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Abstract: The article takes into consideration the key essence of the process of matching 
qualification demands and training provision in the field of the tourism sector so that the adaptability 
to the labour market requirements is ensured. Providing information about educational opportunities 
and job market prospects supports reducing the mismatch between demand and supply, which 
itself accounts for the coexistence of high unemployment and a high level of unfilled vacancies. 
Incentives to complete education are important as well as ensuring that benefit claims by early 
school leavers are conditional to being in school or at work. However, once initial education is 
completed, policies should focus on the integration of young people into the labour market. For all 
age groups, individualised help is crucial to a preventative policy, including a comprehensive anti-
discrimination policy. Specific attention is given to training of older workers, in order to strengthen 
their employability. 
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1. National Surveys – outcomes 

and comparative analysis 
 
Within the Framework of Phase 2 

“National surveys: overview of the 
mechanisms existing in the partnering 
countries to enable the matching between 
qualification demands and training provision 
(MBQDTP) in the sector of tourism” under 
the QTEL.NET Project there were collected 
good practices for successfully 
implemented mechanisms for MBQDP in 
tourism on the three analysed levels of 
interaction: system, demand and provision 
in the partnership consortium countries 
namely – Bulgaria, Greece, Italy, Scotland. 
There has been elaborated a methodology 
for obtaining systemized and comparable 
results, which can lead to the formation of 

the success factors for MBQDTP at the 
abovementioned three levels for interaction 

The outcomes out of the selection of 
good practices can be summarized in the 
first grid of the present paper. 

1.1. Recommendations to be taken 
into consideration on system level: 

Providing information about educational 
opportunities and job market prospects 
supports reducing the mismatch between 
demand and supply, which itself accounts 
for the coexistence of high unemployment 
and a high level of unfilled vacancies. 
Incentives to complete education are 
important as well as ensuring that benefit 
claims by early school leavers are 
conditional to being in school or at work. 
However, once initial education is 
completed, policies should focus on the 
integration of young people into the labour 
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market. For all age groups, individualised 
help is crucial to a preventative policy, 
including a comprehensive anti-
discrimination policy. Specific attention 
should be given to training of older workers, 
in order to strengthen their employability. 

1.2. Recommendations to be taken 
into consideration on demand level: 

Involve all relevant actors by developing 
better cooperation and coordination 
between education, training and labour 
market institutions, encouraging social 
partners to take responsibility and to 
develop frameworks and implementing 
lifelong learning activities, and providing 
incentives to municipalities to offer 
activation measures at local level. 

Partnership is key for more and better 
investment in human capital. Social 
partners should explicitly include training in 
their collective agreements, through which 
they set up and implement lifelong learning 
activities. 

1.3. Recommendations to be taken 
into consideration on provision level: 

Presence of a Quality management 
system with standards for interaction 
among the three sides: employer, trainee, 
training providers 

To establish Centres of Education of 
Adults as a new institutional frame in the 
sector of education of adults and of life 
learning. 

2. Context impact levels on 
matching the supply and demand of 
qualifications in the tourism sector 

 
Tourism is one of the most important 

growth sectors in the European economy, 
with 7 million jobs in the core industry and 
20 million jobs in the related economy. Until 
2000 annual growth of employment in 
tourism was 3 %. It is estimated that there 
is a potential for up to three million 
additional jobs. Europe remains a primary 
destination. At the same time, tourism has 
one of the highest labour mobility rates 
across Europe, allowing consideration of 
the European nature of the sector, at least 
in this respect. Thus, the discussion about 
new occupations and future skill needs for 

the sector in Europe has particular 
significance. 

New offers and services are emerging in 
tourism which need adequately qualified 
staff. It is estimated that within next 20 
years the population above the age of 65 
will increase by 17 millions. This trend has a 
direct impact on the number and skills of 
the staff needed. Research results from isw, 
for instance, showed new fields of activity 
such as travel guides for people with 
restricted mobility. 

The table 2 presents the change trends 
in the tourism sector, regarding the potential 
matching process necessary to take place 
in order to achieve sustainable balance 
between training provision in the field and 
demand requirements for the future working 
force in the sector: 

 
System Level Policy 

Recommendations 
In order to take advantage of the full 

potential of business participation in school-
to- work transition efforts, it is important to 
devise an incentives program built on 
mutual partnership and existing 
possibilities. A comprehensive incentives 
package should be designed by taking into 
account the following dimensions:  

1. Type of workplace: a useful 
classification of the types of impact 
workplaces may have in the community: (1) 
high skill, high wage; (2) community 
building; and (3) capacity building. While 
the definition of high skill, high wage 
occupation has proven elusive, it has been 
operationalized as any job that pays at least 
double the minimum wage. A community 
building workplace is described as one in 
which schools become an economic engine 
for local communities. It is based on 
supporting the process of community 
building and meeting local needs for job 
skills. The capacity building workplace can 
be viewed as a workplace that helps 
improve the quality of the existing workforce 
in the process of participation in the school- 
to-work transition programs.  

2. Policy level: This dimension 
addresses the issue of who should be the 



 120 

primary initiator of the incentive system: 
national, state, or local entities. It seems 
apparent that in some cases two or more 
levels of coordination will be needed.  

3. Government versus non-
government: Government involvement may 
not always be necessary: incentives 
originating from non-governmental 
institutions and organizations may also 
prove to be effective.  

Demand Level Policy 
Recommendations 

1. Size of business participants: It is 
often important to differentiate between the 
needs of small businesses and larger 
corporations as well as to distinguish 
among their capacities to engage in 
effective partnerships. Incentives need to 
be designed in such a way as to address 
these differences.  

2. Motivation of business participants. 
Employers can have widely varying reasons 
for their interest in school-to-work transition 
programs. Some may have existing or 
projected near-term labor shortages in 
certain skill areas which may inspire interest 
in intensive work-based learning programs. 
An organization interested in improved 
community relations may wish, at least 
initially, to participate in programs able to 
involve large numbers of students, such as 
career fairs or job shadowing. If interested 
in social service or social change, a 
program involving disadvantaged students 
might be most appealing. If a desire to 
participate in education reform is the driver, 
a company may be drawn to working on 
curriculum development or legislative 
advocacy. 
Rewarding existing programs versus 
building paths to partnerships: Some of the 
incentives that are recommended above 
address the need to reward the businesses 
that are already involved in youth 
apprenticeship and other school-to-work 
transition programs, but incentives are also 
needed to encourage employers to learn 
from their past or current experiences 
working with youth, and to support gradual 
involvement in the process, not necessarily 

in programs as intensive as youth 
apprenticeship 
 

3. Tax Credits – Tax credits should be 
made available in the form of vouchers that 
the employer will receive for participation in 
a training process update or direct impact 
on improvement procedures process. The 
vouchers will be used toward education and 
training of existing employees (i.e. other 
than the students or apprentices) in public 
post-secondary institutions. In this way, 
some of the problems that have so far 
limited the success of tax credits, such as 
perceived discrimination against existing 
workers, should be diminished. Also, this 
incentive represents an immediate benefit, 
visible to all members of the business 
organization. It can encompass small 
businesses and corporations alike. It is 
important that the paperwork be user-
friendly and that the procedure be uniform 
for all included programs. These kinds of 
statewide efforts have the potential to be 
models for national government-supported 
incentives. Education vouchers can be used 
for capacity building of the participating 
workplaces as well as contributing to 
workforce development. Improved skills, 
higher wages, and enhanced job security 
ought to follow. To implement a tax credit 
education voucher system, government 
entities would need to define eligible 
programs and participants, determine the 
basis for credit (such as hours of 
employment or wages paid to students), 
and develop a formula for determining the 
tax credit. Some private post-secondary 
institutions may be willing to honor the 
vouchers on a credit- for-credit basis; this 
should be considered where economically 
viable in order to broaden the educational 
opportunities available to voucher users. At 
the same time, employers would need to 
develop a means of distributing voucher 
benefits to interested employees.  

4. Labor Market Projections – The 
governments to be very active in informing 
all business communities and schools about 
current labor market trends and projections. 
These should be continually updated and in 
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sufficient detail to be of practical use. Non-
governmental forecasting agencies can also 
be of help. This initiative should prevent 
schools and businesses from training 
students in skills which are soon to be 
obsolete. With the substantive information 
about future demands, businesses should 
target jobs with labor shortages for youth 
apprenticeship, for mutual benefit. This 
strategy may lead to high-skill high-wage 
jobs for young people as they find interest 
in and opportunity for further development.  

5. Involvement of National Business 
Organizations – heavily involved in 
encouraging small business participation in 
building local coalitions. These 
organizations could contribute by publishing 
handbooks in which work-based learning 
and various forms of employment and 
training are described in detail. Rewards or 
certifications may be put in place and 
awarded to those employers of youth who, 
by some set of standards, are acting as 
responsible employers committed to 
teaching transferable skills to the those they 
employ. These initiatives will contribute not 
only to community building, but also to the 
long-term development of the workforce 
(i.e. capacity building).  

Provision Level Policy 
recommendations: 

1. General Student Assessment – It is 
important to reinforce the use of existing 
assessment tools such as student report 
cards. Employers can reinforce schools' 
emphasis on academic achievement by 
asking to see grades, test scores, or 
portfolios of young job applicants. Also 
important for the long term success of these 
programs is to set clear skill standards that 
young people need to meet before they are 
accepted for participation in formal work-
based learning programs. If businesses are 
included in devising standards for student 
assessment, they will feel less reluctant to 
employ young people. Such assessment 
should be particularly helpful for high- skill 
high-wage workplaces. Also, assessment 
should help to increase the capacity of the 
workforce in the long run by promoting 

higher levels of skill and knowledge 
development.  

2. School and Small Business 
Coalitions – Individual schools and school 
districts can encourage business 
involvement by establishing closer ties with 
local small businesses through 
organizations such as the Rotary Club or 
Chamber of Commerce. Schools should 
consider organizing seminars for small 
business mentors, or even owners, where 
they will address management issues 
specific to youth (who they are, what they 
like, cultural and communication issues, 
etc.). Schools should also investigate where 
their students are currently working, and 
then target those employers for mentor 
training. In these partnerships, businesses 
should also count on being able to contact 
the school to get help for a student in an 
area of deficiency. A national membership 
organization with local affiliates could be 
instituted to create a vehicle, through which 
employers of youth can express their 
commitment to helping students learn 
transferable work skills and to provide 
employment under conditions which are 
likely to enhance rather than detract from 
the student's overall education. This 
organization would provide information and 
support for employers, and would help 
members gain positive publicity in return for 
their participation. These and similar 
coalitions would help by building on existing 
potentials, rather than abruptly involving 
employers in what has often been 
described as a perilous journey. It is more 
realistic to expect that committed 
partnerships will emerge from these well-
founded relationships. Such strategies will 
help in workforce development as well as in 
establishing a missing link between schools 
and small businesses in the process of 
community building.  

3. Curriculum Design – Finally, 
existing efforts in joint curriculum design 
between schools and employers should be 
reinforced. This will require schools to 
welcome employer input to a degree that 
has not been common in the past. 
Educators and employers may be surprised 
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at the degree to which they agree on 
curriculum priorities. Open communication 
between educators and employers is the 
only way to substantially ensure that real 
work-based learning will take place. 
Working together on curriculum design can 
be expected to build important bridges on 
the path to long-term partnerships. 

Benefits to Employers – how to 
directly guarantee impact on the demand 
side? 

How do employers benefit from 
participating with schools in providing work-
based learning opportunities?  

 Obtain an expanded pool of 
qualified applicants  

 Gain a direct chance to recruit and 
screen potential employees  

 Evaluate potential employees in 
work settings prior to hiring  

 Develop a quick, reliable source of 
skilled labor  

 Meet contractual and legal 
obligations for affirmative action and equal 
employment  

 Improve the quality of life and skills 
in the community  

 Reduce turnover of entry-level 
employees  

 Influence curriculum development 
to meet industry requirements  

Why is There a Lack of Employer 
Involvement?  

 Many Employers Who are Hiring 
Can Get Well-Qualified Adults 

 Training cannot provide them the 
High-Skill High-Wage Economy that's 
Been Promised 

Many economists, politicians, and others 
envision a high-skill, high-wage economy. 
The key, we are told, is training. But not 
everyone agrees that this is a realistic 
picture. Above all, the pro-training camp 
hugely overstates the ability of training to 
curb long-term unemployment. For a 
growing number of people, particularly in 
the United States, the real problem is not a 
lack of job-specific skills but a surplus of 
social pathologies--too many people with 
too little self-discipline, self-respect, and 
basic education to fit easily into any 
workplace. 

 Employers are Asked to Foot the 
Bill and Guarantee Jobs 

Employers who provide in-house training 
programs for employees know that these 
services are expensive. Many feel unable to 
provide sufficient training for current 
employees, much less teenagers from the 
neighborhood high school. But when they 
read about youth apprenticeship programs, 
they are likely to notice who is paying most 
of the bill in these programs.  

 Employers See That Their 
Motives are not Trusted 

A few parents expressed concern about 
the motivations of employers who were 
interested in participating in a youth 
apprenticeship. Some parents believed that 
employers would use the apprentice 
training positions to access "cheap, 
minimum-wage high school students" to 
displace adult workers. 

 No Payback on Their Investment 
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