





to complete their three-year activity plans
needed to be provided. Smaller countries
with more limited resources particularly
required assistance from EURESco and the
old Member States in order to comply with
all the provisions of the EURES Guidelines.
EURES Malta, for instance, organises 40
activities each year and in 2004, due to its
size, only had two EURES Advisers, both only
working part-time for EURES. Raphael Scerri,
EURES Manager, Malta, had no previous
experience in drawing up the first three-year
activity plan, and with 40 activities planned
for each year this was one of Malta’s first
challenges as it acceded to EURES. In this
case, it was Carla Rafael, Desk Officer for
Malta at EURESco, who was of great help

in the drafting of the first three-year plan

in Malta. Also of enormous help to new
Member States were the EURES Managers of
the old Member States who offered their full
support.
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Lake Bled, Slovenia

Country profile: Slovenia

Joined EURES: 2004

Current EURES Manager:

Valerija Okorn

Number of EURES Advisers: 8
Population: 2 025 866

Net migration: 14 250

GDP per capita (in PPS): 89.3
Employment rate: 67.7 %

Job vacancy rate: 0.9

oOfficial languages: Slovene
(Source: Eurostat. Figures date from December
2007 unless otherwise specified.)

Slovenia, which was the first new Member
State to adopt the euro (on 1 January 2007),
borders both new and old Member States, and
cross-border workers are active in both these
areas. In particular, much Slovenian labour
exchange exists with other former Yugoslav
states.



Cross-border cooperation in an
enlarged EURES

350 Estonians flown out to Ireland

One of the first exchange programmes that Estonian
EURES Manager Marta Traks worked on concerned
the recruitment of 350 Estonians to work in Irish
factories. For this project there were only four EURES
Advisers available. ‘We received 1 200 CVs for the
posts, and conducted over 800 interviews. After a
lot of hard work, eventually 350 Estonians were
selected, and soon received their contracts to work
for the Irish company. As everyone was starting at
the same time, the company hired two planes to
carry the new employees from Tallinn. The whole
thing became quite spectacular, once we arrived at
the airport with the 350 Estonians to be charged into
two planes!’, recalls Marta.
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Cooperation with neighbouring countries
and old Member States was a high
priority in almost all of the new Member
States, especially after the initial twinning
programmes terminated. Cross-border
cooperation has been a vital factor in
helping the new Member States to
integrate into the network and in promoting
labour mobility across new and old

EURES countries. Cross-border cooperation
ranges from informal meetings with other
EURES actors to the joint organisation of
recruitment events, seminars, exhibitions
and workshops.

The 2002,/2003 reform of EURES had a big
impact on cross-border partnerships. It not
only altered the organisational structure of
EURES, with the cross-border partnerships
now reporting to the public employment
service responsible rather than directly

to EURESco — it also meant that EURES
Managers are now much more closely
involved with the cross-border partnerships.
Though this means that their workload has
increased (since they need to incorporate
the activity plans of the partnerships into
the national EURES activity plan), it also
ensures a tighter integration into local
EURES activities. Cross-border activities were
also strengthened by the publication in
March 2005 of the new ‘Handbook on EURES
Cross-border Activities’. In particular, EURES
sought to encourage activities that were
initiated and funded by EURES’ partners. The
ambition of the latter activities was to lead
partnerships towards being self-sustainable,
a goal still at the forefront of strategical
planning concerning cross-border areas.

EURES also works with other informal cross-
border partnerships on an ad hoc basis. One
example of local cross-border cooperation is
the TriRegio partnership between the (zech
Republic, Germany and Poland, which works
to provide services in the regions of Usti nad



The Old Astronomical Clock,
Prague, Czech Republic

Labem, Liberec, Karlovy Vary, Saxonia
and Lower Silesia and has now been
running since 2004. It is currently in the
process of applying for formal EURES
recognition. The programme concerns
in particular the IT sector, various
services that can be provided across
the borders. Moreover, many Germans
seek employment in either the Czech
Republic or in Poland in managerial or
senior positions as numerous German
companies have settled in either of the
new Member States.

Andras Kalmar, EURES Manager for
Hungary also notes that in some

cases, cross-border cooperation is
important for cultural and historical
reasons as well. ‘Exchange work with
its neighbours is in general important
for Hungary, but it has particular
importance with regards to Slovakia, as
many ethnic Hungarians effectively live
outside the borders of Hungary. Thus,
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Country profile: Czech Republic

Joined EURES: 2004

Current EURES Manager:

Vera Kolmerova

Number of EURES Advisers: 13
Population: 710 381 130

Net migration: 83 945

GDP per capita (in PPS): 80.2
Employment rate: 66.5 %

Job vacancy rate: 3.2

Official languages: Czech

(Source: Eurostat. Figures date from December
2007 unless otherwise specified.)

The Czech Republic attracts many Slovakian
workers due to the close cultural and linquistic
bonds shared by the two countries, and in turn
exports many workers (primarily linguistically
advanced graduates). As in several new
Member States, the Czech Republic has
particular shortages of construction workers
and engineers.



Barbara Polanska-Sita,
EURES Manager, Poland

PROFILE:

Barbara Polanska-Sita
Nationality: Polish

EURES role: EURES Manager, Poland

Barbara, who has worked on the
collaboration of the Polish public

employment service with EURES since
2001, was appointed as EURES Manager
of Poland in May 2003, a year before

the country joined the EU and therefore
EURES. It was a hard task at first, as she
worked alone on the central coordination
of EURES until 2004. Since then, the team
has acquired one staff member a year

— in 2009 there are five central experts
within the Ministry of Labour and over 60
EURES Advisers and Assistants throughout
the country. With many Polish workers
looking for work abroad, Barbara’s team
are sometimes asked to arrange tests on
a local level to prove applicants’ skills to
visiting employers: ‘In the past this has
been anything from welding to horse

riding!”

due to the strong cultural links
that still exist between ethnic
Hungarians within and outside
the borders of Hungary,
exchange programmes are of
vital importance to us.’

Hopes and fears

The enlargement of the EU
and of EURES to include twelve
new Member States whose
economies were in most cases
significantly weaker than those
of the old EURES members
was met with both hopes and
fears on both sides. National
representatives and many
citizens of the old Member
States feared that their labour
markets could not absorb a
high influx of foreign workers
from poorer countries in times
of economic downturn and
high unemployment. Some
therefore felt that the need for
EURES would be smaller in such
periods and that it would not
be a suitable tool for solving
local labour market surpluses.
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For the new Member States,
the fear of a brain drain of
highly-qualified graduates has
been very prominent. These
concerns were particularly
illustrated by the Polish case.
After Poland joined the EU in
2004, a significant number of
young Poles left the country
to work, particularly in the
UK and Ireland. At that point,
the Polish government was
particularly concerned about
the possibility of a brain-
drain. Although many Poles
have now been returning to
Poland, some of these fears
still persist across the new
Member States. The vast
majority of EURES partners

in the new Member States,
however, have realised that
labour mobility represents

an important opportunity

— particularly as many young
Estonians, Poles, Latvians,
are now returning home
after some years with new
language skills and work
experience.



Mobility between Slovakia and the Czech
Republic; a tradition in practice

By guest writer Boris Katuscak, EURES Manager, Slovakia

Country profile: Slovakia

Joined EURES: May 2004

Current EURES Manager:

Boris Katuscak

Number of EURES Advisers: 23
Population: 5 400 998

Net migration: 6 793

GDP per capita (in PPS): 67.0
Employment rate: 61.6 %

Job vacancy rate: 1.1

official languages: Slovakian
(Source: Eurostat. Figures date from
December 2007 unless otherwise
specified.)

Huge numbers of Slovakian workers

seek jobs in the Czech Republic due

to the similarity of the languages and
cultural norms; this has led to national
shortages in, for example, the mechanical
engineering and textile sectors.

Boris Katuscak, EURES

Manager, Slovakia
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One hundred years ago, ‘Slovak pottery mender’ meant
the same in Bohemia as the term “Polish plumber” has
come to mean in western Europe. Mobility flows at the
national and cross-border levels have always been a
historical tradition between Czech Republic and Slovakia.
Labour movement in the area occurred even before the
establishment of the first Republic of Czechoslovakia and
continued through the Communist era and after the division
of the country into two independent states in 1993. It
continues in its most intense form today. Mobility flows
from Slovakia to Moravia and Bohemia are well-established
and some even more distant regions in the eastern part of
Slovakia have a long tradition of commuting for work to the
more developed, industrialised Czech territory.

Over the tens of years of labour commuting, similar
lanquages, cultures, histories, and educational systems, not
to mention cross-border family bindings, have all served
as strong push factors for migration. In this respect, | am
very happy that the European Commission has decided
to support the creation of a new EURES cross-border
partnership between the Czech Republic, Slovakia and
Poland as well. The approved partnership, called Beskydy
(the name of the mountains situated in the partnership
region of all three respective countries), is a further
important step in the task of supporting the migration
heritage of this interesting region. I strongly believe that
EURES-T Beskydy and its services to all types of clients will
bring a real added value to the further development of
this region by helping the people of the region to cross the
borders and break down any remaining barriers between
the countries, thus continuing the historical legacy of
previous migrant generations.



2006: a significant year

that took place over 2006.

The European Year of Workers’ Mobility *‘Mobility Bus’ is greeted in Brussels by Vladimir
Spidla, Commissioner for Employment, Social Affairs and Equal Opportunities, after its
month-long tour in October 2006, having visited nine other European cities. The ‘Mobility
Bus’ was just one of a whole range of labour mobility-related awareness-raising initiatives

European Year on Workers’ Mobility

Every year, the European Commission,
in partnership with the European
Parliament and the European Council,
chooses a theme for the European Year.
This initiative aims to inform European
citizens about a topical issue via the
organisation of debates, conferences,
good practice exchanges and project
work. For 2006, the European theme
was workers” mobility. As Commissioner
Spidla highlighted, ‘Europe is facing
a combination of skills shortages,
bottlenecks and unemployment. Mobile
workers — people with experience
of working in different countries or
changing jobs — tend to be better at
learning new skills and adapting to
different working environments. If we

want to see the number of workers in
the right jobs envisaged by the EU’s
growth and jobs strategy, we really
need a more mobile workforce.” The
European Year of Workers’ Mobility
aimed to raise the visibility of mobility
issues and to promote their cause on a
political level.

In this context, EURES was one
of several key partners promoting
regional projects and raising awareness
of labour mobility; within EURESco
Jimmy Jamar, now Head of Unit for DG
Employment’s Communications Unit,
was in charge of the coordination of
the Year. One such project was an
awareness-raising campaign about
the opportunities available to mobile
workers within the EU. The campaign
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was combined with the launch of the
European Job Days — now a hugely
successful annual series of job fairs.
The joint launch took place in Oviedo,
Spain, in September 2006, and focused
in particular on two regions: Asturias in
Spain and Silesia in Poland, which both
faced high unemployment rates at that
time. EURES Advisers from ten other EU
countries besides Spain participated, as
did multinational companies such as
DuPont and Arcelor Mittal, kick-starting
the reputation of the Job Days as truly
international events.

Stepping forward to the present day,
Oviedo and Silesia still host Job Days
on a reqular basis. Gratifyingly, the
European information department of
the Oviedo Chamber of Commerce has



o 0
8-,
/\'f‘\

seen a significant increase in the number of queries
from people interested in mobility opportunities and
searching for a job abroad. This in turn has also led
to an increased awareness of the services of EURES

in the region. In the future, continuous cooperation

is expected to take place between both regions

in the form of work placements arranged via the
‘Leonardo da Vinci’ programme — a great example of
where EURES and other European initiatives can team
up to make sure that the lifelong mobility advice

and placement services available are visible to all
Europeans.

Hitching a lift to work — in another country

0f course, the last few years have not only been
marked by European-level action, although the Year
of European Workers” Mobility provided a useful
‘hook” around which to hang local activities. All
countries — whether new or old — as well as EURES
partners and EURESco itself, were hard at work on a
whole range of innovative and interesting projects.

The Senderjylland car-sharing project illustrates
just one case of the many innovative cross-border
projects, in this instance between Germany and
Denmark. Its raison d‘étre is very simple: throughout
this period many qualified German workers have
been willing to commute to Denmark, and they
needed certain tools to make this easier for them.
German commuters were prepared to travel
substantial distances to their workplace in Denmark,
but it wasn't an efficient use of time to travel
separately — however, how could they be put in
contact with one another?

‘To give an example, some of our German workers
commute these days from as far as Bamberg
in Bavaria to work in Frederikshavn in Northern
Denmark,” says Poul Hansen Frank. He is the
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The Old Market Square,
Warsaw, Poland

Country profile: Poland

Joined EURES: May 2004

Current EURES Manager:

Barbara Polanska-Sita

Number of EURES Advisers: 40
Population: 38 115 641

Net migration: 20 485

GDP per capita (in PPS): 53.4
Employment rate: 58.1 %

Job vacancy rate: 1.7

official languages: Polish
(Source: Eurostat. Figures date from December
2007 unless otherwise specified.)

Poland has suffered from mass emigration

to western Europe, though many Polish
workers are now returning home, attracted
by favourable currency exchange rates and
widespread vacancies for machine and
equipment operators, office employees,
personal services workers and shop assistants.



The EURES Malta team in 2007: L-R
Natasha Attard, Claire Chetcuti, Arvin
Mizzi, Raphael Scerri (EURES Manager),
Claudia Theuma and Grace Farrugia

In 2007, the second-ever Brussels European

Job Day was launched by Justine Henin, the
world-famous Belgian tennis player (here
accompanied by Vladimir §pidla, Commissioner
for Employment, Social Affairs and Equal
Opportunities, second from left, and Jimmy
Jamar, European Job Days Coordinator, far right)

Country profile: Malta

Joined EURES: 2004

Current EURES Manager: Raphael Scerri
Number of EURES Advisers: 6
Population: 410 290

Net migration: 1 720

GDP per capita (in PPS): 77.8
Employment rate: 55.7 %

Job vacancy rate: 1.8

official languages: Maltese, English
(Source: Eurostat. Figures date from
December 2007 unless otherwise
specified.)

Malta is one of the smallest EU Member
States, with a population that comes

in at less than Luxembourg’s. However,
despite its small size, it is one of the most
active EURES teams. Malta’s economy is
largely dependent on tourism, limestone
resources and financial services, though,
interestingly, film production is seeing a
large increase on the island.

coordinator of the cross-
border partnership EURES-
KOMPAS, a cooperation
initiative of the Southern
Danish region Senderjylland
and the Northern German
region Schleswig Holstein.
Travelling back and forth
between home and the
workplace can be quite a
financial and organisational
effort, though employers
do their bit by adapting

the working week to fit
around their workers (who
might, for example, work
four ten-hour days rather
than five shorter days, in
order to visit their families
for longer each weekend).
Poul therefore had the idea
of supporting commuters by
setting up an online service
for carpooling (www.EURES-
transport.eu). The website is
provided in both German and
Danish, so that commuters
from both sides can make
appropriate use of it. The
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car-sharing website has been
running since March 2007
and users can search for

or post possibilities of joint
commuting.

The service is mostly
contacted by German
employees asking for advice
on how they can best get
to their new workplace.
Many of them cannot afford
a car on their own, and
depended on public transport
before they discovered
the carpooling alternative.
Sharing a car between two
or three people can be
significantly cheaper than
a train ticket, and may also
provide the car-sharers with
more flexibility when faced
with longer hours. It goes to
show how just one simple
tool can help mobile workers
every single day.




Informing and engaging employers

By guest writer Valerija Okorn, EURES Manager, Slovenia

One of the trends in our region
is the tendency of the majority of
Slovene employers to recruit workers
from other ex-Yugoslav states; people
from these countries speak similar
languages and many ex-Yugoslavs
have relatives in Slovenia due to past
migration flows from the south-east
to the north-west. How, then, should
we go about raising awareness
among Slovenian employers and
companies of the opportunities and
instruments for recruiting workforce
from a wider range of EU Member
States? The Association of Employers
of Slovenia (ZDS), EURES Slovenia
and Adecco Slovenia joined together
in mid-2006 to come up with ways
to inform, advise and give targeted
support to employers who recruit,
or could be willing to recruit, foreign
workers.

Our projects, supported by the
European Commission, have
the combined aim of creating a
permanent, widespread support
system to employers recruiting
foreign workers. Seminars for
employers have been organised
frequently in recent years and focus
not only on general support and
information on legislation, but also
on specific questions such as the
taxation of non-residents, posting
of workers and intra-company
mobility. Articles about mobility
have been published in business
and human resources magazines,
while employers have permanent

free-of-charge access to counselling
on legal and administrative matters.
The Association of Employers of
Slovenia promotes the seminars and
guidance material to its members via
its website, though this information
is also available free of charge to all
employers (members or otherwise).
Two manuals have been published:
‘How to employ foreign workers” and
‘Posting of workers in EU countries’.
The latter manual provides practical
information on what the employer
needs to know when he posts
workers to any particular EU/EEA
country, including the contact details
of the most important institutions in
those countries. The manual also acts
as a handy reference guide for EURES
Advisers.

In the last year more partners
have joined the project, such as
trade unions, the Ministry of Labour,
Family and Social Affairs, not to
mention a non-profit organisation
dealing with women’s employment.
One of the aims of the project
is also to identify obstacles to
mobility and to contribute to a more
coherent approach in employment
of foreign workers in Slovenia.

With the contribution of different
social partners, an action plan

with concrete proposals on how to
tackle the mobility obstacles will be
prepared. This, together with the
other tools still in operation, will
ensure the continued promotion of
EURES' services on a national level.
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Valerija Okorn, EURES
Manager, Slovenia
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Introduction

After 15 years of life, EURES has
achieved many things: it is truly
remarkable that, after over twenty-
five years of SEDOC (see page 8), the
network has implemented in nearly
half that time a truly coordinated
European service, rich in knowledge
and skill. However, in a constantly
shifting labour market requiring
constant monitoring, there are still
several open questions. These range
from the question of how to support
return workers heading home after

a period working abroad to the
issue of whether, when and how to
extend EU legislation and services to
embrace third country (i.e. non-EU/
EEA/EFTA) workers.

In November 2009 EURES will hold
a conference directly tackling both
these issues and EURES’ approach
to them. It is hoped that over the
coming months a coherent strategy
will be drawn up to address pressing
matters expected to affect the
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following few years, and this process
is something on which EURESco will
consult the network at each turn.

In the following pages we discuss
some of the underlying facts, fears
and forecasts related to these topics.
But, whatever happens in November,
you can be sure that EURES will
continue to place mutual support,
teamwork and innovation at the
heart of its activities.



Europeans on the move — How mobility
patterns have changed over time

By guest writer Christoph Maier, Employment Analysis Unit, DG Employment, Social Affairs and Equal Opportunities,

European Commission

Europeans have a long history of being on the move.
Living and working abroad has been an economically
sensible and socially acceptable choice of life for many
generations of Europeans. While mobility patterns have
been changing over time, almost all regions of Europe
have some experience of emigration, immigration or both.

There have been several distinct phases of European
migration since the end of World War II. From 1945 to the
early 1960s, migration within and to Europe was marked
by the displacements of World War I, the return migration
from newly independent European colonies and inflows of
workers from former overseas territories.

This was overlapped by another phase of labour mobility,
which started in the mid-1950s and lasted until the early

1970s. Labour shortages in some countries led to the active

recruitment of foreign workers. A south-to-north migration
pattern emerged, starting with Italians and soon followed
by Spanish, Portuguese, Greeks, Turks, Yugoslavians,
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Tunisians and Moroccans. The relatively poorer peripheral
regions in southern Europe (and Ireland) experienced a
high outflow of people, while metropolitan regions in
central Europe, in particular France and Germany, saw
significant inflows. It is estimated that about 5 million
people moved northwards during this period.

The peak of intra-European population movements
was reached around 1973, and migration rates between
European regions slowed down considerably in the
following years. The demand for foreign workers fell
in the wake of the first oil price shock in 1973 and the
ensuing economic crises triggered by it. Governments of
the major destination countries for migrants curtailed the
active recruitment of foreign workers and attempted to
encourage return migration.

Another important factor contributing to the slowdown
of intra-European migration since the 1970s was the
improving economic performance of the poorer countries



Country profile: Cyprus

Joined EURES: 2004

Current EURES Manager:

Antonis Kafouros

Number of EURES Advisers: 8
Population: 789 258

Net migration: 7 390

GDP per capita (in PPS): 90.7
Employment rate: 71.5 %

Job vacancy rate: 5.4

official languages: Greek, Turkish
(Source: Eurostat. Figures date from
December 2007 unless otherwise
specified.)

The main large employers in Cyprus are
the government, the banking sector and
the public and semi-public sectors. There
are a few large companies which are
active mainly in services, while industry
has diminished in size in recent years.
Most private companies take the form
of SMEs employing up to 250 people;
however, the great majority of them
employ fewer than 50 people.

92

‘Bellapais Abbey, Cyprus

within the EU, an increasing rate of convergence of the
European regions, and the decrease in regional income
and employment gaps. The absolute number of EU
workers living in Member States other than their own
dropped by one third between 1973 and 1984.

On the other hand, from the mid-70s mobility
patterns became more complex. While traditional
mobility decisions were mostly driven by job and
income considerations, ‘quality of life” factors including
environment and cost of living issues emerged as
additional drivers. Such non-work-related motives
counter the traditional rural-to-urban (intra-national)
and south-to-north (inter-national) directions of
geographic mobility in western Europe.

Meanwhile, cross-national flows among urban areas
appeared to be on the rise, prompted by the spread
of skilled international migration, especially from the
peripheral regions of Europe where the supply of highly
trained persons outstrips the capacity of the local
economy to absorb it. Part of this high-skilled and often
short-term mobility is due to cross-border transfers of
employees of multinational companies. At the same
time, other forms of short-term mobility in the form
of seasonal work or temporary postings have been on
the rise as well, in particular among low- and medium-
qualified workers.



In parallel to the increasing diversity
of mobility motives and durations,
the fall of the Iron Curtain started a
new phase of large-scale migrations
within Europe. Hundreds of thousands
of refugees, asylum seekers and
economic migrants moved to the EU
countries after the end of socialism
in Central and Eastern Europe and in
the wake of economic transition and
ethnic wars during the 1990s. With
the two most recent EU enlargements
in 2004 and 2007, and despite
temporary restrictions on the free
movement of labour, workers from
the new Members of the EU started to
gain free access to the labour markets
of most western European Member
States.

As a consequence, the number of
nationals from the new central EU

countries living in the old Member
States has increased by well over 2
million since 2003, with many more
having moved for only a short period
of time. Some traditional emigration
countries such as Spain or Ireland
turned into immigration countries,
while some of the central European
countries experienced a significant
outflow of mostly young and relatively
well skilled people. Yet, contrary

to widespread concerns before
enlargement, post-enlargement
labour mobility has not had a serious
negative impact on labour markets in
the destination and sending countries,
but has had significantly positive
economic effects.

Moreover, post-enlargement mobility
flows have been relatively moderate
compared to the overall size of EU
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labour markets. Even five years

after enlargement, the percentage

of Europeans living and working in
another Member State is still only a
little over 2 %. Additionally, in most of
the 27 EU Member States the labour
force share of nationals from outside
the EU remains significantly larger
than that of other EU nationals.

Looking into the future, the reservoir
of mobile workers in Europe seems
to be limited. Mobility between
the western European countries
has remained rather low for years,
despite the removal of many of the
administrative and legal obstacles to
mobility. East-to-west mobility flows
reached their peak in 2006 and have
been declining substantially, most
recently as a consequence of the
financial and economic crisis. Over the



Country profile: Romania

Joined EURES: 2007

Current EURES Manager:
Luminita-Camelia Mihalcea
Number of EURES Advisers: 25
Population: 21 528 627

Net migration: 745

GDP per capita (in PPS): 38.4
(December 2006)

Employment rate: 57.9 %

Job vacancy rate: 1.8

oOfficial languages: Romanian
(Source: Eurostat. Figures date from
December 2007 unless otherwise
specified.)

Romania has a track record of high
numbers of citizens going to another
Member State to work, though this figure
has slowed massively in recent years, as
can be seen by the net migration figure
above. Still subject to transitional rules in
some countries, Romanians are attracted
by Spain and Italy in particular.

coming years, the continued
convergence of incomes
between Member States and
a rapid decline in the number
of young people, who are
most prone to migration, will
act as an additional brake on
mobility. At the same time
demographical trends and
imminent labour shortages
in the EU will require ways
to increase mobility within
Europe and take a fresh view
on immigration from outside
the EU.
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Bran Castle, Brasov,
Romania

This contribution draws on the
following sources:

- European Commission
(2008), ‘Geographical labour
mobility in the context
of EU enlargement’, in
Employment in Europe 2008,
Chapter 3, Luxembourg;

« Jovanovic, M. (2005), The
economics of European
integration — Limits and
prospects, Cheltenham,
Northampton;

« Recchi, E. et al. (2006),
‘Geographical and job
mobility in the EU’, Study
commissioned by DG
Employment, Social Affairs
and Equal Opportunities,
European Commission.




Labour migration trends after the 2004
enlargement

As guest writer Christoph Maier highlighted, ‘contrary
to widespread concerns before enlargement, post-
enlargement labour mobility has not had a serious
negative impact on labour markets in the destination
and sending countries, but has had significantly positive
economic effects.” Prior to the 2004 EU enlargement, many
observers agreed that if the old Member States all opened
their labour markets to the acceding countries, Europe
would witness significant labour migration flows from
Central and Eastern Europe towards the West. Although
some countries were concerned about the effect of so
many countries joining the EU at once, meaning that
only three countries fully opened their borders at first,
enlargement has in fact been a success story in terms
of the labour market. Even countries which still impose
transitional measures, such as Germany and Austria, have
seen healthy immigration rates.
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Migration flows in a wider context

It is true that significant economic migration flows have
been the result of the two rounds of EU enlargement in
2004 and 2007. These trends, however, need to be seen
in a wider context. 1.1 million migrant workers may
sound like a large number, but it represents an increase
of merely 0.3 %. The total share of migrant workers in the
old Member States is thus at only 0.5 % (though this does
not include the many non-EU immigrants). Moreover, a
further surge of labour mobility from the new Member States
seems unlikely. Despite the progressive lifting of transitional
measures, which have put a break on labour mobility across
new and old Member States, there is much evidence, in fact,
that the increasing convergence in income and employment
between old and new Member States is already lowering the
economic incentive to move.



Transitional measures

The enlargements of 2004 and 2007 were
accompanied by agreements that the old Member
States would retain the right to keep their labour
markets closed to workers from the acceding countries
for a period of a maximum of seven years. These
so-called transitional measures were meant to avoid
possible disturbances of the labour markets, but were
never applied to workers from Malta and Cyprus. The
labour force of these two countries was considered —
due to its small size — to have barely any effect at all
on the labour markets of the old Member States.

Almost five years after the 2004 enlargement, 11 out
of 15 Member States have lifted their restrictions on
labour market access. With regards to those countries
that joined the EU in 2004, all restrictions will end on
30 April 2011. With regards to Bulgaria and Romania,
all transitional measures will be lifted by 31 December
2013.
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It is also worth mentioning that, in some
instances, the migration flows have not
been as one-sided as many observers had
suggested. In other words, there have
been a few minor cases, primarily in cross-
border regions, in which jobseekers from
the West have sought employment in the
East. The informal TriRegio partnership
between Germany, Poland and the Czech
Republic administered on a local level (see
page 80) provides some evidence of such
reversed migration trends. Unemployment
rates in Germany’s Saxony-Anhalt region
are not necessarily lower than those in
the bordering Polish and Czech regions.

As a consequence, an increasing number

of Germans — mostly but not only in
managerial positions — seek employment
in the neighbouring eastern regions. At

the same time, many Poles have started
buying houses and flats in Saxony-Anhalt as
property prices tumble, while the opposite
is the case on the Polish side.



Another characteristic of the recent
mobility flows deserving consideration
is the fact that it has, to a large
extent, been temporary rather than
permanent. Some workers stay in the
same job and in the same community
for many years; some workers decide
to move to another job but stay in
the same region; others move from
country to country; and many, in fact,
whether after months or years, return
home. In the recent past, migrant
workers from Central and Eastern
Europe have started returning home
for two main reasons. The first is that
in periods of economic crisis, people
who work abroad find it harder to
find an adequate job and with the
skills they have gained abroad (for
instance foreign languages) can be
more likely to find a better job in their
home countries. The second reason is
that economic recovery in Central and
Eastern Europe has been progressing
well, which has improved living and
working conditions to standards that
make a return home much more
attractive.
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‘ Budapest, Hungary

Country profile: HUNgary

Joined EURES: May 2004

Current EURES Manager:

Andras Kalmar

Number of EURES Advisers: 29
Population: 10 045 401

Net migration: 4 658

GDP per capita (in PPS): 62.6
Employment rate: 57.1 %

Job vacancy rate: 1.2

official languages: Hungarian
(Source: Eurostat. Figures date from
December 2007 unless otherwise
specified.)

The Hungarian labour market is
characterised by significant regional
differences, with Central Hungary and
Central and Western Transdanubia faring
very well economically. Approximately
20 % of the population is fluent in
another language. There are surpluses of
dressmakers, tailors, mechanics, and IT
engineers, while healthcare professionals
are much in demand.



Although there are presently no
statistics available on the number of
workers returning home, it is a logical
consequence that, after a prolonged
period of increasing mobility, the
issue of how to cater for returning
workers will come to the forefront
of the public employment services’
minds. For example, in addition to the
EURES conference on the future of the
service, to be held in November 2009,
a conference on the issue of return
workers will be held in the same
month in Lithuania, since about a third
of its population lives abroad.

What have been the effects of post-
enlargement labour migration?

While some observers in the old
Member States were concerned
about disturbances of their national
labour markets and an increase

in unemployment rates, the most
prominent fear in the acceding
countries concerned the issue of
what has been labelled ‘brain drain’.
Brain drain refers to the fear that
large numbers of young talented

and well educated professionals go
permanently abroad, which would
result in a long-lasting lack of qualified
professionals in Central and European
countries. However, the Employment
in Europe 2008 report found that
these fears are largely ungrounded.

Firstly, those young qualified
professionals who have left their
home countries have done so in
response to a lack of appropriate
vacancies back home. Working in
another Member State provides these
workers with skills and helps them
to pursue a career that otherwise
would have been either redirected or
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postponed. Secondly, as has already
been stated above, much of the recent
labour migration has been temporary,
which results in the opposite of a
‘brain drain” effect: those maobile
workers who have returned to their
home countries have brought home
important new skills and have thus
been an enriching factor for their
countries’ labour markets.

On the other hand, those Member
States which have absorbed mobile
workers from Central and Eastern
Europe have likewise benefited from
the migration flows. Foreign workers
have provided the economies of
these countries with a labour force
and skills that would have otherwise
been lacking and which have allowed
businesses to grow.



How can EURES help to support
public employment services in
future?

If Europe is to make progress
towards the Lisbon targets and
to increase its competitiveness
vis-a-vis established economic
powers such as the United
States or Japan or emerging
super powers such as China
and India, then ‘skills” have
to be recognised as Europe’s
most valuable raw material.

In order to make efficient use
of this new raw material the
European labour force will have
to be as mobile as possible, and
working cultures will need to
accept more and diverse forms
of employment. As Joan Cornet
Prat, Head of Unit from 1990 to
1994, puts it: ‘talent no longer
depends on the physical place
where someone lives but on
the network with which he or
she works. In the future what
nowadays are alternative types
of work — such as part-time or
distance work — will become

mainstream. For instance, even in

the medical field, diagnosis and
advice are already sometimes
provided from other countries.
Networks and mobility are going
to be future key elements of the
labour market, if not the decisive
ones. Therefore what EURES can

guarantee is that no talent is lost,

because this is the only chance
Europe has in a global and
competitive economy.’
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Collaboration between the Norwegian
and Russian public employment
services

In September 2009, NAV EURES will hold a conference in
Finnmark, the northernmost point of continental Europe.
This county, as big as Denmark but with a population

of just 72 000, was the last region in Norway to gain a
EURES Adviser and, crucially, borders Russia. NAV EURES
will host an event with the Russian public employment
service in the town of Kirkenes, very close to the border,
in order to discuss the potential recruitment of Russian
nationals to work, amongst other sectors, in mining,
since the fast growth of this sector and the regional
economy has created skill shortages. Lars Morten Artun,
EURES Coordinator in the Norwegian Directorate of Labour
and Welfare, says: ‘For many years there has been a
cooperation between the county of Finnmark in Norway
and the county of Murmansk in Russia. NAV and NAV
EURES intend to build on this cooperation and look into
possibilities for joint recruitment projects in the future.
The long-term aims are to make it easier to move and
work between these two countries. Our idea is to use the
EURES 15th anniversary event as a gateway to strengthen
the focus on this region. The anniversary seminar will be
a great chance to inform the EURES network in Norway
about the recruitment and development possibilities in
the region.’



Mobility challenges

Jokulsarlon glacial
lake, Iceland

Country profile: Iceland

Joined EURES: 1994

Current EURES Manager:

Théra Agustsdéttir

Number of EURES Advisers: 2
Population: 313 376 (2008)

Net migration: 3 087

GDP per capita (in PPS): 119.2
Employment rate: 85.3 %
(Source: OECD, 2006)

Job vacancy rate: not available
official languages: Icelandic
(Source: Eurostat. Figures date from
December 2007 unless otherwise
specified.)

Iceland has received a great number

of highly skilled workers in recent

years, especially in the financial

sectors. However, the country has been
particularly badly hit by the global
economic crisis, and the labour market
will undoubtedly be affected — it remains
to be seen how the market will adapt.
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Diploma recognition

For some, the recognition of diplomas is among the
most striking obstacles to fully smooth mobility in
Europe. Numerous initiatives have been put in place
to tackle these issues. For instance, organisations
such as NARIC (the National Academic Recognition
Information Centre) have been set up to facilitate
the recognition of diplomas. In 2005, the European
Commission also issued Directive 2005/36/EC to
solve the issues which mobile workers still face in
this area. It is expected that, when this Directive is
implemented in the entire EU, problems related to
the professional recognition of diplomas will all but
disappear. However, some Member States have not
yet been able to implement the Directive, and, as a
result, diploma recognition remains problematic in
some cases. This is an area where EURES can help
massively; it is part of EURES Advisers’ role to provide
mobile jobseekers with advice on diploma recognition
for academic and professional purposes.



Obstacles preventing Europeans from moving

Source: Eurabaromaeter 181, ‘Geographical Maobility of Citisens', p, 18

Perceived obstacles preventing Europeans from moving (Source: Special
Eurobarometer 281 ‘Geographical Mobility of citizens’)

Social security systems

The other main area where several efforts
have been made to better serve the citizens
is the coordination of social security systems
(social benefits such as healthcare, pensions,
and unemployment or family benefits).
Some advances have already been achieved
in this area, but it should be noted that
the EU has only limited legal possibilities
here. What the Union can do and has been
doing is to coordinate the various social
systems across the 27 Member States. EU
coordination has, in fact, been very active
and presently almost all mobile persons
are effectively covered. However, what the
European Union cannot do is to harmonise
these systems and merge them into one
unique European social system. Thus, in
some areas, differences across the social
security systems still prevail. For instance,
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this is the case regarding benefits for long-
term sickness, where further coordination
will be necessary.

EU coordination rules on social systems
are being modernised and simplified, which
will help the situation; the new package
of coordination rules is expected to be
applicable in 2010. The new system will be
simpler in its application and there will be an
enhanced cooperation between the various
national institutions, as well as additional
protection concerning worker’s rights abroad.
One of the key improvements will be the
focus on electronic data exchange, which
will replace the current paper form-based
exchange of data. Once this new system is
up and running, social security clerks will
be able to exchange data more quickly,
providing a faster and more efficient service
to EU citizens.



Country profile: Bulgaria

Joined EURES: 2007

Current EURES Manager:

Slavka Radeva

Number of EURES Advisers: 7
Population: 7 640 238

Net migration: -1 397

GDP per capita (in PPS): 37.3
Employment rate: 62.9 %

Job vacancy rate: 1.0 %

official languages: Bulgarian
(Source: Eurostat. Figures date from
December 2007 unless otherwise
specified.)

Bulgarian citizens have been very mobile
since their country’s accession to the EU in
2004. In particular, there is a strong trend
for young people to work elsewhere in
Europe.

The Assumption Cathedral, Varna, Bulgaria
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Practical challenges

Finally, one should not forget that,
besides bureaucracy, mobile workers
also face very practical and immediate
problems. Finding accommodation
is still one of the issues which many
jobseekers are most concerned about.

In some European cities, finding an
affordable place might be something

of an ‘adventure’, especially for short
stays. Fortunately, EURES Advisers

may also offer advice on searching for
accommodation. Another obstacle is
foreign language acquisition, which

can be particularly problematic for less
widely spoken languages. Nonetheless,
some EURES countries have established
successful means to tackle this issue. A
good example is Germany, which offers
Norwegian language classes to future
migrant workers in their home countries
prior to their departure. The table on the
previous page shows which obstacles

EU citizens deemed most impeding to
mobility in a recent Eurobarometer survey
focusing on geographic mobility: losing
support from and contact with family and
friends were seen as the two greatest
obstacles by far, with language barriers
nextin line.



Which path should EURES take next?

EURES was set up as a tool for
geographical and professional
mobility, and it will remain as such.
However, as labour markets shift,
adaptation will invariably be required,
such as the need to stress professional
mobility as strongly as geographical
mobility. This latter issue is extremely
important, especially in times of crisis,
when labour markets can change very
rapidly. These are goals towards which
EURES will continue to work.

After running for 15 years and
largely succeeding in its aims, EURES
has provided many benefits to
jobseekers and employers, with a

structure which has remained true to
its foundations. A large step was taken
in 2003 when the first web portal was
launched, ensuring much more direct
contact with users and the ability

to match vacancies and profiles in a
faster and more efficient way. EURES
has been since then ‘a double-headed
tool, formed by the web portal and
the network’, as defined by Marco
Ferri, Deputy Head of Unit for EURES at
the European Commission.

In the future, EURES will inevitably
be powered more and more by the
portal, of which a new version will
be launched in May 2009; its share
of visitors will very likely increase
substantially in the next years.
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Nevertheless, the human network
will always be present; one theme
stressed again and again by network
members is the fact that no price
can be put on face-to-face quidance.
It provides an irreplaceable service
to the citizens, although some small
changes will be introduced. As Wallis
Goelen, current Head of Unit for
Employment Services and Mobility,
says: ‘with the current upheaval

on the labour market, we need to
examine how EURES can continue to
be of use to Europe both this year

— this must be the priority — and

in the years to come.” EURES will
continue to work with stakeholders,
policymakers and EURES Advisers to
address this need.



Wallis Goelen, Head of Unit

N

PROFILE:

Wallis Goelen

Nationality: French/Belgian

EURES role: Head of Unit for EURES, January 2008
onwards

Wallis Goelen started work leading EURESco

in January 2008, having previously worked in

the Disabilities Unit of DG Employment. Her
main objective is ‘to relocate EURES within the
European Strategy Framework, and to make
EURES a tool for the strategy’s objectives’. Wallis
once overheard somebody saying that ‘EURES is
the GPS for employment in Europe” and she has
always thought that this wording exactly reflects
EURES’ reason for existence. ‘It is a fantastic tool
to use to adapt our societies to new employment-
related challenges, which are a reflex of the
main challenges we face. These challenges are
numerous, the major ones being our adaptation
to globalisation; the transformation of our carbon
dependant economies into green ones; the

need to address the ageing of our population;
increased support of technical development;

and, more recently, effective management of the
effects of the current economic crisis. We need to
redirect workers to sectors and jobs with positive
expectations everywhere in Europe.’
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The PortAventura holiday resort
in Spain, with which EURES
collaborates on an ongoing basis

In early 2009, there were 18 million
unemployed Europeans and between three and
four million job vacancies unfilled. This is what
Mrs Goelen defines as the great ‘employment
paradox’, and EURES has to work to close this
gap by working to enhance the matching
process. Nevertheless, quantitative objectives
for EURES will not and cannot be set. Firstly,
because it would oppose the principle of free
will — mobility can only be encouraged, not
forced! Secondly, we need to work with, not
against, European labour markets: EURES
cannot create employment but must instead
continue to facilitate access to employment by
giving EU/EEA/EFTA citizens more and better
jobs. For instance, in Europe nowadays there is
an incredible demand for maritime engineers.
The only country which has a surplus of them
is Portugal, and as a result now almost all new
maritime engineers who are hired across Europe
come from Portugal. ‘We have to be very careful



to manage the potential sense of threat caused by these
matches on a Member State level, in order to retain the
focus on skill development — without which we would
lose our competitive advantage on a global level.

According to many labour market experts, new workers
will be more and more selected based on their skills
rather than their qualifications. Therefore there is a great
need to put systems in place to recognise those skills. In
addition, if skills are the key, ‘we will have to adapt all the
education systems to this reality; we will have to create
‘blocks of skills”, says Mrs Goelen. Of course, ‘we will have
to talk closely with employers in order to better match
labour demand and supply’ (see page 111 for details of
new tools EURES is developing in this respect).

Mrs Goelen stresses two areas in which EURES needs
to develop: firstly, the breadth and depth of relations
with employers, and, secondly, the fact that EURES is
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not yet fully mainstreamed into the public employment
services. A possible solution might be the widespread
adoption of the current method used by the German
public employment service, namely the inclusion of EURES
placement figures in the central figures. Non-EURES public
employment service advisers also need to be trained to
ask every single client whether they have considered
working abroad.

EURES is a coordinated network: it will not replace the
role of the public employment services in Member States
in the future for many reasons, the principal one being
that a public employment service at only the European
level would be too far removed from citizens. The role
of the Commission in this area is to ensure coordination
among Member States, and it is in this area that EURES
will carry on its work. ‘EURES can give access to 30 %
or 40 % of all job vacancies in Europe at the moment’,
underlines Wallis Goelen — an amazing achievement.
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‘'Towards an EU single labour market?’

By guest writer Dr Hubert Krieger, Research Manager, Eurofound

o
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European policymakers and citizens
alike support the idea of mobility
across borders in the EU. The door
towards a more integrated European
labour market in the near future
seems to be wide open. Europeans
are clearly for it: nearly half of them
think that mobility is a good thing for
an individual, while 50 % think there
are advantages for the economy.

At the same time, European
policymakers promote worker
mobility as one key component of
the Lisbon strategy to make Europe
more competitive in the global
economy.

However, only a small minority
of workers (4 %) have actually
seized the opportunity and moved
to another country in the EU, and
even fewer have moved to a non-EU
country. Moving to another region
in one’s own country is a somewhat
more popular option: nearly one
in five of workers questioned in
2005 had taken that step. Not
only workers but also European
policymakers are in two minds:
all accession rounds of the EU, bar
one, have been accompanied by
transitional arrangements infringing
the mobility of workers from the
new Member States.

Trying to establish how many
people move across borders every
year is a challenging exercise.
Enlargement of the EU has definitely
enhanced internal labour market

mobility. Overall figures of mobile
workers are higher considering
long-distance and transnational
commuting without a change

of residence and the number

of irregular and undocumented
workers.

For policymakers who are
concerned by the low levels of
mobility in Europe, there is some
encouraging news. Surveys show
that the number of recently mobile
workers has gone up in the 15 old
Member States (i.e. pre-2004),
whereas in 2000 fewer than half a
million workers had moved to their
present country of residence. In
2007 this figure had risen to
800 000 — and the evidence shows
that more citizens plan to move. In
2001, 1.7 % of people over
15 years of age intended to move
to a different country within the EU;
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in 2007 this figure had increased to
nearly 3 %. Interestingly, trends in
annual inter-state mobility in the US
run in a different direction: this has
halved from 2000 to 1.9 % in 2006.
Yearly flow figures in Europe —
though starting from a much lower
level of 0.5 % — are increasing
slowly by around 0.1 % per year.

In conclusion: Europe is moving
slowly to a more integrated labour
market. Regional mobility within
some Member States is already very
significant and borders are becoming
more permeable for European
workers. The right of mobility is, in
the mind of European citizens, one
of the major achievements of the
European Union. The effective use
of this right has to be supported
by targeted labour market policies.
EURES is one important element of
such a policy.



Keeping EURES visible

Communications: where to go from here?

europass

EURES and Europass:
hooking up

The Europass initiative provides users with
a CV format which is consistent across the
EU. Both the Europass CV and the web tool
supporting it, which since 2005 has helped
4.5 million citizens complete their CV, are
being developed to further improve the
quality of the service. Like the current site,
the new version of the CV tool — to be
launched in 2009 will be available in all
EURES countries’ languages. By then, users
completing the Europass CV will be able to
choose to integrate it directly into the EURES
portal’s database, thereby creating a EURES
jobseeker profile. With just one tick box,
then, the number of mobile workers who
are direct beneficiaries of the EURES service
should increase.

A common strategy across the network

EURES’ visibility has always been a central
concern, from the time when the first mobility
programmes were being developed. In
2005 a brand new EURES Information and
Communications Plan was drawn up in order
to ensure that the network and stakeholders
were provided with up-to-date, consistent,
and relevant tools across the board. The
strategy rests on four cornerstones. Firstly,
EURESco is committed to executing pan-
European communications activities which will
be combined with country-specific outreach
tasks, coordinated under a common strategic
‘umbrella’. This relies heavily on initiatives
being taken at a national level: central support
is provided for decentralised activities. Secondly,
the strategy focuses on success, not process.
The primary message will not be about getting
employers and jobseekers to use EURES: it will
be about demonstrating that EURES matches



The EURES Germany
‘EURES-Intern’ Working
Group hard at work on
promotional leaflets in
1997 (front row, L-R:
Elisabeth Weber, Wilma
Deutsch, Sylvia Miiller-
Wolff, Ilona Jaudzims;
back row, L-R: Eicke Lenz, & ' ki

Jirgen Werner, unknown)
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‘ Helsinki, Finland

jobseekers with jobs. Thirdly, emphasis

is placed on engaging and empowering
internal audiences, providing them with tools,
encouraging them to ‘own’ and implement the
campaign components, increasing the internal
Joined EURES: 1995 understanding of the need for a coordinated
Current EURES Manager: communications strategy, and soliciting their

Ulla-Maria Wilenius i
Number of EURES Advisers: 26 help to convey the messages externally. Finally,

Country profile: Finland

Population: 5 300 484 there is a stated reliance_ on.the media and other

Net migration: 13 877 means of mass communication to spread the

GDP per capita (in PPS): 115.9 messages to selected audiences.

Employment rate: 69.9 %

Job vacancy rate: 1.8 To further these four aims, the Information

official languages: Finnish, Swedish and Communications Plan called for two

(Source: Eurostat. Figures date from complementary implementation strands

December 2007 unless otherwise to be put in place, both of which were the

specified.) focus of open calls for tender from potential
subcontractors. The first, namely strategic

In recent years there has been growth development, support and coordination, is

in almost all sectors including industry, currently provided by Consilia, who work with

construction, commerce and finance. EURESco to maintain a communications toolkit,

However, living costs in Finland are quite coordinate the .promotion O.f th_e Europ_eqn Job

‘ . . Days, and provide communications training and
high, which can be a barrier to labour other materials (such as the popular ‘destination
mobility: living costs can exceed wages, videos’ presenting a country’s culture and
particularly in metropolitan areas. working conditions) to EURES teams.
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The second strand is the reqular compilation and provision

of information delivered by the EURES News and Information
Bureau (currently run by Gellis Communications). The Bureau
provides internal and external newsletters, success stories for
the website, statistical overviews, and contact and success
story databases, not to mention other communications tools
as the need arises (such as this commemorative book!). In
addition, communications conferences are also held annually.

As ever, the involvement of the network is the key factor
of EURES" communications success. Members of the EURES
network are already trying to improve the awareness of
EURES amongst their peers in the public employment services
or social partner organisations, and constant efforts need
to be pursued over time. The current and immediate future
resources limit launching large awareness-raising campaigns
at the level of the general public, whose results would be
difficult to evaluate: the best way is to carry on with local
efforts, making every person in the network a multiplier.
Each individual should act — and many already do — as
EURES” “ambassadors’ on the ground.

National level
The success of the EURES network depends not only on the

quality of the network itself, but also on the extent to which
employers and jobseekers are aware of this network and of
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The Vaduz Castle

country profile: Liechtenstein

Joined EURES: At launch

Current EURES Manager:

Markus Biirgler

Number of EURES Advisers: 0
Population: 35 356 (2008)

Net migration: 64

GDP per capita (in PPS): not available
Employment rate: not available
Job vacancy rate: not available
official languages: German
(Source: Eurostat. Figures date from
December 2007 unless otherwise
specified.)

Liechtenstein is one of the few countries
in the world with more registered
companies than citizens. With a massive
financial service sector, the country also
boasts a prominent manufacturing sector.
With a relatively high unemployment
rate, a new labour market service was
launched in 2007 to counteract the
problem.



the quality of its services. Increasingly,
EURES offices have been particularly
active and inventive in approaching
their target groups. Jobseekers

are approached via information
days, job fairs, counselling, school
visits and participation at special
events. Leaflets and notice boards in
universities and local employment
offices complement these active
information sessions. Moreover,
media channels have been used
throughout the EU to familiarise
jobseekers, employers and social
partners with EURES: TV, radio,
advertisements in magazines and
newspapers, and promotional
gadgets are widely used by many
countries. Malta is a good example
of a particularly active team: with

a population of just 400 000, EURES
Malta produces its own newsletter,
arranges frequent TV spots, and will
in March 2009 complete its own draft
communications strategy.

Internal communication is likewise
important. In particular, networking
activities lead to a good knowledge
of the EURES network. Frequent
meetings with EURES Managers and
with other EURES Advisers contribute
to the fact that the communication
flow within EURES remains very
active (according to the 2005 EURES
evaluation report, EURES Advisers
meet their national colleagues seven
times a year on average and EURES
Advisers from other countries four
times a year on average).

New portal, new tools

As we can see, many improvements
have been made since the
1994 launch in the way EURES
communicates itself, thanks in
particular to the widely consulted
web portal, which was first launched
in 2003 (see page 24). 'EURES’
visibility on the web has gone from

110

®
O

zero to nearly two million visitors
to the website per month’, stresses
Henric Stjernquist, the policy officer
responsible for communications and
IT at EURESco.

However, as the EURES portal contains
more and more vacancies and the
pressure on the server increases,
the portal’s capacity, navigation and
services need to be able to keep up
with demand. As a result, the third
version of the portal will be launched
in spring 2009. This will offer a social
networking element designed to
attract the 2.0 Internet generation
of ‘digital natives’, who have grown
up with the technology that came
somewhat later to many of us. It is
expected to be in place by spring
2009. Current events have shown
the importance of social networks,
which offer new ways for jobseekers
and employers to cooperate. Four
new features are going to be

O



developed: a virtual contact list enabling members
to interact with each other; a calendar featuring
current events; a blog where users can write about
professional interest issues; and a tool allowing the
creation of groups of members. The website will
also feature many other new tools, including an
open access project which will enable the usage
of conference calls where employers can interview
jobseekers and where virtual job fairs can also
take place. ‘From the outset, EURES developed
some really quite advanced IT tools, and, with the
new portal, we will make sure that we stay at the
forefront of the field,” says Henric Stjernquist.

Following the release of a Communication issued
by the European Commission to better match labour
market and skill needs (‘New skills for new jobs’), a
tool for the EURES website has been developed. The
‘Match & Map’ tool is an interactive map of Europe
geographically displaying all offers that match the
user’s CV, rated according to a ‘match ratio’. This
tool will bring together vacancies from the EURES
portal with learning opportunities from the PLOTEUS
portal (the Portal on Learning Opportunities
throughout European Space). This way, based on
the ‘matches’ and ‘mismatches’ between the user’s
CV and the skills and qualifications needed for the
vacancy, jobseekers will be advised on where they
should target their job search, and, crucially, what
they should do to fill the gaps in their professional
experience and thus better fit the offers available.
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An initiative to promote
gender equality

In order to increase the employment

of women in the technical sector, the
EURES Bayern-Tschechien cross-border
partnership (located at the border of the
German region of Bavaria and the Czech
region of Western Bohemia) has come up
with the initiative of launching a ‘girls’
day’, due to take place on 23 April 2009.
Female high school students and school
leavers will visit technology-related
companies situated either in Bavaria

or Western Bohemia for an entire day,

in order to familiarise themselves with
technical jobs and the materials involved.
The two objectives are long-term ones: to
increase the number of female workers in
technical jobs in the cross-border area and
to familiarise them with the possibility of
working cross-border.



EURES and other European programmes

Cyprus promotes work exchange with
Norway and Iceland

In Cyprus there is a shortage of staff to work during the
summer season, especially in small family restaurants, while
Norwegian students are very keen to accumulate practical
experience during their studies or just after graduating. This
is where EURES steps in! From May 2009, Norwegian students
from vocational schools for waiters and cooks will take part
in six-month work placements in restaurants in the Cypriot
city of Pafos. This pilot programme will commence with 15
candidates, and consists of two parts: an initial introduction,
which lasts two weeks, and the work experience, which lasts
until October. The initial introduction, which will take place in
the Higher Hotel Institute, will consist of an immersion into
Cypriot culture, including basic Greek language expressions.
The programme, which is run in partnership with Cyprus’
tourist organisations, Norwegian vocational institutes, and
EURES Norway and Cyprus, intends to grow over the years
and be extended to other regions. EURES Cyprus has already
started talks with EURES Iceland to repeat the experience by
hosting Icelandic students in 2010.
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Bridge over the Guadiana river
linking Spain and Portugal, a
project assisted by the Interreg
programine

Territorial cooperation and labour mobility:
a great potential for further development

Cross-border cooperation is at the very
foundation of EURES: many partnerships existed
in another form prior to EURES even gaining its
current identity (see page 37). However, there
are still many exciting opportunities to explore
when it comes to interaction between EURES'
cross-border partnerships and other European
cross-border and regional cooperation
programmes managed by the European
Commission.

The Commission manages 83 cross-border
programmes other than the 21 EURES-T
partnerships. Seventy of them promote
cross-border cooperation covering regions along
the entire border between two — or three
— Member States, while 13 are transnational
programmes covering several Member States
and vast geographic areas (such as the Atlantic
Ocean front, running from the Scottish Highlands



A shepherd in Abruzzo, Italy: rural development
projects in Italy, Romania and Spain have received
assistance from Interreg in order to promote tourism in
these regions.

Cross-border traineeship
exchange

Over the next three years, EURES-T Rhein Waal

. will provide access to over 400 traineeships at
to the beaches of Andalucia). These programmes

are mainly focused on innovation, transport TS A A L U I

infrastructures and environment. Labour mobility is entitled "Euregional Training Exchange,/Euro
not an area as such but is dealt with on a project- Apprentice”. Designed to match up the surplus
by-project basis. One major reason for this is the of graduate trainees on the German side of the
different administrative SyStemS in p|ace eaCh S|de border with opportunities on the Dutch dee,

of the border — in this situation, concrete projects

which is experiencing a shortage of employees
with defined objectives often make the most P J J Py

bound only to increase in the coming years, the

impact. .
project has proved successful so far. The team
New instruments have been created to address this holds information fairs in schools, language
issue, such as the European Grouping of Territorial training sessions and open days, as well as
COOperation (EGTC) This facilitates cross-border p0|lcy he[plng the app/icants to draft their app/icatjons;

making, investment and project management.
According to Colin Wolfe, currently the Commission’s
Head of Unit for Territorial Cooperation and a

help and advice is then provided throughout the
training. It is hoped that many more students

previous member of BEC, the forerunner of EURESco, and employers in the region will be familiarised
‘many new groupings can, after this development, with the idea of cross-border vocational training
go beyond the more established topics and focus as a result of the project, which should lead to

instead on healthcare, social services or better increased support for cross-border employment

planning of the labour market.” As such, there

is a great potential for collaboration, and this is
something that EURES will monitor closely, in addition . .
to continuing to support existing cross-border in the near future with the help of the Interreq
partnerships’ plans; a selection of scheduled activities programme, one of the European Commission’s
in this area is featured on these pages. interregional cooperation programmes.

in general. The team intend to extend the
project to include secondary-school graduates
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Conclusions

By Nikolaus G. van der Pas, Director-General, DG
Employment, Social Affairs and Equal Opportunities
at the European Commission

March 2009

As EURES celebrates its 15th anniversary, we can look back
with pride on its success and achievements. The network is
continuing to grow: | am delighted at its expansion in the
new EU Member States, and its continuing development
in the older-established EURES countries too, where
advisers are being placed in more and more regional public
employment service offices to serve an ever-increasing
number of Europeans.

The number of cross-border and transnational projects is
also rising constantly. Some are shorter-term projects to
recruit those with certain skills in a specific area, a task
that is just as important as providing advice and guidance.
The growing numbers of visitors at the European Job Fairs
coordinated by EURES and held each year throughout
the EU and the EEA to publicise the service and connect
jobseekers and employers mean more and more people

are learning about living and working abroad each
year, and that in turn motivates them to consider the
possibilities offered by mobility: this is truly EURES in
action!

But let’s not rest on our laurels, for there is still much
to do. In the wake of the financial crisis and the ensuing
economic downturn, EURES' role in assisting Europeans to
find jobs by matching labour surpluses in one place with
labour demand in another, and providing guidance on all
issues relating to labour mobility, is more urgently needed
than ever. Providing a practical service to ease workers’
moves between Member States and covering everything
from job placement and CV tailoring to advice on taxation
and social security issues is, | am convinced, a vital task,
and one to which the Commission is wholeheartedly
committed. The Commission intends to keep its focus on
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Sylvia Miiller-Wolff, Oberrhein
Cross-border Adviser, at a job fair in
Karlsruhe, Germany in 1999

developing and improving the service year by
year, raising its visibility and tailoring it to the
needs of regional, national and international
labour markets, all of which require constant
monitoring.

One option for improving the service offered
is the use of technology, which has come a
long way in the last 15 years. The Internet,
for example, is crucial for reaching both
jobseekers and employers. In spring 2009 we
hope to engage many more Europeans when
we launch our new portal (eures.europa.
eu). The Commission will also make use
of the many modern tools on offer to help
jobseekers and employers, including through
social networking platforms. We are also
revising the EURES Guidelines with a view to
simplifying the administrative procedures. Our
aim is to make labour mobility as easy and
comprehensible as possible for jobseekers,
employers and the EURES network. The
portal is vital here because it is often the
first interaction which people have with the
network.

The Commission will also step up support
to EU citizens in the field of professional and
geographical mobility. Few Europeans stay

O in the same job, company, sector or region
@ throughout their lives, and the obstacles
facing workers at such times of transition
can be disheartening. The last 15 years have
seen major changes in Europe’s demographic
make-up and in people’s expectations; as
Europe’s population ages, people are working
longer and in more varied ways. Distance
O working is an option for some, while others
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The launch of the 2006 portal (L-R: Jeremy Rifkin, President of the Foundation for
Economic Trends; Jan Andersson, Chairman of the Employment and Social Affairs
Committee, European Parliament; Martin Bartenstein, Austrian Minister for Economy
and Employment; José Manuel Barroso, President of the European Commission; Vladimir
épidla, European Commissioner for Employment, Social Affairs and Equal Opportunities)

manage to combine a number of
part-time jobs on different sides of

a border. These new needs must be
catered for, and EURES will continue
to facilitate labour mobility in the
future for an even greater range of
citizens. Many EU programmes, such
as the Leonardo da Vinci and PLOTEUS
(the Portal on Learning Opportunities
throughout the European Space)
schemes, complement EURES” work
and may help to further our mutual
goals to an even greater extent in the
future.

In the longer term we also need to
consider the European labour market’s
interaction with non-member countries
with an eye to demographic ageing.
Along with other issues of relevance

to EURES' future work, this will be
addressed at a dedicated conference in
November 2009. Whatever the shape
of Europe in another 15 years, we
want to continue to provide a network
of specialists who are not just able

but actively passionate about offering
assistance to all workers in Europe.

EURES’ 15th anniversary is an
excellent opportunity to express my
warm thanks to all members, past and
present, of the network. The network
is the service’s greatest asset, and
the hard work put in day to day by
managers, advisers, assistants, line
managers and partners does not go
unnoticed. May EURES’ next 15 years
bring even greater attainments than
the last!
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Glossary
®

BEC:

Now known as EURESco, BEC (Bureau européen de
coordination) wadlthe original team that coordinated EURES
within the European Commission. The original European Job
Vacancy Database was also sometimes referred to as ‘BEC'.

Central and Eastern European countries
(CEECs):

The term ‘Central and Eastern European Countries’ refers
to Bulgaria, the Czech Republic, Estonia, Hungary, Latvia,
Lithuania, Poland, Romania, Slovakia and Slovenia.

the Council of the European Union (also
known as The Council of Ministers):

The Council of Ministers is one of the European Union’s
legislative chambers (the other being the European
Parliament), and is composed of one ministerial
representative from each EU Member State. The exact
composition differs according to the issues being discussed;
in fact, the Council of Ministers can take one of nine
possible formations, such as the Council of Ministers for
Employment, Social Policy, Health and Consumer Affairs. This
Council should not be confused with the European Council
(an assembly of EU heads of state or government) or the
Council of Europe (a non-EU organisation of 47 states).

Cross-border initiative:

Cross-border initiatives promote and support cross-border
mobility in the same way as cross-border partnerships, but
are rather more limited in timeframe and scope. If they
prove to be fruitful, they may be transformed into cross-
border partnerships.

Cross-border partnership:

Set up to coordinate and advise upon labour mobility in the
EU’s border regions, these partnerships bring together public
employment and vocational training services, employers
and trade union organisations, local authorities and other
institutions dealing with employment and vocational
training. Cross-border partnerships, which are led by a
Steering Committee, are also charged with monitoring the
labour market in these cross-border employment areas.

An important part of EURES” daily and strategic work since
launch, there are currently 21 of these partnerships catering
for the 700 000-plus European citizens who live in one EU
Member State and work in another.

Directive:

A directive is a legislative act of the European Union which
requires that Member States achieve a particular result but
does not dictate the means used to achieve that result. In

this way, it differs from European Union regulations, which
define the approach as well as the aim of a policy.

Directorate-General (DG):

The European Commission is organised in a number of
Directorate-Generals (or departments), each with specific
responsibilities (such as the DG for Employment, Social Affairs
and Equal Opportunities, of which EURESco is just one unit).

Employment rate:

The employment rate is the ratio of persons in
employment to the total population of working age (15 to
64 years). In other words, it indicates the percentage of the
working age population who are currently in employment.
The employment rate is one of the indicators that
economists use to analyse the state of the labour market in
a particular country.

EU Presidency:

Formally called the Presidency of the Council of the
European Union, the EU Presidency rotates between EU
Member States every six months. The EU Presidency is held
by an entire government (rather than by a single person)
whose task it is to organise and chair all meetings of the
Council.

EURES Adviser:

EURES Advisers, of whom there are currently 800, are
appointed by Member States to work as part of the
EURES network, though they are managed by the public
employment service. Their role consists of information
and advice provision, placement activities and labour
market monitoring. Many EURES Advisers participate in
projects with their EURES network colleagues based in
other countries in order to achieve these three aims.
EURES Advisers are often supported by EURES Assistants,
who do not receive centralised EURES training but who
may be promoted to the role of EURES Adviser after a
minimum of one year.

EURES Charter:
In order to fulfil the goals of full occupational and
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geographic maobility, fundamental bases of the European
Employment Strategy, the network’s composition, constitution
and functions needed to be better defined. In the EURES
Charter, which was adopted in April 2003, these principles
were expanded upon to provide concrete action points to be
addressed. The Charter explains to the members and partners
the operation of the network in detail. It provides for the
creation of g uniform system for the exchange of information,
stating its nature, frequency and the means of gaining access
to it.

EURESco:

EURESco stands for the EURES Coordination Office, which

is based in the Directorate-General of Employment, Social
Affairs and Equal Opportunities at the European Commission
in Brussels. EURESco coordinates EURES activities across all 27
EU Member States as well as Norway, Iceland, Liechtenstein
(under the European Economic Area agreement) and
Switzerland (as part of the European Free Trade Association).

EURES Coordinator:

Member of the management team in the National PES or
Labour Ministry who oversees the activities of the national
EURES adviser network in a supporting role to the EURES
Manager. EURES Coordinators deal with the budget, activity
plans, and national conferences, and often represent their
PES at Working Group meetings.

EURES Manager:

Each national EURES network is headed by a EURES Manager
who coordinates all EURES activities in their country and
manages all EURES staff. EURES Managers sometimes also
hold another function within their public employment
service.

EURES News & Information Bureau:

The Bureau provides internal and external newsletters,
success stories for the website, statistical overviews, and
contact and success story databases, not to mention other
communications tools as the need arises. It has been in place
since 2006.

EURES-T:
EURES-T stands for EURES-Transfrontalier, the original name for
cross-border partnerships.

EURES-T Coordinator:

Assists the cross-border Steering Committee in directing and
monitoring the implementation of approved activities. EURES-
T Coordinators manage the local Cross-border Advisers, work
on activity plans, budgets, annual reports and partnership
reviews, and are responsible for setting up and maintaining
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links with additional local organisations, other EURES
cross-border partnerships and Community programmes.

Euroadviser:

The original name for EURES Advisers, the term ‘Euroadviser’
was dropped after the introduction of the euro in 1999 in
order not to confuse potential clients.

European Economic Area (EEA):

The EEA consists of the 27 EU Member States and the three
EEA/EFTA States (Iceland, Liechtenstein and Norway). The EEA
has been in existence since 1994, following an agreement
between countries of the EFTA and Member States of the EU.
It allows EFTA countries which have signed the agreement to
participate in the European single market without joining

the EU.

European Economic Community (EEC):

The European Economic Community (also called the European
Community) was the forerunner of the European Union, and
was established in 1957 between Belgium, Germany, France,
Italy, Luxembourg and the Netherlands. Over the years the
Community was joined by further countries and developed
through new Treaty agreements into the European Union as
we know it today.

European Employment Strategy (EES):

The European Employment Strategy is built around four
priorities: employability, entrepreneurship, adaptability

and equal opportunities. Each year, the Member States

draw up National Action Plans on the topic of employment
implementing these broad policy guidelines. EURES" activities
work towards the fulfilment of the EES” objectives.

European Free Trade Association (EFTA):

EFTA was established in 1960 as an alternative trade bloc for
countries that were unable or chose not to join the European
Economic Community. Today EFTA has four members: Iceland,
Liechtenstein, Norway and Switzerland.

Eurostat:

Eurostat, based in Luxembourg, is the statistical arm of the
European Commission. It researches and analyses data for the
European Union and promotes the harmonisation of statistical
methods across the Member States of the European Union.

GDP per capita (in PPS):

Gross Domestic Product (GDP) — a measure for the economic
activity of a country — in per capita Purchasing Power
Standards, which is a form of expressing data allowing

the direct comparison of different economies. The index is
expressed in relation to the European Union average, which



is set to equal 100. As such, a country score higher than 100
indicates a GDP per head higher than the EU average, and
vice versa.

Geographic labour mobility:
The movement of workers either within their own country or
to/within another country.

High Level Strategy Group (HLSG):

The EURES High Level Strategy Group was created in 2002 to
assist the Commission with the development and promotion
of EURES, though it had essentially existed informally prior
to this date as part of the Heads of PES meeting. The group
meets twice a year and brings together all PES Heads as
well as the Heads of European social partner organisations.
It provides guidance on decisions concerning the
implementation of services and activities and helps to draft
the annual and biennial Commission reports.

Job vacancy rate:

One measure of workforce demand is the job vacancy rate,

which is the number of job vacancies as a percentage of

all filled positions (plus the number of job vacancies). A job

vacancy rate of 1.2 % would thus mean there is in just over
one job vacancy for every 100 posts in a particular region or
country.

Living and working conditions (LWC):

Since the time of SEDOC, information on Living and Working
Conditions (back in 1968 called merely ‘General Information”)
has been collated in order to enable jobseekers to search

for information about a specific Member State but also to
compare the situation in different countries. In the early
years of EURES this took the form of a database providing
information on a range of standardised topics in all Member
States, and is now incorporated into the EURES website.

Net migration rate:

The net migration rate expresses the number of immigrants
to a country minus the number of its emigrants. If more
people leave a country than come into it, then the net
migration rate will be negative, and vice versa.

Professional mobility:

Professional mobility here refers to the movement or workers
across different employers, sectors or professions, or even
within one company. Another frequently used and mostly
synonymous term is ‘job mobility’.

Public employment services (PES):
The public employment services of the European Union/
European Economic Area provide services to both jobseekers
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and employers through a network of more than 5 000 local
employment offices. While PES are structured differently in
each country, all share the same basic task of contributing
towards matching supply and demand on the labour market
through the provision of information, placement and active
support services.

Regulation:

A regulation is a legislative act of the EU, which becomes
immediately enforceable as law in all Member States
simultaneously. Reqgulations are distinct to directives which,
in principle, need to be incorporated into national law but do
not define any precise implementation method for Member
States to follow.

SEDOC:

SEDOC stands for the ‘Systeme européen de diffusion des
offres et demandes demploi en compensation internationale’
(or the European System for the International Clearing

of Vacancies and Applications for Employment), the first

EU vacancy exchange network. SEDOC was completely
restructured in the early 1990s and was launched as EURES in
1992.

Third country national:

The term “third country nationals” in an EU context refers to
nationals of non-EU Member States (this applies to current
legal EU residents as well as to potential migrants). However,
in this document the term is used to refer to nationals of
countries other than the 31 EURES Member States. The issue
of the migration of EU nationals to third countries, as well
that of immigrants to Europe from third countries, is a major
one facing EURES today.

Working groups:

EURES today relies on a number of working groups to

ensure that the service is heading in a direction that is both
consistent and feasible across all Member States. Some have
been in existence since the launch of EURES, while others are
more ad hoc and have been developed as a concrete need
has arisen. All working groups report back to EURESco and the
EURES Working Party about their work.

Working Party:

The EURES Working Party deals with the general coordination
of the network. It was established as a separate body when
EURES was created, and its role to assist in the development,
implementation and monitoring of EURES activities was
further defined and confirmed by the review of the legal
base of EURES in 2002. The Working Party is made up of
one representative from each Member State and relevant
European social partners and experts.
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