitality careers. 
· When current learners were asked how they discovered their course, 0% cited taster events or open days, highlighting a gap in early exposure and engagement.

Data shows that 67% of SDS careers advisors feel they need greater awareness of the training available within the hospitality sector. They expressed interest in attending local workshops to better understand:
· The range of hospitality training options available.
· What opportunities exist within the local area.
· Which roles offer the strongest prospects for long-term career development.

4.8.7 Training Content
It was also highlighted that high-quality, relevant training content, delivered by an engaging and knowledgeable trainer, is essential for effective hospitality education. This approach is critical for building confidence, motivation, and strong employee performance. 

Trainers who provide realistic examples that reflect everyday tasks and genuine workplace challenges are significantly more effective. This results in:
· More meaningful learning experiences.
· Stronger engagement from learners.
· More positive overall training outcomes.

4.8.8 Understanding of the application of Artificial Intelligence (AI) 
Findings indicate that AI is not yet fully embedded in day-to-day hospitality operations, but it is increasingly being used as a support tool across a range of businesses. Current applications focus largely on improving efficiency, decision-making, and productivity.
AI is being utilised in the creation of training materials, internal communications, and the development of Standard Operating Procedures (SOPs). Some businesses are also exploring its use in:
· Enhancing marketing performance,
· Refining operational processes,
· Supporting routine finance tasks,
· Analysing purchasing data to identify ordering patterns and optimise procurement.

AI tools are additionally recognised for their potential to streamline delivery processes and strengthen pricing strategies.

Technology teams within hospitality organisations are actively trialling AI driven projects designed to improve both employee workflows and the overall customer experience. However, despite these efforts, adoption of AI in guest facing roles and core operational functions remains limited. 

Overall, the level of AI understanding and practical expertise across the sector is still developing. Businesses have requested targeted training, aiming to build organisational knowledge and ensure that AI is implemented effectively, responsibly, and in alignment with business objectives.


[bookmark: _Toc1421738612]Recommendations 
The recommendations provided are intended solely as guidance to help maximise the effective use of the available budget whilst reinforcing the aims of the project. They are designed to support the delivery of high‑quality skills training, targeted school interventions, leadership development opportunities, and structured pathways for career progression. Collectively, these recommendations aim to widen participation in the hospitality sector, enhance the skills of existing staff, and attract new entrants into the industry. As such, they should be viewed as strategic suggestions aligned with the project’s objectives rather than actual instructions.

5.1 Customer care programmes
The three regional colleges to work together to design and deliver a customer care programme that will be created to the hospitality needs. The programmes will build skills, confidence and professionalism that will prepare the employees for real customer facing roles and will allow them to progress within the hospitality industry and be in two levels (see appendix 2 & 3):
· Level 1 Customer Care – Entry Level  
· Level 2 Customer Care and Service Management
5.2 Artificial Intelligence short course
AI is increasingly viewed as a long-term fixture within the hospitality industry, particularly due to its potential to deliver significant time-saving benefits. Areas such as stock management, recipe development, and health and safety compliance are expected to benefit from continued AI integration.

Looking ahead, AI is anticipated to influence nearly every aspect of the hospitality sector within a relatively short timeframe. Despite this potential, many businesses currently lack the knowledge, experience, and confidence required to fully understand how AI can be leveraged to support operational efficiency and strategic growth, therefore training is a necessity in all businesses. A short course should be made available to all businesses throughout the region (See Appendix 4).

5.3 Chartered Institute of Personnel and Development Level 3 Foundation Certificate
Chartered Institute of Personnel and Development (CIPD) Level 3 Foundation Certificate is a SCQF level 6 course which is ideal for employees working in the Administration, Payroll, Human Resource (HR), or Finance Department. The course will build confidence and knowledge which is aimed at supporting change and driving impact and will give an immediate and short-term value. This structured training qualification will assist with the upskilling existing working in the industry, and they will learn to manage change and cultures within the business environment and create a future ready workforce. 
The course will involve the whole foundation of HR, the recruitment selection, culture, and change; the principles of analytics; core behaviour and the essentials of people practice. Information gathered will allow the candidate to understand their organisation and profession more deeply. The qualification can also be used to start a journey towards a CIPD membership that will complement and develop their career. There are no formal entry qualifications only an initial interview to access where the candidate can use this qualification in their career.

5.4 Train the Trainer course
Participation from hospitality businesses to Train the Trainer courses to develop an internal training culture. This course will equip employees with formal training skills that will help raise the service standard and improve on learning across the business. The benefits will be a more consistent customer experience, staff retention and performance and reduced overall training costs. This will also lead to a natural mentoring network within the Tay Cities Region (see appendix 5).

5.5 Liaise with universities
This engagement can involve hospitality professionals being invited into academic institutions to contribute real-world case studies for students to analyse and develop solutions and bridge the gap between theory and practice, whilst breaking down barriers and stigma within the hospitality industry.

Overall, sustained collaboration between universities and the hospitality industry supports experiential learning, strengthens employability outcomes, and promotes a more informed and positive understanding of the hospitality profession among business students (see appendix 6). Structured liaison between the hospitality industry and universities can play a significant role in enhancing the relevance and impact of business education. 

5.6 Grant application
To ensure that inclusivity for all business in the application process of the Tay Cites Region Deal: Hospitality Skills, the project application process should be designed to be as easy and streamlined as possible. Clear opportunities to request help and guidance where needed. Supportive resources such as podcasts, step-by-step online platforms and simple visual walkthroughs should be actively encouraged to promote the understanding of the process and what is expected from the individual businesses. This approach will ensure that businesses of all sizes, capacities and geographic locations can participate fully and confidently in the project and maximize the training opportunities. 

5.7 Entry level short course
Introduce a short course which is designed to provide school leavers with little or no qualifications as well as job seekers with a practical and accessible pathway into the hospitality industry. The programme should focus on building essential entry level skills and knowledge required for immediate employment, including food hygiene, the mandatory two-hour minimum licence training (16 years+) and the newly created effective customers care sessions.

This will prepare learners for real-world hospitality environments supporting them in taking their first steps towards a career in the industry (see appendix 7).

5.8 Hospitality clubs
The introduction of ‘hospitality clubs’ as an extracurricular programme designed to introduce pupils to hospitality. The clubs could deliver the short-course units that will give the pupils actual certificates and allow them to liaise with industry professionals. The main aims of the club are:
· Provide early exposure to the key skills required for the hospitality industry,
· Strengthen practical confidence,
· Support career pathways to further study or apprentices,
· Themed cook-along experiences,
· Menu creation with seasonal and local ingredients,
· Guest speakers with industry visits. 
This initiative will encourage educational enrichment, strengthen local talent pipeline, and promote careers in hospitality. 

5.9 Barista skills
The SQA unit Barista Skills (J1WL 45) SCQF level 5 can be introduced to schools from S3 to S6 pupils. Delivery and assessment take place in a real or realistic working environment with specialised equipment and appropriate service times where the learners will be dealing with paying customers and have multiple opportunities to produce a range of coffees and other beverages to a professional standard (see appendix 8). This will improve confidences, employability skills and give the pupils a basic understanding of the hospitality industry.

5.10 Promotion of HNC (SCQF Level 7)
Strengthening the promotion of HNC level study and encouraging learners to begin their academic journey at SCQF Level 7 would help reposition hospitality as a credible academic and professional pathway.  Where pupils meet the required entry criteria, consideration should be given to enabling access to this level of study within the existing school college partnership framework.  This approach would not only raise the profile and status of hospitality education but also contribute to developing a highly skilled but also contribute to developing a highly skilled ambitious talent pipeline equipped for future roles within industry.

5.11 Visual career pathways 
Create a visual career pathway that moves beyond the traditional linear model of starting at the bottom and progressing in a fixed upwards direction. Instead, it should illustrate multiple entry points, showing where individuals can join the hospitality career journey based on their existing skills, stage of life or emerging opportunities. 

Mapping out roles, salary ranges and progression options in a flexible way, will promote inclusivity, career changers and highlight the diverse routes available to develop and advance within the sector and the pathway can better reflect the dynamic nature of the industry. 

5.12 Trainers 
To maximise training, businesses should proactively engage with training providers to outline their specific operational challenges and development needs. This will establish a two-way dialogue and ensure that the training can be tailored to meet the business needs. The training delivery should be firmly contextualised within hospitality with all discussions, case studies and activities linked back to real hospitality contexts. This will link efficiently to hospitality, and the trainees will recognise the relevance of the training and apply what they have learned to their job roles. This should strengthen the workforce and deliver meaningful benefits to both employees and employers. 

5.13 Chef Competitions
The TCRD Hospitality Project to sponsor a series of School Chef Competitions designed to inspire young pupils to explore the Culinary Arts and Hospitality as viable career pathways. The initiative would involve all schools across the regions and would include local celebrity chefs as part of the judging panel to lift the profile and visibility of the event. The key features would be:
· Engage pupils at an early stage to help them see that hospitality is a rewarding, creative, and respected career choice,
· Highlight industry role models with the involvement of local chefs,
· Promote gender representations by offering a dedicated prize category for female participants.

5.14 Career Advisors Information Session
67% of careers advisors want to know more regarding: 
· What training there is available in hospitality,
· What job opportunities are best for the long-term career,
· What is available locally.

It was suggested that they would like to attend information sessions regularly to ensure that the information was being passed on from industry, colleges, DWP and schools.

5.15 Collaboration Development
To improve workforce development into employment, SDS, DYW, DWP, colleges and private training providers, establish a coordinated and collaborative approach built on the following principles which enhance communication and shared objectives by:
· Holding cross agency planning meetings to align priorities, avoid duplication and share labour-market insights.
· Create structured opportunities for employers to influence curriculum design, training pathways, and employability initiatives.
· Pilot joint programmes or initiatives where SDS, DYW, DWP, colleges, and training providers work together to deliver employability and skills interventions.
5.16 Local Employer Relationships
It is recommended that schools, employability partners, and training providers prioritise building stronger more active relationships with local employers, to expand meaningful work experience and career aspirational opportunities. This can be achieved by:
· Expanding access to quality work experience by establishing structured partnerships with local hospitality employers.
· Increase employer-led career inspiration at schools and colleges, by delivering information sessions, careers talks and workshops.
· Build sustainable local partnerships by developing ongoing, mutually beneficial relationships rather that one-off engagements and creating simple communication channels.
[bookmark: _Toc1066426671]Career Pathway 
What does the career path look like – Natural Pathway
This map shows the clear and accessible pathways within the hospitality industry. The map will ensure that pathways align with industry needs and support inclusive access for underrepresented groups and shows the visibility of opportunities to inspire more people to enter and progress within the hospitality industry.







	Career Point 1
	Types of job roles
	Entry Point

	
Introduction 1st Point 

	Kitchen porter, Commis Chef, Room Attendants, Laundry Staff, Gardeners, Barista, Waiter, Server, Wine Waiter, Drive-thru operator, Runner, Barback, Bartender, Stocker, Receptionist, Telephone Operators, Bell Desk, Room Attendant, 

	School 
College
New Career
DYW

	Career Point 2
	Types of job roles
	Entry Point

	
Intermediate 2nd Point 
Or
Intermediate 1st Point

	Chef de Partie, Supervisors public area and Laundry, Host, Food & Beverage Supervisor, Bartender, Junior Sommelier, Front Desk Trainee, Concierge

	Introduction Point 1
School
College
New Career
DYW


	Career Point 3
	Types of Job Roles
	Entry Point

	Supervisor 1st Point
Or
Supervisor 2nd Point
Or
 Supervisor 3rd Point

	Sous-Chef, Sommelier, Assistant Front Office Manager, Head Concierge, Housekeeper Supervisor, Food and Beverage Manager, Bar Manager
	Intermediate Point 2
School
College
DYW
New Career

	Career Point 4
	Types of Job Roles
	Entry Point

	
Leadership 1st Point 
Or
Leadership 2nd Point
Or
Leadership 3rd Point
Or
Leadership 4th Point
	Executive Chef/Chef de Cuisine
Executive Housekeeper
Head Sommelier
Front Office Manager
Human Resource Manager

	Supervisor Point 3

DYW

University

College

New Career




[bookmark: _Toc1391517046]Hospitality Skills Project
The project comprises three principal training initiatives: 
Skills Training
Focuses on tackling current skills shortages within the hospitality sector. It aims to:
· Strengthen overall workforce capacity,
· Improve staff retention,
· Create accessible, inclusive, and clearly defined career pathways.

The research highlighted:
· A skills shortage in key roles (e.g., chefs, food & drink operational roles),
· Inconsistent work‑ready pathways due to siloed working across providers,
· A need for more relevant, engaging, and real‑world training content, and
· A lack of understanding among jobseekers about the realities of hospitality work.

The Skills Training workstream is designed to address these directly by delivering practical, industry‑aligned training and by working closely with employers to ensure relevance and impact.


Leadership Skills Development
To enhance leadership capability across the sector. Its focus is on:
· Improving recruitment and retention practices,
· Supporting inclusive and sustainable workforce development,
· Strengthening managers’ ability to motivate, coach, and develop their teams.

The research findings identified:
· Limited progression opportunities within the sector,
· A need for stronger employer involvement in training pathways,
· Challenges with confidence, motivation, and workplace culture,
· Existing barriers created by inconsistent leadership behaviours.

The Leadership Skills workstream responds by equipping managers with the tools, behaviours, and capabilities needed to create positive, supportive environments where staff are more likely to stay, grow, and progress.

School Intervention
This initiative engages young people early by:
· Embedding hospitality-related learning within the school curriculum,
· Improving awareness of the sector from S4-S6,
· Building structured progression routes from school into college, training, or employment.

The research showed:
· Persistent stigma and misunderstanding surrounding working hours and job roles,
· The importance of employers engaging earlier in young people’s career decision making, and
· That core employability skills can be effectively introduced through school-based initiatives.

The School Intervention Programme aims to shift perceptions, improve career awareness, and offer meaningful experiences that help young people make informed decisions.




[bookmark: _Toc350668815]Conclusion
The research has shown that a considerable amount of work is already taking place across schools, colleges, and training providers to support the development of skills for the hospitality industry. Schools are actively involved in the delivery of home economics with practical experience. Colleges remain central to the hospitality skills delivery with providing full-time vocational programmes, apprentice pathways, and specialist training in culinary arts. Front of house skills, bakery and patisserie are also evident with the real-world training restaurant environment positively supporting on-going commitments to develop the learner's confidence, technical skills, and employability. 

However, there are findings that highlight several challenges and gaps, employers express concern over customer service competence and gaps in training a diverse workforce. The industry requires a more accessible, flexible, and responsive training offer that aligns more closely with real workplace needs and will support the development of both technical and people focused skills. Colleges emphasise the importance of providing short, targeted training courses that embed industry standard scenarios and practical assessments into all training. 

Despite these challenges, there is much that is working well. Schools, colleges, and universities are increasingly open to collaboration with employers and guest speakers with industry visits. DYW and SDS are continuing to work with each other so that they can highlight the career routes. DYW are also delivering high-quality hands-on events for the school pupils and the DWP are creating the valuable support into employment opportunities. 

Based on the evidence key recommendations have emerged which are some of following: 
· Introduce a short course which include food hygiene, barista skills, and customer care that schools, colleges, and employers can access.
· Expand management and leadership training, with an emphasis on supervisory skills, people management, operational leadership, and training areas consistently identified as gaps by employers.
· Simplify the grant application process for hospitality businesses to maximise employer participation and reduce administrative barriers.
· Ensure all training providers routinely use hospitality specific scenarios as standard practice, supporting relevance, realism, and transferability of learning.
· While there is strong partnership working in some areas, the sector would benefit from more consistent communication between schools, colleges, and employers to ensure a clearer and more attractive pathway into hospitality.

Overall, the research confirms that hospitality remains vibrant and important sector for growth and that training should be accessible to every business and aligned with independent businesses. By implementing the recommendations, the system can create a more robust and inspiring pipeline of talent, support the long-term sustainability, and ensure that entrants of all ages, abilities and stages in their career have a clear, exciting, and achievable pathways into hospitality careers.
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Appendix 1:  Sample Questions from Interviews 
	Questions for MS Forms- business owners
Current or Previous occupation and business or place or work?
Region (where in Tay Cities)
Has your business recently engaged on any training?
If yes, can you please describe the training and whether you and/or your colleagues found it beneficial?
What are the main issues with hospitality training and how might training be improved?
What is your understanding of AI, and it’s use within the hospitality industry?
What changes would you make to the hospitality industry to make it more appealing to work in?
Pay/Benefits / Work-life balance / Career progressions / Training / Workplace culture / Job security / Flexibility / Other
Do you feel education providers, businesses and employment agencies work together to ensure a smooth transition from unemployment to working in the hospitality industry?
What interventions would you recommend implementing to ensure that all sections of the hospitality industry including businesses and education providers work together more effectively?
When you think about the hospitality industry to what degree would you consider it to be an equal and diverse workforce?


	Questions for Education Establishments
From the Webpage I can see what Hospitality courses you currently offer. What apprentices, short courses/units do you offer?
How many students are enrolled in each hospitality programme this academic year
How long has each of the programmes been running in its present form?

Curriculum content
When was the curriculum last reviewed or updated for each programme?
How do you ensure the curriculum reflects current industry practices and technology e.g. digital booking systems, sustainability, revenue management?
Which specific industry trends are included in the curriculum? E.g. AI, sustainability, contactless services, experience design

Teaching staff, expertise & CPD
What proportion of teaching staff have hospitality industry experience?
Do you have staff secondments or industry practitioners delivering sessions? Please describe frequency/roles.
What continuous professional development (CPD) do teaching staff undertake to stay current? How often?
Are there formal hiring preferences (e.g., require 10 years’ industry experience vs academic qualifications)?

Facilities, equipment & learning environment
What practical facilities do you provide (training kitchens, mock-front desk, simulated events, reservation systems, real-world placements)?
How recent is the equipment/software used in training? When was the last major upgrade?
Do students have access to live industry systems for hands-on practice? Which ones?
Are there constraints affecting practical training delivery?

Placements, work experience & employability
Do programmes include mandatory work placements?
How many placement partners do you actively work with, and what types of employers (hotels, F&B, events, leisure)?
How are placements sourced, matched to students, and quality-assured?
What proportion of graduates obtain hospitality employment within 6–12 months?
Do you track employer satisfaction with graduates?

Industry liaison and partnerships
How do you currently liaise with industry (advisory boards, employer panels, regular meetings)?
What barriers do employers identify when engaging with the college?

Barriers and challenges  
What are the top 3 barriers you face in keeping hospitality programmes up to date? (e.g., funding, staff recruitment, industry engagement, student numbers…)
Are there specific resource constraints (budget, equipment, space) that limit course relevance?
Do you face recruitment/retention challenges for qualified teaching staff with industry experience?
Are there regulatory or accreditation obstacles that slow curriculum updates?
How has student demand / profile changed recently (e.g., international students, age, work experience)? How does this affect delivery?


	Questions for Industry Experts – Dundee City/Perth & Kinross/Angus & NE Fife

Background and role
What is your current role and area of hospitality?
Are you responsible for staff training, recruitment, or workforce development?

Training
Has your business recently engaged in any training?
If so, did you and your colleagues find it beneficial
If not, what training do you think would be beneficial?
To what extent do you feel hospitality training is up to date with current industry practices (technology, sustainability, customer expectations, legislation)?
Where do you see gaps between training content and real-world hospitality work?
Do you feel training providers understand the realities of working in hospitality?
What can be done to improve training in hospitality

Liaison with training and education providers
Do you currently work with colleges, universities, or training providers? If yes, how?
How effective is this collaboration from your perspective?
How frequently do you communicate with education providers?
Are you involved in shaping course content or providing feedback on training programmes?
What challenges do you face when engaging with training establishments?

Industry–education collaboration (big picture)
In your opinion, do hospitality businesses and educational providers work well together? Why or why not?
Where do you think the disconnects are between industry needs and education provision?
What examples of good practice have you seen in industry–education collaboration?
What could education providers do differently to better support the hospitality sector?

Making hospitality more appealing as a career
What do you think are the main reasons people leave or avoid careers in hospitality?
What changes would you make to improve hospitality as an attractive long-term career?
How important is training and development in improving recruitment and retention?
What role should employers play in improving career attractiveness?
What role should education and training providers play?

Future skills and training needs
What skills do you believe will be most important in hospitality over the next 5 years?
Are current training programmes preparing people for this future need? 
What new or improved training would you like to see developed?





Appendix 2
Level 1 Customer Care – Entry Level  
	Target
	Focus
	Key Areas
	Outcomes

	School leavers
Career changers
Entry level hospitality service staff

	Customer interaction skills 
Workplace confidence
	Understand customer appreciation
Professional behaviour and work-based etiquette
Soft skills development
Confidence building
Teamwork and adaptability
Positive attitude and resilience
Managing basic customer issues and complaints
Communication skills
Clear verbal communication
Receiving and responding to customer feedback
Active listening
Handling customer enquiries
Telephone and email skills (answering and transferring calls

	Employees can confidently interact with customers
Improved communication and customer service awareness
Readiness for entry level hospitality customer care roles



Appendix 3
Level 2 Customer Care and Service Management
	Target
	Focus
	Key areas
	Outcomes

	Progressing learners, supervisors, and aspiring managers
	Advanced customer handling, leadership, and service improvement
	Be able to lead a customer service team
Handle challenging customers and complex complaints
Coach staff
Manage customer emails to have the best outcomes
Professional written communications
Build customer loyalty
Advanced communication and leadership skills


	Employees can interact with customers at a strategic level
Create a readiness for supervisory or management role
Increase confidence which will lead to correct decision making through a leadership position





Appendix 4
Artificial Intelligence Short Course
Short course examples
https://thedatalab.com/business-support/ai-adoption/so-youre-thinking-of-using-ai/
https://thedatalab.com/academy/professional-development/online-courses/
BCS Foundation course in Artificial Intelligence at Fife College – fully funded

Appendix 5
Train the Trainer
	Target
	Focus
	Key Areas
	Outcomes

	Supervisor and managers
	Give employees the formal training required to assist with a strong internal training company
	Raise service standards
Improve how learning is shared throughout the team
Consistent quality and standards
Boost confidence and communication skills amongst staff

	Cost effective staff development
Better employee retention and engagement
Create confident trainers 
Consistent customer experiences





Appendix 6
Liaise with Universities
	Target
	Focus
	Key Areas
	Outcomes

	University degree and honours degree graduates 
	Develop solutions
Bridge the gap between theory and practice
raise awareness of the breadth, diversity, and career potential of the hospitality sector.

	Create real-world case studies for students to analyse and develop solutions
Mock interviews and assessment activities
Guest lectures and presentations delivered by hospitality professionals
	Break down the barriers and stigma within the hospitality industry
Develop communication, confidence, and career readiness
Build employability skills, insight into recruitment process and insight into professional expectations. Challenge outdated perceptions of hospitality career and highlight the sector as a dynamic and attractive field of employment




Appendix 7
Entry Level Short Course
	Target
	Focus
	Key Areas
	Outcomes

	School Leavers – aimed at Christmas school leavers in particular. To support young people who face barriers to learning and are not succeeding at mainstream school
	Build essential entry level skills and knowledge required for immediate employment
	Elementary food hygiene
Scottish Licence Training 
Level 1 Customer Care
Interactive fun, group bases sessions 
Wellbeing sessions
	Build confidence
Build core skills
Build personal skills
Create and sustainable entry level skills for the hospitality industry



Appendix 8
Barista Skills
https://www.sqa.org.uk/sqa/91718.html 
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