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Introduction

According to a study conducted by Gallup for Inside HighéGRtHup & Lumina Foundation,
2013) 96 percent of chief academic officers claimed to ®S EG NBY St & 2 NJ
O 2 y T AtRaS tYidir dnstitutions are preparing students for success in the workforce. In
contrast, just 11 percent of employer representatives said they believedtatuates have

the skills and competencies needed by their busineggétson, 2015)That being said, it is
crucialto identify and apply best practices in employer engagement and partnership, in

order for both parties (HEIs ahEmployers) to benefit in various ways.

In the EPHT project, we aim @t¢veloping an Employer Programme for the Hospitality and
Tourism Industry as a solution to the gaps in cooperation between higher education
institutions and the Hospitality and Tourismdustry. This programme will systematise and
modernise cooperation, while, at the same time, provide benefits to all relevant

stakeholders:

1 HOSPITALITY AND TOURISM BUSINE&BEShefit from a range of services and
facilities offered by educational institutions. They can have access tachliire
students and graduates for internships or to meet temporary or permanent
recruitment needs. They can secure expertise to solusiress or industry
problems. They can have access to continuing education and training programmes as
well as educational resources and facilities such as libraries, laboratories and
research centres to upgrade the quality of their staff and operations oath
Cooperation will secure sustainable development of their current and future human
resource, can resolve operational issues and will provide them with a competitive

edge.

1 HOSPITALITY AND TOURISM TERTIARY LEVEL EDUCATIONAL INSTIHSDONS
beneft by improving their educational offer, meeting more effectively and
efficiently their educational objectives, improving their reputation through increased
employability of their students/graduates, acquiring access to information on
industry needs and tmeds, enriching and upgrading their educational programs

through guest lectures, educational visits and other industry resources, providing

Intellectual Output 2
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good quality internships to students, enhancing the relevance and quality of their

research work etc.

1 STUDENTAND GRDUATES®ill benefit from improved educational curricula, skills
and competences that match the needs of the industry as well as from direct
experience of the workplace through working side by side with experienced
professionals. They will be able to aeliv seekout opportunities, create beneficial
relationships and build on their CV. Consequently, students will enhance their
learning, increase their network, and improve their employability and career

potentials.

This report is in fact the second inteltaal output of this project. The objective of this guide

is to present several good practices identified in Europe (or internationally) related to
employer programmes from the hospitality and tourism indysas well as from other
industries (that may berainsferred to the hospitality and tourism industry). Additionally, this
guide aims to present good practices in improving the collaboration between educational
institutions in hospitality and tourism or other industries and the employment market. It
shoull be noted that this guide is an important input to the intellectual outpuf.&

Recommendations Report.

This guide is composed of two distinct parts thave beerdeveloped in different stages of

the project:

1 Best practices in Europe and internatidgalor linking education and work in the

hospitality and tourism sector.

This part of the guide presents the best practices across Europe and the world in existing
employer programmes applied in other sectaswellas other best practices for achieviag
better link between educational institutions and the industry in the hospitality and tourism
sector. This part of the best practices guidas developed during the first year of the
project and will be a major input in the intellectual outputi®(Recommendation report for

the development of the operational manual and the platform).

9 Best practices from the current project

Intellectual Output 2
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The second part of the report identifies the best practices that arise from the current project
through the experience of the parership in the development and pilot testing of the
proposed system. This part of the best practices guids beendeveloped after the
completion of the pilot. The second part of the best practices guide refers to the best
practicesidentified through thecurrent project. The consortium will develop a form on
which all partners involved in the pilots will record the best practices identified through the
project. As before, best practices will be evaluated on specific dimensions using a specific
evaluationform. Practices that are highly evaluated will be included in the second part of

the Best Practices Guide: Best practices identified through the current project.

Intellectual Output 2
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Part 1: Best practiceslentified in Europe and

Internationally for linking education and work

Introduction to Part 1

As mentioned in the introduction, according to a study conducted by Gallup for Inside Higher
Ed, even though 96 percent of chief academic officers claimed 60®eE i NEY St & 2N a2Y$§
O 2 y T AthatShéiti idstitutions are preparing students for success in the workforce, only 11

percent of employer representatives said they believe that graduates have the skills and
competencies needed by their businesg®¥ilson, 2015) This great discrepancy between

the opinions of representatives of HEIs and representatives of the industry demonstrates the

need for Employer Engagement programmes that will be designed by both parties, or at

least for pogrammes that will be taking into due consideration the opinions and
expectations of both parties. Thi s gui de, al
“Recommendations Report” produced by the EPHT
establishment ofa successful programme, which, most importantly, will be applicable in

different contexts, both sectewise and culturewise.

This part presents best practiceseidified through thedesk research implementeden of
whichwere selected and presented irepith. It starts with some methodological remarks, it
moves on with a general literature review, laying the theoretical basis on which we worked
and then the ten best practices that were selected to be included in the guide are presented

in detail and testd against the criteria that we have decided upon.
The ten best practices were selected for two main reasons:

- They were identified as best practices, according to the criteria set by the
consortium and presented later in this guide

- We gained access to addihal information on these practices, as representatives of
the organisations that implement them were eager to provide us with an interview
or there was plenty of information available online. This means that the best

practices presented here are by no ams the only ones we identified; they are

Intellectual Output 2
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rather the ones we gained access to. Many more organisations were contacted, but

did not reply.
The best practices selected and included are:

1. Hosco-Hospitality Connectionélransnational)

2. The School of HoteResort and Spa Management Employer programme at the
University of Derby (UK)

3. The Nottingham University Business School Employer Programme (UK)

4. The Graduate Employability Project (GEEg@inburgh Napier UniversitflJK)

5. The project “ L ondo Accomhaodatoa rand FQod uServier s
Programme” (" Pan Out London") ( UK)

6. The Employer Programme of the Kajaanin Ammattikorkeakoulu Oy / Kajaani
University of Applied Sciences (KAMK) (FIN)

7. The Career Services of Tampereen Ammattikorkeakoulu / Tampere Univefrsity
Applied Sciences (TAMK) (FIN)

8. The Liaison Office of Athens University of Economics and Business (GR)

9. The Mentoring Programme of the Liaison Office, University of loannina (GR)

10. The CertiMenTU project (Transnational)

The section completes with a set mfbust conclusions of issues and elements identified in

the best practices that would also be considered for the current system
Methodology used for the development of part 1 of the guide

In order to develop the following part of the guide the following methodology has been

used:

1. Implementation of desktop research for the identification of practices used in
Europe and internationally to improve the cooperation between educational
institutions and tusinessesThis desktop research led us to stakeholders that have
applied and used EMPLOYER PROGRAMMES in H&T or other industries as well as

stakeholders that have used other best practices for achieving better link between

Intellectual Output 2
11| Page

BESPRACTICERJIDE



Y
Employer Programm®r Hospitality and Tourism -

educational institutions and # industry in the hospitality and tourism sector.

Desktop research included:

- Literature on Employer Engagement generally (academic journals, online
research)Websites of Employer Programmes in various sectors

- Websites of Employer Programmes

- Published casstudies on existing successful Employer Programmes

- Brochures of educational institutions

- Strategy documents of policy makers

- Other resources (e.g. research reports, project reports, conference proceedings,

etc.)

2. Development of a form to record practicesThe objective of tle form was to
present an objective picture of the practices. The following details agasam the

form:

- Adetailed description of the best practice including the industry/area it concerns
- Evaluation methodology
- Innovative aspects

- Impactto several stakeholdermdded value of the practice

Applicabilityto the H&T industry

1. Gains and incentives that the programme has to offer to different partners

2. Contribution of different partners to the programme

3. Administration, management and coordinah issues, i.e. who is responsible for
managing and coordinating, what is the staff involved, etc.

4. Level of partnership

5. Channels and level of communication. Also, plaeticipants were asked to describe
the communication process in case they adopt a raga method for
communication (e.g. newsletters, online platform, etc.)

6. Challenges that they have faced/face during the implementation of the employer
programme

7. Success factors

The form developed is presentedAppendix 1lof the current document.
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3. Dissemiration of the form to the stakeholders identified in activity O2A1 in order

to record practices.
The form has been disseminateddwer 100stakeholders.
4. Implementation of telephone or skype interviews with relevant stakeholders

Stakeholders that have cagoteted the forms participated also in interviews (telephone or
skype) Theobjective of the interviews wato get additional information (more -depth)
including feelings and attitudes towards the practicgtakeholders that have participated in

interviews are presented iAppendix2.

5. Validation of the results of the interviews through online questionnaires to several

stakeholders.

Once several practices are identified, a questionnaies formed thatdisplays all these
practices and ask relevant &eholders to confirm (or reject) them. Some open ended

guestions at tle end of the questionnairenable recipients to add additional comments.

6. Identification of criteria/dimensions for the evaluation of practices and
development of an evaluation sheet. Bluation of practices and identification of

best practices

It is noted here that a scientific approabhs beenused for identifying best practices (out of
the practices already collected). Thigs done through the use of criteria/dimensions of
evaluation. Pointswere allocated to criteria based on their perceived importance and

evaluation sheet for best practicésis beerdeveloped.

7. Composition of the first part of the best practices guide: BEST PRACTICES IN
EUROPE AND INTERNATIONALLY FOR LINKINGATEDN AND WORK THAT
COULD BE USED IN THE HOSPITALITY AND TOURISM SECTOR.

This part of the guide presesin detail each of the practices (as described above) but also it

the evaluation of criteriaife. why is this practice considered to be best prag}ic

Intellectual Output 2
13| Page

BESPRACTICERJIDE



S
Employer Programmir Hospitality and Tourism -

The structure of part one of the gde

Part 1: Best practices identified in Europe and internationally for linking education and

work, lays the foundations for the Best Practices Guidis. comprised ofhree Sections:

T a¢KS2NBGAOI fis baseddnHiRatlmg Review that identifies best
practices in employer engagement. In this section the rationale and substantiation
on the reasons the best practices presented are considered as such, is provided. The

section is further divided into tavsubsections, namely
o0 “Successful Systems” and
o0 “Successful Activities”.

The first refers to best practices associated with or related to holistic approaches in
Employer Engagement. In other words, practices that consist systems that combine different
activities and are characterised by full partnership. The second subsection, namely
“Successful Activiti€'s , describes separate activities

although they are not included in systems of Employer Engagement.

1 a9 f dANRX & SheBehts the evaluation criteria together with the points

allocated to those

f a.Said t NI Ol kddsSsts otheR &y siutlidsihStRvére identified as best
practices by the EPHT project and in most cases, they were further examined
through interviews, a form that was produced by the project, as well as

guestionnaires.

Intellectual Output 2
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TheoreticalBackground

What Is Employer Engagement

In the EPHT project, we aspire to establish an Employer Programme for Hospitality

Tourism that will syfematise & modernis cooperation between HT enterprises & tertiary

level educational institutions offarg programmes for this vibrant angeopleoriented

sector.We understand Employer Engagement as an ongoing process, as opposed to a static
situation.lnor der t o achieve this, first and foremost

to be defined with precision.

Even though “Empl oyer Engagement hasn become
Higher Education, definingig a challenging task, as thisis often made, resulting in many

di fferent uses for the term. It i s important
employers in a broad context. The term has be
which employers directly participate in adty facilitated by an external organisation in
pursuit of s [SactoeSkills®évelement Agemncy,”2007, pTB)s definition

as stated earlier is very broad and inclusive, as it is not oriented to Higlieaon on the

one hand, neitheit refers to particular activities. Nevertheless, it is useful as it underlines

the pursuit of shared objectivednd even though this might seenbwious, it is not always

applied in reality. In EPHT, we value the bendditall parties that will participate in the

Employer Programme we will establish (i.e. students, academics, staff of HEIls, HEIs as
wholes, Employers, Employees, etc.) equally. It is important to note here that relationships
between HEIs andhe industry are not a recent development. On the contrary, such
relationships exist for decades. Mosttbem though are not full partnerships but consist of

different activities that are not systematic and they consist of a collection of activities. In

other words, thkey are notsystemsof cooperation and in most casethiey do not benefit

equally all parties. Awe demonstrated in the European Needs Analysis produced by the

EPHT project, which was based on a research conducted in Greece, Cyprus and Finland, such
forms of cooperation are usually based on simple activities such as internships, they are not
designed mutually by all parties, they do not consist partnerships in any case and they are

not as effective, according to the opinions of relevant stakeholders.

Intellectual Output 2
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Employer Engagemenin the Relevant Literature
According to the BIERT position paper (2002) , “Uni ver si

cultivate mutually beneficial and lasting relationships with one another. In this emerging
framework, robust higkguality, longterm relationships, based on twaay investments of

time and resources, are becoming essential to understand, influence and improve the
interactions between both sectors”. The paper

are essential to employer gagement in the future. More specifically:

- Business and universities need to expand the range of ways they engage with each
other to enhance capacity for growth and development at regional, state and
national levels.

- University and business leaders needseek new strategic partnerships and forms
of involvement.

- Universities need to embrace more fully the
and leadership.

- Staff and students within universities need to be encouraged in their efforts to
engage withndustry, and there needs to be an increased acceptance and rewarding
of such efforts.

- Industry and universities have a key need to work in partnership to advance
knowledge through research and development in order to enhance industry capacity

for innovaton.

According to “Employer Engagementeport, Breeer gi ng P
common themes can summarise HEI s’ intentions ¢
1. Enhancing student s’ empl oyability. This is

relevant skills

2. “Supporting the skildchl svorkidreevterbughpaoeesstto o f t he
vocationally relevant training and development opportunities.

3. Providing employer with access to research, consultancy and innovation services and
training, as part otollaboration, partnership, enterprise, and innovation activities

and knowledge transfer?”.

Intellectual Output 2
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The above have been taken duly into consideration during the selection of the best practices

included in this guide.

Towards this goal, some of the good practices identified by the sapert include (we

have only included the ones that are not counsiyecific but rather transferable)

1. Connections and networks witbmployersfor ensuring that curricula are relevant
valid and current

2. The development of relevant skills, vocational or other, woaked learning,
towards better employability

3. Opportunities for workbased learning and/or work placements, supported by real
life projects and assessments

4. BEmployer involvementvith the provision of careers advice and guidance

5. Information to students and employers, usually in the form of handbooks or
websites

6. “ mductive relationships with employers, designed to enhance and support student

employability .

The points presentedhbove, also informed our selection process while developing the

evaluation criteria and selecting the best practices to be included here

Key stakeholders/beneficiaries of employer engagemang, represented in the graph:

Intellectual Output 2
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The kenefits of employer engagemerare also summarised by this report. The main ones

are related to

1 “ Ae enhancement of student employabjl through the opportunity to gain
industry/work-relevant skills, experience and knowledge, and in some cases
professional qualifications and accreditation, as part of programmes of study

T The creatianaadfy’ ' woralduates for the skiis, oyer s,
knowledge and experience required for the workplace

1 Workforce development, providing the current and potential workforce with
opportunities for developing their skills through a variety of higlality flexible
study opportunities, delivereth response to need and demand

1 The opportunity for research, collaboration and consultancy, and access to services
and facilities, as part of income generation and knowledge transfer.

1 Supporting the local economy and aiding wider economic recdvetyE roper

Engagement: Emerging Practice from QAA Revi

Intellectual Output 2
18| Page

BESPRACTICERJIDE



B
oyl

5
Employer Programm®r Hospitality and Tourism S

Finally, some ways forward are suggested, which are of great importance to our project, as

many of them apply to our aspirations as weéhlose include, but are not limited to:

1 Approachiy employer engagement strategically and establishing effective and
sustainabl e mechani sms, “with a consistent
institution”

1 Encouraging greater participation from employers through providing various
incentives

T “ E n s wreaten gonsistency in the approach, volume and quality of input from
employers in the development and design of

1 Creating opportunities for professionals to provide input into the delivery of the
curriculum

1 Employers should contribute more to the design of, and participate in, \nadated
assessments, and provide feedback to students

1 Employers should be clearly informed, on expectations, roles and responsibilities
mechanisms for engagement and most impottgrits benefits

1 Monitoring the impact and effectiveness of employer engagement strategies

through the collection and analysis of meaningful information.

To move on with defining Employer Engagement more effectively and in a more relevant

manner to theEPHT project, we will present a definition provided by Jane KetiE3, p. 5)

In the higher education (HE) landscape fRimployer Engagemeni§ usually done

by providing opportunities for those already in the risforce to enhance
knowledge and understanding X Bearners certainly can be primarily in the
workplace and can range from experienced professionals needing higher level
developments through to employees whose upskiling needs may be generic or
transitionng through the threshold of higher level study. Learners, however, may
also be primarily associated with a higher education context in a more traditional
pattern of study and undertaking learning in a workplace either as part of or while
aligned to a progamme. Managing this type of activity also requires engagement
with employers. Sohere, employer engagement is defined as responsive

development for employee upskilling or on developing dispositions and attributes to

Intellectual Output 2
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enhance employability. This is an intemnected and closely woven set of activities

which is complex and mufcetted.

The same author also provides us with a narrower, more focused and concise definition,
according to which, Employer Engagement did range of activities, initiatives and
approaches which are best conceptualised am@atinuum It includes responsive teaching
and learning developments for gkilling and developing people already in work as well as
fostering capability and attributes t@nhance the employability oftuglents in higher

educatiorg.

According to De Lange and Gilbert (1994ited in Wessels and Jacobsz 2010mest HEIs
throughout the globe utilise aentral office to managemployer engagemenhtAccording to
Engelbrecht (@03:49 as cited in Wessels and Jacobsz 2010 vision, mission and goals
of cooperative education in HEIs must be documehted aarpalicy should be designed and

implemented

One important aspect emphasised Bygelbrecht (2003:62s cited in Wesds and Jacobsz

2010, technology provides us withnew possibilities for both the administration and

management of employer engagement. This point is imperative for the EPHT project, as

GKS fFrGGSNI gAff RS@OSt2L 0KS & of yhanaggmens,Sdza ¢ LI |
communication, etc. of the employer engagement activities of the programrieiring the

selection of criteria for the best practices included in this guide this was also an important

aspect that was taken into consideration.

'The term used by the authors is “cooperdhei ve educe
specific role and functions of cooperative education in an HEI may include, among others, national

and international networks, industry liaison, interactiontiwalumni, staff development and training,

budgeting, direct involvement in curriculum development, partnerships with industry, research in

cooperative education, promotion of cooperative education and the management and administration

of cooperative eduation (De Lange, 2004)As made clear by this definition, they conceptualise what

”

they call *“cooperative education in the same way t

Intellectual Output 2
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With all this inmind, to summarise, we would say that Employeig&gement can and
should be so much moréhan merely a set of activities, usually based on -oray
communication In order for such cooperation to be effectivemployers andHEIs should
view each other astrategic partners as opposed to two parties exchanging views, ideas and

services

Indeed, according to Wilsof2015, p. 3)d 9 YLX 2@ SNJ Sy 3l 3SYSy i Aa Y2NB
advisory committee that meets with college representatives periodically, or-afbpeoject

of contract training with a single employer, though both of these activities can be valuable to
employers, collegesand students. These activities are necessary but limiting if the go al is
development of curricula, pathways, skill sets, and credentials that align witHats@r

market needs and result in job placement and career success for students and employers.

I O02YLX AaK GKA&aX SRdzOFd2NBR ySSR G2 aGF1S I Y2NB

The same author continues by stating that there is a difference between an active
engagement of employers and a purely advisory approach: LILIN2 | OKAYy 3 SYLX 2 @& ¢
GKAIKI Oliz¢ &adGNFGSIAO LINILYSNER YSlIya t221Ay3a o
or college and seeking ways to make local employers or industries competitive. It requires

building ongoing opportunities for problesolving and program developmernoing so

NBIljdzZA NB& I LILINER I OKAy 3 SYLX 2@ SNE &Alys ldst pdinkigt § Sy Ay 3
quintessential for the EPHT project, as we do not aim to merely ask for services. We aim at

engaging them in a collective effort, in a partnershiphwihe ultimate sharedaim of

building together an effective and efficient Employer Programme for the Hospitality

Industry.

The author then lists certaigualitiesthat distinguish engagedr partnerrelationships with

employers frommerelyadvisory ones:

A Continuous:cultivating longterm relationships, rather than episodic, otiene, or
shortterm transactions on an aseeded basis.
A Strategic:approaching employers in the context of specific plans, opportunities, and

objectives, rather than on a spot haswhen the college needs assistance.
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A Mutually valuable:solving problems and creating value for both sides of the labor
market—employers (the demand side) and education and training providers and
learners (the supply side).
A Wideranging: engaging a vaety of employers by using varied methods to recruit
and involve a | arge number , rather t han roe
representatives.
A Comprehensive:engaging employers in a variety of issues and activities ranging
from curriculum developmenand competency identification to student advising
and placement, and policy advocacy on critical issues.
A Intensive:engaging employers substantively and in depth, moving the conversations
from a high | evseskil(l"ee oarmrdidath djasgie) to an
about specific skill sets, loigrm economic needs, and strengths and weaknesses
of educational programs in meeting them.
A Empowering: encouraging employers to develop and assume leadership roles in
pathway development and other initiativesipproaching potential partners from
business at the outset of a process, rather than near the end.
A Institutionally varied: engaging employers through a number of channels, including
industry or professional associations, public workforce entities (Vdockf
Investment Boards, onstop career centers), chambers of commerce, labor
management training partnerships, and economic development authorities, among

others.

The current subsection concludes withHTWi | son’ s

projectapproach to employer engagement
Levelsand Type®f Engagement

Bolden et al(2010, p. 9) provide us with a very useful table concerning types of Employer

Engagement. The following table is taken from theark:
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Type of engagement Examples

Workforce development for people - Standard or bespoke courses
already in employment, including - Existing or developent of new
programmes

020K WNBalAftftAy3aQ |

- Accredited or not

- At very wide rangef levels of expertise

Accrediting existing workforce Awarding credits for #nouse provision

and/or workbased assignments
Development

Employers supporting student - Direct inputs to teaching and/or cours

materials
Employability

- Careers work, oftetinked with recruitment

activity

- Work experience/work placements

Involvement of employers in - Employer research opening up new areas

research and teaching specialism
curriculum development, often

- Employer participationon programme

linked with wider engagement . .
steering committees/development forums

Tablel: Types of Employer Engageme(iolden, et al., 2010)

Wilson (2015) conceptualises Employer Engagement as a ladder and he describes the
different levels that range from an advisory relationship to a strategic partnership. It has to
be noted here that one level, or step, does not necessarily or automatically lead te@ke n
neither that the included levels are exhausting. There can also be combinations of activities

that hereby are presented as belonging to different levels. This is an analytical and
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conceptual construct in order to facilitate understanding regarding diféerent levels of

Employer EngagememAs t he aut hor himself notes, “this
engagement is not meant to be followed rigidly. It is a stylized model that illustrates a
progression from less intensive forms of engagemesuich as advisory boards or contract

training—to more intensive ones, such as development of pathways or partnering for

sector al wor kforce initiatives
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« In the most basic form, employers are consulted informally about hiring
or training needs through interviews or surveys of businesses in a sector
or region. More formally, employers are represented on advisory
boards for a program of study, a grant, or a division.

Level 1:
Advising

*Educators and empl oyers respohd to one
provide customized training and skilled job candidates to individual
firms; employers assist with equipment, space, loaned employees, and
Level 2: other supports to the college. Employers lecture or even teach an

Capacity adjunct course at the college, while college instructors bring courses to
building the worksite. )

\

* The employer shifts from being a passive advisor to an active
collaborator with the college on education and workforce initiatives,
SV eleh) Y including design of new curricula and pathways.

designing y

» Educators work actively to recruit and convene businesses and thejr
associations as substantive, ongoing participants in addressing
workforce needs. At a more intensive level, colleges serve as hubs [or
Level 4: brokers of workforce collaboration with employers and other education
Convening and training providers.

« At the most intensive level, colleges, employers, and other stakeholders
build partnerships that transform local or regional workforce system
and enhance the growth of targeted industries or sectors. Some of the
most effective and londasting regional partnerships are those that afe

COCREC (e by industry representatives.

Table2: Levels of partnership

In this guide, a distinction is being made betwmeEmployer Engagemergystemsand
Employer Engagemerdctivities. This distinction refers to the level of cooperation and
mostly to the systematization of various aspects of the set of activities that are related to an

employer programme. We have focuseastly on:
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4. Communication(i.e. whether there is a systematic, regulated way of communication
between the partners of an employer programme)

5. Evaluation (i.e. whether there is a systematic, regulated way of evaluating the
results and/or impact of an employ@rogramme)

6. Most importantly, to theinterdependenceand complementarity of the different
activities comprising an Employer Programme. For example, a programme offering
only mentoring, such as this of the University of loannina, even though a highly
successful activity, cannot be considered a holistic approach, in other words a

system

Even some cases where we observed and recorded a set of activities, cannot be
characterized as systems, #we different activities are considered and implemented as

different “ pr oj ect s” .
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Evaluation Criteria

A set of evaluation criteria were established by the EPHT project in order to allow the
identification and selection of those Programmes and Activities that were rendered as best
practices in EmployeEngagementin order to develop these criteria, the following were

taken into consideration:

1. The needs and perceptions of relevant stakeholdessich as academics, students,
employees and owners of H&T organisations. These were identified and presented
in a substantialised, systematic manner in the transnational research that took place
prior to the composition of this guide in Greece, Cyprus and Finland during the
development of 101.

2. The theoretical backgroundBod e n’ s et al ( AWBPWok ennd Wi | s o
employer engagement provided valuable insights for this work. Specifically, Bolden
et al does a very useful classification of the different types of effective employment
engagement while Wilson conceptualises employer engagement as a ladder and he
identifies different levels depending on the strength of partnership relationship.
Moreover, the work of Wessel and Jacobsz (2010), th&E mp | oy e r Engageme
Emerging Practice from QAAHER® positempaperr epor t
No. 7, gave us valulbinput in the selection of the criteria. Specificallge key
priorities included inthe HIERT position paper, the “ways
the “Employer Engagement: Emerging Practi ce
the systematic management angse of new technologies considered by Wessels
and Jacobsz as best practices, were taken in due consideration during the selection
of the criteria

3. The opinions of partnersas expressed during the transnational meetings and the
first learning activity in Cyps, as well as a skype meeting held on tfeo® October,
2017.

4. Brainstorming of the team working on the current intellectual output

Additionally, based on these criterial best practices have been evaluated and Tétedhird
column contains the numbyeof points (out of a total of 100) that are allocated to each

criterion. These criteria are presented in the following table, along with parameters that
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were assessed or measureglated to each one of themit is noted that a programme in
order to ke rendered as a best practice, did not have to combine all these criteria, but at
leastsixout of theten (excluding points 2, which lists the different activities included in each
programme, 11 and 12, which cannot possibly be rated numerically, as they refer to the

experience of the stakeholders interviewed and advice they have to offer)

CRITERION ASSESSNH Points

allocated

1. Systemic This criterion monitors whether the programme c¢
be characterizedas a systenor asa set of activities
i.e. whether it consists of interrelated parts, whig
work as a whole/system to meet objectives

opposed to activities. Where deemed necessal

justification and comments are also provided 7,71
2. Continuous In this criterion, we are concerned with whether

not the programmecultivateslongterm relationships 7,18
3. Strategic A programme fulfils thigriterion if strategic planning

is in place, that facilitates approachimgmployers in

the context of specific plans 6,46

4. Wide ranging This criterion examines if each programmegages g
large number and wide variety of employers by us
varied methods/activities The breadth of different
activitiesis traced even though this aspect has to
evaluated both quantitatively as well as qualitative|
as there are effective programmes with a limitg
number of activities and vice vers@herefore, tle

number as well as the nature and importance of t
different activities are assessedGenerally, a
programme was evaluated higher if more and dive

stakeholders are involved 5,43
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CRITERION ASSESSNH Points

allocated

5. Comprehensive Whether or not the programmeregages employers i
a variety of issues and activities 5,43
6. Intensive Whether or not it eagages employers substantive|

and indepth Whether all partners participate equal

in:

1. The design of the programme

2. The nonitoring of the programme

Also, the waysin which partners are engagec

strategies for engagement etc. are includedhis cell,

where applicable 5,89
7. Empowering Whether or not it ecourages employers to develo
and assume leadership roles 5,29

8. Applicable to the The potential ofapplicability of the programme or it

H&T activities in the H&T sector. 7,00
9. Innovative Breaks new groundThe innovative aspects of eag
programme are identified and analysed in this sectic 7,14

10. Modemn Capitalizes on new trends/developments and mode

technology 6,14

11. Mutually valuable, This criterion checks whether the programme

S beneficial to all partners as well as all partne
mutual contribution

contribute to it equally or almost equallyin other
words if it meets the objectives of alstakeholders,
secures their mutual contributian

8,29
Also, in this criterion we included impact. W
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CRITERION ASSESSNH Points

allocated

evaluated thelnpactmostly on:

1. Curricula
2. Employability of students
3. Enterprises
Additionally, other impacts were included that a

peculiar to each programmeeéntified

12 Effective Given that communication emerged as a Ve

o i mportant “ingredient?”
communication

the transnational research that preceded this guide
is important to know how successful programmes
activities achieve effectivecommunication between
partners, i.e. whether the programme has establish
mechanisms that secureeffective communication
(continuous, uninhibited, in a variety of way

substantial, meeting objectives) 7,89

. Operates smoothly, adjusts to varying needs
13. Functional and 6,79

flexible

14. Quality assurance Procedures, methods and criteria in place, systemg
monitoring, administration and evaluation Th
criterion evaluates the monitoring, administration ar
evaluation of the programme
1. Isthe programme monitored and evaluate
with a systematic manner?
2. Is there staff exclusively allocated to th
programme?
The system is better evaluated if a quality assura

system is integrated. 571

Meets the needs of both current and future, secur

15. Sustainable 7,64

resource viability, growing and seléveloping,
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CRITERION ASSESSNHE Points

allocated

promotes sustainability principles

Table3: Evaluation Criteria

Criteria weight allocation by partners

As mentioned earlierthe partners were asked to allocate special weights to each criterion

and the average weight was assigned to each. The following table shows the weight

allocated by each partner

AVG
DOCU all
MENT partne
CRITERIA HHIC | TEI MMC A CHA | TAMK rs
1. Systemic-
consists of

interrelated parts
which work as a
whole/system to
meet objectives as
opposed to activities| 7,75 10| 12,75 6,5 8 2 7 7,71

2. Continuous-

cultivates longterm

relationships 7,75 8 5 6,5 7 10 6 7,18
3. Strategic-

g 6,25 5 12 6,5 6,5 3 6 6,46
approaches
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employers in the
context of specific

plans

4. Wide ranging-
engages a large
number and wide
variety of employers
by using varied

methods/activities

6,75

4,25

6,5

6,5

5,43

5. Comprehensive
—engages employersg
in a variety of issues

and activities

6,5

4,5

5,43

6. Intensive—
engages employers
substantatively and

in-depth

6,25

5,5

6,5

5,89

7. Empowering-
encourages
employers to
develop and assume

leadership roles

5,75

3,25

5,29

8. Applicable to the
H&T-can be applied
to the hospitality and

tourism industry

6,75

6,75

7,5

7,00
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9. Innovative—

breaks new ground

8,5

7,5

U

"T =l\

gy

10 7

7,14

10. Modern—
capitalizes on new
trends/developments
and modern

technology

5,75

5,25

6,5

55

6,14

11. Mutually
valuable, mutual
contribution—meets
the objectives of all
stakeholders, secure
their mutual

contribution

9,25

14

5,25

6,5

8,29

12. Effective
communication-
secures effective
communication
(continuous,
uninhibited, in a
variety of ways,
substantial, meeting

objectives)

7,25

12

6,5

6,5

10 6

7,89

13. Functional and
flexible— operates
smoothly, adjusts to

varying needs

6,25

11

3,75

6,5

6,79
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14. Quality
assurance-
procedures, methods
and criteria in place,
systematic
monitoring,
administration and

evaluation 5 7 5 7 6 2 8 571

15. Sustainable
meets the needs of
both current and
future, secures
resource viability,
growing and seif
developing,
promotes
sustainability
principles 5,75 71 12,75 7 7 7 7 7,64

TOTALS 100 100 100 100 100 100 100

Table4: Weight allocation by partners
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Validation of best practices by stakeholders

A questionnaire was disseminated to various stakeholders, who were asked to validate each
practice. They were asked whether or not they consider each practice as a good paacdtice
they were presented with a description of each and a range of reasons for which they

consider the practice as a good one. The reasons included:

- Innovation

- Range of activities offered

- Impact/added value

- Mutual benefit to all stakeholders

- Methods of moiitoring

- Modern (use of modern methods and technology)
- Applicability in the hospitality industry

- Sustainable

- Other (please specify)

The representativity of the respondents can be seen on the following graph:

@ A professional in the Hospitality and
@ A student in Hospitality and Tourism
@ An academic in Hospitality and Tour
@ Both an academic and a profession. ..
@ Consultant on Tourism

@ Academic in Finance

@ Academic in a different field of scie
@ An academic in the field of Technol

112V

The results of the validation are presentedtive following table The table contains the
average score (in our questionnaire the scale was: 1=I strongly believe this is a best practice
— 5=| strongly disagree this is &di practice) for each practice aradbar chart with the

frequencies and percentges
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Practice Average

1. HOSCO 1,93

1a. Frequencies & percentages

40
30 31 (42.5%)

20 21 (28,8%)
17 (23,3%)

3(4,1%)

1(1,4%)

5 |

1 2 3 4 5

2. School of Hotel, Resort and Sg 1.9
Management, University of Derby
2a. Frequencies & percentages
navTnoeLg
40
30 32 (43,8%)
25 (34,2%)
20
10 - T
10 (13,79%) 3(4,1%) 3(4,1%)

3. Nottingham  University Busines! 2,23

School Employer Programm
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v

(NUBS)

3a.Frequencies & percentages

25 26 (35,6%)
20 22 (30,1%)

13 16 (21,9%)

3 (4,1%)

4. London Careers Clusters -| 2,01
Accommodation and Food Serviq

programme- "Pan Out London"

4a. Frequencies & percentages

40

£ 31 (42.5%)

20

20 (27,4%)
15 (20,5%)

4 (5,5%)

3(4,1%)

5. Graduate Employability Projec 2,09
(GEPY Edinburgh Napier University
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5a. Frequencies & percentages

30 (42,9%)

12 (17,1%)

22 (31,4%)

2(2,9%)
4 (5,7%)

6. Tampereen ammattikorkeakoulu |
Tampere University of Appliec
Sciences (TAMK)

2,3

6a. Frequencies & percentages

25 (35,2%)

15 (21,1%)

19 (26,8%)

9(12,7%)

7. Kajaanin Ammattikorkeakoulu Oy |

Kajaani  University of

Sciences (KAMK)

Appliec

2,13
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7a. Frequencies & percentages

25 27 (38%)

19 (26,8%)
15 17 (23,9%)

8. Liaison Office ofAthens University| 2,17

of Economics and Business

8a. Frequencies & percentages

25 (35,7%)

19 (27,1%)

15 17 (24,3%)

21(2,9%)

9. Mentoring Programme, Liaisol 2,26

Office, University of loannina

9a. Frequencies & percentages
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20 22 (31,9%)

19 (27,5%) 19 (27,5%)

5 6 (8,7%)

3 (4,3%)

10. CertiMenTU project 2,09

10a. Frequencies & percentages

29 (41,4%)

18 (25,7%)

13 (18,6%)

8 (11,4%) 2 (2.9%)

In generalthe best practices identified have been validated. The average scores range from

1,90 (best practice 2) to 2,3 (best practice 6). None of them though received a very high
score, as made clear by the range ®odosedocor es.
“strongly agree’”. This demonstrates vocally
such as the one proposed by the EPHT project. On the other hand, the majority of
respondents either agreed or strongly agreed that they are indeed bestiggacwhich was

the purpose of this questionnaire from the beginning.
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Best Practices ldentified
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1. Hoscocg Hospitality Connections

Country:International
Data gathered through:

VvV Desk Research, Hosco websh#gs://www.hosco.com) and social media pages and profiles

V Interview with Ben Offord, Work Placement Officer at University of Dei®ghool of ldtel, Resort and Spa Management (the school i$oaco

member)
Descripton:
Hosco is an ONLINE exclusive community for hospitality players (through membership).

There are fees for certain activities and services that only apply when success is confirmed. Launched in October rigfitvbrkheptimises the way
hospitality taénts, schools and companies meet and interact. Hosco can be considered to be a system integrating several activitieesuctkiag

activities, placements, learning activities and recruitment. Hosco supports students and professionals in their ngpheakiing and recruitment efforts.
In parallel, it assists leading hotel schools in optimizing their placement and alumni management strategies. Throudtosfotalidy employers gain a

great deal of visibility towards students as well as profesdsimethe sector.

At present, 115,000+ talents, 160+ hotel schools and 2,000+ employers make up the Hosco conTinertigsco website also encourages students and

faculty to become “Hosco ambassadors at their school s ty.tonéwosk@am makmmb as s ac
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contacts within the industry, become visible with specialbilisy of their profile on Hosco, win Prizes and compete against ambassadors from different

schools.
Hosco has been awarded with the EuroCHRIE International Industry Award 2014, Dubai.
AVERAGE SCORE BY STAKEHGLDERS

STRONG POINTS:

X The size of thegrtnership (115,000+ talents, 160+ hotel schools and 2,000+ employers)
X Usable and visually attractive webgjéatform for networking and collaborating
X The “ Hosco ,avhobepreserd tdosco is $chools around the world
X The gains for partners parti@gng
X Very active presence in major social media platforms
Challenges no data available
Success factors The fact that it is an online community with so many succesgéutners.
CRITERIA

2 Here, the average score that relevant stakeholders gave to each best practice ihtoeigyalidation questionnaire will be recorded. The question concerned level of
agreement with the fact that each is a best practice. 1 stood for “1 strongly
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CRITERION

1. Systemic

ASSESSMENT

Hosco can be considered as a system, due to its range of activities, their interdependence andAtdginpeally, the

important aspect of systematised communication through the Hosco platform is an important element which car

Evaluation

by
partners

(weighted)

omitted. 3,19
2. Continuous Hosco is rather continuous, as it cultivates lktagn relationships between various stakeholders in the hospita

industry, including schools, students, employers, who can acquire membership in the community. 3,18
3. Strategic Hosco is based on an initiative by its founders and strategically, it works towards the aim of approaching and en

its activities as many stakeholders as possible. It is characterised by strategic planning. 2,49
4. Wide ranging The activities thaare implemented by Hosco, include:

- Networking

- Advertising of businesses and positions

- Hosco ambassadors (see criterion 11) 217

- Job search
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

- Consulting and advisory services for employers

Hosco combines important activities in a wedifined scope. Alactivities aim at the same result: Employability &

talent recruitment. Even though quantitatively the activities are limited, qualitatively they are solid and interconne

5. Comprehensive| Hosco does engage employers in its range of activities. 2,09

6. Intensive Even though employers are engaged in Hosco’'s act

coordination processes.

Partners are engaged in different ways. Schools and employers are engaged through advertising Hrarpeogrhile

students are engaged by schools and Hosco ambassadors. 1,60

7. Empowering | Hosco does not offer the possibility to employers to lead it, as it is a private organisation and not a consor

different partners. 1,13
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CRITERION

8. Applicable to

ASSESSMENT

Hosco already applies in the Hospitality sector. Hosco as an ICT tool can also act as a best practice and a val

Evaluation

by
partners

(weighted)

The first tab, entitl ed *“ salarouadthejwarld, :'a stiuctuced madrmrsThejzsmzdﬁ

the H&T for the EPHT platform to be designed by the current project. 3.30
9. Innovative Hosco is very innovative as it is the biggest online community connecting schools and employers in the hg
industry. The structure of the website, which acts as an online platform as well, is simple. There are tabs that cof
to different staleholder types, i.e. employers/companies and schools/students/faculties. The following tabs app
the site:
- Search Jobs
- Explore Companies
- Get Advice
- For Employers
- For Schools
- Join today
3,16
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CRITERION ASSESSMENT Evaluation
by
partners

(weighted)

one lists the companies that are partners in Hosco.
The “get advice” page includes dozens of articles

- Career coaching

- Industry insights

- City guides
- Visatips
10. Modern Since Hosco is thieiggest online community connecting schools and employers in the hospitality industry and si
activities revolve mainly around its online platform, it capitalises to a great extent on ICT and new commui
technologies 2,89
11. Mutually Hosco has a lot to offer to all partners participating in the community. To employers, it gives the opportunity to
valuable, talent from more than 800 schools throughout the globe, to strengthen their brand throughraded profile, news ang
mutual updat es, articles and videos wil!/l showcase your I

3,32
contribution preselecting system and global scope ensures the most efficient recruitment experience. A strong pool o]
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CRITERION ASSESSMENT Evaluation
Y
partners
(weighted)

inter nati onal profiles for all your vacancies i s ava
Schools can boost their visibility “through brandse
will gain visibility in the hospitality industry internationdlly pl ace their talents, th

opportunities offered from many global hospitality companies. Talents can be both found and easily reached o
top recruiters and last but not least, to guide their talents: Careerchivay, city guides and industry insights hi
students and alumni grow, develop and become professionals.

Mor eover, students and faculty can become “Hosco
include helping schoolmates find jolsgtworking and making contacts within the industry, becoming visible with sp
visibility of their profile on Hosco, wining Prizes and competing against ambassadors from different schools

The ambassadors contribute to the community in different waygyTgromote the community so that students regist
on Hosco, they organize special events on their campuses, create and share content on social media, share Ho
and articles on social media, help students with their Hosco account and attend evitmtee Hosco team.

As far as contribution from employers is concerned, a single experienced consultant manages their searches

only apply when success is confirmed.
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

12. Effective Partners communicate mostly online, as welimgvents that are organised in the different schools that are partne

communication | HOSCO 2,93

13. Functional and Hosco operates smoothly. It also adjusts to varying needs, as it allows employers post their own ads and in gen

flexible the role of amediator/medium. 2.49

14. Quality No data available

assurance

15. Sustainable Hosco is self sustainable, as it is funded by the membership fees provided by its members. It does not rely on

funding.
In this sense, it promotes sustainabilipyinciples, as it is an independent organization that functions as a mec
connecting schools, students and employers. 3,69
AVERAGE WEIGHTED SCORE 2,69
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2. School of Hotel, Resort and Spa Management, University of Derby

Country:UK
Data gathered through:

V Interview with Ben Offord, Work Placement Officer at University of DeBmhool of Hotel, Resort and Spa Management

VvV Desk researchitps://www.derby.ac.uk/departments/lotel-resortandspamanagement)

DESCRIPTION:

In general, the rationale at the University of Derby concerning activities that are related to linking education and workba@a s u mmRealwarlé d i n *
learning , whi ch, accordi ngeitab gtKnel UmilvSear sailtdgR esh yvwAe bihsii 5SNbe& RAFFSNByd G2 Iy

The university works with organisations and employers, allowing the students to have access to events and masterclaleseingigmployers and
organisations, being mentored by succesgfut o f essi onal s in the region, work on live projects
internship or placement, take part in trips to see what they are learning in action, choose to spend a semester studghggalmovital experiercin the
university’'s faci | iwinhirgsaywspa,isevén industsidndard kitchans, a grada H*disted events venue, where students work and

these facilities operate as spoffs.

It is noteworthy that the university has the most efopable graduates in the East Midlands.
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Particularly, in the school of Hotel, Resort and Spa Management, many activities related to employer engagement are iethlémetrding practical
advice by career consultants, a wide range of workshops as wdiffe®nt activitiesaiming at higher employability.

AVERAGE SCORE BY STAKEHOURERS:

STRONG POINTS:

X The spa and events venue that operate in the university campus and are open to the public
X The annual forum which brings together employers and students
X The wide range of activities included in the Employer Programme
X The “real world |l earning” philosophy
X The active participation in Hosco
X The reputation that the Programme has acquired
WEAK POINTS:

Q The lack of aystematic evaluation methodology

Challenges According to Offord, student engagement can be difficult sometimes.
Success factors For an Employer Programme to thrive, according to Offord, simeuld start from very small actions, low level of commitment and

take it graduallyon the next levelParticularly, for the Employdtrogramme of the school of Hotel, Resort and Spa Management, a
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critical success factor i s worldleeamniveg™, twhiod¢dhDalFrbgwsostadent
what they are goindgo do in thdr career. Also, the spa and thevents venue which operate in the campus make the Programme

very successful.

CRITERIA

CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

1. Systemic The Employer Programme of the School of Hotel, Reand Spa Management, University of Derby can
characterised as a system, as it offers holistic solutions to students. It is in a position to equip them with a wig
of knowledge and skills, as it combines many activities, with the most importangbeiri r e a | w0

philosophy. 3,63

2. Continuous As far as the levels of partnership are concerned, the highest level has been achieved with some employers,
very engaged with the university, while with others a more basic levebldboration is maintainedn other words,
the programme is continuous, as with some employers it has achieved strong, long lasting relationships ang
trust. 3,18
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CRITERION

3. Strategic

ASSESSMENT

The programme is strategic, as at it onasl eanofo u“trceoan

strategically aims at connecting schools with the labour market through ongoing partnerships, relevance of ¢

etc.

Evaluation
by
partners

(weighted)

3,05

4. Wide ranging

The programme combines a wide range of activities and has a wide gettpaties include:

- Events and masterclasses with leading employers and organisations

- Mentoring

- Live projects as part of the student s’
- Internships and placements

- Trips for action learning

- Opportunities to study abroad

- Experience througtvor ki ng i n the univer si t ywinsingfdayspalseven irgusstr

standard kitchens and a grade II* listed events venue
- Guest lectures and masterclasses from the industry

- Field trips for students in premises of businesses

assignme

2,56
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

5. Comprehensive| The programme does indeed involve employers on many levdlsey participate in the annual forurwhere
employers from the Hospitality Industry meet with programme leaders and they talk to the programme leaders

what are the trends andeeds in the industry and then the curricula are shaped to reflect®abruary each year).

The employers usually approach the school rather than the other way around, as the Programme has acquirg

status and a good reputation among employers. i of the school help in this direction, as they act

ambassadors for the school and some of them are now employers, coming back to the school as partners. 2,33
6. Intensive As far as the levels of partnership are concerned, the highest level has beemextwith some employers, who a
very engaged with the university, while with others a more basic level of collaboration is maintained. 2,36

7. Empowering | Employers do not assume leadership roles, nevertheless they provide their views on the curricula, and the [

shaped by these views to an extent. 1,66

8. Applicable to | The programme of the school of Hotel, Resort and Spa Management akippligs in the H & T sector. 3,30
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CRITERION ASSESSMENT Evaluation
by
partners
(weighted)

the H&T
9. Innovative The innovative aspect of the Programme lies in the fact that courses are revised every year to reflect the ney
of the industry. More importantly, the school owns and operates a day spa and an examis, which are ver\
successful.
The students, through their participation in the various activities designed and implemented by the programi
build very strong CVs, which they can utilise as soon as they graduate.
Moreover, the Undvleeainyhg” “pkeialossophy is innovat
of teaching methods and curricula. 3,09
10. Modern The School is an active member of Hosco (see best practice 1). 246
11. Mutually Given thatthere is shortage of staff, in the Hospitality sector, the employers need people, whom they can fir
valuable, recruit from the university and particularly through the activities organized by the Programme. 3,91
mutual
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CRITERION

contribution

ASSESSMENT

Employers also have the chance to learn about Highexc&dn and more importantly, to be promoted throug
Hosco, the vibrant online hospitality community, which brings together employers and hospitality school
around the globe. The school has its own profile on Hosco and it can help employers pdblidiné suitable
candidates and promote their businesses. Moreover, through their participation in the annual forum each Fe
they can network with students, academics and other employers. It is noteworthy that the event is usual
booked and pproximately 45 employers and 300 students participate each year. Some of the companies alsg

wide variety of activities, such as guest speakers and field trips for students in their premises.

For academics and the school itself, the gains inclyséotdate curricula, successful graduates, guest speaker

masterclasses and demonstrations (e.g. cooking), which are offered by the employers participating in the Prog
Other gains of Academics and the university are:

1 Enhanced employability of glaates

I Vocationally relevant curriculum

I Access to industrgtandard resources

Evaluation

by

partners

(weighted)
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CRITERION ASSESSMENT Evaluation
by
partners

(weighted)

i Status and reputation
Finally, students gain:

Internships

Networking

Professional experience

Enhanced employability

Vocationally relevant curriculum

Access to industrgtandardresources

Opportunities for workplace and/or placement learning

Opportunity to develop workplaceslevant skills

=A =4 -4 -4 A4 A -4 -5 -A

Credits, depending on the path of studies

The programme has a major i mpact on student okHigper

Education Leavers”. This is being made 6 months &
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CRITERION

ASSESSMENT

As far as curricula are concerned, they are impacted by the annual forum organised by the university
employers from the Hospitality Industry meet with programme leadeid they talk to the programme leaders abo
what are the trends and needs in the industry and then the curricula are shaped to reflect that. The forum i

held every February.

Evaluation

by
partners

(weighted)

12. Effective

communication

Communication takes place in many differemys and forms. Firstly, the annual forum organised by the univel
where employers from the Hospitality Industry meet with programme leaders is an occasion for communi
Additionally, feedback is obtained through different ways. Even though, €xeethe forum, communication is ng

structured and systematic, it is effective, as it is personalised, based on the needs of each partner and on thg

partnership as well as the interpersonal relation 3,49
13. Functional and The Programme operates smoothly and the annual forum organised by it February of each year provi
flexible opportunity for brainstorming and acquiring empl
the ever-changing needs of the industry. 3,01
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CRITERION ASSESSMENT Evaluation
by
partners
(weighted)

14. Quality There is no systematic evaluation methodology applied particularly in the careers services of the university o
assurance even though the students participate in the National Student Survey (WSS), ch i ncl udes t he
Neverthel ess, empl oyability of their students 1is

section.

Moreover, the employers have many opportunities to provide feedback to the school. Buting d e nt s’

during the “working month”, et c. 1,79

15. Sustainable The Programme is funded and managed by the university. The staff dedicated to the Programme at the s

Hotel, Resort and Spa Management is one full time and one partdindoyee. 3,06

AVERAGE WEIGHTED SCORE 2,86
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3. Nottingham University Business School Employer Programme

Country: UK
Data gathered through:

V Interview with Jacqueline AndrewsSkills & Development Manager, Enactus University AdWsgtingham University Business School

VvV Form completion by Jacqueline Andrews, Skills & Development Manager, Enactus University Adviser, Nottingham Univesstp&usihe
DESCRIPTION:

The Employer Programme was initially set up within the Business Sochadtiress key areas relating to study skills and employability skills that worked
with the Business degree programmes. So for example, Jacqueline Andrews would run sessions on Academic writing refagitamg, peading

effectively, making notes, labf which she was best placed to lead. However, she had been approached by a number of companies who wished to come and

3 Since the Programme has now undergone alterationgjuklinme Andrews, who was in charge of the Business School Employer Programme in the past
n o t drdthe first respect | would like to confirm that | have been asked to provide information on the Employer programmet tigatin 2005 for the
NottinghamUniversity Business School. That is not the Programme that is now being run at the University by our Careers and D8axldpemeéfie have
an excellent Careers service at Nottingham who provide programmes and support for all the students. | do mottiatrkdepartment and cannot

comment on their strategy or processes. | can only provide information on my approach as | todk it then
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speak to the students and provide them with opportunities for internships or graduate positions. She felt the studentpearbalos kten more to an

external organisation telling them about skills development rather than herself. She therefore worked with the companidsabdpecific skills session

they could run, and at the end of which they could also tell the students aboutgpertunities at their organisations. She identified the skills session she

felt could be run by an employer such as presentation skills, team working, how to use case studies, communicatiorsisidis, Bames, commercial
awareness, cultural awarenessse of media for business amongst others. The Programme worked with companies such as PwC, EY, Deloitte, KPMG, P&G
Unilever, Rolls Royce, Nestle, Mars, Tesco, Allianz, Barclays, Boots, BT, Capital One, Experian, Deutsche Bank HSBONGGSK alyuar Land rover,

JCB, L' Or éal , NEXT, Npower, Shell. They also covered assessment days,

Moreover, the programme set up a flying start programme, which is a Programme, developed between NUBS, PWC and tGA&EW @ismrtered
Accountants in England and Wales). Students study for 4 years partly with NUBS and Partly with PWC, they gain all tlpialiiZsiEdhs and when
they graduate they most likely get employed by PWC.

AVERAGE SCORE BY STAKEHORIBRS:
STRONG POINTS:

The breadth of different activities

Theeffectiveness of the Programme

The involvement of large corporations and enterprises with a high status and reputation
The applicability to different sectors

The impact of the Programme on varicgtakeholders

X X X X X X

The wide range of benefits to different groups
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WEAK POINTS:

Q The absence of a systematic Quality Assurance process

Q The low level of involvement of faculty and university staff, which resulted in low to no impact on curricula

Challenges In the NUBS Employer Programme, the biggest challenge was student engagement, getting students to turn up and engage with the
presentations. Having good presenters that will engage the students was another challenge, as sometimes the most knasvledgeabl
are not the most engaging. A very senior representative can sometimes not engage the students well. Alumni can be gaed to rel
to the students but do not always have enough knowledge. Usually, a combination of an experienced person with a yoursy alumnu

is a good match.

Success factors According to Andrews, in order for a Programme like the one she established to thrive, one needs to undehnstiasidlls the
students need To understand what they need to have from an academic viewpointrarmdih t hei r prospective em
viewpoint and then look at ways that a Programme can jointly develop these skills to a mutual advantage for all partners. An
effective incentive for students is crucial in order for them to be engaged with the aaroge, whether through rewards,
certificate or competition. If students are not interested to attend or participate in the activities of a Programme, employewo n ' t

come back
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- Provide work experience/practical exercise programmes to students

CRITERIA
CRITERION ASSESSMENT Evaluation
by
partners
(weighted)
1. Systemic Set of activities 1,65
2. Continuous As far as the levels of partnership are concerned, the highest level has been achieved with some employers,
very engaged with the university, while with others a more basic level of collaboratioaimgained.In other words,
the programme is continuous, as with some employers it has achieved strong, long lasting relationships ang
trust. 2,46
3. Strategic There was no strategic planning in place for the programme, as it was based ioitilive of one person 1,20
4. Wide ranging | The programme combines a wide range of activities and has a wide scope. Activities include:
A. Employers:
- Provide guest speakers from the industry 1.90
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CRITERION

ASSESSMENT

Organise student visits in the organisation

Organise and review mock applications & interviews
Deliver thematic workshops/seminars

Provide mentoring to students

Organise/fund/implement sponsorships/ competitions

9 Academics and educational institutions:

Provide funding for the Employer Programme

Offer venues in the school premises for conferences etc.

I Students:

Participate in industry Visits

Participate in work experience/practical exercise programmes
Participate in mock Applications & Interviews

Participatein thematic workshops/seminars

Participate in job shadowing

Evaluation

by
partners

(weighted)
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CRITERION

5. Comprehensive

ASSESSMENT Evaluation

by
partners

(weighted)

All stakeholders were involved equally, and employers had the opportunity to participate in many aspects
programme. However, some of the employers participating were more engaged than others. For exdy
programme set up a flying start prograremwhich is a Programme, developed between NUBS, PWC and |
(Institute of Chartered Accountants in England and Wales). Students study for 4 years partly with NUBS a
with PWC, they gain all their ICAEW qualifications and when they graduatentistyikely get employed by PWC. 1,71

6. Intensive

Even though there is no general conclusion on the level of partnership that applies to all employers participat
to all activities implemented through the programme, with some employers, the higiusstible level of partnershi
was reached, i . e. the | evel on which “Partners g
form with which we collected the practices. BRegesin
our case, the NUBS], employers, and other stakeholders build partnerships that transform local or regional w

systems and enhance the growth of targeted industries or sectors. Some of the most effective attastiogg

regional partnersh ps are those that are |l ed by industry re 2,02
7. Empowering The flying start programme, which is a Programme, developed between NUBS, PWC and ICAEW (Ing 1,81
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CRITERION

ASSESSMENT

Chartered Accountants in England and Wales). Students study for 4 yearsapdrtiNUBS and Partly with PWC, th
gain all their ICAEW qualifications and when they graduate they most likely get employed bysRAW@xample o
how employers were empowered through the NUBS employer programme. In this case they worked closelg

university to develop a study programme jointly

Evaluation

by
partners

(weighted)

8. Applicable to
the H&T

According to Andrewsy ¢ KA & | LILINR I OK O2dzZ R 06S | LIX ASR (2 |ye

build with organisations. Although the majority of studemisl go to work for small companies, these types
companies do not have the time or the resources to come to universities to work on such programmes.
therefore be reliant on the larger organisations. Large hotel chains, tour operators fliglattanse it is important to
ensure all partners get benefits from the agreement. Employers will be helping to train students in the skills {
are required for the graduates they need to improve their organisations, and will also be able to acciegs

graduates to promote their schemes to them

Therefore, the activities of this programme are suitable for application in the hospitality and tourism sector. Es
the workshops for promoting studentpdated skills are a very useful practice fioe H&T, as it is a service indust

For example, in our case, successful chefs or managers of successful enterprises in the H&T could deliver

3,00
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CRITERION

ASSESSMENT

in the HEIs.

Evaluation

by
partners

(weighted)

9. Innovative

As far asnnovation is concerned, the programme brought the employers more into the school. In this way

school built relationships with them that then allowed working with them on other areas, such as sponsorship

and competitions, improving therefore the student over al |l skil |l s. I't al so |
run workshops. 2,45
10. Modern The Programme did not capitalise on new trends, it adopted a rather traditional approach 0.96
11. Mutually An important element of successful Employer Programme, is the gains and benefits it has to offer to the dif
valuable, stakeholders involved. The benefits must be mutual, because this facilitates and safeguards active participatiq
mutual Programme. The NUBS Employer Programme pawed different gains to each stakeholder participating.
contribution
As far as employers are concerned, it offered them access to ready skilled workforce, to a skilled graduate w:
Also, the employers patrticipating gained status and reputation and skillechit&hey had the opportunity for sta
development, as guest lectures were organized both in the workplace and at the school. 2,96
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CRITERION

ASSESSMENT

Regarding NUBS, through the Employer Programme it had the opportunity to enhance employability of graddy
well as the oppominity to form and establish networks and relationships through the activities of the Progra

which brought together people from the industry with staff and students from the School.

The students were able to benefit in multiple ways, including accesscholarships and awards, internshiy
networking, professional experience, enhanced employability, opportunities for workplace and/or placement lg
and opportunity to develop workplaeeelevant skills. Even though the students were not assigned eedits for
their participation in any of the activities of the programme, they were given a certificate, which increasingly ag

more status as the Programme started acquiring status amongst employers.

Concerning forms of contribution by different paers, an aspect which is strongly interrelated with the benefits
an Employer Programme is based on a “you scratch
Programme the employers were contributing in kind in all cases, rathar thading or equipment. The mos
common resource they provided to the programme was time. More specifically, they provided guest speake

the industry, work experience/practical exercise programmes to students, they organised student visits

organization and mock applications & interviews. Moreover, they delivered thematic workshops/seminars, pr

Evaluation

by

partners

(weighted)
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CRITERION

ASSESSMENT

mentoring to students and organized and implement sponsorships/ competitions

On the other hand, one might say that the only shortcoming of the NEHBSloyer Programme was the less act
involvement of academics, a fact that resulted also in low impact on the curricula. Nevertheless, the Un

provided funding for the Employer Programme , as well as offered venues in the school premisesei@noasfetc.

Finally, students participated in industry Visits, in work experience/practical exercise programmes in

Applications & Interviews, in thematic workshops/seminars and in job shadowing.

As far as impact is concernedhetsituation beforethe Pr ogr amme was establ i shed
Central Career service, which has always had strong links with industry but was much smaller before the
School Employer Programme was established. They ran many employer events and ednrgeositfon a different
campus and this was much more linked to students seeing what employers had toTéféenew programme wag

linked much closer to skills development and the skills the students needed to help them develop.

Theimpact and addedvalue f t he Programme is based on the fact

of different sectors and roles within organisations, developing skills required to progress well on their course |

Evaluation

by

partners

(weighted)
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CRITERION

ASSESSMENT

linked to employability skills that would hetpem to gain graduate positions. It was helping them to understand

how the information they were learning on their degrees would be used in their graduate jobs.

In general, the programme did not chantiee curriculaas it ran alongside andot within the degree programmesg
Through their strong links with PwC however the programme did set up a flying start programme whig
Programme developed between NUBS, PWC and ICAEW (Institute of Chartered Accountants in England ar
Students study for 4ears partly with NUBS and Partly with PWC, they gain all their ICAEW qualifications an
they graduate they most likely get employed by PWC.

Employability is impacted by the Programme to a great extent, as the students are more prepared, builer s
know how to apply and compete for a job, they know what to expect at assessment days, they understand t

they have developed and how the latter relate to business.

Evaluation

by
partners

(weighted)

12. Effective

communication

Communication between partners took place fityone and email as well as occasional meetings in employer dg
the university, business fairs, etc. There was no system in place regulating and ensuring frequent commu

though.

1,92
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CRITERION

13. Functional and

flexible

ASSESSMENT

The Programme demonstrated a gredgal of flexibility, as different employers were engaged with different w
and on different engagement levels, according to their needs. As for functionality, it was based mostly on in

taken by one person, which cannot be always effective.

Evaluation

by
partners

(weighted)

2,04

14. Quality

assurance

The evaluation scheme of the Programme was rather simple albeit effective. Students were asked to con
feedback form after each session to see what went well and what did not. The employers were also able to

their feedbacko Andrews after each activity concerning how they felt it went.

Even though the evaluation methodology is rather simple and not systematic, it was effective. The main part
i.e. students and employers, were able to provide their feedback.fattethat the employers participating were n
providing their feedback in a formal manner, could be considered as a way to enhance relationships on the of
and collect more unbiased data on the other, as informal settings and processes, in somehaaserather positive

effects on responses.

1,88

15. Sustainable

The Programme was funded by the University, in the form of-m@urs (staffing). It did not prove sustainable as

stopped functioning in this form.

0,98
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

1,93
AVERAGE WEIGHTED SCORE
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4. London Careers Clusters\ccommodationand Food Service programmePan Out London"

Country: UK
Data gathered through:

V Form completion by Tim Andrews ((FRear n Train Recruit, partner in “Pan Out London”).
V Interview with Tim Andres (L TRLear n Train Recruit, partner in “Pan Out London"”)

V Desk Researchttp://panout.london/)

DESCRIPTION:

"Pan Out London" is a project designed to change the perception of the Hospitality industry by connecting leading ingusygremirectly with London
schools through 18 pilots. Each pilot will seek to inspire and equip young people children in sg@shazation to know how they can enter the sector and

prosper through a longerm career.

The project’s aim is to actively engage school c hi | dtoaumdergtamd teevarietyn d a r y
afforded themin a hospitality career. The pilots will be varied, in the same way the opportunities in the sector are-froatl event management to
graphic design, and customer service to creative food concepts. Employers that are involved reflect the diversityaspitality industry ranging from
caterers, restaurants, hotels, Cocktail bars, Events and Food bloggach bringing a unigue take on the sectdhe programme haalready successfully

run the Wandsworth Young Chef of the Year Awards, which wadyhsigecessful and has sigps for another competition next year.
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The project so far has implemented Cocktail Master cl &Beheea preskro at vationse t eac
careers events run by schools. Thgdest obstacle has been resistance by some of the schools who tend to focus on more obvious careers such as Lawyers,
Accountants, Doctorsetc. Those that have engaged however have said that they found it rewarding and eye opening. Created in parBeerddig, is

funded by the European Social Fun@ strand of European Union to improve lives through skills development and finding jobs. Rinova are leading the

project in partnership with Wandsworth Lifelong Learning and Learn Train Recruit.
AVERAGE SCORE STAKEHOLDERS1
STRONG POINTS:

The wide range of activities

The competitions as incentives for students

X

X

X The evaluation methodology

X The active participation of all stakeholders, who are involved in a full partnership
X

The variety of stakeholdeisvolved (VET, schools, students, recruitment agencies)
WEAK POINTS:

Q The fact that the programme is not salfistainable
Q The programme receives external funding

Q Itis based on designing and piloting activities and not establishing them in the long term
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Chdlenges The biggest challenge that the partners faced, was resistance from some schools, which were reluctant in participatiag. This

tackled through the development of more “fun”, patant &sitt ai ni ng

demonstrates that active participation can act as an incentive on its own. When stakeholders are asked to passivelyeparticipa

activities, they seem to be more hesitant.
Success factors The factor that contributed to the succegkthe programme decisively was active engagement by schools and employers.

CRITERIA

CRITERION ASSESSMENT Evaluation

Y%

partners

(weighted)

1. Systemic London Careers Cluster&.\ccommodation and Food Service programimiBan Out London" can beharacterised as
a system, because it combines different activities, monitoring and evaluation methodologies and various par|

the project, while all those elements are conceptualised as a whole. 3,30

2. Continuous Since the programme is a funded project, the long term character of the relationships it has established i

evaluated later. 1,74
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

3. Strategic The programme is strategic, as partners meet regularly through a steering committee and plan in a strategic 2,77

4. Wide ranging Pan out London combines a wide range of different activities. Those include:
- Inter-school competitions
- Guest lectures from the industry
- Temporary employment to students/graduates
- Work experience/practical exercise programntestudents
- Student visits in organizations from the industry
- Thematic workshops/seminars
- Job shadowing and mentoring
- In-school jobshops
- Display stands where the programme as well as the participating employers are advertised

- Internships 2,33

5. Comprehensivel The Kennel Club, The London Cocktail Club, Purple Dragon, THRP Gold, Taj Hotels, Rise London, DaksH 235

Catering Services, Planet Planit, West Creative, China Tang at The Dorchester, Stonewines, Chestnut Grove
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

Graveney School, Wandsworth @ail, Rinova, Learn Train Recruit, Billingsgate, Seafood Training School, Bur
School , Saint Cecilia’"s Church of Engl and School

are the partners currently participating in the programme.

The partners include employers (mostly hospitality enterprises), schools with hospitality programmes ai
providers, as well as recruitment agencies and other stakeholders in similar work areas. As mentioned earl
partner’ s eXx pkswerd uilieged to thd maximumyas Rinova and Wandsworth Life Long Learnir
contacts with schools and Learn Train Recruit employers would be engaged by LTR, which would then li

Rinova who would work with the schools.

6. Intensive The prgramme has reached full partnership on the highest levepatners plan and execute different activitig
together. 2,78

7. Empowering | The project empowers employers who actively participate and are represented in the steering committee

project. 2,34
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CRITERION

ASSESSMENT Evaluation

by
partners

(weighted)

8. Applicableto | The programme is Hospitality based although it connects schools with the industry and not higher ed
the H&T institutions with the industry 2,70
9. Innovative The programme’s innovati on hogpiglgy businesseshaad getiing themgo abtiv
engage schools. In addition, it combines different uaatiVities and incentives, such as competitions and prizes. 2,75
10. Modern The Programme does not particularly capitalise on new trends/technologies 132
11. Mutually 9i dzR SandEENG R demld&ability is impacted to a great extent by the Programme as there are opportunitie
valuable, work experience and employment to some of the older students whether through Learn TrainitRecother
iUl employers.
contribution
Moreover, other groups are able to offer opponities in a new field to their students that was previou
inaccessible or misunderstood by them.
3,32
Aninters c h o o | competition run by the Mayor of WandswWw
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young talent, teaches young people howdook good healthy food to a budget, provides a chance to learn from

experts and helps young people get a foothold in the catering industry.

Each of the schools taking part has a shortlist of competitors, who were invited along to the launch ati#oods
College. Support is being provided by the South Thames College catering school and major catering
Compass, which has been involved with the competition since it launched in 2013. They will provide mentorg

finalists.

Overafivemontper i od schoolod fwi’l It ohalhdo'seodkheir finalis
final. Along the way, they will be taught crucial skills and will be taken to Billingsgate to learn how to selg

prepare fish.

An interesting aspdmf the programme is that most employers did not require incentives as they saw the val
reaching out to schools and promoting their business. This was done through third pd&iresva and Wandswort
Life Long Learning had contacts with schools bedrn Train Recruit employers would be engaged by LTR,

would then liaise with Rinova who would work with the schools.

Evaluation

by

partners

(weighted)
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The gains that the programme offers to employers include status, reputation, access to knowledge, facilit
services. At the amne time, employers contribute through providing guest speakers from the industry, proy
temporary employment to students/graduates, work experience/practical exercise programmes to stu
organising student visits in the organization, deliveringntlatic workshops/seminars and providing job shadow

opportunities and mentoring to students.

Teachers (since the programme is not applied in HE) and Educational institutions benefit through voca
relevant curricula, access to indusstandard resurces, status and reputation. They contribute in various w
including facilitation of temporary employment of students/graduates, work experience/practical exg
programmes, organisation and implementation of industry Visits. Moreover, they es$takehool jobshops where|
students can obtain information on the employers who participate in the Programme and vacancies and m

display stands where the programme as well as the participating employers are advertised

Students can gain internshipagtworking, professional experience and prizes through their participation in
competitions designed and ran by the programme, access to inde&indard resources, opportunities fq

workplace and/or placement learning, opportunity to develop workpleelevant skills. At the same time they attel

Evaluation

by

partners

(weighted)
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Industry Days, participate in industry Visits, participate in work experience/practical exercise programme, an

shadowing.

Concerning the impact, it is estimated that there will be a skills shortagtospitality workers year on year of abo
60,000 post Brexit, resulting in a shortage of over 1 million by 2029. Hospitality in the UK needs to engage
generation of new workers now. This is what PanOut aims to achieve and already it has madseg®ao this

direction.

Students’ and graduates’ employability is also inr

experience and employment to some of the older students whether through Learn Train Recruit or other emplg

As mentioned earlier, student s’ and graduates’ (=
there are opportunities for work experience and employment to some of the older students whether through

Train Recruit or other employers.

Evaluation

by
partners

(weighted)

12. Effective

Effective communication is achieved mostly through mails and telephone calls. Moreover, monthly cluster m

2,82
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

communication | take place, where the various issues concerning the partners are discussed-face.

13. Functional and The Programme runs smoothly, even though it has not been tested sufficiently, as it isyaawiunded project. A

flexible for flexibility, since it is based on a concrete proposal for funding, it is not very flexible. 1,94
14. Quality The aim of the project is to reach out to young people and educate them on the Hospitality industry. This is m
assuance by numbers of people attending the pilots, including teachers set to specific targets {K&tdg Performancg

Indicators). Each it is evaluated by questionnaires.

New staff was hired for the duration of the Programme. They develop the concept of a pilot and thérepudrious

strands together. 2,12

15. Sustainable H&T employers, recruitment and IHfeng learning agencies and VRbviders are responsible for the manageme
and coordination of the programme, while they have achieved external funding through the European Socia
The latter raises questions of sustainability, since the funding will continue only until J@y&ffdr that point, the

programme will be tested on sedlustainability. 1,86
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(weighted)

AVERAGE WEIGHTED SCORE 2,43
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5. Graduate Employability Project (GEEdinburgh Napier University

Country:UK
Data gathered through:

VvV Desk Research:
V http://staff.napier.ac.uk/services/sas/student development/GradudeployabilityProject/Pages/GraduatEmplo/ability-Project.aspx
V Wager et al, 2015

DESCRIPTION:

The Graduate Employability Project was-gearScottish Funding Council funded projeshich aimed to improve the proportion of graduates entering

into employment, through 5 strands of distinct, buten-related, activity:

Sudent skills development;
Qurriculum development;
Enhanced engagement with employers;

Increased student take up of mobility opportunities; and

o > W DR

S stematic evaluation of the project’s value and i mpact on student

TheGER col l ectively ' br anupepdbraed’ $thaeandutversity’'s new Strategy 2020, whi

delivering an excellent personalised student experience as two of its key strategic objectives. Togejheaythenabled the University to raise the profile
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of employability and to consider how to balance the systematic development of skills and graduate attributes with a stpéeiehee, which facilitates

flexibility and contextualisation while acknowledgidifferent starting points and aspirations.
AVERAGE SCORE BY STAKEHORIERS:
STRONG POINTS:

The scope of the project
The wide range of different activities
The range of schools/sectors

The systematic evaluation and monitoring methodology

X X X X X

Thereference to KPIs

WEAK POINTS:

Q The fact that it was a-$ear project externally funded

Q The scope might also result in great costs, rendering a programme non sustainable

Challenges No data available

Success factors The breadth of activities and thsystematic evaluation methodology

CRITERIA
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CRITERION ASSESSMENT Evaluation
Y
partners
(weighted)

1. Systemic The GEP is a system, as it combines a very wide range of activities, which are assessed and delivered ir

manner. 3,63
2. Continuous No data available 3,59
3. Strategic The GEP was based on project methodology and it was strategically planned. Its aim was to increase ¢

engagementhrough 5 strands of distinct, but inteelated, activity:

6. Sudent skills development;

7. Qurriculumdevelopment;

8. Enhanced engagement with employers;

9. Increased student take up of mobility opportunities; and

10§ st ematic evalwuation of the project’'s value a 2,86

4. Wide ranging The GEP is one of the most wide ranging Programmehis guide, as it combined a variety of many differ 248

activities, including:
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a. Employer networking events

b. Other Employer events

C. Work-based and workelated learning
d. Placements and Internships

e. Employer Mentoring

f. Prdessional development workshops
g. Mobility programmes

h.  Employemetworking eventdor students

Evaluation

by
partners

(weighted)

5. Comprehensive

During the lifetime of the GEP project, an increase of 216% was observed in employer engagement,
indicative of the success of the project in this particular fielevéttheless, no additional data were available in {

respect.

2,26

6. Intensive

No data available
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

7. Empowering No data available

8. Applicableto | Given the holistic scope of the GEP project, certainly some of its activities, evaluation and monitoring method

the H&T as well as some of its other aspects can be applied in any sector. 2,80

9. Innovative The project is highly innovative as it adoptshalistic methodology, offering solutions that cover all aspects

Employer Engagement, including:

11. Student skills development;

12. Curriculum development;

13. Enhanced engagement with employers;

14. Increased student take up of mobility opportunities; and

15. Systematt eval uation of the project’s value and i 2,75

10. Modemn The Programme does not particularly capitalise on new trends/technologies 1.32

Intellectual Output 2 88| Page

BESPRACTICERJIDE



Employer Programmi®r Hospitality and Tourism

CRITERION

11. Mutually
valuable,
mutual

contribution

ASSESSMENT

Even though some of the benefits have been alrea

mentioned here.

= =4 -4 -4 A A -5 -2

==

Increased employer presence on campus

Employer networking events

Other Employer events

Maximising the benefits of employer &wledge for all students

Significantly increased variety and capacity in waked and workelated learning
Placements and Internships

Employer Mentoring

Greater ceordination between staff across the institution who are working with employers and between
and employers

Significant increase (3.1%) in the proportion of leavers in employment or further study.
159% increase of Scottish domiciled studeatcessingareers advice.

66% increase in 3rd and 4th year Scottish domiciled undergraduate students participagingfessional

Evaluation

by
partners

(weighted)

3,32
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by

partners

(weighted)

development workshopsTwo new workshops have been developed (Negotiating Skills, Building Resilieng
abankofempyer ‘“tal king heads’
I 60% increase in students participating eixisting mobility programmeand a 43% increase in studer
participating inemployer mentoring.
67% increase in the number efmployer networking eventfor students.
91 Significant growth in egagement with employers of all sizes across the University andeghgagement in the

learning experiences of students
The project has led to significantly enhanced student engagement and outcomes during 2013/4. Indicatively:

A significant increasg.1%) in the proportion of leavers in employment or further study.

1 159% increase of Scottish domiciled students accessing careers advice.
66% increase in third and fourth year Scottish domiciled undergraduate students participating in profe
develgoment workshops. Two new workshops have been developed (Negotiating Skills, Building Resilieng
bank of employer ‘talking heads’

I 60% increase in students participating in existing mobility programmes and a 43% increase in g
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participating inemployer mentoring.

I 67% increase in the number of employer networking events for students.

Faculties have also developed and delivered significant amounts of curriculum development activity within n

and programmes. This includes large scale chasgeh as the introduction of new employability modules,

example:

. The School of Computing’s ‘Professional | dent
. The Business School’'s *‘Professional Practice’
. The Schol of Life Sports and Social Sciences’ * Sk

One of the key successes of the GEP has been the significant growth in engagement with employers of all si;
the University and their engagement in the learning experiences of stadent For exampl e, t |
Relations team interacted with 549 businesses in 2043an increase of 216%. Schbaked initiatives such g
internship programmes, increased focus on placements and new employer events, has led to a maisioaxpahe

breadth, range, number and type of opportunities for students to gain insight into and experience of employn

Evaluation

by
partners

(weighted)
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their chosen field.

The project has also had a significant i mp &asprompted
greater activity around reviewing and-gesigning of programmes and modules, incorporating wWiaked and work
related learning into the curriculum. This has been detailed, fdmesuming work-in part, because there was gre
varieayting'pbints’ between programmes on their |
noted that the GEP is being launched during a time of great institutional change and staff are responding to
and demanding change agenda. bed of appointing a dedicated curriculum developer, academic staff time
been bought out to provide academic leadership around curriculum change and to consult with employeg
professional bodies. This approach has been very successful in raisiremnaegsof GEP aims amongst academic ¢
and provided some space for them to engage in curriculum review. Staff feedback gathered through external 1

has confirmed the added i mpetus that the GEP has

The GEP hamnhanced employer engagement practices. A ctdsiversity employer group has been established

oversee employer services. The main areas of employer engagement enhanced by the project were:

o Increased employer presence on campus

Evaluation

by

partners

(weighted)
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o Employer networking eves

o Other Employer events

o Maximising the benefits of employer knowledge for all students

o Significantly increased variety and capacity in wioeiked and workelated learning
o Placements and Internships

o Employer Mentoring

0 Greater ceordination between staff eross the institution who are working with employers and between S

and employers

12. Effective .
No data available
communication 3,55

13. Functional and | O data available

flexible
14. Quality The GEP followed a highly elaborate agdtematic evaluation methodology for the whole range of its activities: 2,19
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ASSESSMENT

G¢KS A3 [20GSNE LINR2SO0 6l a AyaildNdHzySyidlf Ay RSQ
fundamental building block for the subsequent development of theuatiah approach for the GEP. Experience
this earlier project had highlighted the importance of a distinct strand of evaluation activity, supported by de
evaluator resource (one patime post), and this formed the basis of the model for GERalgxh to two paritime

posts. However, given the scale and complexity of the Graduate Employability Project and-itsstitoignal focus,
it was necessary to develop a coherent range of structures and mechanisms to support the project evaluatiqg
0dAfR | O2fftl 02N 0ABS | LIWINRBFOK G2 Y2yAl2NXWageE et3ld
2015)

The GEP had appointed a Steering Group to oversee the monitoring and evaluation of the activities implemen
Steering Group had crosmiversity representation and oversaw project planning, budgets, progress updates, s
of good practice and dissination. Meetings of the Group were held approximately every 2 months. The S
Leads and the Students’ Association and project
and enterprise teams were represented in the Steerinpup. 6 ¢ KS D9t {GSSNAy3 [

transparency by creating a shared SharePoint site which brings together all the progress reports, statistics, r

NBaSINOK NBLRZNIA |y adgerddt al.d20F. Evalyatioh shd indhiaNng gulitraciures were

Evaluation

by
partners

(weighted)
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also set up early in the life of the project and used, where possible, already existing evaluation and monitori

Monitoring against Key Performance Indicators was another evaluation methodefhoglpyed by the GEP.

This was characterised by systematic collection and analysis of data which was fed back into planning proce

delivery enhancements, including:

I Student participation data
Student feedback gathered via pesbrkshop or evenfeedback sheets
Specific surveys devised to capture mored@pth data on the value and impact of particu
interventions and programmes

1 Mechanisms designed to capture the views of other stakeholders, such as academic st

employers

Evaluation

by
partners

(weighted)

15. Sustainable

No data available

AVERAGE WEIGHTED SCORE

2,80
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6. Tampereen ammattikorkeakoulu / Tampere University of Applied Sciences (TAMK)

Country: Finland
Data gathered through:

V Interview with Emma Roinila, International Coordinator, Schodaafational Teacher Education, Vocational Education Development Unit
VvV  Form completion by Emma Roinila, International Coordinator, School of Vocational Teacher Education, Vocational EdudapomeDeuait

VvV Desk Researchttp://www.tamk.fi/web/tamken/researchrand-collaboration)

DESCRIPTION:

The Programme mostly involves placements of people who want to be certified as Vocational Education and (M&iRjngainers/teachers. The
placements take place in professional and VET schools of different sectors. They are accredited, as the trainees gssntu@ugbdheir @rticipation in
the programme.The practical exercise is based on mentoring a@iviand the evaluation methodology is rather systematic, as descriied ih the

relevant criterionEach depart ment of the University has its own coordiffitmat or, whi l

The university alsofters services to employers, i.e. business development consultancy. The consultants are persons with outstanding exibeitise in
own field; they are assigned to specific commissions on the basis of theilddgeavof the field concerned.They offer taining for work communities to

enhance staff competence, wdiking at work, and business profitability including tailored training programmes for each organization.

TAMK has devoted a special section of its website to partnerships, which it value¥ &letty of f er “basi c” as wel | as "“adyv

and employers. With a basic partnership, an organization can commission students to do many kinds of work. The comreissioreslasut as part of
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their studies, and may take the form pfoject studies or a final thesis, for example. A company in this level of partnership can also provide practical
training placements for students.

A basic partnership gives a company the experience of cooperating with TAMK. The cooperation can la@pdmed into a multidisciplinary and

extensive advanced partnership.
Advanced partnerships, on the other hand “can include the following se

1 Longterm partnership programmeThe partnership contents are described in a partnership programme madehigetith the customer. The
duration of the programme is-3 years. Implementation of the partnership programme is monitored and evaluated throughout the whole period.

If necessary, the programme is updated at joint foHlopvmeetings which are held at relgu intervals.

1 Student team: Organizations can utilise multidisciplinary student teams in the university, which can be tasked to implement development
measures as a part of their studies. As gpohyduct of this cooperation, an organization from the inttyscould get to know the students, and

possibly find new employees.

1 Key account persorKey account persons are TAMK teachers in various fields who have a special interest in partnership swioéshe key

account teachers is appointed to act asamtact person for a company

1 Information services A company can have access to TAMK information services, where it can find, for example, market data and product

information.

1 R&D&I funding:TAMK helps its partner organizations to apply for external R&D#&ling, especially from Tekes, the EU, Eurostars, and Eureka.
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1 Rapid Prototyping®An organization's product or service idea can be developed into a prototype in a week.
1 TAMK Proacademy's R2our innovation serviceProacademy's teams propose solutiongtoblems that a company may be facing.

1 TAMK ¥YCampus:Entrepreneurship students will carry out sales and marketing development projects for organizations that are in an advanced

partnership with TAMK.

1 TAMK Innovation ServicesThe business prospects fimteas and inventions of a company can be assessed, and recommendations can be made

on how to commercialize and develop them.
I TAMK facilitiesA TAMK advanced partner organization can use TAMK's facilities for customer events, staff training, and manypmbes.
The process for making an advanced partnership with TAMK is also described:
1 Preliminary negotiations are conducted.
1 The partnership agreement is made: the services which TAMK will deliver are determined, and the annual fees to be ppattbertiaee agreed.

1 TAMK's key account person is appointed. The key account person keeps in touch with the partner and is in charge of thrgagrésgl TAMK

services.

1 A joint development programme is made fof33/ears.
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AVERAGE SCORE BY STAKEHORIERS:
STRONG POINTS:

The systematic evaluation

The two levels of partnership offered

X

X

X The tailored activities

X The breadth of different activities
X

The assignment of credits as an incentive to students
WEAK POINTS:

Q The lack of a systematic process ¢ommunication
Q The fact that some of the services are offered to companies for a fee

Q The lack of participation of employers to the administration of the programme

Challenges The biggest challenge, according to Roilina, has to do with students who have low levels of previous experience asiadegitsas st

with very specific interests and specialisation.
Success factors The success of the programme relies on two elements:

a. The good partnerships with competent partners

b. The quality of positions for practical exercise and placements
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1. Systemic

ASSESSMENT

While the approach of the university as a whole can be characterisedsgstem, the programme of the School

Vocational Teacher Education is a set of activities. This is noted, as information are provided for both, ever

Evaluation

Y%
partners

(weighted)

the latter is explored in depth, because our interviewee is employed by this particular school. 2,31
2. Continuous Most of the partnerships, according to Roilina, at least for her school, are well established andfstireen are
there for decades. 3,08
3. Strategic N/A
4. Wide ranging | TAMK employer services (university level):
2,09

- Business developmertonsultancy
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- Training for work communities

- Tailored training programmes for each organization

- Practical training placements for students

- Commissioned work by students (e.g. research, theses, etc.)

- Organizations can utilise multidisciplinary student teamthe university, which can be tasked to impleme
development measures as a part of their studies

- Information services

- Cooperation in applying for funding

- Assistance in Prototyping

- Proposition of possible solutions to problems that a company may begaci

- TAMK's facilities can be offered to businesses for customer events, staff training, and many other pur
School of Vocational Teacher Education (School level):

- Accredited placements/practical exercise

- Commissioned work by students (e.g. reseatiohses, etc.)

Intellectual Output 2 101| Page

BESPRACTICERJIDE



Employer Programmi®r Hospitality and Tourism

CRITERION

5. Comprehensive

ASSESSMENT

TAMK, as mentioned earlier, offers two possible schemes for partnership to employers: basic and a(

partnerships. Nevertheless, most of the partnerships, according to Roilina, at least for her school, are well est

Evaluation

by
partners

(weighted)

The different programmes than comprise the employer engagement strategy of TAMK include some inn

and someof them are there fo decades. 1,78
6. Intensive It is noteworthy that Roilina believes that the
plan and execute different activities together"”. 2,44
7. Empowering | The employers are empowered by the Programme, as thiégr guest lectures at the university, participate
surveys and other procedures for the improvement of the curricula, they provide trainee posts to students,
workshops and seminars and prdeiideas for researchrpjects. 2,04
8. Applicableto |The Programme and the individual activities are
the H&T Vocational Teacher Education offers this specialization. 3,20
9. Innovative 2,24

Intellectual Output 2

BESPRACTICERJIDE

102| Page




Employer Programmi®r Hospitality and Tourism

CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

elements, such as the two levels of partnership offered in a structured manner to employers.

10. Modern The Programme does not particuladgpitalise on new trends/technologies 1,23

11. Mutually The benefits foemployersthat are gained through their participation in the cooperative activities of TAMK are 1
valuable, and diverse. According to Roilina, they gain access to skilled workforce, they gain a commercial advantage ¢

mutual higher status and reputation, accesstotheumer si ty’' s facilities and upd

contribution . . - . — . .
the university offers training to their staff and they can request commissioned research, as mentioned earlier.

At the same time, they offer guest lectures at the university, parigpn surveys and other procedures for t
improvement of the curricula, they provide trainee posts to students, deliver workshops and seminars and

ideas for research projects.

Academics and the university in general, on the other hand, have lestal in school job shops, which dissemin

information concerning the companies with which the university cooperates, offer venues in the school prem 3.43

various events, organise thematic workshops and have place display stands where the acitie®rtain
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(weighted)

employers are advertised.

The gains of Academics and the university are:

Possibility of developing an applied research programme in the business

Access to raw data provided by employers

Constant updating of the industry needs, which leads toemelevant teaching and research
Current and relevant curricula

Enhanced employability of graduates

Vocationally relevant curriculum

Access to industrgtandard resources

=A =4 -4 -4 A4 A -5 A

Status and reputation
Finally, students are the main beneficiaries of the empl@eyagement activities, as they gain:

9 Internships

1 Networking
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partners

(weighted)

Professional experience

Enhanced employability
Vocationally relevant curriculum
Access to industrgtandard resources

Opportunities for workplace and/or placement learning

=A =4 =4 -4 A -

Opportunity to developvorkplacerelevant skills

Roi |l i na, who is in charge of teachers’ pl acement

knowledge and skills that the students can obtain through the exercise.

Moreover, she said that through the coetion with employers, the curricula are greatly impacted. New, upda

teaching methods are adopted according to the industry needs and the skills that are required.

12. Effective Communication does not have a systematic form, egh it is effective, according to Roilina. Depending on €
communication | relationship, each partnership is approached in a different manner, which can be very effective, as it is a

approach, based on the needs and particular conditions of each partner. 2,37
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(weighted)

13. Functional and The Programme operates smoothly and is flexible to different needs and requirements by different employers. 0 62
flexible
14. Quality The practical exercise, which is the activity that Roilina is coordinating in her scheahluated consistently an
assurance systematically.
The mentor/supervisor of each student monitors the process and gains insights both by the studentee and the
employer during the practical exercise. At its end, both the mentor and the mentee evaluate dbesprthrough
forms, designd especially for the programme. 2,12
15. Sustainable The programme is funded by the government, while the coordination and management is a responsibility off
Existing staff is assigned with the coordination of the activitiesach school. 2,84
AVERAGE WEIGHTED SCORE 2,41
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7. Kajaanin Ammattikorkeakoulu Oy / Kajaani University of Applied Sciences (KAMK)

Country: Finland
Data gathered through:

V Interview with Kaisa Merilahti, Coordinator, Project Manadmternational OfficeKajaani University of Applied Scien¢€aMK)
VvV Form completion by Kaisa Merilahti, Coordinator, Project Manager, International Office, Kajaani University of Applied Gonke.

V Desk Researchttps://www.kamk.fi/en/BusinessServices

DESCRIPTION:

The Careers Office of the Kajaani University of Applied Sciences (KAMK) is responsible for the coordination of alihatthédtiesto do with Employer
Engagement, Practical &xise, Internships, etc. Nevertheless, at the KAMK, each study programme has a person who is responsible for coordmnating su

activities within the department.

The career office also organises events that bring together employers and members of thec8AMUnity, as well as forwards available opportunities to

the departments.

The Programme revolves mainly around practical exercise and internships. The approach though, is interesting. Pradtieas ebaare in two phases: In
the first phase, which tes place at the™ year of studies, the students serve as front line personnel and thus have an opportunity to get to know how to

provide basic service and to acquire insights on how a business in hospitality works. For this part, they get 12 @esitmrithphase involves them in
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junior management positions. They get 18 credits from this part, and in the course of this part, they write their theskesrbtmereal problems or special
needs and opportunities that the business might have and thrabgir theses they provide possible solutions to these problems.

AVERAGE SCORE BY STAKEHORIBRS:

STRON®OINTS:

The systematic evaluation methodology
The fact that credits are assigned as an incentive to students

The twophase practical exercise

X X X X

Theopportunity to compose theses which engage with real world problems, cases, needs or opportunities
WEAK POINTS:

Q Lack of innovation

Q Limited variety of different activities (mostly practical exercise)

Challenges The biggest challenge based on the fact #t Kajaani is a remote, small town and the students only have the opportunity to work

with SMEs, rather than large corporations with HR management, etc. In addition, the number of businesses is limited.

Success factors The Programme is sustainable wilie minimum amount of resources. Patience is required, according to Merihlanti for a

Programme to thrive, as such activities are based on relationships, and relationships take time.
CRITERIA
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CRITERION ASSESSMENT Evaluation
by
partners
(weighted)

1. Systemic Set of activities 1,54
2. Continuous The Programme has established ldagting relationships, some of which have a history of decades 2,77
3. Strategic The Programme is strategic, as it has established many different activities and methoda@bgigsing at employe

engagement and, ultimately, enhanced student employability. 2,40

4. Wide ranging The activities included in the Programme are:
- Practical exercise and internships
- Events
- Workshops

- Commissioned research by students 1,94

5. Comprehensive| According to Merihlanti, the feedback that the employers provide on the practical exercise that the st
participate to, as well as on other activities implemented by the Programme (e.g. guest lectures, workshops,

etc.),hasappi ti ve i mpact on the school’'s curricul a. 1,86
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CRITERION

ASSESSMENT

Moreover, the commissioned research opportunities that the programme provides both to students and emp

solve real problems that an employer may be facing.

Evaluation

by
partners

(weighted)

6. Intensive

The employers are engagedvarious ways in the programme, as they provide feedback concerning the releva

the school curricula and the grade of readiness of students and graduates to join the workforce. 2,27

7. Empowering | No available data 1,06
8. Applicableto | T h grogramme applies already in the H&T sector, as Merihlanti represents the School of Tourism and Hog

the H&T Therefore, this best practice is automatically considered applicable. 2,90
9. Innovative Even though no innovation is identified by Merihlanti tie Programme itself, it is noteworthy that some degree
innovation has been observed as a spill over effect of the Programme. More specifically the enterprises parti

and the University are benefited greatly through close cooperation and paatlguthrough the activities related t 235

commissioned research. In this case, students in the final year, write their dissertations or final theses ol
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

related to the companies in the Employer Programme.
Moreover, the structure of the practical exereis innovative, as it involves two phases:

- A Ptphase where first phase, which takes place at thfeyRar of studies, when the students serve as fr
line personnel and thus have an opportunity to get to know how to provide basic service and to g
insights on how a business in hospitality works. For this part, they get 12 credits.

- A 29phase, which involves them in junior management positions. They get 18 credits from this part,
the course of this part, they write their theses based on itbal problems or special needs and opportunit

that the business might have and through their theses they provide possible solutions to these problemn

10. Modern The Programme does not particularly capitalise on new trends/technologies 0.88
11. Mutually The benefits and incentives that the Programme provides to employers include:

valuable,

mutual 1 Ready skilled workforce 0

9 Access to a skilled graduate workforce
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CRITERION

contribution

ASSESSMENT

=A =4 =4 =

=

Commercial advantage

Status and reputation

Access to knowledge, facilitiasd services

Training provision to employees by Tertiary Level Educational Institution staff (e.g. in mar
management, etc.)

Skilled interns

Commissioned research (i.e. research on a specific topic and/or setting indicated by a business acct

its needs)

Academics and Educational institutions are benefited through:

=A =/ =4 -4 =2

Possibility of developing an applied research programme in the business

Constant updating of the industry needs, which leads to more relevant teaching and research
Current andelevant curricula

Enhanced employability of graduates

Vocationally relevant curriculum

Evaluation

by
partners

(weighted)
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CRITERION

ASSESSMENT

i Status and reputation
Students of KAMK gain:

Scholarships

Internships

Networking

Professional experience
Enhanced employability
Vocationally relevant curriculum

Opportunities for workplace and/or placement learning

=A =4 =4 -4 A -4 -5 A

Opportunity to develop workplaceslevant skills

Partners were engaged through personal contacts initiated by the university in most cases. The fact that Kaj
small town has its pros and cons as fa amployer engagement is concerned. On the one side, |

enterprises/businesses are aware of the Programme and/or the activities implemented by the Programm

Evaluation

by
partners

(weighted)
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CRITERION

ASSESSMENT

rendering dissemination and promotional activities not essential. On the other hand, tigergs only have the

opportunity to work with SMEs, rather than large corporations.

The incentive provided to students (30 credits) is a very effective one according to Merihlanti. This is an in
aspect if we consider that Andrews from NUBS idertiftee participation of and lack of interest by the students

her biggest challenge.

Concerning contribution, even though this was partly traced through the description of gains mentioned earl
Programme is funded by the University, which assiggrapfe from existing staff in the schools with responsibilit

related to coordinating relevant activities and communicating with the career office of the university.

As far as the impact is concerned, according to Merihlanti, the feedback that the empluyside on the practicg
exercise that the students participate to, as well as on other activities implemented by the Programme (e.g

|l ectures, workshops, events, etc.), has a positi

The other great impact ofhe Programme is related to graduate employability, which is facilitated greatl

networking which takes place during the activities in which the students participate.

Evaluation

by

partners

(weighted)
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CRITERION

12. Effective

communication

ASSESSMENT Evaluation

by
partners

(weighted)

Communication between the businesses and the KAMEckseved through various events, which bring th¢

together and are usually organised by the university.

No systematic way of regulating communication was identified, while it was mentioned that it is up to the |

responsible to communicate and to chaothe appropriate channels for communication. 2,25

13. Functional and

The Programme operates smoothly and is flexible to different needs and requirements by different employers.

2,52
flexible
14. Quality A systematic evaluation methodology is appliedhis case, which follows a stéyy-step process and involves:
assurance
1. A form of agreement between the student to participate in practical exercise and the employers,
includes the targets. In other words, the indicators of success are identifiedgredd upon by both parties
2. They jointly develop a detailed plan in order to monitor the progress and the achievement of their targe
3. They both keep a journal on a daily basis, with reference to their indicators.
4. After the practical exercise is finishetthe employer fills in a questionnaire, evaluating various aspects 0 257
student’s performance, as well as the support
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CRITERION ASSESSMENT Evaluation
by
partners

(weighted)

the university. In addition, through this process, the university tgchlas the chance to update the
curricul a, as one of aspects examined by the
skills.

5. Atthe same time, the teacher responsible for employer engagement at the relevant school pays a viksit|
the employer to discuss with the employer.

6. The students compose a report in which they evaluate the knowledge and skills they have gained thro

process.

This evaluation methodology is systematic, because it involves and takes into due coimidgratopinions of al
parties and various aspects of the activities implements. It also systematically monitors the progress and the r

the activities as the key performance indicators are decided at the beginning

15. Sustainable The programme is funded by thaiversity, while the coordination and management is a responsibilitthefcareers

office at KAMKEXisting staff is assigned with the coordination of the activities in each school. 2,84

AVERAGE WEIGHTED SCORE 2,23
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8. LiaisonOffice of Athens University of Economics and Business

Country: Greece
Data gathered through:

V Interview withVictor KoukisCounsellorLiaison Office, Employment Services & Educational Information
VvV Form completion by Victdfoukis, Counsellor, Liaison Office, Employment Services & Educational Information

V Desk Researchttps://www.aueb.gr/el/caree)

DESCRIPTION:

The “Liaison Office of At h ens wadnhe ¢ diaison Office in & Gréek aniversity, essablisheddon Mauch,i1998.s s ”
Additionally, the office employs two counsell ors. T h e o page ceglrictiomsme’ s b er
applied). As far as the programe* s br eadt h i s concerned, it offers a variety of serviec

counselling, organizing Career Fairs and other events, etc.

The approach of the pr ogr ammachiiisidua reneficany B LUnigeedodgextehsive sewvicelkclistomizaton acabrding‘to

GKSAN ySSRa¢

The” Career Fair?” or “Career Days” which the Liai smtheO%3fandorg isacfuallit he At
astrong proof from the wuniversity’s side that maj or dentsiamdmaluniniyEverysyeagi v e n

this event hosts about 58 80 companies per year and 500 students and graduates. The popularityeoft“* AUE B Ca r e arcan begjustifiédd e v e n't
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through the growing number of partnerships and partnerships per yearrelated to the fact that Athens University of Economics and Business offers
nowadays 8 undergraduate degrees, 32 Master degreesaanehjuivalent number of Doctoral Programs, strongly applying to the vast majority of business

oriented fields of expertise in the international market area.

The Liaison Office operates continuously for the last 25 years and has established an efficieght r el i abl e partnership with
Resources Department. The mission of the Liaison Office is to provide students and graduates the essential tools andveangisoempowering them to

access the job market under the best terms and caadg and the soonest possible, after completing their studies.

At the same time, it offers them a full counselling agenda emphasizing to their career planning, both academically asidmatyed he mission of the
Liaison Office strongly directs to ptide the beneficiaries with up to date higher education services and information regarding their specific and

personalised needs and preferences.
AVERAGE SCORE BY STAKEHORDERS:
STRONG POINTS:

The personalised approach followed by the programme
Thewide range (breadth) of activities included

The evaluation methodology with questionnaires

X X X X

The wide range of information, resources and opportunities offered

WEAK POINTS:
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Q Thelack of employer involvement in the design of actasti

Q The lack of innovative activities

Challenges No data available

Success factors The success of the Programme lies in its personalised, tailored approach as well as in the career fair organised by D#itéis
yearly.

CRITERIA

CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

1. Systemic Set of activities 2,53

2. Continuous The Liaison Office started offering its services toy students and employers in 1992. Since then, it has cultivat

long-lasting relationships with margmployers 3,18
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CRITERION ASSESSMENT Evaluation
by
partners
(weighted)

3. Strategic N/A
4. Wide ranging - The Liaison Office of the Athens University of Economics and Business collects info on the industrie
resources needs and publishes job postings st
programmes of studies.
- It also offers couselling services, which apply to the needs of career building and career deuniaiong.
- It organizes one of the major and mostwkln own events of the univer s
students and alumni the chance to have a liveifgbrview with HR recruiters of big companies / industrig
- For the same purpose, it organizes seminars and training sessions practice oriented, which focug
enrichment of students and alumni skills and knowledge. Those seminars intend to strepgthén h (
efforts towards finding the most suitable gob on their academic portfolio. 2,02
5. Comprehensive| Employers participating in the Programme participate in the full range of its activities. 2,17
6. Intensive . . o o 1,35
The programme does not seem to have reached a high level of partnership, as it is based on initiatives takg
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CRITERION ASSESSMENT Evaluation
by
partners

(weighted)

Liaison Office and the University.

Nevertheless, the active participation of employers in the Career Fairs organized by the Liaisorarifftbeir
frequent posting of ads on the website of the Office, act as indicators that the programme has gained somg

and reputation among employers

7. Empowering N/A

8. Applicable to The activities included in this employer programme can be applied in any service sector, since they

the H&T transferable activities, such as, workshops and seminars, career fairs, personalized counselling sessions and 2,45

9 Innovative Theinnovative aspect of the programme lies in the personalised approach adopted. This approach applies e

to counselling, as personalised sessions are implemented, which are formed according to the needs
individual. 2,50

10. Modern The Programmeloes not particularly capitalise on new trends/technologies 0.96
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CRITERION

11. Mutually
valuable,
mutual

contribution

ASSESSMENT

The gains that the programme has to offerémployersare mostly based on skilled staff that is being matcheg
the Liaison Office with each employer. As stated on the website of the progra

https://www. auebes agid-epy cddt &mSGreak)nipipe g

“The Athens University of Economics and the Liaison Office, in its effort to bring students and graduates clo
labor market, offers all companies and organizations the opportunity to publish absolutejgifrags on our site .
The process is simple and fast (the publication of the advertisement is made within two working days at the m
According to the website, the publication efficiency is guaranteed as:

A) The Liaison Office website has a lot of icaff

B) The content of the site (and new ads) is simultaneously viewed in all major social media. More spec

1 Facebook: 6,155 likes, 4,000 AVPs

9 Linkedin: 4.446 connections, 950 group members

1 Twitter: 2,087 followers

C) there is a focus on targetaddiences (promotion of CVs only for students and graduates of the AUEE
As far asstudentsare concerned, the website of the Liaison Office serves as a powerful tool for them to be ¢

grasp employment, practical exercise as well as other opportitieth in Greece and abroad. As the strong

Evaluation

by

partners

(weighted)

3,08
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CRITERION

ASSESSMENT

point of this programme is its personalized approach, it calls for further description. Amongst the range of acti
offers, the Liaison Office and its stafivise and guide students and graduates iml@r to optimize their preparatior|
and organization of their future career paths and the continuation of their academic career. The services off
the Liaison Office are as follows:

1 Consulting individual meetings on the academic path and professiaregicof the students / graduates ar
their individual needs
Career CounsellingCurriculum Vitae & Cover Letter
Preparing for the interview process (behavioural techniques, familiarity with the interview protocol)
Methodology & Search Engine Techniques

Investigation of interests and preferences regarding the candidate's studies & career path

=A =/ =4 -4 =

Organization of application file in postgraduate programs at home and abrdddting a seHevaluation

report

==

Applying for Scholarships

1 Career CounsellingMentoring

Advisory group meetings (workshops) with a small and flexible number of participants and with topics relateq

Evaluation

by

partners

(weighted)
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CRITERION

ASSESSMENT

following:

Curriculum Vitae & Cover Letter
Interview: Behavioural Techniques & Familiarization with the Process
Selfawareness & Care®@evelopment

Mentoring & Skills Development

=A =/ =4 -4 =4

Informative individual meetings on various issues related to the labour market

The general impact relates to the significant pool of services provided and the full customization agenda ¢
services, which may vary depending to the beneficiary needs and demands. The Liaison Office is a ce
regarding the University and ¢hcurricula of the Master programmes. Every student and/or alumni member o

University is free to receive the services of the Liaison Office, no cost included.

Every beneficiary is handled as a unique case; for that purpose, a variety of servibeghakeveloped, such as th

following:

1 Communication with potential employers, research on new job openings, posting of those opeg

Evaluation

by
partners

(weighted)
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

forwarding relevant CVs. This impact applies to both employers, who gain access to skilled candidz
students, wio gain access to employment opportunities.

1 Creating, identifying and offering of informative material (creation of leaflets: CV & Cover letter, Inte
Vocational skills, etc.). This impact mostly applies to students, who have an opportunity to upmeh
update their skills and their competitive advantage when competing for work.

1 Gathering & distribution of information regarding pegtaduate studies in Greece and abroad. This
refers to students, who gain access to opportunities.

1 Career Counselg— Individual counseling sessions. This impact also is related to students, who have aq
personalised counselling.

T Offering subjects that may -vfdlrcustonazationo(e.gd:iCareer Plaoniy
Create the perfect C\Job Market trends & available options, Preparation for selection process & inter

How to build your professional network, etc.)

12. Effective Communication with the businesses is achieved mostly through the events, which are wsgalysed by the
communication | yniversity. 1,58
Intellectual Output 2 125| Page

BESPRACTICERJIDE



Employer Programmi®r Hospitality and Tourism

CRITERION ASSESSMENT Evaluation
by
partners
(weighted)

13. Functional and .
No data available
flexible
14. Quali
Qually No data available
assurance 1,14
15. Sustainable The Programme is funded by the university and is notsedfainable 1,64
AVERAGE WEIGHTED SCORE 2,05
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9. Mentoring Programme, Liaison Office, University of loannina

Country:Greece
Data gathered through:

V Interview withEffie YeronimakEmployment & Career Structure Manager, University of loannina

V Desk Researdmentoring.dasta.uoi.gr)
DESCRIPTION:

The rationale of the mentoring programme at the University of loannina, as stated on their website is based onthe faét thatzy’ 3 LIS2 L)X S (2 RI &
ever need information, guidance and career support, which can be effectively delivenegtiyg opportunities to connect and become familiar with the

labour market and working life in general. At the University of loannina, taking into account the needs of our new shalgnéslaates as well as their

best international support practice8,S RSaA 3y SR YR AYLI SYSYGSR GKS aSyid2NAy3 t NRANIY 2F (K

It is noteworthy that according to Yeronimaki, the Mentoring Programme started as an EU funded project202@1 the last three years, it is self

sustainable, suppoed both by the University, which employs the staff involved and businesses, which provide funding.

The aim of the Program is to support young scientists in their educational and professional development through the manafj¢heénpersonal
learning, inorder to maximize their prospects, develop their skills, improve their performance and ultimately achieve becoming thehmrseant, by

making themselves useful in today's work environment.
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The Mentoring Program of the University of loannina is armgaghip between an experienced professional and a younger, less experienced, which allows

the exchange of experience, information and practical advice for a particular field of employment.

In particular, the Mentoring Program aims to give the studentspibssibility:

a. To explore their career prospects

b.  To identify areas for development

C. To learn about as well as experience their integration into the labour market
d. Toimprove their sef€onfidence

e.  To expand their personal contact network

-

To enable thexcquisition of knowledge and experience for the development of their personal development plan (career planning)
The Mentoring Program of the University of loannina is the first to be implemented in tertiary education in Greece staimg 2012.

To dde, dozens of pairs of Mentees and Mentors have completed their collaboration. Mentors are renowned professionals froivatkeapd public
sectors who have been given the opportunity to leverage their history and career path for the benefit of theégesiamd to experience the beneficial
benefits of a mentoring relationship. The Mentees in their entirety express the importance of the program in terms of ploet sapeived by their

Mentors in their realistic career planning for their successful pifeml development.
As far as the structure of the Mentoring Program of the University of loannina is concerned, the process is rather sequential

1. Invitation for Mentors and Mentees:The program starts with a call publication and invitation to mentors arehtees who would like to

participate in it.
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2. Candidates Mentors and Mentees submit their applicatidar participation in the program. In the application, Mentors are asked to provide
information about their professional career or their background, as azlareas where they feel they have the experience and knowledge and
could guide a Mentee. On the other hand, the Mentees are completing a similar application asking them to give as mudoimf@srpassible to
their areas of interest, as well as thexpectations of participating in the program.

3. Mentees are invited to participate in a group meetirtg be informed about their role as mentees and to be guided on how to contribute in a more
efficient way to creating a dynamic and appropriate relationstigh their mentor.

4. Applications are then evaluatechnd mentors and mentees are matched, which depends on the information they have provided on their
application and is based on the proximity bet wadonal expeheace.nmghistprecess,’ nee.
the project's implementation team is responsible for matching Mentors and Mentees.

5. Group meeting of MentorsThe aim of the meeting is to educate mentors in the principles and mentoring philosophy, but also in thes pbtte
specific program. At the same time, the Mentors are given the opportunity to mutually understand the objectives and precedateeach other,
be supported in the work they undertake and discuss questions. The meeting of Mentors with thegddfaiiows. From the beginning of their
role, Mentors receive the "Mentor Guide", a set of materials specially formulated to sensitize and guide them in ihyeération with their
mentees.

6. Personalised meetingdMentors and mentees plan and hold indival meetings. It is suggested that their meetings take place once a month at a
place and time of their convenience. During th¥ rieeting of mentors and mentees it is necessary to discuss assiigonotheir "Cooperation
Agreement".

7. Program Monitoring & Spport Processin order to better monitor the program, a short questionnaire is sent by the project coordinator to the
Mentors and Mentees, asking for their views on the course of their meetings. Mentors and Mentees must not forget thatvihéy ¢antac the

program coordinator for any difficulty, and they will receive immediate support.
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8. Final Group MeetingWhen the final group meeting is held, the program is closed, accompanied by aybarmvent for all participants
AVERAGE SCORE BY STAKEHORDERS:
STRONG POINTS:

The personalised approach

The fact that the Programme is-fonded by the industry

The fact that even though it began as an EU funded project, it proved sustainable after the end of EU funding
The media attention it attracted

The systemic evaluation and monitoring methodology

X X X X X X

Its well-designedstructure
WEAK POINTS:

Q The fact that it is limited in mentoring

Q The limited amount of incentives and gains it has to offer to companies and mentors
Challenges A Programme like the one at théniversity of loannina, takes time in order to become welbwn and established.

Success factors The fact that the Programme is highly innovative, especially considering the country (GR), has attracted the interest of many

companies and the Programnhas attracted a great deal of attention by the press.
CRITERIA
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CRITERION

16. Systemic

ASSESSMENT

Even though the Liaison Office of the University of loannina, implements other activities alongside mentori

latter is the most elaborate and welesigned one, therefore we decided to focus on it. By its own, it canng

Evaluation

Y%

partners

(weighted)

characterised as a system. 1,32

17. Continuous Since 2012, when it first operated the Programme has established strong relationships witdniptajers. 2,46
18. Strategic N/A
19. Wide ranging The Programme is based on one single activity, which, however can be broken down into:

1 Mentoring

1 Workshops for mentors and mentees

1 Networking 1,24
20. Comprehensivel Employers or their representatives are a vital component of the whole mentoring process 1,78
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CRITERION ASSESSMENT Evaluation
by
partners
(weighted)

21. Intensive Many well established companies from the area of Epirus participate in the Mentoring Programme active
showcases that the Programme hashieved a high level of partnership. It is noteworthy that the Programme ig
co-funded by the University of loannina and a large company from the area for the academic ye@02716 2,16
22. Empowering N/A
23. Applicable to | The Programmegiven its specific focus on mentoring related activities, can be applied to any sector ing
the H&T Hospitality and Tourism 2,80
24. Innovative The Programme is certainly innovative in its country of implementation, i.e. Greece. It also has innovative e
regardless of place, such as the wagfined and superbly planned structure. Mentoring is considered as a
effective process in preparing students for the workplace and this programme is the most advanced me
programme in this guide. The Liams®ffice of the University of loannina implements many other activities as
but we firmly believe that this is their “flagshi 2,14
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CRITERION ASSESSMENT Evaluation
by
partners
(weighted)

25 Modern The Programme does not particuladgpitalise on new trends/technologies 0.88
26. Mutually Mentors in the Mentor University of loannina Program in their cooperation with Mentees are expected to:

valuable,

e a. support the Mentee in exploring and identifying his/her goals, bedincational and professional

contribution b. encourage him/her to commit to his goals

guide him/her in discovering his/her strong points and in developing his/her skills
help expand its network of business contacts

offer opportunities for learning and practicing modernegration techniques in the work environment

-~ o o o

provide knowledge and experience from your personal journey that will give it stimuli for developing pe
development plan

g. contribute to the creation of a relationship that is characterised by trust and alutspect
On the other hand, by participating in the Program, Mentors have the opportunity to:

a. contribute to the professional and personal development of young people 596

b. become a model for other professionals
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

c. reflect on their career

d. gain from contact witmew people with fresh ideas and perceptions
e. Increase their work satisfaction

f.  Expand their network

g. Be trained in the principles and philosophy of mentoring

h. Collaborate with the University of loannina

These and other issues related to your professional ahatational development can be discussed with your Men

an experienced professional working in your areantdrest.
Mentees, through their participation in the program and through the mentoring process have the opportunity tq

a. Know the current laboumarket from the inside
b. Recognize that their interests and skills can be matched with the right career for them
c. Set goals and implement them

d. Explore new educational and professional perspectives

e. Develop their communicative and social skills

Intellectual Output 2 134| Page

BESPRACTICERJIDE



Employer Programmi®r Hospitality and Tourism

CRITERION

ASSESSMENT

f. Expand theinetwork of business contacts
g. Familiarize their selves with modern monitoring and integration techniques in the labour market
h. Recognize prospects for business actions

Improve their seHconfidence

Mentees are expected to attend an experiential seminar atltmiversity of loannina.

Evaluation

by
partners

(weighted)

27. Effective

communication

Communication between mentorsmentees and the project management team takes place in both structured
unstructured manners. There are meetings and brainstorming sessions that takefnelgaently in the course of th¢

programme, but there are also other forms of communication utilised, such as phone calls, emails, etc.

Regarding communication between mentors and mentees, the implementation of at least or@fiaxee mentoring

session pemonth is recommended and other forms of communication are encouraged.

3,02

28. Functional and

flexible

The Programme operates smoothly. It is not flexible in the sense that it is based only on one single activity.

1,94
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CRITERION ASSESSMENT Evaluation
by
partners
(weighted)

29. Quality In the Mentoring Programme, a systematic evaluation methodology is applied. In order to better monito
assurance program, a short questionnaire is sent by the project coordinator to the Mentors and Mentees, asking for thei

on the course of their meetings. The results #iren analysed and utilized for further improving the Programme.

The Programme is administered by the project coordination team, which is comprised by personnel of the

Office of the university of loannina. 1,96
30. Sustainable It is funded by theJniversity and donors, companies that offer support. 2,07
AVERAGE WEIGHTED SCORE 2,06
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10. CertitMenTU project

Country: Transnational (EU)
Data gathered through:

V Interview withChristiana Knais, General Manager, MMC (project partner)
V Formcompletion by Christiana Knais, General Manager, MMC (project partner)

V Desk Researchhttp://www.certimentu.eu/certimentu/web.nsf/partner en.xsp

DESCRIPTION:

Certi.MenTu is a preft, which focuses on the certification of mentors and tutors. A mentargsrson in a companwho helps the learner to develop his

or her knowledge, skills, abilities and contextual awareness throughtliimid, confidential, ondo-one conversationgnd other learning activities. In
other words, the mentor is the person responsible for the placement or the internship activity. A tutor is a teacher er imally from outside the
|l earner’s i mmediate work envi rlbgrous totlearnvdt aorks The fptor rcduls beithe gerson il theavbcatidiomlr s ma
tertiary) education that supports the student during the placement or internship. The Certi.MenTu project aims to devedp estperience between
vocational education and d@ining institutions and employers in order to create deeper mutual understanding of supporting learners at work. Curticula bo

for mentors and tutors have been developed that consist both of common and different modules. Standardized certificttimbaswis of the European

4 Certimentu project was dealing with VET
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Standard EN ISO 17024Certification of Persons provides an acknowledged process for validation and guarantee compliance with quality assurance
requirements. The project thus advances the integration of labour market requiremewtgational education and training.

AVERAGE SCORE BY STAKEHORIERS:

STRONG POINTS:

X The project deals with better link to work through compatible training and certification of the people in the trainingtiostibr the academic
institution and the gople in the workplaceln other words, the projectocuseswith only one activity of an Employer Programme namely

internships and or placements and handles this activity (and its qualitggatin.
WEAK POINTS:

Q The project deals only with one aspect of Brmp | oyer ' s Pr ogr amme, namely the i mprovement

students, due to the improvement in cooperation and understanding of mentors and tutors

Challenges The biggest challenge relates to getting the employers intorocess of training and certification for the benefit of the students.
Success factors Appropriate promotion of the training and certification to employers and educational institutions

CRITERIA
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CRITERION ASSESSMENT Evaluation
Y
partners
(weighted)

31. Systemic Set of activities 1,32
32. Continuous The project lasted for two years. It did not manage to build #zsging relationships 0,82

33. Strategic N/A

34. Wide ranging a. Mentoring

b. Training of Mentors and Tutors

c. Certification 0,93
35. Comprehensive| TheProgramme included all stakeholders in all the activities 1,55
36. Intensive N/A

37. Empowering N/A
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CRITERION

38. Applicable to
the H&T

ASSESSMENT

The project can be applied to the Hi&Sector, through providing people in the industry and people in the ter
institution with common grounds and objectives and through their certification with ISO. The important issue

that through common training and certification mentors andatts will be able to improve the quality of the

Evaluation

by
partners

(weighted)

cooperation for the benefit of the students. 2,60
39. Innovative The innovative element of the project lies on the fact that there is common training and development for {
within the educationalinstitution and the organisation that leads to an internationally recognised certification.
affects the quality of internship and placement programmes 1,94
40. Modern The Programme does not particularly capitalise on new trends/technologies 0.79
41. Mutually L . . . e .- L
The contribution in this case is the same both for employers and educational institutions and it is contribution
valuable, . - L .
| of mentors and tutors for their training and certification for the benefit of the students
mutua
contribution 2,61

Asfar as tutors and mentors are concerned, through the developed materials and certification, they can imprg
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CRITERION ASSESSMENT Evaluation

by
partners

(weighted)

support they provide to students during internship and placement programmes.

As far as students are concerned, they are affected through bejttatity internships and placement programm

and even through better support during their entrance to the labour market

As far as employers are concerned, they benefit from the support from the educational institutions duri

placements and internsp programmes

42. Effective
o N/A
communication

43. Eunctional and Even though it operated smoothly during its implementation, the programme was not flexible

0,97
flexible

44. Quality

assurance

N/A
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CRITERION ASSESSMENT Evaluation
by
partners
(weighted)

45. Sustainable | The programme has proven naustainable 0,89
AVERAGE WEIGHTED SCORE 1,44
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Analysis of the findings

This part of the guide aims to draw general conclusions regarding the best practices available
both in Employer programmes in general as well as in Employer programmes tartipeting
Hospitality and Tourism Industry so as to providedback to the Recommaelations Report.

Conclusions are provided fhree subsections namely:
0 Holistic Systems vs Activities
0 Activities that are often presented in different employer programmes

0 Then, a section follows which includes the conclusions of the first part of the best
practices guide, namely the elements and aspects from the best practices that are
most important for the EPHT project, that can be adapted to the needs of the

project and that should be included in its activities.
Holistic Systems vs Activities

Fiveholigic systems haveeen identifiedand further studied although the degree to which

each programme is considered as a system, varfiesse included:

1. The Partnerships for Companies at the TAMKie Programme offers many different
options to employers, regding both level of partnership (Advanced and Basic
Partnerships) and a range of activities that can be further tailored to meet the needs of
each business.

2. The Graduate Employability Project (GEFhe GEP was a thrgears project that
combined a remarlale range of activities, along with elaborate and sophisticated
evaluation and monitoring methodologies that can be adapted and used in the current
project. Especially, the Steering Group that was coordinating the project, as well as the
measurable Key P®rmance Indicators against which the progress was measured are
very useful tools.

3. atly 2dzi Th2y RZyuénY as pe ct (comgetitiond) ets) evBrr o gr a mme
though oftenunderestimated, can attract partners and participants.

4. The Employer Programme e School of Hotel, Resort and Spa Management at the

University of DerbyAt t he Uni versity of Derby the "“rea

Intellectual Output 2143| P age 143| Page

BESPRACTICERJIDE



- e
ST

Employer Programm®r Hospitality and Tourism \ J

N 3

employed in various ways and this makes the Employer Programme of the School of
Hotel, Resort and Spa Managemenhighly successful one.

5. Hoscog Hospitality Connectionsthe only one ofthe best practices identified thatses

ICTtools in orderto facilitate the implementation of activitiessomething that the EPHT
project also aims to achieve

Intellectual Output 2144| P age l44| Page

BESPRACTICERJIDE



Employer Programmi®r Hospitality and Tourism

Activities that are common in employer programmes

The following activities have been integrdti the best practices identified (shown in the following table)

ACTIVITY Best Best practice Best practice| Best practice| Best practice Best practice Best practice Best practice Best practice Best practice
Practice 1 2 3 4 5 6 7 8 9 10
Networking \% \% \ V V V \% V V V
Advertising of businesses and
N V V
positions
Job search V V V V V V V
Consulting and advisory services \ \ \% \Y \Y \Y \% \% \% \%
MasterclassesGuest lectures
V V V V V V V
workshops
Employer events \% \ \ \% \% \%
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ACTIVITY Best Best practice Best practice| Best practice| Best practice Best practice Best practice Best practice Best practice Best practice
Practice 1 2 3 4 5 6 7 8 9 10
Mentoring \ \% V V V \% \%
Live projects Commissioned
\ \Y \%
Research
Internships and placements V V V V V V V V \Y
Field visits V \% \Y
Opportunities to studfwork
\ \ V
abroad
Experience through working in the v
uni versity’'s
mock applications & interviews V
thematic workshops/seminars V V V \Y \
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Best Best practice, Best practice| Best practice| Best practice Best practice Best practice Best practice Best practice Best practice
ACTIVITY

Practice 1 2 3 4 5 6 7 8 9 10

Competitions \Y V

job shadowing V \Y

In-school jobshops/ Display stands
where the programme as well as
the particpating employers are

advertised

Work-based and workelated

learning

Table5: Activities integrated in the best practices identified
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Conclusions andJseful Insights for the EPHT Project

In this section, the conclusions drawn from the best practices examined are presented. We
emphasise on their applicability in the context of this project more, because the aim of this
guide is to facitate the design and application of a systematic Employer Programme for the

Hospitality and Tourism.

First and foremost, we need to stress the importance@hmunication which emerged as

one of the most important gaps in collaborations between HEIs aeadH&T industry in the
countries of the consortium, according to the results of the comparative European research
implemented by the project. It is noteworthy that most of the best practices presented here,
do not follow a systematic or regulated way fornmmunication between partners and in
most cases, the initiative for communicating is taken by HEIls. Moreover, many of the
interviewees stated that they adapt their communication styles and channels for
communicating, depending on their interpersonal relaships with each partner. This is not
necessarily a weak point for an Employer Programme, as it could act for its benefit. Given
that many interviewees also said that the establishment of deep partnerships takes time and

patience, communication styles shidbe adapted to the context of each partnership.

Nevertheless, some activities that are includedriany of the programmepresented here,
allow communication to take place effectively amioey promote networking with new
potential partners and upgrading partnerships at the same time. The career fair at the
University of Athens, the annual forum at the University of Derby, the events organised at
the Nottingham University, to name a feware allexamples of activities that achieve the

aforementioned goals.

Moreover, the Hosco platform is a valuable insight for the EPHT project regarding
communication, among many other aspects. The platform allows partners from different

countries around the glab to communicate and collaborate with each other in various

ways. Given that in this project, one of the o
platform is a highly important input, considering its success, effectiveness and popularity

among schols and employers alike.
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The innovative aspectsof the Programmes that have been chosen and scrutinised, can
benefit greatly the EPHT project. The innovative aspects of each Programme are presented

below along with their potential benefit for EPHT.

Hoscois very innovative as it is the biggest online community connecting schools and
employers in the hospitality industry. The structure of the website, which acts as an online
platform as well, is simple. There are tabs that correspond to different stakehtyldes, i.e.
employers/companies and schools/students/faculties. This structure and the general
philosophy of the platform that can be summarised as sinydeatwell designeeuser

friendly can serve as an example for the “ Xeni

The factthat courses are revised every year to reflect the new trends of the industry at the
School of Hotel, Resort and Spa Management at the University of Derby is its most useful,
and at the same time, important aspect. For the EPHT project, the philosopbgloforld
learning can open up opportunities for innovative activities as well as new partnerships and
forms for collaboration. At the same time, it could be the most effective methodology for

keeping curricula and teaching methods highly relevant.

The Emloyer Programme of the Business School at the Nottingham University, brought the
employers more into the schootgesulting in fruitful relationships with them, that then
allowed to work on other areas, such as sponsorship, prizes and competigiengt also
brought many alumni back to the School to run workshofsimni, even though often
overlooked can play a crucial role in establishing relationships with the industry. They are
employees and in some casesgen owners of enterpriseand therefore, inthe EPHT project

we should undoubtedly include them in all activities to be implemented. The most important
lesson that the Employer Programme of the NUBS teaches us, is exactly their role in

establishing successful partnerships.

The “Pan o uiject lringsfdroand entprtaioment while at the same time,

innovative activities into the picture. Given that many of the interviewees stressed the

difficulty of involving students, this is a valuable lesson for the EPHT project. In other words,

in order tobe able to engage students, activities should be attractive to them. Even in the

“pan out London” project, they had to reconsic

latter did not seem interested at the beginning.
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The GEP offers us an incredibly wable input regardingevaluation, administration and
monitoring of an Employer Programme. Ipgoject management based methodologlas

proved very effective in managing such a programme. Especially useful for EPHT can be the
management and coordination kySteering Groupvhich includes representatives from all

stakeholders involved and the monitoring basedkay Performance Indicators

The structure of the practical exercise KAMKis innovativeand can prove useful for the

EPHT projectas it involveswo phases:

- A PBtphase where first phase, which takes place at tffey2ar of studies, when the
students serve as front line personnel and thus have an opportunity to get to know
how to provide basic service and to acquire insights on how a businesspitaiiby
works.

- A 29 phase, which involves them in junior management positiénghe course of
this part, they write their theses based on the real problems or special needs and
opportunities that the business might have and through thbises,they provide

possible solutions to these problems.

Even though the EPHT will not suffice in practical exercise, this methodology can be applied
on a different level, depending on the level of partnership. There can be different choices for
different schools ad different employersMost importantly, the fact that students of KAMK
have the opportunity to solve real problems that they have experienced themselves during
their placement, can be a highly effective activity of an Employer Programme and should be
included in the repertoire of activities of the EPHT, because it offers benefits both to the
students and the employers. Studengmin experiencand expertise, while employeisan

have a potential solution to their problems as an exchange for their partrgershi

The personalised approachadopted by the Liaison Office at the Athens University of
Economics and Business, is also a very useful tool that can be utilised byl BBldpproach
applies especially to counselling, as personalised sessinbe easiladaptedto the needs

of each individual.

Mentoring is considered as a very effective process in preparindestis for the workplace
and the Mentoring Pogrammeat the University of loanning the most advanced mentoring

programme in this guiddts most useful aspect for the EPHT project is its-dedigned and
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structured process, which is repeatgdarly, in order to attract new mentors, mentees and

sponsors. Moreover, it was an EU funded project and it is now sustainable, three years after
the end of funding and it has ensured funding by local enterprises. This is an important
aspect that is highly relevant to the EPHT project, as it also is a funded project that aims to

be sustained after the end of funding by the EU.

Lastly, he internationaly recognised certificatioprovided by the CertiMenTu project can

be applied to the EPHT in the future and it can act as a powerful incentive to students and
other stakeholders Most importantly, the fact that mentors in the enterprise and tutor in
the educational institution receive common and complimentary training enables them to
work towards common goals for the benefit of the students and achieve a mutual and

common understanding of the programme

This part of the best practices guide presented selvgoad practices from various countries
that provide us with the necessary insights and previous experience of stakeholders who
have established and participate in employer programmes. Each programme is different
many aspects. Nevertheless, all can teas valuable lessons based on the challenges they

faced and on the success that they enjoy.
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PART 2: BEST PRACTKH3M EPHPROJECT

Introduction to the second part of the guide

The second part of the report identifies the best practices that arise from the current project
through the experience of the partnership in the development and pilot testing of the
proposed system. This part of the best practices guids beendeveloped after the
completion of the pilot. The second part of the best practices guide refers to the best
practices identified through the current project. The consortium will develop a form on
which all partners involved in the pilots will record the best pragicentified through the
project. As before, best practicegere evaluated on specific dimensions using a specific
evaluation form. Practices that are highly evaluated will be included in the second part of

the Best Practices Guide: Best practices ideatithrough the current project.

Methodology used for the development of this section of the

report

In order to develop this section of the report the consortium used the workshop method and
more specifically the snowball technique. A structured questiinenavas given to all
participants of the workshops during the last meeting of the proj&be participants had to
complete first the questionnaire on their own, then in small groups (trying to reach
consensus were possible) and then present their resigdtshe whole group were some
conclusions were taken. Although the main aim of this workshop was to identify best
practices related to the methodology the project has followed to reach its results, the
guestionnaire examined also the way the consortium vearkogether in order to plan and
complete the project. The questionnaire used is presented in Appefalix. More

specifically the questionnaire developed focused on:

1. The process the project has followed to meet its objectives
2. Each of the intellectual outgs and how they have contributed to the end project
objectives

3. Good practices regarding the cooperation of the consortium
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Each of the above headings are discussed in the following sections:

Takinga helicopter view on the process followed by the projea t

reach its objectives

The following process has been identified by the partners:

Needs analysis Identification and

evaluation of best
practices

Development of a recommentation report that takes into consideratig
the needs analysis and working practices identified

Development of an operational manual that is based on the
recommendations report and translates the recommendations report i
what needs to be done in the form of a new system

Development of a platform that translates some of the activities of th
operational manual into an electronic system

Figure2: The process used at a glance
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In general the partners have identified the following strong points in the process used:

1. The fact thatthere is a logical sequence in the progression of steps and each step
builds upon the results of the previous one. For example the consortium did not just
focusedand adaptthe already existing best practice®t did just identified the
needs of stakehotlers Through the identification of the needs of different
stakeholderswe found out what needs to be done. Through the identification of
good practices we have identified ways (how) to meet these needs. At the same
process we have saved on resources a&s did not start something from the
beginning ignoring what is there. We have used whatever was available, adapted it
and improved it.

2. The recommendation report is in fact a way
practices and when nothing is availabie,develop new practices to match existing
needs.

3. The operational manual is a “how to “ mant
their own system.

4. The platform is then the electronic answer to some of the activities of the

operational manual

The intellecual outputs and how they have contributed to the end

project objectives

European Needs Analysis

The first intellectual output is a European Report presenting the existing situation in the
partner countries. More specifically, this report presents the coirfierms of collaboration
between the H&T industry and theligher Education Institutions offering programmes in
H&T as well as the stances and attitudes of relevant stakeholders in relation to the

collaboration.

The findings of this report are very impaaint because:
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1. They justify the scope of the project and reconfirm its necessity and importance

2. It provides a clear picture of where the stakeholders of the industry want to go

3. It produces a European perspective in the field of cooperation between different
stakeholders in the H&T industry

4. It provides a thorough examination of needs in depth and breadth

As far as thenethodologyfor the development of the report is concernedhis research was
conducted in the period from November 2016 to February 2017%vd$ implemented in

three phases and the methodology in terms of implementation, was rather sequential:

- First, the tools for the implementation of the focus groups such as interview guides,
consent forms, as well as a document with clear instructions tditeors were
designed.

- Then the focus groups were implemented. One focus group per educational
institution in partner countries (HCCI, TEI, TAMK) was conducted.

- The development of the structurand content of the semstructured interviews as
well as deelopment of the questionnaire followed. The questions of the semi
structured interviews as well as of the questionnaires were informed by of a
preliminary analysis of the results of the focus groups.

- Then, the semstructured interviews as well as therseys were implemented

- Finally, the results were analysed in each country and separate reports were
produced for GR, CY and FIN

- Based on those reports, a common one was developed.

Reflecting on themethodology used for the development of the European oep the
consortium feels thatalthough the methodology used was eglate and provided the
project. At the same time partners feel that extending the focus groups and eliminating the
semistructured interviews may have produced better results. The reasorthis is that

focus groups provided with more qualitative anddepth results.

As far as the content of the report all partners seem to be very satisfied with the results. One
of the partners mentioned that all countries of the consortium should hawtigygated in
the development (ie including Spain and Italy). However this was not included in the initial

design of the application.
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Best practiceguide (first part)

The second intellectual output of the project was a best practices guide. The objective of this
guide is to present several good practices identified in Europe and internationally related to
employer programmes from the hospitality and tourism industryvesl as from other
industries (that may be transferred to the hospitality and tourism industry). Additionally, this
guide aims to present good practices in improving the collaboration between educational

institutions in hospitality and tourism or other indtries and the employment market.

The following methodology was used for the composition of the first part of the best

practices guide:

1. Implementation of desktop research for the identification of practices used in
Europe and internationally to improvehé cooperation between educational
institutions and businesses. This desktop research led us to stakeholders that have
applied and used EMPLOYER PROGRAMMES in H&T or other industries as well as
stakeholders that have used other best practices for achgebietter link between

educational institutions and the industry in the hospitality and tourism sector.

2. Development of a form to record practices. The objective of the form was to present

an objective picture of the practices.

3. Dissemination of the form tthe stakeholders identified in activity O2A1 in order to

record practicesThe form has been disseminated to over 100 stakeholders.
4. Implementation of telephone or skype interviews with relevant stakeholders

5. Validation of the results of the interviewsrtugh online questionnaires to several

stakeholders.

6. Identification of criteria/dimensions for the evaluation of practices and development

of an evaluation sheet. Evaluation of practices and identification of best practices

7. Composition of the first part ofhe best practices guide:eBt practices in Europe
and Internationally for linking education and work that could be used in the

hospitality and tourism sector
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Reflecting on the methodology used, the consortium commented that it was a complex one
to be mplemented in the short time interval the consortium had in front of them for the
implementation of this project. Some of the partners commented that the form to record
best practices was too detailed and that the number of the criteria for the evaluatias

quite big. The consortium believes that the methodology was robust and concrete, but may

be not so appropriate for the time frame of the current project.

As far as the number and quality of best practices identified, the consortium was not
satisfiedon the number of the good practices identified (which also proves the need for the
current project) but some of the good practices identified were of very high quality. The
intellectual output was considered vengahuable for the current projectespecidly for the

development of intellectual outputs 3 (Recommendation Report) and 4 (Operational

Manual)

Recommendations report

The recommendations report is writtemith the purpose of helping educational institutions

(academics, administration and studentss) ong wi th empl oyers “fully
strategic, l ong term and intensive partnershi
report takes into cosideration the European Needs Analysis report and the best practices

identified, and produces a ligif recommendations for strategic, long term and intensive

partnerships.

The approach of the recommendations report is to create a matrix of constructs (attributes)
each with a different “degree level”.rln turn,

“degree Il evels wi || produce a continuum of r
competitive advantage. Most of the partners agree that this will indeed achieve the

objective for strategic, long term and intensive partnershi@ne of the parters

commented that they expected a three tier system, each one with its own unique level of

specifications.
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Most of the partners said that they are satisfied with the dimensions. Some partners
commented that the critical dimensions were too many. Thee¢hcritical success factors

that the partners would have selected are:

1. Funding (mentioned by all)
2. Planning and management

3. Strong ethos of participation/communication (mentioned by all)

Operational Manual

The operational manual aims to present tlsgstematic methodology proposed by the
Employer Programme for the development, installation and monitoring of a successful
employer programme for the hospitality and tourism industBartners in general are
satisfied with the forms of employer engagemeamesented in the operational manual as
well as with the levels of employer engagement. The number and the detail in which
activities are described are satisfactois far as the management structure is concerned,
partners commented that this really neetls be tested (especially as far as practicality and
effectiveness is concerned). As far as the activities offered per different level of engagement
partners commented that this is a very good starting point, byt time will really show whether

these activites really fit employer needs.

Good practices regarding the cooperation of the consortium

Duringthe workshop partners also reflected on the cooperation of the consortium.

As far as communication is concerned, partners commented that project meetings , emails
(several each month), skype meetings (at least once a month) are the most effective means

of communication.

As far as the tools used to manage communication and prey@Emagement dropbox was

highly rated and them trello

Intellectual Output 2 158| Page

Best Practices Guide



Employer Programm®r Hospitality and Tourism ‘\J

Evaluating best practices arising from the implementation of
the project
As already mentioned during the introduction of part B our objective was to also evaluate

the best practices identified in theurent project . To work on this issue we need to first

finalise a catalogue of possible best practices as they evolve from the above discussion.

Best practices identified

1. The process used for the implementation of the project is considered to be a pesttice.

9 There is a logical sequence in the progression of steps and each step builds upo
results of the previous one. The consortium did not just focasd adaptthe already
existing best practices nor did it just identify the needs of stakehaisleThrough the
identification of the needs of different stakeholders we found out what needs to be dor
Through the identification of good practices we have identified ways (how) to meet the
needs. At the same time we have saved on resources as wendidstart something from
the beginning ignoring what is there. We have used whatever was available, adapte
and improved it.

T ¢KS NBO2YYSYRFIGAZ2Y NBLRNI A& Ay Tl OG |
and when nothing is available, to delop new practices to math existingg needs.

T ¢KS 2LISNYGA2yL+E YIlydztt Aa | aK2g (G2 a
own system.

1 The platform is then the electronic answer to some tfie activities of the operational

manual

2. The fact that the whole project is based on a thorough Needs Analysis which led to
National Reports compiled in one European report that presents the situation in {

distinct European countries represented in the consortium, is considered betepractice

3. The methodology used for the Needs Analysis is a best practice. A step by step j

(focus groups, interviews and survey) escalating to a thorough analysis at both nation
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Best practices identified

European levels..

4. The methodology used for thédentification of best practices is considered to be a be
practice

5. The approach developed as depicted in the recommendations report and the opera
manual ie to create a matrix of constry
constered to be a best practice. In turn, the combination of these constructs and
“degree |l evels” wildl produce a continu
competitive advantage.

6. The proposed systemallowing for a holistic and systemati approach, incremental
development of partnerships, flexibility and educational orientation as opposed to a pur
commercial one) is considered a best practice

7. The list of system dimensions as depicted in the recommendations report and opera
manual is considered to be a best practice

8. The selection/choice and description of the activities in the operational manual is consi
to be a best practice

9. The activities offered per different level of engagement is considered to be a good pract

10. The management structure proposed by the operational manual is considered to be &
practice

11. The facilitation of partnerships by the platform with a clear educational focus is conside
best practice

Table6: Best practicegrom the current project
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As a second step we have asked the partners to rate the above mentioned best practices.

Below you can see the results of the voting.

Please allocate 100 points to the best practices shown below

03

! I I
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It is obvious that the process used in this project as well as its holistic and systematic

approach were the best practices mostly valued by the consortium.
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Appendix one: Form to record best practices

|O2: Best Practices Guide

Form to Record Best Practices

QUESTIONS

Please elaborate as much as possible in the following questions
PROGRAMME DESCRIPTION

1. Please describe the Employer Programme in a clear and concise manner. Present the
activities included, people/organisations involved, strengths and shortcomings and
anything else you believe is noteworthy.

2. Do you think that theProgramme could be applied to the Hospitality and Tourism

industry or its scope is limited to specific sectors? Please justify.
INNOVATION/IMPACT

3. Before the employer programme was established, was there any form of
cooperation between educational institatns and employers? If yes, please describe

and refer to its efficiency and effectiveness.
4. What is innovative in the Programme’'s appro
5. What is its general impact/added value?

6. How is the development and delivery of the curricula impacted by the Prograifime

at all?
7. How is student and graduate employability impacted by the Programme?

8. Are there any other groups or areas of the educational process (e.g. employers,
faculty or other staff, teaching methods, equipment etc.) impacted by the Employer

Programme and how?
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PARTNER ENGAGEMENT/GAINS

9. What were the gains/incentives that the

a. employers (You may choose more than one answers)

Ready skilled workforce

Access to a skilled graduate workforce
Commercial advantage

Status and reputation

Access to knowledge, facilities and services

Training provision to employees by Tertiary Level Educational Institution staff (e.g. in

marketing, management, etc.)

Skilled interns

O O O O 0 0O 0O O

Commissioned research (i.e. research on a specific topic and/or setticgtiediby

a business according to its needs)

(; Other:

b. Academics and Educational institutions (You may choose more than one answers)

Possibility of developing an applied research programme in the business
Access to raw data provided by employers

Constantupdating of the industry needs, which leads to more relevant teaching and

research

Current and relevant curricula
Enhanced employability of graduates
Vocationally relevant curriculum
Access to industrgtandard resources
Status and reputation

Other:

O 0 00 00 O O O

c. Stulents of Educational institutions (You may choose more than one answers)
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Scholarships

Awards

Internships

Networking

Professional experience

Enhanced employability

Vocationally relevant curriculum

Access to industrgtandard resources

Opportunities for worklace and/or placement learning
Opportunity to develop workplaceslevant skills

Other:

s O OO OO0 00000

. How were employers engaged in the Programme other than providing them with

incentives/possible gains?

11.Do you offer a reward system for active participation/excelleoteér to

employers, students and/or staff members? If yes, Can you please describe it?
t!we¢bow{Q /hbe¢wL.! ¢LhbD

12. In what ways are different partners contributing to the Programme?

a. Empl oyers ..

Provide guest speakers from the industry

Participate in researchemnd surveys for the improvement of the curricula
Donate equipment to tertiary level educational institutions

Provide Enterprise Advisors

Provide funding for the Employer Programme

Provide temporary employment to students/graduates

Donate materials to tertry level educational institutions

Provide work experience/practical exercise programmes to students

O 000000 0

Organise student visits in the organisation
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O 0O 0O 0O 0O O 0 00000 O o 0O OO0 00000000

Display stands of the Employer Programme in the organization
Organise and review mock applications & interviews
Participation in the development of curricula

Deliver thematic workshops/seminars

Provide job shadowing opportunities for students

Provide mentoring to students

Organise/fund/implement sponsorships/ competitions

Provide ementoring to students

Accept teaber placements

Provide & subsidise project/dissertation ideas

Other:

cademics and educational institutions...

Design/implement/participate in researches and surveys for the improvement of the

curricula

Organise Industry Days in the Institution

Provide fundng for the Employer Programme

Provide teacher placements in the industry

Facilitate temporary employment of students/graduates
Facilitate/organise work experience/practical exercise programmes
Organise and implement industry Visits

Establish irschooljob-shops where students can obtain information on the

employers who participate in the Programme and vacancies
Organise and review mock Applications & Interviews

Offer venues in the school premises for conferences etc.
Organise thematic workshops/seminars
Organise/implement/fund sponsorship/ Competitions

Display stands where the programme as well as the participating employers will be

advertised
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C.

¢

Other:

Student s ...

¢

Participate in researches and surveys for the improvement of the curricula

C Attend Industry Days

O 0O 0 0O 0O O

13.

O 0O O O

o O 0000 0O

¢

Participate in industry Visits

Participate in work experience/practical exercise programmes
Participate in mock Applications & Interviews

Participate in thematic workshops/seminars

Participate in job shadowing

Other:

ADMINISTRATIVE/OPERATIONAL ISSUES
Whatlevel of cooperation has the programme reached?
Partners offering different services to each other
Partners exchange services and plan different activities together

Partners plan and execute different activities together.

Other:

. How is the Programmiinded and how is its sustainability ensured?

Donations from employers

Donations from Tertiary Level Educational Institutions

Regular funding from employers

Regular funding from Tertiary Level Educational Institutions
Selfsustainability via regular membsiip and/or participation fees

Other:

. Who is responsible for coordination and management?

H&T Tertiary Level Educational Institutions

H&T Students
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C H&T Employers
C H&T Policy Makers
Q Other:

16. How was mutual trust and understanding between employers and edutatio

institutions achieved?

17.How do partners communicate with each other? Is communication

regulated/encouraged in any way?

18Pl ease describe the programme’ s evaluati or
evaluated in a systematic manner, or by reference to ésufts. If there was a

systematic evaluation system, please describe it.

19. Did you involve existing staff or did you hire new employees for the support of the
Programme? Can you name and describe the key roles and responsibilities of those

who were involved?
CHALLENGES/SUCCESS FACTORS

20. While designing and/or implementing the programme, were there any challenges? If

yes, can you describe them and explain how you overcame them?
21. Which are the critical factors that render the programme successful?
OTHER INFO

22. Arethere any tips or advice from your experience that were not mentioned earlier?
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Appendix two:Interviewees

ORGANISATION/PROGRAMME

COUNTRY

1. Andrews, Jacqueline

Nottingham University Business School

UK

2. Andrews, Tim

London Career€lusters- Accomodation
and Food Service programmeéPan Out

London"

Learn, Train, Recruit (LTR)

UK

3. Imber, David

Vocational Rehabilitation Consultan
(VRC)

UK

4. Knais, Christiana

CertiMenTU project

MMC Management Center

CY

5. Koukis, Victor

Liaison Office of Athens University ¢

Economics and Business

GR

6. Merihlanti, Kaisa

Kajaanin Ammattikorkeakoulu Oy
Kajaani University of Applied Scieng
(KAMK)

FIN

Tampere University of Applied Scieng
(TAMK)

7. Offord, Ben Hosco- Hospitality Connections UK
School of Hotel, Resort and S
ManagementUniversity of Derby

8. Porter, lan 15billion UK

9. Roilina, Emma Tampereen  ammattikorkeakoulu FIN
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10. Yeronimaki, Effie

Liaison Office, University of loannina

GR

Intellectual Output 2

Best Practices Guide

170| Page




Employer Programmi®r Hospitality and Tourism

Appendixthree: Evaluation ofeach aspect of each Best Practice by partners

AVERAG | WEIGHTE
BEST PRACTICH Criterion E D
4,14 3,19
4,43 3,18
3,86 2,49
4,00 2,17
3,86 2,09
2,71 1,60
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AVERAG| WEIGHTE
BEST PRACTICH Criterion E D
2,14 1,13
4,71 3,30
4,43 3,16
4,71 2,89
4,00 3,32
3,71 2,93
3,67 2,49
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PARNTERS' EVALUATION
DOCUMENT | GRUPPO| AVERAG | WEIGHTE
BEST PRACTICH Criterion MMC | CHA TAMK | TEI HHIC | A 4 E D
14. Quality assurance
15. Sustainable 5 5 4 5 5 4,83 3,69

1. Systemic 5 5 4 5 4 4,71 3,63
2. Continuous 5 4 4 4 4 4,43 3,18
2. 3. Strategic 4 5 4 5 5 4,71 3,05
4. Wide ranging 5 5 4 5 5 4,71 2,56
5. Comprehensive 4 4 3 5 4 4,29 2,33
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Criterion

BEST PRACTICE

Intellectual Output 2
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AVERAG | WEIGHTE

E D
4,00 2,36
3,14 1,66
4,71 3,30
4,33 3,09
4,00 2,46
4,71 3,91
4,43 3,49
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PARNTERS' EVALUATION
DOCUMENT | GRUPPO| AVERAG | WEIGHTE
BEST PRACTICH Criterion MMC | CHA TAMK | TEI HHIC | A 4 E D
13. Functional and flexible 4 4 3 5 5 4,43 3,01
14. Quality assurance 3 2 3 2 3 3,14 1,79
15. Sustainable 4 4 3 4 4 4,00 3,06

1. Systemic 2 2 2 1 2 2,14 1,65
2. Continuous 3 3 2 4 4 3,43 2,46
3.
3. Strategic 2 2 2 1 1 1,86 1,20
4. Wide ranging 3 2 5 4 3,50 1,90
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AVERAG| WEIGHTE
BEST PRACTICH Criterion E D
3,14 1,71
3,43 2,02
3,43 1,81
4,29 3,00
3,43 2,45
1,57 0,96
3,57 2,96
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N

PARNTERS' EVALUATION

DOCUMENT | GRUPPO| AVERAG| WEIGHTE

BEST PRACTICH Criterion MMC | CHA TAMK | TEI HHIC | A 4 E D
12. Effective communication 2 3 2 2,43 1,92
13. Functional and flexible 3 5 3 3,00 2,04
14. Quality assurance 3 4 4 3,29 1,88
15. Sustainable 1 1 1 1,29 0,98
1,93
1. Systemic 4 5 4 4,29 3,30
4, 2. Continuous 2 1 1 2,43 1,74
3. Strategic 4 5 4 4,29 2,77
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Criterion

BEST PRACTICE

Intellectual Output 2
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AVERAG | WEIGHTE

E D
4,29 2,33
4,33 2,35
4,71 2,78
4,43 2,34
3,86 2,70
3,86 2,75
2,14 1,32
4,00 3,32
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N

PARNTERS' EVALUATION

DOCUMENT | GRUPPO| AVERAG | WEIGHTE
BEST PRACTICE Criterion MMC CHA TAMK | TEI HHIC A 4 E D
contribution
12. Effective communication 2 5 5 3,57 2,82
13. Functional and flexible 2 3 3 2,86 1,94
14. Quality assurance 3 4 4 3,71 2,12
15. Sustainable 2 3 3 2,43 1,86
2,43
1. Systemic 5 5 5 4,71 3,63
5.
2. Continuous 5 5,00 3,59
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AVERAG| WEIGHTE
BEST PRACTICH Criterion E D
4,43 2,86
4,57 2,48
4,17 2,26
4,00 2,80
3,86 2,75
2,14 1,32
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PARNTERS' EVALUATION

DOCUMENT | GRUPPO| AVERAG| WEIGHTE
BEST PRACTICH Criterion MMC CHA TAMK | TEI HHIC | A 4 E D

11. Mutually valuable, mutual

contribution 5 3 4 4 3 5 4 4,00 3,32
12. Effective communication 5 4 4,50 3,55
13. Functional and flexible 5

14. Quality assurance 5 3 3 3 5 4 3,83 2,19

15. Sustainable

6. 1. Systemic 4 3 4 4 3 1 2 3,00 2,31
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Criterion

BEST PRACTICE
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AVERAG | WEIGHTE

E D
4,29 3,08
3,86 2,09
3,29 1,78
4,14 2,44
3,86 2,04
4,57 3,20
3,14 2,24
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PARNTERS' EVALUATION

DOCUMENT | GRUPPO| AVERAG| WEIGHTE
BEST PRACTICH Criterion MMC CHA TAMK | TEI HHIC | A 4 E D

10. Modern 3 2 2 2 2 1 2 2,00 1,23

11. Mutually valuable, mutual

contribution 4 3 5 5 3 5 4 4,14 3,43
12. Effective communication 4 2 3 3 2 4 3 3,00 2,37
13. Functional and flexible 3 4 4 4 3 5 4 3,86 2,62
14. Quality assurance 3 4 3 3 3 5 5 3,71 2,12
15. Sustainable 3 4 4 4 3 4 4 3,71 2,84
2,41
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AVERAG| WEIGHTE
BEST PRACTICH Criterion E D
2,00 1,54
3,86 2,77
3,71 2,40
3,57 1,94
3,43 1,86
3,86 2,27
2,00 1,06
4,14 2,90
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BEST PRACTICE Criterion
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AVERAG | WEIGHTE

E D
3,29 2,35
1,43 0,88
4,00 3,32
2,86 2,25
3,71 2,52
4,50 2,57
3,71 2,84
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PARNTERS' EVALUATION

BEST PRACTICH Criterion

MMC

CHA

DOCUMENT | GRUPPO
TAMK | TEI HHIC | A 4

AVERAG
E

WEIGHTE
D

1. Systemic 5 2 3 3 5 3 3,29 2,53
2. Continuous 5 4 5 3 5 5 4,43 3,18
3. Strategic

8. 4. Wide ranging 5 3 3 3 5 4 3,71 2,02
5. Comprehensive 5 3 3 3 5 5 4,00 2,17
6. Intensive 2 2 2 3 2 2 2,29 1,35
7. Empowering
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AVERAG | WEIGHTE
BEST PRACTICE Criterion E D
3,50 2,45
3,50 2,50
1,57 0,96
3,71 3,08
2,00 1,58
2,00 1,14
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N

3

PARNTERS' EVALUATION

BEST PRACTICE

Criterion

MMC

CHA

TAMK | TEI

HHIC

DOCUMENT
A

GRUPPO
4

AVERAG
E

WEIGHTE
D

15. Sustainable

1,64

16. Systemic 2 2 2 2 1 1 1,71 1,32
17. Continuous 3 3 3 2 5 5 3,43 2,46
18. Strategic
9.
19. Wide ranging 2 2 2 2 3 3 2,29 1,24
20. Comprehensive 3 3 3 2 5 4 3,29 1,78
21. Intensive 3 3 2 5 5 3,67 2,16
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Criterion

BEST PRACTICE
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AVERAG | WEIGHTE

E D
4,00 2,80
3,00 2,14
1,43 0,88
3,57 2,96
3,83 3,02
2,86 1,94
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PARNTERS' EVALUATION
DOCUMENT | GRUPPO| AVERAG | WEIGHTE
BEST PRACTICH Criterion MMC | CHA TAMK | TEI HHIC | A 4 E D
29. Quality assurance 3 3 2 5 4 3,43 1,96
30. Sustainable 2 2 2 4 4 2,71 2,07

31. Systemic 2 2 1 1 1 1,71 1,32
32. Continuous 1 1 1 1 1 1,14 0,82
10. 33. Strategic
34. Wide ranging 2 1 1 2 2 1,71 0,93
35. Comprehensive 2 2 2 5 4 2,86 1,55
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AVERAG | WEIGHTE
BEST PRACTICE Criterion E D
3,71 2,60
2,71 1,94
1,29 0,79
3,14 2,61
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PARNTERS' EVALUATION

DOCUMENT | GRUPPO| AVERAG| WEIGHTE
BEST PRACTICH Criterion MMC CHA TAMK | TEI HHIC | A 4 E D

43. Functional and flexible 1 1 1 1 1 3 2 1,43 0,97

44, Quality assurance

45, Sustainable 1 2 1 1 1 1 1,17 0,89
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Appendixfour: Questionnaire used for the identification of

best practices from the completion of the current project

Identification of good practices in thé&ramework of the

project EPHT

This questionnaire is a guided tour of what we have achieved in the project. We
kindly ask you to critically review the process as well as the results in order to reach

some conclusions on best practices to be used for tpeoirement of collaboration

between different stakeholders in the H&T industry.

Please take a helicopter view and comment on the process the

project has followed to reach its objectives.
More specifically please make a graphical form of the steps we have followed.
What are the inputs and outputs of each part of the process?

If you would repeat the process again would you do it in the same way or differently? What changes
would you have made if any?
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The first intellectual output is a European Report presenting the existing situation in the
partner countries, in other words the current forms of collaboration between the H&T
industry and HEIs offering programmes in H&T, as well as ttenses and attitudes of

relevant stakeholders in relation to collaboration.
Please comment on the following:

a. Do you think that this report and its findings are important for the further development of the

project? Why?

b. What methodology was used for thievelopment of the report? If you had the chance to

redo this IO today would you select the same methodology or a different one and why?

c. Isthere something missing from this report? Do you have any future recommendations?
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The second intellectual atput of the project is a Best Practices guide. The objective of this
guide is to present several good practices identified in Europe (or internationally) related
to employer programmes from the hospitality and tourism industry as well as from other
industries (that may be transferred to the hospitality and tourism industry). Additionally,
this guide aims to present good practices in improving the collaboration between
educational institutions in hospitality and tourism or other industries and the employmnien

market.
Please comment on the following:

a. Do you agree with the methodology used for the development of this guide?

b. Are you satisfied with the number of best practices identified?
c. Are you satisfied with the quality of best practices identified?

d. Do you feel that this is a valuable input to the next intellectual output i.e. the

recommendations report?

The recommendations report is written with the purpose of helping educational

institutions (academics as well as students) along with employér dzf t € NXIFf AaS GKS
AN} 083A0S t2y3 GSNY FyR AyGSyarods LI NIySNRKAL
report takes into consideration the European Needs analysis report and the best practices

identified and produces a list of recommendatiorfsr strategic, long term and intensive

partnerships.
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Please comment on the following:

a. The approach of the recommendations report is to create a matrix of constructs (attributes),
SFOK gAGK I RAFFSNBY(G WRSIANBS ust@dndtier Ly §dzNy =
WRSANBS tS@StaQ oAttt LINRPRAzOS 2F O2yiAydzdzy 2F NBE
competitive advantage. Do you feel that this approach will indeed achieve the objective for

strategic, long term and intensive partnerships?

b. Therecommendations report presents different dimensions such as:
a. Achieving efficient and effective communication channels
b. Activities to be offered Contribution of stakeholders
i. Employers / Professionals
i. ' OFRSYAIF Kk ! OFRSYAOEAXXXXXXXXXXXXXX
jii. { GdZRSY GTEAXXXXXXXXXXXXXXXXXXXXXXXXXX
PRYAYAAUNI GA2Y 2F GKS 9t XXXXXXXXXXXXXX
L CRLIS 2F {BAGSYXXXXXXXXXXXXXXXXXXXX
Lt EFYYAYTIXXXXXXXXXXXXXXXXXXXXXXXXXX
ii. D2@SNYIyOS oalylrasSyYySyid g [/ 22NRAYL
V. Cdzy RAY XXX XXX X BIEIKRKIKRKIKIKIK X X X X X X D
v. { i NHzOGdzNB | yR wS&a2dzNDS wSljdANBYSyi
d. Incentives for participation inthe EPEVS 6  NR a SOKI yA&aYaXXXX
. tNEFSaaArz2ylfa k 9YLIE 28 SNEXXXXXXXXX
i. ' OFRSYAI Kk !'OFRSYAOEAXXXXXXXXXXXXXX
i, { GdZRSY GTEAXXXXXXXXXXXXXXXXXXXXXXXXXX
. CKS tfFaF2NFXXXXXXXXXXXXXXXXXXXXXXXXXX
f. 9@ tdzr GA2Y «k vdz t AG& | &&dz2NF yOSXXXXXXXX
g / NAGAOIE {dz0O0Sa&8 CIOGZ2NAXXXXXXXXXXXXXX

o

c. Are you satisfied with the dimensions included in the recommendateport? Would you

add any dimension and why?
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d. If you could only select three critical success factors which ones these would be?

The operational manual aims to present the systematic methodology proposed by the
Employer Programme for Hospitality and Tourism (EPHT) Project for the development,

installation and monitoring of a successful employer programme for the hospitality and
tourism industry.

a. Do you agree with the forms of employer engagement presented in the operational manual

b. Do you agree with the levels of employer engagement presented by the operational manual?

C. The operational manual describes different types of a@®itAre you satisfied with these

types? Would you add any other type of activity?

d. Reflect upon the management structure proposed and the roles of different bodies.

Do you feel that this management structure is effective, efficient and practical?

e. Refect upon the activities offered per different level of engagement. Do you agree

with the proposition of the operational manual?
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What do you consider as good practices regarding the cooperation of the consortium?

i. As far as communication is concernécomment on how often, using what

means etc.)

ii. As far as tools are concerned (project management tools e.qg. trello, common

storage e.g. dropbox etc.)

iii. As far as organization of meetings are concerned
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iv. Other

=I\
14
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