
 

 

  



 

 

 

 

2 

 

 



 

 

 

 

3 

 

 

In 2019 the tourism industries accounted for more than 22% of people employed in the 

services sector in the European Union (Tourism Industry, Employment data extracted in 

January 2022 - Eurostat (1)). The Commission’s industrial strategy published in May 

2021 (2) made it clear that the tourism ecosystem was hit hardest by the COVID-19 

pandemic and that it continues to face major challenges to achieve the digital and green 

transition.  

As a response, the Commission presented the first Transition Pathway for tourism co-

created in partnership with the industry and civil society for a resilient, green, and digital 

tourism ecosystem. The report details key targeted actions to enhance the tourism 

sector’s resilience, notably as regard skills and workforce (3)). One of the key challenges 

for the recovery and resilience of the tourism ecosystem is the lack of workforce. In 

particular the hospitality sector lacks skilled workers. Due to lockdowns and reduced 

employment opportunities, many workers previously employed in accommodation and 

food and beverage services moved to other sectors, many without intending to return. In 

Europe, employment in travel and tourism is estimated to have dropped by 9.3%, 

equating to 3.6 million jobs as a result from travel restrictions linked to COVID-19 

(World Tourism and Travel Council, Global Economic Impact and Trends 2021 (4)).  

 
(1) https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Tourism_industries_-

_employment#In_2019.2C_the_tourism_industries_employed_over_12.5_million_people_in_the_EU 

(2)  Communication from the Commission to the European Parliament, the Council, the European 

Economic and Social Committee and the Committee of the Regions – Updating the 2020 New 

Industrial Strategy: Building a stronger Single Market for Europe’s recovery, COM(2021) 350 final.  

(3) European Commission, Directorate-General for Internal Market, Industry, Entrepreneurship and 

SMEs, Transition pathway for tourism, Publications Office of the European Union, 2022, 

https://data.europa.eu/doi/10.2873/344425.  

(4) https://wttc.org/research/economic-impact/economic-impact(data 

https://ec.europa.eu/docsroom/documents/49498
https://wttc.org/Portals/0/Documents/Reports/2021/Global%20Economic%20Impact%20and%20Trends%202021.pdf
https://data.europa.eu/doi/10.2873/344425
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In line with the objectives set out by the Member States in the EU Agenda for Tourism 

2030 (5), the European Commission is currently working on finding effective ways to 

support the tourism industry and to relaunch EU tourism with improved long-term 

resilience. In this framework, the Directorate-General for Internal Market, Industry, 

Entrepreneurship and SMEs (DG GROW) launched the Junior Professionals’ Project on 

addressing staff shortages in EU tourism, entitled Jobs in EU Tourism. Its goal is to find 

effective strategies to address staff shortages in the tourism industry, with a specific 

focus on the hospitality sector. This report presents the findings of the project and is 

structured as follows: (i) Aim and Methodology, (ii) Diagnosing the issue: data collection 

and analysis, (iii) Best Practices and (iv) Flagship Solutions. 

 
(5) Council conclusions adopted on 1 December 2022, https://data.consilium.europa.eu/doc/document/ST-

15441-2022-INIT/en/pdf 



 

The Jobs in EU Tourism project aims to contribute to the analysis of the critical staff 

shortages present in the EU tourism industry, by proposing new and innovative ideas, 

which would support the engagement of jobseekers in tourism jobs. 

 

 
 

Considering the high-level policy objectives of the Transition Pathway for Tourism, and 

the EU Pact for skills, together with the reality of implementing the green and digital 

transition and making the tourism ecosystem more resilient overall, the project aims to 

specifically identify and analyse best practices for addressing staff shortages in the 

tourism industry, focusing on the hospitality sector.  

 

A preliminary goal was to assemble and present data on staff shortages in the tourism 

industry, with a focus on the hospitality sector. The major goal of the project is to 

provide concrete examples, realistic solutions which would help the tourism sector 

address staff shortages, attract people to tourism jobs, but also be viable for the many 

SMEs where fluctuations in the tourism season may be significant. Ultimately, this 

initiative strives not only to address the acute staffing deficiencies but also to fortify the 

resilience and adaptability of the tourism sector in the face of evolving challenges. 

 

To that end, up- and re-skilling of the workforce is also an important focus point of the 

project. In addition to providing workers with the right skills, there is also a need to 

reshape jobs so that they would be more attractive, especially for young people, who 

expect flexibility and appreciation for their skills.  

 

The starting point of the project focused on compiling a list of EU initiatives to 

understand what had already been done at European level, and thereon engaging with 

relevant stakeholders in order to share best practices and create innovative solutions, or 

so-called flagship solutions.  
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The starting point for an analysis into the causes and possible solutions to staff shortages 

in tourism is the understanding of the situation this sector is facing. To this purpose, it 

was important to assess what data were available at the start of the project, and to 

evaluate their relevance. For the purpose of this work, the team agreed that it would focus 

on evaluating the issue in the accommodation and the food and beverage sectors. 

A first review of publicly-available data sources showed that the most relevant and up-

to-date information was accessible through Eurostat (6). Other sources of data were 

often not publicly available, did not clearly substantiate their claims or were beyond the 

scope of this analysis. However, all sources of information (including statements by 

unions (7), business associations (8) and the press (9)) were pointing in the same direction: 

there is a significant shortage of staff in some tourism-related economic sectors, which 

was exacerbated by the COVID-19 pandemic, but in some cases had taken root in the 

previous years.  

The data from Eurostat – presented in the next section – were very useful for describing 

the overall EU tourism sector and the accommodation sector, and they were also useful 

for describing employment levels and characteristics of the sector. However, Eurostat 

data were less useful for describing staff shortages, as Eurostat does not directly report 

on this issue.  

The authors gained access to another important source of information on the 7th April 

2023, during the interview phases of this project. Mr Alexandros Vassilikos, the 

president of Hellenic Chamber of Hotels (as well as President of  Hotrec (10)) shared with 

the authors a study realised by Research Institute of Tourism (RIT) in November 2022 on 

staff shortages across all accommodation-related sectors in Greece. This study provided 

deep and detailed diagnostics of the situation in a tourism-heavy EU Member State and in 

one of the two tourism sectors of interest. Some of its main results are presented in the 

next section.  

However, no single source of data was comprehensive enough to the point of giving an 

overall – but granular – picture of the situation in the EU, able to fully illustrate the key 

challenges. The authors, in concert with the DG GROW team, realised that a more 

tailored approach to the problem was needed. The second section presents the results of 

a consultation of a relevant European stakeholder. This survey allowed the authors to ask 

precisely the right questions to the right people, complementing the data already 

available. It also provided an excellent opportunity to collect best practices and ideas on 

 
(6) https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Tourism_industries_-

_economic_analysis#Key_economic_indicators 

(7) e.g.: EFFAT 

(8) e.g.: WTTC, HOTREC 

(9) e.g.: Reuters, France24, Emerging Europe 

(10) Hotrec is the umbrella association of hotels, restaurants, cafés and similar establishments in Europe. 

https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Tourism_industries_-_economic_analysis#Key_economic_indicators
https://www.hotrec.eu/
https://effat.org/wp-content/uploads/2022/06/EFFAT-Position-Paper-Fight-labour-shortages-in-hospitality-tourism-by-improving-the-attractiveness-of-jobs-2022-06-EN.pdf
https://wttc.org/Portals/0/Documents/Reports/2021/WTTC-Staff-Shortages.pdf
https://www.hotrec.eu/media/static/files/import/wp_post_48505/Labour-shortages-in-the-hospitality-sector-.pdf
https://www.reuters.com/world/europe/harder-attract-staff-than-visitors-italys-tourist-hotspots-2021-06-29/
https://www.france24.com/en/europe/20211105-french-hotel-industry-on-its-knees-due-to-staff-shortage-industry-leader-says
https://emerging-europe.com/business/croatia-facing-shortage-of-workers-in-tourist-industry/
https://www.hotrec.eu/en/
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possible solutions to the problem that have been already implemented at local/national 

level.  

 

The following section presents the data available on the Eurostat in the Tourism, 

Structural business statistics and Short term business statistics. They were summarised by 

Eurostat in a series of “statistics explained” articles (11,12). 

 

 

In 2020, almost one in ten enterprises in the EU non-financial business economy 

belonged to the tourism industries (column 3, table 2). These 2.3 million enterprises 

(column 3, table 1) accounted for 8.6% (column 5, table 2) of the persons employed in 

the non-financial business economy and 20.6% (column 5, table 2) of persons employed 

in the services sector. 

The tourism industries’ shares of total turnover and value added at factor cost were 

relatively lower, with the tourism industries accounting for 2.8% of the turnover and 

1.8% of the value added of the non-financial business economy. These figures very likely 

reflect - among other explanations - the higher share of micro, small and medium-sized 

enterprises and the level of part-time employment in many tourism industries. 

It’s important to highlight that the tourism industries do not provide services only to 

tourists. Their employment, turnover, etc. are also related to services provided to non-

tourists. In table 1 and 2, this is accounted for by the subdivision of “mainly” and 

“partially” tourism. 8.3 million people are employed in “mainly” tourism industries 

(passenger air transport, accommodation service agencies and tour operators) that are 

assumed to serve predominantly tourists, while 2.6 million people are employed in 

“partially” tourism where customers are likely to be a mix of tourists and non-tourists 

(e.g., restaurants). 

  

 
(11) https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Tourism_industries_-

_economic_analysis#Key_economic_indicators 

(12) https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Tourism_industries_-

_employment&oldid=445425#In_2019.2C_the_tourism_industries_employed_over_12.5_million_peo

ple_in_the_EU 

https://ec.europa.eu/eurostat/web/tourism/database
https://ec.europa.eu/eurostat/web/structural-business-statistics/database
http://ec.europa.eu/eurostat/web/short-term-business-statistics/data/database
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Table 1: Key economic indicators for the tourism industries - EU, 2020 

Table 2: Key economic indicators for the tourism industries (%) - EU, 2020 
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Table 2 shows that more than three out of four enterprises in the tourism industries 

engage in accommodation or food and beverage serving activities: 14.8% and 60.3% 

respectively. Table 1 shows that the accommodation sector employed 2 million people in 

2020, while the food and beverage sector employed 6.4 million people – accounting for 

77.2% of the total number of people employed in the tourism industries. However, in 

terms of turnover and value added, their share was much lower (47.6% of turnover, 

19.8% of value added). 

Figure 2 shows that 60% of all enterprises in the tourism industries are related to the food 

and beverage sector, while this number is 15% for accommodation. The turnover of the 

food and beverage sector represented 34% of the turnover for all tourism industries, 

while the accommodation sector represented 14%.  

Figure 1: Number of enterprises, turnover, value added at factor cost and number of persons 

employed (%) – EU, 2020 
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Figure 2: Share of persons employed by enterprise size class, by economic activity (%) - 

EU, 2020 

 

 

Figure 3: Hourly labour costs and hourly wages and salaries, by economic activity 

(EUR) - EU, 2020 
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Figure 4: Share of persons employed by economic activity and age group (%) - EU, 2021 

 

 

Figure 5: Share of persons employed by economic activity and education level (%) - EU, 

2020 
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Figure 6: Arrivals and nights spent in EU tourist accommodation by month (millions) - 

EU, 2019-2022 

 

 

Figure 7: Turnover for accommodation and food services at tourist accommodation 

(index average 2015=100) - EU, 2019-2022 

 



16 

 

 

Figure 8: Seasonal variation in employment by sector (thousands people) - EU, 2015-

2022 

 

 

At the end of 2022, the Research Institute of Tourism (RIT) realised a study 

commissioned by the Hellenic Chamber of Hotels (HCH) on employment and related 

shortages in Greek hotels. In a month period, about 11% of all Greek hotels replied to the 

survey. The following section presents some of the main results of the study, included 

here with permission from the president of HCH (see also Annex I for the full 

breakdown). 

Main conclusions: 

• In 2022, a more than 60000 jobs were not covered in Greek hotels, representing a 

23% share of the whole workforce. 
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• This percentage is similar both for seasonal and year-round hotels. However, in 

absolute terms, seasonal hotels see a fourfold number of vacant jobs when 

compared to year-round hotels. 

 

• The size and star category of the hotel also have an impact on the capacity to fill 

positions. In general, hotels smaller in size and less luxurious have more 

difficulty in filling their organisational charts, pointing to a more challenging 

situation for SMEs. 

 

 

• Another important information concerns which kind of positions are most vacant. 

In hotels, a mixture of positions with a various degree of specialisation are most 

unfilled: sommeliers (57%), guest attendants (41%), concierges (37%), 

receptionists (35%) and gardeners (37%). In absolute numbers, however, 

housekeeping and waiting staff are the professions with the most vacant positions. 

Accordingly, housekeepers, receptionists and waiters are missing in more than 

one fourth of all hotels in Greece. 

• Greek hoteliers are willing to cover up to 77% of vacant positions with non-EU 

workers, especially in housekeeping and food and beverages departments. 
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To complement the available data on staff shortages in tourism, the team of Junior 

Professionals (‘JPs’) decided to collect views and inputs from the most relevant 

stakeholders through a tailored survey.  

The JPs, in coordination with the DG GROW team, prepared a stakeholder survey to be 

submitted to DG GROW. On 5 April 2023, DG GROW launched the collection exercise. 

The invitations targeted stakeholders involved in the Transition Pathway for Tourism co-

creation and co-implementation process and other entities, with the goal of reaching 

organisations, businesses, employees and local authorities active in EU tourism.  

The platform chosen was EU survey (13) and the participation was open to all 

contributors in possession of the link. 

Stakeholders were invited to: 

• express their views on the magnitude of staff shortages in their sectors/regions, 

• assess possible reasons for this phenomenon, 

• provide good examples of solutions implemented in their reality.  

On 15 September, DG GROW sent a final reminder to stakeholders, which resulted in a 

significant boost of replies. On 2 October, 163 contributions from 20 Member States 

were extracted and analysed. The following section summarises the results of this 

analysis. 

 

Participants were asked to provide their personal contacts (name, address, email address), 

to indicate their country of origin and in what capacity they were replying to the survey. 

 

https://ec.europa.eu/eusurvey/runner/JobsInEUTourismStakeholderSurvey2023
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Main conclusions: 

• The survey was able to reach participants from 20 Member States and from 

associations performing EU-wide activities.  
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• Participation in some Member states with a high touristic impact (e.g. Spain, 

Greece, Italy) was strong, while in others (e.g. France, Portugal, Croatia) 

participation was lower. 

• Respondents represented a good mix of stakeholders, in terms of businesses, local 

authorities and sector associations. 

 

Participants were asked whether the tourism industry was experiencing staff shortages in 

their Member State. In case they replied affirmatively, they were asked to estimate the 

severity of shortages on a scale from 1 (mild) to 10 (critical). Since one of the survey 

goals was to understand the role of the COVID-19 pandemics on this issue, participants 

were also asked to provide an estimate of the time period since when they witnessed staff 

shortages. 
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Main conclusions: 

• An overwhelming majority of participants reported staff shortages in their 

Member State tourism sector. This marks the extent to which the problem is felt 

across the EU. 

• 82% of respondents identified the severity of the issue as 7 or above on a scale of 

1 to 10. 

• More than half of the respondents witnessed staff shortages only after the 

COVID-19 pandemic, hinting at the role of the pandemic in a relatively new 

phenomenon. The rest of replies is similarly split between a long-lasting issue 

(more than 10 years) and a mid-term issue. 
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Participants provided a range of possible causes for the occurrence of staff shortages in 

the tourism sector. The replies were categorised in 13 groups based on similar reasons. 

Main conclusions: 

• Two-thirds of respondents hinted at working and economic conditions as being 

part of the issue pushing staff to leave the tourism sector for more attractive and 

stable jobs. Participants cited low pay, long working hours, lack of flexibility, 

working on weekends and lack of or forced holidays as contributing factors. 

• Bad reputation of the sector in terms of working conditions and of 

professional/personal development is another frequent reason cited by 

stakeholders.  

• COVID has been mentioned as another important factor. During lockdowns and 

in the height of the pandemic, several businesses in the tourism sector were 

forced to close or reduce their business activities. Workers then migrated to other 

sectors and did not return once the crisis was over, likely due to the comparatively 

worse working conditions. 

• Another issue reported by one-fifth of respondents is seasonality and the 

precariousness of contracts. Workers might not be attracted by contracts that only 

offer them work in the high season and rarely on an indeterminate basis.  

• Other reasons included lack of skilled workers in specific roles, population 

decline in the affected regions and emigration, lack of interest of the younger 

generations to work in tourism and the high cost of living in touristic areas. 

 



23 

 

 

Participants were asked to report whether they/their associations/businesses were taking 

action to address staff shortages, and if so they were asked to provide good examples. 

They were also asked to provide examples of successful initiatives they witnessed, which 

were taken by local authorities, private entities and the EU. 
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Initiatives at EU level cited among by participants were: 

• Pact for Skills in Tourism 

• Transition Pathway for Tourism 

• Together for EU Tourism (T4T) Community 

• Erasmus+ KA 1 Capacity Building for Vocational Education and Training, 

including work experiences abroad 

• Next Tourism Generation Alliance (Erasmus+ funding) / PANTOUR 

• European Social Fund Plus funding 

• European Alliance for Apprenticeships 

• EU Year of Skills 2023 

• European Commission’s New Pact on Migration and Asylum (Skills and talent 

package);  

• Eures Job Mobilities Scheme  

https://ec.europa.eu/social/main.jsp?catId=1517&langId=en
https://ec.europa.eu/commission/presscorner/detail/en/ip_22_850
https://erasmus-plus.ec.europa.eu/opportunities/organisations/learning-mobility-of-individuals/vocational-education-training
https://nexttourismgeneration.eu/
https://ec.europa.eu/european-social-fund-plus/en
https://ec.europa.eu/social/main.jsp?catId=1147&langId=en
https://year-of-skills.europa.eu/index_en
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2022%3A657%3AFIN
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2022%3A657%3AFIN
https://eures.ec.europa.eu/eures-services/eures-targeted-mobility-scheme_en
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• Facilitation of worker’s mobility in the EU. 

• Interregional and Black sea Basin projects 

Main conclusions: 

• More than half of participants reported that their organisation/business is directly 

taking action in addressing staff shortages. 

• The share of participants aware of initiatives to tackle staff shortages at local and 

national level is around one third, similar to those aware of private actions. 

• Only one in five participants is aware of EU initiatives, among which the Pact for 

Skills in Tourism is the most cited. 

 

Participants were asked whether the EU could provide them support in addressing staff 

shortages. Finally, they were asked to assess who – among public and private entities – is 

best suited to address staff shortages in the EU tourism sector (both options could be 

selected). Those whose replies included public entities were further asked to assess at 

what level (local, national or EU). 
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Preliminary conclusions: 

• Almost three quarters of participants replied that the EU could provide support in 

addressing staff shortages. 

• Despite that, only half of respondents whose reply included public authorities 

mentioned the EU as a level which is best suited to tackle this issue. 
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This section of the Report focuses on identifying and analysing best practices for 

addressing staff shortages in the tourism industry, focusing on the hospitality sector as 

defined above. Crucially, these best practices result, inter alia, from our interviews with 

relevant sectorial stakeholders and/or national, regional, local public authorities in a 

selected number of Member States. The findings from the data collection, together with 

the replies from the survey informed the selection process of the best practices. 

 

In order to establish a resilient ecosystem, best practices need to be assessed against 

objective criteria particularly emphasizing youth engagement and aligning with green 

and digital frameworks. When extracting adaptable and applicable solutions from the 

case studies, our aim was to lay the groundwork for a robust and transferable staffing 

approach in the tourism ecosystem. To that end, in assessing the feasibility of each best 

practice identified, we employed the following key performance indicators (KPIs): 

1. Seasonality: 

• The measure of how well a best practice addresses or mitigates the impact 

of seasonal fluctuations in staffing needs within the tourism industry. It 

evaluates the effectiveness of the practice in maintaining a steady 

workforce throughout varying high and low seasons. 

2. Scalability: 

• The extent to which a best practice can be expanded or replicated across 

different regions, sectors, or organisational levels within the tourism 

industry. It measures the feasibility and adaptability of the practice in 

accommodating growth or changes in demand without losing 

effectiveness. 

• This also considers the upscaling of the practice at EU level from the 

regional/national one.  

3. Accessibility for SMEs (Small and Medium-sized Enterprises): 

• The ease with which small and medium-sized enterprises within the 

tourism sector can adopt or implement the best practice. It evaluates 

factors such as affordability, simplicity of implementation, and the 

resource requirements for SMEs to participate in or benefit from the 

practice. 

4. Youth Engagement: 

• The measure of how effectively the best practice encourages the 

participation, skills development, and engagement of young individuals 

within the tourism industry. It evaluates the practice's ability to attract, 

train, and retain young talent, promoting their active involvement in the 

workforce. 

5. Twin Transition: 

• The extent to which the best practice contributes to the simultaneous 

advancement towards both environmental sustainability (green transition) 

and digital innovation (digital transition) within the context of the tourism 
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sector. This KPI evaluates how well a best practice contributes to or aligns 

with initiatives targeting environmental conservation and technological 

advancement in the industry. 

 

Each of these KPIs offers a specific lens through which to evaluate the feasibility and 

effectiveness of implementing best practices aimed at addressing staff shortages in the 

tourism sector. The KPI calculation involves, in its turn, defining measurable metrics and 

establishing benchmarks against which the effectiveness of the best practices can be 

evaluated. 

1. Seasonality: 

• Metric: Measure the percentage change in staffing levels between peak 

and off-peak seasons by determining the workforce stability index (WSI). 

• Benchmark: An effective best practice should aim to achieve a WSI closer 

to 0%, indicating minimal variation in staffing levels between seasons. 

2. Scalability: 

• Metric: Determine the ease of replicability or expansion of the practice by 

assessing the number of locations, sectors, or organisational levels where 

the practice can be implemented. 

• Benchmark: A scalable practice should have a high scalability score, 

indicating its successful implementation across diverse locations or 

sectors without significant loss of efficacy. 

3. Accessibility for SMEs: 

• Metric: Evaluate the cost of implementation, resource requirements, and 

simplicity of adoption for small and medium-sized enterprises. Assess the 

percentage of SMEs adopting the practice within a specific timeframe. 

• Benchmark: A high accessibility score would signify a low cost of 

implementation and high adoption rates among SMEs within the industry. 

4. Youth Engagement: 

• Metric: Measure the percentage increase in the number of young 

individuals joining the industry after the implementation of the best 

practice. Also, consider retention rates among young employees. 

• Benchmark: A successful practice should aim for a significant increase in 

youth participation and retention rates, surpassing industry norms. 

5. Twin Transition: 

• Metric: Assess the extent of alignment with environmental sustainability 

and digital innovation by analysing the incorporation of sustainable 

practices and technological advancements resulting from the best practice. 

• Benchmark: A higher score indicates stronger alignment with both green 

and digital transitions, surpassing industry standards in these areas. 

 

Each best practice is followed by a Feasibility Scoreboard which indicates, in practical 

terms, the impact, adaptability, and inclusivity of practices, ensuring a comprehensive 

evaluation framework for future decision-making and implementation. The best practices 

are organised as follows: national initiatives, regional initiatives, local initiatives, and 

private initiatives.   
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Following the assessment of recruitment tensions in the tourism sector due to its bad 

reputation, which was exacerbated during the pandemic (with a simultaneous upturn in 

activity in the various sectors and a context of full employment) the French Government 

introduced a general plan to ease recruitment pressures.  

Launched in 2021, with the aim of 

attracting the long-term 

unemployed (training, new forms 

of recruitment, etc.). It was 

followed by a major national 

campaign: Destination France. 

© Atout France 

This plan of €1.9 aims to revitalise tourism in France through the upscaling 

of the tourism offer, development of infrastructure and transport, and digitalisation. It 

also intends to improve training and the attractiveness of jobs in the sector, by structuring 

a “network of excellence" of training courses specialising in tourism and by organising 

communication campaigns.   

A dedicated national communication campaign was launched with 

television, radio, social network spots as well as press articles released shortly before 

Career Week. The government also introduced a pilot scheme in April 2023, where 

stakeholders were encouraged to organise events to promote jobs and training in the 

tourism industry to challenge misconceptions. It was a resounding success, with 1,340 

events and 80,000 visitors. This week will have a second edition.  

The aim is to recruit 300,000 seasonal workers each year by providing enhanced support 

to seasonal workers landing in their new workplace, with dedicated training and 

accommodation support. Seasonal offices are being deployed in the country to provide 

better access to information, particularly on finding jobs and accommodation, as well as 

mobility solutions.  

Workers may also decide to take vocational training courses between tourist seasons that 

has been made available to them.  

Some destinations go beyond the informative aspect and offer advantages to seasonal 

workers, such as the seasonal pass from the Office de Tourisme de l'île d'Oléron et du 

Bassin de Marennes, which entitles holders to benefits from a wide range of partners: 

water sports activities, restaurants, shops, etc. 

Best Practice: National campaign with strong investment in the sector to tackle the 

reputational issue to address staff shortages. Matchmaking initiatives to advertise 

hospitality jobs, trainings and better guidance and support of seasonal workers.   
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The Finnish Ministry of Economic Affairs and Employment published a report with the 

result of the Labour Market Roadmap project which looked at solutions to the labour 

needs of different sectors throughout Finland. It developed a dynamic data model where 

supply and demand of labour force can be monitored in near real-time.  

© Ministry of Economic Affairs and Employment of Finland  

 

By creating a dynamic data model which is freely available and based on 

the principle of open data, the Ministry of Economic Affairs and Employment wishes to 

create a better understanding of the extent and causes of labour shortage and mismatch in 

different occupations and regions, as to enable policy makers in the future to take 

informed decisions based on real-time data.  

 

Based on a first analysis, labour market organisations are already proposing solutions to 

improve the mobility of workers from surplus occupations to shortage occupations 

through education, as well as to create incentives encouraging regional mobility by for 

example introducing relocation allowances. In occupations suffering from a labour 

market mismatch, there is a need for improvement od employment services by 

developing digital solutions.  
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Best practice: Dynamic data model informing decision-makers, business organisations 

and jobseekers in real time on the existing shortages, mismatches and surplus in labour 

per region and by occupation. 

Escolas do Turismo de Portugal (Schools of Tourism of Portugal) is a national schools’ 

network which aims to provide specialized education and training in tourism-related 

fields across Portugal. The schools offer a range of programs, courses, and vocational 

training opportunities for individuals interested in pursuing careers in the tourism 

industry. These schools focus on imparting practical skills, knowledge, and expertise 

necessary to excel in various areas within the tourism sector, catering to the diverse needs 

of students and professionals looking to enhance their qualifications and capabilities 

within Portugal's tourism landscape. 

Introducing online 

courses in tourism holds tremendous 

promise in alleviating the persistent 

staff shortages prevalent in the 

industry. This approach not only serves 

as a viable solution but also embodies a 

best practice that other local or national 

authorities can emulate to address 

similar challenges within their regions.  
© Turismo de Portugal 

 
 

Individuals aspiring to join the tourism sector can access quality training 

irrespective of their location, empowering a wider pool of talent via the Digital 

Academy. This inclusivity broadens the recruitment base, potentially mitigating staffing 

shortages by attracting diverse and motivated individuals who might not have pursued 

traditional avenues of education. Courses are available in both English and Portuguese, 

within the 12 VETs (public schools owned by Turismo de Portugal - TdP), have proven 

especially useful to anchor talent in rural areas.  
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Moreover, these courses can be flexible, accommodating the varying schedules and 

commitments of prospective employees. By offering self-paced learning modules, 

individuals, including those with existing job commitments or familial responsibilities, 

can acquire relevant skills without disrupting their current obligations. This flexibility 

significantly enhances the appeal of pursuing a career in tourism, enticing more 

individuals to join the workforce.  

Furthermore, online courses can be dynamically tailored to align with industry demands. 

They can swiftly integrate the latest trends, technological advancements, and 

sustainability practices prevalent in the rapidly evolving tourism landscape. Furthermore, 

TdP introduced modules on management and leadership, in order to preserve the 

competitiveness of the tourism industry as a workplace where growth is accessible and 

encouraged. This adaptability ensures that the workforce remains equipped with 

contemporary skills, making them more employable and enhancing the industry's overall 

resilience. 

By fostering partnerships between educational institutions, industry stakeholders, and 

governmental bodies, Turismo de Portugal has created a robust ecosystem conducive to 

skill development in the tourism sector. This approach not only bridges the staffing gaps 

but also stimulates economic growth by nurturing a skilled workforce adept at meeting 

industry demands. 

Best practice:  Initiatives supporting online learning platforms, subsidizing course fees, 

and collaborating with industry experts to design relevant curriculum content have 

proven effective. 

 

Further information: https://academiadigital.turismodeportugal.pt/  

 

CareersPortal.ie is Ireland's National Career Guidance website developed in 2007 to 

create a one stop national career information portal through which more than 750 000 

people have created their own Career Portfolio. It hosts the promotional website 

TourismCareers.ie. 

https://academiadigital.turismodeportugal.pt/
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 TourismCareers.ie provides the most up-to-date and relevant career 

information and resources to those needing or providing career guidance in tourism. It 

collects and presents success stories of thriving young professionals in tourism 

promoting jobs in tourism to young people. The website also hosts a work placement 

portal which offers young people the opportunity to gain experience in local businesses 

and a taste for a career in tourism. 

© TourismCareers.ie  

The website offers information on the tourism industry as a whole 

(‘Explore Tourism’), promoting Irish tourism by sharing the latest events, destinations 

and experiences for people visiting Ireland, as well as sharing local action plans, success 

stories and tips & tricks for people working in the industry.  

Next, the website hosts a very broad and well-organised information platform of the 

different career opportunities available in the Irish tourism and hospitality sector, with a 

specific career explorer tool which helps jobseekers understanding the skills and 

experience needed for each role through a scoring system of levels from 1 to 5. Each 

career role contains information on the working life, the work content, the progression 

possibilities, the pay & salary. The database is very user friendly as it allows jobseekers 

to compare easily between different careers.  

Another pillar of the website is the work placement tool of all the different live jobs 

available in tourism enabling jobseekers to directly apply or save and compare different 

job offers. It also promotes the opportunities created through the TY Work Experience 

Programme of the Irish National Development Authority which provides a structure for 

employers to provide meaningful placements to students seeking work experience from 

transition year, which in turn can result in offers of employment. 

The website also contains a very broad range of resources and information on different 

degrees, courses, and trainings available to upskill and reskill young people for career 

paths in tourism. This large source of information consists among other things of video 

material presenting different type of courses, information on different education 

facilities, as well as testimonies from students and teachers to enable jobseekers to make 

informed decisions. 
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Best practice: Fully integrated one stop website with engaging visuals and storytelling 

material which promotes jobs and education opportunities in tourism for young people 

and also serves as a platform to connect employers and jobseekers. 

 

In the context of the diagnostics phase of the project we interviewed the digital think 

tank AndalucíaLab which implements a number of successful solutions at the local 

level. These solutions focus on advancing tourism and technology operating, under the 

Ministry of Tourism of Andalucía. It supports the region's tourism industry through 

innovation, offering training, identifying tech talent, and enhancing competitiveness. It 

serves as a platform that provides training, consultancy, and support services to 

businesses, entrepreneurs, and professionals in the tourism industry, focusing on 

leveraging digital technologies and innovation to enhance competitiveness and 

sustainability. The program addresses the shortage of digital skills in non-customer 

service areas. To bridge this gap, it provides specialised training through initiatives like 

the ‘Project to Attract Technological Talent’.  
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© AndalucíaLab 

 AndalucíaLab operates (i) workshops for digitalization, (ii) consultancy 

initiatives to address SMEs' specific needs, and (iii) facilitates connections between tech 

providers and the travel industry through the so-called DEMO LAB. In essence, it is a 

key player in fostering digitalization and talent retention in Andalusian tourism, 

which inspired us to suggest the preliminary concept of an EU Digital Tourism 

Talent hub (discussed below).  

AndalucíaLab identified two main issues in the tourism workforce of the region: 

shortages of skills and lack of technical expertise. This dilemma led to the abandonment 

of the sector, which was also characterised by less flexible conditions to which young 

people especially, were less keen to adhere. In a change to the general narrative which 

saw people, not only those with existing digital skills, leaving the tourism ecosystem 

permanently and moving away from hospitality, the tech hub took concrete steps and 

launched workshops and specialised trainings: not only to convince workers that they 

could incorporate and develop their skills and  knowledge into tourism, but also to see 

how they could incorporate solutions from other sectors into the tourism ecosystem. By 

offering workshops on digital skills, AndalucíaLab provides sustainable programmes and 

qualifications which ultimately help SMEs become more competitive, not only by better 

understanding hospitality algorithm, such as through commercialisation practices, but 

also by focusing on a sustainability angle and practices which tourism actors can 

implement in their business. The consultancy side of the hub also helped SMEs link what 

they learned in those workshops with the specific digital needs of their business. 

 In the case of the Andalusian tourism sector, a notable initiative the Project 

to Attract Technological Talent for the Andalusian Tourism Sector, within the framework 

of the tourism and technology think-tank, AndalucíaLab. In practice, a dozen students 

were selected from over 200 applications, and undertook training of 673 hours tailored to 

the needs of digital transformation required by companies in the Andalusian tourism 

sector. Once the training program is completed, students carry out three months of 

internships in tourism companies in Andalusia, during which they will launch different 

initiatives that help companies overcome the current difficulties of adopting technology 

in the tourism sector.   

Best practice: providing trainings on digital skills adapted to the tourism ecosystem and 

engaging young tourism workers to integrate existing skills into the mainstream, 

introducing hubs for networking, collaboration, and knowledge sharing among industry 

stakeholders, encouraging partnerships and innovation-driven initiatives to promote 

growth and development.                       

https://www.andalucialab.org/en/inicio-en/
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Further information: https://www.andalucialab.org/en/about/ 

 With the aim of facilitating seasonal employment, Pôle emploi, the French 

unemployment office has launched an initiative to improve accommodation access for 

seasonal workers in Brittany.

©Pôle emploi 

 This new service has been introduced on a trial basis from August 2023. On 

Pôle Emploi’ regional website for Brittany, seasonal workers can access a platform 

listing close and affordable seasonal accommodation solutions in their region.   

Using intuitive mapping, they will be able to quickly identify establishments offering 

accommodation close to their place of work. The platform offers more than 1,000 

accommodation places for seasonal workers in nearly 60 different locations. 

Best practice: Tailored support for seasonal workers who find it difficult to find 

accommodation when they first arrive, as the supply is limited and often exorbitantly 

expensive.  

 

Further information: Les logements saisonnier en Bretagne (pole-emploi.fr) 

https://www.andalucialab.org/en/about/
https://mes-aides.pole-emploi.fr/bretagne/logements-saisonnier
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The ASOFUER Association (Asociación de Empresarios Turísticos de 

Fuerteventura) was established in 2015 as a representative platform for all individuals 

working, directly or indirectly in the tourism ecosystem, which constitutes 85% of 

Fuerteventura's Gross Domestic Product. ASOFUER brings together not only the hotel 

segment but also all those whose economic activity is developed in this area and 

contributes with its efforts and dedication to build the Fuerteventura Destination.  

In the face of unprecedented challenges such as the impact of COVID leading to a 

historic "zero tourism" situation, the uncertainty arising from the Ukraine war, inflation, 

and increased costs of products, logistics, and energy, ASOFUER emphasizes the crucial 

need for synergies between the private and public sectors.  

 ASOFUER focuses on 

diversifying the island's economy, minimizing 

ecological impact, and promoting renewable 

energy. Their key pillars of Innovation, 

Information, and Advisory support have been 

vital during the pandemic, aiding tourism 

entrepreneurs in enhancing service quality and 

leveraging Fuerteventura's impressive visitor 

numbers. 
©ASOFUER 

  

Training and development: ASOFUER has worked closely with local training centers to 

offer training and professional development programs to existing workers and those 

seeking employment in the tourism industry. This includes language courses, hospitality 

management courses and specific skills training programs. 

Job Fairs and Online Platform: ASOFUER has organized job fairs and recruiting events 

to help companies find qualified workers. These events also provide an opportunity for 

job seekers to learn about available job opportunities and connect with potential 

employers. ASOFUER’s employment platform brings together employees and employers 

by providing a dedicated tool for business to publish their vacancies, but also provide 

trainings for employees before embarking on their job search. 

Immigration programs: ASOFUER has worked with local and regional authorities to 

develop immigration programs that facilitate the hiring of foreign workers in the tourism 

industry. These programs offer support to workers in their relocation and can provide a 

solution to staffing shortages in specific areas. 

Promotion of the tourism industry: ASOFUER has worked to promote the tourism 

industry in Fuerteventura and attract qualified workers to the island. This includes 

promoting the island as an attractive tourist destination and collaborating with other 

tourism organizations to create a positive image of the tourism industry on the island. 

Best practice: training and development, job fairs, public-private initiatives for 

immigration. 



38 

 

 

 

 

Fundația Adept is a Romanian biodiversity conservation and rural development NGO 

whose aim is to protect high nature value landscape with the support of farming 

communities. Those natural or semi-natural landscapes offer high levels of biodiversity 

which require protection. The purpose is to involve communities in the protection of their 

agri-environment. 

 Promoting agricultural-tourism and supporting the traditional sustainable 

land management by linking visitor experience with local incomes. Fundația Adept 

created a Sustainable Tourism Strategy for the Târnava Mare area, aimed at developing a 

durable tourism ecosystem which supports the other rural activities of the area, developed 

together with local actors, private and public partners.  

©Fundatia Adept

 The Romanian NGO Fundația Adept has promoted the creation of green 

infrastructure, such as a 107 km mountain bike trail, owned by local communities with 

the aim to catalyse local cooperation in the development of green tourism in the area. As 

the starting point was to also create additional economic benefits for the locals, the 
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construction of the bike trails was done together with local workers, using local 

materials. 

 

The tourism product, especially heritage, (architecture, culture and the natural 

environment) had considerable potential, but the lack of investment in infrastructure, the 

poor state of maintenance of the built heritage and the relatively poor quality of tourist 

guesthouses mean that this potential is not being realised and that economic benefits from 

tourism were not being realised. Investment is the key to developing the tourism product 

in the future. However, many of the area's inhabitants did not have sufficient resources to 

invest heavily in the tourist base existing base. This strategy proposes collaboration 

between the public and private sectors to assess which elements of the tourism product 

require investment and to target investment to areas where it is likely to generate the 

greatest benefits for the tourism industry, local businesses and local people. 

 

 
 

The bike trails helped develop the region not only offer a green way to visit the area, but 

also helped engage local tourism actors to reskill and provide connected services, such as 

accommodation, bike repairs, coffee and other food and beverages services. This way the 

project links the support of small-scale farming and biodiversity conservation of the area 

to a sustainable and authentic tourism experience. The development of an innovative 

network of green mountain bike trails ultimately create a feeling of 'ownership' as it was 

built by local people, who accepted tourism as a sustainability strategy and attracts 

responsible tourists 

 

The tourism product has started to develop little by little, for example: 

- Investment in improving the external appearance of some buildings; 

- Road signs with the Târnava Mare area logo were installed in Saschiz in the summer  

2007 and it is hoped that this example will be followed; 

- Members of the local community have invested in the development of some of the 

attractions (e.g. "Bee Encounter"). 

 

Best practice: Developing the cycle tourism network, setting up a local tourism 

association, increase in the length of stay and level of expenditure of existing visitors, in 

particular tourists from Romania and visitors on day trips. 
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Further information: https://fundatia-adept.org/community-development/transilvania-

bike-trails/  

The regional authorities in the popular tourist destination of Zell Am See-Kaprun 

(Austria) have launched a fully integrated online platform to attract both locals and 

visitors to come and live and work in the region.  

 Team4U is an information 

portal for people that would like to live 

and work in Zell am See-Kaprun. The 

platform offers people all relevant 

information on how to settle down, meet 

like-minded people, engage in social and 

sport activities. It also offers information 

on both job and education opportunities.

  

 

 

      © Zell am See-Kaprun Tourismus GmnH 

Team4U has several advantages to offer:  

• Benefits4U bonus card: benefits and discounts at more than 50 partners 

throughout the region 

• Academy4U knowledge portal: industry opportunities for education and advanced 

training  

• Academy4U-App: smartphone app with inside and regional tips 

• Community4U: community for meeting like-minded people 

• Job4U: job platform with positions in the food service, hotel and trade industry as 

well as at the local cable car companies 

Best practice:  Creating a cohesive social community among employees by providing an 

all-round employment package in an already popular tourist destination. 

https://fundatia-adept.org/community-development/transilvania-bike-trails/
https://fundatia-adept.org/community-development/transilvania-bike-trails/
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Further information: Team4U: Info portal for living and working in Zell am See-Kaprun 

 

The German advocacy group asr (‘Allianze Sebständiger Reseunternehmen’) represents 

the interests of independent medium sized tourism businesses in Germany. ASR 

contributes to the goal of retaining the diversity of the active players in the sector and 

works to boost the competitiveness.   

: The project ‘Tourism – Your Future’ launched by ASR consists of a 

promotional campaign, as well as an online platform to promote training and further 

education opportunities in tourism. The focus is to show young people the attractiveness 

of working in tourism.  

A social media 

campaign was launched 

targeted at encouraging young 

jobseekers to reskill and enrol 

in trainings preparing them to 

work in the tourism industry. 

An information platform was 

created to collect all useful 

data on different available 

education paths in tourism.  

 

© Tourismus – Deine Zukunft 

https://www.zellamsee-kaprun.com/en/landingpage/team4u
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Best practice: Integrated promotional campaign to incentivise young people to start a 

career in tourism by providing information on the different education paths open to them. 

 

Hospitality Unite is an initiative of Solidarity Hospitality Alliance, which brings together 

some of the largest hospitality companies to drive the sector through positive and 

responsible change. 

Hospitality Unite is a platform 

dedicated to refugees from the hospitality 

sector looking for job offers in Europe and 

more. It is a simplified and fast track 

system to apply to job offers and conduct 

interviews while in transit.  
©Hospitality Unite

Matchmaking services using existing technology to support on the 

employment front and hospitality considering refugees’ constraints (such as language 

barriers etc.,). It was designed especially for Ukrainian refugees with a website translated 

in Ukrainian and easy and fast interactions through a chat.  

Best practice: The lack of workers’ mobility was mentioned regularly (6%) as one of the 

reasons explaining the difficulty of recruiting in the hospitality sector in the survey 

circulated to stakeholders. Welcoming workers from outside the EU could alleviate staff 

shortages. It is important to enhance partnerships neighbouring countries to facilitate 

these flows. The European Commission launched a new ‘Skills and Talent Mobility’ 

package, which notably provides for the creation of a new European Union Talent Pool. 

It aims to match EU-based employers with jobseekers in third countries, by widening the 

pool of skills and talent.  

https://ec.europa.eu/commission/presscorner/detail/en/IP_23_5740
https://ec.europa.eu/commission/presscorner/detail/en/IP_23_5740
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For further information: https://sustainablehospitalityalliance.org/hospitality-unite/  

https://sustainablehospitalityalliance.org/hospitality-unite/
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We introduce the notion of "Flagship Solutions" to present innovative approaches aimed 

at bridging staffing gaps within tourism industry, based on the analysis of the situation as 

set out above and inspired by the already identified different existing best practices. 

These solutions represent imaginative ideas crafted at the EU level, aspiring to address 

staffing shortages through innovative frameworks and novel strategies. 

It is important to clarify that these flagship solutions, while daring and forward-thinking, 

have not undergone rigorous assessment against the legal limits and competency 

framework of the European Union. They stand as conceptual propositions, inviting 

stakeholders, industry experts, and policymakers to engage in a collective brainstorming 

process. They offer innovative avenues to contemplate when considering the way 

forward in addressing the critical issue of staff shortages in European tourism. 

We invite stakeholders from diverse backgrounds—across sectors, governmental bodies, 

industry leaders, and advocacy groups—to participate in an open dialogue and 

collaborative exploration of these conceptual solutions. By fostering inclusive 

discussions, we aim to refine and evolve these ideas collaboratively, ensuring they align 

with EU competencies while championing a resilient and adaptable tourism workforce. 

 

 

In the era of digital transformation, it is crucial for the tourism industry to boost its 

capacity to embrace digital solutions and address the growing demand for digital skills. 

This entails integrating new technologies into the strategies of tourism businesses. 

However, this poses a particular challenge for SMEs, which often struggle to reskill their 
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workforce in digital competencies or recruit tech-experts due to the industry's reputation 

for unattractive working conditions and low salaries.  

The Digital Tourism Talent Hub (DTTH) could operate as a one-stop hub for the digital 

transition of the tourism ecosystem. Its aim would be to build a more competitive tourist 

destination, by engaging with the digital and technological needs of SMEs that make up 

the sector and helping young talent match that demand by equipping them with the right 

tools and skills for the digital transition in tourism. Structured around four possible 

tools, the DTTH could comprise: 

• Tourism Talent Centre: This component would focus on detecting technological 

talent in the European tourism sector, collaborating with SMEs and hospitality 

schools to identify individuals interested in digital skills. It would also provide 

training in digital transformation, working in conjunction with specialized digital 

education providers at regional or national levels. Furthermore, it would develop 

initiatives to enhance sector competitiveness and retain technological talent 

within the community. 

• Digital Skills Centre: The Digital Skills Centre would offer online courses in 

essential digital skills with a multilingual approach provided by the EU. It would 

centralize the expertise of tourism workers and could incorporate existing videos 

and course offerings from national authorities and vocational education and 

training institutions. The European Commission would facilitate access to these 

courses via a publicly accessible website, and the added-value of an EU-level 

course would be centralising the expertise of tourism workers, as well as 

providing a multi-linguistic approach. 

• Digital Tourism Marketplace: This platform would serve as a marketplace for 

job opportunities in the tourism sector, promoting remote and flexible work 

options in line with the EU's digitalization efforts. Similar to EURES, it would 

have a specialized filter for identifying digital jobs and tourism SMEs in need of 

support. Crucially, these jobs would be remote to encourage flexible working 

conditions without disrupting local tourism communities by promoting workforce 

migration. 

• SME Hub: A dedicated platform for the development and implementation of 

initiatives that improve the competitiveness of companies in the sector. Fostering 

the creativity of digital SMEs that are not yet familiar with the tourism ecosystem 

and exploring the options of expanding their existing European-sourced digital 

solutions to the tourism offer.   

As an online solution, the creation of the Digital Tourism Talent Hub, could be 

streamlined by launching an online platform similar to that envisaged in the ‘Skills 

and Talent Mobility’ package, and the new European Union Talent Pool. 

Furthermore, the Hub could integrate tailor-made versions of existing EU-level tools, 

such as EURES, working together with web designers to ensure the aims and 

ambitions of the Hub.  

The costs related to the development and implementation of the DTTH should 

primarily borne by the European Commission and Member States authorities. These 

costs fall into several categories, such as governance, IT platform, user journey, and 

https://ec.europa.eu/commission/presscorner/detail/en/IP_23_5740
https://ec.europa.eu/commission/presscorner/detail/en/IP_23_5740
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additional components. The costs associated with the different options vary according 

to the number of potential users and Member States participating in the DTTH. The 

advantages for employers will be particularly significant during the candidate 

identification and selection phases, as the DTTH would offer a large pool of 

candidates interested in working in Digital Tourism and potentially suitable for the 

job requirements. 

Costs associated with the implementation of the Digital Tourism Talent Hub 

Governance • EU and national level One-off and recurrent 
EU Commission, National 

authorities IT platform 
• Development and 

maintenance 

One-off and recurrent 

User journey 

• Profile registration 

• Quality assurance 

employers 

• Candidate digital 

skills pre-screening 

• Validation (optional) 

• Search and matching 

One-off and recurrent 

Training Module • Uploading online 

classes 

• Developing 

specialised courses 

as needed 

depending on 

market. 

• Multi-lingual 

adaptation of 

courses 

One-off and recurrent 

Cost-savings stemming from streamlining current steps of recruitment 

Employment-

related steps • Advertising the 

vacancy 

• Screening and 

interview 

• Validation (optional) 

• Matching and 

selecting 

Recurrent Employers 

• Creating a CV 

• Finding opportunities 

• Compiling 

information 

• Selection and 

matching process 

Recurrent Jobseekers 

Job flexibility-

related steps 
• Digital jobs which 

allow work from 

abroad/home  

• Projects which allow 

flexible on-off 

schedule 

Recurrent Employers and jobseekers 
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Because of recruitment issues in the hospitality sector, hotels have been forced to reduce 

capacity and restaurants to adapt their opening hours, sometimes in the middle of 

touristic seasons.  In response to the pressing challenges of recruiting low-skilled workers 

and effectively managing seasonality within the tourism sector, we propose integrating 

tourism jobs within the existing Erasmus exchange program. This innovative 

approach aims to seamlessly intertwine tourism job opportunities with the well-

established Erasmus network, capitalizing on the potential of university students to 

address workforce shortages. 

 

A short-term solution could be to rely on existing EU programmes to advertise tourism 

job opportunities. Erasmus + counted 1.2 million participants in 2022 and students are 

often looking to work in parallel of their studies to finance their studies and related 

expenses. 

Increasing synergies between universities and local tourist offices could give students 

easier access to employment, while helping them to integrate into the communities where 

they have decided to undertake their studies. Those working in cultural establishments 

could even benefit from privileged access to local history and culture. Collaborating with 

universities, particularly during induction weeks, becomes pivotal in promoting tourism 

employment opportunities. By organizing matchmaking events, forums, and 

informational sessions, universities can actively connect students with potential 

employers in the tourism sector. This early exposure not only raises awareness but also 

fosters a sense of integration between academic pursuits and future career paths. 
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A distinctive feature of this flagship solution is providing students the chance to work 

concurrently while pursuing their Erasmus studies. This dual engagement not only 

supports students financially but also allows the tourism industry to tap into a reliable 

workforce throughout the academic year. Students, in turn, gain practical experience, 

enriching their education with real-world insights. Meanwhile, employers could benefit 

from a pool of mostly low-skilled workers and manage seasonality as students would be 

available during the duration of the academic year or semester.  

This is a limited solution, as it would only be suitable for cities that are large enough to 

host a university campus, which is not the case of many remote regions. It is important to 

note that the effectiveness of this solution is most pronounced in urban areas with 

established universities. The concentration of educational institutions in these settings 

enhances the feasibility of connecting students with diverse tourism employment 

opportunities. This urban-centric focus aligns with the broader goals of fostering local 

economies and enhancing community engagement. 

This flagship stands out as a holistic solution by taking advantage of existing networks 

with limited investment necessary. In turn, the Flagship addresses many of the crucial 

points within the Pact for Skills and Transition Pathway for Tourism, providing added 

value. 

 

The European Commission has launched 

competitions to advocate for green an innovative 

tourism throughout Europe with the European 

Capital of Smart Tourism and European Green 

Pioneer of Smart Tourism initiatives. It enables 

to promote destinations as well as innovative and 

sustainable actions by spotlighting the award-

winning cities.                                                                                                                                                           
©City of Ljubljana

• Skills Development: Students engage in practical, on-the-job learning 

experiences, enhancing their skill set and employability within the tourism sector. 

• Reduced Reliance on Seasonal Workers: By leveraging the continuous 

availability of students, businesses can reduce their dependence on seasonal 

workers, ensuring a more stable and reliable workforce. 

• Community Integration: The program fosters deeper integration between 

universities and local businesses, promoting community engagement and 

collaboration. 

• Economic Stimulus: This initiative contributes to the economic growth of urban 

areas by injecting student income into local economies and addressing the staffing 

needs of the thriving tourism sector. 
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There are several similar competitions managed by different Commission initiatives, 

such as the European Capital of Culture managed by DG EAC or the European Capital of 

Innovation known as iCapital, creating a de facto network of European Capital series. To 

develop the approach toward sustainable tourism growth and job creation, we propose the 

creation of a distinct award criterion within the European Capital series, specifically 

dedicated to acknowledging and rewarding cities that effectively manage and enhance 

their tourism job landscape. This flagship would seek to integrate milestones for tourism 

job creation and sustainable management as key eligibility criteria for participating cities. 

DG GROW could engage in discussions with relevant services to integrate milestones for 

tourism jobs and a tourism criterion in the attribution of the awards. 

Cities aspiring to be recognized within the European Capital series under this new 

category would be required to outline clear and measurable milestones for tourism job 

creation. This includes commitments to not only generating employment opportunities 

but also ensuring the quality and sustainability of these jobs, by for example investing in 

vocational education and training programmes 

In addition and distinct from the existing “Smart Tourism” Award, the eligibility 

requirements for this category would necessitate cities to present comprehensive plans on 

how they anticipate the sustainable development of the tourism sector, including by 

reference to initiatives related to upskilling and reskilling of tourism workers. This 

involves addressing issues such as environmental impact, infrastructure development, 

and community engagement, ensuring a well-rounded and sustainable approach to 

tourism growth and in turn also the job landscape affected. 

 

Given the difficulties in recruiting seasonal workers, the creation of a tourism seasonal 

pass for seasonal workers would help to make some regions more attractive for workers. 

This means better local integration, which could go hand in hand with access to several 

benefits to attract and retain workers.  

At the European level, this could take the form of a 

network of companies volunteering to offer certain 

benefits to seasonal workers passing through their 

territories (i.e., discounts and other attractive 

prices, as well as easier accommodation, transport, 

and mobility).  

©Getty images 

This would make it possible to help seasonal workers to find accommodation close to 

their workplace, provide opportunities to travel around the region where they will be 

posted  and to find work opportunities. 

It could also double as a ‘paid exchange’ if employees want to have a short-term 

experience elsewhere in view of a specific up-skilling ambition – this could be integrated 

within the Digital Tourism Talent Hub (DTTH).  
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• Main results from the 2022 study by the Research Institute for Tourism on 

Employment in Greek Hotels (ANNEX 1). 

• Stakeholder survey: 

o ANNEX 2: Actions taken by stakeholders 

o ANNEX 3: Actions taken by local/national/regional authorities 

o ANNEX 4: Actions taken by private entities 
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This annex reports some of the results of the RIT study commissioned by the Hellenic 

Chamber of Hotels in 2022. Only the outcomes relevant for this report have been 

included. 
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