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INTRODUCTION Ensuring that education is responsive to labour 
market needs, reducing skills mismatches and labour 
shortages are key policy priorities in the National 
Reform Programme of Malta for 2016. Labour market 
policies focusing in particular on making it easier for 
women to join the workforce include the provision of 
childcare service and financial support towards private 
childcare, tax incentives and reforms in benefit design. 
The National Reform Programme highlights the need 
for a more structured approach towards the analysis of 
skills gaps and skills shortages through the setting up of 
a National Skills Council through Subsidiary Legislation 
327.547 alongside measures aimed at increasing skills 
levels overall (MFINb, 2016). These priorities are in line 
with the findings in the country report on Malta for 
2016 (European Commission, 2016a), which also stresses 
the need to increase labour market participation, in 
particular of women, raise skills levels overall apart from 
developing sound measures for skills forecasting as a 
basis for policy development.

These policy priorities are also at the centre of strategies 
in the field of education and employment in Malta. 
The Framework for the Education Strategy for 2014 
to 2024 (MEDE, 2014c) sets out the overall strategic 
direction for the future development of education and 
training in Malta and seeks, amongst others, to increase 
participation in lifelong learning and adult learning as 
well as raising attainment levels in Further and Higher 
Education. These overarching targets are further 
detailed in the National VET Policy (NCFHE, 2014b), 
the Higher Education Strategy (NCFHE, 2014a) and the 
National Lifelong Learning Strategy (MEDE, 2014b). The 
National VET policy focuses on the future development 
of vocationally oriented Further and Higher Education, 
and on increasing participation and attainment levels 
whilst ensuring that education is responsive to labour 
market demand. The Higher Education Strategy aims 
at reducing gender differences in terms of educational 
outcomes, in complement with increasing attainment 
levels. Moreover, it focuses on encouraging innovative 
content and programme design, whilst further 
developing employability and entrepreneurship skills. 
The National Lifelong Learning Strategy seeks to 
address the persistent low level of participation in adult 
learning in an effort to reduce the high incidence of Early 
School Leaving and the intergenerational transmission 

of educational inequalities. It also seeks to increase 
attainment levels overall whilst encouraging specifically 
more women to further develop their skills and enter the 
labour market. These strategies in the education sector 
dovetail with the 2014 National Employment Policy which 
again stresses the need for encouraging more women 
to enter the workforce in view of the country’s future 
demographic development, in addition to facilitating 
the transition of young people into the labour market 
and extending the total years spent in employment. 
The Higher Education Strategy and the 2014 National 
Employment Policy stressed the need for data to be 
collected on labour market outcomes of graduates as 
well as skills supply and demand.

It is in response to these measures proposed in the Higher 
Education Strategy and the 2014 National Employment 
Policy that the National Commission for Further and 
Higher Education and Jobsplus in collaboration with 
Malta Enterprise have embarked on this research project 
on skills needs as well as the supply and demand for 
workers in different sectors of the labour market in 
Malta. This research formed part of the Erasmus+ project 
“Promoting the Bologna Process in Malta 2014-2016”.

The objective of this research was to collect solid evidence 
about the profile of employees working in the different 
sectors of the Maltese economy and to undertake skills 
forecast to determine the number of persons to be 
employed or to have their employment terminated in the 
medium and long-term. The survey has also collected 
data on recent recruitment, types of vacancies that are 
hard to fill and the reasons for such situations. It also 
aimed to collect data on the level of qualification held by 
employees in different sectors of the Maltese economy, 
their knowledge, skills and competences, as well as their 
training needs.

This research complements a number of other research 
projects carried out in the past years on skills supply and 
demand. The Employability Index published by Jobsplus 
(formerly ETC) in 2015 (ETC, 2015) and the graduate tracer 
study published by the National Commission for Further 
and Higher Education in 2016 (NCFHE, 2016b) provide 
insights into the transition of graduates from Further and 
Higher Education into the labour market. In this regard 
these research studies analyse the skills mismatch 

experienced from the perspective of the individual or 
employee. Besides that, various research studies have 
been carried out in recent years looking into the skills 
demand in various sectors of the Maltese economy. 
These provide insights into the labour shortages and 
skills mismatch experienced by employers. Such studies 
include research findings published in 2015 by the 
Malta Financial Services Authority on skills needs in 
the financial services sector (MFSA, 2015) and research 
findings published in 2017 by the eSkills Malta Foundation 
on skills needs in the ICT sector (eSkills Malta Foundation, 
2017). Moreover, Ernst and Young have embarked on an 
annual study which surveys foreign investors in Malta 
in an effort to gauge Malta’s attractiveness for foreign 
direct investment (Ernst and Young, 2016). 

At a European level, skills development is high on the 
political agenda. In June 2016, the European Commission 
proposed the creation of a ''Skills Guarantee" to address 
the challenge of low-skilled persons across Europe. This 
proposal was a result of the situation experienced across 
the EU where in 2015, 64 million people between the 
age of 25 and 64 years had left education prematurely 
without acquiring a robust set of skills needed for life and 
work in today's and tomorrow’s knowledge-intensive, 
technology-driven world. Without these skills, people 
are at a higher risk of unemployment, poverty and social 
exclusion, since forecasts reveal that fewer jobs will be of 
an elementary nature whereby most jobs will require a 
level of digital literacy and some core generic skills.

The resulting initiative, now called "Upskilling Pathways" 
was adopted by the Council on 19 December 2016. It 
aims to help adults acquire a minimum level of literacy, 
numeracy and digital skills and/or acquire a broader 
set of skills by progressing towards an upper secondary 
qualification or equivalent (level 3 or 4 in the European 
Qualifications Framework (EQF) depending on national 
circumstances). 

The ‘Upskilling Pathways’ will, therefore, target low 
skilled and low qualified individuals who are not eligible 
for services under the Youth Guarantee. The aim is to 
provide these individuals with opportunities to improve 
their digital, literacy and numeracy skills in order to be in 
a better position to advance their career prospects and 
limit their risk of unemployment and poverty. 
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This may be done through a number of steps mainly: 
(1) Skills assessment; (2) A tailored and flexible learning 
offer; (3) Validation and recognition; (4) Coordination 
and partnership; (5) Outreach, guidance and support 
measures; (6) Follow-up and evaluation (European 
Commission, 2016b).

As mentioned in the Commission Staff Working Document 
on the New Skills Agenda for Europe, Malta has the highest 
share of low-qualified adults with a significant 57.8%. 
This sharply contrasts with the EU28 average of 24.1% 
(European Commission (2016a)). A considerable difference 
between Malta and the EU could also be noted for low-
qualified employed individuals aged 20-64 (ISCED levels 
0-2) with Malta’s rate registered at 42.1% compared with 
16.9% for the EU28 (Eurostat, 2017c).

On average, 40% of employers across Europe face 
difficulties in finding employees with the right skills. As will 
also be mentioned in this report later on, these difficulties 
stem from a lack of transversal skills. Apprenticeships 
are many often seen as a valid way of addressing such 
difficulties and also as a way of equipping individuals 
with appropriate work-based ethics and vocational 
training that is expected when entering the labour 
market. The European Alliance for Apprenticeships aims 
to group member states together so that coordination 
and effectiveness is improved through a system of 
support services where the idea of mutual learning 
and networking is encouraged (European Commission 
Presentation, 2017).

‘HIGH QUALITY OF WORK GOES HAND IN HAND 
WITH HIGH EMPLOYMENT PARTICIPATION. THIS 
IS BECAUSE THE WORKING ENVIRONMENT 
PLAYS A CRUCIAL ROLE IN ENHANCING THE 
POTENTIAL OF THE WORKFORCE AND IS A 
LEADING COMPETITIVENESS FACTOR. IN ORDER 
TO INNOVATE AND TO DELIVER PROMPTLY AND 
EFFICIENTLY, EU COMPANIES DEPEND FOR THEIR 
SURVIVAL AND EXPANSION ON A COMMITTED 
WORKFORCE, THRIVING IN A HIGH-QUALITY 
WORKING ENVIRONMENT, WITH SAFE AND 
HEALTHY WORKING CONDITIONS’.  (Eurofound, 2016,)

The European Working Conditions Survey (EWCS) has 
been regularly conducted since 1991 by Eurofound to 
monitor the progress on the improvement of working 
conditions in Europe. The outcome of the survey 
concluded that nearly half (43%) of workers in the EU28 
are either under-skilled or over-skilled. 14% are under-
skilled who require further training to perform their duties 
well. On the other hand, 29% are over-skilled. 

Skills mismatch seems to be decreasing in the EU28. 
The proportion of workers whose skills correspond with 
their duties increased from 52% in 2010 to 57% in 2015. 
The level of under-skilling remained constant in the 
same period while over-skilled workers decreased. The 
level of skills mismatching and changes over time differ 
markedly between countries: between 2005 and 2015, the 
proportion of under-skilled ranged from 6% to almost 
30% whilst the over-skilled ranged from 16% to just over 
50%. Only a few countries exhibited an increase in the 
proportion of over-skilled workers. 

The research findings contained in this report relate 
to the skills supply and demand for the entire labour 
market and in this way provide a holistic overview, which 
complements the specific and sectoral focus of the other 
studies.

This study sets out to make three contributions to the 
existing literature. Firstly, it includes research findings 
from employers’ perspectives sampled representatively 
by sector and size. Secondly, stakeholders’ perspectives 
were also taken into account in order to add to the 
study’s reliability.  Thirdly, the study is sector-specific, 
allowing a more in-depth analysis. Both qualitative and 
quantitative approaches have been used to analyze and 
forecast the skills gaps in the Maltese labour market. As 
outlined in the Malta Gaming Authority’s publication 
(Malta Gaming Authority, 2016), it is not always easy to 
predict the developments of the coming years however, 
“one thing seems clear: growth in Malta will be stifled if 
the sector cannot obtain the skills it requires. Investment 
in education and talent attraction are key to strengthen 
Malta’s position.”

METHOD OLO GY

The research presented in 
this report is based both on 
quantitative data collection and 
interviews.

Quantitative Data Collection

Data was collected from amongst a representative 
sample of employers through an online survey held 
between 16th February 2016 and 20th April 2016. The 
survey questions were inspired by those used for data 
collection of the Employer Skills Survey of the United 
Kingdom (UK Commission for Employment and Skills, 
2013), which was considered as a good practice example 
for data collection on labour shortages and skills needs. 
This questionnaire was adapted where necessary and 
supplemented by additional questions to ensure its 
relevance for the Maltese context.

The online survey was supplemented by telephone 
interviews held between 28th March 2016 and 20th April 
2016. This dual approach of data collection was pursued 
in order to achieve a representative, stratified sample 
of responses from the target population taken from 
administrative data held by Jobsplus with regards to 
the company size and economic sector based on NACE 
revision 2 classification (refer to Annex I).

Information was also collected from a number of 
stakeholders with the aim of better understanding 
sector-specific needs. Transport Malta provided its 
views about the situation and difficulties faced by the 
Transport sector, especially by employers operating 
in the Aviation, Land, Roads & Infrastructure and 
Maritime areas. E-Skills Malta Foundation provided 
in-depth information on the difficulties encountered 
by employers when recruiting ICT personnel and about 
the skills mismatches prevailing in the digital sector. 
Jobsplus personnel attended a working group session 
organized by the Building Industry Consultative Council 
(BICC), namely the ‘Education & Training Working Group’. 
Information on the preparedness of school-leavers for 
the world of work as well as traineeship schemes was 
collected through a focus group during the latter working 
group. The area of traineeships along with other subjects 
was also discussed at length during a meeting with 
the Institute of Engineering and Transport at MCAST. 
These interviews served the purpose of enriching the 
data collected by the survey as well as confirming or 
challenging the information presented by employers. 
This information was used to gain a clearer and broader 
picture of the labour market and its challenges with 
regards to skills gaps, school leavers and labour demand. 
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ISIC Rev. 4 / NACE 
Rev. 2 sections

Description

1 A Agriculture, forestry and fishing

2 B, C, D and E Mining and quarrying; manufacturing; and utilities

2a C of which manufacturing

3 F Construction

4 G, H and I Wholesale and retail trade; repair of motor vehicles and motorcycles; 
transportation and storage; accommodation and food service 
activities

5 J Information and Communication

6 K Financial services

7 L Real estate activities

8 M and N Professional, scientific and technical activities; administrative and 
support service activities

9 O, P and Q Public administration and defence; compulsory social security; 
education; human health and social work activities

10 R, S, T and U Arts, entertainment and recreation, repair of household goods and 
other services

Statistical tests performed

Data was analyzed through the use of SPSS software. Frequency distributions were used in order to observe the distribution 
of individual variables. In this regard, both frequencies and percentages were calculated. Given that the survey included 
questions which allowed participants to choose more than one response, a distinction was made in the total population, where 
N represents number of respondents and n represents number of responses (in multiple choice questions i.e. not unique).

In the case of N, the percentage distribution was calculated based on the number of respondents answering the question 
and not on the total number of responses received for the question. This approach was chosen in order to evaluate the 
extent of support to a particular variable among respondents. Cross-tabulations were also used in order to determine 
differences in the frequency distribution between different categorical variables. To establish whether these frequency 
distributions of two or more categorical variables differ significantly, the chi-square test was used to determine statistical 
significance. Incidences of statistically significant differences in frequency distributions between two or more variables 
were pointed out, indicating that these cases had a Pearson Chi-Square p-value of 0.05 or less.

In order to test for statistical significance of differences observed with regard to rating scores when compared by two 
or more categorical variables, the normality of the distribution for the rating scores was tested using the Kolmogorov-
Smirnov test. This determined whether a parametric or non-parametric test was to be applied when testing for statistical 
significance. Since rating scores were found not to follow a normal distribution, in order to test for statistical significant 
differences in mean rating scores, the non-parametric Kruskal-Wallis test was used. 

Data Cleaning

Following data collection, data was reviewed and cleaned to ensure that it is consistent and reliable. The total complete 
and incomplete responses gathered were equal to 1,428. However, this includes those respondents who did not complete 
the questionnaire. 853 respondents completed the questionnaire, whilst the remaining dropped out. To this effect, the 
latter responses could not be considered as final and reliable. However, not all completed responses were valid, given 
that some responses included a number of inconsistencies, for instance, initially specifying a certain total number of 
employees working within their company but then reporting a different number of employees when asked to list the 
number of employees per occupation. As a result, in a number of instances, there were too many inconsistencies to 
consider responses as valid. Hence, based on the above considerations, and in order to ensure good reliability for this 
research study, 182 out of 853 completed responses could not be considered in the analysis. Thus, the final reliable sample 
size is equal to 671 (Table 4).

Weighting Technique

To ensure that responses collected are representative of the total target audience of employers in the labour market, 
responses were weighted based on administrative data held by Jobsplus with regards to the company size and economic 
sector based on NACE revision 2 classification. Data was aggregated based on the “high-level aggregation” of ISIC/NACE 
sections into 10 categories as indicated in Table 1 below (Eurostat 2008: 43). This was done in view of the fact that this 
“high-level aggregation” is used by the Ministry for Finance to report data on sectoral gross value added for the economic 
survey as shown in Table 2 and Figure 1 (Ministry for Finance 2016a: 19). Using the same aggregation, therefore, allows for 
a comparison of data on skills needs and shortages with data on the gross value added of different sectors.

Agriculture, forestry and fishing, real estate activities were not included. These two sectors were excluded from the main 
analysis since they represent a very small percentage from all sectors and therefore changes in these two sectors might 
skew the comparability between all the sectors.  

Table 1: High-level aggregation of ISIC/NACE
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 2010* 2011** 2012** 2013** 2014** 2015** 2015** 2016**

Jan-Jun Jan-Jun

Agriculture, forestry and 
fishing

96 95 94 91 94 106 45 48

Mining and quarrying; 
manufacturing; and 
utilities

894 870 816 841 832 877 440 463

of which manufacturing 750 787 791 727 719 726 366 376

Construction 270 282 275 294 294 334 161 154

Wholesale and 
retail trade; repair 
of motor vehicles 
and motorcycles; 
transportation 
and storage; 
accommodation and 
food service activities

1,237 1,290 1,398 1,530 1,599 1,739 805 838

Information and 
Communication

320 371 381 379 419 453 217 240

Financial services 452 450 525 524 504 547 269 286

Real estate activities 347 372 369 378 384 422 204 222

Professional, scientific 
and technical activities; 
administrative and 
support service activities

537 570 652 732 821 941 442 492

Public administration 
and defence; 
compulsory social 
security; education; 
human health and 
social work activities

1,062 1,112 1,179 1,258 1,351 1,445 722 762

Arts, entertainment 
and recreation, repair of 
household goods and 
other services

577 582 633 719 760 804 400 409

Gross Value Added 5,791 5,993 6,322 6,746 7,058 7,667 3,705 3,915

Table 2: Sectoral Gross Value Added (at basic prices) (in million Euro) 

Source: *Ministry for Finance 2015; **Ministry for Finance 2016

Figure 1: Sectoral Gross Value Added for the period January-June 2016 (in million Euro) (at basic prices)

Source: Ministry for Finance 2016
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These variables were used to compare response data (Table 4) with Jobsplus’ administrative data on employers based on 
a stratified sample of 500 employers (Table 3).

Initially the proportion of the subgroups in the survey data as a proportion of the total respondents (e.g. number of 
companies with 2-9 employees in NACE rev. 2 category [A] Agriculture, Forestry & Fishing – 8 of 671, i.e. 1.2%) were adjusted 
to the same proportion in the administrative data (e.g. 9 of 500, i.e. 1.8%). In this example the difference between the 
percentages was corrected with a weighting factor of 1.5. This was carried out for all subgroups. Following this application 
of weighting factors, the arithmetic mean of all cases was calculated. All values were adjusted in order for the arithmetic 
mean of all cases to be equal to 1.
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NACE rev. 2 classification 2-9 10-49 50-249 250+ Grand 
Total

[A] Agriculture, Forestry & Fishing 9 0 0 0 9

[B] Mining & Quarrying 1 0 0 0 1

[C] Manufacturing 38 9 3 1 51

[D] Electricity, Gas, Steam & Air Conditioning Supply 2 0 0 0 2

[E] Water Supply; Sewerage, Waste Management & 
Remediation Activities

2 1 0 0 3

[F] Construction 21 3 1 0 25

[G] Wholesale & Retail Trade; Repair of Motor Vehicles & 
Motorcycles

64 9 2 0 75

[H] Transportation & Storage 20 4 1 0 25

[I] Accommodation & Food Service Activities 38 9 2 1 50

[J] Information & Communication 11 3 1 0 15

[K] Financial & Insurance Activities 15 4 1 0 20

[L] Real Estate Activities 2 1 0 0 3

[M] Professional, Scientific & Technical Activities 24 5 1 0 30

[N] Administrative & Support Service Activities 28 8 3 1 40

[O] Public Administration & Defence; Compulsory Social 
Security

34 16 10 5 65

[P] Education 19 10 5 1 35

[Q] Human Health & Social Work Activities 13 5 1 1 20

[R] Arts, Entertainment & Recreation 10 4 1 0 15

[S] Other Service Activities 14 1 0 0 15

[U] Activities of Extraterritorial Organisations & Bodies 1 0 0 0 1

Grand Total 366 92 32 10 500

NACE rev. 2 classification 2-9 10-49 50-249 250+ Grand 
Total

[A] Agriculture, Forestry & Fishing 8    8

[B] Mining & Quarrying 1 1   2

[C] Manufacturing 39 20 6 1 66

[D] Electricity, Gas, Steam & Air Conditioning Supply 1    1

[E] Water Supply; Sewerage, Waste Management & 
Remediation Activities

3 1   4

[F] Construction 25 7 1 1 34

[G] Wholesale & Retail Trade; Repair of Motor Vehicles & 
Motorcycles

79 26 9  114

[H] Transportation & Storage 18 11 3  32

[I] Accommodation & Food Service Activities 36 17 2  55

[J] Information & Communication 16 8 1  25

[K] Financial & Insurance Activities 18 6 2 2 28

[L] Real Estate Activities 4    4

[M] Professional, Scientific & Technical Activities 55 16 3 1 75

[N] Administrative & Support Service Activities 29 15 1 2 47

[O] Public Administration & Defence; Compulsory Social 
Security

34 14 6 5 59

[P] Education 19 11 7  37

[Q] Human Health & Social Work Activities 17 12 3 1 33

[R] Arts, Entertainment & Recreation 10 8 5  23

[S] Other Service Activities 22 1   23

[U] Activities of Extraterritorial Organisations & Bodies 1    1

Grand Total 435 174 49 13 671

As a result of the weighting of cases, the numerical value of a response of an employer may exceed or be lower than 1 
in order to ensure that it is representative of the proportion of employers from this specific sector and company size in 
the total population. Consequently, all data in this report is based on decimal figures, which are rounded to the nearest 
integer, implying in some instances that the sum of individual headcounts may differ slightly from the total, due to the 
rounding of the individual headcounts and the total. 

Table 3: Distribution of employers by NACE Rev. 2 classification and company size 

Source: Jobsplus’ administrative data, October 2015

Table 4: Distribution of employers by NACE rev. 2 classification and company size (Survey data)
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Data criteria

This part of the methodology is an explanation of the 
criteria utilized in this study.

The term N/n is used below all graphical illustrations. 
These terms refer to:

N = number of respondents (unique)

n = number of responses (in multiple choice questions i.e. 
not unique)

Defining employment

Gainfully occupied population: all employed persons on 
full time basis and reduced hours according to Jobsplus’ 
administrative data. 

Part time as a primary job: all employed persons on a 
part time basis which job is their main employment 
according to Jobsplus’ administrative data.

Part time as a secondary job: all employed persons on a 
part time basis which job in not their main employment 
according to Jobsplus’ administrative data.

Registered unemployed: the number of registered 
unemployed persons seeking work through Jobsplus 
services, both under Part I and Part II.

Part I of the unemployment register: those registering 
under Part I are either new job seekers who have 
left school, or re-entrants into the labour market, or 
individuals who have been made redundant by their 
former employers.

Part II of the unemployment register: those registering 
under Part II are either workers who have been dismissed 
from work due to disciplinary action, left work out of their 
own free will, refused work or training opportunities or 
were struck off the Unemployment Register. 

Defining company size

Company sizes in this report pertain to Jobsplus’ 
administrative data which includes information provided 
by employers through engagement and termination 
forms. Companies are classified in line with EU 
Commission Recommendation 2003/361 as follows:

Self-employed (without employees) – this cohort was 
excluded from the study since individuals working on 
self-employed basis do not face skills mismatches on 
the part of their employees due to them being the sole 
employee.

Micro companies – employ between 2 and 9 employees

Small companies – employ between 10 and 49 employees

Medium companies – employ between 50 and 249 
employees

Large companies – employ more than 250 employees

Defining occupations

The International Standard Classification of Occupations 
(ISCO) was used throughout this report. The main groups 
of occupations are as follows:

•  Managers
•  Professionals
•  Technicians and Associate Professionals
•  Clerical Support Workers
•  Service and Sales Workers
•  Skilled, agricultural, fishery and forestry workers
•  Craft and related trade workers
•  Plant and machine operators and assemblers
•  Armed Forces

Armed Forces will only feature in graphs for reference 
but are not included in the analysis with the rest of 
the occupations. Armed Forces include one Maltese 
organisation and a small change might alter all figures. 
In order to avoid generalizing, such occupation has been 
removed from the main analysis. 

Defining qualifications

The International Standard Classification of Education 
(ISCED) was used throughout the whole report referencing 
ISCED 2011 to MQF Levels. An explanation of ISCED levels 
is included in the annex.

LABOUR MARKET OVERVIEW

During recent years, Malta (MT) experienced steadfast economic growth and was resilient in times of economic distress. 
Figures published by the National Statistics Office (NSO), exhibit that during June 2016, total employment stood at 
183,201, experiencing a 5,752 persons increase employment over a period of one year (National Statistics Office, 2017a). 
CEDEFOP (2015) forecasted (Figure 2) that until 2025 total employment will not exceed 180,000. However, this level was 
already reached and exceeded in 2016.

With an employment rate of 69.6% Malta’s employment gap in comparison with the EU28 average has been closing in 
recent years (Eurostat, 2016). Concurrently, a decrease in unemployment was registered. The increase in employment has 
been complemented by a decrease in unemployment (as a percentage of active population) from 5.4% to 4.7% over a one 
year period from 2015 to 2016 (Figure 3) (Eurostat, 2017a/b). This figure is 3.8 percentage points less that the EU average 
of 8.5% (Eurostat, 2017a/b).
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Figure 2: Employment

Source: CEDEFOP, 2015
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Figure 5: Unemployment rates as a percentage of active population for all Member States (2016)

Source: Eurostat, 2017
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Figure 4: Unemployment rate (as a percentage of active population)

Source: Eurostat, 2017 f
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Making-work-pay policy measures intended to entice females entering the labour market (such as free childcare, In-work 
benefit and work-life balance arrangements) and measures proposed to retain older workers in the labour market (such 
as tax incentives) helped in increasing the activity rate in Malta.

The increase in domestic output and fall in unemployment can be partially explained using the application of Okun’s law 
for Malta. Based on this study, a 1% point increase in Gross Domestic Product (GDP) above 1.5%-2% GDP growth lowers 
the unemployment rate by 0.2% point (Economics Policy Department, 2017).

Despite having one of the lowest youth unemployment rates, the share of inactive among this cohort is relatively high 
(European Commission, 2016a). The Youth Guarantee has been particularly targeted to reduce school dropouts but also 
aims at combining programmes of mentoring and traineeships. 

As illustrated in Figure 6 below, the employment rates of both low skilled and high skilled young people significantly 
exceed the EU average. Over 96% of high skilled youth in Malta are in employment.
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Figure 6: Employment rates of low/ high skilled young people

Source: European Commission, 2016 d

Figure 7: Employers in the Maltese labour market by size  (including self-employed without employees)

Source: Jobsplus’ administrative data, December 2016

Composition of the labour market

As can be seen from Figure 7 below, 70% of employers active in Malta’s labour market are self-employed persons who 
do not employ others. As indicated in the methodology section, for the purpose of this study, self-employed persons 
without employees were excluded since the focus of the study was on employees’ skill levels and mismatches. When 
these are excluded (Figure 8), the majority of employers in the labour market are employers who employ between 2 
and 9 employees. In fact, the latter amounts to 80% of all the companies with employees. Consequently, most of the 
respondents were found within the cohort of 2 and 9 employees.
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Figure 8: Employers in the Maltese Labour Market by size (excluding self-employed without employees)

Source: Jobsplus’ administrative data, December 2016
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Most of the respondents in this survey (76.9%) were commercial organisations with the rest of the respondents being 
divided almost equally between non-profit organisations (5.3%), local government (6.5%), central government (6.1%) 
and other (5.3%).
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Figure 9: Employers by sector (excluding self-employed)

0 1000 2000 3000 4000 5000 6000 7000

1408

6542

470

576

2056

1167

840

986

Mining and quarrying, manufacturing, 
electricity, gas steam and air conditioning 

supply, water supply...

Constraction

Wholesale and retail trade, repair of motor 
vehicles and motorcycles, transportation and 

storage...

Information and Communication

Financial and Insurance activities

Professional, scientific and technical 
activities, administrative and support service 

activities

Public administration and defence, 
compulsory social security, education, 

human health and social...

Art, Entertainment & Recreation, repair of 
household goods and others services

Figure 10: Number of employees by sector (excluding self-employed)

Source: Jobsplus’ administrative data, December 2016
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Figures 9 and 10 represent the share of employers and employees in the labour market respectively. The majority 
of employers and employees are mainly found within the wholesale and retail trade; repair of motor vehicles and 
motorcycles; transportation and storage; accommodation and food sector. This sector had the highest participation in 
the survey due to its high prominence in the labour market. The lowest total number of employers in the labour market 
is found within the information and communication sector and the financial and insurance activities whereas the 
lowest total number of employees is found in the information and communication sector and construction.

5.7% of entities are within the public administration and defence; compulsory social security; education; human 
health and social work activities. This sector employs 23% of the workforce having the second highest total number of 
employees by sector. Data indicates that more jobs are being generated in the private sector with the rate of increase 
in the number of employees in the public administration and defence; compulsory social security; education; human 
health and social work activities declining over time. 

The majority of the staff in the wholesale and retail trade; repair of motor vehicles and motorcycles; transportation 
and storage; accommodation and food sector, which is the largest sector, hold positions of service and sales workers, 
elementary workers and managers. Most employees in the public administration and defence; compulsory social 
security; education; human health and social work activities sector, which represents the second largest sector, are 
employed as professionals, technicians and associate professionals, service and sales workers.



22 23

Although the third largest sector, i.e. the professional, scientific and technical activities; administrative and support 
service activities sector, has a more even distribution of occupations, it contains more elementary workers than other 
occupations. The smallest sector, i.e. the information and communication sector, is mostly composed of professionals 
as well as technicians and associate professionals. The second smallest sector, which is the financial and insurance 
activities sector, contains a large share of clerks, whereas the third smallest sector, the construction sector, as expected, 
is largely dominated by craft and related trade workers.

Varied occupations exist across all sectors. The most common types of occupations are professionals, technicians and 
associate professionals, clerical support workers, elementary workers, services and sales workers. Taken together, these 
occupations encompass more than 50% of total employees. 

Services and sales workers are mainly found in large companies but are more or less evenly distributed across all 
company sizes. Professionals are mostly employed in large companies with more professionals working in larger 
companies than in the other differently-sized companies taken together. Micro companies rate second in employing the 
highest amount of craft and related trade workers after large companies. Managerial occupations are most prevalent 
in micro companies and are found less as a proportion of total employees as the size of the company increases. Plant 
and machine operators on the other hand follow the opposite trend where the larger the company, the higher the 
number of workers in this occupation. The same pattern was observed for the occupations of technicians and associate 
professionals, clerks and support workers. The least populated occupation, i.e. skilled agricultural, fishery and forestry 
workers, is mostly found in micro companies and least found in medium companies. 

Table 5: Workforce distribution by occupation

Labour market supply in Malta and Gozo witnessed a continuous increase in recent years. This change occurred due to 
an increase in both full time and part time employment. Coupled with this increase, unemployment levels continued 
to decrease.

Figure 11: Maltese labour market supply

Source: National Statistics Office, 2017 b
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Figure 12: Registered Unemployed

Source: National Statistics Office, 2017 b
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Skills supply and labour demand

Labour demand has been increasing and is projected to continue doing so. Consequently, Malta is experiencing both 
labour and skill shortages. In order to avoid economic repercussions, labour supply must meet the changing demands 
of the labour market. Skills are critical for employability, competitiveness and productivity. As stated in CEDEFOP’s 
Skills Agenda, “Increasing skills levels, promoting transversal skills and finding ways to better anticipate the labour 
market's needs, including based on dialogue with the industry, are therefore essential to improve people's chances in 
life, and support fair, inclusive and sustainable growth as well as cohesive societies”.

Figure 13 below shows that Malta is still lagging behind in terms of lifelong learning with only 7% of adults participating 
in lifelong learning as opposed to 11% of EU nationals participating in such learning.
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Figure 13: % of adults in lifelong learning

Source: European Commission, 2016 d

Figure 14: Basic skills attainment in Malta and the EU 28 % of individuals (aged 16-74) without basic digital skills

Source: European Commission, 2016 d

Figure 14 below indicates that almost half of the Maltese population aged 16-74 lacks basic digital skills, as opposed to the 
EU28 average of 41%. The eSkills Alliance was set up to help the sector reach its full potential in the market, by serving as 
a bridge between the local ICT industry, academia and the Government (MITA, 2010). As highlighted in the 2014 National 
Employment Policy, by 2020 it is expected that there will be a shortage of 900,000 ICT professionals across Europe. 

In order to reduce the labour and skills shortages that Malta is experiencing, Malta’s 2014 National Employment Policy states 
that, “the government intends to work with particular sectors that are experiencing substantial supply shortages of skilled 
labour to develop the right training paths that will serve to upgrade the skills of current and future workers”. Furthermore, 
the Ministry for Education and Employment has officially launched the Nationals Skills Council to address skills gaps and 
to better bridge the gap between the worlds of education and employment. In addition, as the Malta Gaming Authority 
mentioned in their 2016 edition of the Gaming Malta Industry Yearbook & Business Directory, “A new Gaming Academy to 
train local and foreign people to acquire the required skills to work in the sector is also in the pipeline.”
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Female employment

One cohort of potential employees is economically inactive women. The female employment rate for Malta in the third 
quarter of 2016, based on Labour Force Survey (LFS) data, was equal to 53.6% of the total working age population (15 
– 64 years of age). The total female activity rate for the same reference period was equal to 56.6% of the age bracket 
between 15 - 64 years. The remaining 43.4% represents inactivity among females (National Statistics Office 2016a). 
The majority of women employed in Malta are engaged on a full time basis (Jobsplus’ administrative data). Increasing 
the female employment rate as well as overall employment is crucial for economic growth. To reach optimal levels of 
female employment, the cohort effect needs to be taken into account. It will take females who are not willing to work 
to reach pensionable age and a new generation to replace them to reach the desirable female participation rates in the 
Maltese labour market.

As indicated in Figure 15 above with 34%, the sector which includes the highest share of female employees is the public 
administration and defence; compulsory social security; education; human health and social work activities. This 
was followed by the wholesale and retail trade; repair of motor vehicles and motorcycles; transportation and storage; 
accommodation and food where 27% of their employees are female. The situation varies by sector though, as a mere 
1% and 3% of employees in the construction and the information and communication sectors respectively are women. 
During one of the workshops, it was highlighted that a low percentage of women are interested to work in the digital 
sector which is one of the sectors which has the possibility of providing high flexibility. It was also pointed out that 
certain sectors’ working hours are not compatible with the operating hours of childcare centres and schools. 

With 10.6% (2014), Malta fares better than the EU28 average in the gender pay gap. The rate for the same reference 
date for the EU28 was 16.7% (Eurostat, 2016).

According to data issued by the National Statistics Office (2016a), the income profile of employees depends on the 
sectors in which they work. For instance, the information and communication sector (Figure 24) is the one that on 
average pays the highest remuneration; yet it is the smallest sector and employs a relatively small percentage of 
women. As indicated in the 2014 National Employment Policy (Ministry for Education and Employment, May 2014a), 
“Sectors involving higher participation of women have lower wages than sectors dominated by men”.

Women are generally employed in jobs/sectors that are compatible with family responsibilities which cater for shorter 
hours or more flexibility. In the 2014 National Employment Policy, the glass ceiling effect is mentioned which prevents 
women from reaching high-level positions. Women are also undervalued for their work and capabilities. This is mainly 
because the majority of women are found in a small number of occupations leading to lower compensation, “However, 
this does not hold true in the case of men as the more they dominate an occupation, the higher their pay. There are 
instances where women’s skills are often undervalued as they are seen to reflect their ‘female’ characteristics rather 
than acquired skills and competences. This leads to a gender bias in the setting of wages and assessment of the work 
that women do” (Ministry for Education and Employment, 2014a).

Women are also under-represented at Board of Directors level. On average across the EU, women account for 21.2% of 
board members (European Commission, 2015) in the biggest publicly-listed companies in the EU. Malta’s rate of women 
in these companies only tallies to 2.5%. This scenario is also observed in local managerial posts with 29.5% of such 
posts being filled by women (National Statistics Office 2016b)

This situation of women in the labour market could have been triggered by traditions. “Traditions could have an impact 
on gender roles and the choice of educational paths taken by young men and women. Women in senior positions in 
typically ‘feminine’ careers are paid substantially less than women working at the top in typical ‘masculine’ careers” 
(Ministry for Education and Employment, 2014a).

Addressing the gender employment gap is a solution for the individual, the economy and society at large. “Women 
have skills and talents that are often under-utilised at the workplace. Employers can benefit from using women’s 
talents and skills more effectively, e.g. valuing women’s skills and introducing policies on work-life balance, training 
and career development. In turn, this leads to a positive working environment that helps a business attract customers 
and improve performance. Another benefit arising from equal treatment of employees whatever their gender is that 
employers avoid complaints on discrimination and unfair work practices. This in turn minimises time and money spent 
on complaints and any other subsequent litigation” (Ministry for Education and Employment, 2014a).
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Figure 15: Distribution of female employment (full time and part time as a primary job)

*Percentages indicate the share of female employees in the respective sector
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Foreign workers in Malta

The flow of foreigners employed in the Maltese labour market has been constantly increasing over time (Figure 16). As 
at end of June 2016, approximately 15% of the Maltese workforce consisted of foreigners. The majority of foreigners are 
employed on a full time basis (Figure 17) and are mainly found within the accommodation and food service sector as 
well as within the administrative and support services and arts, entertainment and recreation (Figure 18).

Figure 16: Number of EU Nationals & TCNs employed

Source: Jobsplus’ administrative data, June 2016 

*Foreign workers from EEA/EFTA countries and EU dependants were excluded from the above figures. Figures quoted are not unique as persons 
who are counted in one year may be quoted again in another. Part time figures relate to employees whose part time job is their only job.
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Figure 17: Employed foreigners in the Maltese labour market by employment type

Source: Jobsplus’ administrative data, June 2016
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Figure 18: Employed foreigners by sector

Source: Jobsplus’ administrative data, June 2016

All sectors are experiencing an increase in foreign employment (Figure 18). The highest increase is attributed to the 
accommodation and food service activities sector followed by administrative and support services sector.
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Figure 20: Distribution of vacancies by occupation (n=939)

*Armed forces were excluded from the above distribution because of a recruitment drive which took place at the time of the survey. 

Figure 19: Employed Maltese and Foreigners by occupation

Source: Jobsplus’ administrative data, June 2016
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Foreigners are mainly employed in service and sales occupations, professional occupations, elementary occupations 
as well as managerial occupations (Figure 19). Figures indicate that foreigners are taking up both low skilled jobs 
and highly skilled jobs, reflecting the shortages in both labour supply and skills experienced in the Maltese labour 
market. Therefore, the inflow of foreigners is not only due to skill mismatches, but is primarily due to demand for labour 
outstripping by far the supply of labour. The decreasing unemployment statistic is truly the result of domestic labour 
force being exhausted. 38.4% of employers in this survey listed foreigners as being part of their workforce (29% on a full 
time basis; 9.4% on a part time basis).

As indicated in the 2014 National Employment Policy (Ministry for Education and Employment, 2014a), employers have 
no choice but to employ foreign workers which comes at an expense. Foreigners are also very mobile leading to a high 
turnover of labour which might negatively affect employers. A salient point discussed during one of the workshops was 
that there is a need to develop a proper education centre. The function of this centre would for instance be to educate 
foreigners coming over to Malta about regulations and work practices. This centre could also provide courses to equip 
foreigners with the basic vocabulary that they require in order to be able to communicate in their line of work. Moreover, 
it was also suggested that English language communication skills should be a requirement for employing foreign staff.

Vacancies for clerical support workers are distributed amongst all companies irrespective of their size. Vacancies for 
services and sales occupations are most likely requested by small companies since large companies tend to request other 
occupations. On the other hand, the majority of vacancies within large companies are for plant and machine operators 
and assemblers which are also explained by the fact that many large companies are within the manufacturing sector. 
Moreover, large companies portrayed the highest share of vacancies especially due to the fact that they employ the 
largest share of employees. On the other hand, the least number of vacancies recorded were within medium enterprises. 
A common observation for all employer sizes was that skilled, agricultural, forestry and fishery occupations were the 
least common vacancies amongst all employers.

The share of vacancies corresponds with the size of the sector registering the highest number of vacancies. This 
means that since the wholesale and retail trade, repair of motor vehicles and motorcycles; transportation and storage; 
accommodation and food is the largest sector and therefore employs the largest number of employees, its share of 
vacancies is also the largest when compared with other sectors. The opposite could be noted for smaller sectors. 

Vacancies distribution

As per Figure 20, most vacancies recorded were for clerical support workers (19.6% of all vacancies across the sectors); 
and professionals (14.7%). The lowest number of vacancies was recorded for skilled agricultural, forestry and fishery 
workers (1.1%).
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Hard-to-fill vacancies

Shortages persist in instances where employers cannot fill vacancies. These hard to fill vacancies may exist because 
certain jobs require a special set of skills, because the location of the job may be inconvenient or because the economy 
is expanding, resulting in a shortage of workers to fill up all the job opportunities available. Another reason for hard to 
fill vacancies may be because jobs do not offer an attractive salary and thus a limited number of applicants choose to 
opt for that particular job.  

As indicated by Transport Malta, shortage of workers and a long duration to fill vacancies are common in their area. 
Across all occupations, Transport Malta takes a minimum of 1 year to fill a vacancy. A specific vacancy which was still 
open, had been unfilled for the previous 2 and half years. Most of the hard to fill vacancies are for Professionals and 
some Technical occupations, specifically including economic analysts and statisticians.  

The main causes for having hard to fill vacancies include the public perception of the regulator and the lack of 
competitiveness with the private sector with regards to the wages offered. Transport Malta believes that Malta is failing 
to nurture talents from a young age. The need is felt to employ younger persons whereby they progress academically 
and occupationally during the course of work. Retired employees are not replaced with employees who have the same 
skills. The consequences for such hard to fill vacancies include the compromise in the level of service offered, lower 
efficiency and motivations as well as a general sense of helplessness.

Out of all hard to fill vacancies (Figure 21), clerical support workers top the list, followed by service and sales workers 
and plant and machine operators and assemblers. Managers and skilled agricultural, forestry and fishery workers place 
at the bottom of the list however; this hierarchy might be explained by the low number of vacancies for the latter 
occupations. As noted earlier, foreigners are mainly employed in service and sales occupations. This corroborates with 
the hard-to-fill vacancies experienced in the Maltese labour market.

Most of the hard to fill vacancies in the mining and quarrying; manufacturing; electricity, gas steam and air conditioning 
supply; water supply; sewerage, waste management sector relate to plant and machine operators and assemblers while 
the least share of hard to fill vacancies in this sector are for professionals. The hard to fill vacancies in the construction 
sector are dominated by vacancies for craft and related trades workers with the least hard to fill vacancies in this sector 
pertaining to skilled agricultural, forestry and fishery workers. These results confirm the a priori expectation since the 
highest share of occupations with hard to fill vacancies are proportional to the highest share of occupations in the 
respective sector. The public administration and defence; compulsory social security; education; human health and 
social work activities hard to fill vacancies for example is dominated by occupations related to clerical support workers. 
This follows the present trend of a high demand for clerical workers, which demand is not being satisfied by the current 
supply of workers in this occupation. 
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Figure 21: Distribution of hard to fill vacancies for all company sizes (n)  (Number of hard-to-fill vacancies = 344)

*Hard to fill vacancies in the Armed Forces Occupations did not feature in this chart since none of them were hard to fill

The distribution of hard to fill vacancies by employer size illustrates that micro companies have the most hard to fill 
vacancies in craft and related trades occupations. Small companies have the most hard to fill vacancies in services and 
sales occupations. The most common hard to fill vacancies for medium companies were in occupations of plant and 
machine operators and assemblers, while for large companies, the most common hard to fill vacancies were in clerical 
support occupations.

As illustrated in Figure 22, 36.6% of all vacancies are considered as hard to fill across all sectors. The sector which 
experiences the most hard to fill vacancies when compared to the number of vacancies was the Mining and quarrying; 
manufacturing; electricity, gas steam and air conditioning supply; water supply; sewerage, waste management followed 
by the Financial and insurance activities sector. On the other hand, the sectors which have the least share of hard to 
fill vacancies were Public administration and defence; compulsory social security; education; human health and social 
work activities and the Arts, entertainment and recreation, repair of household goods and other services sectors. 

Figure 22: The share of hard to fill vacancies compared to the number of vacancies by sector (N of vacancies 939/ N of hard to fill vacancies 344)
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Figure 23: Distribution of hard to fill vacancies by sector (n) (Number of hard-to-fill vacancies = 344)
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Figure 23 indicates that other sectors had a more or less even distribution of hard to fill vacancies. The information 
and communication sector’s hard to fill vacancies are evenly distributed across managers, clerical support workers and 
elementary occupations. The financial and insurance activities sector’s hard to fill vacancies are evenly distributed 
among professionals and clerical support workers, as also indicated by the distribution of the current occupations across 
these sectors. The wages offered in different sectors might also give an insight as to why some sectors are dominated 
by certain hard to fill vacancies. Two of the lowest paying sectors (Figure 24) i.e. the wholesale and retail trade; repair of 
motor vehicles and motorcycles; transportation and storage; accommodation and food as well as the mining and quarrying; 
manufacturing; electricity, gas steam and air conditioning supply; water supply; sewerage, waste management sector, have 
a significant number of vacancies in certain occupations which are proving hard to fill (Figure 21). Notwithstanding, industries  
such as the iGaming industry has a reputation for paying above-average salaries1 but it still faces skills shortages and hard 
to fill vacancies.

The Economic Policy Department within the Ministry for Finance, conducted an Economic Survey (October 2016) which 
highlighted the compensation received by employees in relation to the sector they are employed within. All sectors, except 
construction increased their salaries and wages. Construction was the only sector which saw a decrease in the salaries and 
wages. Agriculture, fisheries and aquaculture was the sector which saw the largest percentage growth with an increase of 
35.2% in wages and salaries. Arts, entertainment and recreation, repair of household goods and other services also registered 
an increase in wages and salaries of 18.2% in the first 6 months of 2016 over the same period of the previous year. A 12.1% 
increase was noted within the information and communication sector while professional, scientific and technical activities, 
administrative and support services increased by 9.6% over the same period.

When analyzing hard to fill vacancies as a share of vacancies, positions for skilled agricultural, forestry and fishery workers 
rank at the top (80.0% of vacancies for these positions are hard to fill), followed by elementary occupations (61.0% of 
vacancies for these positions are hard to fill) and craft related trade workers (56.0% of vacancies for these positions are 
hard to fill). Managers and professionals on the other hand have the lowest share of hard to fill vacancies when compared 
with all the vacancies for such posts. By size, micro companies had almost 8 out of 10 vacancies which were hard to fill in 
elementary occupations whereas small companies had 7 out of 10 vacancies which were hard to fill in this occupation. 
Medium companies had the hardest time recruiting as almost all their vacancies in the occupations of technicians and 
associate professionals, skilled agricultural, forestry and fishery as well as plant and machine operators and assemblers were 
hard to fill. Almost all the vacancies for clerical support workers were hard to fill for large companies. The following graphic 
(Figure 25) shows how many vacancies are hard to fill for every 10 vacancies in each occupation
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1  Malta Gaming Authority 2016 edition: Gaming Malta, Industry Yearbook and Business Directory
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Main causes of hard to fill vacancies by sector

When asked to highlight the causes of hard to fill vacancies2, employers indicated a low number of applicants with the 
required skills as the most common cause (Figure 26). As highlighted by the Malta Gaming Authority (Malta Gaming 
Authority, 2016), “in determining whether a person is competent and capable of fulfilling a certain function, the MGA 
considers past experience; relevant qualifications and training received; the time at hand to perform such functions 
in the case of a person; or in the case of a company, the capacity and the internal control structures to enable it to 
comply with the policies and directives in force; as well as any other requirements deemed necessary in the light of 
such function.” The Malta Gaming Authority also further explained that the emergence of new jobs is creating a need 
for a new set of skills which were not required before. Thus, the industry is facing a shortage of talent due to a rise in 
so-called hybrid jobs. These consist of a mixture of skills including technical, financial, marketing, legal and compliance 
skills among others.
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Figure 25: Easy and hard to fill vacancies
2  Employers could choose more than one reason for hard-to-fill vacancies

Figure 26: Main causes of hard to fill vacancies (n=328)
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This lack of skills was in fact the most common reason across all sectors with the exception of the mining and quarrying; 
manufacturing; electricity; gas steam and air conditioning supply; water supply; sewerage, waste management and in 
the public administration and defence; compulsory social security; education; human health and social work activities 
sectors (Figure 27). In the former, the most common cause was that there were not enough people interested in doing 
that particular job whereas in the latter sector, the most common cause of hard to fill vacancies was that there were 
a low number of applicants generally. Another main cause of hard to fill vacancies was a low number of applicants 
with the required attitude, motivation or personality. This featured as the most common reason in the information and 
communication sector alongside a low number of applicants with the required skills. This reason also features as the 
second most common cause in the wholesale and retail trade; repair of motor vehicles and motorcycles; transportation 
and storage; accommodation and food sector as well as in professional, scientific and technical activities; administrative 
and support service activities and in the arts, entertainment and recreation, repair of household goods and other 
services sectors. 

The second most common cause of hard to fill vacancies for the public administration and defence; compulsory social 
security; education; human health and social work activities sectors alongside other reasons with the same ranking was 
the poor terms and conditions (e.g. wages) linked to the post. The second and third most common cause of hard to fill 
vacancies for the arts, entertainment and recreation, repair of household goods and other services and the professional, 
scientific and technical activities; administrative and support service activities sectors respectively was that applicants 
had lack of work experience demanded by the company. A lack of candidates with the qualifications expected by the 
company was the most common cause of hard to fill vacancy for the arts, entertainment and recreation, repair of 
household goods and other services sector alongside other reasons. This same reason classified as the second and 
third most common in the financial and insurance activities and in the professional, scientific and technical activities; 
administrative and support service activities sectors respectively, along with other reasons with the same ranking. In 
general, the lowest common causes for hard to fill vacancies were poor career progression/lack of prospects, seasonal 
or temporary work and remote location/poor public transport.

Figure 27: Main causes for hard to fill vacancies by sector (N=260)
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When explaining what occupations are hard to fill in the iGaming industry, an HR Projects Manager for a company 
in this industry explained that it is difficult to find professionals having very specific skills, for example some types of 
programming languages. It might also be hard to find candidates with the required mathematical and statistical skills 
for analytics and business intelligence. Sometimes the relocation of professionals has to take place for very specific 
roles. The priorities for the future include a growth of the workforce by hiring a substantial number of new people. 
(Source: Malta Gaming Authority 2016 edition: Gaming Malta, Industry Yearbook and Business Directory).
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When employers were asked about the consequences of having hard to fill vacancies3, the majority indicated an 
increased workload for other staff as the main consequence (Figure 28). This consequence amounted to over 60% of 
the total consequences of having hard to fill vacancies by employers. 27.7% and 27.6% of unique employers listed the 
outsourcing of workers and having difficulties in meeting customer services objectives as effects of having hard to fill 
vacancies. Other effects included losing business or orders to competitors and delays in developing new products or 
services. The least common consequence chosen by employers was that they did not know of any consequences (4.4%) 
and that they had no consequences by having hard to fill vacancies (4.5%). 

When employers were asked what measures or initiatives they took in order to address the consequences of hard to fill 
vacancies4, almost 40% mentioned the recruitment of workers who are non-Maltese nationals (Figure 29). The second 
most common measure was to increase advertising or recruitment spending (24.7%) closely followed by increasing 
salaries (23.3%), using new recruitment methods (22.6%), increasing the training given to the existing workforce (22.1%) 
and being prepared to offer training to less qualified recruits (21.2%). Employers who replied that they do not know what 
measures are taken or that they implement other measures not listed in the survey in order to address the consequences 
of hard to fill vacancies featured the least (3.1% and 8.9% respectively). 

A relevant point discussed during one of the workshops was that one of the remedies for unfilled vacancies was to help 
employees develop their careers horizontally. For instance, skills from Department A might be useful in Department B.

3 Employers could choose more than one consequence of having hard to fill vacancies

4 Employers could choose more than one option addressing the consequences of hard to fill vacancies

Figure 28: Consequences of hard to fill vacancies (N=312 replies; N=122 employers)
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Figure 29: Measures taken by employers to address the consequences of hard to fill vacancies (N=122)
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TERMINATIONS During these past 20 years, the Maltese economy 
experienced a shift from primary and secondary sectors 
to the services sector (Figure 30). The agriculture sector 
slowed down, in particular due to the liberalisation of 
markets and the removal of state aid and subsidies. In 
addition, the industry sector shifted away from labour-
intensive activities, to more skilled and technologically-
based manufacturing (Central Bank of Malta, 2014). 
This resulted in terminations of employment in these 
sectors which are still being experienced to date, having 
manufacturing companies up-scaling their activities 
by means of technology. Conversely, the service sector 
surged ahead through higher availability of better 
educated labour force and tax incentives intended to 
attract Foreign Direct Investment (FDI). The Central Bank 
of Malta concludes that this structural change is leading 
to an overall higher utilisation of the labour force (Central 
Bank of Malta, 2014).

ESkills Malta Foundation intends to address skill 
shortages within the ICT industry. Jobsplus met 
with the Executive coordinator of the foundation to 
acquire a more in-depth overview of the needs and 
problems faced in the ICT sector. In line with what 
emerged in the survey, the most common reasons 
for terminations were: end of contracts and 
resignations. The high share of resignations may 
be attributed to the fact that 70% of recruitment 
in ICT are on definite contracts. Even though in the 
majority of cases contracts are renewed, a share 
of employees resigns before the contract expires.  
Around 60% of terminations in this sector are 
normally replaced.

Figure 30: Structural changes in the Maltese economy

Source: Central Bank of Malta, 2014 
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The vast majority of terminations from the Maltese labour force during the last 3 years took place due to resignations 
(Figure 31). In fact, slightly more than half of the terminations took place by means of resignations. This trend indicates 
that a considerable number of employees experienced job mobility. This mobility in turn leads to the learning of new 
skills which are needed for new job experiences. The acquiring of new skills is fundamental to the minimization of skills 
gap and skills mismatches. Employers however may view this loss of employees as having lost talent which might 
negatively affect the company’s output. The iGaming industry is not immune to this ‘loss’ and tries to counteract it 
through career progression and job satisfaction. Furthermore, some companies also offer other motivational tactics 
such as,5 “activities and events on a regular basis and offer incentives in addition to other benefits such as private 
health, dental, accident insurance and sports benefits.” The other reasons for terminations were termination during 
probation, end of contract, retirement, dismissal on disciplinary grounds and redundancies. Other factors such as death 
of employees and terminations due to health reasons featured the least as the reasons for terminations. 

5 Malta Gaming Authority 2016 edition: Gaming Malta, Industry Yearbook and Business Directory
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Figure 31: Terminations by reason (N=710)
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Replacement demand

This study has also shown that less than half of terminations in the last 3 years are expected to be replaced. Whilst this 
may mean higher stress levels for the employees, it can also be an opportunity for the acquisition of new skills. This 
low share of expected replacements might be interpreted as an affect of technological advancements taking over the 
need for manual skilled workers. However this is not necessarily the case. As highlighted in CEDEFOP’s European Skills 
and Jobs Survey (2016a): Rise of the machines, Technological skills obsolescence in the EU, Mr John Maynard Keynes 
had erroneously predicted in 1931 that “‘new disease’ will afflict societies due to the gains in productivity outpacing 
or replacing the need for human labour”. In fact, to the contrary, subsequent generations did not face the predicted 
challenges related to employment and prosperity. 

The survey indicates that the number of expected terminations in the next 12 months is less than the terminations 
which took place in the last 3 years. This means that fewer jobs will be compromised. Another positive outcome of 
this study was that with 75%, the number of replaced staff that is planned for the next 12 months is much higher than 
the replaced staff in the last 3 years. Replacement demand is crucial since it creates more job openings. The projected 
figures are encouraging as they show that the number of jobs will not be impacted and this in turn gives rise to job 
mobility which might partly address the skills gaps phenomenon.

Replacement demands can create challenges to labour markets. One effect is the ageing population. However, this is 
being targeted with prolonged retirement ages and incentives to continue working after retirement age. 

Often, replacement demand provides more job opportunities than expansion demand, since there will be more job 
opportunities even if the overall level of employment falls. CEDEFOP forecasts that between now and 2025, almost “all 
job opportunities in Malta are forecast to be due to replacement demand”. It is also predicted that expansion demand 
will be minimal (CEDEFOP, 2015).

The most frequent replacements of terminations for 2014 and 2015 were in full time occupations (Figure 32) specifically 
in service and sales occupations, plant and machine operators, professionals, clerks and technicians. The least total 
number of replacements was within skilled, agricultural and forestry workers which made up a small percentage of 
the total number of employees within the labour market. Part time replacements were mainly within service and sales 
occupations, professionals and craft and related workers. Absenteeism can lead to decreased productivity; however, 
very few employers stated that they replaced temporary absentees. This scenario could mean an increase in workload 
and more overtime for other employees. Alternatively, this could mean that the total number of temporary absentees 
was so small that it did not affect productivity and therefore there was no need for employees to be replaced.  
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RECRUITMENT Eurostat defines a job vacancy as a, 

“newly created, unoccupied, or about to become vacant, 
post: (1) for which the employer is taking active steps to 
find a suitable candidate from outside the enterprise 
concerned and is prepared to take more steps (2) which 
the employer intends to fill either immediately or in the 
near future”(Eurostat, 2016).

The Job Vacancy Rate (JVR) measures the proportion 
of total posts that are vacant, calculated using the 
equation below (Eurostat, 2016). It measures the unmet 
demand for labour and potential mismatches between 
the skills required by employers and those possessed by 
employees. 

JVR= 
(Number of job vacancies)
_____________________________
(Number of occupied posts+Number of job 
vacancies)
×100

In 2016 Q4, Malta experienced the 4th highest job vacancy 
rate among EU countries, standing at 2.5% whilst the EU 
average was 1.8% (Figure 33). The change from 2015 Q4 to 
2016 Q4 was 0.4 percentage points (Eurostat, 2016). This 
indicates Malta’s quantitative shortages, meaning that 
it has a high vacancy rate and a low unemployment rate 
as a result of the labour supply which does not satisfy the 
demand in the labour market.
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Figure 33: Job vacancy rate

Source: Eurostat, 2017e
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Apart from Malta experiencing low unemployment levels, it is also important to focus on the duration of unemployment. 
As could be noted from the figure hereunder comparing the averages for the year 2015 and 2016 respectively, the duration 
of unemployment has been decreasing. The total number of persons registering for work with Jobsplus for less than 
21 weeks has decreased by almost 4 percentage points whilst there was a 1.3 percentage point decrease for persons 
who were on the unemployment register between 21 and 52 weeks. Long-term unemployment (over 1 year) considerably 
decreased by 5.3 percentage points. The graph shows an overall decrease in the number of registered jobseekers over the 
2 year period  but also a general trend of shorter duration of registering unemployment. 

Vacancy bottlenecks appeared across the entire skills spectrum, both in the highly-skilled occupations (in particular 
healthcare, finance and ICT sectors) and among unskilled occupations (in particular hospitality and tourism 
sectors). Forecasted vacancies are expected to require high or medium levels of qualification, with a concentration 
on science, engineering healthcare, business services, teaching, service and sales workers (CEDEFOP, 2016c; European 
Commission, 2016a). 

Based on the Beveridge curve as developed by Christopher Dow and Leslie Arthur Dicks-Mireaux (1958), there exists an 
inverse relationship between employment rate and vacancy rate. This is because in order to keep the separation rate (rate 
at which people move from employed to unemployed) constant, an increase in unemployment must be matched by an 
increase in vacancies.

Figure 34: The duration of registration of unemployment in 2015 and 2016

Source: Jobsplus’ administrative data, 2017
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Recruitment analysis

The most common way of how vacancies are filled is by word of mouth (Figure 35). In fact, out of all vacancies filled, 
20.9% are filled through word of mouth. Very close behind word of mouth are notifications to ETC (Jobsplus). Through 
notification to ETC (Jobsplus) 19.9%of vacancies are filled. Other ways how vacancies are filled, amount to almost 60%, 
and include social media, newspaper adverts, internally, via recruitment agencies as well as ‘other’ methods. This shows 
that the formal way of notification to ETC (Jobsplus) fairs on the same level of word of mouth when filling vacancies. 
What is also interesting to note is that social media fairs slightly better than newspaper adverts and internal filling of 
vacancies. Recruitment agencies were the source least cited by respondents. 
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Social Media

Others

8.60%

15.80%

5.40%

19.90%

14.90%20.90%
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Figure 35: Ways how vacancies are filled (n = 1355)

Expected increase in occupations in the next 12 months

The number of jobs in the next 12 months is projected to grow in various occupations. As can be seen in the figure 
below, the largest increases mostly relate to clerical support workers, service and sales occupations and professionals. 
Other significant increases are also expected in occupations such as craft and related trade workers, managers, and 
technicians and associate professionals. 

Figure 37: Share of employment by occupation

Source: Jobsplus’ administrative data, Gainfully Occupied Population, December 2014 on June 2016

Figure 36: Expected increase in occupations in the next 12 months (n = 642)

*Occupations for Armed Forces were excluded since no increase was expected in the next 12 months
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As per Figure 37 hereunder, the employment growth from December 2014 to April 2016 was mainly in service and sales 
workers, technicians as well as clerical workers, which is a similar forecast for the coming 12 months. 
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Employment by gender

Women are employed in all types of occupations but are mainly found in pink and white collar occupations, associated 
with clerical, services and sales positions which are expected to increase in the coming 12 months (Figures 38 & 39). 

As indicated by official statistics, the percentage growth from the year ending 2014 to June 2016 was mainly due to an 
increase in female employment. This is clearly depicted in Eurostat figures portrayed in the chart hereunder. 

Figure 38: Gainfully occupied population as at June 2016

Source: Jobsplus’ administrative data 

Figure 39: Part time as a primary job by occupation

Source: Jobsplus’ administrative data, June 2016
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Figure 40: % Employment Growth

Source: Eurostat, 2016
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Occupations % growth Males % increase Females % increase

Managers 5.3 10.3

Professionals 8.7 6.7

Technicians and associate professionals 9.8 17.3

Clerks and support workers 10.4 10.1

Services and sales workers 8.3 19.3

Skilled agricultural, fishery and forestry workers 6.8 7.1

Craft and related trade workers 2.2 7.4

Plant and machine operator and assemblers 7.2 0.8

Elementary Occupations 4.8 11.5

Armed Forces 3.3 20.5

Table 6 shows that for all occupations, except for professionals, plant and machine operators and assemblers and clerk 
and support workers, the percentage growth in employment for females outweighed the percentage growth registered 
by males.

Table 6: Percentage growth by gender

Source: Jobsplus’ administrative data: Gainfully Occupied Population, December 2014 on June 2016

Expected vacancies

Since the wholesale and retail trade; repair of motor vehicles and motorcycles; transportation and storage and 
accommodation and food is the largest sector, it was anticipated that the highest number of expected vacancies 
is within this sector. The same scenario is for the public administration and defence; compulsory social security; 
education; human health and social work activities sector which is the sector that employs the second largest number 
of employees, and is also the sector which has the second highest number of expected vacancies. The least expected 
vacancies were in the following sectors: information & communication; arts entertainment & recreation; repair of 
household goods and other services and construction. 

As indicated by employers, the highest number of hard to fill vacancies and the highest number of expected vacancies 
were for clerical and service and sales workers respectively. Conversely, the least amount of hard to fill vacancies are for 
skilled agricultural, forestry and fishery and so are expected vacancies (Figure 41). 

Expected qualification levels

When analysing the educational attainment of persons in the labour market, it is apparent that the Maltese labour 
force is composed of a high share of individuals with an ISCED level 0-2 (Figure 42). In fact in 2016, 42.1% of all employed 
persons were within this category. It is also worth noting though that the trend shows that the lower ISCED levels are 
steadily decreasing over time. Whereas in 2010 the number of employed persons with an ISCED 0-2 amounted to 50.8%, 
this figure decreased by 8.7 percentage points by 2016.
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Figure 41: Expected vacancies by occupation (n=1344)*

**The percentages shown depict the different occupations as a share of the total number of expected vacancies.
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Figure 42: Percentage of employed persons possessing an ISCED level 0-2 (Age 20-64)

Source: Eurostat, 2017
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31.7% of all employed persons in Malta possess an ISCED 3-4 level of education (Figure 43). This is of further 
encouragement especially when considering that the number of persons with this higher ISCED level has been 
consistently increasing over the years. 

More than a quarter of the Maltese labour force is currently composed of individuals with an ISCED 5-8 (Figure 44). As 
observed for employed persons with ISCED 3-4, this cohort of employees is registering an increase over time. In fact, 
from 2010 until 2016, this cohort increased by 4.7 percentage points.

The results of the survey show that 26.1% of respondents stated that basic level qualifications (between MQF levels 1-2) 
are required in vacancies which were open. With 33.6% of respondents, the most common expected qualifications are 
MQF Levels 5 and 6 followed by 33.1% who stated that MQF levels 3 and 4 are expected. On the other hand, the least 
expected qualifications are MQF levels 7 and 8 with 7.2% of employers in this survey stating that they request such 
qualifications for their open vacancies (Figure 45).  When analyzing MQF levels separately, MQF level 4 was the most 
expected qualification level. This seems to imply that there is a considerable surplus of persons with low educational 
attainment and that the upskilling of these individuals might prove beneficial to both the employees and to the labour 
market.

Most of the occupations which require low MQF levels are services and sales, craft and related trade work, technicians 
and associate professionals, clerical support workers and plant and machinery operators and assemblers (Table 7). 

Figure 43: Percentage of employed persons possessing an ISCED level 3-4 (Age: 20-64)

Source: Eurostat, 2017
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Figure 44: Percentage of employed persons possessing an ISCED level 5-8 (Age: 20-64)

Source: Eurostat, 2017

2010 2013 20162011 20142012 2015

100

80

60

40

20

0

Malta

EU (28)

21.5 23.3 24.3 25.3 25.7 25.9 26.2

Figure 45: Expected qualification levels demanded by employers (N=543)
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Table 7: Main expected qualification level by occupation
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Clerical and services and sales occupations which are the occupations expected to increase in the coming 12 months 
and 3 years respectively, require mid-low (3-4) MQF levels (Figure 46).

As explained in the CEDEFOP report for the skills trends in Europe (2016c), a decline from 44% to 33% is forecasted by 
2025 in Europe, in the share of those working in elementary occupations with low level qualifications. Employment of 
highly qualified individuals across Europe in all occupations in the next 10 years is expected to increase from 32% to 
38% (CEDEFOP, 2016b).
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Figure 46: Expected qualification levels by ISCO (N=543)
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Figure 47: Expected qualification levels by sector (N=569)
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Expected qualifications by sector

When analyzing the expected qualification levels by sector, the prevalence of MQF level 4 qualifications across the sectors 
is very clear. In fact, MQF level 4 was the qualification level most expected in general across all sectors. On the other hand, 
MQF level 8 was the least expected qualification level, being requested only marginally by the professional, scientific and 
technical activities; and administrative and support service activities sector. In specific instances, MQF levels 1 and 3 were 
also common, indicating that low and mid-low qualification levels are still sought. MQF levels 1, 2 and 3 are most expected 
in the mining and quarrying; manufacturing; electricity, gas steam and air conditioning supply; water supply; sewerage, 
waste management and in the wholesale and retail trade; repair of motor vehicles and motorcycles; transportation and 
storage; accommodation and food sectors. MQF levels 4, 5, 6 and 7 are mainly required in the professional, scientific 
and technical activities; administrative and support service activities and in the public administration and defence; 
compulsory social security; education; human health and social work activities sectors (Figure 47).
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Years of experience

The National Employee Skills Survey also focused on the number of years of experience which is expected when one 
applies for a job. Figure 49 provides an overview of the responses.

The majority of employers (43.6%) request between 1 to 2 years of experience while 22.5% request no experience as part of 
the requirements for a vacant post. This however differed according to the occupation of the vacant post. 

Figure 49: Years of experience (N= 543)
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Figure 48: Expected qualification levels (grouped) by sector (N=569)
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Employers in the mining and quarrying; manufacturing; electricity, gas steam and air conditioning supply; water supply; 
sewerage, waste management sector mostly expect low MQF levels (1 and 2) whereas those in the construction sector 
mainly expect MQF levels 4 (most common) and 1. Those in the wholesale and retail trade; repair of motor vehicles and 
motorcycles; transportation and storage; accommodation and food sector mostly expect MQF levels 1, 3 and 4. On the 
other hand, employers in the information and communication and in the financial and insurance activities sector expect 
higher qualification levels with the former predominantly expecting MQF levels 3, 5 and 6 and the latter expecting mid-
high MQF levels (5 and 6). The other sectors, primarily the professional, scientific and technical activities; administrative 
and support service activities, the public administration and defence; compulsory social security; education; human health 
and social work activities as well as the arts, entertainment and recreation, repair of household goods and other services 
sectors expect MQF levels 4, 5 and 6. MQF levels 1 and 2 are rarely expected in the information and communication and in 
the financial and insurance activities sectors (Figure 48).

5   16     11

13               49                            65                       13

10             47                        39            14

10    21      1

15      15    7

      34              21        20    1

6   12

37                   43                  32          8



60 61

The figure below shows the layout of all the occupations which require no previous experience. 27.3% and 21.5% of 
occupations which require no previous experience are for posts of clerical support workers and service and sales occupations 
respectively. On the other hand, only 3.3% of vacancies which require no experience are for managerial positions.

%

Figure 50: Percentage of employers who do not request previous experience by occupation (N=122)
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Figure 51: Years of experience by occupation (N=543)
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Transport Malta stated that a challenge they are encountering is that individuals tend to graduate when they are too 
young and thus do not possess the right attitude for work. These youngsters may expect to be promoted automatically, 
but they often lack decision-making skills due to lack of experience. Transport Malta stated that students need to take 
a break before following a Masters or PHD course since they do not have hands on experience. Ideally, one continues to 
study while working, therefore, gaining hands on experience whilst acquiring further academic knowledge.  

Highly skilled jobs request the highest number of years of experience, with an average of 3 to 4 years. As noted in 
Figure 51 above, the majority of employers request between 1 to 2 years of experience. No difference could be noted 
between sectors since all sectors mainly request between 1 and 2 years of experience. This was followed by no expected 
years of experience. Furthermore, across all sectors, the third most common expected years of experience was 3 to 4 
years whereby the mining and quarrying; manufacturing; electricity, gas steam and air conditioning supply; water supply; 
sewerage, waste management, information and communication and the public administration and defence; compulsory 
social security; education; human health and social work activities sectors followed this trend.
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Figure 52: Years of experience sub-divided by sector (N=532)
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Expected skills

When asked about what the expected skills outside the norm of the occupation and qualification for the expected 
vacancies are, employers mentioned a variety of skills, some of which were directly related to the occupations while 
others were not. The list of skills provided was subsequently grouped according to the category in which they fell (as 
seen in Figure 53). It was evident that most of the skills mentioned pertained to the specific job designation in which the 
employers were expecting their vacancies. For instance, it is expected that clerical support workers would need to have 
IT and digital skills and that service and sales workers would need driving skills especially if the employees’ duties involve 
driving. Thus, while some of the skills mentioned could be applied to an occupation in general; other cited skills can only 
be applicable to specific designations which fall under a single occupation (such as skills related to insurance for a clerical 
support worker working in an insurance company). These ‘technical skills’ formed the bulk of the expected special skills 
mentioned by respondents. Other prominent characteristics expected across all occupations related to prior experience, 
communication skills, leadership skills and the ability to work on own initiative.

The other set of skills which were not categorised can be deemed to be particular or specialized for the occupation in which 
these are expected. Occupations of technicians and associate professionals are sometimes expected to have customer 
service skills, medical skills and skills related to logistics. The most prominent specialized skills for clerical support workers 
are service-based skills but such workers are also expected to have a variety of skills including co-ordination skills, fault-
finding and problem solving skills, teaching skills and skills versatility (see Table 8). Service and sales workers are expected 
to have skills transversatility, with one employer even requesting swimming skills and the ability to drive a boat for such 
an occupation. This may be related to the trend observed in the hard to fill vacancies where clerical support workers 
(22.2% of all hard to fill vacancies) and service and sales workers (15.3%) recorded the highest absolute number of hard 
to fill vacancies. Skilled agricultural, forestry and fishery workers are occasionally expected to have fault-finding and 
problem solving skills, whereas craft and related trade workers are expected to have skills such as the ability to maintain 
safety at work, ability to provide first aid, financial and business skills, fault-finding and problem solving skills and skills 
transversatility. Elementary occupations are from time to time expected to have co-ordination skills and fault-finding 
and problem-solving skills. The latter two types of skills were amongst the most common within most of the occupations. 

Figure 53: Skills outside the norm (n=427)
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Managers attitude, motivation, leadership; research & knowledge; 
experience in the field of work

Professionals knowledge in the required industry; experience in the 
field of work; technical & IT related skills

Technical and Associate Professionals technical skills; communication skills & ability to work 
under pressure

Clerical support workers self initiative skills, communication skills, ability to work 
in a team & service based skills

Service & sales workers communication skills, ability to work in a team, self-
initiative skills & skills in salesmanship

Skilled agricultural, forestry and fishery workers skills obtained from previous experiences in similar 
duties, fault finding & problem solving skills, marine 
knowledge (fish), self-initiative skills and skills in animal 
care, butchery & horticulture

Craft & related trade workers technical skills, self-initiative skills & skills obtained 
from previous experience in similar duties

Plant and machine operators and assemblers self-initiative skills, driving skills & skills obtained from 
previous experience in similar duties

Elementary occupations self-initiative skills, skills obtained from previous 
experience in similar duties, bar handling & cleaning 
skills, communication skills & the ability to work in a 
team, food handling, gardening & linguistic skills

Table 8: Most common specialized skills requested by occupation

FOREIGN WORKERS Post EU accession, the activity rate has been increasing, in 
particular due to an increase in female participation and 
foreign labour force inflow, both EU nationals and third 
country citizens (European Commission, 2016a). There 
has been a fourfold increase in foreign workers since 2008, 
reaching 34,663 foreign workers in October 2016 (Jobsplus’ 
administrative data, October 2016). Lack of sufficient 
supply of the local labour force and inadequately skilled 
employees are driving this flow (European Commission, 
2016a). In fact, the iGaming industry tries to attract 
foreign workers in order to offset the deficiency in supply 
of the local labour force by offering, “attractive relocation 
packages for all positions. They include services such 
as temporary accommodation and car hire, as well as 
assistance in finding schooling or kindergarten facilities 
for children. We try to anticipate what one would need 
and offer them all the necessary help so they can quickly 
settle in” (Malta Gaming Authority, 2016).

Table 9 provides a summary of the main sectors where 
foreign workers are present, broken down between EU 
and TCNs, and compared with the sectors dominated 
by Maltese workers. Data has been taken from Jobsplus 
administrative data as at October 2016.

Rank EU (including EEA and EFTA) TCNs Maltese

1 Arts, Entertainment and 
Recreation (17.9%)

Administrative & Support Service 
Activities

Public Administration & Defence; 
Compulsory Social Security 
(16.9%)

2 Accommodation & Food Service 
Activities (17.7%)

Accommodation & Food Service 
Activities

Wholesale & Retail Trade; Repair 
of Motor Vehicles & Motorcycles 
(16.3%)

3 Administrative & Support Service 
Activities (11.9%)

Construction (12.2%) Manufacturing (11.2%)

Table 9: Presence of foreign workers in the Maltese labour market

Source: Jobsplus’ administrative data, October 2016
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At a public consultation, the Minister for Education and Employment stated that half of the jobs created in 2014 were 
filled by foreigners (Dalli, KD, 2015). This influx helps combat the shrinking working age population that is expected to 
reach new heights in 2050, having a 4.6% decrease in the number of persons aged 15-64 and an 82.1% increase in persons 
over 65 years (National Statistics Office, 2016c). In the absence of immigration, the working age population would have 
shrunk by 1% in 2015, instead of rising by 3%. The proportion of the working age population who are foreigners has risen 
from 3% in 2005 to 7% in 2013 (Figure 54) (Central Bank of Malta, 2015).

Recruitment of foreigners and levels of satisfaction

As per Figure 55, the distribution of recruitment by company size displays that the increase was two-fold across all 
company sizes. There was a slightly more significant percentage increase in large companies followed by medium-sized 
companies in June 2016 when compared to June 2013. When analysing the actual count of foreign employees within the 
Maltese labour market, it could be noted that micro companies employ the largest share of foreign employees followed 
by medium-sized companies. This same pattern was also noticed in 2013.

As per Figure 56 hereunder, micro, small and medium companies mainly employed university level foreigners while large 
companies mainly employed foreigners with upper secondary vocational education.

The least employed within micro and small companies were foreigners who possessed upper secondary academic 
education. On the other hand, medium companies employed the least percentage of foreigners possessing upper 
secondary vocational education while large companies employed the least percentage of foreigners possessing 
compulsory education and upper secondary academic education respectively. 

 Jun-13 Jun-16 Change % Change

Large 3,372 6,860 3,488 103.4

Medium 4,402 8,566 4,164 94.6

Small 4,001 7,316 3,315 82.9

Micro 5,549 10,184 4,635 83.5

Figure 55: Distribution of recruitment of foreigners by company size 

Source: Jobsplus’ administrative data
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Figure 56: Distribution of foreigners by education level attained prior employment by company size (N=331)
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From the total number of responses, 36% of employers stated that they employ foreigners possessing University level 
qualifications, followed by compulsory education. Upper secondary vocational education is less requested than University 
level of education and compulsory education is more favoured than upper secondary academic education (Figure 57). 

The level of preparedness of foreign workers is high when the latter are University graduates. Their preparedness decreases 
as their education level decreases, with the least prepared being foreigners having only finished compulsory education. 
Micro and small companies agree with the latter statement. However, a difference could be noted within medium and 
large companies. Medium-sized companies mainly view foreigners with upper secondary academic education as the 
most prepared whilst large companies view upper secondary vocational education foreigners as the most prepared.

Figure 57: Education level attained by foreigners prior to employment (N=333)
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Figure 58: Education level attained by foreigners prior to employment by sector (N=331)
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Figure 58 above highlights the educational level attained by foreigners prior to employment by sector.  A high proportion 
of employees within the mining and quarrying; manufacturing; electricity, gas steam and air conditioning supply; water 
supply; sewerage, waste management sector and the construction sector possessed compulsory education level before 
employment. Public administration, financial and insurance activities and professional, scientific and technical activities; 
administrative and support service activities were the sectors in which employees attained a University level of education 
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before employment the most. Foreigners possessing upper secondary academic education are mostly found in the 
wholesale and retail trade, repair of motor vehicles and motorcycles; transportation and storage; accommodation and 
food sector. On the other hand, most of the employees possessing an upper secondary vocational education are found 
within the construction and information and communication sectors.  

When looking at the satisfaction of employing Maltese and foreigners by different sectors, the situation is more or less 
similar. The mining and quarrying; manufacturing; electricity, gas steam and air conditioning supply; water supply; 
sewerage, waste management, the construction, the financial and insurance activities and the public administration 
and defence; compulsory social security; education; human health and social work activities sectors rated the Maltese 
employees as marginally more satisfactory than foreigners. The wholesale and retail trade; repair of motor vehicles 
and motorcycles; transportation and storage; accommodation and food, the information and communication, the 
professional, scientific and technical activities; administrative and support service activities and the arts, entertainment 
and recreation, repair of household goods and other services sectors favoured foreigners over Maltese nationals. The 
gap of these ratings was quite narrow, where the largest gap registered was that of 1.32 points (from a 1-10 scale rating) 
registered by the information and communication sector (Figure 60).

The analysis on the overall satisfaction when employing Maltese and foreigners showed that in general the satisfaction 
did not differ according to the nationality of the employees. Foreigners were only slightly better rated than Maltese 
nationals and this varied across the different sectors and company sizes. Micro companies tended to favour foreigners 
over Maltese nationals; however small and medium companies preferred Maltese nationals. Large companies, gauged 
foreigners and Maltese with a more or less similar rating (Figure 59). 

6  Percentages were worked on the total replies of each sector respectively. 
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Transport Malta declared that foreigners are very well prepared for work as the majority are humble, hard-working and 
punctual.  Employers are more satisfied when employing foreigners than Maltese as foreigners tend to have a better 
understanding of the job. They also tend to be more appreciative and articulate when working. Employing Maltese on 
the other hand has a tendency to be less satisfactory with a scale rating of 2 to 5 out of 10 since locals tend to be less 
motivated and complacent during the job. Maltese are less independent when compared to foreigners. Foreigners are not 
politically motivated and not unionised.

The Institute of Engineering and Transport at MCAST also believes that employers are more satisfied when employing 
foreigners since foreigners accept lower wages and their attitude tends to be better than the locals. Foreigners seem to be 
more hardworking and loyal. It was highlighted that foreigners who come to Malta are the ones who are actively seeking 
work and thus it is expected that they would be very hardworking. However, it was also noted that generalizations are not 
to be made since numerous locals are also hard working, whilst there are foreigners who also lack loyalty and motivation.  
Eskills Foundation agrees with MCAST and Transport Malta that foreigners are more prepared for work than nationals but 
stated that the level of preparedness differs by industry. For example, the gaming industry faces difficulties in employing 
Maltese nationals as these are not deemed as being prepared enough for the world of work. Building Industry Consultative 
Council (BICC) also believe that foreigners are more prepared but they noted that they need a trial period to establish their 
skills. They also noted that the level of preparedness from foreigners also depends on their country of origin and whether 
they arrived in Malta legally or not. 
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Figure 60: Overall satisfaction by sector (Mean level of satisfaction: range 1-10 [10 being highest])

Sector

Level of satisfation when receuiting foreign nationals

Level of satisfaction when recruiting Maltese nationals

APPRENTICESHIPS 
AND TRAINEESHIPS

Based on the 2016 Q3 Labour Force Survey (LFS), 57.5% 
of the population (over 15 years of age) possess low 
levels of education, being less than 5 ordinary levels of 
education (National Statistics Office, 2016a). This result 
compliments findings by CEDEFOP, classifying Malta 
behind the EU average (CEDEFOP, 2015). In 2025, it is 
projected that the EU will have 14% of its labour force 
possessing low qualification levels.  In Malta this figure 
would reach 29% by 2025. Additionally, 48% of people in 
the EU are expected to have medium levels of education 
by 2025 while in Malta the rate is projected to reach 34%. 
20% of teens in Malta leave the education system with 
low levels of education, surpassing the EU average by 8 
percentage points. In 2016, the NEET rate in Malta stood 
at 8.6% of the youth population (15-24 years). 

As clearly illustrated in Figure 61, Malta’s NEET rate has 
decreased significantly during the last year and is 2.9% 
lower than the EU average of 11.5%. The term NEET is 
used to describe young people who are not engaged in 
any form of employment, education or training7. The 
intentions behind policy reforms, such as the Youth 
Guarantee, are for young people to move from a status 
of NEETs to Youths in Education, Employment or Training 
(YEETs). Among other schemes, the NEET Activation 
Scheme is offered to participants of the Youth Guarantee. 
This scheme provides youths with work experience and 
traineeships. The traineeships offered include a variety 
of subjects and can last up to 6 months. The general 
framework for traineeships in Malta is set by Articles 29 to 
45 of the Employment and Training Services Act (Chapter 
343). This legislation is in line with the implementation of 
the Council Recommendation on a Quality Framework 
for Traineeships (2014/C 88/01). 

7   European Foundation for the Improvement of Living and Working Conditions, 2012, NEETs Young people not in employment, education or training:         
 Characteristics, costs and policy responses in Europe
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Figure 61: Young people neither in employment nor in education and training (NEET rates)

Source: Eurostat, 2017d
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Apprenticeships can equip individuals with relevant occupational skills, whilst also acquiring academic knowledge. 
Apprenticeships offered by Malta’s main vocational institution (MCAST) cover mainly medium-level qualifications. 
Authorities intend to develop a harmonised legal framework on apprenticeships. In fact, the draft ‘Learning and 
Apprenticeship Act’ consultation document had already been issued for public consultation. Furthermore, although 
not strictly an apprenticeship, the 2016 budget featured ‘Job Practice’, offering students a chance to increase their skills 
portfolio (European Commission, 2016a). 

During one of the workshops, it was mentioned that persons supervising apprentices are to be trained accordingly. They 
need to possess assessment skills. Such courses are not yet available in Malta. 

Malta’s Public Employment Service (Jobsplus), offers training to a variety of clients including current employees, 
registered unemployed persons as well as inactive individuals. Jobsplus is in constant contact with employers so that the 
training offered is relevant to the current demands of the labour market. The courses offered are intended to upscale the 
participants’ skills as well as making them more employable. As can be seen from the figure hereunder, the proportion of 
companies which finance training to their employees remains relatively low with only 54% of companies which do so. This 
contrasts with the 66% of companies across the EU which finance training to their employees.

According to Jobsplus’ data, there is a clear mismatch between labour demand and labour supply. In fact, the 2014 National 
Employment Policy explains that, “Indeed, the top 20 jobs are demanded by 3 out of every 5 registered unemployed. 
However, when it comes to listed vacancies for the equivalent top 2 jobs, these account for 1 out of every 5 vacancies”. As 
a result, as part of Malta’s Public Employment Service overhaul in order to tackle these mismatches, it will target the job 
preference system, whereby jobseekers will be required to undergo training and obtain the skills which are necessary for 
the available vacancies. As can be seen in the figure hereunder, there is a considerable share of employers who declare 
that they encounter difficulties in finding employees with the right skills. In fact, Malta surpasses the EU average in the 
encounter of such difficulties quite significantly with more than 13 percentage points.

Figure 62: Percentage of companies financing training to their employees

Source: European Commission, 2016 d
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View of employers on apprenticeships/traineeships

The majority of employers view apprenticeships and traineeships as useful, with traineeships being perceived as 
slightly more useful than apprenticeships, signifying that the concept of on-the-job/ off-the-job training is perceived 
as beneficial (Figure 64). By means of such training, apprentices/ trainees have the opportunity to acquire experience 
while still learning in their field. When these trainees eventually enter the labour market, they would have acquired the 
knowledge and hands-on experience. 

The discrepancy between the responses for apprenticeships and traineeships was minimal. Whilst traineeships were 
seen as slightly more useful than apprenticeships, both types of work-based learning were viewed as useful. In fact, the 
discrepancy between those who found these types of training useful as opposed to those who do not was evident. 

For both apprenticeships and traineeships, there were more employers who found them useful than the combined number 
of employers who claimed that they did not find this training useful together with those that did not give a definitive 
answer. 

Current and future plans to offer a placement to apprentices/ trainees under apprenticeship/
traineeship schemes

When observing the current situation with reference to the use of apprenticeships and traineeships in Malta, it becomes 
clear that these types of initiatives have not yet been widely applied (Figure 65). In fact, less than 1 employer in 5 made use 
of apprenticeships during the last 12 months. The situation for traineeships is more or less the same albeit for a marginal 
enhancement with slightly more than 1 in 5 employers making use of traineeships during the last 12 months. 

Figure 64: Do you consider apprenticeships/ traineeships as useful? (N=671 respectively)
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Figure 63: Percentage of employers who encounter difficulties in finding employees with the right skills
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Figure 65: Did employers have any apprentices/trainees in the last 12 months?  (N=671)
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The future picture (Figure 66) seems to be somewhat similar to the current situation. A large proportion of employers 
(41.9%) did not provide an answer when asked if they are planning to offer apprenticeship placements in the next 3 years.  
Around 1 in 4 employers plan to place apprentices in the next 3 years which is slightly more positive than the current 
situation. More than 1 in 3 employers however, were more decisive and declared that they have no plans to engage 
apprentices in the foreseeable future.

Figure 66: Do employers plan to place apprentices in the next 3 years? (N= 390)

Yes

No

I don't know

41.9%

21.1%

33.9%

RECRUITMENT OF 
SCHO OL-LEAVERS 
WITHOUT WORK 
EXPERIENCE

Looking into the transition of young people from 
education into employment when analysing skills 
shortage and skills mismatches is important for a 
number of reasons.

First and foremost, it may provide a particular insight into 
the extent to which knowledge, skills and competences 
attained throughout education are meeting the 
requirements of employers given that young people 
are more likely to lack work experience and, thus, their 
qualifications would most likely form the main basis for 
their recruitment. The satisfaction of employers when 
recruiting school leavers can, therefore, provide important 
insights into the extent to which education meets the 
needs of the labour market or results in a mismatch. 
With reference to Akkoyunlu Wigley et al (2012), the 
Employability Index 2015 published by Jobsplus (formerly 
ETC) distinguishes between two forms of skills mismatch 
that may occur, namely a horizontal mismatch, whereby 
the individual’s position meets their level of education, 
but not their field of study, or a vertical mismatch, 
whereby the individual’s job position matches their field 
of study, but not their level of education. Monitoring and 
avoiding such skills mismatches:

is particularly significant for higher education institutions, 
since the human capital they are meant to create 
does not only induce a private opportunity cost to the 
student, but it is also an outlay of public funds borne by 
the entire working population. Thus the phenomenon of 
underemployment is similar to a low return on capital 
employed where investment does not reach the expected 
levels of performance. (ETC and MEDE, 2015: 5-6) 

In this regard the Employability Index 2015 (ETC and 
MEDE, 2015) has shown that there is an inverse relationship 
between the number of years since graduation and 
the incidence of graduates being overqualified for the 
job they hold. This suggests that young school leavers 
and graduates tend to find their initial employment in 
positions not matching their qualification but managing 
to advance into positions more suited to their level of 
education within 2 years of graduating. This appears 
to be more often the case among graduates from the 
Malta College of Arts, Science and Technology than for 
graduates from the University of Malta suggesting that 
there is a prevailing mismatch in supply and expectations 
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between education and the labour market for graduates from vocationally oriented higher education. Moreover, the 
Employability Index 2015 (ETC and MEDE, 2015) has shown that there is a direct relationship between the number of years 
since graduation and individuals finding employment related to their field of study. This suggests that school leavers 
and graduates find their first employment not necessarily in the area of their previous education, but tend to find related 
employment within 24 months after graduating. The only exception to this appears to be graduates from the Institute of 
Tourism Studies. While an overwhelming share of graduates find employment related to their studies immediately after 
graduating (92.9% in the same year of graduation), within 24 months the share of graduates working in the sector has 
shrunk to 81.3%.

Secondly, due to the higher likelihood of having less work experience or advanced qualifications young people will 
generally find it more difficult to stand out in recruitment processes, which may affect their transition into employment 
(Dietrich, 2012; Bell & Blanchflower, 2011a; 2011b; Scarpetta et. al., 2010; Verick, 2009). In fact, a graduate tracer study 
carried out by the National Commission for Further and Higher Education among students having completed their study 
programme in the academic year 2013/2014 (NCFHE, 2016) confirms that those, who found it difficult to find employment 
most often cited their lack of professional experience as a reason (65.7%). It was also interesting to note that 22.0% of 
graduates considered their age to have been a hindrance in finding employment, which may suggest that employers 
value attributes, such as maturity or independence, that are generally, acquired with age and may hinder young people 
from standing out in recruitment processes.

Besides that, research has shown that young people are more often recruited into definite or short-term contracts (Dietrich, 
2012; Verick 2009), which make them more prone to being let go first in times of economic downturn and downsizing of 
companies (Scarpetta et. al., 2010; Bell & Blanchflower, 2011a). This was particularly evident in the wake of the financial 
crisis (Dietrich, 2012; Bell &Blanchflower, 2011a; 2011b; Scarpetta et. al., 2010; Verick, 2009). Therefore, addressing the 
transition of young people from education to employment was given particular importance at European level (European 
Commission 2012b; Official Journal of the European Union 2011, 2012, 2013) with a focus on:

ensuring that young people leave education and training with the best possible support to obtain their first job is critical. 
Young people who face unemployment or a slow transition may experience long-term adverse effects in terms of future 
labour market success, earnings or family formation. This may in turn jeopardise public and private investment in their 
education and training, which results in a loss for society as a whole. This is particularly true in the context of demographic 
challenges, which put added pressure on Europe's increasingly scarce young people to integrate quickly and effectively 
into the labour market (Council of the European Union 2012: 3)

Indeed Figure 67 shows that following the financial crisis in 2008 the employment rate of young persons aged 20-34 
declined considerably, especially for those holding qualifications up to a post-secondary level of education.

2006 2007 2008 2009 2010 2011 2012 2013 2014 2015

100

95

90

85

80

75

70

65

60

Figure 67: Employment rate (in %) of 20-34 year olds having graduated from the indicated level of education in the past 1-3 years

Source: Eurostat, 2016
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While the impact of the financial crisis on the employment rate of young people in Malta was considerably more moderate, 
it is evident that the employment rate of school leavers holding at most a post-secondary level of education is lower than 
that of graduates from higher education and that it is more prone to fluctuation. Given that CEDEFOP forecasts that 
future employment opportunities arising until 2025 either from replacement demand or expansion will require higher 
education or a post-secondary level of qualification (CEDEFOP, 2015), young individuals that do not possess advanced 
qualifications will be competing for these jobs with older workers of the same skill level, who generally have more work 
experience.

All these considerations highlighted the need to gain further insight into the perception of employers of school leavers 
recruited without prior work experience in order to assess areas requiring particular focus along with possible measures 
for improvement.

Employers who declared to have recruited new staff in the last 3 years were asked in particular about the recruitment of 
school-leavers without work experience. Out of those 543 employers, 39.8% stated that they had recruited school-leavers 
without work experience in the past 3 years. As can be observed in Figure 68, small and medium-sized companies, more 
often than not recruit school-leavers who have not been previously employed. In fact, 50.9% of small companies, 74.4% 
of the medium-sized companies, but only 32.2% of micro companies have employed such school-leavers. The difference 
observed across all company sizes is statistically significant. 27.3% of respondents reported that they did not know 
whether they had recruited school-leavers without work experience or not.

On the other hand, no statistical significance was observed for the difference across the sectors regarding recruiting 
school-leavers with no previous experience.
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Employers were asked about the highest education level completed by school-leavers without previous work experience. 
As presented in Figure 69, employers employed school-leavers from higher levels of education with no previous experience 
more often than those who graduated from secondary and higher secondary levels. In fact, 52.8% of employers hired 
university level non experienced school-leavers and 42.1% of them hired non experienced school-leavers from further 
education colleges such as MCAST and ITS. On the other hand, 31.5% of employers had employed secondary school 
school-leavers and 13.0% of them had hired school-leavers from Sixth Forms or higher secondary levels. The tendency of 
employers to choose school-leavers with higher qualifications was also mentioned by participants in the workshops held 
during the launch event of the preliminary findings of this study. 

The differences by sectors of employment are statistically significant only for university and secondary school leavers. 
There is no statistical significance for the differences observed of school-leavers from the other education levels.

When comparing shares of school-leavers from university level who were recruited, by sector, the highest share pertained 
to the information and communication (80.0%), public administration and defence; compulsory social security; education; 
human health and social work activities (73.6%) and financial and insurance activities (70.0%) sectors. These fields, in 
general, have occupations that require technical expertise mainly acquired through higher level of studies and hence 
require specific qualifications. 

Secondary school-leavers with no previous work experience were mostly found to be recruited in the mining and quarrying; 
manufacturing; electricity, gas steam and air conditioning supply; water supply; sewerage, waste management (62.1%), 
construction (60.0%), and in wholesale and retail trade; repair of motor vehicles and motorcycles; transportation and 
storage; accommodation and food service activities (46.6%) sectors. These economic industries can absorb a large share 
of lower level education jobs given that they entail a number of manual, elementary occupations that do not necessitate 
high education levels.
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Figure 68: Recruitment of school-leavers without work experience in the past 3 years by size of company (N=543)
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Figure 69: Level completed by school-leavers without work experience before employment (Multiple response) (N=216)

Arts, entertainment and recreation, repair of household goods and other services

Public  administration and  defence; compulsory social security; 
education; human health and social work activities

Professional, scientific and technical activities; administrative 
and support service activities

Financial and insurance activities

Information and Communication

Wholesale and retail trade; repair of motor vehicles and motorcycles; 
transportation and storage; accomodation and food

Construction

Mining and quarrying; manufacturing; electricity, gas steam and air conditioning 
supply; water supply; sewerage, waste management

All cases

0 10 20 30 40 50 60 70 80 90

Figure 70: Level completed by school-leavers without work experience before employment by sector (in %) (N=216) 
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Employers were asked to rate the level of preparedness for work of school-leavers they employed without work experience. 
Ratings were on a scale of 1 (very well prepared) to 4 (very poorly prepared). Figure 71 displays the arithmetic means of 
the ratings provided by company size and Figure 72 by the school-leavers’ levels of education. Employers in general are 
more satisfied with the preparedness of school-leavers with university level qualifications (2.3) or from further education 
colleges (2.4). They were less satisfied with lower level school-leavers, namely secondary school leavers (2.9) and Sixth 
Form school-leavers (2.9). School-leavers with university level qualifications are generally older and more mature than 
their counterparts from lower education levels. This factor might have played a role in their transition into employment. 
Students from further education colleges were also rated well in terms of labour market preparedness.

The level of preparedness by size of company is only statistically significant for university school-leavers. There is no 
statistical significance for differences reported for all other study levels by size of company. There was also no statistical 
significance for the differences observed by economic sector for all education levels. Given that lower ratings mean better 
perceived preparedness, medium-sized companies and micro companies rated university school-leavers more favourably 
with rating scores of 2.1 and 2.3 respectively, than small or large companies, which rated school-leavers at 2.4 and 4.0. 

In addition to the preparedness of school-leavers in terms of knowledge, skills and competences, further dimensions 
related to graduate preparedness for the labour market have been identified and discussed in the sectoral workshops 
held during the launch of the preliminary findings of this study. These were mainly related to the preparation in terms 
of career planning and expectations. Participants generally agreed that fresh school-leavers enter the labour market 
without having sufficient awareness regarding career progression. Participants voiced the need for proper preparation of 
students for career building and opportunities of promotion.
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Figure 72: Level of preparedness of school-leavers without work experience (N=216)
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Figure 71: Level of preparedness of university level school-leavers without work experience by size of company (N=113)

1 = very well prepared, 4 = very poorly prepared

2 - 9 50 - 24910 - 49 250+ TOTAL

2.28%

2.41%

2.09%

4%

2.3%

2.89% 2.9%

2.35% 2.32%



86 87

SKILLS MISMATCHES Demographic changes in the composition of the labour 
force increased complexity of processes in organizations. 
The tendency to replace employees by ones who are 
better qualified affects the demand for higher levels 
of qualifications. As explained in the CEDEFOP report 
for the skills trends in Europe, these trends will lead 
to an overall decline in demand for those with low 
qualifications. The report also forecasts a decline in 
the share of those working in elementary occupations 
with low qualifications by 2025 from 44% to 33% in 
Europe. Employment of highly qualified individuals 
across Europe in all occupations in the next 10 years is 
expected to increase from 32% to 38% (CEDEFOP, 2016c). 
For Malta the projections are even more pronounced 
with a projected increase in the highly qualified labour 
force from 28.4% in 2013 to 39.2% in 2025 and a decline in 
those low qualified from 46.0% in 2013 to 29.4% in 2025 
(CEDEFOP, 2015).

In an attempt to respond to this trend, the Europe 2020 
strategy by the European Commission has put forward 
five headline targets to be achieved by 2020, including the 
reduction of Early School Leaving to under 10% and the 
increase in higher education attainment to at least 40% 
by 2020 (European Commission, 2010b). However, whilst a 
number of measures have been initiated to attain these 
targets in Malta, such as increasing and diversifying the 
provision of further and higher education or expanding 
student support, higher education attainment is still 
well below the average of the European Union (Council 
of the European Union, 2016). Moreover, when the quality 
and relevance of what is learned are not equally taken 
into consideration, school-leavers are at risk of leaving 
education and training without being adequately 
prepared to enter the labour market (European 
Commission, 2016c). It becomes therefore important 
to better identify and develop the required skills, 
competences, and qualifications. This will help limiting 
skills gaps and mismatches. It is in this context, that the 
European Commission has stressed that the challenges 
for Malta “include targeted outreach, improved access 
to training and partnerships between education and 
training institutions and employers” (Council of the 
European Union, 2016:6). This was also highlighted in 
the recent Malta Attractiveness Survey 2016 carried out 
by Ernst and Young among foreign direct investors in 
Malta. This survey stressed the importance of developing 

education and skills as the main policy concern to ensure 
the country’s continued global competitiveness (Ernst 
and Young, 2016).

The European Commission has identified a set of skills 
needed to cope with the constantly evolving labour 
market, namely basic skills, including literacy, numeracy, 
transversal skills, entrepreneurial skills, and digital skills 
(European Commission, 2016b). Along with increasing 
attainment in general and focusing on skills development 
in learners, it is crucial to ensure a correct match between 
the level of education and skills acquired, and the job 
position requirements. As stated previously, two forms of 
skills mismatch may be experienced, namely a horizontal 
mismatch, whereby the individual’s position meets their 
level of education, but not their field of study, or a vertical 
mismatch, whereby the individual’s job position matches 
their field of study, but not their level of education (ETC 
and MEDE, 2015).

 OVERQUALIFIED QUALIFIED TOTAL

SECTOR MATCH Overqualified/Match Qualified/Match Total Match

SECTOR MISMATCH Overqualified/Mismatch Qualified/Mismatch Total Mismatch

TOTAL Total Overqualified Total Qualified Grand Total

Figure 73: Conceptualisation of skill mismatch

Source: ETC, 2015

Skills needed by employers

Based on all responses collected from employers, the skills considered as most important were oral communication skills 
(78.7%), team-working skills (78.6%), English language skills (74.4%) and customer handling skills (72.3%) (Figure 74). 

When analysing the responses collected by company size it appears that small and medium-sized companies agree about 
the skills they consider as important. Indeed, the four skills considered as most important by employers of medium-sized 
companies were mentioned by between 82.8% and 91.8% of employers, whilst for small companies they were mentioned 
by between 79.2% and 90.3% of employers. In comparison, the four skills considered as most important by employers of 
micro companies were mentioned by between 70.4% and 75.7% of employers.

Moreover, there are slight differences in the skills, which are prioritised by employers depending on the size of their 
company. Both micro companies and small enterprises consider the four skills mentioned above as most important. 
However, the order in which they are mentioned varies slightly. In comparison, medium-sized companies consider written 
communication skills (84.8%) and problem-solving skills (82.8%) as most important following oral communication skills 
(91.8%) and English language skills (89.2%).
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Figure 74: Skills Needs (in %) (N=663)
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Overqualified staff

Apart from identifying the skills considered as important by employers, respondents were also asked to identify whether 
their staff was proficient in their job to the level required. Those employers, who stated that all of their staff were fully 
proficient to carry out the job to the required level, were asked whether some employees held both qualifications and skills 
that were more advanced than required for their current job. Employers were asked for each occupation to list the number 
of staff, who they considered to have both a higher level of qualification and more advanced skills than required for their 
current job. The share of overqualified staff in a given occupation was then calculated as a share of the total number of 
staff in that occupation for the respective employer.
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Figure 75: Total employment by occupation

Source: Jobsplus’ administrative data, June 2016
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In this regard it is good to recall the overall distribution of all current staff by occupation as presented in Figure 75 
hereunder. Service and sales workers make up the largest share of employees in Malta with a share of 18.6%, followed by 
professionals (17.4%), staff in elementary occupations (15.5%), clerical support workers (13.5%), technicians and associate 
professionals (12.3%), managers (8.5%), craft and related trades workers (7.5%) and plant and machine operators and 
assemblers (5.2%). Staff employed in occupations of the armed forces (0.8%) or as skilled agricultural, forestry or fishery 
workers (0.7%) make up the smallest share of employees in Malta.

78.7%

78.6%

74.4%

72.3%

70.1%

68.8%

68.4%

68.3%

64.6%

50.9%

48.8%

47.1%

32.7%

24.9%

21.2%

12.3%

6.6%

8.5

17.4

12.3

13.5

18.6

0.7

7.5

5.2

15.5

0.8



90 91

Figure 76 below indicates the distribution of overqualified staff by type of occupation as a percentage share of all current 
staff in that occupation. Overall the feedback from all respondents indicates that 6.4% of all current staff is overqualified. 
When requested to identify staff that hold a level of qualification or knowledge, skills or competences that exceed the 
requirements for their job, respondents stated that with 12.4% of all managers, 9.7% of all professionals and 7.3% of all 
clerical support workers, these were the occupations which were most likely to hold qualifications, knowledge, skills or 
competences which exceeded those demanded.  

The picture is slightly different when analysed by size of company. Micro companies indicate the highest share of 
overqualified staff among managers, service and sales workers and elementary occupations, while for small companies, 
overqualified staff is found among managers, craft and related trades workers and elementary occupations and for 
medium-sized companies among technicians and associate professionals, craft and related trades workers and plant 
and machine operators and assemblers. Thus, for micro and small companies overqualified staff is found in occupations 
of various skills levels, whilst for medium-sized companies they are found mostly in occupations that require more often 
qualifications at post-compulsory level.

Therefore, while on the whole overqualified staff is found mostly in occupations requiring skills levels beyond compulsory 
education, for micro and small companies, which make up the majority of companies in the Maltese labour market, 
overqualified staff is found across occupations of all skill levels. Moreover, micro companies appear to record the highest 
shares of overqualified staff.
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Figure 6: Overqualified staff by occupation (in %) (N=671)
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Not fully proficient staff by size of company

In contrast to overqualified staff, employers were also asked to indicate for which occupations they had employees 
that were not fully proficient to carry out the job to the level required by their employer. Employers were asked for each 
occupation to list the number of staff, who they considered not to be sufficiently proficient to carry out the tasks of their 
current job. The share of not fully proficient staff in a given occupation was then calculated as a share of the total number 
of staff in that occupation for the respective employer.

Figure 77 below indicates the distribution of not fully proficient staff by occupation out of all current staff. This data 
indicates that overall 8.1% of all current staff is not fully proficient. It appears that small companies have a below average 
share of not fully proficient staff with employers reporting an equivalent of 5.7% of all current staff not being fully 
proficient. In comparison, medium-sized companies appear to have an above average share of not fully proficient staff 
with 11.6% of all current staff being reported by employers as not being fully proficient.

When analysing the level of proficiency of staff by occupation and size of company it appears that overall, not fully 
proficient staff is found at all skill levels of occupations. Overall, the highest share of not fully proficient staff among 
all current staff may be witnessed among technicians and associate professionals, plant and machine operators and 
assemblers and staff employed in elementary occupations. However, differences depending on the size of the company 
were evident. Indeed, micro companies, small companies and medium-sized enterprises witness not fully proficient staff 
the most out of all current staff among the high and medium-skilled occupations. In comparison, large enterprises indicate 
the highest share of not fully proficient staff among all current staff among the medium and low-skilled occupations.
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Figure 77: Not fully proficient staff by occupation (in %) (N=671)
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Impact of staff who are not fully proficient 

Figure 78 indicates the feedback from employers on the impact of staff, who are not fully proficient, on their company. 
Responses varied, with 44.8% claiming that such lack in proficiency has a major impact and 46.1% indicating that the 
impact is minor.

Reasons for lack of proficiency of staff

When asking employers about the reasons for having staff who are not fully proficient, respondents cited staff lacking 
motivation (32.9%), employers being unable to recruit staff with the required skills (31.6%) and staff being new to their role 
either due to recently having started their job or as a result of having been promoted (30.5%) (Figure 79).

Skills lacking in staff who are not fully proficient

The skills generally considered as important by employers were reflected in the skills lacking in staff who are not fully 
proficient. Whilst the skills considered as most important by employers were oral communication skills (78.7%), team-
working skills (78.6%), English language skills (74.4%) and customer handling skills (72.3%), the skills lacking in staff who are 
not fully proficient were problem solving skills (43.0%), customer handling skills (37.7%), team-working skills (34.9%) and 
oral communication skills (31.8%) (Figure 80).Thus, again a lack in transversal skills appears to be considered by employers 
as a cause to limit the proficiency of employees. To some extent, this also means that proficiency is not necessarily linked 
to qualifications, as the skills required are of a generic rather than a specific nature. 

Discussions among stakeholders which occurred in the workshops and following the presentation of the preliminary results, 
further elaborated the skills shortages experienced by employers. Transversal or “soft skills” appeared to be important for 
all stakeholders’ groups who highlighted the need to integrate those skills, notably ethics, teamwork and communication 
skills, in curricula so as to give them due attention in preparation for life after completion of studies.

Figure 78: Impact of not fully proficient staff (in %) (N=141)
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Figure 79: Reasons for having staff who are not fully proficient (in %) (N=139)
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Figure 80: Skills needing improving in staff who are not fully proficient (N=139)

% of respondents

Problem solving skills

Customer handling skills

team-working skills

Oral communication skills

Planning and organisation skills

Multi-tasking skills

English language skills

Written communication skills

Technical skills

Basic IT

Numeracy skills

Any other skills

Literacy skills

Maltese language skills

Strategic management skills

Don't know

Adbanced IT

Other language skills

Initiatives undertaken to address the impact of staff who are not fully proficient 

Those companies with staff who are not fully proficient were also asked whether they have undertaken any initiatives to 
address the impact thereof or whether they are planning to do. The vast majority of employers, who consider part of their 
staff as not fully proficient, have undertaken such initiatives (74.6%) or are planning to do so (14.7%) (Figure 81). Only about 
10% of companies either did not undertake such initiatives or were unsure whether their company had undertaken such 
initiatives.

Figure 81: Initiatives undertaken to address the impact of staff who are not fully proficient (N=141)

Iniatives undertaken

no initiatives undertaken but plans to do so

No initiatives undertaken and no plans

Don't know
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The main initiatives mentioned by employers to compensate for the impact of the lack of proficiency of staff were an 
increased training activity, expenditure on training programmes or the expansion of trainee programmes (57.8%), followed 
by more supervision of staff (39.8%) or reallocation of work (25.0%) (Figure 82).

The recruitment of foreigners has been chosen by 18% of employers as a measure to compensate for staff who are not 
fully proficient. This topic had been extensively discussed during the workshops. Possible reasons that were mentioned 
include the limited Maltese supply in some occupations, the low wages offered for some positions, and the availability of 
some skills in the foreign market which are not available locally such as language skills or foreign market expertise.

The fact that most companies, which have undertaken initiatives to address the impact of having staff who are not 
fully proficient, have invested in more training of their staff augurs well for the promotion of the continuous professional 
development of staff. It also signals to Further and Higher Education providers that employers may be willing to invest in 
training of their staff to ensure that their skills are relevant to the work they are assigned. 
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Discussions during the workshops, however, stressed that such staff training cannot replace qualifications and that 
any attempt to make up for the resulting lack of competences by on-the-job training might cause additional stress on 
the employees. These discussions also suggested that the employers should recognize the applicants’ soft skills and 
acknowledge them in the recruitment processes.

UP-SKILLING Over the past 10 years the Maltese labour market 
witnessed a considerable increase in the employment 
rate for the age group 20-64 from 57.9% in 2006 to 67.8% 
in 2015 while the employment rate in the 28 European 
Union countries rose only slightly from 68.9% in 2006 
to 70.0% in 2015. As Figure 83 shows, this considerable 
increase in the employment rate in Malta is mainly due 
to an increase in the employment rate among women.

Figure 83: Employment rates of 20-64 year olds by sex (in %)

Source: Eurostat, 2016

EU (28) Total

EU (28) Males

EU (28) Females

Malta Total

Malta Males

Malta Females

2006 2007 2008 2009 2010 2011 2012 2013 2014 2015

80

70

60

50

40

30

This positive development needs to be supported by a continuous skills development of the workforce. The improved 
life expectancy, the increasing number of workers who are choosing to stay active in the labour market beyond their 
statutory retirement age as well as the shrinking workforce, all forecast a longer duration of workers in the Maltese labour 
market. Coupled with the ongoing fast paced changes which are leading to skill obsolescence, it becomes crucial to 
have continuous skill development way after entry into the labour market as a means to ensure a high quality workforce 
(Ministry for Education and Employment, 2014a). 

The 2014 National Employment Policy for Malta (ibid) proposes various initiatives to upgrade the skills of the workforce 
which would contribute to overcoming these challenges. Additionally, the National Lifelong Learning Strategy 2020 for 
Malta (Ministry for Education and Employment, 2014b) draws the light on the importance of promoting adult skills and 
personalised professional development. Several measures were proposed in relation to this strategy, notably to develop 
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Figure 82: Initiatives for overcoming the impact of having staff who are not fully proficient (N=105)
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programmes in cooperation with trade unions and employers’ associations to promote learning at the workplace, and 
to “integrate formal training and learning with informal learning processes in the workplace, accommodating training 
around work demands and minimising time spent off-site” (ibid: 27). Further measures were proposed with special focus 
on small firms who are at higher risk of being immersed in their prevailing culture; presenting the ’business case’ to small 
firms, encouraging the public learning organizations to adopt outreach mechanisms for small businesses, reducing 
training costs through targeted financial incentives and encouraging training partnerships between larger firms and 
small businesses (ibid).

Indeed, a better trained workforce translates into higher productivity and profitability for the business by attracting 
high-value added activities. This human capital in turn leads to higher economic growth and standards of living. Formal 
education, on–the-job training, experience gained throughout the years, and lifelong learning, all contribute to the 
formation and maintenance of human capital (Ministry for Education and Employment, 2014a).

Skills requiring improving among current staff

The research looked into the extent to which the skills of current staff require improvement according to the perception 
of their employers. On the whole, most employers were generally satisfied with the skills-set of their employees, with 33% 
of all respondents indicating that no particular skills required improving (Figure 84). Those employers, who felt that skills 
and competences of their staff could be improved, highlighted the need for improving planning and organising skills (19%), 
customer handling (17%) or team working skills (16%). 

These skills correspond in general to those skills considered as important by employers as indicated in chapter 9 on skills 
levels and skills mismatches. This is consistent, since it is plausible that employers would require the same skills from both 
current and prospective staff.
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Figure 84: Skills requiring improving among current staff (in %) (N=635)
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When analysing the employers’ perception of the skills requiring improvement among their employees (by size of their 
company) there appears to be statistically significant differences for a number of the skills indicated in Figure 84. Micro 
companies and large enterprises report that no particular skills require improvement significantly more often compared 
to small enterprises or medium enterprises. However, one exception appears to be the employees’ Maltese language 
competences. The emphasis given on increasing employees’ Maltese language skills increases significantly the larger the 
size of the company. Apart from that, small and medium companies more often report the need for improvements in their 
employees’ written communication, team working skills and other foreign language skills apart from Maltese or English. 

Statistically significant differences are also evident when comparing the feedback of employers by the economic sector 
their company operates in. Again, it appears that the public administration and defence; compulsory social security; 
education; human health and social work activities sectors more often report that no particular skills require improving 
compared to other sectors. Statistically significant differences were also found between different economic sectors with 
regard to the improvement of employees’ skills in advanced information and communication technology, planning and 
organising skills and other foreign language skills apart from Maltese and English. Skills in advanced information and 
communication technology are highlighted as requiring improvement among current staff more often by companies 
working in the related sectors, namely of information and communication and professional, scientific and technical 
activities; administrative and support service activities. In comparison, other foreign language skills apart from Maltese 
and English are required significantly more often by companies operating in the sectors of financial and insurance 
activities; professional, scientific and technical activities; administrative and support service activities. This might be 
linked to companies in these sectors dealing with foreign clients from non-English speaking countries. Planning and 
organising skills are highlighted significantly more often as requiring improving among their employees by companies 
operating in the information and communication, mining and quarrying; manufacturing; electricity, gas, steam and air 
conditioning supply; water supply; sewerage, waste management and remediation activities sectors.

On-the-job and off-the job training in the past 12 months

Employers were asked on the provision of training in the past 12 months, including both training carried out on-the-job 
as well as off-the-job. On the whole, 35.8% of all employers provided their staff with training off-the-job and 38.8% with 
training on-the-job.

When analysing the provision of training by company size, statistically significant differences were observed both for the 
provision of on-the-job and off-the-job training. The data suggests that both on-the-job and off-the-job training were 
more common for larger companies. Indeed, this trend is particularly pronounced for the provision of off-the-job training 
as is evident in Figure 85.
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Figure 85: Share of employers having provided their employees with on-the-job or off-the-job training in 
the past 12 months by size of company (in %) (N=671)

All cases 10 - 49 Employees2 - 9 Employees 50 - 249 Employees 250+ Employees
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Statistically significant differences with regard to the provision of on-the-job and off-the-job training are also evident when 
analysing the responses of companies by sector. Companies operating in the field of information and communication, 
financial and insurance activities and public administration and defence; compulsory social security; education; human 
health and social work activities report significantly more often to have provided their staff with training either on-the-
job or off-the-job in the past 12 months.

Training budget

Since the provision of training to staff may depend on the availability of a training budget for this purpose, the research 
also queried whether companies have an annual budget earmarked for staff training. Overall, 24.3% of companies indicate 
that they have an annual training budget, namely 11.4% with a training budget that excludes provisions for Continuous 
Vocational Training and 12.9% with a training budget that includes provisions for Continuous Vocational Training.

In line with the statistically significant difference observed for on-the-job and off-the-job training provided to staff 
depending on the company size, statistically significant differences were also observed for the availability of an annual 
training budget. This suggests that a significantly higher share of larger companies have a dedicated training budget 
when compared to smaller companies (Figure 86). This is plausible in view of the significantly higher share of larger 
companies providing on-the-job and off-the-job training.
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Figure 86: Share of employers with an annual training budget by size of company (in %) (N=671)

All cases 10 - 49 Employees2 - 9 Employees 50 - 249 Employees 250+ Employees
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Similarly, when analysing the feedback by sector, a significant difference was observed for the availability of an annual 
training budget depending on the sector of the company. Consistent with the findings above regarding the sectors 
with significantly higher shares of companies providing training to their staff, significantly higher shares of companies 
operating in the field of information and communication, financial and insurance activities and public administration and 
defence; compulsory social security; education; human health and social work activities also reported to have a dedicated 
annual budget for training in order to support such activities. 

Related to resources available for continuous staff development, discussions which took place in the workshops following 
the presentation of the preliminary findings mentioned the need to develop the training and mentoring skills of employees 
who may serve as mentors for other employees. This ’train the trainer’ initiative ensures a more efficient transmission of 
knowledge and competences among employees.

Type of training undertaken

Looking into the type of training provided by employers to their staff, as shown in Figure 87, the most common type of 
training is job specific. Indeed, 73.8% of respondents, who have provided their staff with training in the past 12 months, have 
provided them with job specific training, followed by training in health and safety (33.8%) and induction training (32.5%). 
This deviates somewhat from the skills employers highlighted as requiring improvement among their staff, (i.e. soft skills 
such as planning and organising, customer handling or team work). However, it appears that employers most often invest 
in job specific training rather than the development of transversal skills, possibly because these are a necessity or legal 
obligation rather than being merely desirable.
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Figure 87: Type of training provided by employers (in %) (N=335)
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The data also suggests statistically significant differences in the type of training provided to staff depending on the 
size of the company. This is the case for health and safety training, supervisory training and management training. In all 
instances, large companies report significantly higher shares of such training being provided to their staff. This is plausible 
bearing in mind that larger companies tend to consist of a number of sub-units and may be subject to a complex division 
of labour, requiring management and supervision apart from being prone to health and safety concerns.

Statistically significant differences were also observed with regard to the type of training provided to employees 
depending on the sector of operation of the respective company. Such differences were observed with regards to the 
provision of induction training, health and safety training, management training, training in new technologies and other 
types of training. Consistent with their sector of operation, companies in the field of mining and quarrying; manufacturing; 
electricity, gas, steam and air conditioning supply; water supply; sewerage, waste management and remediation activities, 
construction and arts, entertainment and recreation, repair of household goods and other services indicate that they 
provide their staff with health and safety training significantly more often than companies from other sectors. Certainly, 
the nature of the work carried out by companies operating in these sectors requires staff to be highly sensitive to health 
and safety concerns, which may explain the considerably higher incidence of such training being carried out in these 
sectors. Likewise, companies operating in the information and communication or arts, entertainment and recreation, 
repair of household goods and other services sectors report significantly higher shares of training being provided in the use 
of new technologies, which may be linked to the high reliance on, provision of and services related to such technologies by 
these companies. Given such high reliance on technology or standardised operations and possibly due to high customer 
interaction of companies in these sectors apart from companies operating in the field of wholesale and retail trade; repair 
of motor vehicles and motorcycles; transportation and storage; accommodation and food service activities this may also 
explain why respondents from these sectors indicate significantly higher shares of induction training being provided to 
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their staff. Moreover, companies from the information and communication or financial and insurance activities sectors 
indicate significantly higher shares of management training being carried out. Companies operating in the financial 
and insurance activities, professional, scientific and technical activities; administrative and support service activities 
and public administration and defence; compulsory social security; education; human health and social work activities 
sectors provide other types of training significantly more often. Such training may include, amongst others, training 
related to finance and insurance, sales and customer care, the provision of soft skills, language proficiency or proficiency 
in information and communication technologies. Such training, therefore, mirrors very closely the main area of operations 
of companies in these sectors, which may explain the significantly higher incidence of training provided to employees in 
such areas. 

The discussions held during the workshops stressed the importance of having staff training for all occupations within an 
organization, specifically in those areas which are at higher risk of staff turnover. Training offered at all levels would ensure 
continuous staff development, increase motivation and compensate for shortages in skills or staff turnover.

Figure 88: MQF Level rating of training provided by employers (in %) (N=335)
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When analysing the feedback by sector, it appears that there are statistically significant differences in the level of training 
provided to staff by companies depending on their sector of operation. This is the case for training level rated at MQF level 
1, at MQF level 4 and at MQF level 5. 

Training, which is level rated at MQF level 1, is more often provided to staff working in companies operating in the 
information and communication, wholesale and retail trade; repair of motor vehicles and motorcycles; transportation 
and storage; accommodation and food service activities or construction sectors. This appears to be linked to staff 
training on health and safety or induction. This training is provided particularly often to staff working in information 
and communication, wholesale and retail trade; repair of motor vehicles and motorcycles; transportation and storage; 
accommodation and food service activities or construction sectors. Such training is level rated at MQF level 1.

In comparison, training level rated at MQF level 4 is provided more often by companies operating in the professional, 
scientific and technical activities; administrative and support service activities, public administration and defence; 
compulsory social security; education; human health and social work activities and arts, entertainment and recreation, 
repair of household goods and other services sectors.

Companies operating in the information and communication, financial and insurance activities, professional, scientific 
and technical activities; administrative and support service activities and arts, entertainment and recreation, repair of 
household goods and other services sectors also frequently provide training rated at MQF level 5. Companies from these 
sectors indicated high incidences of training in new technologies and other types of training. These include, amongst 
others, training related to finance and insurance, sales and customer care, the provision of soft skills, language proficiency 
or proficiency in information and communication technologies, which may be commensurate with knowledge, skills and 
competences attained at MQF levels 4 and 5. This may explain the higher incidence of training provided at these levels by 
companies operating in these sectors.

On the whole, it may be observed that staff working in the sector of information and communication receive more often 
training at MQF level 1, when compared to staff in other sectors. This training includes health and safety or induction 
training, as well as training at more advanced levels, such as training related to new technologies.
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CO OPERATION 
BETWEEN 
EMPLOYERS 
AND EDUCATION 
PROVIDERS

Cooperation between employers and education 
providers can have many forms; employers’ participation 
in the classroom through talks and lectures, employers’ 
involvement in curriculum design or programme 
accreditation, work based learning, mentoring, knowledge 
transfer, apprenticeships and other forms of trainings.

Developing such cooperation between employers 
and education providers can enhance the quality of 
education and training provision, including teaching 
and learning practices. A stronger connectivity between 
providers and employers can ensure smooth transitions 
for learners into the labour market. This ultimately 
benefits both education providers and employers as it 
helps to equip the individual with the adequate skills to 
function successfully in the labour market (Quality and 
Qualifications Ireland, 2014).

The transition from the world of education to employment 
has recently attracted much attention on a global scale. 
This topic has been mentioned, among others, in the 
Europe 2020 strategy, the Entrepreneurship Action Plan 
2020 (European Commission, 2013), CEDEFOP’s Skills 
Matching Challenge (CEDEFOP, 2010)and the OECD 
Better Skills, Better Jobs, Better Lives: A Strategic 
Approach to Skills Policies (OECD, 2012).

According to the Education and Training Monitor 2015, 
transition from education to the labour market in Malta 
is easier than in most other EU countries. However, more 
attention is needed to develop the skill levels among 
the Maltese workforce. In particular, it appears that the 
supply of skills by education and training providers has 
not yet fully adjusted to the labour market’s requirements. 
Despite an increased work-based learning, there remains 
room for improvement regarding partnerships between 
providers and employers, specifically in what concerns 
business involvement in the design of higher quality 
apprenticeships (Directorate General of Education and 
Culture, 2015).
 

All employers who participated in the survey were asked whether they thought there should be some form of cooperation 
with the education providers when designing study programmes. As highlighted in Figure 89, the vast majority of 
respondents were in favour of cooperating with educational institutions. A total of 553 employers, forming 94.7% of all 
the participants, stated that there should be such cooperation. There was no statistical significance for the differences 
observed by size of employer or by sector of employment.

The strong views in favour of cooperation between employers and education providers were evident among other 
stakeholders as well. The feedback collected during the presentations of the preliminary key findings of this study 
highlighted the need for a wider discussion on how a dialogue between education providers and employers is best 
achieved. Employers’ representatives, education providers, career guidance and student services professionals agreed 
that such cooperation should ensure the relevance of education to the labour market without restricting the focus of 
education merely as preparation for a particular job.

Employers who mentioned that there should be some form of cooperation between employers and education providers 
were asked whether they have already participated in such cooperation. As reported in Figure 90, 80.8% of those 
who thought they should cooperate with education providers for developing study programmes had never previously 
participated in any form of such cooperation. 

Figure 89: Views of employers whether they should cooperate with education providers for designing study programmes (N=584)
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Figure 90: Previous participation in cooperation with education providers (N=553)
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On the other hand, out of all employers who thought they should be cooperating with education providers for the design 
of study programmes, almost 19.2% of respondents had previously cooperated with education providers. This cohort was 
asked to provide an explanation about the cooperation in which they participated and responses were coded into five 
major categories. The largest group of employers mentioned that they had been involved in consultations and meetings 
with education providers where they provided feedback through talks and questionnaires regarding skills needs and 
shortages on the labour market and the study programme development. A smaller share of those consultations and 
meetings were in the scope of a formal cooperation with a particular educational institution. The majority seemed to be 
of an ad-hoc or informal nature.

A second large group of employers had been engaged in mentoring of students by offering work placements, job shadowing 
or summer jobs. They had reported to have accepted trainees from education institutions or hosted workshops and short 
student visits to the workplace. When compared to the above two large groups who had a consultative/supportive role, 
a smaller share, less than 10% of those who had been involved in any form of cooperation with education providers, had 
reported to have been actively engaged in actual design of study programmes or syllabus reviews. A number of employers 
reported to have hosted foreign students for work placements through international cooperation with institutions abroad. 
A last group of employers had participated in EU or national projects related to this topic, notably skills shortages of 
school-leavers in the labour market.

Those employers who had not been previously involved in any cooperation with education providers were asked whether 
they would be willing to participate in such cooperation in the future. The vast majority (more than 84.1%) responded 
favourably as seen in Figure 91.

Figure 91: Willingness of employers to participate in future cooperation with education providers (N=283)
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The discussions which followed the launch and presentation of the preliminary key findings of this research project strongly 
emphasized the role of employers in setting up such cooperation. It was highlighted that to ensure that education is 
relevant to the labour market, efforts are needed not only from education providers, but also from employers by providing 
opportunities for work placements/ internships at all levels of education. In this regard it was suggested to analyse more 
closely employers’ willingness to participate in collaboration with education providers.

Reasons Frequency Percentage

The structures for cooperation with education providers are not in place 141 31.5%

Education providers are unwilling to engage in such cooperation 20 4.5%

We are lacking human resources to undertake such cooperation 125 28.0%

We are lacking expertise on design of curricula and study programmes 54 12.0%

Other 159 35.6%

VALID TOTALS 447

Table 10: Reasons for not participating in cooperation with education providers (Multiple choice) (N=447)

Those employers who stated that there should be cooperation between employers and education providers for developing 
and designing study programmes, but who, nevertheless, had never participated in such cooperation were asked for the 
reasons explaining this situation8. As shown in table 6, 31.5% of respondents indicated that there was a lack of structures 
for cooperation with education providers, 28.0% reported their lack of human resources to undertake such cooperation, 
and almost 12.0% lacked expertise in designing of curricula and study programmes. Only 4.5% of employers thought that 
education providers were unwilling to cooperate with employers.

However, 35.6% of those employers mentioned other reasons preventing them from cooperating with educational 
institutions. The most frequently mentioned of those other reasons was the lack of opportunity for such activities. 
Employers explained that they have not been approached for such cooperation. Another frequent reason was lack of 
information regarding opportunities and procedures to establish such cooperation. In addition, employers also declared 
that they were too small for such cooperation, that they were newly established in the market, that procedures for 
cooperation were too bureaucratic or that they do not perceive the benefits or needs for such cooperation.

Figure 92 shows the reasons for not cooperating with education providers as provided by the employers by company 
size. The differences by size of company were found to be statistically significant only for the two reasons “The 
structures for cooperation with education providers are not in place” and “Education providers are unwilling to engage 
in such cooperation”. It can be noticed that lack of structures for cooperation with education providers was the main 
challenge across all company sizes. Larger companies seem to have reported this reason more often as their cause for 
not participating in cooperation.  Medium-sized companies have reported that the education providers were unwilling to 
engage in such cooperation more frequently than respondents from micro, small or large companies.

8   The number of valid respondents for this question refers to the number of employers that replied to this question. Such employers had the option of providing more than one reason  
 as to why they would not be in a position to cooperate with education providers. Therefore, although 447 employers replied to this question, the number of replies to the reasons   
 provided amounted to 499 since various employers chose more than one reason. The same applies for the workings of the percentages. Since each reply was considered as a share of  
 the total number of employers and not replies, the subsequent total of percentages amount to more than 100% because the 100% corresponds to the number of employers and not 
 of replies.
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Figure 92: Reasons for not cooperating with education providers by company size (N=447)
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Figure 93: Reasons for not participating in cooperation with education providers by sector (N=439)
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There appears to be no statistical significant difference in employers from different sectors assessing the willingness of 
education providers to cooperate with representatives from the world of work. However, for all other reasons given by 
employers for not being in a position to cooperate with education providers there appear to be statistical significant 
differences in the feedback received from different sectors. As can be analyzed from Figure 93, the construction, 
information and communication, and wholesale and retail trade; repair of motor vehicles and motorcycles; transportation 
and storage; accommodation and food service activities sectors, seem to be mainly mentioning the lack of human 
resources to undertake such cooperation and more particularly the lack of in house expertise regarding curricular design. 
Other sectors have mentioned the lack of structures for cooperation with education providers more often as reasons for 
not participating in such cooperation.
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RECOMMENDATIONS
Following the presentations of the preliminary key findings of this study, several workshops with stakeholders by sector 
have been organized to compile their views and interpretation of the data presented. The discussions formed a rich basis 
for data analysis and helped draw a number of recommendations pertaining to different aspects of the research topic:

1. Policy decisions on skills demand and supply are to 
involve stakeholders at the different phases of the 
policy cycle;

2. A structured dialogue between education providers 
and employers should be developed to ensure a more 
active participation of employers in the design and 
delivery of education programmes;

3. Compulsory education curricula should include work 
ethics and the development of soft skills; 

4. Stakeholders are to strengthen their focus on the 
validation of informal and informal learning;

5. International short term mobility specifically for 
work placements abroad can be additional means 
to expose students to new skills that could not be or 
have not been learned in the classroom;

6. Social partners are to discuss and where applicable, 
review salaries and working conditions when a 
particular job is no longer attracting labour supply;

7. Trainers are to be subjected to train the trainer 
courses that enable them to learn how to deliver their 
message and assess in a more effective manner;

8. Education and training institutions should ensure 
that  provision of information on regulations and work 
practices, as well as guidance on training courses are 
available for all those interested to work in Malta; 

9. Career guidance and information about training and 
funding opportunities should also be available for 
individuals who are in the labour market; 

10. Marketing campaigns are to be strengthened to 
ensure that present and potential employees are 
aware of the opportunities arising in different sectors. 
This includes halting myths attributed to a number of 
occupations;

11. Young people are to be provided with career 
guidance on what is expected by employers and the 
labour market at large. This includes also information 
and where necessary training on the attitude and 
aptitude expected from an employee;

12. Focus is to be placed on innovation and diversification 
of various niches within the labour market;

13. Training opportunities as well as funding initiatives 
towards the development of skills are to be 
strengthened;

14. Investment in training courses which are flexible 
both to the needs of trainees and employers is to 
be reinforced. These include alternative learning 
programmes, flexible hours and methods of learning, 
as well as adequate support structures (such as child 
care);

15. Minimising staff turnover and ensuring satisfaction of 
employees are central to productivity. Stakeholders 
should be encouraged to collaborate towards such 
goals;

16. Employers should support career progression by 
developing careers horizontally. This can also address 
the challenge of unfilled vacancies;

17. Employers should consider introducing (where not 
already in place) the concept of mentoring;

18. Investment should be placed on job fairs which 
represent the right forum for interaction and sharing 
of information between industries and prospective 
employees;

19. The introduction of a knowledge-transfer programme 
should be designed, to ensure that companies 
preserve competence and knowledge;

20. Quality-assurance should become an integral part of 
education, training and work practices.
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AN N EX  2: 

NACE CLASSIFICATION LIST

NACE 
GROUP

NACE DESCRIPTION  

A Agriculture, Forestry & Fishing

 1.00 Crop and animal production, hunting and related service activities

 2.00 Forestry and logging

 3.00 Fishing and aquaculture  

B Mining & Quarrying  

 5.00 Mining of coal and lignite

 6.00 Extraction of crude petroleum and natural gas

 7.00 Mining of metal ores

 8.00 Other Mining & Quarrying

 9.00 Mining support service activities

ANNEX I : 

REFERENCING OF THE MALTA 
QUALIFICATIONS FRAMEWORK (MQF) 
TO ISCED 2011

Malta Qualifications Framework ISCED 2011

8 Doctoral Degree 8 ISCED 8
Doctoral Degree/PhD or equivalent

7 Master’s Degree

Postgraduate Diploma

Postgraduate Certificate

7 ISCED 7
Master’s Degree or equivalent

6 Bachelor’s Degree 6 ISCED 6
Bachelor’s Degree or equivalent

5 Undergraduate Diploma

Undergraduate Certificate

Higher Education Certificate

Foundation Degree

VET Higher Diploma

5 ISCED 5
Short-cycle tertiary education

4 Matriculation Certificate

Advanced Level

Intermediate Level

VET Diploma (e) 4 ISCED 4
Post-secondary education

3 General Education Level 3

SEC Grade 1-5
VET Level 3 (d) 3

ISCED 3
Upper-secondary education

2 General Education Level 2

SEC Grade 6-7

Secondary Education School 
Certificate and Profile (B)

VET Level 2 (c) 2

1 General Education Level 1

Secondary Education School 

Certificate and Profile (A)
VET Level 1 (a) (b) 1

ISCED 2
Lower secondary education

ISCED 1
Primary education

(a) Attainment of the Basic Employment Passport together with either the Adult Skills Certificate or MQC 8 Key Competences at Level 1 are also considered 
as a Full VET Level qualification

(b) The NCFHE recommends that a full VET Level 1 qualification should enjoy the same parity of esteem as a Secondary School Certificate and Profile (A)

(c) The NCFHE recommends that a full VET Level 2 qualification should enjoy the same parity of esteem as a Secondary School Certificate and Profile (B) 
/ SEC Grades 6-7

(d) The NCFHE recommends that a full VET Level 3 qualification should enjoy the same parity of esteem as General Education Level 3/SEC Grades 1-5

(e) The NCFHE recommends that a full VET Diploma should enjoy the same parity of esteem as the Matriculation Certificate

Source: NCFHE Further and Higher Education Statistics, 2014-2015
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D Electricity, Gas, Steam & Air 
Conditioning Supply

 

 35.00 Electricity, gas, steam and air conditioning supply

E Water Supply; Sewerage, Waste 
Management & Remediation 
Activities

 

 36.00 Water collection, treatment and supply

 37.00 Sewerage

 38.00 Waste collection, treatment and disposal activities; materials recovery

 39.00 Remediation activities and other waste management services

F Construction  

 41.00 Construction of buildings

 42.00 Civil engineering

 43.00 Specialised Construction activities

G Wholesale & Retail Trade; 
Repair of Motor Vehicles & 
Motorcycles

 

 45.00 Wholesale and retail trade and repair of motor vehicles and motorcycles

 46.00 Wholesale trade, except of motor vehicles and motorcycles

 47.00 Retail trade, except of motor vehicles and motorcycles

C Manufacturing  

 10.00 Manufacture of food products

 11.00 Manufacture of beverages

 12.00 Manufacture of tobacco products

 13.00 Manufacture of textiles

 14.00 Manufacture of wearing apparel

 15.00 Manufacture of leather and related products

 17.00 Manufacture of paper and paper products

 18.00 Printing and reproduction of recorded media

 19.00 Manufacture of coke and refined petroleum products

 20.00 Manufacture of chemicals and chemical products

 21.00 Manufacture of basic pharmaceutical products and pharmaceutical 
preparations

 22.00 Manufacture of rubber and plastic products

 23.00 Manufacture of other non-metallic mineral products

 24.00 Manufacture of basic metals

 25.00 Manufacture of fabricated metal products, except machinery and 
equipment

 26.00 Manufacture of computer, electronic and optical products

 27.00 Manufacture of electrical equipment

 28.00 Manufacture of machinery and equipment n.e.c.

 29.00 Manufacture of motor vehicles, trailers and semi-trailers

 30.00 Manufacture of other transport equipment

 31.00 Manufacture of furniture

 32.00 Other Manufacturing

 33.00 Repair and installation of machinery and equipment
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L Real Estate Activities  

 68.00 Real Estate Activities

M Professional, Scientific & 
Technical Activities

 

 69.00 Legal and accounting activities

 70.00 Activities of head offices; management consultancy activities

 71.00 Architectural and engineering activities; technical testing and analysis

 72.00 Scientific research and development

 73.00 Advertising and market research

 74.00 Other Professional, Scientific & Technical Activities

 75.00 Veterinary activities

N Administrative & Support 
Service Activities

 

 77.00 Rental and leasing activities

 78.00 Employment activities

 79.00 Travel agency, tour operator and other reservation service and related 
activities

 80.00 Security and investigation activities

 81.00 Services to buildings and landscape activities

 82.00 Office administrative, office support and other business support activities

O Public Administration &  
Defence; Compulsory Social 
Security

 

 84.00 Public Administration & Defence; Compulsory Social Security

H Transportation & Storage  

 49.00 Land transport and transport via pipelines

 50.00 Water transport

 51.00 Air transport

 52.00 Warehousing and support activities for transportation

 53.00 Postal and courier activities

I Accommodation& Food 
Service Activities

 

 55.00 Accommodation

 56.00 Food and beverage service activities

J Information & Communication  

 58.00 Publishing activities

 59.00 Motion picture, video and television programme production, sound recording 
and music publishing activities

 60.00 Programming and broadcasting activities

 61.00 Telecommunications

 62.00 Computer programming, consultancy and related activities

 63.00 Information service activities

K Financial & Insurance 
Activities

 

 64.00 Financial service activities, except insurance and pension funding

 65.00 Insurance, reinsurance and pension funding, except compulsory social 
security

 66.00 Activities auxiliary to financial services and insurance activities
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AN N EX  3 : 

ISCO CLASSIFICATION LIST

1 Managers Highly skilled non-manual

2 Professionals Highly skilled non-manual

3 Technicians and associate professionals Low skilled non-manual

4 Clerks and support workers Low skilled non-manual

5 Services and sales workers Low skilled non-manual

6 Skilled agricultural, fishery and forestry workers Skilled manual

7 Craft and related trade workers Skilled manual

8 Plant and machine operator and assemblers Skilled manual

9 Elementary Occupations Elementary occupations

0 Armed Forces  

P Education  

 85.00 Education

Q Human Health & Social Work 
Activities

 

 86.00 Human health activities

 87.00 Residential care activities

 88.00 Social work activities without accommodation

R Arts, Entertainment & 
Recreation

 

 90.00 Creative, arts and entertainment activities

 91.00 Libraries, archives, museums and other cultural activities

 93.00 Sports activities and amusement and recreation activities

S Other Service Activities  

 94.00 Activities of membership organizations

 95.00 Repair of computers and personal and household goods

 96.00 Other personal service activities

T Activities Of Households as 
Employers, Undifferentiated 
Goods & Services -  producing 
Activities of Households for 
own use

 

 97.00 Activities of households as employers of domestic personnel

 98.00 Undifferentiated goods- and services-producing activities of private 
households for own use

U Activities of Extraterritorial 
Organisations & Bodies

 

 99.00 Activities of Extraterritorial Organisations & Bodies

Source: Eurostat, 2008
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