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Non-paper from the European commission
1.
Why reform EURES?

EURES should be re-positioned as a key tool to improve matching between job seekers and vacancies throughout Europe and boost employment as such. The Europe 2020 strategy for growth and employment has defined a set of ambitious goals to achieve by 2020: the most impellent of them being to achieve the 75% employment rate for women and men aged 20-64 from the current 69%. Increasing the intra-European job mobility rate by providing easier and actual access to more employment opportunities and support to employers in recruiting the talents and skills they are looking for can prove extremely helpful to tackle the issue of unfilled job vacancies around Europe and therefore contribute to the general 2020 employment rate objective. 

Using EURES to its full potential is much needed in these times of adjustment to the crisis and recovery as a good level of labour mobility improves the ability of economies to react to changing economic conditions. Even now, after the 2008-2010 recessions, Europe has pockets of labour shortage and excess skilled labour. EURES should thus contribute to easing these regional pockets of unemployment, increasing labour market participation, making labour markets further adaptable to change and finally contributing to making transitions pay.  This is evidenced by facts in recent years:  mobile workers have shown higher labour market participation and employment rates than the overall population both in sending and receiving countries. In 2007, just before the crisis, the average employment rate of the recent intra-EU movers from the EU-10 amounted to 78%. This was around 18 percentage points higher than the average employment rate in the EU-10 sending countries and over 10 percentage points higher than the average employment rate in the EU-15 receiving countries. Also to be considered is the fact that 60% of European citizens think that moving within the EU is a good thing for European integration, 50% think it is a good thing for the labour market and 47% think it is good thing for the economy. All these facts establish that there is room for a) greater workers mobility to fill the jobs that remain vacant in parts of the EU as well as for b) increased actual access to job opportunities across the EU.  Notably when considering that today only 2.3% of the working age population lives and works in a Member State different from the one of their nationality. 
An external evaluation of the functioning of the EURES network was carried out in 2009 by an independent external evaluator. The main finding is that, compared to other EU networks, EURES has a significantly stronger focus on employment opportunities and it is also the only one that aims at providing specific job-matching services. However, with regard to issues such as information on employment conditions and social security, it overlaps with other networks. The June 2010 Special Eurobarometer on "Geographical and labour market mobility" showed that 34% of Europeans think that their chances of finding a job abroad are better than in their own countries. In order to find a job, most respondents who envisage working abroad would turn to their personal contacts (44%) and the internet (43%). About one in five would enlist the help of PES or make direct contact with an employer in another country (21% each). Newspapers (21%) and private employment services (14%) are slightly less popular options. Moreover the Eurobarometer shows that 12% of Europeans have heard of and 2% of respondents have actually used EURES. 
2.
What should be reformed?

EURES face today the following main modernisation problems:

- The main problems relates to the objectives of EURES. In order to comply with the principles of the Budget review, EURES needs to focus on results. Therefore, under the Europe 2020 strategy, the EU can boost labour mobility by getting EURES to move beyond the mere provision of information and advice, which are still the core activities of EURES today. EURES should focus on actual matching and placement services, covering all phases of placement, from active preparation to post-placement assistance for successful integration into labour markets. 

- The second relates to the scope of EURES i.e. to the need to expand effective targeted initiatives for specific groups of the work force, building on the strengths of the network to develop specific market niches in relation to those whose chances of finding a job in another EU Member State are the greatest and whose need for support is specific and where EURES might yield the most significant results i.e. where and when occupations are subject to shortages or for which competition is by nature international. Moreover, EURES must extend its support to Young people as a matter of priority and develop an "ERASMUS-style" programme to actually help young people in moving to another country by also providing financial assistance to cover the obstacles related to the move. Young people should be the primary target because they have the highest propensity to be mobile (lack of family, knowledge of languages). In this respect, the Youth on the Move 2020 flagship initiative contains a preparatory action "Your first EURES job"  to test the envisaged development of EURES and provide financial incentives for young workers aged 18-30 and employers so as to cover for the specific additional costs  associated with the move between different Member States. This new scheme echoes to a large extent the provisions of the programmatic Article 47 of the Treaty on the Functioning of the European Union which envisages the creation of a joint programme for young workers' mobility. 

-  the third challenge faced by EURES relates to its capacity to attract labour demand and facilitate job creation,  by allowing employers to  post vacancies directly on the portal to simplify the process of advertising vacancies, by establishing direct links with employers and sectoral associations, by involving universities, notably for the development of the EURES database of CVs and to facilitate the delivery of the 2020 Youth Guarantee, by attracting SMEs willing to recruit from other Member States and serve low skilled or disadvantaged target groups. 

- Widening the range of EURES partners to comply with European Court of Justice jurisprudence on opening up of placement services to competition is the fourth challenge currently faced by EURES. The opening up of EURES to private employment services and other legal entities (such as NGOs and third sector actors) has now become legally necessary as justified by the fact that PES, when considering extended and differentiated labour markets, might not be in a position to satisfy a significant part of the demand for services. 

- The fifth problem is that the overall legal base needs streamlining and modernisation. The EURES legal texts are composed of one part of a Regulation, a Commission decision, a "Charter" and three-year guidelines. Funding is distributed to the network with a three year partnership following a call for proposals in 2010. Moreover, four different committees and bodies supervise its functioning: the two committees created by Regulation 1612/68, a EURES working party and the High Level Strategy Group, created by Commission decision 2003/8/EC. The management of the network is cumbersome because it has no impact. Moreover, since there are overlaps with other programmes, its scope needs to be refined to concentrate on a limited number of activities beyond the provision of information. Last but not least, the EURES legal basis will have to include the new service offer and Your First EURES Job. This is today a Preparatory Action ex art 49 of the Financial Regulation. By 2013 it needs to be covered by a legal basis.
3.
How should EURES be reformed?

Accordingly, streamlining and simplification of the management of EURES will be achieved by making full use of the two future financial instruments for employment,  according to the nature and features of the  EURES actions: 

1. The delivery of the horizontal actions carried by EURES at EU level such as the running of the website, the communication, the training, the exchange of good practices and the networking as well as the new "Your First EURES" Job scheme will take place under the new single financial instrument for direct management by the Commission. 

2. The EURES activities conducted at national and cross border regions level will be naturally incorporated into the new single ESF instrument for shared management, thus allowing for synergies.   

Suggested topics for discussion:

· What should be the objectives of EURES? Should it focus on placement and recruitment? Should it go beyond the provision of information and advice to develop a service catalogue? 

· To which extent are the EURES services prepared to deliver more personalised support to jobseekers and employers open to transnational job mobility? What impact can it have on PES/EURES resources? To which extent could the ESF facilities be useful to fulfil any gaps?

· How do you see the idea of bringing the EURES expertise into the ESF? Would it bring added value for carrying out transnational placement and recruitment?
· How to measure the outcomes and its success? In terms of numbers of placements and/or in terms of customer satisfaction?

· Would it be useful to complement the national activities with horizontal activities carried out by the Commission? Which activities could be added or reinforced?
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