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Abstract 
This paper provides an analysis of transversal skills required to properly perform the job. We 
conducted a general review at the national level about the specific transversal and professional 
competencies that employers seek when filling vacancies in their companies. We performed an 
empirical study at the local level to identify the types of sector specific transversal and professional 
competencies that employers seek when filling vacancies in tourism companies. The empirical study 
consisted of an online survey to gather quantitative data, and a face-to-face semi-structured in-depth 
interview to gather qualitative data. The potential contributions that MOOCs could make to the 
Tourism Industry when used as a tool through which specific transversal skills are honed, whether 
they are knowledge-based skills, attitudes, or even behaviours. The paper details a list of generic 
transversal skills that are common to all professions and they could be delivered via MOOCs before 
providing an overview of the current supply of MOOCs within the Tourism Industry. In Spain, the 
Tourism Industry creates more employment than any other sector of the economy and as such staff 
must be highly trained if they are to be successful in a competitive market.  
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1 INTRODUCTION 
In general terms society is undergoing a quantum shift, which in large part is the result of globalisation. 
The changes taking place require widespread structural reforms in the most critical areas of society, 
and the field of education is undergoing, perhaps, the most radical changes of all. Within education, as 
these reforms take place, emphasis is being placed on harnessing elements that have previously been 
overlooked: life-long learning; the capacity to adapt to continuous social changes; the capacity to 
apply theoretical knowledge within professional environments and the workplace; supporting individual 
development without losing sight of multiculturalism; and encouraging proactive participation, 
innovation and entrepreneurialism, amongst others [1].  

In 2000, the European Council met in Lisbon and prepared their strategic goals, one of which was to 
help the European Union "…become the most innovative and most competitive knowledge-based 
economy in the world, capable of sustainable economic growth with more and better jobs and greater 
social cohesion.”1 in upcoming decades. This strategic goal produced profound changes and 
transformation in Europe’s education systems, not only within higher education but also within 
professional training programs and vocational training courses. This new educational paradigm is 
based on creating greater transparency with regards to professional and academic profiles, and 
places a greater emphasis on results. Furthermore, it places emphasis on tailoring training to the 
needs of students and on knowledge management whilst establishing the need to develop 
competencies that include the dynamic combination of knowledge, understanding, skills and 
capacities, thus enhancing employability, innovation and entrepreneurialism. It is in this context that 
the new European framework for training has been mapped out that is, essentially, based around skills 
development. 

The European Employment Strategy (EES)2 – led by the European Commission - has established as 
its main objective the creation of better jobs throughout the EU. It has refocused its priorities towards 
promoting policies that support the labour force and the creation of better quality work. The 
cornerstones of this strategy when it comes to improving employment opportunities are education and 
training, especially with regards to youth opportunities. As such it attempts to provide professionals 

                                                        
1 http://www.europarl.europa.eu/summits/lis1_en.htm Published by European Parliament: 2000 (Accessed on August 16th, 

2015) 
2 http://ec.europa.eu/social/main.jsp?catId=101&langId=en Published on European Commission's DG for Employment, Social 

Affairs & Inclusion: 2013 (Accessed on August 16th, 2015) 
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with the skills they need for the jobs of today and also for those of tomorrow2. The EES also 
highlights the need for adequate tools that can be used to train existing and future employees in 
order to improve productivity levels and to create more stable jobs. 

Within this context, several important studies have shown personal and professional skills to be key 
to improving employability on par with formally recognised academic knowledge. 

Likewise, the research performed by Accenture in collaboration with Universia España [2] concludes 
the following: “The value placed on these personal and professional skills is becoming a determining 
factor when it comes to accessing the labour market.” 

This paper provides the potential that MOOCs could make to the Tourism Industry when used as a 
tool through which specific transversal skills are honed, whether they are knowledge-based skills, 
attitudes, or even behaviours. The paper details a list of generic transversal skills that are common to 
all professions that can be delivered via MOOCs before providing an overview of the current supply of 
MOOCs within the Tourism Industry. In Spain, the Tourism Industry creates more employment than 
any other sector of the economy and as such staff must be highly trained if they are to be successful 
in a competitive market. 

2 BACKGROUND 
Irrespectively of the recession and the economic crisis Spain finds itself in, a study by the university 
foundation Universia in collaboration with the private company Accenture [2], mentions that the labour 
market demands certain factors that will affect youth employability, these being: soft skills or personal 
skills. To date, it is perhaps one of the most important studies exploring the skills needed by students in 
order to gain employment and enter the labour market. However, we need to answer the question of 
whether data from 2007 still relevant today? 

According to the aforementioned study, neither the Spanish educational system, nor private enterprises 
or youths themselves are satisfied with how school-leaver or graduate profiles match the profiles 
demanded by the labour market. This gap between demand and supply is due to different factors: a 
lack of awareness about the personal or transversal skills that are required; traditional training 
methodologies focused on developing technical skills; the gap between business lingo and academic 
discourse; and the attitudes held by youths, to name but a few. 

The current climate surrounding the economy and labour market now requires those holding higher 
educational qualifications, and equally those who do not, to hold a set of skills, capabilities and attitudes 
to complement their technical training. The value being placed on ‘transversal/personal skills’ by 
employers is such that it is now often a defining factor in the human resources (HR) selection process. 
As such, a person who is able to include these types of complementary skills on their CV in addition to 
their formally recognised academic qualifications will find themselves with greater chances of entering 
the labour market [2]. 

An analysis was performed of different published studies and research that focused on the development 
of the personal skills demanded by the business world [2], [3], [4], [5]. This paper arose form the need 
to understand which competencies were needed by students in order to find employment and join the 
labour market at a time when new university curricula based on competency acquisition was being 
introduced.  

On the other hands, companies often rely on external government funding to offer continuing education 
to staff. The typical training course offered in-house is normally based on the least effective of 
educational methods: virtual or physical classrooms, with a professor who dictates information while 
students listen and read. Under the current circumstances in which there are many newly emerging 
professions, small enterprises cannot afford to spend years waiting for the right course to be developed, 
nor can they waste time and money on delivering the wrong course. Today’s companies need to act 
fast and they need to engage staff in effective and profound learning so that the individual is capable of 
applying their knowledge in the performance of his or her duties. The solution to this problem are 
personalised training courses. Hypothetically, MOOCs are more than capable of providing such training, 
especially when combined with new technologies and new pedagogical approaches. 

Open Educational Resources offer the potential for increasing access to education and improving the 
quality and affordability of teaching and learning in Europe. We argue that the most successful way to 
achieve this is via MOOCs, which are one of the most recent advances to emerge in free and open 
education. In this given moment, and generally speaking, MOOC suppliers need to rethink different 
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approaches to MOOC design from the perspective of content delivery. For the purposes of this report, 
two issues are of particular concern: 

• Certain competencies are difficult to deliver via MOOCs if we lack a suitable methodology. 

• Educational quality control measures need to form an essential part of such a methodology to 
ensure effective teaching and learning.  

MOOCs could play an important role in driving forward educational innovation and transforming higher 
education. They have the potential to become a tool that acts as a bridge between an academic education 
delivered by secondary schools and universities and the needs of the labour market. MOOCs that focus 
on delivering specialised training and the acquisition of the work-based skills that are needed to 
successfully perform the contractual duties in question would most certainly offer a bridge between 
traditional academia and the needs of the labour market for all levels of training [6]. In doing so, MOOCs 
could reduce a company’s outlay on training costs, and enable them to deliver content to vast numbers of 
staff easily, both of which create a significant positioning advantage for MOOCs over other formats.  

Nowadays businesses need potential candidates to already possess all the necessary training, and where 
possible, qualifications that are required for the job. Employees must therefore possess the motivation to 
gain the skills needed for the duties required of them. On this premise, it is likely then that both company 
the executives and its employees will discover the benefits of MOOCs as there could be significant 
benefits both for the individual end users and for the company. 

3 METHODOLOGY 
The fundamental goal of this study is to provide information on Spanish youth employment opportunities 
predominantly in the sector of Tourism & Leisure. To do so, the research aims to detect the generic and 
sector specific competencies that businesses based in the Spain believe their employees or future 
employees should possess, vs. the competencies actually held by employees and workseekers. The 
study performs a local level in-depth analysis of the Tourism Industry in the Canary Islands due to this 
destination being a well-know hotspot for tourism within Spain.  

Summary of research goals: 

1 Identify the competencies businesses demand when filling job vacancies in their companies. 

2 Identify the competencies that businesses working within the Tourism Industry demand when 
filling job vacancies in their companies.  

To do this research we get answers the following research questions: 

1 What types of skills are required by employers to successfully fill these opportunities/job 
vacancies in the tourism sector in Spain? 

2 Are the national data for the tourism sector comparable with the local context (Canary Islands, 
Spain) 

In order to correctly answer these questions, the following methodology was used: 

We performed a review of available national data sources and the current literature about the 
employment and labour market opportunities regarding the generic transversal and professional 
competencies demanded by private enterprises when filling vacancies in their companies in these four 
sectors. We conducted a general review at the national level about the specific transversal and 
professional competencies that employers seek when filling vacancies in their companies. We 
performed an empirical study at the local level to identify the types of sector specific transversal and 
professional competencies that employers seek when filling vacancies in tourism companies. The 
empirical study consisted of an online survey to gather quantitative data, and a face-to-face semi-
structured in-depth interview to gather qualitative data. 

The online survey used to gather quantitative local data is divided into the following sections: 

• Section 1. Company Profile: type, size, sector, volume of recruitment, etc. 

• Section 2. Employee Profiles: transversal and professional competencies sought.  

• Section 3. Qualifications & training: bridging the gap – identifying what training is needed to fill 
vacancies. 
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• Section 4. Satisfaction levels: how satisfied companies are with employees’ skill sets regarding 
both transversal and professional competencies.  

The face-to-face interview was targeted at high-level staff responsible for recruitment and HR.  

4 RESULTS 
Despite having contacted close to 400 companies, one hundred twenty-six companies that work in the 
tourism sector participated in our study: 62 small companies (1-10 employees), 56 medium-sized 
companies (11-100 employees), and 13 large companies (101 – 500+ employees). With regards to 
their operations, 90 operate locally within the Canary Islands, 25 operated nationally throughout Spain, 
and 11 operate internationally. 

All of these participants completed the online survey that was drafted especially for the purposes of 
this research. Following the online survey, the HR personnel from three of the companies that had 
answered the online survey participated in face-to-face semi-structured interviews via Skype (one from 
a large company, one from a medium sized company and one from a small company). The purpose of 
the face-to-face interviews was to obtain more qualitative data and to allow participants the chance to 
expand on the answers provided in the quantitative survey, thus helping to enrich the data and enable 
our team of researchers to better understand the needs of businesses. In the methodological 
assumptions, it was argued that semi-structured interviews might serve to reveal concepts or data that 
had not previously been considered in the literature or by the researchers when designing the survey 
for quantitative data collection.  

Companies stated that they find it ‘difficult’ or ‘very difficult’ to find staff who are qualified for the 
position being offered. (Fig.1) 

  
Fig.  1. Difficulty finding qualified staff to fill a 

position. Source: Own study data. 
Fig.  2 Type of problems encountered when recruiting. 

Source: Own study data. 

4.1 Competencies required for professional development within the tourism 
The data analysis revealed that HR staff encountered difficulties when filling vacancies: 40% stated 
that candidates do not possess adequate generic transversal skills; 13% believed the problem to be a 
lack of professional and technical skills; and 40% believed it to be a combination of both of the 
aforementioned. Just 7% of respondents stated that they had no difficulties in filling their vacancies 
satisfactorily (Fig. 2). 

From these data, we can observe that 80% of those surveyed believe that workseekers do not 
possess sufficient generic transversal competencies to meet employer demands and standards.  

Companies responded that both transversal competencies and professional/technical expertise are 
valuable assets when it comes to filling vacancies. However, at the moment of hiring someone for a 
particular vacancy the transversal competencies were given more weight to the recruitment process, 
as compared with professional skills and expertise. 
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Fig.  3. Importance of transversal skills vs. professional skills for a vacancy. Source: Own study data. 

As a result of data analysis we present below three levels of transversal competencies that are 
presented in order of the relevance they hold for the respondents. Those competencies selected most 
frequently by companies have been placed in Level 1, followed by less frequently selected 
competencies in Level 2, and so on. In total there are three categories.  

Level 1: 

− Foreign languages, 
− Critical thinking and problem solving, 
− The ability to relate well with others, 
− The ability to identify and appreciate the innate value of each individual,  
− Enthusiasm, 
− Civic literacy / civic virtues.  

For this first group of competencies, those interviewed agree that these skills are the most 
fundemental of all, with Enthusiasm and motivation being the most highly valued item from this list as 
it will translate into the employee being truly passionate about delivering good customer service and 
thus ensuring customer satisfaction. The possession of a foreign language or the ability to learn 
another language are skills are highly valued skills. It is very important to be able to communicate and 
interact with tourists and visitors in their own language to ensure any problems are quickly and easily 
understood and resolved in the most efficient and pleasant manner possible. Once again, this is all 
about making their stay more enjoyable. This goes hand in hand with the ability to appreciate the 
innate value of each individual and be empathetic to their needs. With regards to civic literacy, we are 
referring to being civic-minded. These six abilities are personal and intrinsic to the individual. They are 
considered to be the most important competencies and are all inter-related in terms of enabling the 
employee to be at their most obliging and communicative when dealing with tourists. 

Level 2: 

− The ability to communicate ideas and information effectively to others,   
− The ability to learn from others, 
− Flexibility and adaptability, 
− ICT skills, 
− Ethics, 
− Time Management, 
− Leadership skills and responsibility,  
− The ability to understand and analyse complex problems, 
− Good written communication. 

This second group of competencies and skills relate to professional development. The ability to 
communicate ideas and information effectively to others refers to being able to transmit information so 
it can easily be understood – in other words, a competency needed by hotel receptionists, tourist 
information points, tour guides, waiters, etc. Another valued competency is the ability to learn by 
observing best practice and the ability to learn from others. Within the tourism sector changes are 
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commonplace. These could be changes that affect the industry as a whole, or simply changes in 
workplace protocols to ensure visitors’ stays are made more comfortable/enjoyable. Thus, Flexibility 
and adaptability are needed so that employees can work effectively whenever changes are instigated, 
for whatever reason. Respondents also stated that the ability to understand and analyse complex 
problems and resolve them effectively are important, as are ICT skills, Time Management skills in the 
workplace, being able to take responsibility for actions taken and workloads, and professional ethics. 

Level 3: 

− Productivity, 
− Hands-on know how (Practical work experience), 
− Environmental literacy, 
− Reading skills, 
− Global awareness, 
− Health literacy, 
− Financial, Economic, Business and Entrepreneurial literacy, 
− Research experience.  

The respondents interviewed believe these competencies to be useful although not essential to the job 
vacancies in their companies: hands-on know how from practical work experience, and personal 
involvement in the performance and productivity of the company.  

Due to the type of tourism that is offered in the Canary Islands (“sun and beach” tourism3), it is logical 
that an awareness of the environmental impact of tourism is of great importance, and is an 
understanding of how to care for the local environment and natural spaces to ensure the long-term 
health of the Tourism Industry in the islands. Many companies in the Canaries offer outdoor leisure 
pursuits, e.g. surf schools, hiking and quad bike tours, etc. and rely of the quality of these outdoor 
spaces to ensure satisfied customers, hence the reason for Environmental literacy being given some 
importance by our respondents, although perhaps not as much importance as our research predicted. 

4.2 Satisfaction levels of employers refer to professional and transversal 
skills of workers 

With regards to the satisfaction levels of employers when it comes to their own employees’ 
professional and technical expertise, the general response has been that they are satisfied with the 
skill sets and competencies of their staff. 

According to the scale provided, they are  ‘Very satisfied’ or ‘Quite satisfied’ with Customer Service 
and Friendliness. With regards to Oral Communication and also Helpfulness they are ‘Quite satisfied’. 
Companies are ‘Not particularly satisfied’ with their staff’s foreign language skills.  They are ‘Satisfied’ 
with their staff’s I.T.C skills, their responsibility in the workplace, and also their initiative and problem-
solving skills. They are ‘Not particularly satisfied’ with their employees’ Negotiation and Persuasion 
skills, nor Strategic planning or Leadership qualities. 

Tables 1 and 2 below show a comparison between the skills employers expect employees to possess 
in order to perform their duties and their perspective on the actual skills that their employees possess. 
The correlation between both values is calculated using paired t-tests. Those marked in orange show 
the p-value below the 0.05 level of confidence. The majority of transversal competencies are not 
significant differences respect satisfaction of employers. There are several discrepancies with regards 
to the professional competences needed to assist with professional development in the workplace, 
and the satisfaction levels of employers regarding their own employee’s possession of said 
competencies. 

  

                                                        
3 World Economic Journal: http://world-economic.com/articles_wej-344.html  (Accessed	  on	  May	  9th,	  2017) 
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Table 1.  Transversal competencies: Comparative needs assessment for the job,  
and employer satisfaction levels with employee competencies 

 
Transversals Competences 

Needs 
Assessment 

Satisfaction 
levels with 

employees skills 
 Communication, Learning and Innovation Skills Mean SD Mean SD p-value 

Creativity and Innovation. 2.77 0.9 2.8 0.81 0.87 

Critical Thinking and Problem Solving: the ability to solve problems. 3.3 0.84 2.93 0.78 0.12 

Communication and Collaboration:  the ability to communicate 
ideas and information effectively. 3.2 0.81 2.93 0.87 0.2 

Communication and Collaboration: the ability to communicate and 
relate well to others. 3.47 0.73 3.17 0.91 0.18 

Communication and Collaboration: the ability to provide 
constructive criticism. 2.87 0.68 2.93 0.87 0.78 

Networking. 2.63 0.81 2.67 1.06 0.88 

Self Management / Time Management. 3.17 0.91 3.17 0.83 1 

Information, Media and Technology Skills 
 Information Literacy. 2.4 1 2.8 0.85 0.03 

Media Literacy. 2.7 0.88 2.8 0.89 0.63 

ICT (Information, Communication and Technology) Literacy 3.03 0.76 3.03 0.89 1 

Life and Career Skills 
 Analytical skills: the ability to analyse complex issues. 2.73 0.94 2.83 0.79 0.57 

Productivity and Accountability . 2.7 1.09 2.67 0.92 0.88 

Social and Cross-Cultural Skills: the ability to learn from others, the 
willingness to learn from our differences (e.g. culture, race, 
language, political viewpoint, physical appearance). 3.07 0.91 2.9 0.88 0.41 

Social and Cross-Cultural Skills: the ability to identify and 
appreciate the innate value of each individual. 3.17 0.83 2.27 0.46 0.03 

Leadership and Responsibility. 3 0.98 2.9 0.92 0.63 

Initiative and Self-Direction: demonstrating entrepreneurial 
capabilities. 2.53 1.07 2.57 1.01 0.84 

Flexibility and Adaptability: the ability to comprehend, foresee and 
adapt to changes. 3.17 0.91 2.9 0.96 0.12 

Enthusiasm   3.7 0.53 3.13 0.94 0.01 

Ethics    3.13 0.78 3.23 0.73 0.57 

Interdisciplinary themes 
 Global awareness. 2.53 1.11 2.9 0.84 0.03 

Financial, Economic, Business and Entrepreneurial Literacy. 2.23 0.94 2.63 1 0.04 

Civic Literacy. 3.13 0.68 3.1 0.84 0.84 

Health Literacy. 2.6 0.89 2.8 0.96 0.26 

Environmental Literacy. 2.7 0.95 2.9 0.88 0.26 

Language Skills. 3.47 0.88 2.97 0.96 0.01 

Reading Skills: the ability to select relevant information, evaluate 
information, analyse what one has read. 2.63 0.89 2.83 0.87 0.25 

Writing skills: the ability to write logically and clearly express ideas 
in writing. 2.8 0.92 2.83 0.87 0.83 

Research Experience. 1.83 0.83 2.13 1.14 0.05 

Hands on know-how. 2.97 0.89 2.93 0.91 0.9 
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Table 2.  Professional competencies: Comparative needs assessment for the job, and employer 
satisfaction levels with employee competencies 

Professionals Competences 
Needs 

Assessment 
Satisfaction Levels 

with employees skills 
 

 
Mean SD Mean SD P-value 

Good customer service 3,77 0,5 3,2 0,76 0,002 

Friendliness 3,77 0,43 3,13 0,82 0,0001 

Verbal communication 3,7 0,47 2,93 0,78 0,0001 

Foreign languages: English and German 3,43 0,63 2,67 1,06 0,001 

Helpfulness 2,97 1 3,27 0,78 0,21 

Organisational skills 3,47 0,73 3,13 0,78 0,03 

Teamwork 3,47 0,68 3,23 0,68 0,129 

Decision-making 3,33 0,88 2,93 0,87 0,016 

Inter and Intra-personal communication: The ability to 
communicate and interact with others 3,5 0,63 3,13 0,68 0,009 

Respect for diversity: Accept cultural differences. 
Understand cultural differences  3,27 0,87 3,27 0,69 1 

Empathy 3,5 0,57 3,07 0,91 0,013 

Use of sector specific I.T systems 2,73 1,01 3,13 0,82 0,083 

Creative thinking, inventive and taking the initiative 3,13 0,82 2,9 0,84 0,182 

Leadership qualities and motivational skills 3,17 1,02 2,73 0,94 0,017 

Responsibility 3,7 0,47 3,3 0,79 0,008 

Tolerance 3,43 0,57 3,33 0,84 0,557 

Problem solving and results analysis 3,13 0,86 2,9 0,84 0,199 

Strategic planning 2,7 0,95 2,67 0,88 0,845 

Public Relations 3,37 0,81 2,63 0,65 0,037 

Negotiation and Persuasion 3,07 1,08 2,8 0,76 0,161 

Memory 2,73 0,91 3,1 0,8 0,039 

Tidiness 3,7 0,47 3,43 0,77 0,073 

Mindfulness and awareness 3,4 0,62 3,17 0,87 0,199 

Problem-solving 3,63 0,49 3,03 0,81 0,000 

In general, the data analysis shows that following technical competencies that are closely related to 
transversal competencies need to be improved:  

• Decision making, Good customer service, Foreign Languages, Verbal communication, Inter – 
Intra personal communication, Friendship, Empathy, Leadership qualities and motivational 
skills, Planning and strategy creation, Memory, Problem-solving, Organization Skills Public 
Relations. 

With regards to the transversal competencies that employees possess, the employers indicate that 
they are, generally speaking, ‘Not very satisfied’ with the following: 

• Creativity and innovation, Problem-solving skills, Ability to offer constructive criticism, 
Networking, Initiative and self-direction, Healthcare literacy, Environmental literacy,  Reading 
skills, Writing skills, Initiative and self-direction. 

They state being ‘Quite satisfied’ with: 

• The ability to communicate ideas and information, The ability to relate well with others, Media 
and information literacy, The ability to analyse problems and resolve them, The ability to learn 
from others, The ability to identify and appreciate the innate value of each individual,  
Leadership skills, Flexibility and adaptability, Foreign languages. 
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They state being ‘Very satisfied’ with: 

• Information and communication technologies, Enthusiasm, Ethics, Civic literacy /civic virtues. 

What the face-to-face semi-structured interviews revealed was that companies tend to take 
responsibility for training staff and improving their technical and professional expertise. To do so, they 
offer specialised training courses or mentorship programs, or less formally, new staffs are made to 
shadow more experienced staff. However, companies were keen to point out that employee motivation 
and involvement plays an important role in their own professional development. In the tourism sector, 
this is associated with Friendliness and being willing to serve the client. To improve this competency 
companies argued that employees could improve their skills by: 

− Being more proactive, 
− Being responsible for the tasks and duties they have to perform, 
− Improving their technical skills, 
− Showing a willingness to continuously improve their foreign language skills,  
− Demonstrating self-initiative and an interest in performing new duties. 

From this study, it is possible to see that there is a close relationship between certain transversal 
competencies and certain professional competencies that employers consider to be the most 
important, given that they are very similar in nature (table 3): 

Table 3.  Table 1. Summary of competencies that need improving in staff  
and workseekers in the tourism sector. 

Transversal competencies Professionals Competencies 

Problem solving Taking the initiative to resolve problems that arise 

The ability to communicate and 
interact well with others Good verbal communication 

The ability to identify and appreciate 
the innate Value of each individual Inter and intra-personal communication 

Enthusiasm Good customer service and friendliness 

Civil literacy / civic virtues Tolerance, responsibility, Cleanliness & tidiness 

Foreign languages Foreign languages: English & German 

The companies that were interviewed also highlight the importance of transversal skills during the 
selection process, as they see them as skills that can be developed during the employee’s 
professional career; in other words, they consider them to be a solid foundation that can later be built 
upon. 

4.3 Destiny MOOC Platform 
A MOOC platform has been developed to develop courses focused to train transverse skills for any job 
(http://learning.destiny-eu.net/). In this platform will be implemented courses gradually, where both job 
seekers and people already employed could be enrolled to improve their skills. Erasmus + Project 
(Destiny Project: http://destiny-eu.net/).  

5 CONCLUSION 
In conclusion, we can confirm that, in general, employees lack the transversal or generic 
competencies that will enable them to perform their duties to the satisfaction of their employers. 
However, during a selection process employers tend to value transversal competencies over 
professional skills and expertise. From our perspective, and that of the OCDE45, we need to address 
                                                        
4 http://www.oecd.org/spain/spains-‐future-‐prosperity-‐depends-‐on-‐raising-‐skill-‐levels-‐and-‐removing-‐barriers-‐to-‐employment.htm	  
Published	  by	  the	  OCDE:	  2015	  (Accessed	  on	  September	  24th,	  2015)	  

5 http://skills.oecd.org/developskills/documents/Spain_Diagnostic_Report.pdf	  Published	  by	  the	  OCDE:	  2015	  (Accessed	  on	  September	  24th,	  
2015) 
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training needs, because people will need training to develop these competencies, just as they would 
for any other competencies. It is our belief that MOOCs present an incredible tool that can open up 
training opportunity and help overcome the skills gaps identified in this study. MOOCs can be used to 
overcome barriers that prevent access to the labour market i.e. the aforementioned lack of transversal 
competencies by offering targeting training. The reason MOOCs can do this is because of their 
flexibility; they can be structured to meet the training needs of any company or any size as they permit 
unlimited numbers of students to follow the same course at the same time, or at their own rhythm. The 
cost implications for companies is wonderful as a single online course can be reused for numerous 
employees over many weeks, months or years. The MOOC platform also encourages thought, 
discussion, problem-solving and independent study, etc.… 

We would like to conclude this paper by stating that MOOCs can facilitate the tools needed to offer 
training courses that will develop generic transversal competencies and that the user could be a 
workseeker looking to increase their chances of employment, or an employee looking to improve their 
skills in order to get a promotion. The best thing about using MOOCs for training is that MOOC 
courses adapt to the needs of the learner more than any other type of training course. Moreover, new 
MOOCs that focus on the needs of business will help bridge the gap between what is being offered in 
academia and official studies and what the labour market demands. 
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