The gloom and doom

Strategic foresight — scenario 4

EUROPEAN LABOUR AUTHORITY



EVURES

ELAGE C\T

EUROPEAN LABOUR AUTHORITY

Neither the European Labour Authority nor any person acting on behalf of the Furopean Labour
Authority is responsible for the use which might be made of the following information.

© European Labour Authority, 2024

Reproduction is authorised provided the source is acknowledged.

For any use or reproduction of photos or other material that is not under the copyright of the European
Labour Authority, permission must be sought directly from the copyright holders.

The present document has been produced by Fondazione Giacomo Brodolini Srl SB. This task has

been carried out in the context of a contract between the European Labour Authority and the authors,
awarded following a tender procedure.

The document has been prepared for the European Labour Authority, however, it reflects the views of the

authors only. The information contained in this report does not reflect the views or the official position of
the European Labour Authority.



Key features of the scenario

« The context for this scenario is the current situation of
perma- or poly-crisis affecting Europe (and the world
more generally). Climate change with its accompanying
adverse socio-economic consequences continues while
the diffusion of artificial intelligence (Al) and increasing
use of machine-learning through automated self-service
platforms reshapes employment. Mismatches between
workers'and employers’ preferences continue, although
for some sectors working conditions are improving.

+ Both existing and new crises hinder economic growth,
investment, competitiveness, and employment. Climate
change deepens economic divides in Europe, with some
adverse effects more prevalent in specific regions and
sectors. Southern regions are most significantly affected,
particularly in sectors such as agriculture and tourism.
Northern regions experience increased flooding which
damages physical infrastructures, causing a variety of
disruptions to the economy. The ‘green sector’ experienc-
es a surge in demand, particularly for activities linked to
climate resilience measures, such as renewable energy
and disaster preparedness.

« The diffusion of Al presents opportunities and challeng-
es, enhancing productivity but potentially displacing
workers, particularly those with lower technical skills.
Teleworking, made increasingly feasible by technologi-
cal adoption, introduces new risks to safety and mental
health, alongside concerns about data privacy and
security.

+ The increased availability of housing reduces this as a
constraint on labour mobility, stimulating economic
activity and job growth in urban areas. Housing af-
fordability, however, remains a challenge, potentially
perpetuating socio-economic disparities. This results in
a continuing lack of suitable accommodation for some
groups of workers moving to urban areas to access new
employment opportunities (especially where they are

not able to engage in teleworking).

Regional and sectoral impacts vary with urban centres
benefiting more significantly than rural ones, and con-
struction and real estate sectors experience growth while
technology and finance sectors are not directly affected.

Construction workers face uncertainty. On one hand,
projects are delayed or cancelled due to the impact of
climate change. On the other, the rise of teleworking
leads to increased demand for new houses, particularly
in urban centres and possibly even in more rural areas as
itis no longer so important to live close to the workplace.

Employment levels are adversely affected (machines
increasingly substitute for labour), the adverse effects of
climate change continue unabated wreaking havoc on
Europe’s socio-economic structure, south to north migra-
tion flows increase to a point where they impose strains
upon public services, and the provision of education and
training to assist people manage transitions in the labour
market is far from universal. This places strong pressures
on PES.

Labour market imbalances increasingly shape EURES
services, emphasising the need for improved visibility
and a focus on the movement of whole families. EURES
personnel will need to undergo training to adapt to the
use of Al and machine-dominated self-service provision,
with the EURES portal incorporating Al functionalities to
streamline recruitment processes. The demand for EURES
services is expected to rise due to the increasing impor-
tance of mobility. EURES will need to prioritise seamless
transitions in response to changing workforce needs.

EURES services will be required to support increased
information needs about available housing, enhancing
capacity to address housing-related inquiries, utilising
tools such as helpdesk chatbots.



Expected developments

In the period to 2030, Europe continues to experience on-
going crises, both existing (such as those which have arisen
in the aftermath of the COVID-19 pandemic), long-term
(such as climate change), and new (e.g., conflict between
Israel and Palestine). Economic adaptation to these condi-
tions dampens demand, adversely affecting investment,
competitiveness, and employment. Skill shortages increase
due to global market uncertainties especially in localised
hotspots. The ongoing crises conditions hinder the alloca-
tion of resources towards critical areas, creating additional
challenges for policymakers looking to address the needs
of the workforce and the environmental damage resulting
from climate change.

Climate change continues to exert adverse effects on Eu-
rope, widening and deepening economic division. Climate
mitigation and adaptation policies have proved insuffi-
cient to halt the impact of climate change on the European
labour market and across wider society. Extreme climate
and weather events persist, and their adverse environmen-
tal impacts have significant consequences for the labour
market. Southern regions face recurrent heatwaves affect-
ing agriculture, while northern areas experience increased
flooding and damage to their physical infrastructure. There
is a surge in demand for climate resilience measures in the
‘green sector; leading to job creation in renewable energy
and sustainable infrastructure projects.

The diffusion of Al, particularly generative pre-trained
transformers (GPTs)' and large language models (LLMs)?,
has become ubiquitous, resulting in deskilling within jobs,
adversely affecting real wage levels and causing job losses,
particularly in skilled sectors. The widespread adoption
and ease of access to Al technologies emphasises the need
for strategic investments in workforce development, as it
becomes increasingly important for individuals to acquire
skills that align with the changing technological landscape.

Digital platforms offering self-service provision to jobseek-
ers become the norm. Chatbots increasingly guide individ-
uals and employers through the jobseeking and matching
process. The role of guidance professionals changes, as
traditional matching functions become obsolete through
automation, leading to a more automated and efficient but
potentially impersonal job search experience. The empha-
sis and core function of guidance staff is on dealing with
clients in the most disadvantaged situations farthest from

socio-economic integration for whom human intervention
is still essential.

The green and digital transitions reshape the demand for
skills, with education and training systems focusing heavily
on emerging needs, while generally disregarding offers to
cover other skill needs. The emergence of Al necessitates
specific training programmes to keep pace with tech-
nological developments. As industry dynamics shift, the
emphasis on soft skills becomes a critical factor in ensuring
workers remain relevant in a technologically advanced

job market. Training needs require a joint response — and
funding - from public and private actors (employers,
private providers). There is, however, a potential downside
as attention to skills not directly related to these transitions
becomes limited and outdated, posing challenges for
maintaining a balanced and inclusive workforce.

In the face of the ongoing challenges, social partners
remain active despite receiving low political supportin
some regions due to the poly-crisis, diverting resources
and efforts towards issues requiring immediate action. As a
result, a preferences mismatch may emerge, as companies
struggle to align with the needs of modern jobseekers.
This leads to a divide between employers and the work-
force, hindering effective talent acquisition and retention.
The limited role of social dialogue is compensated for by
increasingly direct communication between employers
and jobseekers, fostering improved working conditions, in
some cases increasing opportunities for staff to influence
their functions utilising creativity through job crafting.

A hybrid work model, with a focus on remote working, is
widely adopted, introduced wherever possible. Techno-
logical developments such as automation and robotics,
enhance workplace safety, reduce health risks, and lead to
comprehensive training programmes that boost produc-
tivity.

There are modest improvements in housing availability
by 2030, but affordability remains a challenge for a signif-
icant portion of the workforce. This shift has a discernible
impact upon the labour market, presenting both opportu-
nities and challenges across different sectors and regions.
While more housing options are available, their cost is

still prohibitive, affecting overall workforce stability, with
adverse regional implications for labour supply.

1 GPTs are a type of large language model and a prominent framework for generative artificial intelligence.

2 LLMs are a type of artificial intelligence (Al) that can recognise and generate text, among other tasks.




Expected impact on labour market

imbalances

In a world marked by constant change and evolving chal-
lenges, the labour market is at the intersection of various
forces, each contributing to a complex web of imbalances.
Social dialogue, while recognised as important, is not al-
ways afforded an appropriate level of priority. Accordingly,
it has limited practical scope to contribute to alleviating
labour market imbalances.

There is an awareness that climate change affects the
labour market, with the understanding that some jobs will
disappear while new ones will emerge, with significantly
different impacts across regions and sectors. Southern
regions grapple with recurrent heatwaves, adversely
affecting agriculture and outdoor industries. In particular,
agricultural regions, predominantly located in southern
Europe, bear the brunt of heatwaves and changing pre-
cipitation patterns. Crop failures become more frequent,
affecting both employment and income for agricultural
workers. As a result, these regions experience heightened
economic challenges, with farmers and labourers facing
uncertainty and potential job losses, not just linked to
climate change, but also due to increased automation. This
results in labour surpluses in those regional sectors. Coastal
regions, vital for tourism and hospitality, face recurring
challenges as extreme weather events disrupt travel plans
and damage infrastructure. This not only affects businesses
directly linked to tourism but also has a cascading impact
on related sectors such as retail and services. Job losses —
and hence surplus workers - in these areas contribute to a
downturn in local economies. Meanwhile, northern areas
contend with increased flooding and weather induced
damage to their physical infrastructure. This over time cre-
ates labour surpluses in those regions negatively affected
by the effects of climate change, while labour shortages
are experienced in the construction industry (to rebuild the
physical infrastructure) and industries related to prevention
and mitigation of climate effects.

Floods and extreme weather events more generally take a
toll on infrastructure and construction activities. Rebuilding
efforts become a recurring necessity, diverting resources
from new projects and hampering growth in these sectors.
Construction workers face job instability as projects are de-
layed or cancelled which adversely affects their livelihoods.
Within the construction sector, labour surpluses start to
emerge hindering ‘traditional building; while labour short-
ages related to reconstruction and retrofitting become
more prominent.

The persistent challenges posed by climate events prompt
migratory flows as individuals move to regions with more
stable economic prospects.

Climate-induced displacement becomes a reality, with
affected populations moving towards areas perceived as
less vulnerable. Urban centres, often seen as more resilient,
witness an influx of climate migrants, alleviating the labour
shortage challenge in those areas, but also adding strain
on existing social services and infrastructure and potential-
ly resulting in increasing housing costs.

Conversely, the ‘green sector’ experiences a surge in de-
mand for climate resilience measures. Renewable energy,
disaster preparedness, and sustainable infrastructure proj-
ects become focal points for job creation. Regions actively
investing in climate adaptation and mitigation strategies
witness growth in these sectors, providing opportunities
for skilled workers. While education and training measures
explicitly target these needs, labour demand for these

- partly newly emerging and specialist skills — exceeds
supply, resulting in labour shortages.

Simultaneously, the diffusion of Al amplifies the challenges
and opportunities within the labour market. In early adopt-
er companies, productivity significantly increases due to
technological advances. However, this progress comes at

a cost, as some workers in jobs most affected by automa-
tion, particularly the lower paid, women, and people from
ethnic minorities, may face dismissal. Accordingly, technol-
ogy-driven labour market imbalances remain, and have a
substantially different impact on sectors, occupations and
workforce groups.

The adoption of Al also promotes teleworking, offering
flexibility mitigating some adverse impact on certain
groups (e.g., female workers) but introduces new risks to
occupational safety and mental health, as well as concerns
about data privacy and security. The shift towards tele-
working not only influences working conditions but also
contributes to the dynamics of the housing market, with
increased demand in various locations met by supply-en-
abling housing policies. The augmented availability of
housing contributes to a more dynamic labour market,
particularly in urban areas where housing scarcity had pre-
viously constrained growth. The increased housing supply
can stimulate economic activity, creating a surge in de-
mand for construction jobs and related industries. As more
housing projects emerge, the construction sector experi-
ences a boost, providing job opportunities and fostering
economic growth. The limited improvement in housing
affordability poses a continuing challenge for many work-
ers, particularly those with lower incomes. Although more
housing options are available, their cost is still prohibitive
for a significant portion of the workforce.



The adoption of Al also promotes teleworking, offering
flexibility mitigating some adverse impact on certain
groups (e.g., female workers) but introduces new risks to
occupational safety and mental health, as well as con-
cerns about data privacy and security. The shift towards
teleworking not only influences working conditions but
also contributes to the dynamics of the housing mar-
ket, with increased demand in various locations met

by supply-enabling housing policies. The augmented
availability of housing contributes to a more dynamic
labour market, particularly in urban areas where housing
scarcity had previously constrained growth. The in-
creased housing supply can stimulate economic activity,
creating a surge in demand for construction jobs and
related industries. As more housing projects emerge, the
construction sector experiences a boost, providing job
opportunities and fostering economic growth. The lim-
ited improvement in housing affordability poses a con-
tinuing challenge for many workers, particularly those
with lower incomes. Although more housing options are
available, their cost is still prohibitive for a significant
portion of the workforce. This situation can perpetuate
socio-economic disparities, limiting housing options for
low- and middle-income individuals and potentially lead
to the continued clustering of talent in certain regions
accompanied by unbalanced labour markets. Regional
effects are notably diverse. Urban areas, benefitting
from increased housing availability, may experience
revitalised economic activity and population growth.
Conversely, rural regions might experience a slower pace
of change, with lower housing demand in less densely
populated areas. The potential for regional imbalances
persists, with urban centres absorbing a disproportion-
ate share of the economic benefits.

The sectoral impacts are also distinct. Construction and
real estate sectors continue to thrive with increased
housing projects, creating job opportunities and foster-
ing economic development. Industries related to home
improvement and renovation experience an increase

in demand. Notwithstanding this, the persistent lack of
affordability could hinder the full realisation of the real
estate market potential. Workers in sectors less connect-
ed to housing, such as technology or finance, may not
be significantly and directly affected, though they may
experience indirect impacts from overall changes to
economic conditions.

The mismatch between employers’ and jobseekers’
preferences adds another layer of complexity. In some
countries, the priority of social dialogue decreases due
to the impact of polycrisis diverting effort and resources,
further exacerbating the mismatch between the skills
sought by employers and those possessed by jobseek-
ers. In particular, the growing volume of low-skilled
workers who are not in a position to continuously adapt
to the changing requirements brought about by the
twin transition — notably by engaging in effective re-
and upskilling — will increase labour surpluses across
Europe. Low-skilled workers, compared to high-skilled
ones, lack the personal financial resources to invest in
their own training. They are also more often employed
by small companies (compared to high-skilled workers)
that may also lack the necessary funding to upskill and
reskill their employees. Given the circumstances, low-
skilled workers need to primarily rely on public funding
and initiatives to access adequate training for upskilling
and reskilling.



Expected impact on EURES services

EURES services are expected to remain resilient, minimising
the impact from the perma- and polycrisis. The continuing
mismatch between employers’ and jobseekers' preferences
emphasises the increasing importance of mobility, thereby
heightening the demand for EURES services to facilitate
seamless transitions. EURES could promote the benefits
of intra-EU labour mobility first and foremost by relying
on already existing initiatives, including group counselling
or information sessions for newly registered jobseekers, as
well as provision of information to students, especially in
their final year of studies.

Meeting the overall increased demand for EURES services
is challenged by limited public funding, as the ongoing
economic and labour market crises also affect national
budgets and national governments have to reduce their
investment. As a consequence, it is important to identify
activities and measures that can have a greater impact
whilst requiring less resources, and ways to maximise the
contribution of Al/digital tools to job matching. Coopera-
tion across the EURES network has to be strengthened to
foster synergies and ensure effectiveness of interventions
given the potentially reduced endowment with human and
financial resources. EURES services also have to become
more tailored and targeted towards specific regions and
types of employers/jobseekers particularly affected by the
developments and in need of support (e.g., low-income,
low-skilled workers with few opportunities for training

or transitioning into other occupations/sectors). More
emphasis needs to be placed on identifying target groups
and their needs and developing and implementing specific
services rather than opting for a ‘one-size-fits all’approach.
Less vulnerable workers could be then targeted by private
providers. The diffusion of technology, including Al, can fa-
cilitate this process, but requires training (including mutual
learning and exchange of good practices) for the EURES
staff to effectively take advantage of the digital opportuni-
ties (also see further below).

The labour market imbalances significantly influence the
operations and focus of EURES services. In recognition of
the need for improved visibility, EURES needs to better
plan, design and implement communication and promo-
tion activities, both at the European and national level, in
particular to reach out to specific target groups (i.e., most
disadvantaged or at-risk workers). Cooperation with stake-
holders needs to be enforced to improve awareness of EU-
RES, its services ("What EURES can do for you’) and its good
practices, and to ensure that required messages reach

the intended target groups delivered through the most

3 https://europa.eu/europass/en/work-europe/what-can-eures-do-you

suitable channels. EURES could leverage its already existing
services supporting workers mobility and share good prac-
tices and lessons learnt with public and private providers.
The effectiveness and efficiency of outreach activities
needs to be improved, which also requires better explo-
ration of EURES clients’ characteristics and engagement

in monitoring the outcomes of communication activities.
Closer cooperation and exchange of (innovative) commu-
nication tools and performance measurement approaches
across the EURES network need to be implemented.

EURES services will need to place a heightened emphasis
on the movement of whole families, acknowledging the
broader considerations involved in cross-border mobility
decisions. With the increased demand for housing, EURES
will need to enhance its capacities to address housing-re-
lated inquiries, using tools such as helpdesk chatbots to
provide efficient and tailored responses. It is expected that
an increased demand will also emerge for information

and support concerning integration issues (e.g., including
more transparent information on how earnings in a given
country compare to its cost of living), administrative proce-
dures, social services and relevant trade unions, applicable
collective agreements). Furthermore, an enhanced focus
needs to be applied to post-recruitment services for those
workers willing to relocate to another country, and for
employers intending to hire them. As the diffusion of Al
and machine-dominated self-service provision becomes
more prevalent, EURES staff will need to diversify their skills
to make optimal use of Al technology and other emerging
tools. The EURES Training Academy needs to ensure that
EURES staff are well equipped with the competences relat-
ed to these developments.

The EURES portal will need to be enhanced to incorporate
Al functionalities, automating messages to jobseekers
with relevant job offers, to streamline the recruitment
process. Vacancies should provide up to date and clear
information, including whether employers are interested
in candidates from other countries. To remain attractive,
the portal needs to invest in contemporary state-of-the-art
technologies, which succeed in satisfying the end users’
needs while at the same time being easy and intuitive to
handle and appealing to use.

EURES services will need to continue dialogue and coop-
eration with social partners, who will be actively involved
in uplifting job quality and working conditions by adapting
to selective skills provision, ensuring that the workforce
remains well-equipped to meet the labour market demand
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