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Executive Summary

The Greek National Report has been prepared by the University of Piraeus as part of the international CEDEFOP project about the Quality Approaches to VET. The report follows an outline common to the three participating countries (Greece, Ireland and Germany) that was discussed and agreed upon by the partners.

Methodologically, the report is based on a qualitative approach to its subject, combined with a small-scale field research using two properly designed questionnaires.

The report begins with an overview of the profiles of the four sectors under examination (Food and Beverages, Retail trade and Hotels – Restaurants and Travel agents taken as one – Tourism sector) and goes on to examine the training situation in the sectors (practices, institutional arrangements and training providers).
The third section of the report presents the findings of the field research among sectoral experts, training providers and entrepreneurs, while the fourth section gives a short account of the sectors’ similarities and differences.

The fifth and final section is a summary of the findings, the conclusions and the recommendations derived from the desk and field research.

An Appendix, divided in five sub-sections provides different useful data to back-up the main body of the report.

Due to a number of obstacles, among which the most serious are the small size itself and the lack of time, money and interest, the Greek SMEs in all the examined sectors do not generally exhibit any kind of formal training policy, in the sense that their training activities are planned and organized at even a short-term basis (1-2 years). Instead, training to the employees (and to self-employed as well) is offered on an ad hoc basis depending on the requirements of the State regulations (as in the case of training on Food Hygiene and Safety and on Health and Safety of Employees on work premises) and the availability of training programmes offered by the training agents (public or private).

The common attitude of the entrepreneurs in all sectors is that they consider expenses on training activities as a cost item rather than as an investment on HR development.

Consequently, even though the owners are favorably disposed against training and recognize its positive influence on the development and performance of their enterprises and the skill’s level of the trainees, they do nothing to plan the training of their personnel or to include it organically in the development strategy of their enterprises.
Vocational training would be a distant dream for everybody, were it not for the establishment of the LAEK fund that collects the entrepreneur’s compulsory contributions and returns them back in the form of subsidies for training programmes.

However, the whole system of training needs identification, training programmes designing and training implementation has a strong top-down character that leaves small room for the voice of SMEs to be heard. This is more so, since first-level representative organisations and collective bodies of employers and employees do not engage in VET activities. The former because VET is not in their priorities and the latter because they simply do not exist.
So, it is only the top organizations, of national level, that negotiate with State on training issues. As a result, training initiatives spring mostly from the State itself in the form of mandates that usually implement EU Directives. A good example of such a case is the training programme for Food Hygiene and Safety which is compulsory for all persons employed in food and drink businesses in all sectors.

It was found by the research that the prevailing training practice is the informal “on-the-job” training with second in significance the “open-type” seminars offered by private training agents, which control a lion’s share of the VET market. VET training services offered by State-controlled training agents are strong only in the Tourism (H+T+C) sector because of the existence of OTEK, a State Organization for Tourism Training and Education.

The owners is the main target group for the training services in the Retail sector, while in the Tourism (H+T+C) sector they generally avoid training.

Legislation, competition and new technology are the main drivers for the creation of new training needs and, as a consequence, the most needed training programmes (apart from those imposed by the State) are those concerning multi-skilled technical and administrative personnel, social and soft skills, marketing and sales techniques and IT applications.

Certification of training is promoted by the employees rather, who expect to improve their career opportunities and their salaries, than the employers, who are constantly afraid of payroll increases.

In this framework, there is no way to speak about Quality Assurance in training. Only the SM enterprises with ISO or/and HACCP accreditation understand the meaning of Q.A. but they cannot implement it because the external training providers, on which they are totally dependent for the training of their personnel, are equally far from what can be considered as Q.A. to training, let alone an approach resembling the CQAF.

The exception of few training institutions of public interest and some well organized private ones cannot change the above picture.

The State interventions to the problem of continuing vocational training is limited to some financial incentives and to some institutional (legislative) arrangements for the promotion of compulsory training programmes. The problem of Q.A. is still beyond its current priorities.
The entrepreneurs of SMEs ask for short seminars on practical subjects delivered preferably at the work site during off-peak business hours and training of the new entrepreneurs before they get the license to start a new business.

The training providers ask for more incentives for the employees (certification of skills, promotion of professional profiles, training leave of absence) and the employers (higher subsidies, tax exemptions) though there are voices asking for abolition of the incentives and use the available funds for the promotion of an extensive campaign to change owners’ attitude towards training.

They also ask for greater participation of local sectoral associations to the effort of sensitizing SMEs owners on VET issues. Additionally, the State should raise the minimum qualifications standards for employers and employees entering the sectors (and especially for the Tourism sector).

Some further recommendations include:

· The application of ECVET (European Credit System for VET) for the accreditation of VET in the Tourism sector.

· The imposition to training providers of the obligation to implement the EQAF methodology to their main training programmes.

· The reversing of the top-down nature of the training needs identification mechanism, so that the voice of SMEs and the local sectoral associations to be heard at the top.

· Fast promotion of the preparation of professional profiles for all sectors.

· Dissemination of the Irish experience on “Skillnets”.

As a final statement, we have to recognise that the significance of small and medium enterprises for the national economy (they often call them the “backbone” of it) is totally contradicted with their ability to participate in training activities. In order to bridge the gap, prompt and generous measures must be taken by the State and the social partners towards the higher awareness and the sensitisation of the SM entrepreneurs and also towards the facilitation of their more direct participation in the decision-making processes concerning vocational training activities.

1. Introduction and Methodology

1.1 Introduction

The present draft National Report has been prepared for submission to the University of Piraeus, which acts as Project Coordinator on a wider study referring to Quality Approaches (QA) in Vocational Education and Training (VET) in European Small and Medium-sized Enterprises (SMEs) in three Member States – Germany, Greece and Ireland – and in four sectors. A Synthesis Report, to be prepared by the Project Coordinator Professor Joseph Hassid, will come out of the respective three National Reports and will be submitted to CEDEFOP on behalf of which the overall project has been conducted.

In accordance with the rational and the aims of the project, the basic aims of the Greek National Report are:

· To investigate how and under what conditions Quality Approaches to training are introduced in or for small and medium enterprises in four specific sectors of economic activity in Greece. 

· To investigate how SMEs plan human resource development, how the relevant training is implemented, how the results and outcome of training are assessed and evaluated and how conclusions are drawn from such evaluations and utilised for improving training. 

· To make comparisons between sectors and to formulate proposals for the dissemination of identified good practices and for supporting SMEs in improving quality in training in accordance with the Common Quality Assurance Framework (CQAF), developed by the Technical Group on Quality in VET (TWG), set up by the European Commission (Directorate General Education in Culture – DG EAC). 

The Greek National Report has been prepared by the economists Yannis Kazakos, expert on Food and Retail trade sectors acting as National Coordinator, and Dimitris Papayiannis, expert on Hotels and Catering, and Tourism sectors.

1.2 Methodology

The issues to be investigated were to a large extent specified in CEDEFOP’s Call for Tenter and were the following:

· How small enterprises plan human resource development for their workforce.

· How the relevant training is implemented.

· How the results and outcomes of training are assessed and evaluated.

· How conclusions drawn from the evaluations are fed back into new planning activities.

· How and under what conditions “quality approaches” are introduced and maintained in SMEs.

· To what extent :quality approaches” implemented in practice by SMEs are compatible with the CQAF designed to support the development and reform of VET.

· Which are the factors explaining differences in the above issues, at sectoral and national level and in the various components of a systematic quality approach.

As it has already been mentioned, the study focused on the situation of SMEs, that is, of enterprises employing no more than 50 persons, which are predominant in all European economies.

The four sectors chosen were the following:

· Food and Beverages (NACE classification 15)

· Retail Trade (NACE classification 52)

· Hotels and Restaurants (Catering) (NACE classification 55) and

· Travel Agents (NACE classification 633)

These sectors are heavily populated by SMEs and are connected by demand-supply relations. At an early stage of the study it was decided that, for the sake of cohesion in the presentation of the survey’s results, the last two sectors should better be consolidated in one and referred upon as Hotel, Tourism and Catering sector or simply Tourism or Hospitality sector.

The partners also decided (at the kick-off meeting in Berlin) to exclude from the investigation the subsidiaries of large firms and the independent enterprises participating in franchising networks, since their training policies are centrally designed and implemented. 

The focus of the survey was directed to the supply side of the training services’ market (sectoral associations operating as training providers and private training providers) due to the fact that SMEs exhibit a growing dependence from external sources of training services. Additionally, a small number of individual firms were investigated in each sector, in order to check and compare the information provided by the training agents. In that sense, the character of the research was of a qualitative nature rather than of a quantitative one.

The data collection techniques employed by the study included:

· Desk work, that is, review of the literature, the statistics and the published reports on the sectors investigated and

· Field work, that is, interviews with experts, training providers and enterprises.

Two standardized questionnaires (the same for the three participating countries) were prepared by the partners to be used in the field research, one for each target group, the training providers (Questionnaire A) and the SMEs (Questionnaire B).

During the preparation of the study, three meetings of the partners were held in Berlin, Brussels and Thessalonica.

2. Sectors’ profiles and the training situation

2.1 Introductory remarks

An overview of the general profile of each one of the four sectors (the two of them consolidated in one) is presented in this chapter, containing information on historical, structural and economic issues with emphasis on the labour force situation in each sector.

Moreover, a respective overview of the situation prevailing in the VET providers’ market is also included, giving information about training practices, institutional arrangements and the agents operating in the market.

2.2 Sectors’ profiles

2.2.1 Food and Beverages sector

2.2.1.1 A brief historical note

The Food and Beverages (F+B) industry is one of the oldest existing industrial sectors in the Greek economy. Yet, its real history begins only half a century ago, when in the mid ‘50s a nation – wide effort begun to transform the agricultural surplus created by the rapidly increasing productivity, into products aiming at the satisfaction of consumer needs both in the domestic and the foreign markets.

In a decade, by the mid ‘60s, the Greek market for food and beverages had reached self-sufficiency and the sector had become a net exporter and a major pillar of the national economy.

Since then, it remains one of the most significant industrial sectors of the economy, both in number of firms and persons employed.

2.2.1.2 Structure of the sector

The F+B industry consists of 9 (three-digit) sub-sectors, 8 of them concerning food and 1 concerning beverages. The most important of these, based on the number of establishments together with the number of employees (yearly average) are:

a) The “Other food product” sub-sector

b) The “Vegetable and animal oil and fats processing” sub-sector

c) The “Milk and cheese” sub-sector 

d) The “Beverages” sub-sector, and

e) The “Preserved fruit and vegetable” sub-sector.

According to the 1996 National statistics, the F+B industry represented the largest manufacturing sector with 16,617 units and 63,468 employed persons, that is, 22.3% and 18% of the respective magnitudes of the total manufacturing industry.

Six years later, the most recent data published by the National Statistical Service of Greece (NSSG) for the year 2002, exhibited a considerable increase in the average size of the establishments. Indeed, the number of units in the sector has remained practically unchanged (16,300) but employment (salaried employees) has increased to 95,000. So, even if the share of the sector in the total number of manufacturing establishments has decreased to 16.8%, the share in the total manufacturing employment has increased to 22.5% showing a higher average size for the units of the sector in terms of employment.

 Of the total number of units, 94.6% belong to the food sub-sectors and only 5.4% to the beverages sub-sector. 

2.2.1.3 Regional distribution

 The regional distribution of the F+B industries in Greece follows closely the pattern and structure of the agricultural production. This is especially true in cases where processing involves bulky or highly perishable raw materials, As a result, only 22.6% and 15.9% of the producing units respectively are situated in the regions of Attica and Central Macedonia, despite the fact that more than 60% of the population live in these two areas.

The rest of the units are mainly concentrated in the regions of Peloponnese (9.5%), Crete (7.8%), Thessaly (7.5%), Western Greece (7.1%), and Continental Greece (6.2%).

2.2.1.4 Labour force issues

Employment within the F+B industry increased rapidly during the ‘70s and ‘80s reaching, at the end of the decade, an annual average of almost 118.000 employees, that is, 16.7% of the total manufacturing employment.

According to the latest statistical data, by the year 2005 employment in the sector reached an annual average of 92,536 employees (22.5% of the total manufacturing employment), accounting for 76% of the total employment in the sector. The self-employed entrepreneurs were about 22,000 with another 8,000 family members acting as assistants in the family business. Altogether, they account for about 1/3 of the salaried employees (92,536), increasing the total employment in the sector to about 122,000 in 2005 (Table 1). 
In 2005, 97% of the employees were employed on a full-time basis while part-timers formed a still insignificant 3% exhibiting, however, a slowly increasing trend. Self-employed entrepreneurs and the members of their families accounted for 24% of the employed population in the sector while salaried employees accounted for the rest 76% showing a considerable increase over time compared to the respective percentage of 1998 (68.4%) (Table 1).

The average size of the establishments in terms of employment is 5.7 persons. Almost 94% of the firms employ less than 10 persons and are characterized as small-scale industries employing 44.4% of the sector’s labour force, while the majority of them (more than 90%) are actually cottage-size units employing less than 5 persons. The SMEs employing up to 50 persons account for about 99% of the sector’s establishments and 63.6% of the sector’s employment. Units employing more than 50 persons (large-scale industry) are a tiny 1% of the total number but their average size is of course significantly larger since they employ 36.4% of the total labour force (Table 2).

As a result of these characteristics, most of the firms (about 2/3 of them) have still the legal form of personal enterprise and only a handful of them (32) are enlisted in the Athens Stock Exchange.

90% of the salaried employees are permanently employed and only 10% are occasional or seasonal employees. However, seasonality remains (with decreasing significance) the most outstanding characteristic of employment in the Greek F+B sector. Not so much for the sector taken as a whole than for the 3-digit sub-sectors and the 4-digit branches. Indeed, measured in terms of monthly variations from the average annual employment figure, seasonality in the F+B sector varies from a maximum of 110% to a minimum of 90% (in August and April respectively).

Much larger variations are detected in the cases of sub-sectors 154 (oils and fats), 1583 (sugar production), 1539 (preserved fruit and vegetables) and 1593 (wineries). In those sub-sectors and branches monthly employment in peak-season may reach over 100% above the annual average.

TABLE 1

EMPLOYMENT IN THE F+B SECTOR

	
	          2002              
	2005



	
	NUMBER              %
	NUMBER              %

	SELF-EMPLOYED ENTREPRENEURS
	  22,201                17.8
	  21,690                17.8

	SALARIED EMPLOYEES
	  94,957                76.0 
	  92,536                76.0 

	ASSISTANTS

(FAMILY MEMBERS)
	    7,742                  6.2
	    7,490                  6.2

	        TOTAL
	124,900               100.0  
	121,716               100.0


Source: NSSG, “Employment Statistics”

TABLE 2

EMPLOYMENT DISTRIBUTION IN F+B MANUFACTURING UNITS

(2005)

	
	EMPLOYMENT



	                                     SIZE OF UNITS
	NUMBER                %       



	UP TO 5 PERSONS


	  42,513                  34.9

	6 TO 10 PERSONS


	  11,593                    9.5

	11 TO 19 PERSONS


	  13,583                  11.2

	20 TO 49 PERSONS


	    9,723                    8.0

	SMEs


	  77,412                  63.6

	50 AND OVER


	  44,303                  36.4

	TOTAL


	121,716                100.0


Source: NSSG, “Employment Statistics”

Data on illicit employment or employment of immigrant workers not covered by the social security system are not available. In recent years, many efforts have been made to restrict the number of unregistered workers but it seems that their number every year is still far from insignificant.

Mobility of the workforce seems to be rather limited, especially in firms located in the countryside where they tend to employ local people that stay longer with them. The same industrial unit usually employs even seasonal workers year after year, so that the firm can exploit the accumulated experience and, sometimes, the cost of training invested on such employees.

To find unskilled workers in the labour market does not constitute a major problem for F+B industries. But for skilled employees labour market does not seem to operate properly. The main reasons are:

a) Lack of specialized personnel needed in the production of specific products (fresh milk products produced with advanced technology, canned fish, beverages etc.).

b) Reluctance of highly skilled personnel to offer its services to industries located in the provinces.

On the other hand, the concentration of large F+B industries in the vicinity of urban centers and the seasonal character of several sub-sectors contribute to the strengthening of the technical staff’s mobility and its orientation towards urban centers where most of them hope to find a better job and end their career. So, relatively higher mobility is exhibited by the scientific personnel and the highly qualified technical professions.

Because of these reasons, a large number of F+B industries, especially of small and medium size, are not in a position to employ highly skilled personnel, either technical or administrative. They do not generally employ, on a full-time basis, more than 1 or 2 university graduates (the chief accountant and the production manager) and a similar number of technicians (a jack-of-all-trades foreman and an electrician), which are usually graduates of a secondary level technical school.

The educational level of the labour force in the F+B industries reflects the Greek average. Most of the employees (about 42%) are daily or monthly paid unskilled workers with a lower than the secondary educational level, while the percentage of those having a higher educational level is about 20% (of which, university graduates are only about 6.5%) according to the most recent statistics (Table 3). This situation results in reduced productivity and degraded quality of products. 

However, the educational level of the technical personnel is different from that of the labour force in general. About one third of them have got a university degree, another one third is graduates of secondary level technical schools and the remainders are empiricists.

Men with a ratio of 60/40 dominate workforce in the sector. The ratio has clearly been improved in favour of the women since 1998 (70/30). In the beverages sub-sector women participate with only a quarter of the labour force. The presence of women is relatively dominant in the category of “Assistants (family members)” with 70.8%, while they participate with 39.7% in the “Salaried employees” category and with only 22.9% in the “Self-employed entrepreneurs” category. 

The percentage of young people (age bracket 15-29) in the employment of the sector is steadily decreasing (for both, men and women) from almost 30% in 1998 to fewer than 22% in 2005.

TABLE 3

EDUCATION LEVEL OF PEOPLE EMPLOYED IN THE F+B MANUFACTURING SECTOR

(INCLUDING SELF-EMPLOYED ENTREPRENEURS)

                                                                                                                              (%)

	
	
	2002
	
	
	2005
	

	LEVELS
	MEN
	WOMEN
	TOTAL
	MEN
	WOMEN
	TOTAL



	PRIMARY*


	65.6
	34.4
	48.9
	63.7
	36.3
	41.5

	SECONDARY**


	67.1
	32.9
	36.7
	61.1
	38.9
	38.1

	TERTIARY***


	64.4
	35.6
	14.4
	57.1
	42.9
	20.4

	TOTAL


	66.0
	34.0
	100.0
	61.4
	38.6
	100.0


*    : Up to the 9-year compulsory education period

**  : Lyceum graduates

***: Technical Institutions and University graduates up to a Ph.D degree

Source: NSSG, “Employment Statistics”.

2.2.1.5 The sector’s performance and significance

The significance of the F+B sector for the national economy is apparent in economic terms as well. It contributes to the total Value Added of the manufacturing sector by almost 25% and it forms about 30% of the manufacturing sector’s GDP.

The total turnover of the sector in 2002 amounted to €11,205 million, that is, 21% of the respective total manufacturing magnitude. 

The financial performance of the sector’s firms is outstanding. Based on data concerning about a thousand companies with the legal form of an SA or a LTD company, which issue a financial statement every year, profitability in the sector (that is profits over own capital) varies between 13% (in the food industries) and 25% (in the beverages industries).

2.2.2 Retail trade sector

2.2.2.1 A brief historical note

Trade activities there had always been the most significant occupation of the Greeks since the ancient times. Living in a rather mountainous environment, with small areas available for agricultural cultivations and a large number of small and rocky islands being the main characteristics of the country, the Greek people have, till our days, to rely on providing services in order to create wealth. Two and a half thousand years ago it was trade, now it is trade and tourism.

That is why today the trade sector remains the most significant sector of the Greek economy.

2.2.2.2 Structure of the sector

Trading enterprises constitute today, beyond any doubt, the “back-bone” of the overall entrepreneurial activities in Greece. That is true in terms of the number of companies, the labour force employed and the turnover achieved. In 2002, 35% of the total number of enterprises in the country
 belonged to the trade sector which also accounted for 41.4% of the respective total turnover figure.

According to the latest data on employment (2005), 17.8% of the total workforce of the economy is employed in the trade sector. It is worth noting, that since 1993 the employment of the sector has been increased by 33% while, at the same period, the employment of the economy as a whole has been increased only by 18%.

The trade sector (statistical category Z) consists of three two-digit sub-sectors:

a) The “Trade, maintenance and service of cars and motorcycles” sub-sector

b) The “Wholesale trade” sub-sector and

c) The “Retail trade” sub-sector.

The most significant of them in terms of number of establishments is by far the Retail Trade sub-sector which, in 2002, accounted for 64% of the trade establishments. In terms of turnover, the dominating sub-sector is that of the Wholesale Trade with 52.2% of the sector’s turnover.

Practically all the trade establishments (99.8%) are SMEs employing up to 50 persons. Of that percentage, 98.5% are Small enterprises (employing up to 9 persons) and the rest 1.3% are Medium ones (employing 10 to 49 persons).

In terms of annual turnover, the size distribution of the trade establishments shows the same picture. 97% of the units operate with a turnover up to 1 million euros and, of that percentage, the huge majority (88.2%) has a turnover up to 0.3 million euros only.

Finally, as far as the legal form is concerned, 82.6% of the establishments are personal enterprises, 4.5% are of the SA and Ltd legal form and the rest 12.9% assume other legal forms (of unlimited liability, cooperatives etc.).

2.2.2.3 Regional distribution

The National Statistical Service of Greece (NSSG) data on the regional distribution of the sector’s establishments reflect the obvious fact that this kind of activities tend to concentrate in areas where the majority of the population, in the broad sense of consumers consisting of both the domestic inhabitants and the tourists, live.

So, in 1995, 37.6% of the trading units operated in the prefecture of Attica (including Athens) while another 18.6% was situated in the prefecture oh Central Macedonia (including Thessalonica). Seven years later, in 2002, the respective figures were 35% and 18.2%, exhibiting a very slow decreasing trend due to the comparatively faster growth of the island regions.

2.2.2.4 Labour force issues

According to the NSSG data for 2005, total employment in the trade sector reached 782.200 persons, a 12% increase since 2003. The retail trade accounts for 65.5%, the wholesale trade for 19.2% and the car and motorcycle trade for 15.3% of the total figure.

More than half of the above number are employed as salaried employees (52%), 28.7% are self-employed
, 12.1% are employers
 and the rest 7.2% work as assistants
. The share of the salaried employees increases steadily over the years.

The ratio of men/women in the sector’s employment is 60/40, slightly different from the overall ratio of the economy (62/38).

26.2% of the people employed are young persons up to 29 years of age. This share is much higher than the respective for the total economy (20.1%) and the services sector (21.6%).

Part-time employment is still at very low levels (3.8%) and remains lower overtime than those of the economy as a whole (4.8%) and the services sector (4.9%).

The same holds true as far as the temporary employment is concerned. It accounts for only 7.4% of the salaried employed, again much lower than those of the economy as a whole (12.2%) and the services sector (12.1%).

The main professions that can be found in the trade sector are:

a) Salesmen / saleswomen (35.2%)

b) Directing entrepreneurs (30.5%)

c) Engineers (and other technicians) (12.4% )and

d) Office employees (5.8%).

Labour mobility does not exceed 10% of the average annual employment figure and during the last five years it actually varies between 9.4% and 7.7%.

As in the F+B sector, to find unskilled workers in the labour market does not constitute a major problem for the retail trade shops either. But for skilled employees labour market presents some difficulties. The main reasons are:

a) The lack of specialized and experienced salespersons.

b) The high mobility of skilled personnel that are constantly trying to move from smaller to larger retail trade firms.

Because of these reasons, a large number of retail firms, especially of small size (with up to 10 persons employed), are not in a position to attract and retain highly skilled personnel, either administrative or for the shop floor. They do not generally employ, on a full-time basis, more than 1 or 2 university graduates (the accountant – if this operation has not been out-sourced- and a marketing specialist).

However, the education level of trade employees and employers is relatively high. Data of a recent research (2006) showed that over 20% of both categories are of tertiary education level. Another 60% of the employers and 34% of the employees are secondary level graduates. Women working in the sector seem to be mostly of secondary education level, compared with men, who at a greater percentage are tertiary level graduates (Table 4). 

TABLE 4

EDUCATION LEVEL OF TRADE EMPLOYEES AND EMPLOYERS

(PERCENTAGE DISTRIBUTION – 2006)

	        
	SELF-EMPLOYED


	SALARIED EMPLOYEES

	LEVELS
	MEN     WOMEN      TOTAL
	 MEN     WOMEN      TOTAL

	PRIMARY


	  7%             7%               14%
	   19%         9%                28%

	SECONDARY


	47%            13%              60%
	   19%        15%               34%

	TERTIARY


	18%              2%               20%
	    19%         3%                22%

	NONE OF THE ABOVE
	  3%               3%                6%
	      9%         7%                16%

	TOTAL


	75%             25%            100%  
	    66%        34%             100%


Source: ESEE (National Confederation of Greek Trade), “Education level research on a sample of trade employees and employers between 55 and 64 years of age”, 2006.

2.2.2.5 The sector’ performance and significance

Since 2002 the Greek trade companies have exhibited an increase in profitability accompanied by considerable total assets growth
. Actually, the profitability of own capital exceeded 20% in 2003 and 2004 and total assets increased by 9% in 2003 and by 11.2% in 2004. It is worth noting, that fixed assets increased in 2004 by 14.1% due, mainly, to new investments.

In 2004 most of the examined companies (77.6%) were profitable but the share is smaller compared to that of the year 2003 (79%) due to the relatively worst performance of the wholesale trade companies.

2.2.3 Hotels, tourism and catering sector

2.2.3.1 The sector’s profile

The tourism industry consists of a number of sectors and sub-sectors of economic activity, which in most cases seem to overlap and interact with each other. The most significant of them, which are going to be examined in this report, are the following:

a) Hotels and Restaurants (NACE classification 55, including Bars and Catering)

b) Travel agents (NACE classification 633, including holidays organizing agents)

We refer to them with the collective name “Hotels, Tourism and Catering” sector but we will analyse and present them separately, according to the initial specifications of the study. 

A. The Greek Hospitality Industry (Hotels sub-sector) has 9.036 hotels with 682.050 beds. However, the majority of these hotels rank between 3 and 2 stars. Only 155 are 5-stars hotels, a fact that probably is a disadvantage in order to attract high-income guests (Table 5). 

Moreover, the majority of the hotels are concentrated in 5 (out of 52) regions of Greece. 65% of these hotels are located in the regions of Attica, Rhodes, Crete, Corfu and Chalkidiki. City hotels are mainly located in Athens - the capital of Greece- and the region of Attica, while a few of them are situated in the region of Thessalonica. The rest of regions’ capitals are low populated and, thus, they lack business travellers that are the major target group for city hotels. 

The Greek Hospitality sector has some special characteristics:

First and foremost, the vast majority of all accommodation businesses (95%) are small and medium-sized with less than 50 employees. Also, they are family-run business, heavily relying on ancestors for growth and development. 

Thus, employee’s promotion on higher level of the business hierarchy stops in ancestors and/or descendants. This barrier, in the career development ladder, forces employees and middle managers to move to other enterprises but in positions of the same level. 

TABLE 5
GREEK HOTELS 2005
	Stars


	Number
	Beds

	5*
	155
	

	4*
	944
	

	3*
	1.712
	

	2*
	4.496
	

	1*
	1.729
	

	Total
	9.036
	682.050 


Source: Hellenic Chamber of Hotels, 2005  

This horizontal mobility has two major impacts on both, employees and firms:

a) Firms need to train the employees to comply with specific rules and daily routine tasks and also to familiarize them with the firm’s mentality and 

b) employees have to start all over again and it takes time before they become productive again.    

Second, most of the hotel enterprises have strong seasonality problems. In Northern Greece high season lasts up to 2 or 3 months, while in Central, South Greece and the Islands regions it lasts up to 6 or 7 months. This has a strong impact on invested capital as well as on the labour force. Additionally, the state has to pay all these employees, as they enter the ranks of unemployed persons, with significant amounts of money in the form of unemployment allowances.    

Third, there is a mismatch between labour demand and supply. Out of Greece’s 52 regions, only seven (7), account for about 70% of the overall tourism and hospitality activity. In other words, business in major cities in the mainland have a surplus of employees and middle managers while, on the other hand, business in the islands are facing major problems to recruit them.  Thus, salaries in cities remain low due to high labour supply and the enterprises in the periphery strangle to attract skilled employees. 

Furthermore, the hospitality industry is highly labour intensive. This means that the industry requires high numbers of employees. This may be considered as a positive issue, in comparison with other industries, because it decreases the overall unemployment rates but the problem lies on the fact that the sector requires unskilled rather than skilled employees in high numbers. In fact, various departments, such as food and beverage, housekeeping and banquet, require unskilled employees while the Reception and other middle managerial positions require skilled employees but in small numbers. 

Another characteristic of the hospitality industry is that only 6 % of the personnel is managerial staff and 94% is in the entry or/and other lower levels of the enterprises’ structure (Cooper 2001).

On the other hand, the overall employees’ turnover of the Greek hospitality industry among graduates of all levels of the tourism educational system is very high.  Almost 70 % of them go out of the tourism industry.  This occurs mainly because the entry work positions are not attractive for educated and qualified persons.  

Another important issue in the Greek hospitality industry is that salaries are lower than in other sectors. This applies to both managerial and entry level positions. The only attractive element in some positions is the tips the employees receive from the customers.   

Moreover, not all the employees work the conventional working time. Extra work is required beyond the typical 8 hours work, due to fluctuation of demand and in most of the enterprises there is no over-payment. In fact, in small and medium hospitality enterprises employees’ overtime work without days off is a common practice on a daily basis.  

In addition, small and medium enterprises find it difficult to adopt technological as well as other changes introduced in the respective market. Thus, it is difficult to follow new tourist behaviour and new marketing techniques and trends.    

Last but not least, it is worth mentioning that the Greek State along with the E.U. supports with various financial and other programs the small firms of the hospitality industry. Nevertheless, the vast majority cannot gain from these programs, as they do not have the know-how in order to participate and exploit the funds in question (Papayiannis: 2003). 

A sub-category of the Hospitality Industry is the food and beverage business, which includes Restaurants, Bars and Catering establishments.  

Part of this category operates within the hotels while another part operates independently in the market. Thus, in the case of the former, the characteristics mentioned earlier for hotels apply equally to them. The size of the latter thought, range from small to very small business, operating with less than 10 employees. For this reason, once again, most of the characteristics mentioned before apply to them too. 

Nevertheless, recent trends according to which consumers turn to fast-food facilities, have forced restaurant business to enter different franchise systems. In such cases, franchisees follow certain training programs, which vary from quality assurance to specific services standards. The rest of the enterprises in question do not follow any typical or organised training programs.     

The cooks in the food business face no unemployment. In fact, cooks are the most wanted and most well paid profession within the hospitality & restaurant industry (Hotel & Restaurant: 2004). In contrast, waiters, captains and bartenders face problems with low salaries and rely on tips to supplement their income.

Last but not least, it is worth mentioning that usually elder people go out of such occupations due to the fact that the nature of the job requires young employees.

B. The tourism sector in Greece has been rapidly developed since the 60΄s in terms of international tourism arrivals as well as in tourism receipts.

In the current decade, and after the organization of the Olympic Games in Athens 2006, the tourism industry in Greece has tested its limits in the conventional tourism product that is “sea – sun and sand”, and focuses mainly in Special Interest Forms of Tourism.

Greece received approx. 13,5 million of international tourists in 2005 and 13 billion US $. 

This has positioned Greece in the 14th position globally among 195 countries, in terms of international tourist arrivals and 18th in terms of tourism receipts. 

Moreover, the tourism industry of Greece contributes significantly in the GNP, and crates 750.000 direct and indirect job positions. More importantly, it highly contributes to and in some areas of Greece is the one and only tool for economic development.   

Additionally, the Greek tourism industry has 4.600 of inbound & outbound Travel Agencies.

Nevertheless, Greece is still in need of tourism infrastructure. It has only 21 international and 16 domestic airports instead of 222 needed to cover local and international tourism demand, considering the fact that 75% of our international tourists arrive via airplane in Greece (Table 6).  
Similarly, Greece, despite the number of its islands, it has only 17 marinas (Table 7).    
Last but not least, it is worth mentioning that the national road and railway system also has similar shortcomings in comparison with the major competitors of Greece (Spain, Portugal, Italy, Turkey, Cyprus and Croatia).       

In addition to the characteristics mentioned earlier for the hospitality and restaurants sector, the Greek Tourism Industry has some more special characteristics.

Travel Agencies in Greece are focusing mainly in inbound tourism, since Greece is a major tourism destination. Only 15% of them are focusing in outbound tourism, because only 400 thousand Greeks (out of 11 million) travel abroad annually. Nevertheless, there is an increased trend for outbound tourism, since 2001 when Greece adopted the common European currency (Euro €). In addition, Greeks are usually traveling abroad in groups, because of security reasons.

Moreover, the average size of all travel agencies is very small. 95% of them employ less than 5 employees and are also operating on a family basis.

TABLE 6
AIRPORTS OF GREECE

	Airports


	Number

	National 

	21

	International


	16

	Total


	37


Source: Papayiannis 2006: Air Aviation of Greece 2005
TABLE 7
MARINAS OF GREECE

	Marinas
	Number

	Athens


	4

	Thessalonica


	1

	Chalkidiki


	2

	Corfu


	1

	Central Greece


	2

	Peloponnese


	2

	Crete


	1

	Dodocannese islants


	2

	Total


	17




Source: Greek National Tourism Organization
Although qualifications of employees and managers have to be relatively high compared with the hospitality and restaurant sector, salaries of the sector are still lower. Also, it is worth mentioning that travel agents do not have the benefit of tips.

Work positions in travel agencies vary according to the area of specialization, such as Congress & Conferences, tour packages, special forms of tourism, air ticketing etc.

Despite the aforementioned disadvantages of the sector, its overall image to the would-be employees is high in comparison with the hospitality sector. Furthermore, employees of travel agencies -once inside- do not search for employment in other sectors. So, employees’ turnover is low. This occurs mainly because:

a) Travel agencies are located in cities and there is no need for employees to travel or move far from their permanent living area.

b) Employees’ career is not related with their age as it is the case in the hospitality sector.

c) Travel agencies need low initial capital for establishment. Thus, once experience is gained, employees can open their own business.         

2.2.4 Concluding remarks

From the profiles of the four sectors presented in the previous section, a number of similarities and differences can be detected:
First, all sectors are very important for the Greek economy as a whole, in their own way. F+B sector is the most significant manufacturing sector in terms of employment and GDP. Retail trade is the “back bone” of the economy in terms of employment and the H+T+C sector is a very strong development tool and the “heavy industry” of Greece.
Second, for all sectors the basic parameters exhibit either stability or an improvement over time.

Third, all sectors present some common characteristics, like the vast majority of SMEs in the total number of enterprises, the high mobility (turnover) of the trained and qualified personnel, the strong seasonality (though at different degrees), the similar ratio (60/40) of men and women in the labour force, the degree of decentralization (most of the SMEs are situated in the periphery of the country), the  apparent mismatch between supply and demand of specialized personnel in the labour market and on a regional basis as well and, finally, their labour intensive character.

Forth, there are some worth mentioning differences:
· The educational level of the labour force (employees and self-employed) is lower in the F+B sector and higher in the Retail Trade and the Hotels, Restaurants and Catering sectors.

· Young people (up to 29 years of age) are dominant in the Hotels, Restaurants and Catering sector while in the F+B and Retail sectors they constitute only about a quarter of the labour force.
· Self-employed people (owners and family members) constitute almost 50% of the labour force in the Retail sector (and the percentage is also high in the H+R+C sector) while they are only about 30% in the F+B sector.
2.3 The training situation

2.3.1 Food and Beverages sector

2.3.1.1 Training practices in the F+B sector
An especially large proportion of the technical personnel (mainly machinery operators and repairing and maintenance personnel) in the F+B sector have only empirical knowledge of their work. What is more, low or medium ranked personnel usually lack the knowledge (at a working level) of at least one foreign language, which implies inability of access to the operation and repairing instructions provided by the prospectus of every imported machine.

On the other hand, the educational system generally lacks the proper mechanisms to fill these gaps. The task and responsibility of retraining the technical personnel lies solely with the enterprises themselves.

To keep up with intensified competition and the sector’s dynamism, most large-sized food and drinks firms operate continuing vocational training programmes. In most cases such programmes are of theoretical and practical orientation and are addressed to section managers, production foremen and sales-promotion personnel. Other employees are offered seminars on occupational health hazards and on health and safety issues. 

Faced with the problems associated with the level of education and knowledge of their personnel, enterprises find it necessary to adopt a training policy, through which they hope to enhance their employees’ knowledge and experience on recent evolutions of both the technological and the organizational aspects of their work. This effort may take various forms, depending on the specific needs and the economic possibilities of each enterprise. Generally, however, it is directed mostly towards practical updating and skills development, than towards covering gaps in theory.

Of course, for the majority of food and beverages companies (with an average size of less than 5 persons employed) such a training policy constitutes a luxury. Even in medium-sized enterprises (employing up to 50 persons) the existence of a planned and organized training policy is a rare phenomenon. For these entrepreneurs, vocational training of the personnel is perceived and considered as a cost item rather, than as an investment on HR development.

Need for training emerges usually with an investment that is going to change (partly or wholly) the production process. In such a case, the training cost is included in the cost of machinery or know-how supplied and training itself is carried out by the supplier or its representative.

On the other hand, it must be stressed out that, as technology changes fast and competition becomes stronger, an increasing number of medium and large-size enterprises realize, day by day, the necessity of continuous training and the respective policy is included in the companies’ medium and long-term business planning. The basic characteristics of such policies are the following:

a) Training subjects vary according to the target group of employees. Personnel engaged in the production process are usually trained in food hygiene and safety methods (FHS), HACCP methods, machinery maintenance, health and safety issues, communication and cooperation, energy saving and computerized system organization. Administrative employees are trained in management and communication, in computer software applications, in economic and accounting issues, in foreign languages etc.

b) Training is usually carried out in the firms’ premises especially when it includes practice sessions. Administrative staff’s seminars are held in hotel seminar rooms or other, public or private conference centers or other facilities since only few industries have at their disposal properly organized lecture rooms. Most of the times, training is carried out outside the working hours or during the maintenance period.

c) Duration of training depends on the needs, the possibilities, the available facilities, the timing of its realization and the ideas about training of those responsible for human resources development planning.

2.3.1.2 Institutional arrangements for training

The law 3369/2005 «for the continuing through life education» has determined the institutional set-up for the funding of the vocational training programmes, run by any enterprise in any sector.

Vocational training programmes offered by: 

a) OEEK (Organisation for Vocational Education and Training) in the venues of 116 public and 52 private IEK (Vocational Training Institutions) all over the country and 

b) KEE (Adult Education Centers) in 43 cities 

are co-financed by the ESF and the EFPD.

Vocational training offered by 272 KEKs (Vocational Training Centers) throughout the country is financed by OAED (Organisation for the Employment of the Labour Force) through the Fund for the Employment and Vocational Training (LAEK). This fund is formed by compulsory employer’s contributions (0.45% of the total amount of monthly wages paid).

2.3.1.3 Dependence on external training providers

Technical and administrative directors or retired production managers with long experience are usually used by the F+B enterprises as trainers on technical seminars. Sometimes, foreign experts are invited from either the companies supplying the modern technology (in the form of machinery and equipment) or the parent company (if the local one is a subsidiary).

But if the company’s vocational training programmes have to be financed by the LAEK fund the specialists on technical and non-technical issues have to be provided by the specialized training agency (usually a KEK), which organizes the training programmes. Instructors have to be accredited by an official body (EKEPIS
 or EFET
 or OAED).

Moreover, all food and beverages enterprises have, by the Common Ministerial Decision 487/2000, which implemented the 93/43/EEC Guidance of the Commission, to train their staff encaged in food handling on hygiene and safety issues.

Because of the above two reasons the dependence of the F+B firms on external training providers has been greatly increased in recent years. 

2.3.1.4 Main training providers

Apart from the public initial education and training system that includes the Primary, Secondary and Tertiary (university) education levels, youngsters with at least primary education and adults with work experience may follow initial training courses offered either by Schools of Accelerated Vocational Training or by Centers of Technical and Professional Education or by Technical Schools operating inside large public or private enterprises or, finally, by Apprenticeship Schools.

These schools operate under the umbrella of the Ministry of Employment and one of its organizations (OAED). Most of the schools provide training for some skills of use in the F+B industries, such as:

a) Bakery and confectionery technicians

b) Bakery and confectionary assistant technician

c) Directors of catering units

d) Biochemical and Microbiological Labs assistants

e) Administrative and economic (middle level) officials

f) Marketing and cost-accountant officials and

g) IT and communication technicians

As of this year, the above list contains also three subjects of great interest to the F+B industries but still not in operation. These subjects refer to food technology and are the following:

a) Distilleries specialist

b) Milk processing specialist and

c) Meat and poultry processing assistant.

A specialized education center, a professional body or an enterprise either in the place where the profession is being practiced or elsewhere usually provides continuing or further vocational training. These agents may be public or private. Education centers are:

a) The Vocational Training Institutes (IEK) (public or private) and

b) The Vocational Training Centers (KEK) (mostly private).

Vocational training for professionals associated especially with the F+B industries is offered by private training centers (KEK). The courses refer to:

· Food safety and hygiene

· Confectionery

· New technology in bakery

· Training in meat cutting and preservation.

ETAT
 is a State-owned enterprise operating as an S.A. company that offers training associated with the conferring of ISO and HACCP accreditation, exclusively to F+B enterprises.
Finally, EFET, as a national agent, is responsible only for designing training programmes and does not act as a training provider.
All these institutions offer vocational training up to Level 4 of the European Qualifications Framework (EQF).
2.3.2 Retail trade sector

2.3.2.1 Training practices in the retail trade sector

Low ranked personnel (shop clerks) in the retail sector usually lack the knowledge (at a working level) of at least one foreign language which is a major problem in a country with long tourism period.

To keep up with intensified competition and the sector’s dynamism, most large-sized retail trade firms operate continuous vocational training programmes. In most cases such programmes are of theoretical and practical orientation and are addressed to section managers, salespersons and administrative personnel. 

Faced with the problems associated with the level of education and knowledge of their personnel, enterprises find it necessary to adopt a training policy, through which they hope to enhance their employees’ knowledge and experience on recent evolutions of both, the technological and the organizational aspects of their work. This effort may take various forms, depending on the specific needs and the economic possibilities of each enterprise. Generally, however, it is directed mostly towards practical updating and skills development, than towards covering gaps in theory.

Of course, for the vast majority of retail trade firms (with an average size of less than 10 persons employed) such a training policy constitutes a luxury. Even the medium-sized firms (employing up to 50 persons) are only rarely able to adopt a planned and organized training policy. For these entrepreneurs, vocational training of the personnel is perceived and considered as a cost item rather, than as an investment on HR development.

Need for training emerges usually with an investment that is going to change (partly or wholly) the organization of the shop and the work procedures. In such a case, the training cost is included in the cost of machinery or know-how supplied, and training itself is carried out by the supplier or its representative.

On the other hand, it must be stressed out that, as technology changes fast and competition becomes stronger, an increasing number of medium and large enterprises realize, day by day, the necessity of continuing training and the respective policy is included in the companies’ medium and long-term business planning. The basic characteristics of such policies are the following:

a) Training subjects vary according to the target group of employees. Salespersons and shop clerks are trained in sales and post-sales techniques, sales planning, merchandising, customer and customer behavior handling and communication methods. Administrative employees are trained in management and communication, computer software applications, cost and accounting issues, foreign languages (trade terminology) etc.

b) Training is usually carried out in the firms’ premises especially when it includes practice sessions. Administrative staff’s seminars are held in hotel seminar rooms or other, public or private conference centers or other facilities since only few industries have at their disposal properly organized lecture rooms. Most of the times, training is carried out outside the working hours.

c) Duration of training depends on the needs, the possibilities, the available facilities, the timing of its realization and the ideas about training of the officers responsible for human resources development planning. Usually, training courses last for 5 days (20-25 hours) (in order to be eligible for subsidization) but 1 or 2 days seminars are also used for high-ranked officers.

2.3.2.2 Institutional arrangements for training 

The law 3369/2005 «for the continuing through life education» has determined the institutional set-up for the funding of the vocational training programmes run by any enterprise in any sector.

Vocational training seminars offered by: 

a) OEEK (Organisation for Vocational Education and Training) in the venues of 116 public and 52 private IEK (Institutions for Vocational Training) all over the country and 

b) KEE (Adult Education Centers) in 43 cities 

are co financed by the ESF and the EFPD.

Vocational training offered by 272 KEKs (Centers for Vocational Training) throughout the country is financed by OAED (Organisation for the Employment of the Labour Force) through the Fund for the Employment and Vocational Training (LAEK). This fund is formed by compulsory employers’ contributions (0.45% of the total amount of monthly wages paid).

2.3.2.3 Dependence on external training providers

If the company’s vocational training programmes have to be financed by the LAEK fund the specialists on technical and non-technical issues have to be provided by the specialized training agency (usually a KEK) which organizes the training programmes. Trainers have to be accredited by an official body (EKEPIS or OAED).

Moreover, all retail trade enterprises have, by the law, to employ an internal or external technician and a physician (general practitioner) responsible for the safety and health, respectively, of all those working in the firm’s premises. For very small retail trade firms, the entrepreneur himself has to be trained in order to act as a safety technician.

Because of the above two reasons the dependence of the retail trade firms on external training providers has been greatly increased in recent years. 

2.3.2.4 Main training providers

Apart from the public initial education and training system that includes the Primary, Secondary and Tertiary (university) education levels, youngsters with at least a primary level education and adults with work experience may follow initial training courses offered either by Schools of Accelerated Vocational Training or by Centers of Technical and Professional Education or by Technical Schools operating inside large public or private enterprises or, finally, by Apprenticeship Schools.

These schools operate under the umbrella of the Ministry of Employment and one of its organizations (OAED). Most of the schools provide training for some skills of use in the Retail Trade sector, such as:

a) Administrative and economic (middle level) officials

b) Marketing and cost-accountant officials and

c) IT and communication technicians

A specialized education center, a professional body or an enterprise either in the place where the profession is being practiced or elsewhere usually provides continuing or further vocational training. These agents may be public or private. Education centers are:

a) The Institutes of Vocational Training (IEK) (public or private) and

b) The Centers of Vocational Training (KEK) (mostly private).

Vocational training for professionals associated especially with the retail trade firms is offered only by private training centers (KEKs). The courses refer to:

a) Organisation of Grocery shops

b) Organisation of Butchery shops

Additionally, the KEKs provide a number of general courses for professionals of many sectors, referring to:

a) Hygiene and safety in the work sites

b) Protection of environment

c) Marketing techniques

d) Organisation and Administration of SMEs

e) Accountancy, costing and taxation software packages for SMEs

All these institutions offer vocational training up to Level 4 of the European Qualifications Framework (EQF).

A center for vocational training (KEK) devoted solely to the training of self-employed entrepreneurs and employees of the trade sector is the Center for the Development of the Greek Trade (KAELE
), which is a non-profit organization established in 1995 by the National Confederation of the Hellenic Commerce (ESEE), the employers’ association.

The aim of KAELE is to help trade enterprises to develop their employees according to the requirements and needs of the modern market and also to sensitise the entrepreneuers on the issue of employing people belonging to weak population groups. KAELE’s branches in 12 major Greek cities provide training services in the form of “Open”, “In-house” and “Inter –company” seminars, financed either by OAED – LAEK or by the enterprises, to employed and unemployed people (Table 8).

The training programmes cover a variety of subjects in different areas of entrepreneurial importance:

a) Introductory economic and managerial issues for SMEs (Creation, and development of SMEs, labour legislation, financial management, institutional environment, principles of accountancy).

b) Management and administration of SMEs (Handling, evaluation and training of personnel, modern HRM methods).

c) Marketing issues for SMEs (Sales promotion, public relations, advertising, market research, sales planning, after-sales services, merchandising, handling of customers).

d) IT applications for SMEs (Windows’ Office, access to Internet, Web-page building, e-commerce).

e) Modern methods for organizing and operating an SME (Customer psychology, leadership in management, time and stress management, English commercial terminology).

TABLE 8
KAELE ACTIVITIES

	                            PERIOD
	1998 -2003
	2004
	2005

	TRAINING PROGRAMMES
	2,157
	378
	369

	HOURS OF TRAINING
	65,122
	12,788
	11,888


2.3.3 Hotel, tourism and catering sector

In general, the Greek educational and vocational training system for hospitality – restaurant and tourism studies can be divided in two major categories, the Public and the Private.

In fact, the Greek tourism industry also receives students and graduates from other educational sectors. Specifically, it receives managers with economic, managerial or/and linguistic background. Then, they are easily trained on the job, especially for entry-level work positions. 

On the other hand, at the entry levels, students work on a seasonal basis with no need of special skills other than knowledge of a foreign language, English in particular.

It has to be stressed, that the tourism sector requires increased qualifications for employees and managers, in terms of experience, languages and knowledge of specific Information & Reservation Systems, even for the “lower entry-level” job positions.
Small and medium enterprises in the tourism industry (Hotels and Restaurants and Catering sectors) do not have any kind of formal (planned and organised) training policy. They train their employees on an ad hoc basis and according to the obligations set by the State regulations and laws or according to the training programmes offered by the public or private training providers every year.

What follows is an overview of the sector’s training providers, public and private:  

2.3.3.1 Public sector

(i) Post Graduate Studies

Postgraduate studies for MSc, MBA and PhD levels are offered by 3 universities in Greece, (Athens, Piraeus, Aegean). The Greek Open University, that combines Distance Learning and “class type” lectures, offers only a Masters Degrees in the field of tourism. 

According to the European Qualifications Framework (EQF) these studies belong to Levels 8 and 7.


(ii)University Degrees

Hospitality studies for bachelor degrees are not offered in Greece. Despite the long debate between the State and the academic society about the necessity of establishment of such university departments, it seems that the University of Piraeus will offer such a degree probably during the next academic period (2007-2008) in the city of Chalkis (Ministry of Education, Ministry of Tourism Development 2007). 

According to the European Qualifications Framework these studies belong to Level 6.
(iii) Technological Educational Institutions 

The Technological Educational Institutions (TEI) offer a combination of tourism and hospitality studies of practical and theoretical approach lasting 4 years. Graduates of these institutions have been fully recognized as university graduates by the State and have the right to become hotel managers after graduation. (Hospitality employees’ rights - Law 3115-FEK 29, 2003) 

Eight such institutions operate in Greece: (Athens, Thessalonika, Patra, Herakleion, Larissa, Amfissa, Hgoumenitsa and Spetses). However, five of these institutions are facing problems of attracting potential students. 

According to the EQF these studies belong to Level 6.
(iv) Advanced Schools of Hotel & Restaurant and Tourism Studies 

These two Advanced Schools in Crete and Rhodes have full recognition on behalf of the State and their graduates can be hotel managers, after graduation. Furthermore, it is worth mentioning the fact that graduates of these schools have also gained recognition by the private hospitality market. Also, the Advanced School of Rhodes is the oldest operating in Greece, since 1937, and belongs to the Organization of Tourism Vocational Training and Education (OTEK) (see also (vii) below).

Last but not least, these two Schools will be further advanced and will be renamed as Tourism Academies from the academic year 2007-2008.   

According to the EQF these studies belong to Level 6.
(v)Institutions of Vocational Training

Post-Lyceum Studies for the hospitality sector are offered in the Greek educational system by the Institutions of Vocational Training (IEKs). Graduates of these institutions do not have the right to become hotel managers after graduation. However, graduates only from the IEK of OTEK have managed to get a 10% increment on their salary.

The institutions of vocational training offer various courses in the field of hospitality and Food & Beverage (chefs, travel agents etc).

From the Academic year 2005-2006, departments on Special Forms of Tourism have been established, in addition to those existed, only from OTEK.

According to the EQF these studies belong to Level 5.
(vi) Vocational Training Centers

Vocational Training Centers (KEKs) are non-profit organizations offering seminars to unemployed and employed adults in the hospitality industry. These seminars are fully subsidized by national and EU funds. Their effectiveness has been criticized, as not achieving their goals (that is, they simply offer to the participants the necessarily qualifications to find a job in the hospitality industry instead of offering them the competitive advantage of being able to offer quality services to guest/tourists.      

According to the EQF these studies belong to Level 5.
(vii)Organization of Tourism Vocational Training and Education

The Organization of Tourism Education and Training (OTEK) is the official State 

Educational institution for professions in the field of hospitality and tourism and is overseen by the Greek Ministry of Tourism Development. OTEK offers education of various degrees in various levels of the Greek hospitality and tourism educational system and, more importantly, in the hospitality and tourism vocational training system. 

Specifically, in hospitality studies OTEK offers:

· Higher education: Two (2) Advanced Schools of Tourism Education (ASTE) in Rhodes and Ag. Nikolaos, Crete

· Post-Lyceum education: 5 Institutes of Vocational Training in hospitality (IEK) – OTEK (Departments for Cooks, Pastry- cooking, Hotel Management). 

· Secondary (Lyceum) education: 8 Technical Vocational Schools (TEE - recently turned to ΕPAS).

· Continuing Vocational Training: Courses for unqualified employees and seasonally employed workers in the hospitality industry, in various Greek cities

· Vocational Training Centers (KEKs) – OTEK: Programs for informal continuing vocational training for professionals and unemployed in the hospitality industry
In Tourism studies OTEK offers:

· Post-Lyceum education: 6 Schools for Tour Guides.

· Secondary education: 8 Technical Vocational Schools (TEE - recently turned to ΕPAS).

· Vocational Training Centers (KEK) – OTEK: Programs for informal continuing vocational training for professionals and unemployed in the tourism industry
According to the EQF these studies belong to Levels 5 and 4.
(viii) Technical Vocational Schools   

On the secondary education level – tourism and hospitality studies offered in Greece are a combination on practical along with theoretical and general knowledge modules. Recently an obligation has been also enforced by the Ministry of Education for candidates to be at least holders of a lyceum first class degree, instead of having a Gymnasium degree and changed Technical Vocational Schools (TEE) to Technical Schools (ΕPAS) for the academic year 2006- 2007 (Ministry of Education: 2005)

According to the EQF these studies belong to Level 4.
 (ix) Greek Manpower Employment Organization (OAED)

Greek Manpower Employment Organization (ΟΑΕD) has indeed various schools - in various levels - offering Hotel and Tourism Vocational Training. However, due to the latest Decisions of the Ministry of Education that transform the Technical Vocational Schools (TEE) to Technical Schools (EPAS), OAED did not operate such schools for the academic year 2006-2007.   

According to the EQF these studies belong to Level 5.
(x) National Center of Public Administration

This centre is not part of the official educational system of Greece end refers only to employees working in the Public Sector of 1st and 2nd degree. That concerns Regions, Prefectures and the Ministry of Tourism Development. It is similar with vocational training for adults and offers the course of Tourism Policy.

According to the EQF these studies belong to Level 5.
2.3.3.2 Private sector

(i) Post Graduate Studies

Various private universities and colleges operate in Greece and offer Master’s Degrees and in some cases Ph.D’s as well, in the field of hospitality and tourism. These colleges are located in Athens, Thessalonica, Corfu, and Crete.

In all these cases, according to the Greek Constitution, graduates do not have the right to become hotel managers and generally do not enjoy any other of the rights offered to the graduates of Public Universities or any other Public Institution. 

However, private colleges are very popular among candidates, since there is no need for them to pass the National Examination System in order to enter a public university.        

Last but not least, all these colleges operate under franchise collaborations with universities and colleges mainly from United Kingdom and Switzerland.   

According to the EQF these studies belong to Level 8 and 7.
(ii University Degrees

Indeed, the private sector in Greece offers bachelor’s degrees in the field of hospitality and tourism. The graduates not have equal rights with those of the public education system.

According to the EQF these studies belong to Level 6.
(iii )Institutions of Vocational Training

Private Institutions of Vocational Training (IEKs) offer a vast variety of courses concerning hospitality and tourism. Namely:

In the Hospitality sector (including Food & Beverages dpts):

· Chefs

· Catering

· Bar tenders

· Bakery and Pastry 

· Banquet organization 

· Hotel Management

· Hotel Animation

· Congress organization

In the Tourism sector:

· Air Transportation

· Air Ticketing

· Travel Agencies

· Tour Guides 

· Out-door Activities

· Shipping

· Spa and

· Thermal Tourism.  

The only difference between students in Private and Public Institutions of Vocational Training is that students in the former have to pay fees and take exams after completion of studies in order to have equivalent rights with graduates of the public institutions.

All Private Institutions of Vocational Training are supervised by the Organization of Vocational Training and Education (OEEK). 
According to the EQF these studies belong to Level 5.
(iv )Private Vocational Training Centers

Private Vocational Training Centers (KEKs) offer a variety of seminars in the field of hospitality industry. Nevertheless their effectiveness, as it was mentioned earlier, has been criticized. More or less, they are similar to those offered in the IEK. However, the courses offered here are on a seminar basis and not on a semester basis.  

According to the EQF these studies belong to Level 5.
(v) Other training providers  

Private sector tends to have also a vital role in Training Courses offered in Greece in the field of Hospitality.

Indeed, various field seminars for employees and managers offered such as:

· Various Hotel Reservation Systems (such as Hotel Manager)

· Quality Hospitality Services

· Hotel Marketing

· Hotel Management

· Promotion and Advertisement

· Public Relations

· Food Quality Assurance Systems 

· Storage and sanitation 

On the other hand, in the tourism sector the following seminars are offered:

· International Air Transport Association – Universal Federation of Travel Agents. Standard and Advance course for Air Ticketing.

· Forth- CRS for Sea Transport Ticketing

· Various Central Reservations Systems p.e. Galileo, Amadeus

· E- learning in various fields of tourism

· Destination Management Seminars

· Quality tourism Services

· Promotion and Advertisement

· Public Relations

Moreover, some private training providers offer field courses within the enterprise’ facilities, which are “tailor made” seminars designed according to the specific hotel’s needs. 

      These training providers exploit funds, which are formed by contributions of the enterprises and are indented to finance training activities of the firms. This is known as the LAEK Training Programme.      

According to the EQF these studies belong to Level 5.
2.3.4 Concluding remarks

From the above presentation of the training situation in the four examined sectors, a number of findings have to be highlighted:
· SMEs in all sectors do not generally exhibit any kind of formal training policy, in the sense that their training activities are planned and organized at even a short-term basis (1-2 years). Instead, training to the employees (and to self-employed as well) is offered on an ad hoc basis depending on the requirements of the State regulations and the availability of training programmes offered by the training agents (public or private).
· SMEs in all sectors are highly dependent on external training providers for the training of their personnel.
· Institutional arrangements for vocational training apply equally to all sectors.

· Specialised training providers, offering their services solely to a specific sector, exist in all sectors (ETAT for F+B, KAELE for Retail trade and OTEK for H+T+C).

· There is a common attitude of the small and medium entrepreneurs in all sectors about training. They perceive and consider expenses on training activities as a cost item and not as an investment on HR development.

3. Consolidated sectors’ reports

3.1 Introductory remarks

In this chapter, the findings of the field research in both, the training providers and the SMEs, are presented. Information is grouped in five sections concerning training needs, training practices, the actors’ views, government policies and recommendations for each investigated sector.

There is a uniform presentation of the findings inside the sections, reflecting the structure and the questions of the two questionnaires used for the interviews.

3.2 Food and Beverages sector

3.2.1 The sector’s SMEs’ training needs

(i) Recruitment of specialized and trained personnel (Questionnaire B, Question 1)

According to the findings of the field research, salespersons and technical personnel are hard to be found especially for SMEs of the sector situated in the provinces, far from Athens and Thessalonica where most of the skilled people are looking for a job. On the contrary, there is no such problem as far as the administrative personnel (accountants, secretarial and general duties staff) are concerned
.

(ii) Needs for new and updated skills (Questionnaire A, Question 6)

Currently, the main training needs are (indicatively)
:

a) For Food Hygiene and Safety (obligatory for all employees or self-employed handling food or drink products). (Levels 2 and 3 of EQF).
b) For multi-skilled technical employees (able to act as, let’s say, electricians, plumbers and fridge technicians at the same time and in a position to fix and service any machinery in the production floor). (Level 4 of EQF).
c) For social skills, such as communication abilities, good behavior and team and collaboration abilities. (Level 3 of EQF).
d) For office automation skills. (Level 3 and 4 of EQF).
e) For consumer service and sales techniques. (Level 3 of EQF).
f) For labeling, recycling and traceability (knowledge and application of EU and national legislation on these subjects). (Levels 3 ad 4 of EQF).
g) For safety technician (responsible according to the law, for the safety conditions prevailing inside the premises of the enterprise). (Levels 2 and 3 of EQF).
(iii) Identification of SMEs’ training needs (QA7, QA12, and QB19)

The contribution of SMEs’ in the identification of training needs is minimal. They lack internal procedures and their attitude against any training provider trying to investigate the subject is rather negative or, at best, reserved, unless the provider is an agent of the entrepreneurs’ representative body (like GSEVEE
) or the respective body of the employees (GSEE
). Indeed, the vocational centers established by those two bodies are making serious efforts to identify the training needs of the sector using properly designed questionnaires and coming in direct contact with the enterprises. They also play a vital role in the campaign, initiated by the State, for the preparation of a number of standardized “professional profiles” for the sector.

Cooperation between social partners, on matters related to VET, is active only at the third and highest level of representation. At that level, GSEE, GSEVEE, ESEE
 and SEV
 participate in institutional committees where they discuss related matters, formulate recommendations and proposals and forward them to the Government. At times, some proposals having a more general character may be included in the National General Collective Labour Agreement.

The entrepreneurs of the sector can detect the weaknesses of their personnel and are usually aware of their training needs mostly by experience and because normally they work side by side with their employees.  

(iv) Factors creating new training needs (QA8, QB4)


Legislation, competition, new technology and new products are the main factors creating new training needs according to both, training agents and entrepreneurs.

(v) Quality enhancement and related challenges (QA23)

Training providers and sectoral bodies’ representatives believe that in order to enhance quality the following issues should be addressed:

· Creation of internal system for the identification of training needs in each company.

· Promotion of sectoral studies on a topical level (prefecture or region) for the identification of training needs.

· Designing of proper tools for the evaluation and assessment of the effectiveness of VET delivered to SMEs.

· Preparation of Professional Profiles for the sector and accreditation of the knowledge provided by the VET system.

· Publication of annual reports on the activities of all training agents.

3.2.2 SMEs’ training practices and QA approaches

(i) Training providers’ main target groups (QA1, QA2, QA3, QA4)

Generally, private training providers (KEKs) offer global training programmes in the sense that they are not sector specialized but are allowed to design and provide their services to up to three different sectors or sub-sectors of the economy.

There are only few (1-2) training agents that offer training services solely to the F+B sector and they are State-controlled (ETAT and EFET).

The overall coverage of the sector by the training providers is very limited. No more than 50 or 60 enterprises can be found in the customers’ list of each one of them.

All employees’ groups are possible targets for the training providers but those actually trained are mainly the administrative and clerical personnel and the workers (skilled or unskilled).

The most demanded training programmes are those concerning:

· Food Hygiene and Safety

· Traceability

· SME administration

· Customer service

· IT applications

· Technical subjects

(ii) Designing the training programmes (QA5, QA9, QA10, QB7)

Private training agents are, almost in all cases, the designers of the training programmes
. Internal experts do the job either especially or independently of the sector.

There are no systematic and serious diagnostic attempts by either the training agents or the enterprises themselves in order to determine and define new and updated training needs. The most common procedure is for the Ministry of Employment to make its own diagnosis (in cooperation with the top-level representative organizations of employees and employers) and promote a general training programme framework.

Obviously, there is a need for more systematic approach to the subject and connection with the work on the preparation of “professional profiles”.
(iii) SMEs’ training policies and practices (QB2, QB3, QB5, QB6, QB9, QB11, QA13, QB14, QB18, QB20-QB23)  

As in most sectors of the Greek economy, SMEs’ with training or HR development policies cannot easily be found in the F+B sector. As the manager of a sectoral association has put it: “The everyday misery (tax and VAT issues, inspections by a number of different public authorities, competitors’ practices etc) does not allow the small entrepreneurs to deal with more serious issues like quality, training and development. All these problems have to be overcome and the small entrepreneurs to feel secure against the State and its servants if we want to see them dealing with quality and training and becoming more competitive”.

Only rarely one can find an SME in the F+B sector with a formal training policy. In those of the F+B enterprises that have been accredited by either ISO or/and HACCP system, the training of the personnel takes place in the framework of these Quality Assurance Systems and, apart from that, only when national or EU laws and regulations impose on the firms a specific obligation for training. 

Many of the sector’s SMEs are practically excluded from training activities and programmes because of a number of objective and subjective reasons/obstacles.

Objective reasons are:

b) The small number of employees that does not allow participation in training during the working hours.

c) Lack of proper facilities for in-house training.

d) Inability to compensate the employees for outside the working hours training (unless the training is subsidized).

e) Lack of time, due to long actual working hours.

f) Lack of incentives for the trainees (no certification of skills – no impact on or connection with career path or salary improvement).

g) Lack of information on available training programmes especially for firms situated in the provinces.

h) Lack of satisfactory financial incentives.

i) Bad economic environment and high competitive pressures that favor actions for lowering production costs and, among others, training costs.

Subjective reasons are:

a) The low degree of VET consciousness in both employees and employers

b) The generally low level of education of a large number of entrepreneurs of the previous generation.

c) General lack of interest for life-long training and education (they all pursue the highest possible initial education level, neglecting life-long training).

d) Employers consider training expenses as a cost item rather than as an investment.

Generally speaking, the entrepreneurs of the sector do not have any objection on their employees’ participation in training activities as long as the cost is minimal or totally subsidized.

As an entrepreneur said during the field research:

“Even if we realize the value and significance of training for the development of our enterprise, we lack the economic ability to back-up an organized and systematic training policy for our personnel. We do not have the proper size and, moreover, we have to face the problem of personnel turnover that doesn’t allow us to invest on them on a systematic basis, especially on employees of some specialization”.
However, the group of employees most commonly trained, according to the entrepreneurs, is the group of technical and skilled personnel, probably because they are the key and most significant employees in every SME of the sector, followed by the administrative one. Owners and other types of employees (unskilled and seasonal workers) do participate in training activities but only occasionally.

All relevant training practices are used by the SMEs’ of the sector
 but the prevailing types are those of “on-the-job” and “open” training. The section of SMEs with more than 25 employees can also organize “in-house” training seminars that are partly subsidized by OAED
.

In most cases, private training agents (KEKs
) and technology suppliers (including the ISO and HACCP accreditation agents) provide the training services to the SMEs. Occasionally, some of them ask a specialized University department to help them solve a production problem and convey a specific technical knowledge by training their production managers.

It is generally recognized by the owners of the SMEs that the training programmes are useful for their companies. However, they also believe that training on Food Hygiene and Safety (FHS), as this is provided by private agents in compliance with the law requirements, is at a very initial level, especially for companies already accredited for HACCP and ISO. Trainers are usually State employees (public servants) or “specialists” with no sufficient practical experience.

On the other hand, training programmes offered on other issues usually tend to stick to the same level of knowledge and repeat the same teaching material again and again so that a trainee cannot proceed to a higher level of knowledge on a specific subject or field (Information systems, accountancy, warehouse operation etc).

Among the firms that participate in training activities, the relatively larger ones (with 40-50 persons employed) usually train less than a quarter of their personnel every year. For the very small companies (with up to 10 persons employed) the percentage of the personnel attending at least one seminar every year is, as expected, over 50% and up to 75%.

As it has already been mentioned, lack of time is the main obstacle for the employees to attend training seminars and the cost is the main obstacle for the entrepreneurs to organize more (in-house) seminars.

Most entrepreneurs think that the existence of professional standards is a must for the sector but they consider it as a necessary only and not sufficient condition for the hiring of their personnel.

Due to the fact that trade unions and related activities do not exist in most of the SMEs of the sector, their role in the identification and satisfaction of the employees’ training needs is minimal.

The extent to which the current training policy is determined by the results of the training actions taken in past years is rather large and it depends on the evaluation of such actions, Given that, in most cases, the employers and the employees are generally satisfied by the services offered by the training agents, they tend to keep a positive attitude towards training activities.

The employees’ turnover does not constitute a problem for the SMEs of the sector, mainly due to the high unemployment. However, as it is also the case in other sectors, personnel that are difficult to find in the market it is always easier to change employer and this is the case for the highly skilled technical personnel (production managers and foremen, logistics and information technology experts, marketing experts etc).

From the field research it was not possible to obtain definite figures about the percentage of turnover spend every year for training purposes. The contact persons didn’t know or didn’t want to answer directly. From the context of the discussions the researchers had with them the training cost (not taking into account the cost and expenses for the implementation and maintenance of ISO and HACCP systems), must be only a tiny fraction of the turnover.

(iv) Selection of training providers (QB8, QB10, QB15)

SMEs become aware of the new training programmes offered by those agents either directly from them or through the representative bodies of the sector by means of fax, e-mail or by publications in different sector-specialized magazines.

As it is the case in other sectors as well, the relevance to their training needs and the cost are the main criteria used by the companies of the F+B sector for the selection of the training seminars offered by the different training agents. However, sometimes the companies rely on the selection made by their own employees.

The general impression about the evaluation of the services provided by the training agents seems to be positive though satisfaction did not reach the highest level in any of the investigated cases and for any of the groups of training agents (public, private or other).

(v) SMEs’ attitude to Quality Assurance (QA15-QA18, QA24, QB24) 

It is not easy to speak about Quality Assurance in training, as far as the SMEs’ are concerned, since they do not possess a formal training policy at the first place. According to training agents, the enterprises are rather indifferent about QA in training and they approach the subject in a superficial way. “All they want from training is to increase sales”, they argue.

The firms generally believe that training simply represents a cost for them or, at best, a way to get back some of the money they have already paid for the LAEK
 fund. In this context, they are not interested in promoting certification of training and they have left the issue mainly in the hands of the employees who expect, by that, to improve their economic and professional status.

According to the training providers, in order to be able to speak about quality in training, we, first of all, have to combine theory with practice, that is, theoretical seminars followed by on-the-job and laboratory training. Nowadays, the training of new recruits in SMEs’ is done mainly “on-the-job” in a no systematic and organized way. Only rarely a new employee can hope that he/she will be able to attend a 1 to 5 days seminar on a specific subject related to his/her work, unless of course such an action is imposed by the State (as in the case of training on FHS) or by the introduction to the firm of an accreditation system, like ISO or HACCP.

However, introduction of such Quality Assurance methods in relation to their products and/or services is not a common practice among the SMEs of the sector, though, due to competitive pressures, a rising number of them join the group of those already accredited.

(vi) Training and impact on SMEs’ performance (QB16, QB17)

As far as the impact of training on the development of the company is concerned, it is hard to offer a definite answer. “As we cannot have a systematic training policy”, an entrepreneur has stated, “it is not easy to measure the impact of training on the development of our company. It depends on the trainees and on the degree of practical application of the newly acquired knowledge especially on periods of organizational changes and expansion of the firm”.

The impact of training can easier be seen in the area of production. It generally facilitates the introduction of new technology or new products and can result to a higher productivity. Consequently, it makes the company more competitive.

(vii) Training providers’ approach to Quality Assurance (QA19, QA20)

Many training providers have now an ISO accreditation covering the operational aspect of their activity. But none of them has any Quality Assurance approach resembling the Common Quality Assurance Framework (CQAF) introduced by the EU. They are simply trying to cover the first two phases (planning and implementation) with some degree of success but assessment and evaluation is restricted in the training process itself (using internal or external inspectors) and is not extended to the effectiveness of the training on the work performance of the trainees. The assessment and evaluation is carried out usually by means of a questionnaire.

Only the training providers established by sectoral associations and few big private agents have started recently paying attention to the other two phases of CQAF, that is, the evaluation of the results of training and the incorporation of those results in the planning of the future training programmes. 

(viii) Continuous training of trainers (QA21)

According to all findings and information collected by the research, the training providers do not have a policy for continuous training of their trainers. The reason is that trainers used by the training agents have to be accredited by the EKEPIS (the official accreditation body for trainers of adult trainees) and they are trained and re-trained according to the EKEPIS regulations.

3.2.3 The representative organizations’, training providers’ and small firms’ views

(i) Training qualifications and skills (QA14)

It is widely recognized by the training agents, the experts of the sector and the entrepreneurs that training has a positive impact on the skills level of the employees. The gains are considerable even without the by-products of training (that the trainees get to know each other, exchange views and ideas and get information on the development of the market).

Despite that most of the entrepreneurs recognize that training has a positive influence on the skills level of the trainees (employees and self-employed), the enterprises are still not interested in quality matters.

(ii) Training provisions for special groups (QA11)

For the moment, training providers (both public and private) do not offer training courses especially designed for women, immigrants or other handicapped group of employees.
 To overcome the difficulty of training immigrants, that do not yet understand the Greek language, on Food Hygiene and Safety issues, EFET
 has produced a video showing all the necessary procedures.

(iii) SMEs’ assessment of training services provided (QB8, QB9, QB15)

As it has already been mentioned, SMEs are informed about the available training programmes by the training agents themselves or through their representative organizations. They generally consider the training they receive as useful for their business and express a moderate satisfaction for the services offered by the training agents.

(iv)Participation of SMEs employees in training needs identification and programmes evaluation (QB20, QA26)

Representative organizations and collective bodies of employers and employees of first and second level are not generally engaged in VET activities. Their main activities are:

a) To promote institutional and other sectoral problems for examination or solution by the State.

b) To inform their members about changes in legislation.

c) To help their members acquire the HACCP or ISO certificate. 

Instead, third level collective representative bodies have established training agents (KEKs – Centers of Vocational Training) affiliated to them and assuming the legal form of non-profit organizations (as in the case of GSEVEE).
The above mentioned training agents offer services to almost all target groups of a number of sectors, including F+B, retail trade and tourism. The same does a large number of profit-oriented private training agents (KEKs) established all over the country.

Internal experts in all these KEKs design training programmes especially for a sector or in a horizontal way to cover more sectors. Non-profit training providers try to identify training needs by performing researches and studies in cooperation with the respective representative bodies. Private training providers usually work on the thematic lines promoted by the Ministry of Employment in its proclamations for subsidized training programmes.

3.2.4 Government policies for training in SMEs
(i) Government incentives (QA22, QB12, QB13, QB18)

Funding of training programmes for SMEs’ is done though LAEK (full funding of the relevant cost) or OAED (part funding by using national and EU sources). Incentives are considered insufficient by the SMEs’ and, on the other hand, OAED is still fighting to restrict corruption phenomena in the (training) market. However, there are still enterprises that are not aware of the incentives offered by the State and they don’t make use of the LAEK programmes.

3.2.5 Recommendations

(i) Proposals for further policy initiatives (QA25, QA27)

Recommendations from the part of training providers include:

a) More and better-used funds.

b) Incentives for the employees (accreditation and certification of training and skills obtained, connection of training with professional profiles, training leave of absence).

c) Incentives for the employers (lower participation in the cost of in-house training, tax exemptions).

d) Training of the new recruitments before they start actually to work in the sector’s firms.
e) Faster promotion of the ESSEEKA project (designing of professional profiles and implementation of a system connecting VET with employment and the market).

f) Connection of theory (seminar training) with practice (on the job or in lab training).

Recommendations from the part of entrepreneurs include:

d) Training seminars for entrepreneurs on H.R. issues.
e) Trainers must have considerable practical experience and close relations with the sector and its problems.
f) Some at least training programmes should be delivered during work hours.
g) The training materials (notes, presentations, exercises, videos etc) should be given to the trainees in the form of a CD or a DVD, so that they could use it to refresh the new knowledge or methods at any time at home (a procedure followed today only by EFET).

3.3 Retail trade sector

3.3.1 The sector SMEs’ training needs

(i) Recruitment of specialized and trained personnel (QB1)

According to the research findings, it’s hard for the SMEs of the sector to find specialized personnel for new recruitments. This is true especially for salespersons and administrative officers, since the initial vocational training system does not provide such specialties. There is an agreement on that by both, the training agents and the enterprises.

(ii) Needs for new and updated skills (QA6)

Currently, the main training needs are (indicatively):

h) For specialized salespersons (i.e. for house appliances, electronic equipment etc.). (Levels 3 and 4 of EQF). 
i) For administrative officers for SMEs’ (able to cope with all administrative tasks in a firm). (Levels 3 and 4 of EQF).
j) For social or soft skills, such as communication abilities, good behavior, customer service and team and collaboration skills. (Levels 3 and 4 of EQF).
k) For office automation skills, such as use of the Internet, word processing and spreadsheets. (Levels 3 and 4 of EQF).
l) For marketing specialists. (Levels 3 and 4 of EQF).
m) For logistics specialists. (Levels 3 and 4 of EQF).
n) For whole trade officers. (Levels 3 and 4 of EQF).
o) For commercial representatives. (Levels 3 and 4 of EQF).
p) For safety technicians (responsible according to the law, for the safety conditions prevailing inside the premises of the enterprise). (Levels 2 and 3 of EQF).
(iii) Identification of SMEs’ training needs (QA7, QA12, and QB19)

The contribution of SMEs’ in the identification of training needs is minimal. This is basically done by private advisors or the non-profit training provider (KEK) affiliated to the National Confederation of Greek Trade. Private training providers, with few exceptions, do not engage in identification of training needs unless an enterprise asks them to do so in order to design in-house training seminars.

Cooperation between social partners (first or second level representative bodies of employers and employees) on issues related to VET is very weak at the moment. Such cooperation is active only at the third and highest level of representation. At that level, GSEE, GSEVEE, ESEE and SEV participate in institutional committees where they discuss related matters, formulate recommendations and proposals and forward them to the Government. At times, some proposals having a more general character may be included in the National General Collective Labour Agreement.
The entrepreneurs of the sector can detect the weaknesses of their personnel and are usually aware of their training needs mostly by experience and because normally they work side by side with their employees.  

(iv) Factors creating new training needs (QA8, QB4)

According to the training agents, competition, new technology and new products are the main factors creating new training needs. From the entrepreneurs’ side another factor is also stressed, that of the increased diversity of the new personnel. A number of them are immigrants with special training needs (language skills, knowledge of the institutional environment, retraining for those whose skills have become obsolete as a result of changing technologies and work practices)
.

(v) Quality enhancement and related challenges (QA23)

Sectoral bodies do not seem to be interested in QA issues. Things are made worst since the State does not impose on the private training providers the obligation to follow specific ways for the identification of training needs by category of enterprises or to cooperate with them or the representative bodies on training issues.

3.3.2 SMEs’ training practices and QA approaches

(i) Training providers’ main target groups (QA1, QA2, QA3, and QA4)

As it is the case in the F+B sector, generally, private training providers (KEKs) offer global training programmes in the sense that they are not sector specialized but are allowed to design and provide their services to up to three different sectors or sub-sectors of the economy.

There is only one (1) training agent that offers training services solely to the Retail Trade sector, the KAELE.

The overall coverage of the sector by the training providers is very limited. No more than 50 or 60 enterprises can be found in the customers’ list of each one of them.

All employees’ groups are possible targets for the training providers but those actually trained are mainly the owners (with members of their families) and the administrative and clerical personnel. 
The most demanded training programmes are those concerning:

· Sales techniques

· Accounting

· Marketing

· IT applications

(ii) Designing the training programmes (QA5, QA9, QA10, QB7)

The training programmes and seminars are designed by the training providers’ own experts either especially for or independently of the sector and sometimes with the cooperation of an internal expert (usually the owner of the firm that is buying the services or orders the seminar).

KAELE, the training provider (KEK) affiliated to the National Confederation of Greek Trade (an owners’ sectoral body) is a non-profit organization specialized in training programmes addressed solely to the Trading sector. 95% of their trainees are employees and only 5% are self-employed entrepreneurs. The owners of the retail trade firms, especially those in the big cities (Athens and Thessalonica), are generally indifferent towards training, they don’t participate in training activities. The situation, from the aspect of owners’ participation, is somehow better in the provinces.

KAELE trains mainly administrative and clerical personnel as well as seasonal employees on topics like marketing, sales techniques, accounting, P/C operation and SME administration.

It is in close connection with the sector’s enterprises and, when it designs training programmes, it takes into consideration the firms’ views on the subject. In order to identify the training needs of their members/customers they conduct their own research and cooperate with the sub-sectoral representative bodies (entrepreneurs’ unions). They believe that the rapidly changing economic, technological and working environment makes it imperative for them to keep on doing so in order to meet successfully the needs of their members/customers.

(iii) SMEs’ training policies and practices (QA13, QB2, QB3, QB5, QB6, QB9, QB11, QB14, QB18, QB20-QB23)

As we have already mentioned, the SMEs of the retail sector do not have a training policy for their personnel in the sense of an organized medium or long-run policy for the development of their employees, in the context of an entrepreneurial strategy. However, many of them exhibit a positive attitude towards training and express their readiness, for themselves and their employees, to participate in training courses, because they understand that training of any kind can only have positive impact on their enterprises. They urge their employees to participate in different seminars offering new knowledge and skills. They realize that training gives the employees prestige and makes them feel like cadres since it brings out their abilities and potentialities.

On the other hand, the employees of the sector are facing a number of problems that make it difficult for them to participate in training activities and develop a positive attitude towards life-long vocational training. The most serious of those problems are:

a) The fact that they are generally low-paid and they work long hours (some days till late in the evening). For their free time a lot of them try to find a second job to add some more money to the family budget. So, in several cases it is only for the daily allowance that they agree to attend at a training seminar. An entrepreneur of the sector stated: “I attend 3-4 seminars every year. On the contrary, my employees are hard to activate. They do not have a culture for life-long training and they are all satisfied only to find a job to provide them with the necessary salary to make a living. They go to some training seminars mainly because of the daily allowance they get. They don’t care about anything else and I am afraid that in a few years time immigrants, especially from the former eastern block countries, will occupy most of the job positions in our sector”.
b) Things are even worse for the women employees who are also in charge of the housekeeping and the raising of the children.

c) Training seminars are usually delivered in late afternoon hours (from 5.00-10.00 p.m.) every Monday and Wednesday when the retail trade shops are closed. During these hours most employees are tired, feel sleepy and their comprehensive ability is diminished. Another entrepreneur of the sector, expressing a different from the above (in paragraph (a)) mentioned view, said: “My employees are very eager to acquire new knowledge but work and family conditions, like the long working hours and the need to take care of the children, do not permit them to attend training seminars as often as they would like”.

According to training providers, participation of employees, both male and female, in the training seminars is difficult because of the long working hours and a general lack of interest due to the lack of certification or accreditation of the training. 

As a consequence, the groups of employees that are usually trained, according to the entrepreneurs, are the administrative personnel and the owners (together with their family members).

All relevant training practices are used by the SMEs’ of the sector
 but the prevailing types are those of “on-the-job” training and “open” seminars. “In-house” seminars are very rare due to the lack of proper infrastructure and size.

Training seminars are delivered mainly by private training agents (KEKs) and KAELE and, when it comes for a new investment or reorganization of the firm, by private consultants’ offices or the technology provider.

It is generally recognized by the owners of the SMEs that the training programmes are useful for their companies.

Among the firms that participate in training activities, the relatively larger firms (40-50 persons employed) usually train less than a quarter of their personnel every year. For the very small companies (up to 10 persons employed) the percentage of the personnel attending at least one seminar every year is, as expected, over 50% and up to 75%.

As it has already been mentioned, the main obstacle in the firms’ efforts to implement their training policy (provided they have one) is that seminars are delivered in late afternoon hours and last long (4-5 hours a day). The attendants are usually very tired and they cannot absorb the new knowledge offered.

The entrepreneurs feel rather indifferent about this issue and speak only about the professional standards for a salesperson, which is the key job position in the sector. Their motivation is centered mainly on projecting a good image to their customers and much less in improving quality as such. However, a training expert gave a different aspect: “The issue of preparing professional profiles for the trade business has been set out. The problem is that the entrepreneurs of the sector know nothing about it. All the relative movements concern the top organizations, that is, the third- level employers’ associations in complete absence of the merchants and their thoughts on the issue”.

Trade unions do not usually exist in the SMEs and in cases that they do their activities, on that subject, are limited to the information of their members about the need of modernization and change.

On the other hand, “… unfortunately, Greek business people, not just small or very small, but even the few large and medium size that exist, do not have a collective conscience and do not pursue synergistic practices, but they see everyone as their competitor” as a private training agent stated.

Despite the fact that most SMEs do not have a proper training policy for their employees, they generally express their readiness to continue training themselves and their employees because they understand that training of any kind can only have positive impact on their business.

As far as the turnover of the personnel is concerned, it is argued by the entrepreneurs, that it is easy for an employee to leave an SME for a competitor, especially if he/she is a salesperson or an information systems specialist. On the other hand, it is much harder for the low-rank clerks and administrative personnel because of the high rate of unemployment in the country.

From the field research it was not possible to obtain definite figures about the percentage of turnover spend every year for training purposes. The contact persons didn’t know or didn’t want to answer directly. From the context of the discussions we had with them the training cost must be only a tiny fraction of the turnover, less even than 0.1%. 

(iv) Selection of training providers (QB8, QB10, QB15)

SMEs become aware of the new training programmes offered by private training agents either directly from them or through their professional representative bodies (unions or federations of entrepreneurs) by means of post, fax or e-mail or by announcements in the sector’s magazines.

The relevance to their training needs and the cost are the main criteria used by the companies for the selection of the training seminars offered by the different training agents. However, sometimes the company relies on the selection made by its employees.

The owners’ opinion is that the training services offered by or through the sector’s associations (as it is the case of KAELE) are generally better than those provided by private agents.

As one of the entrepreneurs has said, “The training seminars provided by the private KEKs have an extensive theoretical content and only a bit of practice. The trainers are in most cases public servants (State employees) with no practical knowledge of the subject they teach or connection with the sector and its needs”.

(v) SMEs’ attitude to Quality Assurance (QA15-QA18, QA124, QB24)

Unfortunately, the majority of the SMEs’ haven’t any VET or HR development policy and they train their employees only on an ad hoc basis or because they have to conform to a certain legislation. The employers consider training as a cost item rather than as an investment and when they agree to run an in-house training programme or send some of their employees to attend an open seminar, it’s because they want to get back their contribution to the LAEK
 fund. An entrepreneur has put it bluntly: “We are trying to get back all the money we have contributed to the LAEK fund every year”. 

Moreover, it must be taken into account that it is rather easy for an employee to leave an SME for a competitor especially if he/she is a salesperson or an information expert. This fact actually reinforces the entrepreneurs’ cost perception of training.

As a consequence, they know nothing about QA in training. So, certification of training is an issue promoted mainly by the employees who expect to improve their wage and professional status.

As far as the connection between training practices and QA is concerned, training providers believe there is no correlation.

The percentage of (customer) SMEs’ applying QA methods (ISO) in their operation is unknown to the training providers but their feeling is that it has to be minimal. This feeling was totally verified by the field research to the SMEs.

As far as the application of QA methods in relation to their HR development and training is concerned, no SME is applying such procedures. Most of the owners do not have any idea about QA in training. Sectoral associations should help them, by means of short-term seminars, to obtain the relevant knowledge and become more sensitive on matters of quality in training.

(vi) Training and impact on SMEs’ performance (QB16, QB17)

It is hard to say how a company’s development has been affected by training. In purely technical matters (information systems, warehouse operation) one can detect an improvement in the way the job is done, but in more theoretical issues (administration, social and other soft skills) the impact cannot easily be seen. Generally, the entrepreneurs consider that the impact of training is much more obvious when they themselves are trained.

The same is true as far as a company’s performance is concerned. The entrepreneurs feel that training has to have a positive impact on their company’s performance but as they are not in a position to measure it directly they cannot be decisive on that issue.

(vii)Training providers’ approach to QA (QA19, QA20)

KAELE is about to get an ISO certificate for its services but they don’t have any Quality Assurance approach resembling CQAF. They try to cover the first two phases (planning and implementation) the best way they can but assessment and evaluation (by internal and external auditors) is limited to the training process itself. They use certified trainers and also try to monitor the carrier path of their trainees.

Apart from KAELE, most of the private training agents (KEKs) established all over the country that offer training programmes for SMEs of the sector, have already got or are now trying to get an ISO accreditation covering the operational aspect of their activity. But none of them has any Quality Assurance approach resembling the Common Quality Assurance Framework (CQAF) introduced by the EU.

They are simply trying to cover the first two phases (planning and implementation) with some degree of success but assessment and evaluation is restricted in the training process itself (using internal or external inspectors) and is not extended to the effectiveness of the training on the work performance of the trainees. The assessment and evaluation is carried out usually by means of a questionnaire.

(viii) Continuous training of trainers (QA21)

According to all findings and information collected by the research, the training providers do not have a policy for continuous training of their trainers. The reason is that trainers used by the training agents have to be accredited by the EKEPIS (the official accreditation body for trainers of adult trainees) and they are trained and re-trained according to the EKEPIS regulations.

3.3.3 The representative organizations’, training providers’ and small firms’ views
(i) Training qualifications and skills (QA14)

One can certainly say that the skills and qualifications of the employees who attend training courses become upgraded and they are in a better position to handle new technology and everyday practical problems with customers and providers. Moreover, we have to notice that the level of initial education of the new recruits is now higher than in the past and so are the gains from the vocational training these people can get. That’s why most of the trainees get a satisfaction from the training and are looking for a chance to come back in the class.

(ii) Training provisions for special groups (QA11)

Even if training providers are in a position to design and deliver any type of training programme for any category of personnel (women, immigrants, handicapped persons), there was not such a demand from the members/customers up to now.

(iii) SMEs’ assessment of training services provided (QB8, QB9, and QB15)

As it has already been mentioned, SMEs are informed about the available training programmes by the training agents themselves or through their representative organizations. They are generally satisfied by the services provided by the training agents, especially those established by the sector’s associations (like KAELE and GSEVEE’s KEK).

(iv) Participation of SMEs’ employees in training needs identification and programmes evaluation (QB20, QA26)

One cannot speak about participation of SMEs’ employees in the process of identification of training needs and of evaluation of training programmes, at least on the firm’s level, since trade unions generally do not exist in the SMEs. On the other hand, federations, that is, trade unions of second degree, are not engaged in such activities.

So, participation of employees takes place only at the highest (national) level, that of GSEE. Representatives of GSEE participate ex officio (together with representatives of SEV, GSEVEE and ESEE) in different committees and councils appointed by the State and having the responsibility to forward to the Ministries proposals on VET issues.

3.3.4 Government policies for training in SMEs

(i) Government incentives for SMEs’ training (QA22, QB12, QB13, QB18)

The only incentives offered by the State for the training of the SMEs’ employees are of economic nature. Funding of training programmes for SMEs’ in the retail trade sector is done though the Organisation for the Employment of the Working Force (OAED). Money can be raised from the LAEK fund to cover the cost of training programmes provided by private agents (KEKs). Incentives are considered insufficient by the SMEs. Actually, they argue, these are not incentives in the real sense since the money in the LAEK fund is contributed by the companies themselves and all they can absorb is the amount of money each one has contributed to the fund during the previous year.

Only the in-house training seminars are funded by OAED using State or EU money, but the company needs to have proper infrastructure and at least 25 employees per seminar in order to be entitled for the grant, a condition that practically cannot be met by any SME. It seems that there is much to be done in order to sensitise employers and employees on training issues and especially on life-long training.

3.3.5 Recommendations

(i) Proposals for further policy initiatives (QA25, QA27)

Recommendations from the part of representative bodies and the training providers include:

c) Incentives for the employees (accreditation and certification of training and skills obtained, connection of training with professional profiles, training leave of absence).

d) Incentives for the employers (lower participation in the cost of training, tax exemptions).

e) Faster promotion of the ESSEEKA project (designing of professional profiles and implementation of a system connecting VET with employment and the market).

f) Sectoral associations must help the owners of SMEs’ to obtain the relevant knowledge and become more sensitive on the VET issue. They can do that by means of short-term seminars that could exhibit the gains and advantages they could get from VET. 
g) Use of flexible forms of VET (during the working hours, distance learning).

On the other hand, the entrepreneurs suggest that:

a) “We have to introduce the subject of professional orientation in the initial education system. We must practically direct our youth towards professions with high demand in the market and, at the same time, being appropriate and matching to their own personality and inner abilities”.

b) “There is great need and demand for short seminars (20-25 hours at most) on specific practical subjects like “Merchandising” (organization and presentation of the products on the shop’s shelves), “Glass display design” and “Customer handling” for both the employees and the employers”.

c) “We need seminars on environmental protection (handling of packaging materials)”.

d) “Some solution to the “time problem” could be the delivery of training by experienced trainers at the work site during off-peak business hours and for short periods of time (1 hour). We asked OAED to organize and promote seminars of this kind but in vain”.

e) “The new entrepreneurs have to be trained appropriately by the Chambers of Commerce before they get a license to start a new business in the sector”.

f) “The training materials (notes, presentations, exercises etc) should be given to the trainees in the form of a DVD, so that they could use it to refresh the new knowledge or methods at any time at home”.

3.4 The hotel, tourism and catering sector

3.4.1 The sector’s SMEs’ training needs

(i) Recruitment of specialized and trained personnel (QB1)

SME owners in the tourism industry in relation to recruitment have the following views:

Recruitment in the tourism industry can be divided in two main categories:
a) Large populated cities and
b) Periphery and the islands were SME operate on a seasonal basis.   

In large cities, recruitment of qualified personnel seems that it is easier for SME since labour supply exceeds demand. More importantly, it is easy to approach the potential personnel offering just the basic salary.

In contrast, in the periphery and the Greek islands qualified personnel is rather difficult to recruit. The majority of employees strive to find a job in a large city and perceive the workplace in the periphery as an intermediate stage in their development carrier path.

(ii) Needs for new and updated skills (QA6)

Owners of SMEs in the tourism and hospitality industry tend to believe that there is a need for new and updated skills since competition and information technology change fast.  They claim that the basic training needs they have are as follows:

· Training programmes for Central Reservation Systems (EQF: Level 4 & 5)

· Information technology (EQF: Level 4 & 5)
· Computerized Accounting (EQF: Level 4 & 5)
· Support for equipment (EQF: Level 4 & 5)
· Sales  (EQF: Level 4 & 5) 

· Communication skills  (EQF: Level 5, 6, 7)
· Handling guests’ complaints  (EQF: Level 4 & 5)
Notably, it seems that they do not give much emphasis on training programmes for managerial, marketing skills or quality assurance, as they rely mostly on their experience.  As most of the managers of the SMEs are, at the same time, owners, they believe that the aforementioned training needs apply equally to them.  

In contrast, training providers, have more accurate perception of what SMEs owners perceive as training needs. Specifically, they argue that owners in the Greek Tourism industry give emphasis on:

· Central Reservation Systems (EQF: Level 4 & 5)

· Information technology (EQF: Level 4 & 5)
· Sales (EQF: Level 4 & 5)   

· Communication skills (EQF: Level 5, 6, 7)
Training providers give also emphasis on training on information technology, communication and technical skills. Indeed, a training provider offers the following training programmes: 

· “Small Enterprise Management skills for owners, managers and family members. 

· Information technologies and especially use of Internet as a global Communication and Marketing tool. Also basic computer skills such as word processing programs, spreadsheets, ERP and, for Tourism and Hospitality, CRS, Fidelio, Amadeus, etc.
· Tourism and Hospitality Professions at all levels.(Technical as well as communication skills)

· Retail Trade in general: Sales and customer service skills.

· Quality Assurance Programs and practices in all sectors”
(iii)  Identification of SMEs’ training needs (QB19, QA7, QA12)

In general, on behalf of the hotel owners, training is not a matter of improving employees’ performance but a matter of following the state legislation.     

Moreover, certification of quality services offered to customers both from restaurants and small hotels respectively, has been dictated by the need for building the overall image of the enterprise (which is a marketing issue), rather than by the need to offer better “value for money” services to customers. 
Some popular training seminars are those provided to the enterprises by technology suppliers. For instance, suppliers of accounting information systems or kitchens’ equipment offer such training seminars.

As they argue:

“Information technology systems are updated all the time, so we have support seminars offered by the suppliers. In some cases these seminars take place in our facilities or usually in hotels where a training provider organizes classes for new users.”   

Beyond the aforementioned seminars, employees participate in some vocational seminars with their own initiative and not with the direction of the management. These seminars may give them (as an incentive) some increase in their salary, up to 10% in some cases. Employees of food and beverages departments are the most frequent participants in these seminars.

These seminars are very popular and are organized in various populated cities of Greece. As the training providers argue:

“Seminars that offer increase of the employees’ salary are very popular. However, employers have a negative attitude towards these seminars because payroll is increased.”     

On the other hand, tourism sector demands more qualifications in comparison with the hotel and restaurant industry and suffers from problems that all small and medium enterprises have. The advantage of the travel agencies is that it’s easy to recruit qualified employees, once they operate in big and tourism developed areas and cities, where labour supply is high. The disadvantage of high employee turnover seems that is not a real problem for the travel agents, once e-marketing and e-sales techniques are about to penetrate the tourism industry.       
Moreover, it is important to note that training in the tourism sector focuses on “technical” and “soft skills”. 

A vital factor for travel agencies is that they need low initial investment capital. Thus it is easy for a trained employee to open his/her own travel agency. For this reason, travel agency owners are sceptical concerning training. Travel agents argue that:

“Once we train an employee and in fact we invest on him, then what we take in return is to cultivate a potential new competitor or a trained employee in our competitor business”.   

It is more convenient to seek for trained employees rather than to train them in specific information or reservation systems. Training on the job is the most common type of training in travel agencies, basically as far as sales techniques and other soft skills are concerned. 

What is also important to note is that in Greece there are only few travel agencies with more than 50 employees. Employees’ turnover is high because there is no development carrier in such small enterprises. 

Generally, owners of SMEs in the tourism and hotel industry perceive training as an obligation to the state legislation rather than as a prerequisite in order to enhance employees’ performance. Apart form this, they rely mostly on training on the job, or expect from the state to give them incentives for training in order to conduct a formal training program. Moreover, seasonality problems and high employees’ turnover make all owners to develop a negative attitude towards training. 
(iv)  New training needs creating factors (QA8, QB4)

Legislation, competition, new technology and new products are the main factors creating new training needs according to training agents and entrepreneurs.

(v) Quality enhancement and related challenges (QA23)

Private and public training providers seem to do some effort for Quality enhancement. However, they claim that it is difficult for them to proceed further, because of the cost factor that acts as a barrier.  Small and medium hotels and travel agents do not have the financial resources for training programs. Thus, training providers work only with the financial incentives given by the State or the E.U. If the incentives increase then quality of training seminars will also be improved.
3.4.2 SMEs’ training practices and QA approaches

(i) Training providers’ main target groups (QA1, QA2, QA3, QA4)

Training providers tend to focus more in Hotels and Restaurants since this target group is labour intensive. That is, it demands more personnel in comparison with travel agencies.

Concerning SMEs, once again the training providers’ major target group seems to be Hotels and Restaurants, since they employ numerous personnel. Generally, they tend to prefer large tourism enterprises rather than small and medium. 

Training providers focus equally on the following target groups among employees:   

· Owners and family members

· Administrative and Clerical personnel

· Technical personnel

· Skilled workers

· Unskilled workers

· Seasonal personnel

The usually offered training courses are on:

· Communication skills

· Information systems

· Technical skills

(ii) Designing the training programmes (QA5, QA9, QA10, and QB7)

Training providers claim, that training courses are generally prepared by their own experts, especially for the tourism and hospitality sectors.

In order to examine the training needs of the industry, training providers mostly rely on past experience. More importantly, they stated their intention to continue doing the same until the state legislation provides new directions.  For instance if the state requires ISO certificate from SMEs then they will offer such seminars.

On the other hand, SMEs’ owners mostly tend to rely on training programmes prepared by the training providers.

(iii)SMEs’ training policies and practices (QB11, QB2, QB5, QB6, QB9, QB14 QA13, QB3, QB20, QB21, QB22, QB23, QB18)

Small and medium hotels as well as restaurants do not have a specific and organized training policy. They rely mostly on training-on-the-job in order to provide employees and managerial staff with the necessary qualifications and skills. 
Similarly, in small and medium-sized restaurants within hotels and in restaurants operating independently, vocational training is provided occasionally. High turnover and seasonality problems, which are usually the main problems faced by this group of enterprises, allow training only on the job.

Small & medium-sized hoteliers and restaurant owners are forced (themselves and their employees) to participate in training seminars in order to obtain a certification on food hygiene and safety according to the state law.

It has also to be mentioned, that small and medium enterprises face competition from bigger enterprises for skilled employees. Once their size does not encourage employees’ promotion, it is easier for a trained employee to move over to a bigger hotel that is willing and can afford to pay better for skilled people.     

Last, but not least, a vital factor in vocational training is the nature itself of the hospitality industry. Multi-task jobs, which are mostly covered by the same person/ employee, leave narrow space for focusing on improvement of specific skills.

Most of SMEs, owners’ state that, more than 50% of their personnel take part in some kind of training programmes every year.

This occurs mainly due to:

· The high labour turnover,

· The small size of the enterprise itself, and

· The new (and changing) technology systems.   

(iv) Selection of training providers (QB8, QB10, QB15)

SMEs in the tourism industry usually use private training institutions and technology suppliers as training providers. 

They actually rely totally on them, since incentives, given by the state, can only be utilised by private training providers.

On the other hand, employees prefer to participate in public training providers’ seminars since there is no cost and they are also given a certificate that has a positive impact on their salary.       

The majority of SMEs in the tourism industry rely on training providers to inform them about training programmes offered. They actually react on training providers attempts to train them rather, than on their own interest towards training.

Training providers also have the same view of how they approach SME in order to convince them or their employees to participate in the training programmes.   

SME owners’ claim that, the most important criterion, for training programmes selection is the cost.  

As they argue, “good” seminars are very expensive and it is difficult to afford the cost. Nevertheless, if the state demands certification of attendance, then they are inevitably forced to participate.     

The most important obstacle SMEs’ owners face on the implementation of whatever training plans they have is lack of time. In the service industry, time pressure is a fact related with the permanent shortage of employees. Moreover, when 50% of the operating cost is labour cost, it is almost given that employees and owners have no time to devote on training.

In contrast, in tourism enterprises, which operate on a seasonal basis (six to eight months) there is plenty of time for training during the idle period. However, in these enterprises, the main obstacle is that employees do not usually come to work again with the same firm in the new season.       

(v )SMEs’ attitude to Quality Assurance (QA15, QA16, QA17, QA18, QA24, QB24)

SMEs believe that training has a vital impact on them. They argue that training is not only an matter of development but also a crucial factor for their survival. This mainly occurs due to:

· Changes on tourist behaviour,

· Changes on information technology and 

· Increased competition (national and international).

They value more training offered by private consultants’ offices than by Vocational Training Centres (KEKs), although training seminars of the latter are financed by LAEK or other funds. The former are also valued more in terms of their effectiveness on training.  

Generally, SMEs in the tourism industry seem that they do not give emphasis on Quality Assurance. The same conclusion is forwarded by the training providers, one of which has put it like that:

“An extremely small percentage, (of SMEs) almost negligible, apply any kind of organized Quality Assurance method in HR training and development. One constraint is the extremely small number of employees which does not lend itself to such methods. Another constraint is the lack of training and development culture of small, self-made entrepreneurs who have had no formal education.

Some are intuitively favorably disposed to “helping” their people but they do it in a rather paternalistic, empirical and not very effective way, notwithstanding their good intentions.”

In any case, training providers of the sector tend not to provide certified vocational training courses with the exception of IATA-UFTTA and Galileo training courses. In these cases, even if they do not actually offer an official certification recognized by the State, they have such a great reputation in the market that those passing the exams can be perceived as certified.     

Private consultants rely heavily on the Quality Assurance their own provider (franchisor) offers. In case they offer their own training courses, they rely only on ex post “oral” evaluation, which is targeting only on the SME owner. Apart from certification, some training providers may give emphasis on Quality Assurance for their own training programs on various aspects. In these cases:

· They follow current trends in adult education practises

· They organise ex ante “train the trainers” seminars

· They contact post-training surveys on trainees’ satisfaction

Indeed, a private training provider states:

“We keep up to date with modern trends and apply these methods in our own operational behavior, although we do not purvey, introduce or otherwise monitor such programs on behalf of our clients. We outsource this work to specialists.”

 Moreover, a public training provider stated that he also conducts studies for new training needs in all spectrum of the tourism industry. It is important to note that, as financed by the State, this particular training provider does have the funds for conducting studies of such extent.

(vi) Training and impact on SMEs’ performance (QB16, QB17)

Most of the interviewed SMEs’ owners in the tourism industry claimed that training is very crucial and one of their major tools for facing the strong competition. Thu,s training becomes not only important but also vital for their survival. Emphasis is given on training on information technology systems.

(vii) Training providers’ approach to Quality Assurance (QA19, QA20)

Private training providers seem to apply a certain Quality Assurance method for their training seminars offered in the tourism and hospitality industry.

Specifically, they claim that:

· Usually they plan in advance suitable training methodologies

· They set goals 

· They train their trainers

· They also monitor the on going training process and 

· Conduct some ex- post evaluation. The evaluation is conducted orally with the owner of the enterprise or by means of questionnaires addressed to participants.
Similarly, but in a lesser degree, public training providers try to follow such procedures in order to maintain Quality Assurance.

(viii) Continuous training of trainers (QA21)

Private training providers do not train their trainers since this is the task of EKEPIS, the supervisory organization for Vocational Training Centers (KEKs), which has released an extensive training program for all trainers in the country in order to accredit them. So, all that training providers can do is to make sure that the trainers, used by them in their training programmes, will always remain updated, as far as their specialties are concerned.
Similarly, the Organization of Tourism Education and Training (OTEK) is about to utilize E.U. funds in order to train its trainers in all of its schools.   

3.4.3 The representatives organisations’, training providers’ and small firms’ views

(i) Training qualifications and skills (QA14)

Training providers, in most cases, believe that SMEs of the tourism and hotel & restaurant sector have a positive attitude towards quality and that they consider quality as a key element for the development of personnel and consequently for the overall development of the business. 

Problems seem to arise on the actual implementation of this element. The key factors here seem to be the cost, the limited time available and employee’s turnover.    

(ii) Training provisions for special groups (QA11)

The most important target group in the hospitality industry tends to be the immigrants.
In the restaurant departments of hotels and independently operating restaurants, immigrants seem to increase numerically against local inhabitants. 

Thus, the most popular training seminars for private training providers seem to be those concerning language skills and intercultural adaptation.     

On the other hand, Vocational Training Centers (KEKs) give emphasis in all special categories of employees because the Greek Ministry of Labour forces them to do so. 

(iii) SMEs’ assessment of training services provided (QB8, QB9, QB15)

 Generally, training providers do not target on small and medium-sized hotels and restaurants since, according to their opinion, they are not profitable. Their major target groups are, instead, big hotels and chain hotels were they can gain a certain degree of profit.

In most cases, only big hotels tend to respond positively to providers’ publications for training seminars, which are released periodically in Athens, Thessalonica and in the two most tourism developed Greek islands, which are Crete and Rhodes. Thus, vocational training is not provided in an organized way to these enterprises.  Employees mostly find by their own initiative some suitable training seminars offered by training providers.

 Vocational seminars which are provided by training suppliers focus on soft skills and information technology. Hence, vocational training, which combines information technologies with the necessity of new marketing techniques, is the most popular.

In the tourism sector, which comprises mainly of travel agencies, training is been provided by “official” training providers which have global reputation. For example the IATA-UFTTA’s (International Air Transport Association - Universal Federation of Travel and Tourism Agencies) standard training course allows issuing of air tickets. Along with Global Reservation Systems (GRS), such as Galileo, these training courses are the most popular among travel agencies’ employees.

The Hellenic Association of Travel and Tourism Agencies (HATTA) actually acts as training provider and organises seminars in order to help its members to take the international examinations of IATA – UFTTA. Although these training courses are not recognised by the State and there is no extra bonus on the basic employees’ salary, they are very popular in the tourism sector. 

Moreover, reservation systems such as the “Open Seas” provided by ForthCRS, a Greek reservation system, which is unique in the Greek tourism market, provides training to users. The system in question allows boat and ferry ticketing.

Actually, all the above training courses are supplementary to information systems sales. Part of the sale is the training course offered to travel agencies to support employees in order to use the systems more efficiently. In this case, training actually acts as “support” to the information system rather, than as a service provided by an independent training provider.     

Once again, similarly to the hotel and restaurant sector, training providers argue that working with small and medium travel agencies does not offer profit opportunities.  Some training seminars concerning soft skills are actually for improving sales techniques and customer care.      

(iv) SMEs employees’ participation in training needs identification and programmes evaluation (QB20, QA26)

Hotel unions and associations along with tourism and restaurant associations are the main target groups for training providers as it is easier to approach them and convince them to participate in the training seminars which they provide. The associations in turn inform their members and encourage them to participate.

However, participation of small and medium-sized members seems to be difficult to achieve. As they argue, problems and daily tasks do not allow formulation of training policies.

On the other hand, concerning participation in the decision making process, hotel unions and associations along with tourism and restaurant associations exhibit a certain degree of involvement in the processes of identification of needs, planning of programs and formulation of seminars.

In fact, various sectoral “bodies” do have their representatives in the official committees assigned for such decision making. In some other cases these committees ask tourism or hotel bodies for their opinion about the effectiveness and the formulation of such seminars.

Furthermore, the Organization of Tourism Education and Training (OTEK) has in its Directory Board as member a representative of the Federation of Hotel Employees.     

3.4.4 Government policies for training in SMEs 

(i) Government incentives for SMEs’ training (QA22, QB12, QB13, QB18)

Both training providers and SMEs’ representatives tend to have a common belief that   incentives which are provided by the State are not enough to encourage small and medium hotels, restaurants and tourism enterprises to adopt training policies.

In contrast, big hotels and franchise restaurants are capable of using such State incentives in order to train their employees and middle managers. However, the State offers various seminars that are targeted to the small/very small hotels and restaurants and are organized by Vocational Training Centres (KEKs).  

Moreover, training providers argue that the owners of small and medium hotels and restaurants should first change their attitude towards training before targeting to specific training policies. They argue that hoteliers assume that training is an issue of cost or source of income (since the courses are financed by the State) rather, than a matter of investment on human recourses. 

Indeed, training providers suggest specific government policies:

“(There is a need for)… extensive campaign to convince owners about the benefits of training. This campaign could include congresses and information brochures. The cost for both could be covered by EU programs.” 

According to SMEs’ owners there is little that the State could possibly do beyond the aforementioned seminars. However, training providers argue that employees’ associations should be strongly encouraged to participate in the policy making process.

On the other hand, in the tourism sector, training is an obligation before entering the tourism business. Fluent English, sales techniques and familiarisation with information technology systems seem to be a prerequisite in the tourism sector. In contrast, hotels’ waiters and housekeeping employees do not necessarily need these qualifications. 

In overall, it is important to note that tourism sector is part of the Greek social environment. Greek society encourages initial education rather than life long vocational training or continuous training. Moreover, skills on information systems are not easy to be delivered to middle ages or elderly employees. The same applies for the case of training in foreign languages.

Thus, although the State encourages vocational training with incentives such as LAEK – 0.45%, there is little that it could actually do to change attitudes towards vocational training. In contrast, it could probably reinforce learning of foreign languages in the official initial educational system. 

In conclusion, training providers believe in the necessity of training while SMEs’ representatives tend to perceive training as a cost and as an obligation to follow state legislation. SMEs’ owners also seem to believe that if the state legislation would further expanded, then the resulting higher cost would have raised an issue of survival for the enterprises of the sector.

Nevertheless, both training providers and SMEs’ owners commonly believe that training is vital in areas of: 

· Information technology, 

· Communication skills, and 

· Sales techniques.

Training providers suggest that the state should negotiate with both SMEs’ and employees’ representatives, in order to convince them to change their attitude towards training. This could be done with an extensive campaign and negotiation.  

Specifically, a training provider argues:

“Most of the training programs produced in response to E.U. calls (i.e. Leonardo, etc.) die upon completion because there are no organizations interested or capable to promote and implement them. In my opinion, a serious study should be undertaken at two levels:

1. Individual interviews with owners-managers of SMEs in an effort to determine their perception of employees’ (as well as their own) training needs vis-à-vis business objectives, and

2. In close consultation with the elected leaders of Employers’ Organizations and Government agencies, attempt to define training needs and encourage small entrepreneurs to become seriously involved in training as a means of survival.”

Training providers also suggest that the state should add more legislation for the minimum employees’ or owners’ qualifications. This approach dictates a study, which will involve both employees’ unions and the sector’s representatives. SMEs’ owners arrive to similar conclusions. Their main argument is that the tourism product includes various supplementary to one another services, i.e. restaurants, accommodation, bars etc. All should have a common goal: customer’s satisfaction. This can be achieved if all parties involved are trained to offer better quality services.  

An SME owner has put it that way: 

“Minimum qualifications for employees’ or even for us will set the bar high concerning the level of quality of offered services. In the long term, this will change the perception of the Greek tourism industry in a positive way. More importantly, newcomers will hesitate to enter the market since minimum qualifications would be required.”
Another issue that has been raised by both, training providers and SMEs’ owners is the seminars organized by Vocational Training Centres financed by EU. These seminars target on both unemployed and employed individuals. The EU via the Greek Ministry of Labour or the Organisation for the Employment of the Labour Force (OAED) finances the participants taking part in these seminars and also the enterprises. The point of view of both, training providers and SMEs’ owners, is that these seminars should be expanded with more benefits/ incentives for both enterprises and participants.

Thus, emphasis is given on fund raising rather, than on the training itself. More importantly, both sides perceive these incentives for granted and fail to grand training the importance it should have.         

As a training provider has put it:

 “Most small firms “take advantage”  (in the wrong way) of  OAED programs at the instigation of a training agent which will structure the training, fill out the forms and submit them to OAED. As a result, the emphasis is placed not on training value but on receiving money to which, after all, they feel entitled since it represents their own contributions”.

Last but not least, both sides believe that some kind of “objective” credit should be given to trainees for qualifications gained on completion of any kind of training programme, not necessarily incentives only on employees’ salary. 
They say that, simply because in the tourism sector it is easy to give recognition to an employee who has the IATA- UFFTA certificate, but it not easy to give merit on an employee who has attend a “Customer Care” training program offered by a Vocational Training Center (KEK) or any other private training provider. 

This certification-credit could also facilitate employees’ selection process, instead of relying only on credits for previous experience gained in some tourism enterprises with “brand” names.  

3.4.5 Recommendations

(i) Proposals for further policy initiatives (QA25,QA27)

To conclude with, Quality Assurance in Vocational Training in the hotel & restaurant and tourism sector seems to have a long way to go in order to reach SMEs and vocational training providers respectively. Once 95% of the tourism industries are small and medium-sized enterprises and the majority of them are located in the periphery of Greece (as in the islands), a long and intensive effort will be needed to achieve this goal.  

Concerning Accreditation of Vocational Training in the hospitality and tourism sector, probably, the answer to this approach could be the European Credit System for Vocational Education and Training (ECVET). SMEs’ owners or training providers were not aware of this system, but they reacted positively when they were informed about it. 

Concerning the issue of incentives given by national and E.U. funds to participants (employees and firms), there are some voices asking even their abolition, on the ground that once participants and SMEs perceive training as a source of income or cost respectively, the meaning of training and its consequences are actually lost for both parties. 

On the other hand, employees that perceive training as a ladder for their career development they are already ready to pay the cost. Actually, they do so one way or another.  Similarly, SMEs which perceive training as an investment rather than as a cost are also prepared to pay the cost. Trained employees will then offer quality services to customers and this can be used as a competitive advantage by the enterprise. The result would normally be higher income (profits and salaries) for both of them.
If SMEs choose not to invest on their human resources then, sooner or later, they will go out of the tourism market and will leave space to others which have another perception about quality and customer care. Presumably, an extensive campaign to change SMEs owners’ attitudes towards training would be more useful than incentives.   

Last but not least, in the light of these conclusions, further studies should be undertaken in order to arrive at more accurate conclusions.

4. Quality approaches in small firms’ VET: Sectors’ similarities / differences and interpretation

All sectors present some common characteristics the most significant of which are the following:

· The vast majority of the total number of enterprises consists of SMEs.

· The high mobility (turnover) of the trained and qualified personnel.

· The strong seasonality factor (though at different degrees)
· The similar ratio (60/40) of men and women in the labour force.

· The degree of decentralization (most of the SMEs are situated in the periphery of the country).

· The apparent mismatch between supply and demand of specialized personnel in the labour market and on a regional basis as well and, finally,
· Their labour intensive character.

On the other hand, there are some worth mentioning differences:

· The educational level of the labour force (employees and self-employed) is lower in the F+B sector and higher in the Retail Trade and the Hotels, Restaurants and Catering sectors.

· Young people (up to 29 years of age) are dominant in the Hotels, Restaurants and Catering sector while in the F+B and Retail sectors they constitute only about a quarter of the labour force.

· Self-employed people (owners and family members) constitute almost 50% of the labour force in the Retail sector (and the percentage is also high in the H+T+C sector) while they are only about 30% in the F+B sector.

· Owners is the main target group receiving training services in the Retail Trade sector, but not in the other two sectors
Specific and significant differences, in the way that training providers and small and medium enterprises perceive the issues of CVT, in the three sectors were not detected from the research.

The general impression is that small and medium entrepreneurs consider expenses on vocational training as a cost item rather than as an investment on their human resources. There are also many obstacles preventing the SMEs of the sectors from getting full advantage of the vocational training programmes offered by a large number of training providers in the country. The small size, the lack of time and the lack of information are the most serious of them.

Independently of sector, SMEs train their employees (including self-employed people) on an ad hoc basis or because they have to conform to certain State legislation. They generally lack any kind of formal training policy concerning the development of their human resources. Actually, they are not in a position to plan and implement such a formal vocational training policy since they lack the expertise (they cannot afford to pay for it), they are afraid of loosing their trained staff (for competitors who offer career opportunities) and they are constantly occupied with the everyday problems of their business.

However, at the same time, because they have seen the usefulness of these programmes for their company’s performance and the status of their employees they exhibit an open mind on the subject and facilitate their personnel to participate in training programmes.
The training agents that offer vocational training services to the enterprises of the sectors are (a large number of) private training centers (KEKs) and private consultants and a small number of training centers and organizations belonging either to representative bodies (GSEE, GSEVEE, ESEE) or to the State. Only the latter and few of the former pay some attention and do some research for the identification of training needs and the monitoring of the results of their services. What they generally do is to design training programmes, mainly of an open type, to accommodate the needs of various enterprises at different sectors.

Given the above situation, the issue of Quality Assurance in Vocational Training (in the context of the CQAF) is not at the moment in the priorities of most of the training providers and the enterprises.

5. Summary of findings, conclusions and recommendations

5.1 Summary of findings and conclusions
5.1.1 The overall training profile of SMEs

1. SMEs in all sectors do not generally exhibit any kind of formal training policy, in the sense that their training activities are planned and organized at even a short-term basis (1-2 years). Instead, training to the employees (and to self-employed as well) is offered on an ad hoc basis depending on the requirements of the State regulations (as in the case of training on Food Hygiene and Safety and on Health and Safety of Employees on work premises) and the availability of training programmes offered by the training agents (public or private).
2. The main reasons for that are:

a) The small size (which has as a result the inability to accumulate training funds, the limited availability of personnel for training purposes, the small profitability margins for training providers and the inability to employ HR experts).

b) The lack of time, money and interest.
c) The lack of proper incentives for both employees and employers (no accreditation of training, no career opportunities, inadequate subsidies). 

d) The high competitive pressures (since training represents for them a cost item rather than an investment they cut it in order to lower production cost and to cope with competition).
e) The high turnover of trained and specialized personnel.

f) Seasonality problems.
3. Institutional arrangements for vocational training apply equally to all sectors. Training services to their employees are provided by:
· 272 VTCs

· A number of know-how and technology suppliers (of information technology, ISO quality assurance and HACCP systems).

· A number of private consultants companies.

· Specialised training providers, offering their services solely to a specific sector, exist in all sectors (ETAT for F+B, KAELE for Retail trade and OTEK for H+T+C).
4. The different training programmes are designed by the VTCs’ internal experts either especially for a sector or, more often, in a horizontal way to cover more sectors. 

5. Representative organizations and collective bodies of employers and employees do not generally engage in VET activities. To cover this area, some of them have established VTCs as affiliated training organizations.

6. Cooperation between social partners on issues related to VET, is very weak because trade unions do not generally exist in SMEs and the SMEs’ owners do not have vocational training in their priorities. Instead, all activity on the subject is restricted at the top representative bodies, of the third and highest level of representation of employees and entrepreneurs, which are responsible for the negotiations on the National Collective Labour Agreement.

7. There is a common attitude about training, exhibited by the small and medium entrepreneurs in all sectors. They perceive and consider expenses on training activities as a cost item and not as an investment on HR development.

5.1.2 The SMEs’ training practices, training needs and QA approaches
1. The prevailing training practice is “on-the-job” with second in significance the “open-type” seminars.

2. Practically, all the categories of employed persons, including the self-employed and the members of their families, are target-groups for the training providers. In the Retail Trade sector the owners is the main target group while in the Tourism sector owners generally do not participate in vocational training.

3. For the moment, there are no especially designed training courses for women, immigrants or other handicapped group of employees. This is done only for unemployed people.

4. SMEs in all sectors are highly dependent on external training providers for the training of their personnel.

5. Legislation, competition and new technology and products are the main factors creating new training needs.

6. The contribution of SMEs’ in the identification of training needs is minimal. This is done mainly by representative bodies of higher (second or third) level or certain well organized Vocational Training Centres (VTC).

7. The whole mechanism of needs identification and determination of training programmes is of a “top-down” nature.

8. Mostly needed training programmes at the moment are (indicatively):

· On Food Hygiene and Safety (compulsory)

· On Health and Safety of Employees (compulsory)

· On multi-skilled technical and administrative personnel (able to perform on different production floor or office positions) 

· On social or soft skills (communication, behavior, team working, customer care etc) 

· On marketing and sales techniques
· On information technology (Microsoft Office, Internet, Web design, accounting and other operational systems like the CRS and GRS used by hotels and tourism enterprises)

9. Training is considered having a positive influence on the development and performance of the enterprises (though not apparent or easily measurable) as well as on the skills’ level of the trainees (employees and self-employed). People who have got the experience of training once, want to repeat it but under proper conditions (certification of training, shorter and more flexible seminars).

10. However, certification of training is mainly promoted by the employees, who expect to improve their salaries and their career opportunities. Entrepreneurs assume a rather positive position as far as the issue of professional profiles is concerned, but are afraid that certification of training will probably raise the payroll expenses and will drive them to the edge.
11. There is no way to speak about Quality Assurance approaches in training in the SMEs, as long as they have not a formal training policy. Only those enterprises with ISO or HACCP accreditation seem to understand the meaning of QA, but still they are not in a position to implement it. 

12. Training providers do not have any Quality Assurance approach resembling CQAF. They are trying to cover the first two phases (planning and implementation) with some degree of success but assessment and evaluation is limited to the training process itself and is not extended to the effectiveness of training on the work performance of trainees, with the exception of few institutions of public interest or some well organized private ones.
5.1.3 Present Government policies for SMEs’ training
1. Funding of training programmes for SMEs’ is effected though LAEK (full funding of the relevant cost) or OAED (co-funding by using national and EU sources). The State intervention to the problem of continuing vocational training in Greece is limited to some financial incentives. The entrepreneurs believe that these incentives are not satisfactory and the general impression is that the use of the resources is not very effective.

2. The other way that the State (or EU through it) intervenes to the specific problem is by legislation. That is, by imposing compulsory training programmes for those employed in the (three) sectors (i.e. Food Hygiene and Safety for those employees who come in contact with food and drinks).

5.2 Recommendations
5.2.1 Recommendations from the part of entrepreneurs
a) Training seminars for entrepreneurs on H.R. issues.
b) Trainers must have considerable practical experience and close relations with the sector and its problems.
c) Some at least training programmes should be delivered during work hours.
d) The training materials (notes, presentations, exercises, videos etc) should be given to the trainees in the form of a CD or a DVD, so that they could use it to refresh the new knowledge or methods at any time at home (a procedure followed today only by EFET).

e) Introduction of the subject of professional orientation in the initial education system. Direction of the young people towards professions with high demand in the market and, at the same time, being appropriate and matching to their own personality and inner abilities.
f) Designing of short seminars for both the employees and the employers (2-3 days at most) on specific practical subjects like “Merchandising” (organization and presentation of the products on the shop’s shelves), “Glass display design”, “Customer care” and “environmental protection” (handling of packaging materials).
g) Delivery of training by experienced trainers at the work site during off-peak business hours and for short periods of time (1 hour) each time. 
h) Appropriate training of the new entrepreneurs by their local Chambers of Commerce before they get a license to start a new business.
5.2.2 Recommendations from the part of training providers
a) More and better-used funds.
b) Incentives for the employees (accreditation of training and certification of skills obtained, connection of training with professional profiles, training leave of absence).
c) Incentives for the employers (lower participation in the cost of in-house training, tax exemptions).
d) Concerning the issue of incentives given by national and E.U. funds to participants (employees and firms), there are some voices asking even their abolition, on the ground that when participants and SMEs perceive training as a source of income or cost respectively, the meaning of training and its consequences are actually lost for both parties. 
On the other hand, employees that perceive training as a ladder for their career development they are already ready to pay the cost. Actually, they do so one way or another.  Similarly, SMEs which perceive training as an investment rather than as a cost are also prepared to pay the cost. Trained employees will then offer quality services to customers and this can be used as a competitive advantage by the enterprise. The result would normally be higher income (profits and salaries) for both of them. 

If SMEs choose not to invest on their human resources then, sooner or later, they will go out of the tourism market and will leave space to others which have another perception about quality and customer care. Presumably, an extensive campaign to change SMEs owners’ attitudes towards training would be more useful than incentives.   
e) Training of the new recruitments before they start actually to work in the sector’s firms.
f) Faster promotion of the ESSEEKA project (designing of professional profiles and implementation of a system connecting VET with employment and the market).
g) Connection of theory (seminar training) with practice (on the job or in lab training).
h) Use of flexible forms of VET (during the working hours, distance learning).
i) Sectoral associations must help the owners of SMEs’, through counseling and coaching, to obtain the relevant knowledge and become more sensitive on the VET issue. They can do that by means of short-term seminars that could exhibit the gains and advantages they could get from VET.
j) Trainers should be encouraged to employ more interactive methodologies (action learning and co-learning) with a large component of visual aides. OAED should become more aware and concerned with the content and the quality of training rather than with the red-tape procedures which reduce trainers’ effectiveness and inhibit learning.

k) Trainers should be able to ascertain and evaluate the degree of usefulness of the knowledge and skills acquired by training on the job, by using post-training questionnaires and interviews with trainees and employers.

l) The state should raise the minimum qualifications standards for employees and owners especially in the H+T+C sector. This approach dictates a study, which will involve both employees’ unions and the sector’s representatives together with experts and State officials. 
The main argument is that the tourism product includes various supplementary to one another services, i.e. restaurants, accommodation, bars etc. All should have a common goal: customer’s satisfaction. This can be achieved if all parties involved are trained to offer better quality services.
m) There is a need for an extensive campaign to sensitise and convince owners and employees about the benefits of training. This campaign could include seminars and information brochures and should be delivered at local level encouraging employees’ and owners’ associations to participate in the process.
5.2.3 Recommendations from the part of the researchers
a) Concerning Accreditation of Vocational Training in the hospitality and tourism sector, the answer probably could be the European Credit System for Vocational Education and Training (ECVET). 
b) The State should impose on the private training providers the obligation to follow specific ways for the identification of training needs by category of enterprises or to cooperate with them or the representative bodies on training issues. Also, they should be obliged to implement the CQAF methodology to their main training programmes.
c) The top-down nature of the needs identification mechanism must be reversed or, at least, work the other way round too. Actually, the whole mechanism of decision making on VET issues (needs’ identification, designing of training programmes, implementation and evaluation of the programmes and feedback of the results for the improvement of the whole procedure), has to come nearer to the local societies, so that the voice of SMEs and that of the local associations’, unions’ and training providers’ could be heard by State officials and hi-ranked representatives.
d) In that context, the Irish experience of Skillnets could be of great help.
e) Participation of local or regional representatives of sectoral associations to central committees discussing and recommending to the government solutions to the VET problem for SMEs should be encouraged by the State authorities.

f) Further studies should be undertaken in order to arrive to more accurate and better documented conclusions on the subject.
As a final statement, we have to recognise that the significance of small and medium enterprises for the national economy (they often call them the “backbone” of it) is totally contradicted with their ability to participate in training activities. In order to bridge the gap, prompt and generous measures must be taken by the State and the social partners towards the higher awareness and the sensitisation of the SM entrepreneurs and also towards the facilitation of their more direct participation in the decision-making processes concerning vocational training activities.
APPENDICES

A. Sources of further information

A.1 GREEK TRAINING PROVIDERS

	       SECTORS

PROVIDERS
	F+B
	RETAIL TRADE
	HOTELS+CATERING+TOURISM
	CHARACTER OF THE AGENT

	E.F.E.T.
	    +
	
	
	Training programme and Trainers Accreditation

Body (Public)

	E.L.O.T.
	     +
	      +
	+
	Training programme and

Trainers Accreditation

Body and Training

Provider (Public)

	O.A.E.D.

(LAEK Programme)
	     +
	       +
	+
	Training programme and

Trainers Accreditation

Body and Initial Training

Provider (Public)

	O.E.E.K.


	     +
	      +
	+
	Initial Training Provider 

(116 public and 52 private

IEK)

	UNIVERSITIES
	     +
	     +
	+
	Initial Education Providers

(Public or Private)

(High level professional

Seminars)

	K.E.E.
	     +
	     +
	+
	43 Public VET Providers

        

	O.T.E.K.
	
	
	+
	Public VET Provider

       

	K.E.K.
	     +
	     +
	+
	272 Private Training 

Providers

	KNOW-HOW

AND TECHNOLOGY

SUPPLIERS


	     +
	     +
	+
	Private Training Providers

        

	ENTERPRISES
	     +
	     +
	+
	       


A.2 ACRONYMS

EFET: Hellenic Food Control Agent

ELOT: Hellenic Organization for Standardization

IEK: Institutes for Vocational Training

KEE.: Adult Education Centres

KEK: Vocational Training Centres
LAEK: Fund for Employment and Vocational Training

OAED: Organization for the Employment of the Labour Force

OEEK: Organization for Vocational Education and Training (National Focal Point for Europass)

OTEK: Tourism Education and Training Organization
A.3 OAED

The Labour Force Employment Organisation (OAED) implements sector-specialised continuing vocational training courses for the unemployed, as well as for the employees who need to acquire extra skills that will facilitate their career development. It manages 36 regional Vocational Training Institutes.

The tasks of the OAED are:

· To ensure the acquisition or/and improvement of the vocational skills of the manpower through training 

· To support training with employment programmes, so that it will correspond to the continuously changing conditions of the labour market.

In the vocational training area, the OAED aims at: 

· The creation of specialised labour force

· The normal integration of young people in the labour market 

· The transition from training to productive procedure 

· The meeting of needs in professional qualifications, which are created by the continuously changing demands of the labour market.

Since 1986, the OAED funds and supervises activities for internal business training of employees in private enterprises. These are co-financed by the European Social Fund (ESF), the Greek State budget and enterprises themselves.

Web site: www.oaed.gr
A.4 LAEK

In the 90s, the first sectoral collective agreements on vocational training were adopted and the social partners established the Fund (Account) for Employment and Vocational Training (LAEK) in 1996. LAEK derives from the contribution of 0,45% to the Special Account for VET Programmes (ELPEKE) on the part of the employers, and the contribution of 0,36% to the Special Joint Account for Unemployment (EKLA), on the part of both the employers and the employees. LAEK is managed by a tripartite committee with technical support from the Labour Force Employment Organisation (OAED).

Its main objectives are:

· To make more efficient use of the training resources

· To initiate and promote lifelong learning programmes in accordance with the needs of the labour market.

In late 1993/early 1994, the Ministry of Labour proposed the creation of 10 "Specialised Vocational Training Centres" (SVTC) to be financed through the EU Operational Programme of the second Community Support Framework (1994-1999) for "Continuing Vocational Training". A relevant feasibility study had been conducted, which had described the concept in detail and had given the SVTC a sectoral or cluster character, each one of the Centres representing a sector and establishing in identified regions of the country. This measure was not put in practice because preference was given to global training institutes, which could cover the training needs in more than one sector. But in the current system of "global" structures operation (Vocational Training Centres), for each one of them is permitted to cover not more than three in total sectors or sub-sectors of economic activity. 

A.5 KEKs

Vocational Training Centres (KEKs) were first set up in 1995 and are co-financed by ESF. They mainly set up continuing training for both employed and unemployed people. KEKs are specialised, non-profit making organisations certified to provide vocational training by the National Certification Centre, an administrative body supervised by the Ministry of Labour. KEKs operate within nine fields:

Environment

Health services

Culture and Sport

Pedagogic and Training

Administration and Economy

Information technology and applications

Tourism and Services

Agriculture

Engineering and Transport.

They offer courses in maximum 3 of these areas.

The social partners became involved in the administrative boards of organisations involved in training and education and have taken initiatives to invest in human resources, bolster proactive measures of intervention in the labour market
.
A.6 ORGANIZATION OF TOURISM

 EDUCATION AND TRAINING (OTEK)

The Organization of Tourism Education and Training (OTEK) is the specialized state educational institution for the tourist professions in Greece. It was founded in 1937 and operates under the supervision of the Ministry of Tourism. Since then, it has been following the upward development of Tourism in Greece, aiming at meeting the needs of the tourism market for well-trained personnel.

The aims of the O.T.E.K policy are the following:

· The systematic observation of the job market and the adaptation of the educational curricula to address its evolving needs .
· The implementation of a tourism education and training policy based on unified models and uniform standards of quality.

· The support of tourism policy goals in order to improve the competitiveness of tourism products and the dynamic development of tourist enterprises.

· The cooperation with tourist and educational institutions at both national and international levels.

O.T.E.K provides professional education and training for the hotel, catering and tourism professions at every level of studies:

Higher Education

Advanced Schools of Tourism Education in Rhodes and Aghios Nicolaos, Crete.

Course:  Hospitality Management 

Duration of studies: 6 academic semesters - 9 months supervised practical training.

Post- secondary Education
Schools of Tour Guides in Athens, Thessaloniki, Heraklion, Corfu, Rhodes   and Metilini.

 Duration of studies: 5 academic semesters

Institutes of Vocational Training in Athens, Anavessos (Attica), Heraklion, Thessaloniki, and Rhodes, with the following courses:

· Culinary Art    

· Hospitality and  F & B Operations    

· Travel  Agencies   

Admission conditions: Ηigh School graduates.

Duration of studies: 2 academic terms – 6 months supervised practical training.

Secondary Education

Vocational Schools in Anavessos Attica, Perea -Thessaloniki, Heraklion, Alexandroupolis, Corfu, Galaxidi, Nafplion and Rhodes with the following courses:

· Hotel and Food & Beverage  Operations

· Cookery 

· Confectionery  

The educational programs include technical and vocational modules that help students acquire the necessary skills to occupy basic positions of specialized personnel, in the various departments of hotel and food enterprises.

The studies last for two years and include 7 months of paid practical training during the summer months, in hotels enterprises, under the supervision of O.T.E.K.

The Vocational Schools admit candidates that have completed at least the 1st class of the senior high school.

Continuing Vocational Training

Courses for unqualified professionals with empirical knowledge of the field are provided in 24 towns in Greece. The following courses are currently underway:

Hotel operations, Restaurant Operations, Housekeeping, Cookery, Confectionery.

Duration:  6 months

Vocational Training Centers operate in the prefectures of Attica, Macedonia, the Southern Aegean, Phokis, and Heraklion in Crete, offering programs of informal continuing vocational training in various areas of the hospitality industry, for unemployed and professionals of the tourism sector.

 The Organization of Tourism Education and Training consists of:

· Fourteen modern educational units in ten cities throughout Greece.

· Modern workshops for practical applications – Informatics laboratories – Lending libraries.

· A career office closely connected to the job market in order to promote the graduates employment.

· Three educational units, which operate as hotels during the summer season.

The studies programs include:

· Theoretical education and technical training.

· Paid practical training in hotels and tourism enterprises, both in Greece and abroad.

· Educational trips.

Prospects for an international career

OTEK, through its extensive collaborations with European and international Organizations of tourism education provides all the necessary training and opportunities for an international career in tourism:

· By participating in European students exchange programs for on-the-job training in European hotels and tourist enterprises.

· By granting scholarships to its own graduates and to graduates of other public and private educational institutions, for further studies abroad.

· By organising educational visits and participating in conferences and seminars in Greece and abroad. 

· By participating in international students competitions with repeated honorary distinctions.

· By implementing various training programs for professionals issued from developing countries, with the assistance and cooperation of the Development of Assistance Committee (DAC) of the Organization for Economic Cooperation and Development (OECD).

O.T.E.K is a founding member of the European Association of Hotel and Tourism Schools (AEHT), and member of international education and tourism organizations (W.T.O., ATLAS, IHRA, ITT, HORECA). 

Organization of Tourism Education and Training

Head office: Dragatsaniou 4 str. - 105 59 Athens

Tel.: 0030-210 -3226945, 3251737

Fax: 0030- 210 - 3231821

Web site: www.otek.edu.gr
E-mail.: ste-mel@otenet.gr

A.7 EKEPIS

The National Accreditation Centre for Continuing Vocational Training (EKEPIS) was founded in 1997 under the Law 2469/1997 (O.G. 38A/14-03-1997) and the Presidential Decree No 67 (O.G. 61A/ 21-4-1997) and is located in Athens, Greece.
EKEPIS is a statutory body supervised by the Minister of Employment and Social Protection with administrative and financial autonomy. The Centre's mission is to develop and implement the National Accreditation System for Continuing Vocational Training. This system aims at: 

· ensuring quality assurance in vocational training 

· improving effectiveness of training services 

· reinforcing reliability in vocational training 

· linking vocational training with employment and the demands of the labour market 

· interlinking the systems of VET (linking initial with continuing vocational training systems) 

· promoting lifelong learning 

The work of EKEPIS includes:
· Accreditation of Vocational Training Centres and Special Centres for the Social and Vocational Integration of people with disabilities and ex-drug users. 

· Monitoring and Evaluation of Accredited Vocational Training Centres and Special Centres 

· Accreditation of Trainers of Continuing Vocational Training. 

· Accreditation of Support Services Providers. 

· Accreditation of Job Profiles 

· Accreditation of Continuing Vocational Training Programmes 

· Accreditation of knowledge, skills and competencies 

EKEPIS currently employs 51 people of high expertise in a wide range of fields. 
The Centre also keeps a Register of Evaluators who are external-expert collaborators in the EKEPIS projects. 

Contact details: NATIONAL ACCREDITATION CENTRE

                            FOR CONTINUING VOCATIONAL TRAINING

                            49 Konstantinoupoleos str, GR 118 55 Athens

                            Tel.: +30 210 3403200, +30 210 3403270

                            e-mail: info@ekepis.gr, 
                            Web site: www.ekepis.gr 

A.8 Other Internet sites

www.eot.gr  (National Tourism Organisation) 
www.sete.gr  (Association of Greek Tourism Enterprises)
www.eommex.gr  (National Organisation for SMEs and Artisans)
www.inegsee.gr  (Labour Institute of GSEE)
www.kekgsevee.gr  (Vocational Training Centre of GSEVEE)
www.esee.gr  (National Confederation of Hellenic Trade)
www.sevt.gr   (Federation of Hellenic Food Industries)

www.oiye.gr  (Federation of Greek Private Employees)  
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C. Sectoral profiles – Statistics

	
	
	
	
	
	
	
	TABLE C.1
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	TYPES OF EMPLOYMENT BY GENTER AND AGE IN THE FOOD AND BEVERAGES SECTOR (2005)
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	TOTAL
	15-19YRS
	20-24YRS
	25-29YRS
	30-34YRS
	35-39YRS
	40-44YRS
	45-49YRS
	50-54YRS
	55-59YRS
	60-64YRS
	65-69YRS
	70-74YRS
	75+YRS

	TOTAL
	TOTAL
	121.716
	853
	8.152
	17.369
	22.042
	16.383
	17.073
	16.227
	13.657
	6.261
	2.171
	1.332
	110
	85

	 
	MALES
	74.723
	665
	4.542
	11.988
	13.322
	9.642
	9.628
	8.471
	8.489
	4.484
	1.964
	1.332
	110
	85

	 
	FEMALES
	46.993
	188
	3.610
	5.381
	8.720
	6.741
	7.444
	7.756
	5.168
	1.777
	207
	0
	0
	0

	FULL-TIME
	TOTAL
	118.418
	853
	7.707
	16.812
	21.137
	16.383
	16.701
	15.968
	13.013
	6.261
	2.056
	1.332
	110
	85

	 
	MALES
	74.100
	665
	4.367
	11.874
	13.104
	9.642
	9.628
	8.471
	8.489
	4.484
	1.849
	1.332
	110
	85

	 
	FEMALES
	44.317
	188
	3.340
	4.939
	8.032
	6.741
	7.073
	7.497
	4.524
	1.777
	207
	0
	0
	0

	PART-TIME
	TOTAL
	3.298
	0
	446
	557
	906
	0
	372
	259
	644
	0
	115
	0
	0
	0

	 
	MALES
	623
	0
	175
	115
	218
	0
	0
	0
	0
	0
	115
	0
	0
	0

	 
	FEMALES
	2.675
	0
	271
	443
	688
	0
	372
	259
	644
	0
	0
	0
	0
	0

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	SALARIED
	TOTAL
	92.536
	682
	6.652
	13.836
	17.998
	13.693
	11.962
	12.472
	10.367
	3.512
	1.112
	165
	0
	85

	 
	MALES
	55.834
	601
	3.722
	9.414
	11.141
	7.819
	7.092
	6.269
	6.272
	2.270
	984
	165
	0
	85

	 
	FEMALES
	36.701
	81
	2.930
	4.422
	6.857
	5.873
	4.870
	6.203
	4.095
	1.242
	128
	0
	0
	0

	PERMANENT
	TOTAL
	83.244
	372
	4.999
	12.066
	16.891
	12.241
	10.744
	11.632
	9.706
	3.435
	999
	73
	0
	85

	 
	MALES
	51.756
	372
	2.679
	8.564
	10.602
	7.381
	6.996
	5.884
	5.978
	2.270
	871
	73
	0
	85

	 
	FEMALES
	31.488
	0
	2.320
	3.502
	6.289
	4.860
	3.749
	5.748
	3.728
	1.165
	128
	0
	0
	0

	OCCASIONAL
	TOTAL
	9.292
	310
	1.653
	1.770
	1.107
	1.452
	1.218
	840
	661
	77
	113
	91
	0
	0

	 
	MALES
	4.079
	229
	1.043
	850
	539
	438
	96
	384
	294
	0
	113
	91
	0
	0

	 
	FEMALES
	5.213
	81
	610
	920
	568
	1.013
	1.122
	456
	367
	77
	0
	0
	0
	0

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	SOURCE: NATIONAL STATISTICAL SERVICE OF GREECE
	
	
	
	
	
	
	
	
	
	
	


	
	
	
	
	
	
	
	TABLE C.2
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	TYPES OF EMPLOYMENT BY GENTER AND AGE IN THE FOOD AND BEVERAGES SECTOR (2002)
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	TOTAL
	15-19YRS
	20-24YRS
	25-29YRS
	30-34YRS
	35-39YRS
	40-44YRS
	45-49YRS
	50-54YRS
	55-59YRS
	60-64YRS
	65-69YRS
	70-74YRS
	75+YRS

	TOTAL
	TOTAL
	124.901
	1.288
	10.818
	18.329
	19.476
	20.689
	17.396
	13.339
	12.005
	6.924
	3.340
	542
	755
	0

	 
	MALES
	82.447
	795
	7.312
	12.531
	12.805
	12.772
	10.363
	9.834
	7.713
	4.966
	2.454
	308
	595
	0

	 
	FEMALES
	42.454
	493
	3.506
	5.798
	6.671
	7.917
	7.033
	3.505
	4.293
	1.959
	887
	234
	160
	0

	FULL-TIME
	TOTAL
	123.823
	1.288
	10.818
	18.096
	19.377
	20.363
	17.276
	13.265
	11.886
	6.817
	3.340
	542
	755
	0

	 
	MALES
	81.915
	795
	7.312
	12.388
	12.805
	12.577
	10.363
	9.760
	7.593
	4.966
	2.454
	308
	595
	0

	 
	FEMALES
	41.908
	493
	3.506
	5.708
	6.572
	7.786
	6.913
	3.505
	4.293
	1.851
	887
	234
	160
	0

	PART-TIME
	TOTAL
	1.078
	0
	0
	233
	99
	326
	119
	74
	119
	108
	0
	0
	0
	0

	 
	MALES
	532
	0
	0
	143
	0
	195
	0
	74
	119
	0
	0
	0
	0
	0

	 
	FEMALES
	546
	0
	0
	90
	99
	131
	119
	0
	0
	108
	0
	0
	0
	0

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	SALARIED
	TOTAL
	94.957
	959
	9.028
	15.961
	15.825
	16.113
	12.265
	10.101
	7.768
	4.553
	1.714
	247
	425
	0

	 
	MALES
	61.741
	465
	6.077
	10.987
	10.639
	9.603
	7.380
	7.207
	4.536
	3.305
	1.164
	111
	265
	0

	 
	FEMALES
	33.215
	494
	2.951
	4.974
	5.186
	6.509
	4.885
	2.894
	3.232
	1.247
	549
	135
	160
	0

	PERMANENT
	TOTAL
	83.985
	632
	6.663
	14.172
	14.170
	14.588
	11.368
	9.102
	6.977
	4.233
	1.409
	247
	425
	0

	 
	MALES
	56.137
	330
	4.488
	9.679
	10.148
	9.130
	7.023
	6.722
	4.088
	3.139
	1.014
	111
	265
	0

	 
	FEMALES
	27.847
	302
	2.175
	4.493
	4.022
	5.458
	4.345
	2.380
	2.889
	1.093
	395
	135
	160
	0

	OCCASIONAL
	TOTAL
	10.972
	327
	2.365
	1.789
	1.655
	1.525
	897
	999
	791
	320
	305
	0
	0
	0

	 
	MALES
	5.604
	135
	1.589
	1.308
	491
	473
	357
	485
	448
	166
	150
	0
	0
	0

	 
	FEMALES
	5.368
	192
	776
	481
	1.164
	1.051
	540
	514
	343
	154
	154
	0
	0
	0

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	SOURCE: NATIONAL STATISTICAL SERVICE OF GREECE
	
	
	
	
	
	
	
	
	
	
	


	
	                                          TABLE C.3
	
	

	
	
	
	

	
	EMPLOYMENT BY GENTER AND POSITION IN THE PROFESSION -

	
	                           FOOD AND BEVERAGES SECTOR
	

	
	
	
	

	
	
	
	

	
	
	2.005
	2.002

	TOTAL
	TOTAL
	121.716
	124.900

	 
	SELF-EMPLOYED WITH EMPLOYEES
	12.448
	11.494

	 
	SELF-EMPLOYED WITHOUT EMPLOYEES
	9.242
	10.707

	 
	SALARIED
	92.536
	94.957

	 
	ASSISTANT IN THE FAMILY BUSINESS
	7.490
	7.742

	MALES
	TOTAL
	74.723
	82.446

	 
	SELF-EMPLOYED WITH EMPLOYEES
	9.018
	9.542

	 
	SELF-EMPLOYED WITHOUT EMPLOYEES
	7.587
	9.169

	 
	SALARIED
	55.834
	61.741

	 
	ASSISTANT IN THE FAMILY BUSINESS
	2.284
	1.994

	FEMALES
	TOTAL
	46.993
	42.454

	 
	SELF-EMPLOYED WITH EMPLOYEES
	3.430
	1.952

	 
	SELF-EMPLOYED WITHOUT EMPLOYEES
	1.655
	1.538

	 
	SALARIED
	36.701
	33.216

	 
	ASSISTANT IN THE FAMILY BUSINESS
	5.206
	5.748

	
	
	
	

	SOURCE: NATIONAL STATISTICAL SERVICE OF GREECE
	


	
	
	TABLE C.4
	
	
	

	
	
	
	
	
	

	         EMPLOYMENT BY EDUCATION LEVEL AND GENTER
	

	
	IN THE DOOD AND BEVERAGES SECTOR
	

	
	
	
	
	
	

	2005
	COUNTRY TOTAL
	Tertiary education
	Of which, University level
	Secondary education
	 Lower than secondary education or No schooling

	TOTAL
	121.716
	24.786
	7.770
	46.345
	50.585

	MALES
	74.723
	14.152
	5.270
	28.338
	32.233

	FEMALES
	46.993
	10.634
	2.500
	18.007
	18.352

	
	
	
	
	
	

	
	
	
	
	
	

	2002
	COUNTRY TOTAL
	Tertiary education
	Of which, University level
	Secondary education
	 Lower than secondary education or No schooling

	TOTAL
	124.901
	17.935
	6.605
	45.829
	61.137

	MALES
	82.447
	11.553
	4.559
	30.769
	40.125

	FEMALES
	42.454
	6.382
	2.046
	15.060
	21.012

	
	
	
	
	
	

	SOURCE: NATIONAL STATISTICAL SERVICE OF GREECE
	


	
	
	
	
	
	
	
	
	TABLE C.5
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	DISTRIBUTION OF EMPLOYMENT BY SIZE OF ESTABLISHMENTS IN THE FOOD AND BEVERAGES SECTOR (2005)

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	SIZE OF ESTABLISHMENTS (PERSONS EMPLOYED)
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11-19 EMPL
	20-49 EMPL
	50 AND OVER
	UNKNOWN BUT UP TO 10 EMPL
	UNKNOWN BUT MORE THAN 10 EMPL
	TOTAL EMPLOY-MENT

	TOTAL EMPLOYMENT IN THE ATHENS AND THESSALONICA AREAS
	697
	1.041
	4.514
	3.955
	1.550
	783
	358
	480
	0
	594
	5.371
	4.503
	10.014
	2.549
	2.880
	39.291

	TOTAL EMPLOYMENT IN THE PERIPHERY
	3.484
	10.720
	8.889
	7.543
	4.173
	1.018
	936
	1.359
	70
	2.182
	11.253
	7.068
	12.925
	4.108
	3.936
	79.661

	TOTAL EMPLOYMENT IN THE SECTOR
	4.181
	11.761
	13.403
	11.498
	5.723
	1.801
	1.294
	1.839
	70
	2.776
	16.624
	11.571
	22.939
	6.657
	6.816
	118.952

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	SOURCE: NATIONAL STATISTICAL SERVICE OF GREECE
	
	
	
	
	
	
	
	
	
	
	
	


D. Organisations and firms conducted

D.1 Sectoral associations interviewed

Food and Beverages and Retail Trade sectors

1. SEVT (Federation of Hellenic Food Industries)

2. SEAOP (Federation of Hellenic Distillers and Wine and Alcohol Drinks Producers)

3. O.I.Y.E. (Federation of Greek Private Employees)

D.2 Training providers interviewed

Food and Beverages and Retail Trade sectors

1. INE-GESEE (Labour Institute of GSEE). A Vocational Training Center ran by the General Confederation of Greek Workers.

2. KEK-GSEVEE AVocational Training Center ran by the General Confederation of Greek Professionals, Artisans and Traders.

3. ETAT S.A. (Food Industrial Research and Technological Development Company). A State-owned company providing HACCP training and accreditation.

4. EFET (National Agent for Food Quality Control). A State owned agent for the quality control of foods and beverages and for designing training programmes for food hygiene and safety.

5. TRINITY, International School of Tourism Management, Heraclion, Crete.

6. KAELE (Greek Trade Development Center). A Vocational Training Center ran by the National Confederation of Hellenic Commerce.

Hotels and Catering and Tourism sectors

1. Goldaxia, Tourism Training, Athens

2. Organisation of Tourism Education and Training (OTEK), Athens

3. Travel Daily News - Tourism Education Applications, Athens

4. Trinity, Liberal Education Laboratory, Heraklion, Crete 

5. MIT, Vocational Training Center (KEK), Athens

6. Endesis, Vocational Training Center (KEK), Thessaloniki

7. Efpirides, Vocational Training Center (KEK), Athens

D.3 Enterprises interviewed

Food and Beverages sector

1. KOUKAKI’S FARM S.A. (Dairy products) Central Macedonia.

2. CHATEAU MERKOURI S.A. (Wine and olive oil products – Agro tourism activities) Peloponnese.

3. GAIA WINERY (Wine products) Athens.

4. KOURTIDIS BROS (Production of Beverages) Central Macedonia.

5. MAVRAKIS and Co (Production of Alcohol Drinks) Peloponnese.

Retail Trade sector

1. EVAL S.A. (Production and retail trade of boat safety appliances) Athens.

2. ZOULOVITS S.A. (Retail trade Home Stores) Athens.

3. ZISSIMATOS S.A. (Fashion Group) Piraeus.

4. POLITAKIS Ltd (Men fashion shop) Piraeus.

5. SITIRIOU Ltd (Multi-store shop) Piraeus.

Hotels and Catering and Tourism sectors

1. Hedria restaurant, Killini

2. Vezouvios Pizza House, Athens

3. Skaleta Beach Hotel, Rhethimnon, Crete island

4. Enavlion Hotel, Thassos island 

5. Kronion Hotel, Ancient Olympia

6. Sun Rocks Hotel, Santorini island

7. Tethripon tourism services, Athens

8. Travel Know How, Travel Agent, Athens

9. Zeni Tours, Travel Agent, Athens

D.4 Synoptic Table of Interviewees

	SECTORS

INTERVIEWEES
	f+b
	RETAIL TRADE
	HOTELS - CATERING AND TOURISM
	TOTAL

	EMPLOYERS’ SECTORAL BODIES


	2


	
	
	2

	EMPLOYEES’ SECTORAL BODIES


	
	1


	
	1

	TRAINING PROVIDERS
	3
	1


	7
	11

	TECHNOLOGY/

KNOW-HOW

PROVIDERS
	2


	
	
	2

	ENTERPRISES


	5
	5
	9
	19

	TOTAL
	12
	7
	16
	35


E. SURVEY OF THE FEDERATION OF HELLENIC INDUSTRIES
Very interesting are the findings of a recent survey conducted by SEV and concerning the needs of the enterprises for crucial specialties in the period 2005-2007. The survey included 374 Small and Medium Enterprises (60% of the total sample) from all sectors of the economy and, among them, 76 belonged to the F+B sector. Its main results were the following:

a. The specialties that dominate in the planning of SMEs for new recruitments of secondary educational level are those of Technicians (22%), Sales experts (16%), Mechanics and Electricians (13%), Machinery Programmers and Operators (9%), Workers (8%), Production Organisation and Technology specialists (8%), Logistics experts (7%) and Drivers (7%).

b. The demanded specialties of tertiary educational level are those of Accounting and Economics experts (47%), Food Technologists (28%), Marketing experts (26%), Sales experts (21%), Chemists and Chemical Engineers (21%), Mechanical Engineers (18%), IT-Communications experts (17%), Agriculturalists and Veterinarians (16%) and Managers (14%).

c. Officers with a secondary educational level, which the SMEs plan to train further in order to cover the current needs, are of the following specialties: IT-Communications (13%), Sales (12%), Production Organisation and Technology (9%), Logistics (8%), Technicians (8%), Mechanics (7%) and Machinery Programmers and Operators (7%).

d. Officers with a tertiary education, which the SMEs plan to train further, are of the following specialties: Economics and Accounting (29%), IT-Communications (24%), Quality Management (18%), Marketing (16%), Management (16%), Sales (11%), Logistics (9%), and HR Management (8%).

e. Specialized personnel of secondary education that the SMEs are difficult to find and recruit from the local market today are the following: Technicians (16%), Mechanics (13%), Machinery Programmers and Operators (12%), Electricians (11%), Workers (11%), Sales (8%) and Drivers (7%).

f. Specialized personnel of tertiary education that the SMEs cannot find and recruit from the local market are the following: Food Technologists (16%), Chemists and Chemical Engineers (16%), Economists/Accountants (11%), Mechanical Engineers (11%), Agriculturalists and Veterinarians (11%), IT-Communications (8%), Electrical Engineers (8%) and Sales (7%).

g. The main drivers for the creation of new needs for experts are the introduction of new production technologies (40.8%), the introduction of new organization systems (34.2%) and the growth of the company (21%).

� Including all sectors of the economy. 


� Owners without employees.


� Owners with employees.


� Members of the owner’s family with no reimbursement.


� Data are based on annual financial statements of a sample of some 8,500 SA and Ltd companies published by ICAP SA.


� National Accreditation Centre (for continuing vocational training structures) 


� National Agent for Food Quality Control


� Food Industrial Research and Technological Development Company


� Greek Trade Development Center


� See also in Appendix E the results of a recent survey conducted by SEV.


� See Appendix E.


� General Confederation of Greek Professionals, Artisans and Traders.


� General Confederation of Greek Workers


� National Confederation of Hellenic Commerce


� Federation of Greek Industries


� With the exception of EFET, which is responsible for the designing of FHS training programmes.


� We refer of course to the enterprises that do manage to train at least some of their employees.


� Organisation for the Employment of the Labour Force


� Vocational Training Centers


� LAEK = Employment and Vocational Training Fund.


� Such training programmes are available only for unemployed people.


� National Agent for Food Quality Control


� Generally, the job of a retail shop salesperson is considered as low-ranked and, despite the high rate of unemployment, young people are not interested in applying for vacancies. So, the entrepreneurs have instead to employ an increasing number of immigrant workers who potentially represent a higher cost of training.


� We refer of course to the enterprises that do manage to train at least some of their employees.


� LAEK = Fund for the employment and the vocational training.


� The Role of National Qualifications Systems in Promoting Lifelong Learning, Background Report for Greece, March 2003.
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