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PES 2020 — mapping visions and directions for fut@ development

1. Introduction

To enhance the discussion with key stakeholderanaearly stage the Commission some
months ago has asked the network of Heads of P#@nliployment Services as important
implementers to map national visions for the degwelent of PES 2020 in the context of
preparatory work for th€ost-Lisbon European Employment Strategy 2020Another aim
was to find out whether the priorities formulated RES in the context of crisis and longer
term challenges are in line with tR&ES Mission Statementadopted by the EU/EEA network
of Public Employment Services in 2006 in Lahti dnether a shift of focus has taken place
that would require a revision. Therefore fieldsaofivities to be taken into account followed
the structure of the Mission Statement.

The deliverednformation was analysed in a comparative approacho get an evidence
baseabout common priorities and developments as well @t the variety of approaches
across Europe During the last months 21 national PES have sentributions, 19 of them
more or less detailed visions (1,5 to 6 pages)enthitee pointed to political circumstances
(recent or soon change of government) that didaflotv for mapping longer term strategies
(LU, RO, SK). Covering North, South, West, Centaatd Eastern Europe the sample can be
considered as representative for Europe.

2. Future mission, target groups and role as sepicvider

The country contributions revealwidely shared consensus among PES that their misgsio

is focused on increasing employmentl3 out of 19)As one country has put itPES want

to be the main contributor to increase the laboupply to meet the needs in a society facing
serious demographic changegDK)) This goes far beyond the traditional understanding that
PES are in the first line responsible for the ina¢ign of registered unemployed receiving

benefits. The approach for the next decade camdr & a high willingness to implement the
principal objective of the current and the futurer@ean Employment Strategy to attract and
retain more people on the labour market.

As consequence PES in Europe will broaden the rahgarget groups: for the next decade
we can expect that those harder to place and ah#ngins of the labour market will be seen
as priority: inactive, older and other vulnerabteups at risk of exclusion like low-skilled or
immigrants (13 out of 19 countries). Ageing soeetwill imply and adjustment of PES
services to overcome the next employment crisiclviwill be "a supply side crisis*The
average client will become older and more speaétvices targeted to this group should be



provided” (LV) to enhance their employability. Related to the hetaof economic and social
outcomes (see PES Mission Statement), the impatanen to these target groups will
strengthen the social functions of PES.

A considerable number of PES include or plan to inade employees, particularly lower
skilled. In the context of the New Skills for New Jobs Ewap agenda PES put a strong
focus on lifelong learning and see their respofigibio contribute to up-skilling of the
workforce. Seven out of 19 PES therefore considat PES should be seénot only as
partners in case of unemployment, but also for eaevelopment and lifelong learning”
(LV).

Although youth unemployment is rising in Europe anda matter of overall concern, this
group was dedicated less pronounced attention tgmentioned only by 4 countries — AU,
DE, FI, LV). While this figure might be an undeiiesition, because young people can be
included into the category of “vulnerable” groupiis finding should be discussed in the
network to get a more exact idea, which reasonbetnand.

Last but not least, to improve services for employs i.e. serving the demand side of the
employment market and supporting jobs creation willbe a priority (indicated in 13 out of
19 country contributions). Future services encommmgimised vacancy filling and matching
tools (e.g. BE, DE), a more pro-active approach emgid response mechanisms (CZ),
differentiated support depending on the engagenménemployers to take employable
jobseekers or unemployed registered with PES (UK)aua shift of service focus, described
by Finland: ‘Our priority will be to help companies to recruit newaf with appropriate
skills’.

Whereas a common mission is shared among PES, thisigns about the future role and
core services strongly differ, ranging from the obgctive to be the first service provider to

a limited role as complementary or subsidiary sendge For example Austria willthaintain
and further expand the position as most importariilis service provider’(AT, similar BE,
DE, DK, IT, LV), whereas the Netherlands sees PBS 6ne of the service providers
(complementary to those that are already availadmethe market) Switzerland goes even
further stressing the principle of subsidiarity,i@fhgives priority to individual initiative and
private placement agencies. Others see their sotbat of "chief of orchestra”, coordinating
partnerships for employment individual services many factors in national settings have an
influence on the role of national PES, the posindbPES will be an exciting question for the
future.

As consequence the definition of core services artie overall identity as service
provider also show also a large varietyranging from job broker and management of
periodic transition and integration processes to felong (employment-oriented) guidance
and careers servicesTo judge from the contributions, all PES agree alvog classical basic
core services in the field of placement, recruittn@md matching, but they differ when it
comes to stretching services further. Interestieqy approaches can be observed with regard
to a lifelong and more guidance-oriented perspeatimresponding to the concept of lifelong
learning in the field of employment. In UK a dissigh is turning around the isst®
develop a universal service that runs alongsidepfeat every stage in their livesivhile BE

in a common paper for all three PES formulates a wision for PES in the future af\"
guaranteed universal career service for people emthpanies.PES shall function as “career



portals” for all people whether working or unemployed, tidg or better to coactpeople in
their moves to “career security” in a society, whepeople will work for longer and
differently, going through a number of transitiongSee also SI, HU, DE). In that case
employment services and not the education sectarldvbe first provider of lifelong
guidance. This will certainly not be the future faf PES in Europe, but shows how far
potential developments can reach.

3. Prevention: the increasing role of lifelong léag and lessons from the crisis

Two out of three PES consider prevention and earlyntervention as field of future
activities. Lifelong learning will be an integral part. One out of two PES intend to further
develop training and competences development Bige#s preventative functionareer
breaks shall not b#ost periods, but have a positive effe(BE) on those concerned, because
they can participate in lifelong learning, acquagepropriate skills and thus increase their
employability on the labour market. Adequate tmagnican help to avoid longer-term
unemployment, to make integration into a new jolrangsustainable and to ensure a more
positive career development and upward mobility.

To increase the effectiveness of training measureBES point to the role of skills
anticipation, career guidance, a closer linking othe skills and employment agendas in
service delivery and offers for employers and empiees Training programmes shall be
increasingly demand-led, therefore a number of R&Bts to further develop tools for skills
anticipation and / or national systems for labowrket information (e.g. BE, BG, LT, LV,
PL, PT). To support informed training and careasiobks based on a sound skills assessment
in some countries PES themselves envisage to entarigntensify career guidance services
(e.g. BE, DE, HU, IE, LV, SI, learning and work &ssn NL), while others will promote
career guidance provision by cooperating more bloggth already existing specialised
careers services (e.g. UK). Consequently stratggices for PES development in the future
will depend on the availability and quality of oth&ervice providers in that field. Judging
from one third of the country contributions, whithke a wider preventative approach,
including (lower skilled) employees and employersainly SMES) into their service offer,
PES in the future could become the most important ational lifelong learning (and
partly also lifelong career guidance) agency

One important lesson, drawn from good practices deloped in times of the economic
crisis will inspire the future: PES will continue o further develop rapid response
mechanisms for employers and employee3he crisis has stimulated the development of
integrated consultation and guidance for employe®s employers in case of a planned re-
structuring or group dismissals. A number of caest(e.g. IT, LT, PL, PT, UK) will further
develop these schemes which have contributed togj@ntion, to facilitating fast transitions
to a new job or to improve employability by up-$kid). As consequence earlier

! From guidance to coaching to give more space toiridependent capability of people, more intensive
assistance for those in need.



intervention and more encompassing prevention serses could become a standard
element of PES service portfolio

4. International mobility: integration of EURES anPES work and new dimensions

Many PES aim to enhance or to consolidate the integtion of EURES (10 out of 19)At
the same time they stress the increasing role ofternational recruitment for employers,
while some want to enlarge and/or to better integre the service offer for mobile
workers. To face the demographic challenge and the exgdet@our shortages in some
bottleneck sectors, recruitment services for engr®wre an issue of high priority for future
development, including recruitment from third caieg. To smoothen the transitions for
mobile workers some countries will offer informatiand guidance not only to potentially
mobile workers, but also to Hewcomersin receiving countries (BE), promote aHhain of
services accompanying circular mobifitycluding profiling, counselling and follow-up ®

or establish adne-stop-shdpin each country, integrating PES, all ministreesd authorities
of relevance (DK). This development will contribute strengthen guidance and placement
activities in the EURES network as planned by tbw guidelines for EURES.

5. Multi-channelling and personalised serviceshlpgiority for integrated multi-channelling
and differentiated concepts for personalised sesvand guidance

PES 2020 will make more systematic use of integratemulti-channelling services
combining e-services, call centres, SMS and faceface interviews to facilitate
accessibility for citizens and increase the freedainchoice to switch between different
channels for the upcoming e-generation. This wWitlva for allocating more efficiently cost-
intensive staff resources for face-to-face serviaed counselling. This view is shared
unanimously by most of the PES (17 out of 19). Amsequence, at distance services
(electronic kiosks or work stations offering rematéerviewing and counselling via video
equipment) will be promoted in areas there are emaugh clients to justify the costs of
running an office (e.g. LT, SE).

PES will establish “Virtual Employment Services” (BG) including a broad range of self-
help and increasingly interactive elements to delar standard services electronically.
While in a number of countries many of these imsents are already available and will be
established in othershe question for all is how to make e-services morateractive by
integrating online consultation like specialiseddgmce and counselling or chat-rooms for
special groups (e.g. highly qualified). Anothereattjve for many countries (7 out of 19) is to
develop or refine systems of e-matching based wgbdis and competences in addition to
simpler versions limited to occupation indices.

As consequence the next decade will bring the end the same personalised services for
all, offering face-to-face counselling and guidancabove all to clients or customers in

2 These include online information and self-help facilities like registration, entering of personal CVs
and profiles, notification of job profiles, tools for skills assessment, information about and
application for Active Labour Market Policy programmes, self-management and virtual
monitoring of the personal action plan up to personal electronic booklets or personal electronic
cards for jobseekers.



need or priority groups among employersAs Austria puts it those with a low risk for a
certain period will have contact with the PES viaezvices and in the best case not enter the
office during their (short) unemployment periodin the offices there is time for face to face
counselling in an intimate atmosphere for difficalid special services and for customers
with serious problems (AT). In order to systematise service offer maryuntries will
establish or fine-tune profiling and customers’ssification to define the potential and the
distance from the labour market. As result thm@ef¢ur group) schemes of typology have
become popular (1. easily employable/autonomousw- dssistance, 2. change of career
orientation/need for guidance, training — modesgaigport, 3. disadvantaged/serious problems
- need for intensive support, e.g. CZ, IE). Somentees will develop further a typology of
employers, depending on their willingness to acgepseekers from disadvantaged groups
(UK), the quantity of notified vacancies (DE) onvheasy/difficult it is to fill a vacancy (AT).

It is, however, an open question, to which extentES themselves will offer personalised
services like employment-oriented career, placement or uigment guidance, given the
increasing development of e-tools and the existehother specialised service providers.

6. Relation to other actors: networking, partngyskind outsourcing will become routine for
all

One out of two PES want to develop networking withother stakeholders at all levels
further, whilst the establishment and enlargement D outsourcing is even ranking as
second topic after multi-channelling (included by 15 out of 19 PES). Generally those
services will be contracted out, where other prerschave specific expertise, a high level of
coverage and can offer cost-efficient good qualégvices (e.g. training provision, specialised
counselling, integration programmes for those hatdelace, research). More services shall
be offered in cooperation with municipalities foose with more difficulties (BE, CZ, FI) or
in integrated “Welfare houses” (IT). Another issue the PES agendas for 2020 will be to
improve the management of PPP with regard to iatedgr quality management (DE) and
setting of quality standards by accreditation (88, PT, SI, UK).

Which services will be outsourced, varies considebdy, to be explained by national
traditions from the past as well as strategic cho&s and policies for the future While
some countries are open to outsource the coreifunof placement for special groups like
low skilled or disabled (e.g. BG, PL), others ddes this as core task exempted from
outsourcing (e.g. AT). The development will alsgpeled on future decisions, how far to
extend PES own service offer, mainly in the fieldifelong guidance.

7. Quality management: high ranking of performaneeasurement, low ranking of staff
development

The picture resulting from the visions is biased: ®erall quality management and

particularly performance measurement is in the focs of attention, while staff and their

competences are referred to less frequentipvost PES (12 out of 19) will improve quality
management, above all performance measuremenivioservices and Active Labour Market
Policy Programmes, including increasingly extemaluation. However, only about one out
of three (7 PES) refer to staff competences anditiga And only one country makes this
topic a real priority for future action, arguitithat the importance of ensuring that staff are
trained and developed with the appropriate knowéedskills and personal attributes cannot
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be overstated(IE). This isstriking, as PES in the future plan to provide mostof their
personalised services to customer segments in ndedguidance and support.

8. Interim conclusions

Comparing the national visions of PES 2020 withdbgectives and activities agreed 2006 in
the Mission Statement of the network of Heads of BRows that the visions in many regards
are in line with the fields of activity describetl: Customer focus (demand-led ways of
working, anticipation of labour market changes, djgelations with employers), 2. Early

identification and intervention (including activari, i.e. guidance, training and support, 3.
Modernising service delivery (use of multi-chanimglto assign staff resources to those in
need for more intensive support), 4. Partnershiyos reetworking (collaboration and explore

forms outsourcing, EURES network), 5. Effectivenassl quality (regular assessment and
evaluation, development of performance indicatstaf competences).

At the same time the visions present a shift of fois, integrating more recent European
strategies, notably Flexicurity and the New Skilldor New Jobs Agenda in the context of
the Lifelong Learning and Lifelong Guidance A number of national PES define their role
as ‘partners for labour mobilityy (NL), managing, securing and ensuring transitioBgen
more striking is the shift of focus to Lifelong lreang and lifelong guidance which for many
customers in the future could bring a “train firgtistead of a “work first” approach and a
preventative service extension to employed and emmeg, transforming or strengthening
some PES as “lifelong employment or career serlices

While this will be a question to be discussed furiér in light of the new European
Employment Strategy 2020 and the new Employment Gdelines to be adopted this year,
another topic could also be relevant for future disussion: the tasks and competences of
employment advisorsdepending on future scenarios for PES developrievit. scenari are
possible:

- First a “minimal” or “residual” PES where most services are delivered by electronic
channels (including i.a. e-profiling for the idditation of needs, programmes to answer
frequently asked questions and complex matchingstowmhile deeper assessment, career
guidance, training, more intensive support andeaparts of placement services will be
outsourced to private employment agencies, integrdirms or other third providers. In this
case personalised PES services would be reducadrimimum. A number of employment
advisors would mainly execute information and mairity functions.

- The second scenario — at the other end of a comium - would be an employment-

oriented (lifelong) careers servicavhere face-to-face interviewing, assessment arthgae

will support and complement e-profiling, where eayphent advisors are able to deliver basic
career guidance to prepare informed training dewssiand where specialised advisors are
trained in work methods like case management tcageucomplex integration processes for
customers with serious problems. Even if a broadjeaof services were delivered by other
providers PES would be an important provider adléihg personalised employment services,

% Point 6 Transfer of learning is related to int¢ioraal networks and instruments to improve mutealrhing,
see: EU/EEA Network of Public Employment Servicession Statement, Lahti, Finland 4 December 2006 .



the more if specialised career guidance counseflmrsyoung, adults and employers are
integrated into service delivery.

In any case and in all service delivery models, regyfing more than a minimum of
personalised services staff competences and howdevelop them will be crucial,a topic,
mentioned only in a minority of the country contriilons. As the Mission statement states in
relation to effectiveness and qualitihe development of staff and their competencies is
considered critical to the delivery of quality see/to PES”and therefore atongoing skills
and competency review of staff should be in pladt training and development responses
implemented as appropriate.”

It will also be important to strengthen the linkageand exchange between the network of
Heads of PES and other policy stakeholderm the field of employment, education, career
guidance and social affairs, including social persn How future business models will look
like is to a large degree determined by nationétipe and policy strategies. Therefore it will
be important to foster the exchange between PESalicl stakeholders. The Commission
has taken and will further enhance a number offaives going in that direction (e.g. PES to
PES dialogue and conferences, research, feediRg8finto the work of EMCO, promoting
exchange between PES and ELGPN)



Annex: 1. Priorities for action defined in the cowyrcontributions
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Anchoring the role of PES in the “flexicuritgiodel
Skills-oriented approach (e-portfolio, personal@&lepment plan, matching)
Interregional and international cooperation of R&®ster geographic mobility

Changes in legislation (not specified)
Consistent policy of partnership at all levels gmuircing, dialogue/networking)

Transition management including managemergtafn to the labour market
Adaptation of competences and qualification pradfl@employees
Adjustment of the labour market promoting IT toafsd multi-channelling

Demand-led approach within PES
Customer segmentation and appropriate multi-chastregiegy
Enhancing recruitment from abroad

Simplification of legislation
Resource / staff planning according to scale a¥iiets
Consolidation of the system of planning and quatighagement

Staff training as key area of priority attenti

Reinforce labour market and services netwamkancing cooperation of all
relevant actors

Enhancing internet — labour portal

Quality and performance monitoring, implementatdmvaluation system

Preparation of long —term strategy of PESvdis, introduce programme
planning at all levels

Introduction of longer-term labour market forecagti

Modernising structure and upgrading staff compedsnc

Strengthening capacity of PES (e.g. trainfegr Reviews, NSNJ)
Development of PES infrastructure (branchEsyktems, evaluation)

Improvement of web-based services, includgrgyp) community building
Introduction of a “work formula” (jobseekers and@oyers including marketing)
Development of demand led approaches and speeifiices, generated by users

Further development of job placement
Training for unemployed and jobseekers
Activation strategies for (re-)integration into tladour market

Reorganisation of Attendance Model (includstaff training)
Coordination between Job Centres and Vocationahifg Centres
Developing multichannel IT services

Establishment of trustful and professiontdtrens to employers in all segments
Increase availability of the services — restructyiof service provision
Establish successful cooperation with other imparéetors (public + others)



ANNEX 2 AT |BE |BG|CZ |DE |DK|FI |HU |IE [IT |[LT |LV |NL |PL |PT |SE|SI | UK|CH
Mission / Role

1st/crucial servicg X | X X X X X 6
Participation

high employment XXX | X X | X | X [X X X X X | X | X 13
Target groups

Inactive / vulner. X | X | (Xi) X | X [ X [ X |[(X)|X X Xi | X |X 13
Young XX XX X X 4
Older X X | XX X 4
Employers X | X | X)X X XX X | X X X | XX X X 13
Prevention/

Early interv. X | X XX X | X | X |[X X X | X | X |X X 113
Organisation

Integrated X | X |X X [ (X) XX X X xX)| 9
services

Training, LLL X [ X X X XX | X XX | X | XX X X 11
Incl. Employees X| X X X X|] X| X 7
Incl. employers X X X 3
Integration

EURES X | X | XX X | X | X |X X X X 10
Multichannelling | XX | X | X |[XX [X X XX [ X [ XX [ XX | X [ XX | X [ XX [XX|X |X 17
E-matching X X X X| X | X X I
LM info, forecast X | X X | X XX X 6
Personalised

Services

Guidance/Counsgl XX | XX | (X) | X XX X | X | XX X | X | X X XX 13
Customers” class| X X X X (X)) X (X (X) 8
Partnerships

Dialogue, netw. X| X | X X X X X | X X X | X 11
Outsourc. /PPP X1 X| XAXX | X X | (X) X X X [ X [ X [(X)|X |[X |X 16
Quality  Man./

Performance X X)X | X X X [ X | X |X X [ X | X 12
Staff competences X X | X | XX X | X X 7




