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• Since 1997 an EU PES network in place as informal advisory
group with voluntary participation including:
– Mutual learning programme, PES to PES Dialogue,
– PES working groups on topics such as skills, PES strategy

EU 2020, PES Efficiency etc.

• Encouraging results in area of mutual learning but mainly for a
group of more developed PES

• Structure of PES network too weak to ensure a meaningful
participation and produce outputs.

PES co-operation at EU level
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While the role of employment policy design is in the hands of policy makers and decision makers at EU and national level, the European Employment Strategy acknowledges that the role of employment policy implementation and action heavily lays on PES. PES concentrate on the very operational and concrete feasibility of measures and their effectiveness and they have therefore a central role in facilitating labour market transitions, helping people to stay in work or move towards new jobs.  
Policy implementation has an value in itself, it can weaken or strengthen impact on the ground, well-designed employment policies can be poorly delivered by weak PES and not produce any impact
The cooperation between European PES started more than 15 years ago in 1997, as an informal Commission expert group. So far, the European Commission is the only European/international institution with direct and regular access to the principal labour market brokers 
Overall aim is to support the modernisation of employment service delivery systems so as to optimise the PES contribution to the delivery of core parts of the European Employment Strategy and corresponding national labour market policies. 
EU28 + EEA participation (3 BE PES), COM chair, COM driving force, COM budget  
Results of MLP:  136 instances of change reported by PES in 2013 and 2014. Almost all PES report at least 1 impact following attendance of one or more PES event (except 3)
Of 72 changes recorded for 2014:  PES mostly reported changes to PES activities in: Quality management and professionalism of employment counsellors, 14 PES examples.: Services for employers,16 PES noted changes, 10 examples provided: Blended service delivery for jobseekers ,13 PES noted changes, 7 described in detail.
Current structure of the PES network in the form of an informal Expert group is too weak to ensure a meaningful participation. There is a permanent risk of discontinuity combined with a lack of coverage. 
The network has not yet been able to produce the outputs to allow for a true and in-depth comparative assessment of their performance or a common contribution for increasing PES efficiency and effectiveness. 



Enhancing PES capacity and cooperation 

• High unemployment rate in many European countries, no more
business as usual for PES

• A general understanding to focus on implementation issues to
achieve the EU 2020 objectives

• PES equipped for Europe 2020 challenges? PES-related
country-specific recommendations: 2014: 12 CSRs, 2015: 3
CSRs + wider CSRs

• European Social Fund – ex-ante conditionalities
• Need for factual advise to EP, Council and COM
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New situation 1. Europe 2020 employment target, lessons from Lisbon strategy, 2. European Semester CSR 3. ESF ex-ante – Major funding tool 
Recognition of the major role played 
Public Employment Services (PES) play a central role in contributing to the achievement of the Europe 2020 employment rate headline target of 75 % for women and men aged between 20 and 64 by 2020, in particular by decreasing youth unemployment 
CSRs 2014: 12 countries have received CSR specifically mentioning PES (Belgium, Bulgaria, Croatia, Czech Republic, Hungary, Ireland, Italy, Portugal, Romania, Slovakia, Slovenia, Spain) and 14 countries have received CSR specifically mentioning adjustments to the current ALMP policy. More specifically: 5 countries (Croatia, Czech Republic, Hungary, Romania and Slovakia) have to enhance public employment service capacities to ensure adequate case management, personal counselling and activation.  4 countries (Belgium, Hungary, Italy and Slovenia) have to improve coordination with other stakeholders such as educational institutions or other public institutions. 2 countries (Czech Republic and Bulgaria) have to build up a performance measurement system to strengthen efficiency and effectiveness of the PES. 
CSRs 2015:  CSRs on PES have been issued to 3 MS: ES, PT, RO. Furthermore, broader CSRs on closely related issues such as long-term unemployment and activation (including through integrated approaches for specific groups) have been issued to 7 additional Member States: BE, BG, FI, HU, IT,  SK, SI)
The ESF is Europe’s main instrument for supporting jobs, helping people get better jobs and ensuring fairer job opportunities for all EU citizens. ESF financing of EUR 10 billion a year; major parts of ESF channelled through or used by PES; in some MS 90% of PES budget (ALMP, PES services and staff) covered by ESF. 
But before PES using funds, PES need to comply with ex ante conditionalities to ensure that the necessary framework conditions for the effective use of Union support are in place. Conditionality takes the form of both ‘ex ante’ conditions that must be in place before funds are disbursed and 'ex post' conditions that will make the release of additional funds contingent on performance. The rationale for strengthening 'ex ante' conditionality for these funds is to ensure that the conditions necessary for their effective support are in place. 
Ex-ante: 1. capacity to deliver early intervention, prevention, inclusive service offer; 2. reform includes cooperation with PRES, TWA, employers, social services etc.  
Proposal from the European Commission aims at formalizing a European network of PES, established on solid legal ground, that would be able to increase comprehensive coordinated activities among them and provide the PES Network with the legitimacy to act and build to establish a self-sustaining learning system .
PES Peer pressure to identify and support low performing PES at an early stage before problem becomes structural 




What will the 'new' PES network do?

Decision of EP/Council "On enhanced co-operation between public 
employment services", No 573/2014/EU

• Self-governance of PES network 
• Compulsory tasks  
• Develop and implement European wide ‘benchlearning’ 
• Provide mutual assistance, either in the form of peer-to-peer or 

group activities
• Adopt and implement a concept for modernisation and 

strengthening of PES in key areas.
• Prepare reports in the employment field, at the request of EP,  

Council, or COM 
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The formalised PES network will be provided with a mandate to: 
Art. 1: ‘benchlearning’ means the process of creating a systematic and integrated link between the benchmarking and mutual learning activities that consists of identifying good performances through indicator-based benchmarking systems, including data collection, data validation, data consolidation and assessments, with appropriate methodology, and of using findings for tangible and evidence-informed mutual learning activities, including good or best practice models.
Provide mutual assistance, either in the form of peer-to-peer or group activities, through cooperation, exchanges of information, experience and staff between its members including support for the implementation of PES-related country-specific recommendations issued by the Council.  
Adopt and implement a concept for modernisation and strengthening of PES in key areas.
Prepare reports in the employment field, at the request of either the Council, or the Commission or on its own initiative.
Contribute to the implementation of policy initiatives in the employment field through its cooperation with EMCO. A notable example is implementation of the Youth Guarantee agreed by the EU's Council of Ministers, which calls on Member States to ensure that young people are offered a job, further education, an apprenticeship or a traineeship within four months of becoming unemployed or leaving school
Collaborate with other LM stakeholders such employment services providers (Private employment agencies, NGO's, municipalities…)
The legal text eaves PES ample room to define their working methods and develop new projects to address employment issues. 
Peer pressure, internal PES assessment, monitoring of progress of PES Benchlearning recommendation 




Benchlearning

‘benchlearning’ means the process of creating a systematic and 
integrated link between the benchmarking and mutual learning activities

Benchlearning

Benchmarking Mutual learning

• Data collection

• Data validation

• Data assessment

Identify good 
performances through 

indicator-based 
benchmarking systems

Tangible and evidence-
informed mutual 

learning activities

Presenter
Presentation Notes
Art 2. ‘benchlearning’ means the process of creating a systematic and integrated link between benchmarking and mutual learning activities, that consists of identifying good performances through indicator-based benchmarking systems, including data collection, data validation, data consolidation and assessments, with appropriate methodology, and of using findings for tangible and evidence-informed mutual learning activities, including good or best practice models. 

A. The quantitative indicators for the areas listed in points (a)(i) to (iv) of Article 4(1): 
1. Contribution to reducing unemployment for all age groups and for vulnerable groups: (a) Transition from unemployment into employment per age group, gender and qualification level, as a share of the stock of registered unemployed persons; (b) Number of people leaving the PES unemployment records, as a share of registered unemployed persons. 
2. Contribution to reducing the duration of unemployment and reducing inactivity, so as to address long-term and structural unemployment, as well as social exclusion: (a) Transition into employment within, for example, 6 and 12 months of unemployment per age group, gender and qualification level, as a share of all PES register transitions into employment; (b) Entries into a PES register of previously inactive persons, as a share of all entries into that PES register per age group and gender. 
3. Filling of vacancies (including through voluntary labour mobility): (a) Job vacancies filled; (b) Answers to Eurostat's Labour Force Survey on the contribution of PES to the finding of the respondent's current job. 
4. Customer satisfaction with PES services: (a) Overall satisfaction of jobseekers; (b) Overall satisfaction of employers. 

B. Areas of benchmarking through qualitative internal and external assessment of performance enablers for the areas listed in points (a)(i) to (iv) of Article 4(1): 1. Strategic performance management; 2. Design of operational processes such as effective channelling and profiling of jobseekers and tailored use of active labour market instruments; 3. Sustainable activation and management of transitions; 4. Relations to employers; 5. Evidence-based design and implementation of PES services; 6. Effective management of partnerships with stakeholders; 7. Allocation of PES resources. 28.5.2014 L 159/39 Official Journal of the European Union EN 



Study on PES business models 1 

Different degrees of autonomy from governments but two main models:
• Autonomous public bodies (AT, DE, EL, FI, SE BE:FOREM, 

BE:VDAB, BE:ACTIRIS, etc→ limited government control over PES 
activities

• Executive agencies (BG, CZ, HU, LT, UK, IE, SK, FI, etc. → 
generally integrated in Labour Ministries

Involvement of social partners varies:
• Represented in managing boards or supervisory bodies 

(BE:FOREM, BE:VDAB, BE:ACTIRIS, BG, CZ, DE, EE, EL, HU, MT, 
AT, PT, SI)

• Only participate in advisory bodies (DK, ES, IT, LV, LT, NL, PL)
• Not formally involved but may be consulted (IE, LU, FI, SE, UK, NO)
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The first component of different organisational models is whether PES are judicially autonomous from the government, i.e. whether they are executive agencies (generally under the direct control of the Labour Ministry) or autonomous public bodies. The second dimension of organisational models concerns whether social partners have a supervisory role in the PES or not 
The first dimension of different organisational models is whether PES are judicially autonomous from the government, i.e. whether they are executive agencies (generally under the direct control of the Labour Ministry) or autonomous public bodies. In practice, the crucial difference between the two is that while executive agencies carry out the policies defined by the government, PES that are autonomous can propose policies within guidelines set by the government. 

More info, see handouts – study plus country sheets 

9 sections to the questionnaire:
Basic organisational model
Financing model
Human resources
Integration of employment services and benefit provision
Clients/customers
Types and methods of service provision
Job vacancies and market share
Active labour market policies
Management logic and performance measurement




Study on PES business models 2

PES performance targets
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All European PES share the same set of basic objectives: reducing the unemployment rate; increasing employment; and, ensuring the efficient matching of labour supply and demand in order for jobseekers to find suitable employment. 
While a large number of PES do not specify goals beyond these basic objectives, some small differences in the objectives of PES can be identified. There are four general types of policies and targets stipulated. Firstly, a number of PES place special attention to groups further away from the labour market, including younger or older jobseekers, persons with disabilities, and the long-term unemployed (for example: CZ, DK, PL, SE, UK). The second type of objective is the development or strengthening of active labour market policies, specifically activation programmes (UK) or vocational training programmes (ES, PT). Thirdly, a general increase in effectiveness and efficiency is prioritised in FR, IT, LT. Finally, some PES mention the payment of adequate non-employment benefits in order to avoid social exclusion (e.g. NL). 
Between 2011 and 2014, target-setting and management by performance have become central management methods for modern public sector bodies. However, while almost all PES use yearly performance targets, there are large variations in the number, the type and the content of these targets. 
The performance targets adopted by PES can be categorised along two dimensions: 
Whether these are outcome indicators (as opposed to process or activity-based indicators); and, 
Whether these are specific/quantitative (as opposed to a general statement about the target). 
For example, an activity-based general target is to ‘collect more data on jobseekers’, while an outcome-based quantitative target is ’30 % of new claimants of incapacity benefits should be placed in employment within a year’.
TThe above patterns are important, since outcome-based, quantitative performance targets can contribute to higher levels of accountability and effectiveness of PES activities. 






Use of PES in job-search in relation to the proportion of unemployed in 
the jobseeker population, 2014

Source: Eurostat, Labour Force Survey 
2014
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Just to illustrate the different starting positions of PES : the use of PES in job-search in the MS. 
In countries such as Germany, Austria and Sweden, use of the PES in job-search is well above average despite a relatively low proportion of jobseekers being unemployed.
In contrast, use of the PES is well below average in Spain, Italy or Bulgaria despite high proportions of unemployed in the jobseeker population. 
These differences are likely to originate both in the PES coverage of the job market and in the quality of services on offer.
 
We consider that real figures on the use of PES in job search may be higher than the one indicated in the survey. However we assume that this is valid for all countries and that therefore the results of the survey are still interesting if we look at them in relative terms, focussing on the difference between Member States.
 




Challenges 

• Implement Benchlearning – urgent need for PES 
modernisation

• Will Benchlearning produce the desired outcomes

• Different starting points for learning: Similarities/differences 
in terms of organisation, financing model, client and service 
orientation, target-setting and performance measurement 
systems, overall capacity 

• High expectations from political masters 

• Peer pressure versus ???  
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Peer pressure versus ???  Name and shame, legal actions, MS own initiatives, abolishment or downgrading of PES, more private employment service 
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