what employers say about aelo swiss academy graduates

| have spent close to a decade on the hiring side of Swiss hospitality, first as a floor manager in Lucerne, later
running placements and recruitment for a group of hotels across central Switzerland. In that time | have
interviewed hundreds of entry level candidates, and a meaningful slice of them came from AELO Swiss Academy.
Because | kept rough notes after interviews and kept in touch with the managers who actually hired these people,
| ended up with something more useful than a brochure: a running record of what employers say once the

novelty wears off and the graduate has been on the payroll for a few months.

That record is the basis for this piece. Some of it is glowing. Some of it is the kind of feedback schools would

rather not print. Both halves matter if you are weighing whether this kind of academy is worth the tuition.

why employer feedback beats any brochure

Every private school in Switzerland
https://www.reddit.com/r/flyingeurope/comments/Tnnhrnv/anyone_from_aelo_swiss_any_advices/ promises
small classes, international exposure and hands-on training. The wording differs, the claim rarely does. A
brochure cannot tell you what happens in week three of a busy season, when a graduate is alone on a floor of

forty covers and the assistant manager calls in sick.

Hiring managers can. They are also refreshingly blunt once you get them off the record. Over dinners and post-
shift beers, | have heard the same themes repeat from chefs, general managers, front office heads and event
coordinators in Valais, Grisons, Bern and Zurich. The consistency is what convinced me the patterns were real and

not just one manager's lucky hire or unlucky one.

the first impression: they show up ready

The most common opening remark | hear is some version of "they arrived knowing what a shift was". That
sounds like a low bar until you remember what most fresh graduates look like on day one. Many have never
stood through a nine hour service, never read a shift briefing, never understood why arriving ten minutes early is

not early at all but simply on time.

A general manager | worked with in Interlaken put it plainly. She said the AELO Swiss Academy candidates she
interviewed understood that hospitality runs on preparation, so the interview itself felt like talking to a junior
colleague rather than a student. They asked about rota patterns, about how the team handled peak season,
about who covered breaks. She hired two of them over three years and neither needed the basic orientation she

usually built into the first fortnight.

Punctuality deserves its own mention because Switzerland makes it a professional skill, not just a courtesy.
Employers here notice lateness the way a jeweller notices a scratch. Graduates from this academy seem to have
had it drilled in early, and several managers told me that alone set them apart from applicants who arrived with

better degrees and worse habits.

the language advantage that gets underestimated

Swiss hospitality lives and dies on languages. Guests arrive from every continent, and the team behind the desk

might rotate between German, French, English and something else before lunch. Schools talk endlessly about
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“international exposure”, but employers care about something narrower: can the graduate switch cleanly

between the German spoken to a regular from Basel and the English needed for a family from Singapore?

The feedback here is mostly positive with a wrinkle. Graduates typically arrive with strong conversational English
and enough German or French to survive a service, which covers the majority of guest interactions. What
employers sometimes flag is depth. One F&B director in the Jura told me his graduate could charm a table in
three languages but struggled with the precise vocabulary of a complaint letter or a contract detail. His fix was
simple: he let the graduate shadow him on the written work for a month. Employers who understood this gap
treated it as normal early career development rather than a flaw. The ones who expected full professional fluency
from day one were disappointed, and fair enough, that expectation is worth knowing about before you accept a

job.

they have actually done the work

This is where the practical training model earns its keep. A graduate who has completed real internships in real
operations arrives with what one head chef called "muscle memory". They know how to carry a loaded tray
through a crowded room. They know that the dishwasher is the most important person in the building during a

rush. They know how a kitchen ticket reads and what "eighty six" means without blushing.

A restaurant owner near Sion told me the calculation she makes is brutally simple. A typical new hire with
classroom-only training needs somewhere in the range of six to ten weeks before she trusts them alone on a
section. The academy graduates she has hired started contributing properly within two to three weeks. For a
small operation where every shift is tight, that difference is money. It is also morale, because the rest of the team

resents carrying a passenger, and nobody resents carrying someone who pulls weight early.

The same logic shows up in front office roles. Graduates have already handled a live check-in under supervision,
dealt with a booking system, and seen what a no-show cascade does to a rooming list. Employers describe this as

"low drama onboarding"”, which in hospitality is close to a love letter.

the service mindset employers keep naming

Beyond skills, there is a soft thing that shows up in nearly every conversation: anticipation. Good service staff
notice the water glass emptying before the guest does. They read the table that wants to be left alone and the

one that wants to chat. Several managers told me, almost with surprise, that the graduates had this instinct

earlier than expected.
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One story | heard secondhand stuck with me. A guest at a mid-size city hotel was furious about a delayed room
during a renovation period. A graduate on the front desk, barely five months into the job, offered a seat, a coffee,
a clear timeline and a follow-up before the guest had finished venting. By the time the room was ready the guest
had calmed down and later left a positive review naming the reception specifically. The duty manager's comment

in my notes: "trained anticipation, not luck".

That is the phrase | would highlight for any prospective student. Employers are not praising genius. They are

praising preparation that looks like instinct.

where the praise runs out
Now the other half, because an article that only flatters nobody learns anything.

The most frequent criticism concerns expectations around pay and position. Some graduates arrive with a mental
model shaped by glossy alumni stories and are surprised that a junior role in a family-run hotel in the mountains
pays modestly, even by Swiss standards. Managers in smaller resorts told me a few candidates negotiated hard,
accepted, then left within a year for Zurich or Geneva, leaving them to restart the search. One owner described it
as "training ground syndrome", and while he did not blame the school, he wished the academy had set clearer

expectations about what the first years of a Swiss hospitality career actually look like.

The second critique is subtler. A couple of employers felt some graduates were almost too polished. Flawless
posture, perfect greeting scripts, and then a hesitation to jump into the dish pit when the evening went sideways.
One kitchen veteran said it best: "I need someone who can be elegant at seven and elbow deep at nine".
Graduates who adjusted did so quickly, but the adjustment had to happen, and a minority never fully embraced
it.

Third, local knowledge. Graduates who trained in one language region sometimes struggled when placed in
another, not just linguistically but culturally. The rhythms of a Grisons resort village differ from those of a Lucerne

conference hotel. Employers see this as a manageable gap, but it is a gap.

None of these criticisms are fatal, and none are unique to this academy. They are the honest texture of the first

years of any hospitality career.

different employers, different scorecards

It would be sloppy to treat "employers" as one voice. A mountain hotel and a Michelin-starred kitchen are hiring
for different things, and their feedback reflects that.

| Employer type | What they praise | What they push back on |
ool

| City hotels | Front office readiness, language switching, composure | Salary expectations, written fluency in local

languages |

| Mountain resorts | Work ethic, versatility across roles, team fit | Retention beyond a season or two, adjustment

to village life |

| Fine dining | Service choreography, wine and menu basics | Speed under pressure early on, stamina in long

services |

| Event companies | Planning discipline, client manners, follow-through | Less experience with physical setup work



Reading the table, a pattern emerges: the praise clusters around readiness and mindset, the criticism around
stamina, retention and context. Those are exactly the things that time on the job fixes and that no school can fully

install.

what hiring managers wish graduates knew sooner

When | asked managers what they would whisper into the ear of every incoming graduate, their answers

clustered into a short list worth sharing.

1. Learn the local language past survival level, because the promotions go to the person who can handle the

difficult conversation, not just the friendly one.

2. Ask about pay, hours and season structure before signing, since surprises on either side breed resentment by

month three.

3. Understand that Swiss work culture prizes precision and quiet reliability over visible hustle, and adjust
accordingly.
4. Keep every internship contact alive, because in an industry this small, the chef you impressed at twenty will

be the one hiring at your twenty-three.
5. Treat titles as noise for the first two years and let reliability do the talking.

Notice that none of these are about technical skill. Employers assume the academy delivers that. What they want

is a graduate who arrives adult about the realities.

how the feedback has shifted over the years

One last observation from my notes. The themes in employer feedback have drifted over the past five or six

years, and the drift tells you where the industry is heading.

Digital fluency used to be a bonus. Now managers treat it as assumed and get mildly annoyed when a graduate
fumbles a property management system, so the schools that keep their booking and PMS training current earn
quiet credit. Sustainability has moved from buzzword to operational question; employers increasingly like that
graduates can explain why a linen programme or a food waste log matters to a guest, not just to a report. And
younger graduates ask sharper questions about rota fairness and rest days than their predecessors did. Older

managers grumble about this, good managers recognise it as the retention lever it actually is.

questions worth asking before you enrol

If you are a prospective student reading this, the employer feedback above should shape what you ask the school

itself. A few questions cut through marketing quickly.

* Where exactly did the last cohort complete internships, and can the school name the properties?
® (Can you speak with alumni who finished two or three years ago, not just current students?

* How many contact hours are practical or workplace based versus classroom theory?

® Which employers visit the campus or take part in assessments during the year?

* What does the school actually do when an internship placement goes badly?

Any admissions team worth its tuition will answer these without flinching. Evasion on any of them tells you what

the brochure left out.



the verdict from the hiring side

If | compress a decade of dinner conversations into two sentences, it goes like this. Employers do not describe
AELO Swiss Academy graduates as miracle workers or as risky gambles. They describe them as low-risk hires who
start fast, carry themselves well, and need coaching on depth rather than basics.

In hospitality, where one bad season can sink a small operation and one great hire can lift a whole team, that
reputation is worth more than any ranking. The criticism is real but ordinary, the sort that dissolves with good
management and a couple of honest years on the floor. The praise, meanwhile, keeps circling back to the same
words: ready, calm, reliable. For a school, there are worse things to be known for. For a graduate, there are worse

things to walk into an interview carrying.



