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“By the end of the next year*, around 15 million new jobs is 

needed to get OECD countries back to pre-crisis levels 
of unemployment. That’s the “jobs gap”. 

 
Paradoxically, there is also a “skills gap” – a shortage of 

qualified people to fill job vacancies. The companies in 
Europe have around three million unfilled vacancies. 

  
Why? Despite high unemployment, they still can’t find the 

right people.” 
 
    David Arkless, Manpower Inc., BBC’s World Debate, 8th 

of July 2010 
* 2011 



Skills gap: Why now and not later? 

 
• OECD Secretary-General Angel Gurría pointed out, 

“thinking about skills now is an act of foresight”. If we wait 
to act until economies recover, it will be too late.  
 

• Education and training as an investment in the future will 
be key but this could be at risk as governments seek to 
cut back on spending.  
 

• “If we don’t invest in education, we’ll be having this same 
debate in 10 years.” Sharan Burrow, head of the 
international labour body ITUC. 

                                     
                                    BBC’s World Debate, 8th of July 2010 

 



Agenda 

 
1. Before the Start: Skills-Gap basic questions 
2. Focus I: Competency model 
       - Selected practice: O*NET 
3. Focus II: S-G Methodology 
       - Selected practice: CEDEFOP* methodology    
         for sectoral analysis 
4.   Discussion 
5.   Concluding remarks 
 

* European Centre for  the Development of Vocational Training 



Before the Start: S-G basic questions 
 

 
• What is the purpose of the skills gap in 

Western Balkans? 
• What kind of skills gap could be 

conducted?  
• What competency models could be used 

(if any)? 
• Which methodologies can be 

implemented? 



1. What is the purpose of the   
skills gap in Western Balkans? 
Skills-gap and country competitiveness: 

 

a) Which sectors in your economy could contribute 
to improving your country’s competitiveness? 

b) What are the key occupations related to the 
sectors above?  

c) Which skills would need to be raised in each of 
those occupations resulting in greater sector 
competitiveness?  



2. What kind of skills gap could 
be conducted?  

1) Country level 

• Vertical: one sector 

• Horizontal: several sectors (one or several skills) 

• Systemic (educational system, science system) 

2) Organizational level (company, public 
administration) 

3) Departmental level (marketing, HR, finance) 

4) Individual level (abilities, personality traits, 
knowledge, skills) 



Focus 1: Competency models 
 

• A competency* is the capability to apply 
or use a set of related knowledge, skills, 
and abilities required to successfully 
perform “critical work functions” or tasks in 
a defined work setting.  

• A competency model* is a collection of 
competencies that together define 
successful performance in a particular 
work setting.  

* “Technical Assistance Guide for Developing and Using Competency Models: One solution for the workforce developing system”, Personnel  
Decisions Research Institutes, Inc. (PDRI), 2005; updated by JBS International, Inc., Aguirre Division in 2012; supported by  
U.S. Department of Labor, Employment and Training Administration (ETA). 



Importance of the  
Competency Models 

• Clearly present the attributes important for the particular 
sector and/or occupation 

 
• Resource for multiple use:  

 communicate industry needs  
 career exploration and guidance 
 workforce program planning and labor pool analysis 
 curriculum evaluation, planning, and development 
 human resource services to business 
 certification, licensure, and assessment development  
 industry models and registered apprenticeship   
 

•  Significant savings of time and financial resurces 
 



Elements of the  
competency models 

• Competency names and detailed definitions  

• Descriptions of activities or behavior associated 
with each competency  

• A diagram of the model  

• Sometimes: include information about the skills 
and abilities required for different levels of 
mastery, or information about the level of 
competence required at different occupational 
levels  



Building Blocks Model* 
 
• The tiers of the model are 

divided into blocks 
representing the skills, 
knowledge, and abilities 
essential for successful 
performance in the industry 
or occupation  

       represented by the model.   
 
• Each competency is 

described by key behaviors 
or by examples of the 
critical work functions or 
technical content common 
to an industry.   
 

• Note: a competency 
describes a behavior, but 
does not attempt to 
describe a level of 
performance, or 
competence.   

Generic building blocks pyramide 
http://www.careeronestop.org/CompetencyModel/pyramid.aspx 

**U.S. Department of Labor, Employment and Training Administration (ETA) 

 
 

OS 
 

 
Industry technical  

Competences 
Wide and sector based 

Workplace competencies 
Motives and traits 

Academic Competencies 
Cognitive functions and thinking styles 

 

Personal effectiveness competencies 
“Soft” skills 

Occupation  
Specific 



Selected practice:  
Introduction to O*NET 

 

• O*NET: Occupational Information Network 

• Comprehensive data base of worker 
(KSA) and occupational characteristics 
(job tasks) and requirements 

• Common language for: job & training 
seekers, career counselors, HR personnel, 
employers, training providers 



O*NET Job Families 

• 11-0000 Management Occupations 
• 13-0000 Business & Financial Operations Managers 
• 15-0000 Computer & Mathematical Science Occupations 
• 17-0000 Architecture & Engineering Occupations 
• 19-0000 Life, Physical Science & Social Science 

Occupations 
• 21-0000 Community & Social Service Occupations 
• 23-0000 Legal Occupations 
• 25-0000 Education, Training & Library Occupations 
• 27-0000 Arts, Design, Entertainment, Sports, & Media Occs. 
• 29-0000 Health Practitioners & Technical Occupations 
• 31-0000 Health Support Occupations 
• 33-0000 Protective Service Occupations 

23 O*NET/SOC MAJOR OCCUPATIONAL CATEGORIES 



Cont’d: O*NET Job Families 
23 O*NET/SOC MAJOR OCCUPATIONAL CATEGORIES (Cont.) 

• 35-0000 Food Preparation & Serving Occupations 
• 37-0000 Building & Grounds Cleaning Maintenance Occs. 
• 39-0000 Personal Care & Service Occupations 
• 41-0000 Sales Occupations 
• 43-0000 Office & Administrative Support Occupations 
• 45-0000 Farming, Fishery, & Forestry Occupations 
• 47-0000 Construction & Extraction Occupations 
• 49-0000 Installation, Maintenance & Repair Occupations 
• 51-0000 Production Occupations 
• 53-0000 Transportation & Material Moving Occupations  
• 55-0000 Military Service Occupations  



O*NET Skills:  The Content Model 

Worker Characteristics 

Worker Requirements 

Experience Requirements 

Occupation Requirements 

Occupation-Specific 
Information 

Occupation Characteristics 



The O*NET Content Model 

Worker 
Characteristics 

Worker 
Requirements 

Experience 
Requirements 

Occupational 
Requirements 

Occupation-
Specific 
Information 

Occupation 
Characteristics 

Worker Descriptors Job Descriptors 



Content Model:  Sub-Domains 
Worker Characteristics 

Abilities 
Interests 

Work Styles 

Abilities 
Cognitive 

Psychomotor 
Physical 
Sensory 

Cognitive 
Verbal  

Idea Generation 
Reasoning 

Quantitative 
Perceptual 

Spatial 
Attentiveness 

Verbal 
Oral Comprehension 

Written Comprehension 
Oral Expression 

Written Expression 
 
 

   RATINGS: 
+ Importance 
+ Competency 
     Level 



O*NET Exploration 

 

• http://www.onetonline.org/ 

 



Advantages of O*NET 
 

• The most comprehensive data base of competencies in 
the world 

• Competence testing available for individual use for free 
• Comparison on competencies levels for different 

occupations 
• Career exploration tool 
• Used by workforce policy makers, academics, 

practicioners at the same time and receives inputs from 
all of them as well 

• Continuously up-dated based on the feedbacks from the 
market and the foresight as well 

• Available at the public domain and completely free 
• Learning platform for stakeholders: O*NET Academy 

http://www.onetacademy.org/  



Limitations of O*NET  
for WB economies 

• Horizontal distribution of responsibilities for the 
skills gap analysis and skills shortages on the 
market (across the ministries) 

• English language (some people are not skilled 
in using it) 

• Not aligned with the tools currently in use by 
the Employment Services 

• Different occupational clasifications 

• Other? 



3. Focus II: S-G Methodology 

 

        

• Methodology is a tool to support the most efficient way 
for achieving the purpose and aims of the skills gap 
analysis 

• One or multiple methods could be used depending on 
the purpose: questionnaires, focus groups, interviews 

• It is recommended beside the available concrete data for 
analysis to use the foresight methodology as well 
supported by the industrial (economic) policy planning 
and experiences from the other countries 

• Reason: sources of available data are also subject to the 
skills gap bias (people) or do not provide all needed 
information 



Selected practice: CEDEFOP* 
methodology for sectoral analysis 
INTRODUCTION TO GREEN ECONOMY 
‘We must see that “green” and growth go together’** 
 

“The economic crisis has accelerated structural change 
within many sectors. There is an urgent need for 
strategies to help ‘displaced’ people leave declining 
economic sectors and find employment in more viable 
activities.   

• Such  activities  include  green  jobs  and  jobs  in  
‘green’  sectors  that encourage eco-friendly production 
and consumption not only to create a more sustainable 
economy, but also to generate quality jobs.”*  

*“Green skills and environmental awareness in vocational education and training”, Synthesis Report (2012) Luxembourg:   
Publications Office of the European Union, CEDEFOP (EU Centre for the Development of Vocational Training). 
** Barroso, 2011 



Green economy, job creation and 
skills gap 

• “The new Recommendation from the EC 
“Towards a job-rich recovery”  identifies green 
economy as the main area of future job creation. 

•  But how can we ensure that the transition to a 
green economy will actually generate jobs and 
inclusive growth?  

• To get the most out of greening the economy, 
we must develop the skills, knowledge and 
competence that resource-efficient processes 
and technologies need  and  integrate  them  
into  policy  and  the  practices  of  business  and  
the community”.  



CEDEFOP study  
Future skill needs in green sector 

1. Threefold assessment: 
• (a) the number of additional jobs required (in next 2 years) 
• (b) changes  in the types of skills required:  
• (c) changes in the level of the skill required 
 
2. Nine occupations were selected to provide a balanced mix of sectors 

and skill levels in the labour market:   
• (a)   nanotechnologist, engineering technologist and environmental 

engineer as examples of high-skilled occupations;  
• (b)   energy  auditor,  transport  vehicle  emissions  inspector,  

insulation  worker, electrician, solar photovoltaic installer and sheet-
metal worker as examples of medium-skilled occupations;  

• (c)   refuse/recycling collector as an example of a low-skilled 
occupation.  

 
 



Cont’d 

3. Eight  Member  States  were  analysed,  representing  different  
stages  of  the development  of  a  sustainable,  resource-efficient  
economy:  Germany,  Greece,Italy, Hungary, the Netherlands, 
Slovakia, Finland and the UK. 

4. The  study  draws  on  data  from  several  sources  
including:   
– the  EU labour force survey (EU-LFS);  
– a review of national policy documents concerning skills, 

employment, energy,  environment,  innovation  and  industry;   
– interviews  with national experts on a range of the target 

occupations;  
– some small-scale survey data from employers and learning 

providers 
– validation of findings through a workshop with a range of experts 

 



Main Findings 

1. Demand for green skills subject to various policy 
influences:  
–  regulatory and incentive schemes introduced under 

energy and environmental  policies; 
– Innovation  and industrial policy: tax breaks,  

subsidies  and  direct  government investment  in  
infrastructure,  which stimulate market demand 
particularly for renewable energy technologies 

– Economic  policy: creating  a stable  financial  
environment  that  encourages  businesses  to  invest.   

– Skills  and employment policy: shaping the quality  
   of  the  labour  supply 



Cont’d 

2. Mixed evidence for employment trends in green 
jobs (economic crisis) 

   - Demand  for  energy  auditors,  electricians,  
SPV  installers,  sheet-metal workers and 
insulation workers is forecast to rise in most of 
the eight countries in the study  

3. Some gaps in learning provision, which can be 
slow to adapt to new demands 

4. Some  skill  shortages  persist,  particularly for  
sheet-metal  workers,  electricians  and  
insulation  workers (Germany,  Finland  and the 
UK) 



Lessons from the study  
for sectoral analysis in general 

• Regulation drives demand so economic, 
industrial and labour market policy should be 
considered in any sectoral skills gap analysis  

• Better information and promotion on the national 
level could support attraction of candidates to 
particular sector thereby potentialy narrowing 
the skills gap 

• Skill needs forecasting methods need 
strengthening and should be applied combined 
with other methodologies in the sectoral skills 
gap analysis 



4.Discussion   

 
• What are advantages and limitations for using 

the from-the-shelf and tailor-made competency 
models for Western Balkans economies? 

• What infrastructural support would facilitate the 
implementation of the skills-gap methodology on 
the Western Balkan? 

• What are limitations of using single methodology 
regarding the methodology mix for WB 
economies?  

 



5. Concluding Remarks 

 

• Lessons learned from selected practices 

• Future perspective and steps 
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