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NCD non-communicable disease

NCO national coordination office

OECD Organisation for Economic Co-operation and Development

PES public employment service

SMEs small and medium-sized enterprises

STEM science, technology, engineering and mathematics

Country codes
CODE COUNTRY CODE COUNTRY CODE COUNTRY CODE COUNTRY

AT Austria EE Estonia IS Iceland PL Poland

BE Belgium EL Greece IT Italy PT Portugal

BG Bulgaria ES Spain LT Lithuania RO Romania

CH Switzerland FI Finland LU Luxembourg SE Sweden

CY Cyprus FR France LV Latvia SI Slovenia

CZ Czechia HR Croatia MT Malta SK Slovakia

DE Germany HU Hungary NL Netherlands

DK Denmark IE Ireland NO Norway
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Glossary

TERM DEFINITION

ageing population Refers to a demographic shift characterised by a rising proportion of elderly individuals relative to 
the total population (European Labour Authority, 2024a).

automation The use of technology, typically in the form of machines or computer systems, to perform tasks 
with minimal human intervention (European Labour Authority, 2024a).

digitalisation The process of converting analogue information into a digital form, enabling the storage, 
processing and transmission of data using digital technology.

employment level Defined as the number of people engaged in productive activities in an economy. The concept 
includes both employees and the self-employed. The two main indicators used to calculate the 
employment level are the number of persons employed or the number of employees (Eurostat, 
n.d.-a).

European employment 
services (EURES) 
countries

The EU Member States plus Iceland, Liechtenstein, Norway and Switzerland.

extended labour force The extended labour force is the total number of all employed plus unemployed persons (the 
labour force), plus those seeking work but not immediately available to work, plus those available 
to work but not seeking a job (Eurostat, n.d.-b).

green pervasiveness Green pervasiveness is the share of online job advertisements containing at least one green skill 
out of the total number of online job advertisements for a given occupation (Cedefop, n.d.-a).

green transition The comprehensive process of shifting from traditional, resource-intensive and environmentally 
harmful practices to more sustainable, eco-friendly alternatives. It involves adopting cleaner 
technologies, reducing carbon emissions, promoting renewable energy sources and implementing 
environmentally conscious policies across various sectors.

International Standard 
Classification of 
Education

The reference international classification for organising education programmes and related 
qualifications by levels and fields. The latest (2011) version has nine education levels, from level 0 to 
level 8.

International Standard 
Classification of 
Occupations

An international classification developed by the International Labour Organization to organise jobs 
into a clearly defined set of groups according to the tasks and duties undertaken.

jobseekers Individuals actively looking for employment opportunities, seeking suitable jobs based on their 
skills, qualifications and career goals (European Labour Authority, 2024a).

labour demand The amount of labour that employers seek to hire during a given time period (e.g. expressed in 
working hours) at a particular wage rate and under specific working conditions, requiring a specific 
set of skills, in order to meet the needs of the production of goods and the provision of services.

labour market imbalance An imbalance between supply and demand in a given labour market. It can be driven by 
underlying skills mismatch but can also be caused by other conditions, such as an imbalance in the 
overall labour supply and demand.

labour market slack The labour market slack is the sum of unemployed persons, underemployed part-time workers, 
persons seeking work but not immediately available to work and persons available to work but not 
seeking a job. The labour market slack is expressed as a percentage of the extended labour force 
(Eurostat, n.d.-b).

labour market tightness A situation where labour demand is high compared with the supply (European Labour Authority, 
2024a).

labour migration The term used to describe the movement/migration of people, from one place to another, for 
purposes of employment or finding work (International Labour Organization, n.d.). In the scope of 
the report, the term refers to movement of nationals from non-EURES countries to EURES countries 
for the purpose of finding employment.
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TERM DEFINITION

labour mobility EU or EFTA citizens moving their habitual residence to another Member State or EFTA country other 
than their country of citizenship and/or working in a different Member State or EFTA country to that 
where they reside (European Commission: Directorate-General for Employment, Social Affairs and 
Inclusion et al., 2026).

labour shortage Situation in which the demand for workers in an occupation exceeds the supply of workers 
available who possess the required skills and are willing to work at a specific wage rate and in 
specific working conditions in a particular place and point in time (Eurofound, 2021).

labour supply For the purposes of this study, labour supply is the total number of hours worked in the economy. 
This is based on the number of people participating in the labour force, structural causes of 
unemployment and the average hours worked per worker.

labour surplus Situation in which the demand for workers in an occupation is below the supply of workers 
available who possess the required skills and are willing to work at a specific wage rate and in 
specific working conditions in a particular place and point in time.

NACE A four-digit classification serving as a framework for collecting and presenting statistical data 
according to economic activity, applicable in a wide variety of European statistics in the economic, 
social, environmental and agricultural domains.

old-age dependency 
ratio

The old-age dependency ratio is the ratio of the number of elderly people at an age when they 
are generally economically inactive (i.e. aged 65+) to the number of people of working age (i.e. 
15–64 years old) (Eurostat, n.d.-c).

public employment 
service

A government-run agency or organisation that provides employment-related services, including 
job matching, career counselling and support, to jobseekers and employers (European Labour 
Authority, 2024a).

replacement demand The number of openings created by people leaving the labour market, either on a temporary basis 
(e.g. for parental leave or due to sickness) or through retirement or death.

severe shortage Shortage of a high magnitude, as defined by EURES national coordination offices for their national 
context.

skills gap A skills gap can be analysed at the individual level (using a skills audit / competence profiling), at 
the company/sector level or at the regional, national or international level. It can be linked to an 
insufficient level of qualification; it may also refer to situations where the workforce has the right 
level of qualification but lacks specific types of skills (such as management skills) or experience 
required to perform a task or a job adequately. This term is close to, but not synonymous with, skills 
shortage and skills mismatch.

skills mismatch The discrepancy between the qualifications and skills that individuals possess and those needed by 
the labour market (European Labour Authority, 2024a).

skills shortage A situation where the demand for people with a particular type of skill exceeds the available supply 
of people with that skill at the market-clearing rate of pay; also called a talent shortage (European 
Labour Authority, 2024a).

vulnerability The conditions determined by physical, social, economic and environmental factors or processes 
that increase the susceptibility of an individual, a community, assets or systems to the impacts of 
hazards (UNDRR, n.d.). Alternatively, ‘[a] person (or household) is vulnerable to future loss of well-
being below some socially accepted norms if he or she lacks (or is strongly disadvantaged in the 
distribution of) assets which are crucial for resilience to risks’ (Morrone et al., 2011). A vulnerable 
group refers to a group of individuals who experience a higher risk of poverty, social exclusion, 
discrimination and violence than the general population (Cedefop, n.d.-b).

widespread shortage 
occupation

An occupation with a labour shortage that has been identified by EURES national coordination 
offices in at least 15 countries.

widespread surplus 
occupation

An occupation with a labour surplus that has been identified by EURES national coordination 
offices in at least 14 countries.

working conditions The working environment and aspects of an employee’s terms and conditions of employment. 
This covers aspects such as the organisation of work and work activities; training, skills and 
employability; health, safety and well-being; and working time and work–life balance. Pay is also 
an important aspect. Working conditions overlap with job quality, but it is a broader concept 
(Eurofound, 2012).
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Executive summary
This report analyses labour shortages and surpluses across 
European employment services (EURES) countries in 2025, 
drawing on information collected from EURES national co-
ordination offices and complementary EU-level data sourc-
es. It explores labour market imbalances, where they are 
most pronounced, how they have evolved over time, which 
groups of workers are most affected and how labour mobil-
ity can contribute to alleviating mismatches. A dedicated fo-
cus is placed on the health and care sector, where shortages 
are particularly widespread and persistent.

Overall, the findings point to labour shortages that are in-
creasingly structural in nature. While labour markets have 
begun to loosen compared with the immediate post-pan-
demic period, shortages remain acute in key occupa-
tions and sectors. Demographic change, skills mismatch, 
working conditions and limited labour mobility continue 
to constrain adjustment. Addressing these challenges re-
quires an integrated response that combines activation, 
skills development, improvements in job quality and more 
effective use of intra-EU mobility and migration.

Labour market imbalances across EURES countries

As in previous reports, labour shortages remain widespread 
across EURES countries. In 2025, almost all four-digit occupa-
tions in the International Standard Classification of Occupa-
tions were reported as being in shortage in at least one coun-
try, underlining the breadth of labour market tensions. These 
shortages, 2 617 in total, are not evenly distributed. A small 
group of countries – most notably Italy (253 occupations in 
shortage out of the 2  617), the Netherlands (195), Bulgaria 
(193), Belgium (184) and Romania (170) – account for a large 
share (38 %) of reported shortage occupations, while others 
report far fewer, such as Malta (4), Croatia (30) and Ireland (30).

Shortages are most frequently observed in the categories 
of professionals, craft and related trades workers and plant 
and machine operators and assemblers. Importantly, they 
are not confined to highly skilled roles: many occupations 
requiring medium-level, job-specific skills – particularly in 
construction, transport and personal services – also face 
persistent shortages. A substantial share of shortages is 
classified as being of medium or high severity (57 %), sug-
gesting that employers face sustained difficulties in filling 
vacancies even as labour market tightness eases overall.

Surpluses, 2 177 in total, are more geographically concen-
trated still. Austria (322 occupations in surplus), Finland 
(316), Latvia (284), Czechia (141) and Greece (134) together 
account for more than half of all reported surplus occu-
pations, with Austria and Finland alone making up one 
third. Surplus occupations are most common among cler-
ical support workers, elementary occupations and some 
professional roles. In several cases, surpluses coexist with 
shortages in the same occupation in different countries or 
regions, highlighting the uneven spatial distribution of la-
bour imbalances.

These findings underline the importance of addressing 
shortages not only through domestic measures but also 
through better matching across borders. Nearly all occupa-
tions reported as being in shortage in at least one country 
are also reported as in surplus elsewhere, with still largely 
untapped potential for labour mobility. Strengthening EU-
RES matching services, improving information flows and 
reducing administrative barriers are therefore central to a 
more efficient reallocation of labour within the EU.

Developments in labour market imbalances over time

Compared with the previous report, the number of short-
age occupations that are considered ‘widespread’  – that 
is, when more than half of the countries report that occu-
pation as having a labour shortage – has declined (from 
43 to 24). At the same time, the severity of widespread 

shortages has increased, with an average of 30 % of the 
shortages across these 24 occupations classified as highly 
severe, compared with an average of 24 % in the previous 
report. This suggests that shortages are becoming more 
concentrated in specific occupations and that the short-
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fall in workers in those occupations has grown increasingly 
critical.

The decline in vacancy rates since 2022 suggests some loos-
ening of labour market conditions. However, it has not trans-
lated into a substantial easing of shortages in many occupa-
tions. Since 2021, employment has continued to grow in 18 
out of 24 of the widespread shortage occupations, notably 
in health and care and hospitality. In other shortage occupa-
tions, especially in construction and skilled trades, employ-
ment has even declined, reflecting ageing workforces and 
challenging working conditions that deter new entrants.

Widespread surplus occupations have generally experi-
enced more modest employment growth since 2021 than 

widespread shortage occupations. While most clerk and 
secretary roles saw job growth from 2021 to 2024, employ-
ment for general office clerks declined, suggesting that AI 
adoption may be reducing demand for these positions. As 
AI use rises, further declines in employment are likely.

The findings presented in this report suggest that labour 
shortages are increasingly driven by structural factors rather 
than short-term cyclical fluctuations. Policy responses there-
fore need to go beyond macroeconomic stabilisation and 
focus on longer-term supply constraints. This includes improv-
ing the attractiveness of shortage occupations, expanding rel-
evant training pathways, supporting labour mobility and an-
ticipating the labour market impacts of technological change.

Characteristics of workers in shortage and surplus occupations

Around one quarter of total employment in EURES coun-
tries (accounting for around 53 million people) is concen-
trated in occupations experiencing a widespread shortage 
or surplus. The distribution of workers across these occu-
pations reveals important intersections between labour 
market imbalances and demographic characteristics.

Women remain markedly under-represented in shortage 
occupations and over-represented in surplus ones. In 2024, 
women accounted for just over one quarter of employment 
in widespread shortage occupations but around 70  % of 
employment in widespread surplus occupations. This re-
flects persistent occupational segregation, with women 
concentrated in clerical, administrative and care-related 
roles, while many construction- and engineering-related 
shortage occupations remain overwhelmingly male-dom-
inated. These patterns not only limit the effective supply of 
labour in shortage occupations but also increase women’s 
exposure to employment risks in surplus ones.

Age profiles further reinforce these challenges. Older 
workers – those aged 50 and over – are over-represented 
in both shortage (36  %) and surplus (39  %) occupations, 
implying high replacement demand in the coming years 

as retirements accelerate. At the same time, younger work-
ers are under-represented in many shortage occupations, 
particularly those requiring long training periods or of-
fering demanding working conditions. Without targeted 
measures to attract younger cohorts, shortages in these 
occupations are likely to persist or intensify.

In terms of education, shortage occupations are often charac-
terised by a high share of educated workers with a medium 
level of education (57 %) who have occupation-specific skills, 
while surplus occupations more frequently rely on general 
qualifications (20 %). This highlights the importance of voca-
tional education and training, apprenticeships and continu-
ous upskilling and reskilling. Increasing the supply of highly 
educated workers alone is unlikely to resolve most shortages.

Migrant and mobile workers play an important role in both 
shortage and surplus occupations. While their presence 
helps to alleviate labour shortages in some occupations, 
overqualification remains widespread, particularly among 
migrants in low-skilled surplus occupations. Actions that 
improve skills recognition, reduce mismatch and support 
upward mobility are therefore essential to making better 
use of existing labour supply.

Labour shortages in the health and care sector

Labour shortages are particularly acute and persistent 
in the health and care sector, which employs around 
25 million people (or around 11 % of total employment) 
in the EURES countries. Five health and care occupations 
are among the 24 widespread shortage occupations; on 
average, 36 % of shortages in these five occupations are 
highly severe, compared with an average of 28 % in other 
widespread shortage occupations. Specialist and general-
ist medical practitioners, nursing professionals and health 
care assistants are among the most widespread and severe 
shortage occupations across EURES countries. In many 
countries, shortages affect a broad range of health occu-
pations simultaneously, leaving limited scope for domestic 
reallocation or transnational matching.

These shortages are driven by a combination of demand- 
and supply-side factors. Population ageing is increasing 

demand for health and care services, while the workforce 
itself is ageing. The share of workers aged 50 or over is 
above 50 % for several health and care occupations in sev-
eral countries, such as generalist medical practitioners (in 
Italy, Czechia and Austria), specialist medical practitioners 
(in Bulgaria, Greece and Lithuania) and nursing profession-
als (in Lithuania, Bulgaria and Latvia). Long training periods 
and regulated qualification requirements limit the speed 
at which labour supply can respond to these shortages. At 
the same time, difficult working conditions – characterised 
by heavy workloads, long and irregular hours and emo-
tional strain  – undermine retention and discourage new 
entrants from joining the sector.

Many countries have increasingly relied on mobile work-
ers and migrants to fill health and care vacancies. Among 
home-based personal care workers, 8  % are EU mobile 
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workers and 26 % are migrants. In highly educated reg-
ulated professions, such as dentists and medical prac-
titioners, up to 18  % of those employed are mobile or 
migrant workers. While labour mobility and migration are 
essential components, they are constrained by complex 
recognition procedures, language requirements and un-
even training standards. Moreover, excessive reliance on 
recruitment from abroad risks exacerbating shortages 
in sending countries if not accompanied by appropriate 
safeguards.

Responses in the health and care sector therefore need 
to be multifaceted. Improving working conditions and 
job quality is central to retaining existing staff and attract-
ing new entrants. Expanding training capacity, including 
through innovative pathways and bridging programmes 
for foreign-trained professionals, is essential but will yield 
results only over the medium- to long-term. At the same 
time, more efficient use of skills  – through task shifting, 
digitalisation and organisational innovation – can help al-
leviate pressure on overstretched staff.
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1.	 Introduction

1.1.	 Background
EU gross domestic product (GDP) growth slowed from 
0.5 % to a modest 0.2 % in the second quarter (Q2) of 2025, 
compared with the previous quarter (Eurostat, 2025a). At 
the same time, employment growth increased to 0.1 % in 
Q2 2025, following stagnation in the first quarter. Much 
of the employment growth in the second quarter can 
be attributed to older workers and women entering em-
ployment (European Commission: Directorate-General 
for Employment, Social Affairs and Inclusion, 2025a). Un-
employment in the European employment services (EU-
RES) countries remained relatively stable up until Q2 2025, 

with the rate remaining around 5.7 % throughout the year 
(Figure 1). Youth unemployment, on the other hand, de-
creased to 14.6 % in August 2025, from 15.2 % in the same 
month of the previous year (Eurostat, 2025b). The job va-
cancy rate (JVR) fell further during Q2 2025, down to 1.9 % 
from 2.1 % the year before, signalling a continuation of a 
loosening labour market overall, albeit with marked differ-
ences across sectors (Eurostat, 2025c). Both construction 
and administrative and support services continue to ex-
hibit high JVRs.
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Figure 1:	 Employment, labour market participation, unemployment and job vacancy rates in the EURES countries, 
Q1 2021–Q2 2025 (people aged 20–64)

NB: Data used are seasonally adjusted.

Sources: Eurostat datasets (lfsi_emp_q) (11 September 2025), (jvs_q_nace2) (15 September 2025) and (une_rt_q) (11 September 2025).

Largely, these developments reflect a challenging global 
context, amid weak economic sentiment and uncertainty 
around geopolitical tensions and trade policy (European 
Commission: Directorate-General for Economic and Fi-
nancial Affairs, 2025a). Looking ahead, as EU employment 
expands modestly, unemployment is expected to contin-
ue declining, underpinned by still tight labour markets, 
improved productivity and wage growth. Influenced by 
megatrends such as ageing populations, the EU’s green-
ing targets, ever-evolving technological progress and the 
strive towards competitiveness, shortages in key sectors of 
the labour market will remain a key constraint, unless deci-
sive action is taken.

Despite the economic challenges and uncertainty, firms 
continued to expand on hiring; thus, the employment 
rate, at 75.8 %, is close to the 2030 target of 78 % of people 
aged 20–64 in employment (European Commission: Di-
rectorate-General for Employment, Social Affairs and Inclu-
sion, 2025b). At the same time, labour shortages remain. So 
effective policy action should activate the vast untapped 
labour resources and thus alleviate existing mismatches in 
the EU labour market. One fifth of the working-age popu-

lation in the EU was inactive in 2024. Women, older people 
and migrants make up four fifths of these 51 million peo-
ple. Moreover, 14 % of young people (aged 20–29 years), or 
6.8 million, are not in employment, education or training. 
Ten million people outside the labour force would like to 
work, but are prevented from doing so for various reasons 
(e.g. personal preferences, health, caregiving), and 6.5 mil-
lion people are working but wish to work more hours. This 
shows the extent of the potential additional labour force, 
which could be activated under the right conditions.

If left unresolved, imbalances in the labour market can 
have adverse effects on both employees and employers. 
Although labour shortages may enhance the negotiating 
power of workers and jobseekers, they can also lead to 
deteriorating working conditions, particularly in terms of 
hours and work intensity (Zwysen, 2024). For businesses, 
these shortages often translate into increased costs due to 
higher employee turnover and constraints on production 
capacity and growth prospects. Small and medium-sized 
enterprises (SMEs) are particularly impacted by shortages 
(Eurofound, 2025).
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Action is therefore crucial to alleviate the labour market 
imbalances and counteract their negative implications. 
Employers are increasing job quality, be it through better 
pay, flexible work, childcare facilities or training, as a way 
to compete for labour in the sectors most affected by 
shortages (Zwysen, 2024). Promotion of participation and 
employment of older people is increasingly seen as a key 
policy in the EU and its Member States (European Commis-

1	 https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A02016R0589-20190731.
2	 Not all NCOs indicated the status consistently for each occupation. In some cases, answers for specific occupations were missing. It was then assumed that the infor-

mation was not available for these occupations.

sion: Directorate-General for Employment, Social Affairs 
and Inclusion, 2024). In addition, removing participation 
barriers for women, people with disabilities and non-EU 
nationals is needed (Eurofound, 2025). Finally, effectively 
addressing shortages will require more targeted measures 
to facilitate the transition of young people from education 
to work (Eurofound, 2024).

1.2.	 Scope and methodology
This report aims to comply with Article 30 of Regulation 
(EU) 2016/589 (1). This regulation mandates that each EURES 
country collect and examine gender-disaggregated data 
on labour market imbalances, specifically shortages and 
surpluses, at both the national and sectoral levels. Particu-
lar attention is given to vulnerable groups.

The 2025 report, the eighth report in the series, continues 
with a consistent yet flexible methodological approach. 
This allows for meaningful comparisons of key insights 
across different years, while acknowledging relevant lim-
itations. Such a framework supports identifying whether 
labour shortages are structural or temporary. This edition 
places a spotlight on cross-border labour mobility and the 
health and care sector.

The objective of this report is to identify occupations fac-
ing labour shortages and those facing surpluses across the 
EURES countries, which are the EU Member States and Ice-
land, Liechtenstein, Norway and Switzerland. In addition, it 
offers insights into the degree of severity of these labour 
market imbalances.

The primary source of data for this report is the EURES 
national coordination offices (NCOs). In Q3 2025, NCOs 
were asked to identify occupations within their respective 
countries or regions that were experiencing labour short-
ages or surpluses. As in the previous edition of this report 
series, NCOs assessed all 436 occupations classified under 
the four-digit International Standard Classification of Occu-
pations (ISCO) 2008 framework, indicating whether there 
was a shortage, a surplus, a balance (neither shortage nor 
surplus) or both a shortage and a surplus  – indicating a 
regional variation. If no data were available for a particular 
occupation, this was also noted (2). To ensure the complete-
ness and reliability of the data, a rigorous quality control 
process was carried out. A detailed explanation of the 
methodology and data-cleaning procedures is available in 
Annex 1.

Of the EURES countries, Iceland, Liechtenstein and Switzer-
land were the only ones that did not complete the data 
collection questionnaire, and thus are excluded from all 
the analyses based on NCO data. In Belgium, three of the 

four NCOs, representing the Brussels, Flemish and Walloon 
regions, submitted data on their respective regional labour 
market imbalances. All occupations identified as being in 
shortage or surplus by at least one of these regions were 
included in Belgium’s overall contribution.

While every participating country reported occupations 
facing shortages, three EURES countries, Ireland, Italy and 
Poland, did not provide data on surplus occupations. In 
these cases, the necessary information to identify surplus-
es was not available at the national level.

Even though the method used to gather this informa-
tion from the NCOs remains consistent with the previous 
year’s approach, any changes in how NCOs compile their 
data may affect the comparability of results over time. In 
cases where countries reported significant shifts in the 
number of shortages or surpluses compared with the pre-
vious year, follow-up enquiries were made to determine 
whether these changes reflected actual labour market de-
velopments or were due to methodological adjustments. 
Such changes often involve the use of new or additional 
indicators to identify occupations in imbalance. In the fol-
lowing countries, methodological updates were reported 
for the 2025 data: Spain, Italy, Malta, Portugal, Slovakia and 
Finland. In these instances, direct comparisons with earlier 
editions regarding the number of identified imbalances 
are not possible.

Moreover, it is left to each NCO to determine the most suit-
able method for identifying whether occupations are in 
shortage or surplus in their national context. Consequent-
ly, the definition of shortage and surplus occupations, in 
terms of their identification using quantitative methods 
such as thresholds for specific indicators (e.g. ratio of job-
seekers to vacancies), varies across countries. Similarly, the 
method for determining the severity of a shortage or sur-
plus (i.e. low, medium or high severity) differs across coun-
tries as well. Therefore, caution is advised in direct country 
comparisons of the data.

To identify occupations affected by labour shortages and/
or surpluses, NCOs relied on a range of sources and indica-
tors (Table 1). The primary data source was administrative 
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records from public employment services (PESs), which 
included employer-reported vacancies and information 
on jobseekers. It is important to recognise that PES data 
typically reflect specific aspects of vacancies and jobseek-
er profiles, rather than offering a comprehensive view of 
the entire labour market. Moreover, national differences 
exist in terms of regulatory requirements, for example, 
whether employers are obliged to report vacancies to a 
PES or whether jobseekers must register with a PES, which 
can influence the scope and nature of the data collected. 

Commonly used indicators used by the NCOs include the 
ratio of vacancies to jobseekers within a given occupation 
and the absolute number of jobseekers or vacancies. The 
NCO data presented in this report cover the years 2025 
and 2024. The sources used go beyond purely quantitative 
data. In addition to statistical indicators, consultations were 
held with employers and labour market experts to enrich 
the analysis and provide a more detailed understanding of 
occupational mismatches.

Table 1:	 Main data sources and indicators used to identify labour shortages and surpluses, 2025
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Data source
Number of 
reporting 

NCOs
Indicator used

Number of 
reporting 

NCOs

Reference 
year

Number of 
reporting 

NCOs (1)

PES administrative data 23 Ratio of jobseekers to vacancies 15 2025 15

View of employers (qualitative) 1 Total number of vacancies (2) 8 2024 15

Occupational barometer (3) 2 Total number of jobseekers (2) 8

National data (e.g. national 
Labour Force Survey)

4
Ratio of jobseekers to total 
employed people

6

Third-party employment 
survey (i.e. a survey not 
conducted by a PES)

3 Views of PES (qualitative) 7

Views of the PES (qualitative) 6 Employer skills shortage surveys 5

Views of experts (qualitative) 1
Ratio of vacancies to total 
employed people

2

Immigration data 2 Views of experts (qualitative) 2

Cedefop’s Skills-OVATE (4) 1
Employers’ views (no survey) 
(qualitative)

3

PES employment survey 3 Number of work permits issued 2

Frequency of sourcing the skill 
from abroad

1

Time required to fill vacancies 1

(1)	 This number includes the separate submissions from the three Belgian regions. Therefore, the total sum is 30 (i.e. the number of NCOs) and is high-
er than the number of countries (28).

(2)	 While NCOs generally rely on more than one indicator to determine occupations in shortage or surplus, an indicator that exclusively considers 
either the demand or the supply side is not sufficient to establish whether a shortage or surplus is present in an occupation.

(3)	 An occupational barometer is often based on qualitative data and has a shorter time horizon than a typical forecast.
(4)	 Cedefop, European Centre for the Development of Vocational Training; Skills-OVATE, Skills Online Vacancy Analysis Tool for Europe.

NB: Countries could select up to three data sources and up to three indicators from a list, and could add any other alternative ones.

Source: Data submitted by EURES NCOs.

To provide deeper insight and context for the labour 
market imbalances identified, a variety of secondary data 
sources were consulted. These included publicly available 
datasets from Eurostat, the Skills Online Vacancy Analysis 
Tool for Europe (Skills-OVATE) from the European Centre 
for the Development of Vocational Training (Cedefop), the 
European Working Conditions Survey from the European 
Foundation for the Improvement of Living and Working 
Conditions (Eurofound) and other relevant studies and re-
ports.

In addition, data from the European Union Labour Force 
Survey (EU-LFS) were analysed in relation to the identified 

imbalances, with a focus on understanding their impact 
on vulnerable groups. The report offers a detailed exam-
ination of four key demographic characteristics – gender, 
education level, age and country of origin – to better un-
derstand which groups are most affected.

The analysis also incorporated qualitative data to explore 
the underlying causes of labour market imbalances, par-
ticularly within the health and care sector. This qualitative 
assessment drew on three main sources: a literature review, 
findings from focus groups and interviews (see Annex 3 for 
the discussion guide) and responses from EURES NCOs via 
an open-ended questionnaire (see Annex 4).
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2.	 Labour market imbalances identified

2.1.	 Geographical distribution of labour market 
imbalances

2.1.1.	 Countries reporting shortages

3	 NCOs from Iceland, Liechtenstein and Switzerland have not provided data.
4	 This is not a count of unique occupations, as all countries could mention the occupation. Overall, 421 of the 436 distinct four-digit ISCO 2008 occupations were iden-

tified as shortage occupations by at least one country. Shortage occupations include those that were categorised as either ‘Shortage’ or ‘Both shortage and surplus 
(e.g. regional differences)’.

Shortage occupations were identified by 28 EURES coun-
tries (3). Nearly all (97 %) unique occupations at the four-dig-
it ISCO 2008 level are indicated to have a labour or skills 
shortage in at least one country. In total, 2 617 instances of 
shortages were reported across EURES countries (4). When 
looking at the numbers of shortages at the country lev-
el, large variations are observable (Figure  2). Eight coun-
tries face shortages in fewer than 50 occupations, while 
11 countries report between 50 and 100 shortage occu-
pations and nine countries have more than 100 shortage 
occupations. The countries facing the largest number of 

shortages are Italy (253), the Netherlands (195), Bulgaria 
(193), Belgium (184) and Romania (170). These five countries 
account for 38 % of all reported shortages among EURES 
countries. On the other hand, Malta (4), Croatia (30), Ireland 
(30), Latvia (36) and France (37) have the fewest shortage 
occupations, together amounting to merely 5  % of all 
shortages. No apparent regional pattern in the number 
of shortage occupations is observable, with the countries 
with the most shortages located in Italy, the Netherlands 
and Bulgaria.
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Figure 2:	 Numbers of shortage occupations identified, by EURES country, 2025

NB: Includes occupations categorised as ‘Shortage’ and ‘Both shortage and surplus (e.g. regional differences)’.

Source: Data submitted by EURES NCOs.

In most countries, a positive correlation is observed be-
tween the number of occupations identified as being 
in shortage and the JVR, while the correlation between 
shortages and the unemployment rate is generally neg-
ative (see Figure  3 and Figure  4). A high JVR may reflect 
economic expansion or substantial replacement demand, 
and, when unemployment is low, this can result in a greater 
number of reported shortages. For instance, Belgium and 
the Netherlands have the highest JVRs and are also among 
the top five countries in terms of the number of shortage 
occupations. At the same time, the Netherlands has low-
er unemployment rates than the other top five countries 
with the highest number of shortage occupations.

However, this pattern does not always hold true. Malta has 
very few shortage occupations, but has a high JVR and a low 
unemployment rate. This situation can be explained by the 

nature of shortage occupations and their proportion to total 
employment, along with recruitment methods (such as in-
formal hiring through personal networks rather than public 
job postings). Some countries may report fewer shortage 
occupations, yet these roles might represent a large share 
of employment, which could still result in a high JVR despite 
the lower count of occupations in shortage.

Moreover, the strength of the relationship between the 
JVR and the number of shortage occupations may vary de-
pending on how NCOs define and identify shortages. For 
instance, in Bulgaria, where the JVR is relatively low, an oc-
cupation is classified as being in shortage if there are fewer 
than 20 jobseekers per vacancy. By contrast, Austria, which 
has a high JVR, uses a much stricter threshold, considering 
an occupation in shortage if the ratio of jobseekers to va-
cancies falls below 1.4.
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Figure 3:	 Number of shortage occupations and JVR, by EURES country, Q2 2025

NB: Includes occupations categorised as ‘Shortage’ and ‘Both shortage and surplus (e.g. regional differences)’.

Sources: Data submitted by EURES NCOs; Eurostat dataset (jvs_q_nace2) (15 September 2025).
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Figure 4:	 Number of shortage occupations and unemployment rate, by EURES country, Q2 2025 (people aged 
20–74 years)

NB: Includes occupations categorised as ‘Shortage’ and ‘Both shortage and surplus (e.g. regional differences)’.

Sources: Data submitted by EURES NCOs; Eurostat dataset (une_rt_q) (11 September 2025).

5	 The large number of occupations reported as ‘Both shortage and surplus (e.g. regional differences)’ is probably due to the methodology used to collect Belgian data. 
Each region submits its own data, which are aggregated at a later stage.

6	 It is possible that more occupations exhibit shortages and surpluses simultaneously, but that the information necessary for identifying them is lacking. For example, a 
few NCOs report information on shortage occupations only, suggesting that indicators on surplus occupations are not available at the same level.

Occupations may be reported to be in shortage at the na-
tional level. However, it may also be the case that occu-
pations exhibit both shortages and surpluses within the 
same country. Such a situation may be due to regional dif-
ferences in terms of demand and supply. In 12 countries, 
NCOs reported occupations that have both shortages and 
surpluses (Figure 5). Belgium reported the most occupa-
tions with both shortages and surpluses  (5). Finland and 
Hungary also indicate a relatively large number of occupa-
tions with regional differences (6).

Among the occupations reported to be in shortage and 
surplus at the same time, the following broad occupation-
al groups are frequently mentioned:

•	 elementary occupations, notably cleaners and help-
ers in offices, hotels and other establishments, other 
cleaning workers and crop farm labourers,

•	 services and sales workers, notably bartenders and 
home-based personal care workers.

The occurrence of both shortages and surpluses in the 
same occupation within a country indicates the potential 
to address these imbalances by encouraging workers to 
relocate from areas with labour surplus to those experienc-
ing shortages. The degree to which such imbalances can 
be mitigated depends not only on the specific nature and 
scale of the shortages and surpluses but also on factors 
such as workers’ awareness of available job opportunities 
and their readiness and capacity to relocate.
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Figure 5:	 Countries reporting occupations with both shortage and surplus, 2025

Source: Data submitted by EURES NCOs.

2.1.2.	 Countries reporting surpluses

7	 Ireland, Italy and Poland did not submit information on surplus occupations. NCOs from Iceland, Liechtenstein and Switzerland did not provide data.

Across the 25 EURES countries that submitted this in-
formation  (7), surpluses have been identified in a total of 
2 177 occupations, with large variations in the number of 
surpluses across countries (Figure 6). Austria (322), Finland 
(316), Latvia (284), Czechia (141) and Greece (134) are the 
countries facing the largest number of occupations in sur-

plus. Combined, these five countries account for 55 % of 
all surplus instances across the 25 EURES countries. Austria 
and Finland alone make up nearly one third of all surplus-
es. Malta (2), the Netherlands (8), Croatia (8), Cyprus (11) and 
Estonia (16) report the fewest occupations to be in surplus, 
together representing just 2 % of the 2 177 occupations.
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Figure 6:	 Number of surplus occupations identified, by EURES country, 2025

NB: Includes occupations categorised as ‘Surplus’ and ‘Both shortage and surplus (e.g. regional differences)’.

Source: Data submitted by EURES NCOs.

Figure 7 illustrates that there is no consistent pattern link-
ing the number of shortage occupations to surplus occu-
pations across countries. Countries positioned above the 
diagonal line have more surplus occupations than short-
ages, whereas those below the line face more shortages 
than surpluses. Countries located close to the diagonal 
tend to have a relatively even distribution between the 
two.

Ideally, a well-balanced labour market, where supply meets 
demand, would place a country in the lower-left corner of 
the chart. For example, the labour markets of Croatia, Lux-
embourg, Hungary and Malta appear to be more balanced 
than those of other countries.

Countries such as the Netherlands, Denmark, Romania, 
Germany and Belgium show a high number of shortage 

occupations and relatively few surplus ones. This suggests 
a general shortfall in labour supply or in skills, possibly due 
to rapid growth in certain sectors or challenges in replac-
ing workers.

By contrast, countries such as Latvia, Finland and Austria, 
where surplus occupations substantially outnumber short-
ages, are likely facing insufficient demand for labour in cer-
tain fields or misalignments between qualifications and 
job requirements.

France, Hungary and Czechia report similar numbers of 
shortage and surplus occupations. In these cases, it may 
be possible to reduce labour market imbalances by facili-
tating transitions from surplus to shortage roles. However, 
the success of such transitions depends on several factors: 
the types of occupation involved, the compatibility of re-
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quired skills and qualifications, the differences in working 
conditions and the scale of supply and demand in each 
occupation. Additional considerations include workers’ 
awareness of job opportunities, employers’ knowledge of 

available talent and the willingness of both sides to adapt, 
whether through occupational mobility, relocation or 
openness to hiring from adjacent fields with transferable 
skills.

Figure 7:	 Number of shortage occupations versus surplus occupations reported, by EURES country, 2025

NB: Includes occupations categorised as ‘Shortage’, ‘Surplus’ and ‘Both shortage and surplus (e.g. regional differences)’.

Source: Data submitted by EURES NCOs.
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2.2.	 Occupations in shortage
Shortages are most frequently observed among craft and 
related trades workers, plant and machine operators and 
assemblers and professionals (Figure  8). Nevertheless, la-
bour shortages are not confined to these groups. In fact, 

every broad occupational category includes at least one 
occupation experiencing shortages in at least one country. 
This highlights the widespread and varied nature of labour 
market imbalances across the EURES countries.

Figure 8:	 Most common shortage occupations, by broad occupational group, 2025

NB: Calculated as the ratio of the number of shortage occupations identified to unique shortage occupations within each group.

Sources: Data submitted by EURES NCOs; ISCO classification list.

Among occupations identified as being in shortage, 
21.3 % of shortages are reported as being of high severity, 
35.4 % as medium severity and 23.4 % as low severity. The 
occupational group with the highest proportion of severe 
shortages is that of professionals, followed by plant and 
machine operators and assemblers and elementary oc-
cupations (Figure 9). High-severity shortages are also fre-

quently observed among craft and related trades workers. 
This demonstrates that labour shortages are not limited to 
roles requiring advanced qualifications. In fact, shortages 
tend to be less severe in groups such as managers, tech-
nicians and associate professionals, and skilled workers in 
agriculture, forestry and fisheries.
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Figure 9:	 Severity of shortage occupations, by broad occupational group, 2025

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: Data submitted by EURES NCOs.

To evaluate how pronounced a shortage is in a particu-
lar occupation, both the number of countries reporting 
the shortage and the severity of the shortage are consid-
ered. In this context, an occupation is classified as having a 
‘widespread shortage’ if it is reported as being in shortage 
in more than half of the countries that provided data.

The occupations most commonly facing widespread 
shortages include specialist medical practitioners, welders 
and flame cutters, building and related electricians, nurs-
ing professionals and plumbers and pipe fitters (Table 2). 
These roles are reported as being in shortage in nearly 
three quarters of the countries that submitted information. 
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The broader list also features numerous health-related and 
skilled trades occupations. As in previous editions of this 
report, engineering and construction roles continue to be 
prominently represented among widespread shortage oc-
cupations.

Many of these occupations fall within the same subgroups 
at the two-digit level of the ISCO 2008 classification, in-
cluding the following:

•	 health professionals: generalist and specialist medical 
practitioners, nursing professionals and physiothera-
pists,

•	 building and related trades workers (excluding elec-
tricians), such as plumbers and pipe fitters, floor layers 
and tile setters, carpenters and joiners, air condition-
ing and refrigeration mechanics and roofers,

•	 metal, machinery and related trades workers, includ-
ing welders and flame cutters, sheet metalworkers, 
structural metal fabricators and erectors, machine 
tool setters and operators, vehicle mechanics and re-
pairers and machinery mechanics and repairers,

•	 electrical and electronic trades workers, such as build-
ing and related electricians and electrical mechanics 
and fitters.

Among these widespread shortage occupations, a rel-
atively high proportion of the shortages are reported as 
severe. On average, nearly one in three of these shortag-
es is considered highly severe, compared with just one in 
six for occupations not classified as having a widespread 
shortage.

Further distinctions can be made by examining the sever-
ity of shortages within commonly reported occupations. 
For instance, shortages of welders, flame cutters and 
specialist medical practitioners are reported by 22 out of 
the 28 countries. However, the degree of severity of the 
shortages of specialist medical practitioners are often 
greater than those of welders or flame cutters. A similar 
difference can be observed between building and related 
electricians and nursing professionals, and between sheet 
metal workers and generalist medical practitioners. This 
may indicate dire labour market imbalances in the health 
and care sector, compared with the construction sector. 
The shortages in public service sectors, such as health and 
care, come with widespread negative societal effects (Eu-
rofound, 2023).

Table 2 also highlights recent developments in the most 
pronounced shortage occupations, looking at changes 
since the previous year (for additional details, consult Ta-
ble 14 and Table 15 in Annex 5, which show trends over 
several years). Several roles appear to face persistent short-
ages, as they are consistently reported to be in shortage by 
a large share of countries. Such occupations may be con-
sidered to face structural shortages, as opposed to those 
occupations in which shortages might reasonably subside 
in the short-to-medium term. Notably, welders and flame 
cutters have remained high on the list over recent years. 
Other occupations with shortages include nursing pro-
fessionals, specialist medical practitioners, plumbers and 
pipe fitters and heavy truck and lorry drivers.

Shortages in healthcare professions, in particular specialist 
and generalist medical practitioners, became more pro-
nounced across EURES countries in 2025, possibly reflect-
ing the higher demand for healthcare from ageing popu-
lations. At the same time, shortages in several construction 
sector-related occupations also became more substantial 
in 2025. Climate-related policy initiatives contributed to ris-
ing demand in construction and its supply chains. Workers 
such as building electricians, air conditioning mechanics 
and roofers are increasingly sought after. Shortages in oc-
cupations linked to the health and care and the construc-
tion sectors seem to be of a more structural nature, requir-
ing targeted policy action to alleviate the imbalances.

Shortages in the hospitality sector are starting to become 
less pronounced than in previous years, particularly in 
roles such as butchers and cooks. This may indicate that 
the increase in demand in the hospitality sector, fuelled 
by the rapid recovery from the COVID-19 pandemic and 
not met by a similar increase in labour supply, seems to be 
subsiding.

The structural nature of labour shortages becomes even 
more apparent when looking at occupations experiencing 
high-severity shortages, compared with general shortage 
trends. Many of the widespread shortage occupations 
mentioned above, which have consistently ranked high 
over the past few years, particularly those related to the 
health and care and construction sectors, are the same 
ones that are most frequently reported to have a high-se-
verity shortage.

Overall, there seems to be a concerning trend of increasing 
severity among most shortage occupations, with several 
roles identified as having a high-severity shortage in more 
countries than in 2024.
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Table 2:	 Widespread shortage occupations, by number of countries, prevalence of high severity and changes 
since previous year, 2025

Occupation

Number of 
countries 
reporting 

occupation 
in shortage 
(out of 28)

Percentage 
of shortage 

reports 
classed 
as high 
severity

Percentage 
of shortage 

reports 
classed 

as high or 
medium 
severity

Change 
(percentage 

points) in share 
of countries 

reporting 
shortage since 

2024

Change 
(percentage 

points) in 
share of 

high-severity 
shortages 
since 2024

Specialist medical practitioners 22 55 % 82 % 6.2 11.7

Welders and flame cutters 22 32 % 73 % - 0.7 - 3.0

Building and related electricians 21 29 % 48 % - 0.9 1.3

Plumbers and pipe fitters 20 35 % 55 % - 1.0 6.4

Nursing professionals 20 40 % 80 % - 4.4 3.6

Sheet metal workers 19 11 % 58 % 2.3 - 5.3

Generalist medical practitioners 19 37 % 74 % 5.8 9.1

Heavy truck and lorry drivers 19 32 % 84 % - 4.6 - 16.0

Bus and tram drivers 19 32 % 74 % 5.8 3.8

Health care assistants 18 28 % 61 % - 1.2 1.5

Electrical mechanics and fitters 17 24 % 59 % - 1.4 6.9

Butchers, fishmongers and related 
food preparers 17 18 % 65 % - 4.8 1.9

Structural metal preparers and 
erectors 17 18 % 65 % - 1.4 - 10.1

Cooks 17 29 % 59 % - 15.1 11.2

Air conditioning and refrigeration 
mechanics 16 38 % 81 % 2.0 6.3

Carpenters and joiners 16 25 % 63 % 2.0 0.0

Motor vehicle mechanics and 
repairers 16 44 % 69 % - 1.5 14.3

Chefs 16 19 % 56 % - 1.5 1.1

Agricultural and industrial 
machinery mechanics and repairers 16 25 % 69 % 2.0 0.0

Electrical engineers 16 38 % 50 % 2.0 6.3

Roofers 15 47 % 60 % 8.7 8.2

Metal working machine tool setters 
and operators 15 27 %

73 %
- 8.5 4.4

Floor layers and tile setters 15 13 % 47 % 8.7 - 9.7

Physiotherapists 15 20 % 73 % - 11.9 9.5

NB: Widespread shortage occupations are defined as occupations indicated as being in shortage by more than half of the countries that 
reported shortage occupations. Occupations are ranked based, first, on the number of countries reporting a shortage and, second, on 
the share of high-severity shortages.

Source: Data submitted by EURES NCOs.
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Figure 10 shows the four-digit ISCO 2008 occupations by 
their share of total employment in the EURES countries, 
alongside the number of countries reporting those occu-
pations to be in shortage. Most occupations are clustered 
to the bottom-left side of the area, indicating relatively 
low employment shares within these occupations and 
few countries with shortages. Several widespread short-
age occupations (those above the threshold given by the 
horizontal red line) also make up a generally small share of 
employment (i.e. less than 0.5 %). However, despite their 
relatively smaller employment shares, they may present 
critical bottlenecks, delaying or constraining the output 
and productivity of other occupations. Moreover, occupa-
tions with small employment shares may be characterised 
by highly specialised skills, which implies longer training 
times and relatively more limited substitutability from oc-
cupations with similar characteristics in terms of skills.

On the other hand, various occupations with widespread 
shortages make up a more substantial share of total em-
ployment. This may be an indication of an additional 

challenge in overcoming the imbalance, as the general 
demand for workers in these occupations is relatively larg-
er. These occupations include health care assistants and 
heavy truck and lorry drivers  – both with employment 
shares above 1 %. In such cases, the challenge is not mere-
ly one of skills mismatch but of missing workers. Resolving 
shortages would require substantial inflows of workers, 
while traditional mechanisms such as training may be in-
sufficient or too slow.

Moreover, occupations with the largest shares of total em-
ployment are also reported to be in shortage in several 
countries. The occupation of shop sales assistant, with an 
employment share of close to 4 %, is identified as in short-
age in nine EURES countries, while there is a shortage of 
cleaners and helpers (employment share above 2 %) in 11 
countries. High demand for workers in a specific occupa-
tion, as indicated by an occupation’s share of total employ-
ment, compounded by relatively less favourable working 
conditions (including, but not limited to, wages) could 
lead to an occupation facing shortages (Zwysen, 2024).

Figure 10:	Occupations, by share of employment (2024) and number of EURES countries reporting shortages 
(2025)

NB: Red horizontal line indicates the threshold for an occupation to be classified as having a ‘widespread’ shortage, that is, at least 15 
countries report a shortage.

Sources: Data submitted by EURES NCOs; EU-LFS special data extractions.
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2.3.	 Occupations in surplus
Surpluses are most frequently observed among clerical 
support workers, elementary occupations and services 
and sales workers (Figure 11). Similarly to labour shortag-
es, surpluses are present in all broad occupational groups, 
with every category including at least one occupation 
experiencing a surplus in at least one country. To an ex-
tent, the picture is reversed when comparing the most 
common shortage occupations with the most common 
surplus occupations. For example, clerical support workers 
are most often cited to be in surplus, whereas they are rel-

atively rarely in shortage. At the same time, plant and ma-
chine operators and assemblers are often in shortage, but 
rarely in surplus. However, some occupational groups con-
tain both, having occupations with shortages and occu-
pations with surpluses, such as services and sales workers 
and professionals. This may indicate a potential for worker 
transitions from surplus to shortage occupations within 
broad groups if occupations are not too distinct from each 
other.

Figure 11:	Most common surplus occupations, by broad occupational group, 2025

NB: Calculated as the ratio of the number of surplus occupations identified to unique surplus occupations within each group.

Sources: Data submitted by EURES NCOs; ISCO classification list.

Among all occupations identified as being in surplus, 
28.2 % of surpluses are classified as being of high severity, 
33 % as medium severity and 20.8 % as low severity. The 
occupational group with the highest proportion of severe 
surpluses is that of elementary occupations, followed by 
professionals and plant and machine operators and as-
semblers (Figure 12). These are the same groups that most 

frequently face high-severity shortages. Moreover, com-
pared with labour shortages, the shares of high-severity 
surpluses tend to be larger, both overall and among broad 
occupational groups. These insights further highlight the 
need for increased efforts to support workers in transition-
ing from surplus to shortage occupations.
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Figure 12:	Severity of surplus occupations, by broad occupational group, 2025

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: Data submitted by EURES NCOs.

Table 3 highlights occupations that more than half of the 
countries identified as being in surplus, along with the 
proportion of these surpluses considered to be of high se-
verity. Surpluses remain common among clerical support 
workers and certain professional roles, especially those re-
lated to design and translation.

One possible explanation for these widespread surpluses 
is the impact of automation and digitalisation. In gener-
al, occupations involving manual and highly routine tasks 
are more susceptible to automation. Roles such as clerical 
roles, which rely heavily on repetitive tasks, are increasingly 
being replaced by automated systems.
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Moreover, advancements in technologies such as gen-
erative AI are enabling automation in areas previously 
thought to be resistant to it. This shift may be contributing 
to declining demand in some professional occupations. 

8	 Except Malta, because two-digit occupations are not available in the EU-LFS microdata.

For example, graphic designer and interpreter roles are 
likely to be affected, helping to explain the observed sur-
pluses in these fields.

Table 3:	 Widespread surplus occupations, by number of countries and prevalence of high severity, 2025

Occupation Number of countries reporting 
occupation in surplus

Percentage of surplus reports 
classed as high severity

Graphic and multimedia designers 19 37 %

Cleaners and helpers in offices, hotels and 
other establishments 16 25 %

General office clerks 15 40 %

Secretaries (general) 15 27 %

Shop sales assistants 14 36 %

Translators, interpreters and other linguists 14 21 %

Travel consultants and clerks 14 7 %

Car, taxi and van drivers 13 23 %

Administrative and executive secretaries 13 8 %

Source: Data submitted by EURES NCOs.

2.4.	 Quantification of labour market imbalances
This section describes the pilot quantification of labour 
shortages and surpluses based on the analysis of demand 
and extended supply of labour by two-digit ISCO 2008 
occupations for Romania. This pilot method has been ap-
plied for all EURES countries (8) and the results are available 
on the European Labour Authority website.

Labour demand is given by the sum of unfilled job posi-
tions (number of vacancies) plus employment (number of 
people employed). The extended supply is the total num-
ber of all employed plus unemployed persons (the labour 
force), plus those seeking work but not immediately avail-
able to work, plus those available to work but not seeking 
a job (Eurostat, n.d.-b). More details about the method can 
be found in Annex 1.

The aim of this approach is to quantitatively measure the 
extent of labour imbalances within occupations and coun-
tries, applying consistent estimates of labour supply and 
demand. Therefore, it offers a comparable view on the 
magnitude of imbalances, considering not only the unem-
ployed in the supply, as frequently done in similar work, 
but also the potentially active.

Figure 13 and Figure 14 present the results of this meth-
od in the example of Romania for the two-digit ISCO 2008 
occupations within the broader one-digit group of ‘Pro-
fessionals’. Figure  13 shows labour demand (yellow bars) 
(i.e. vacancies) in relation to supply (blue bars) (i.e. unem-
ployed) for each occupation, while Figure 14 presents the 
same information, but adds the potentially active (purple 
bars) to extend the supply. Occupations for which the yel-
low bar is larger than the blue (or combined blue and pur-
ple) bar(s) are considered to experience shortages, since 
the demand for workers exceeds their supply. In the op-
posite cases, where the blue (or combined blue and pur-
ple) bar(s) are larger than the yellow bar, there is likely to 
be a labour surplus. The figures also indicate the extent, 
or severity, of labour imbalances. Notably, for occupations 
where the yellow bar is substantially larger, this is a clear 
indication of a relatively more severe labour shortage.

In Romania, labour shortages are present in most of the 
occupations in the broad group of ‘professionals’, at least 
when considering only the unemployed in the labour sup-
ply (Figure 13). The only exception is teaching professionals, 
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where supply exceeds demand for workers to a substan-
tial degree, with an estimated nine unemployed people 
for each vacancy. All other occupations are in shortage, to 
varying degrees of severity, with the most severe shortage 
of workers among information and communications tech-
nology (ICT) professionals.

When also considering the potentially active in the labour 
supply, the picture changes somewhat (Figure 14). Clearly, 
labour supply is increased, and shortage occupations turn 
into occupations in balance or the shortages become less 
severe. For example, science and engineering profession-
als, an occupation shown to be in shortage before, could 
be in balance, as the combined number of unemployed 
and potentially active almost matches the number of va-
cancies. For health professionals, the impact of extend-
ing supply to include the potentially active is even more 
apparent. This occupation had the second most severe 
shortage when considering only the unemployed in the 
labour supply, whereas it is in balance when including the 
potentially active.

These findings provide a clear indication of the potential of 
targeting those who are outside the labour force in allevi-
ating labour shortages in critical occupations.

The results of this method should be interpreted with cau-
tion since there are notable limitations. The main limitation 
is the lack of an established source of data for vacancies by 
occupation and country. Only two EURES countries pub-

lish vacancy data by occupations, Hungary and Romania, 
and the data are restricted to one-digit occupations. Eu-
rostat’s latest experimental statistics (Eurostat, n.d.-d) offer 
job vacancy statistics by occupation using breakdowns of 
online job advertisements.

Another limitation of the analysis is data availability in the 
EU-LFS microdata related to the extended supply. One is-
sue is the reliability of data linked to a small sample size, 
while another is a significant reliance on information about 
previous occupations to allocate unemployment and la-
bour market slack to the correct two-digit occupations. 
The latter is associated with strong assumptions, that is, 
that workers will search for jobs in the same occupation 
they held previously and that those contributing to the 
labour market slack who did not previously hold a posi-
tion are likely to follow the same occupational distribution 
as those who did. Furthermore, the supply is restricted 
to individuals who have previously held an occupation. If 
the information required is unavailable, that individual is 
excluded from the quantification of supply within the oc-
cupation, which may result in the underestimation of the 
supply. Recent graduates and other new labour market 
entrants, such as mobile workers and migrants, are not in-
cluded in the analysis to avoid double counting, because 
current data are unavailable and because of the need for 
additional assumptions to allocate them to two-digit oc-
cupations.

32

EURES | Shortages and surpluses report 2025



Figure 13:	Labour demand (vacancies) and supply (unemployed) in Romania, by two-digit occupation in the broad 
group of ‘professionals’, 2024

Sources: EU-LFS microdata; National Institute for Statistics – Romania (n.d.).
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Figure 14:	Labour demand (vacancies) and supply (unemployed and potentially active) in Romania, by two-digit 
occupations in the broad group of ‘professionals’, 2024

Sources: EU-LFS microdata; National Institute for Statistics – Romania (n.d.).

2.5.	 The link between labour market imbalances, 
mobility and migration

Within the EURES network framework, the term ‘transna-
tional workers’ describes individuals who are employed in 
a EURES country different from their country of origin. This 
includes those who move freely for work, whether on a 
long-term basis or temporarily, such as for seasonal em-
ployment, and those who are posted abroad by their em-
ployer or who work remotely from another country.

By contrast, cross-border workers are people who reside in 
one EURES country and commute to a neighbouring coun-
try for work. They may be employed or self-employed and 
typically return to their home country on a regular basis, 
such as daily or weekly.

Given this context, there is notable potential for transna-
tional job matching between occupations experiencing 

shortages and those with labour surpluses. Out of 423 oc-
cupations identified as being in shortage in at least one 
country, 416 (or 98 %) also appear as surplus occupations 
in at least one other country (European Labour Authority, 
2026). One of the occupations most frequently reported 
as being in shortage  – welders and flame cutters  – was 
flagged by 22 countries, while two countries reported a 
surplus (Table  4). Moreover, for several occupations, the 
number of theoretical matching possibilities is relatively 
large, with cleaners and helpers and construction labourer 
roles exhibiting at least 10 instances of simultaneous short-
ages and surpluses across EURES countries.

However, the scope for transnational matching is more 
limited in healthcare professions. For example, nursing 
professional was listed as a shortage occupation in 20 
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countries, with only Finland identifying a surplus in this 
role. Specialist and generalist medical practitioners – two 

occupations with widespread shortages –lack any surplus-
es and, therefore, matching possibilities.

Table 4:	 Transnational matching possibilities to alleviate labour market imbalances: number of countries 
identifying a certain occupation as in shortage or surplus, 2025

Occupation Number of countries 
identifying a shortage

Number of countries 
identifying a surplus

Potential matching 
opportunities

W
id

es
pr

ea
d 

sh
or

ta
ge

Specialist medical practitioners 22 0 0

Welders and flame cutters 22 2 2

Building and related electricians 21 2 2

Nursing professionals 20 1 1

Plumbers and pipe fitters 20 3 3

Generalist medical practitioners 19 0 0

Sheet metal workers 19 2 2

Bus and tram drivers 19 5 5

Heavy truck and lorry drivers 19 4 4

Health care assistants 18 4 4

M
os

t m
at

ch
es

Cleaners and helpers in offices, hotels 
and other establishments 11 16 11

Building construction labourers 11 10 10

Home-based personal care workers 12 9 9

Painters and related workers 12 9 9

Hotel receptionists 11 9 9

Shop sales assistants 9 14 9

Gardeners, horticultural and nursery 
growers 9 11 9

Kitchen helpers 12 8 8

Civil engineering labourers 9 8 8

Mail carriers and sorting clerks 8 10 8

Source: Data submitted by EURES NCOs.

While job openings exist across EURES countries, their 
mere availability does not automatically lead workers to 
seek employment abroad. Research has highlighted sever-
al key factors that influence transnational labour mobility 
(Ludden et al., 2019; Broersma et al., 2022; Edzes et al., 2022). 
One major factor is the wage disparity between a worker’s 
country of residence and the country of employment, with 
higher wages in the home country tending to discourage 

outward mobility, while more attractive wages in the des-
tination country serve as a pull factor. This is conditional 
on workers being aware of these opportunities and not 
facing significant language, or other, barriers. In addition, 
elevated unemployment rates in a worker’s region of or-
igin increase the likelihood of seeking employment in 
neighbouring countries.
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2.6.	 Summary
Nearly all occupations classified under the four-digit ISCO 
2008 classification have been identified as experiencing 
shortages in at least one country. The highest numbers of 

shortages are reported by Italy, the Netherlands, Bulgaria, 
Belgium and Romania, in that order.

Table 5:	 Top 10 shortage and surplus occupations in EURES countries, 2025

Rank Shortage occupations Share of employment, 
EURES countries, 2025 Surplus occupations Share of employment, 

EURES countries, 2025

1 Specialist medical 
practitioners

0.58 % Graphic and multimedia designers 0.33 %

2 Welders and flame 
cutters

0.36 %
Cleaners and helpers in offices, 
hotels and other establishments

2.19 %

3 Building and related 
electricians

0.69 %
General office clerks 2.68 %

4 Nursing professionals 0.89 % Secretaries (general) 1.26 %

5 Plumbers and pipe fitters 0.53 % Shop sales assistants 3.82 %

6 Generalist medical 
practitioners

0.37 %
Translators, interpreters and other 
linguists

0.13 %

7 Bus and tram drivers 0.41 % Travel consultants and clerks 0.12 %

8 Heavy truck and lorry 
drivers

1.55 % Car, taxi and van drivers 1.04 %

9 Sheet metal workers 0.20 %
Administrative and executive 
secretaries

0.78 %

10 Health care assistants 1.17 % Freight handlers 0.80 %

NB: Ranks are determined by (1) the number of countries reporting a shortage/surplus and (2) the share of high-severity shortages/
surpluses.

Source: Data submitted by EURES NCOs.

Some roles face persistent and widespread shortages that 
are often severe (Table 5). This is especially true for jobs in 
healthcare and construction, which have consistently ap-
peared on shortage lists over the years. Long-term trends, 
such as demographic shifts and the transition to a greener 
economy, are expected to intensify these shortages fur-
ther.

Conversely, almost all of the ISCO 2008 occupations have 
also been reported as in surplus in at least one country, 
with the highest numbers of surplus roles identified in 
Austria, Finland, Latvia, Czechia and Greece, in that order. 

Notably, no clear link was identified between the number 
of shortage occupations and the number of surplus occu-
pations within individual countries, suggesting structural 
differences within national labour markets.

Of the 423 occupations identified as being in shortage in 
at least one country, 416 are considered to have surplus in 
another. Despite this overlap, several barriers may impede 
effective transnational labour matching. These include 
difficulties in recognising qualifications across borders, 
language-related challenges, information asymmetry and 
worker preferences.
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3.	 Developments in labour market 
imbalances over time

3.1.	 Overall trends in the workforce
Over the past decade, the European economy has experi-
enced modest growth, with the COVID-19 pandemic and 
the latest geopolitical tensions, namely the Russian war of 
aggression against Ukraine, being the main external fac-
tors affecting the economy (European Commission: Direc-
torate-General for Economic and Financial Affairs, 2025b). 
From 2015 to 2024, GDP growth in EURES countries experi-
enced a slowdown, going from an average of around 2.3 % 
per annum to less than 1 % in the post-pandemic period 
(2023–2024), as can be seen in Figure 15. In 2024, the EU 
economy experienced modest growth, supported main-
ly by public spending and improving household incomes 
(European Commission: Directorate-General for Economic 

and Financial Affairs, 2025a). Government consumption 
increased by 2.7  %, while private consumption gradual-
ly strengthened as real disposable incomes increased by 
2.6  % amid higher employment, wage gains and easing 
inflation. Nonetheless, consumer confidence remained 
subdued, reflecting the lingering effects of high inflation, 
and savings stayed above pre-pandemic levels, reflecting 
elevated uncertainty and attractive returns on savings. The 
economy is expected to recover further over 2025–2026, 
driven by consumption growth combined with a rebound 
of investment.
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Figure 15:	Real GDP growth rates for the EURES countries, 2015–2027

Source: Authors’ elaboration based on the Annual Macro-Economic Database of the European Commission’s Directorate-General for 
Economic and Financial Affairs (AMECO) (https://economy-finance.ec.europa.eu/economic-research-and-databases/economic-
databases/ameco-database_en#database, accessed 5 December 2025).

Recent employment growth has been underpinned 
by greater labour force participation, especially among 
women and older workers (European Commission: Di-
rectorate-General for Employment, Social Affairs and In-
clusion et al., 2025). Looking ahead, a gradual slowdown 
in recruitment and wage growth is expected, suggesting 
that, although labour markets are tight by historical stand-
ards, a gradual loosening should take hold in the coming 
years. In line with this, the European Commission expects 

a continued slowdown in employment growth (European 
Commission: Directorate-General for Employment, Social 
Affairs and Inclusion et al., 2025). Combined, the econom-
ic and employment trends could indicate that economic 
growth is expected to translate into fewer job vacancies, 
and thus fewer shortages and an increase in labour sur-
pluses.
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Figure 16:	Trends in employment and unemployment levels in the EURES countries, 2015–2024 (people aged 
20–64 years)

Sources: Eurostat datasets (une_rt_a) (11 September 2025) and (lfsi_emp_a) (12 June 2025).

The indications of a tightening of the labour market over 
the past decade are shown in Figure 16. Employment grew 
from around 187 million in 2015 to close to 205 million in 
2024 in the EURES countries, and the number of people 
unemployed decreased from around 22 million to around 
12  million during the same period. During the COVID-19 
pandemic in 2020, employment declined, but no impact 

on unemployment was observed. This could indicate that 
some people temporarily exited the labour force during 
this period. This was followed by a recovery of employ-
ment to its trend in the following years. These opposite 
trends in employment and unemployment are consistent 
with tightening labour market conditions.
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Figure 17:	Beveridge curves for the EU-27, Iceland, Norway and Switzerland, 2015–2024 (people aged 20–64 years)

NB: Data for Iceland are only available from 2019 onwards.

Sources: Eurostat datasets (une_rt_a) (11 September 2025) and (jvs_a_rate_r2) (15 September 2025).

The Beveridge curves in Figure  17 provide indications 
that the labour market may have started to loosen in the 
last two years. The labour market has been experiencing 
a decline in the unemployment rate, concurrent with an 
increase in the JVR over the past decade in the EU-27. Nor-
way and Switzerland set themselves apart in this aspect as 
they experienced a stagnant evolution up until 2021. JVRs 
rose in the aftermath of the COVID-19 pandemic in these 
two countries. However, the upward trend in the JVR in 
the EU-27 started to decline in 2023, falling from its peak 

of 3 % in 2022 to less than 2.5 % in 2024. It is worth noting 
that this decline in the JVR has yet to be matched with an 
increase in the unemployment rate in the EU-27, although 
this is already the case in the EURES countries. This change 
in trend is consistent with a decline in labour demand (see 
Figure 18), but it has so far resulted only in a convergence 
with labour supply growth. It is reasonable to expect un-
employment to increase if labour demand were to decline 
further.
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Figure 18:	Labour market trends in the EURES countries, 2021–2024 (people aged 20–64 years)

Sources: Eurostat datasets (une_rt_a) (11 September 2025), (lfsi_emp_a) (12 June 2025) and (jvs_a_rate_r2) (15 September 2025).

At the country level, there is a disparity in the labour mar-
ket trends experienced over the past few years. As can be 
seen in the left panel of Figure 18, most countries saw an 
increase in both labour force and employment over 2021–
2024, except Czechia, Latvia and Poland. Czechia is the 
only country to have experienced a decline in both labour 
force and employment in the last three years. The general 
trend observed in the right panel of Figure 18 is consistent 

with the previously mentioned tightening of the labour 
market. Most EURES countries experienced a decline in 
their unemployment rate, except for Hungary, while they 
experienced an increase in labour demand. However, it 
should be noted that the growth of the JVR and decline in 
the unemployment rate experienced by most countries is 
relatively weak (less than 1 %).

3.2.	 Employment trends in widespread shortage 
occupations

For widespread shortage occupations, employment 
growth over 2021–2024 has mainly been concentrated in 
high-skilled occupations in accommodation and food-re-
lated occupations (e.g. chefs, cooks) (Figure 19). Health and 
care occupations also experienced strong growth (e.g. 
health care assistants, physiotherapists, generalist medical 
practitioners). Growth in this occupational group could 
be explained by the fact that employment may have yet 
to recover from the pandemic, combined with increased 

demand on health services due to demographic changes 
in the overall population (OECD / European Commission, 
2024). Furthermore, shortages in healthcare occupations 
may be exacerbated by their high reliance on mobile 
workers, which could accentuate shortages in the coun-
tries of origin (Blanco Moreno, 2024).
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Figure 19:	Changes in employment in widespread shortage occupations in the EURES countries, 2021–2024 
(people aged 15+ years)

Source: EU-LFS special data extractions.
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High growth in employment over 2021–2024 is also ob-
served in occupations related to the accommodation, 
hospitality and food sector. However, the high growth ob-
served in this sector over 2021–2024 probably captures the 
rebound growth in employment in 2021 and 2022 follow-
ing the COVID-19 pandemic, as that sector was one of the 
hardest hit by the economic impacts of shutdowns (Eu-
ropean Commission: Directorate-General for Employment, 
Social Affairs and Inclusion, 2023a; Eurostat, 2024a). The 
hospitality sector faced significant labour shortages in the 
couple of years following the pandemic due to a rapid re-
covery of the labour demand, which outpaced the supply 
(Causa et al., 2022), leading to an increase in demand for 
services tied to this sector. As the labour market raced to 
adjust for this surge in demand, employment in hospitality 
occupations surged. This dynamic could help explain why 
chefs (34.5 %) and cooks (12.5 %) experienced some of the 

highest employment growth rates in widespread shortage 
occupations between 2021 and 2024.

Some widespread shortage occupations have experi-
enced a decline in employment over 2021–2024. The main 
group affected is lower-skilled occupations related to the 
construction industry, such as insulation workers and car-
penters and joiners. The European Construction Industry 
Federation (2023) argues that this decline in employment 
in a sector facing persistent labour shortages may be at-
tributed to multiple factors, such as an ageing workforce 
and unattractive working conditions, which include gen-
der imbalances and an overall limited level of attractive-
ness to young talent. Similarly, welders and flame cutters 
have also experienced persistent labour shortages in re-
cent years. This is mainly due to fewer younger people 
choosing welding/trade careers, mainly due to a bad pub-
lic image and unattractive salaries (König et al., 2021).

Box 1:	Generalist medical practitioners

COUNTRIES WITH THE HIGHEST EMPLOYMENT SHARES IN 2024:

MALTA DENMARK SWEDEN

At least 29 % of generalist medical practitioners in the EURES countries reported working over 40 hours a week in 2024.

In line with this, over 30 % of workers in this profession reported working on weekends regularly in 2024.

Over 72 % of generalist medical practitioners in EURES countries reported being emotionally exhausted by their work in 2024.

2021: 232 700 workers did overtime out of 700 100 total 
workers (33 %)

2024: 226 300 workers did overtime out of 774 000 total 
workers (29 %)

Sources: EU-LFS special data extractions; European Working Conditions Survey, 2024.

Box 2:	Carpenters and joiners

COUNTRIES WITH THE HIGHEST EMPLOYMENT SHARES IN 2024:

NORWAY DENMARK LITHUANIA

At least 20 % of carpenters and joiners in the EURES countries reported working over 40 hours a week in 2024.

At least 76 % of carpenters and joiners reported carrying heavy loads regularly as part of their work activities in 2024.

In line with this, over 78 % of workers in this profession reported having to be in tiring positions on a regular basis in 2024.

2021: 228 400 workers did overtime out of 1 million total 
workers (23 %)

2024: 199 300 overtime workers did overtime out of 950 000 
total workers (21 %)

Sources: EU-LFS special data extractions; European Working Conditions Survey, 2024.
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Box 3:	Heavy truck and lorry drivers

COUNTRIES WITH THE HIGHEST EMPLOYMENT SHARES IN 2024:

ROMANIA BULGARIA ESTONIA

At least 28 % of heavy truck and lorry drivers in the EURES countries reported working over 40 hours a week in 2024.

Over 75 % of heavy truck and lorry drivers reported tiring positions as being usual in their line of work in 2024.

Over 70 % of workers in this profession reported being emotionally exhausted by their work in 2024.

2021: 1 million workers did overtime out of 3.2 million 
workers (31 %)

2024: 934 200 workers did overtime out of 3.3 million workers 
(28 %)

Sources: EU-LFS special data extractions; European Working Conditions Survey, 2024.

In Box 1, Box 2 and Box 3, the extensive shortages in the 
occupations of generalist medical practitioners, carpen-
ters and joiners and heavy truck and lorry drivers are ex-
amined in greater detail.

The occupation of generalist medical practitioners is char-
acterised by an ageing workforce. Over the past four years, 
the proportion of practitioners aged over 50 has consist-
ently exceeded 35  %. By contrast, only 13.7  % of those 
employed in this profession were under 30 in 2024. This 
imbalance in age distribution has resulted in a growing 
number of retirements without adequate replacement 
(Eurostat, 2025d). The situation is further exacerbated by 
demographic changes in the population that have in-
creased demand for healthcare and social care services. 
Together, these factors have caused demand to outstrip 
the supply of qualified practitioners, thereby intensifying 
pre-existing labour shortages. These developments could 
also help explain the strain that workers in this profession 
have reported, as can be seen in Box 1.

The shortage of carpenters and joiners can be attributed 
to several factors. Similarly to generalist medical practi-
tioners, 31.6 % of carpenters and joiners were over 50 years 
of age in 2021, rising to 34.2 % in 2024. This trend may be 
linked to the unattractive working conditions, which make 
it more difficult to recruit younger workers. As noted in 

Box  2, at least 22  % of carpenters and joiners worked at 
least 40 hours per week in 2024. Furthermore, carpenters 
and joiners face physically strenuous work, with over three 
quarters of workers reporting tiring positions and heavy 
load-bearing as regular occurrences (Box 2). Coupled with 
the increased demand for construction over the past dec-
ade, partly driven by initiatives such as the green and dig-
ital transitions, these conditions are likely to have contrib-
uted to exacerbating labour shortages (European Labour 
Authority, 2024b).

Finally, several factors underpin the current widespread 
shortage of heavy truck and lorry drivers. Low job attrac-
tiveness and accessibility, along with extended working 
hours, have rendered these roles less appealing (Interna-
tional Road Transport Union, 2022). These factors could 
also help explain the high level of emotional distress re-
ported by workers in this profession, with over 70  % of 
heavy truck and lorry drivers reporting feeling emotionally 
exhausted by their work. In addition, the occupation faces 
uncertainty due to the prospect of increased automation, 
which may discourage new entrants (World Maritime Uni-
versity, 2019). Collectively, these challenges have led to a 
significant reduction in the supply of skilled drivers, there-
by intensifying the labour shortfall in this sector.

3.3.	 Employment trends in widespread surplus 
occupations

As shown in Figure  20, many of the occupations identi-
fied as experiencing widespread surpluses are classified 
as clerical support workers and administration associate 
professionals (ISCO 2008 classification groups  33, 41 and 
42), which are employment groups vulnerable to automa-
tion (Gmyrek et al., 2023). Although most clerk and secre-
tary occupations in this group experienced employment 

growth between 2021 and 2024, general office clerks saw 
a decline in employment over the same period. This could 
be indicative that AI is starting to reduce the demand in 
these occupations. As AI uptake increases, it is reasonable 
to assume that growth in employment in these occupa-
tions would be negatively impacted.
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Figure 20:	Changes in employment in widespread surplus occupations in the EURES countries, 2021–2024 (people 
aged 15+ years)

Source: EU-LFS special data extractions.

3.4.	 Future trends
Multiple factors are expected to influence the evolution 
of shortages and surpluses in the long run. First, demo-
graphic change is expected to impact the labour supply. 
As can be seen in Figure 21, the old-age dependency ratio 
is expected to rise across most EURES countries over the 
coming years as the baby boomer generation moves into 
retirement. Since younger-age cohorts are relatively small-
er, the retirement of people aged 55 and over is likely to re-
inforce labour shortages. This trend would be particularly 
acute in occupations where a pre-existing gap in the age 
composition of employment already exists. For example, 

among heavy truck and lorry drivers, over 40 % are older 
than 50 years, whereas the share of workers younger than 
20 years is under 9 % (see Figure 34). Such an occupation 
would be faced with increasing shortages as older cohorts 
move into retirement. Furthermore, the shift towards a 
more elderly population is also going to increase labour 
demand in the health and care sectors, compounding 
labour shortages there (OECD  / European Commission, 
2024).
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Figure 21:	Old-age dependency ratio (65+ years to 15–64 years) in the EURES countries, 2025 and 2030

Source: Eurostat dataset (proj_23np) (28 June 2023).
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The reinforcing effects of demographic changes on labour 
shortages in the coming years may partly be offset by the 
increasing use of automation and AI technologies.

In recent years, a decline in digital skill requirements has 
been observed. However, even as digital skill requirements 
have gone down, the use of AI has increased. As can be 
seen in Figure 22, the use of AI has increased over the past 

three years across EURES countries, a trend which is ex-
pected to continue over the coming years (Ionașcu, 2025). 
The increased use of AI has primarily been concentrated 
in countries such as Belgium, Denmark, the Netherlands, 
Finland and Sweden, which may indicate that the effects 
of the technology on employment are likely to be first ob-
served in these regions.

Figure 22:	Use of AI in all activities (except agriculture, forestry and fishing; mining and quarrying; and the financial 
sector), EURES countries, 2021 and 2024

Source: Eurostat dataset (isoc_eb_ai) (17 July 2025).

The increased use of AI is also likely to affect occupations 
differently based on sectoral uptake and occupational dis-
tribution of sectors. As can be seen in Figure  23, AI use 
has been primarily used in the information and commu-
nications technology (ICT) and professional, scientific and 
technical activities sectors, since these are the main sec-
tors that develop and use digital technologies. However, 
it is worth noting that AI uptake has been positive across 
the board. As such, while the maximum penetration of AI 
in certain sectors, such as construction, might be much 
lower than in ICT, the current increases in use seem to in-

dicate that there is still room to grow. Furthermore, as the 
technology matures, it could be reasonable to assume that 
penetration in other sectors might increase. This acceler-
ated uptake of AI technologies in firms would most likely 
result in a shift away from labour for certain tasks, thereby 
leading to a decline in labour demand or an increase in 
current workforce productivity. This would, in turn, be like-
ly to lead to a decline in labour shortages and an increase 
in surpluses in occupations concentrated in digital sectors, 
such as ICT.
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Figure 23:	Use of AI, by broad sector, EU-27, 2021 and 2024

NB: The sector disaggregation corresponds to the general industrial classification of economic activities within the European Union 
(NACE) Rev. 2, except ‘public utilities’, which corresponds to the ‘water supply; sewerage, waste management and remediation activities’ 
sector.

Source: Eurostat dataset (isoc_eb_ain2) (17 July 2025).

Not all occupations are equally exposed to AI. Figure  24 
shows that surplus occupations tend to exhibit higher lev-
els of digital pervasiveness, further highlighting the spread 
of digitalisation. However, all occupations across both 

widespread shortages and surpluses saw, at most, a stag-
nant measure of digital pervasiveness between 2021 and 
2024, with the majority experiencing a decline.
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Figure 24:	Digital pervasiveness in widespread shortage and surplus occupations, EU-27, 2021 and 2024

Source: Cedefop (n.d.-c).
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Another factor that is likely to influence the trend of labour 
shortages and surpluses in the long run is climate change. 
Firstly, climate damage will impact regions differently, with 
droughts more likely in the south of Europe, while floods 
will increase in intensity and frequency in the north. These 
changes are projected to affect employment demand in 
sectors such as agriculture, which will be directly impact-
ed by increasing climate change damage, thereby lead-
ing to a decline in production in these sectors (European 
Environment Agency, 2020; Jiménez-Donaire et al., 2020). 
Climate change will also adversely impact working condi-
tions due to higher average temperatures, which may de-
crease labour supply in occupations particularly exposed 
to outside weather events (e.g. roofers) (European Climate 
and Health Observatory et al., 2021; Han et al., 2024).

Besides the impacts of climate change, policy respons-
es, such as the European Green Deal, are influencing the 
trends in labour supply and demand. The green transition 
will probably increase labour demand in occupations crit-
ical to the transition (e.g. building and related electricians), 
and thus is likely to accentuate the shortages that are al-
ready present (European Commission: Directorate-General 
for Employment, Social Affairs and Inclusion, 2023a). As can 
be seen in Figure 25, most Member States experienced an 
increase in green pervasiveness, that is, the share of on-
line vacancies that mention at least one skill tied to the 
green transition. This would seem to support changing 
labour market requirements, which may lead to increas-
es in shortages. There seems to be no indication that this 
change is contained to a specific geographical location.

Figure 25:	Change in green pervasiveness, EU-27, 2021 and 2024

NB: The countries are ordered by the 2024 value.

Source: Cedefop (n.d.-d).

A closer look at the shortage occupations identified in Fig-
ure 26 shows that the rising demand for green skills corre-
sponds with employment growth in occupations related 
to renewable energy. Cedefop’s ‘Renewable energy and 
related occupations’ (Cedefop, n.d.-e) records online job 
vacancies that exhibit at least one green skill by occupa-
tion. Using it, 11 occupations linked to the renewable ener-
gy industry were identified. All of these were reported by 
at least four NCOs as being in shortage in 2024, with three 
classified as widespread shortage occupations (which 
could reflect a strong demand for labour in these fields). 
Except for commercial sales representatives, all occupa-

tions experienced positive employment growth from 2021 
to 2024, and only three grew at a slower pace than overall 
EURES employment, as shown by the orange dashed line.

However, unless reskilling and training efforts keep pace 
with changing skill demands, the growing emphasis on 
green competencies is expected to exacerbate existing 
shortages in the short- to medium-term. The observed 
growth in both employment in green occupations and 
green skills requirements underlines a widening skills gap, 
reinforcing the link between the green transition and per-
sistent labour shortages.
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Figure 26:	Growth in employment in occupations tied to the renewables industry that are in shortage, EURES 
countries, 2021–2024 (people aged 15+ years)

NB: The orange dotted line refers to the growth in total employment in EURES countries.

Sources: Cedefop (n.d.-e); EU-LFS special data extractions.

Taking all these factors into account, it is therefore proba-
ble that the impact of the green transition on labour short-
ages will become more acute in the future in industries 
closely tied to the green transition. The changing skills re-
quirements are also likely to increase labour shortages in 
the coming years as the green transition is implemented. 
Similarly, labour surpluses might be amplified due to the 
skills requirement shifts caused by the green transition.

The impacts of the drivers of long-term trends in labour 
shortages and surpluses discussed previously, including 
demographic change, digitalisation and climate change, 
could well be obscured in the short-term, most notably 
by the expected effects of geopolitical tensions. The im-
pacts of the current uncertain trade landscape on labour 
shortages and surpluses can broadly be grouped into two 
channels.

The first channel would consist of the effects of tariffs im-
posed by trade partners on goods and services produced 
within the European Free Trade Association (EFTA) eco-
nomic area. It is likely that, in the short-term, exporting 
countries would be hit by increasing costs, leading to a 
slowdown in hiring (and thus labour demand) (Rinz, 2025; 
The Budget Lab at Yale, 2025). This could help reduce la-
bour shortages in these sectors. However, assuming sta-
bilisation to a new normal of higher tariffs, firms would 
be likely to onshore a portion of their production (OECD, 
2025a). This would increase domestic labour demand in 
these sectors for occupations that had previously been 
offshored, increasing the degree of shortage in these oc-
cupations.

The second channel would encompass the effects of tariffs 
imposed by the EU-27 and EFTA economic bloc on trading 
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partners. In the short-term, such measures are likely to in-
crease the cost for import-reliant producers and retailers, 
leading to a slower rate of labour hire, thereby reducing 
labour shortages in these sectors (Autor et al., 2013), like 
in the first channel. Similarly, in the long-term, assuming 
that tariffs stabilise at a new, higher level, a shift of demand 
away from relatively more expensive imports towards do-
mestic-based alternatives would, in turn, boost demand in 
the domestic labour market as domestic producers aim to 
meet the increased demand for their goods and services.

Compounding these two channels, the short-term effect 
of a higher tariff regime could initially have a loosening 
effect on labour market shortages, primarily due to slow-
er rates of hiring as firms adapt to the new business envi-

ronment. However, higher tariffs could accentuate labour 
shortages in the longer run as reliance on foreign labour 
markets decreases due to higher trade barriers (OECD, 
2025a).

These trade effects on labour shortages and surplus-
es would primarily be concentrated on sectors that are 
particularly exposed to trade. Table  6 shows the relative 
importance of occupations in the top exporting and im-
porting sectors in the EU-27 in 2023. Occupational groups 
that already have acute labour shortages, such as plant 
and machine operators and assemblers (which encom-
passes occupations such as heavy truck and lorry drivers), 
would thus likely be among the first affected by the trade 
impacts described previously.

Table 6:	 Trade exposure of occupations, EU-27 (1), 2023

Trade Sector Trade value outside EU-27 (in 
billion EUR) (share of trade) Occupation Number of people 

employed (000)

Exports

Manufacturing 1 649.9 (74.1 %)

Craft and related trades workers 9 102.4

Plant and machine operators and 
assemblers

6 209

Technicians and associate professionals 4 806.5

Wholesale and 
retail trade

364.7 (16.4 %)

Services and sales workers 10 757.8

Technicians and associate professionals 3 270.8

Clerical support workers 2 597.6

Transportation 
and storage

51.6 (2.3 %)

Plant and machine operators and 
assemblers

4 512.8

Clerical support workers 2 276.1

Elementary occupations 947.7

Imports

Manufacturing 975.7 (49.7 %)

Craft and related trades workers 9 102.4

Plant and machine operators and 
assemblers

6 209

Technicians and associate professionals 4 806.5

Wholesale and 
retail trade

681.3 (34.7 %)

Services and sales workers 10 757.8

Technicians and associate professionals 3 270.8

Clerical support workers 2 597.6

Transportation 
and storage

106.3 (5.4 %)

Plant and machine operators and 
assemblers

4 512.8

Clerical support workers 2 276.1

Elementary occupations 947.7

(1)	 Data for CH, IS and NO were incomplete.

Sources: Eurostat dataset (ext_tec09) (28 July 2025); EU-LFS special data extractions.
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It should be noted that the transition from the short-term 
effects to the long-term effects is likely to be tied to the 
perceived certainty in the business community of the new 
tariff regime. Higher levels of uncertainty regarding trade 

policy would most likely see firms delay hiring and lay-off 
decisions, thus delaying the transition to observed long-
term effects (Baker et al., 2016; Handley et al., 2017).

3.5.	 Summary
From 2014 to 2024, employment growth across the EU-
RES countries followed a generally upward trajectory, in-
terrupted only by a brief downturn during the COVID-19 
crisis. Since 2021, most Member States have recorded fur-
ther gains in both employment rates and labour force par-
ticipation. Falling unemployment rates, together with an 
increase in job vacancies, indicate a progressively tighter 
labour market.

Employment growth has been particularly strong across 
many shortage occupations, most notably in healthcare 
and hospitality. By contrast, some other shortage areas, 
including insulation work, have seen employment fall, 
largely as a result of unattractive working conditions and 

an ageing workforce. Surplus occupations, many of which 
face exposure to automation, continued to register mod-
erate employment gains; however, there are emerging 
signs that automation may be tempering growth in cer-
tain clerical roles.

Looking ahead, demographic shifts, the digital transfor-
mation and the green transition are likely to remain as 
the important forces shaping labour market imbalances, 
although short-term trade disruptions may temporarily 
obscure their effects.
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4.	 Characteristics of workers
In 2025, 24 occupations were identified as experienc-
ing widespread shortages. Conversely, nine occupations 
were identified as experiencing widespread surpluses. 
Collectively, these occupations employed approximate-

ly 52.6 million workers in the EURES countries in 2024. Of 
these, 26.4  million were employed in the 24 widespread 
shortage occupations, while 26.2 million were employed 
in the nine widespread surplus occupations (see Table 7).

Table 7:	 Summary table, EURES countries, 2024 (people aged 15+ years)

Indicator All occupations Widespread shortage Widespread surplus

Number of 
occupations 436 24 9

Number of people 
employed (million) 215.2 26.4 26.2

Sources: EU-LFS special data extractions; Eurostat dataset (lfsa_egan2) (20 March 2026).

The 52.6 million workers in widespread shortage or surplus 
occupations represent around 24 % of the total 215.2 mil-
lion individuals employed in the EURES countries in 2024. 

These widespread shortage and surplus occupations con-
stitute approximately 8  % of the 436 occupations under 
the ISCO 2008 classification.

4.1.	 Gender profile
Overall, employment across all occupations presents a 
persistent gender gap between men and women, with 
men accounting for around 53.3  % of the employment 
in widespread shortage and surplus occupations in 2024, 
versus 46.7  % for women (see Figure  27). This trend is 
more pronounced for widespread shortage occupations. 
Among the 24 shortage occupations recorded for the year 
2025, women accounted for only about 26.8 % of employ-
ment, and men around 73.2  %. However, surplus occu-
pations saw an almost opposite dynamic. Women in the 

nine recorded widespread surplus occupations account 
for roughly 70 % of employment, while men account for 
30 %. The large difference in the gender profiles of the two 
occupational groups, compared with overall employment, 
seems to indicate an important gender imbalance, which 
can lead to vulnerabilities for women. The research corrob-
orates this, providing supporting evidence that higher lev-
els of exposure to labour market fluctuations, particularly 
with respect to lay-offs and wage growth, seem to affect 
mainly women (Levanon et al., 2009; Bächmann, 2023).
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Figure 27:	Shares of employment in widespread shortage and surplus occupations in the EURES countries, by 
gender, 2024 (people aged 15+ years)

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: EU-LFS special data extractions.

Examining widespread shortage occupations more close-
ly reveals a gender-based occupational segregation (Fig-
ure  28). Women’s employment is highly concentrated, 
with women forming a majority in employment in only 
five occupations. Health and care occupations in particular 
have a high concentration of women. Conversely, men are 
predominant in occupations tied to the construction sec-
tor, with eight construction-related occupations exhibiting 

less than 3 % recorded female employment. This reflects a 
broader trend identified in the literature, where these two 
occupational groups suffer from persistent gender bias in 
employment (European Commission: Directorate-General 
for Internal Market, Industry, Entrepreneurship and SMEs, 
2023a; WHO, 2025).
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Figure 28:	Shares of employment in widespread shortage occupations in the EURES countries, by gender, 2024 
(people aged 15+ years)

Source: EU-LFS special data extractions.
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Figure 29:	Shares of employment in widespread surplus occupations in the EURES countries, by gender, 2024 
(people aged 15+ years)

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: EU-LFS special data extractions.
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Looking at widespread surplus occupations, clerk and sec-
retary occupations make up almost half of the occupations 
in this group (Figure 29). The only occupation where men 
outnumber women by a wide margin is car, taxi and van 
drivers, which is part of the transport sector. As with short-
age occupations, the gender patterns reflect trends in the 
respective sectors, with secretary and clerical positions be-
ing historically filled by women (Eurostat, 2024b). Similarly, 
the transport sector has historically not been very attrac-
tive to women, especially in driver roles (Ng et al., 2020; 
Duxfield et al., 2025; European Labour Authority, 2025).

One of the most reported shortage occupations is building 
and related electricians, with a total of 22 NCOs flagging it 
as being in shortage. This occupation is representative of 
the gender-split dynamic observed in shortage occupa-
tions, with men accounting for 98.4 % of employment. This 
stark imbalance further underlines the need for the pro-

motion of gender-inclusive initiatives in the construction 
sector, especially as the twin green and digital transitions 
will require important infrastructure and other construc-
tion works (European Labour Authority, 2025).

The gender segregation in employment indicates that 
women are much more likely than men to be employed in 
surplus occupations. Furthermore, shortage occupations 
where women predominate tend to be concentrated in 
the health and care sector, which may be indicative of so-
cietal perception biases of these roles (European Institute 
for Gender Equality, 2017; European Commission, 2022). 
The European Commission, with its gender equality strate-
gy, has initiated steps that aim to tackle occupational seg-
regation, stereotyping and barriers to women’s access to 
occupations that will alleviate labour shortages (European 
Commission, 2020, 2025a).

4.2.	 Education profile
There is not much difference between widespread short-
age and widespread surplus occupations in terms of 
split by education level (Figure  30). Both groups exhibit 
lower-than-average workforce shares of highly educated 
people, 24.3  % and 23.5  %, respectively, compared with 
38.9 % in all occupations. Conversely, the shares of medi-
um-skilled workers are 56.7 % and 56.4 % for shortage and 
surplus occupations, respectively, compared with around 

45.4 % in all occupations. The shares of low-skilled workers 
employed in shortage and surplus occupations (19 % and 
20 %, respectively) reflect the share in overall employment 
(15.7 %). This distribution would seem to suggest that me-
dium-skilled workers are in high demand, but within occu-
pations requiring job-specific skills.
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Figure 30:	Shares of employment in widespread shortage and surplus occupations in the EURES countries, by 
education level, 2024 (people aged 15+ years)

ISCED: International Standard Classification of Education.

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: EU-LFS special data extractions.

Looking at occupations individually, medium-level ed-
ucation remains prevalent across the most widespread 
shortage occupations. Jobs in construction are largely 
represented within this list. These occupations are charac-
terised by a lower-than-average share of highly educated 
workers and shares of workers with a medium level of ed-
ucation consistently above 60 %, except in healthcare and 
engineering professions, where a higher level of education 
tends to be more prevalent (see Figure 31). These occupa-
tions rely on labour possessing job-specific skills, although 
the educational barriers are likely to be lower. Shortages 
here are therefore most likely driven by a combination of 
both high demand for these occupations and inadequate 
supply due to insufficient provision of vocational training 

and unfavourable working conditions (e.g. lower wages) 
(Brucker Juricic et al., 2021; Causa et al., 2025).

There are also marked differences in the proportion of 
highly educated workers between widespread shortage 
and surplus occupations (Figure 31 and Figure 32). In short-
age occupations, higher education is most common with-
in healthcare and engineering roles. Conversely, among 
surplus occupations, the share of highly educated workers 
exceeds 50 % in more general occupations (e.g. clerks) and 
the specialist occupations of translators, interpreters and 
other linguists. This variation suggests that labour shortag-
es are primarily driven by specific skill requirements, as em-
ployers tend to need candidates possessing occupation- 
or job-specific technical qualifications over general ones.
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Figure 31:	Shares of employment in widespread shortage occupations in the EURES countries, by education level, 
2024 (people aged 15+ years)

ISCED: International Standard Classification of Education.

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: EU-LFS special data extractions.
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Figure 32:	Shares of employment in widespread surplus occupations in the EURES countries, by education level, 
2024 (people aged 15+ years)

ISCED: International Standard Classification of Education.

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: EU-LFS special data extractions.
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Building and related electricians, one of the most report-
ed shortage occupations, is representative of the skills 
composition of many shortage occupations tied to the 
construction sector, with an above-average share of me-
dium-skilled workers in employment, and a below-aver-
age representation of highly educated labour. The large 
share of medium-skilled workers reflects the importance 
of vocational and on-the-job training in specialised skills 
that this labour relies on, and further underlines the need 
for incentivisation of such training offerings, given that de-
mand for this occupation is likely to remain high over the 
coming years due to the green transition.

In recent years, policymakers have also acknowledged 
the increasing need for policies that boost vocational 
training to alleviate labour shortages. For example, Nor-
way introduced a new initiative, ‘Skilled workers for a new 
era – with higher vocational education’, in recognition of 
the current situation (Cedefop, 2025; Ministry of Education 

and Research, 2025). This initiative proposes reforms that 
are designed to meet employers’ demands for more com-
plex qualifications. It also seeks to improve international 
cooperation through the potential use of the Europe-
an credit transfer and accumulation system and provide 
higher vocational education and training institutions with 
greater autonomy, including the ability to obtain accredi-
tation and independently modify or establish study pro-
grammes, thereby improving the relevance, flexibility and 
recognition of vocational training. However, such meas-
ures to boost the attractiveness and availability of voca-
tional training still lag behind other educational policy 
initiatives aimed at higher education groups, with the Or-
ganisation for Economic Co-operation and Development 
(OECD) (2023a) pointing out that ‘combined school- and 
work-based programmes remain a rarity’ (p.  21). Box  4 
provides an example of a recent EU initiative aimed at ad-
dressing this issue.

Box 4:	Net-zero industry academies

The net-zero industry academies are consortia of industry, training providers, social partners, and public author-
ities created to close urgent skills gaps in clean-tech value chains. They are designed to develop learning pro-
grammes and voluntary credentials that education and training providers across Member States can adopt. The 
net-zero industry academies emerged as a concrete skills pillar of the Net-Zero Industry Act, adopted in 2024 to 
scale up EU manufacturing of strategic net-zero technologies.

The principal goal is rapid upskilling and reskilling at scale: each academy aims to reach roughly 100 000 learners 
within three years of establishment, creating a mobile, industry-relevant pool of technicians and medium-skilled 
staff to support European clean-tech manufacturing and deployment. This goal targets both immediate labour 
bottlenecks and longer-term workforce resilience for the green transition.

The academies intend to achieve this by co-designing modular curricula and training content with industry, 
accrediting voluntary credentials to ease cross-border mobility, and scaling delivery through networks of voca-
tional schools, private trainers and industry partners.

Sources: European Commission: Directorate-General for Internal Market, Industry, Entrepreneurship and SMEs (2023b); European 
Commission (2024a).

The findings on the severity and frequency of labour 
shortages presented in this report align with those of pre-
vious editions, indicating that an increase in the supply 
of highly educated jobseekers would not fully address all 
identified shortages. Nevertheless, such an increase would 
be particularly advantageous in alleviating shortages in 

specific professions, notably within healthcare. Conversely, 
expanding the labour supply of workers with intermedi-
ate education could help ease shortages across a broader 
range of occupations, particularly in the construction sec-
tor.
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4.3.	 Age profile
As can be observed in Figure 33, in 2024, workers under 
the age of 30 in the EURES countries accounted for 17.3 % 
of the total workforce. For widespread shortage occupa-
tions, this proportion was 17 %, and for widespread surplus 
occupations, it rose to 18  %. Considering older workers, 
35.2 % of the total EURES workforce was aged 50 or over 

in 2024. Among widespread shortage occupations, 36.3 % 
of those employed were over the age of 50. In widespread 
surplus occupations, this share was slightly higher, at 
38.6 %, indicating that older people might be more at risk 
of job insecurity in these occupations.

Figure 33:	Shares of employment in widespread shortage and surplus occupations in the EURES countries, by age 
group, 2024

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: EU-LFS special data extractions.

The age distribution varies considerably across specific 
shortage occupations (see Figure  34). For instance, over 
26 % of roofers are under 30 years of age. However, in 2024, 
the proportion of young people working in widespread 

shortage occupations was greater than 20 % in only eight 
out of a total of 24 shortage occupations. The low propor-
tions of young workers in occupations requiring higher 
levels of education, such as specialist and generalist med-
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ical practitioners, can be explained by the long duration 
of the studies for these professions. In other words, the 
duration and cost of education can act as barriers to entry, 
resulting in fewer young workers being employed despite 
existing shortages.

On the other hand, the under-representation of young 
workers in certain shortage occupations is a cause for con-
cern, indicating that shortages are likely to persist unless 
measures are taken to make these roles more attractive. 
Such measures could include upskilling, reskilling and im-
proving working conditions. The occupations most affect-
ed by this include heavy truck and lorry drivers and bus 
and tram drivers.

This highlights the growing importance of EU initiatives 
such as the youth guarantee (European Commission: Di-
rectorate-General for Employment, Social Affairs and Inclu-
sion, 2023b), which is a commitment by Member States to 
ensure that all young people under the age of 30 receive a 
good-quality offer of employment, continued education, 
apprenticeship or traineeship within four months of leav-
ing education or becoming unemployed, helping reduce 

barriers to entry into occupations facing widespread short-
ages.

By contrast, the proportion of the workforce aged 50 and 
above was more than 20  % in all widespread shortage 
occupations, exceeding 40  % in four of them. The large 
proportion of older workers in these roles poses a signifi-
cant challenge, as the need for labour replacement is likely 
to intensify shortages. This issue is especially pronounced 
in the construction sector, where many shortage occupa-
tions, such as floor layers and tile setters, show marked age 
imbalances and a large share of workers aged 50 or older. 
To maintain operations, an equivalent number of workers 
will need to be recruited and trained. Alternatively, pro-
gress in automation could partially alleviate some of these 
anticipated occupational shortfalls. There is, however, no 
indication that automation will advance sufficiently to off-
set these labour shortages within the next 15 years. As a 
result, labour demand is expected to remain steady over 
this period. Consequently, initiatives like the one outlined 
in Box 5 will most likely be required to maintain employ-
ment levels.

Box 5: 	The Walloon recovery plan

In the Walloon Region, Belgium, the regional government launched a package of around 20 measures in Sep-
tember 2021 under the ‘Plan de Relance de la Wallonie’ to address acute labour shortages in the construction, 
wood and electrical engineering sectors (Cedefop and ReferNet, 2022). The initiative aimed to attract young 
people and adult learners to these trades, while improving the image of these trades and strengthening voca-
tional pathways.

The plan expanded dual education and vocational training through Forem (L’Office wallon de la formation pro-
fessionnelle et de l’emploi) and the Institut wallon de formation en alternance et des indépendants et petites et 
moyennes entreprises (Ifapme) (1), creating over 1 000 new training places in shortage occupations. It boosted 
incentives by offering bonuses of up to EUR 2 000 to learners and jobseekers, free tuition and a ‘construction 
driving passport’ covering the cost of training to obtain a driving licence, to reduce transport barriers (Cedefop 
and ReferNet, 2022). Apprentices’ monthly pay was increased, and training modularised for step-by-step certi-
fication, while mentor support was strengthened through Ifapme programmes. A public awareness campaign 
titled ‘Je construis mon avenir’ (‘I’m building my future’) promoted construction careers, particularly among 
women.

Follow-up data show that six months after completing construction training, 84 % of learners under 18 and 
92 % of adult trainees found work in the sector (Cedefop and ReferNet, 2022). Female participation rose by 28 % 
between 2017 and 2022. By 2023, 1 694 training grants and 452 driving licence vouchers had been issued, 376 of 
which were used (Cedefop and ReferNet, 2026).

(1)	 Forem is the Walloon public employment and vocational training service, responsible for job placement, skills development and training for job-
seekers. Ifapme is the Walloon institute for work-based learning, specialising in apprenticeships and vocational training for self-employed workers 
and SMEs.

Sources: Cedefop and ReferNet (2022, 2026).
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Figure 34:	Shares of workers aged under 30 years and aged 50+ years in widespread shortage occupations in the 
EURES countries, 2024

Source: EU-LFS special data extractions.
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The above-average shares of older workers observed 
across widespread surplus occupations (see Figure  35) 
are concerning, as they suggest that this vulnerable pop-
ulation will be faced with reduced employment securi-
ty without intervention by policymakers. Workers aged 
over 50 accounted for more than 30 % of the workforce 
in widespread surplus occupations. This indicates that a 
relatively high number of older people are employed in 
roles where supply exceeds demand. For instance, clerical 
and secretarial roles, such as general office clerks, show 
a substantial proportion of workers over 50. The relative 
over-representation of older workers in widespread surplus 
occupations may reflect the lower relative attractiveness 
of these roles, which could discourage younger workers 
from entering them (for example, cleaners and assistants 
in offices, hotels and similar establishments). Without an 
adequate replacement of this labour by new cohorts, this 
ageing workforce could potentially lead to future labour 
shortages. For example, occupations such as general of-
fice clerks, with 40.8 % of workers over the age of 50 years, 
and secretaries, with over 41 % in the same age group, will 
face substantial retirement numbers in the coming two 

decades. As such, there is a possibility that this decline in 
the labour supply may shift some of these occupations 
from surpluses to shortages. The most susceptible occu-
pations, that is, those exhibiting the largest age differenc-
es, include cleaners and helpers in offices, hotels and other 
establishments, and general office clerks.

Furthermore, the occupation that is most widely report-
ed to be in surplus (graphic and media designers) is the 
only occupation where youth employment exceeds em-
ployment of those aged 50 and above. The discrepancy 
between this observation and the low representation 
of youth in shortage occupations further underlines the 
need to reshape the incentive structures to better accom-
modate the needs of the younger labour cohorts.

To replace this departing workforce, it is essential to at-
tract younger workers. This can be achieved by improving 
awareness of opportunities, ensuring job security, enhanc-
ing working conditions and contract terms, offering flex-
ible hours and providing competitive salaries. Measures 
such as reducing working hours, increasing access to train-
ing, and establishing clear career progression paths could 
make these roles more appealing to younger people.
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Figure 35:	Shares of workers aged under 30 years and aged 50+ years in widespread surplus occupations in the 
EURES countries, 2024

Source: EU-LFS special data extractions.
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4.4.	 Country of origin
In 2024, the majority of workers employed in the 24 most 
common shortage occupations were nationals of the 
country in which they worked (see Figure 36). Meanwhile, 
5.2 % were mobile workers from other Member States, and 
11.8 % were migrant workers from non-EURES countries. A 

similar pattern by country of origin was observed for the 
total workforce of widespread surplus occupations in the 
same year: mobile workers accounted for 4.6 %, while mi-
grant workers represented 11.9 %.

Figure 36:	Overall employment in widespread shortage and surplus occupations in the EURES countries, by 
country of origin, 2024 (people aged 15+ years)

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: EU-LFS special data extractions.
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The modest over-representation of migrant workers in 
2024 is anticipated, given that numerous EU-27 and EFTA 
countries have work permit systems aimed at attracting 
foreign workers who have skills that are in short supply.

From Figure  37, it can be seen that migrant and mobile 
workers make up a relatively larger share of the workforce 
among hospitality-related occupations such as cooks; 
chefs; and butchers, fishmongers and related food prepar-
ers. They are also relatively more represented among some 
construction-related occupations such as floor layers and 
tile setters and welders and flame cutters.

Based on Figure  38, the combined share of mobile and 
migrant workers exceeds 20  % for surplus occupations 
requiring low-skill qualifications (e.g. cleaners), whereas it 
is lower than 10 % for most occupations requiring higher 
levels of education (e.g. general office clerks).

Recent data corroborate this pattern. In the EU, for instance, 
overqualification rates are higher among non-EU citizens 
than among EU nationals, indicating a tendency for mi-
grants to occupy lower-skilled roles despite possessing 
higher qualifications. In 2024, employed non-EU citizens in 
the EU were almost twice as likely to be overqualified for 
their job than nationals, with an overqualification rate of 
39.6 % for non-EU citizens, 30.3 % for citizens of other EU 
countries and 20.2 % for nationals (European Commission: 
Directorate-General for Employment, Social Affairs and In-
clusion, 2025b; Eurostat, 2025e). This finding was also high-

lighted in the latest release of the Employment and Social 
Developments in Europe report in September 2025 (Euro-
pean Commission: Directorate-General for Employment, 
Social Affairs and Inclusion, 2025b). In it, the authors under-
line that overqualification remains a prevalent issue. The 
report supports this point by indicating that the overquali-
fication rate has barely decreased in recent years. They also 
point out that the overqualification rate is inversely related 
to the level of skills, with less complicated occupations 
showcasing higher rates of overqualification in their labour 
(e.g. accommodation and food-related occupations) than 
occupations requiring higher levels of skills (e.g. occupa-
tions related to the health and care sector).

The influx of Ukrainians into other European countries 
since 2022 as a result of the Russian war of aggression 
offers evidence consistent with these findings. Member 
States have achieved some success in integrating these 
refugees into their labour markets; however, the policies 
implemented to date have certain shortcomings (Kosyak-
ova et al., 2024). Some countries implemented ‘work first’ 
policies, which prioritise rapid job entry. This approach was 
shown to heighten skills mismatch by steering refugees 
into low-skilled employment. By contrast, countries invest-
ing in language learning, upskilling and qualification rec-
ognition, as in Scandinavia and central Europe, achieved 
better skill alignment and more sustainable employment 
outcomes over time.
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Figure 37:	Shares of employment in widespread shortage occupations in the EURES countries, by country of origin, 
2024 (people aged 15+ years)

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: EU-LFS special data extractions.
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Figure 38: 	Shares of employment in widespread surplus occupations in the EURES countries, by country of origin, 
2024 (people aged 15+ years)

NB: The percentages might not add up to exactly 100 % due to rounding.

Source: EU-LFS special data extractions.
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Figure 39 illustrates the growth rates of the employment 
of mobile workers in widespread shortage occupations 
between 2021 and 2024. Out of 24 widespread shortage 
occupations, 11 experienced at least a 10 % increase in the 
employment of mobile workers. Consistent with earlier 
findings regarding education, this growth was predom-
inantly observed in lower-skilled occupations directly or 
indirectly linked to the construction and hospitality sec-

tors. Literature identifies both the construction (European 
Commission: Directorate-General for Employment, Social 
Affairs and Inclusion et al., 2025) and healthcare sectors 
(Williams et al., 2020; Panteli et al., 2021) as frequent users 
of foreign-born labour, and both sectors are expected to 
continue relying on mobile and migrant workers for low- 
and mid-level roles.

Figure 39:	Growth rates of mobile workers in widespread shortage occupations in the EURES countries, 2021–2024 
(people aged 15+ years)

NB: Roofers were removed due missing data for 2021. Air conditioning and refrigeration mechanics were removed due to no data in 
2023.

Source: EU-LFS special data extractions.
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4.5.	 Multiple vulnerabilities linked to labour surpluses
The analysis indicates that, in many surplus occupations, 
workers in multiple vulnerability groups (gender, age, ed-
ucation and country of birth) identified in this chapter are 
disproportionately represented (see Table 8). For example, 
secretaries are notable for having a particularly high pro-
portion of employees belonging to two of the four vul-
nerable groups, namely women and older workers. More 
striking still, cleaners and assistants exhibit high propor-
tions across all four groups.

The data also reveal clear differences across occupation-
al groups. Elementary occupations, while varying in the 
representation of women and older workers, consistently 
employ a higher proportion of migrants and low-educat-

ed labour. Clerical support roles, by contrast, stand out for 
their above-average share of women but below-average 
shares of younger, low-educated and migrant workers. 
Among professionals, gender composition and migration 
background vary considerably across countries and con-
texts; however, these occupations uniformly exhibit a low 
presence of workers with low educational attainment.

This concentration of vulnerabilities in low-demand, rela-
tively lower-skilled roles suggests a compounded disad-
vantage, as individuals in these occupations are often the 
least well placed to move into more sustainable employ-
ment opportunities.

Table 8:	 Vulnerability groups for surplus occupations reported by at least 10 NCOs, EURES countries, 2024

Group Occupation Women
Low 

education 
level

15–29 years 50+ years Mobile/
migrant

EURES average across all occupations 46.7 % 15.7 % 17.3 % 35.2 % 14.6 %

Clerical support 
workers

Secretaries (general) 88.4 % 8.8 % 17.1 % 41.1 % 9.8 %

Accounting and bookkeeping 
clerks

77.6 % 4.4 % 14.7 % 37.6 % 10.7 %

General office clerks 74.6 % 6.3 % 13.0 % 40.8 % 7.4 %

Craft and 
related trades 
workers

Agricultural and industrial 
machinery mechanics and 
repairers

3.0 % 15.4 % 23.1 % 33.7 % 11.9 %

Motor vehicle mechanics and 
repairers

2.6 % 21.1 % 26.5 % 28.6 % 11.6 %

Building and related electricians 1.6 % 15.9 % 22.3 % 31.4 % 15.6 %

Bricklayers and related workers 0.3 % 40.5 % 12.8 % 38.8 % 25.2 %

Elementary 
occupations

Domestic cleaners and helpers 93.6 % 48.7 % 6.8 % 50.7 % 50.5 %

Cleaners and helpers in offices, 
hotels and other establishments

83.5 % 49.5 % 8.9 % 52.3 % 37.2 %

Kitchen helpers 68.9 % 46.8 % 28.0 % 34.5 % 40.1 %

Hand packers 54.1 % 43.6 % 24.3 % 30.6 % 30.1 %

Freight handlers 21.1 % 41.6 % 24.8 % 28.5 % 30.9 %

Plant and 
machine 
operators and 
assemblers

Bus and tram drivers 10.4 % 25.4 % 4.6 % 53.8 % 20.0 %

Car, taxi and van drivers 7.4 % 26.5 % 15.0 % 41.5 % 20.8 %

Lifting truck operators 7.4 % 33.2 % 16.5 % 33.6 % 19.8 %

Heavy truck and lorry drivers 1.9 % 30.2 % 8.8 % 44.2 % 16.9 %
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Group Occupation Women
Low 

education 
level

15–29 years 50+ years Mobile/
migrant

Professionals

Early childhood educators 93.6 % 2.4 % 20.3 % 28.4 % 7.9 %

Nursing professionals 87.4 % 0.0 % 15.2 % 34.9 % 11.0 %

Primary school teachers 83.6 % 0.0 % 10.8 % 37.0 % 5.1 %

Secondary education teachers 65.5 % 0.0 % 8.8 % 40.8 % 7.0 %

Services and 
sales workers

Health care assistants 85.7 % 15.8 % 16.6 % 40.9 % 20.9 %

Shop sales assistants 70.1 % 21.0 % 28.8 % 28.6 % 12.9 %

Waiters 62.1 % 30.6 % 45.4 % 20.6 % 26.3 %

Skilled 
agricultural, 
forestry and 
fishery workers

Tree and shrub crop growers 30.3 % 41.0 % 9.2 % 55.5 % 7.0 %

Gardeners; horticultural and 
nursery growers

19.5 % 32.3 % 18.0 % 38.7 % 17.2 %

Technicians 
and associate 
professionals

Administrative and executive 
secretaries

77.8 % 3.2 % 11.7 % 42.3 % 8.5 %

Social work associate professionals 77.1 % 6.5 % 19.2 % 33.5 % 10.1 %

Manufacturing supervisors 14.5 % 11.6 % 8.0 % 41.1 % 10.7 %

Source: EU-LFS special data extractions.

These observations are in line with recent literature on the 
subject. Women are more likely to be overqualified in the 
occupations they work in. This tendency is more acute for 
women who are migrants or mobile workers (Eurostat, 
2025e).

Patterns of overqualification also vary with age across Eu-
rope. Baran (2024) found that the age pattern of overqual-
ification follows a broadly U-shaped relationship in the EU. 
The likelihood of being overeducated first declines with 
age, reaching its lowest point among workers in their 50s, 
but rises again slightly for those aged 60–64. The author 

found that the difference in overqualification between 
workers aged 60–64 and the youngest workers, aged 25–
29, who face the highest risk of being overqualified, is not 
statistically significant. Baran (2024) also found that gender 
plays a critical role in the likelihood of overqualification at 
different points in life. The presence of children, particu-
larly older children aged 6–17, is associated with higher 
overqualification risks for mothers, but lower risks for fa-
thers, highlighting the persistent gendered divide in how 
parenthood influences occupational mismatch.
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Figure 40:	Shares of women in widespread surplus occupations in EURES countries, 2024 (%)

Source: EU-LFS special data extractions.

Country-level data also lay bare further relationships be-
tween and within these vulnerability groups.

As can be seen in Figure 40, most EURES countries exhibit 
shares of women in surplus occupations of between 65 % 
and 75 %. However, countries such as Hungary, Austria and 
Estonia exhibit higher shares than the average, while Ro-
mania, Greece and Ireland exhibit lower shares than the 
average.

The education split at the country level also reveals a clear 
geographical pattern in the concentration of workers with 
a medium level of education across the identified wide-
spread surplus occupations, with shares ranging from 
28.1 % in Spain to 81.1 % in Croatia (Figure 41). This vari-
ation most likely reflects structural differences across na-
tional economies, including the sectoral composition of 

employment, historical trends in educational attainment 
and the age distribution of workers in these occupations, 
which itself may be shaped by past educational patterns. 
Research has also revealed clear differences in the skills 
profiles of migrants across Europe. In particular, mobile 
workers from central and eastern Europe, originating from 
the newer Member States and moving into the labour 
markets of older Member States, are more likely to hold 
medium-level educational qualifications (Leschke et al., 
2023). The relatively lower levels of surplus medium-skilled 
labour in Western countries are likely to continue being 
one of the drivers of this pattern in the coming years. To-
gether, these factors may help explain the spread in gen-
der composition of the employment pool of widespread 
surplus occupations at the country level.
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Figure 41:	Shares of workers with a medium level of education in widespread surplus occupations in EURES 
countries, 2024 (%)

Source: EU-LFS special data extractions.

Furthermore, looking at the spread of older workers in 
widespread surplus occupations across EURES countries 
reveals a homogeneous spread. As can be seen in Fig-
ure  42, the shares of workers aged 50  years or more are 
around 30–40 % in most countries. The relatively homo-
geneous spread at the country level of this age group in 

employment in occupations in surplus emphasises the 
cross-cutting nature of the demographic issue faced by all 
European countries. It further underlines the vulnerability 
of this employment group to economic fluctuations and 
the changing economic landscape.
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Figure 42:	Shares of workers aged 50+ years in widespread surplus occupations in EURES countries, 2024 (%)

Source: EU-LFS special data extractions.

These findings underline the likelihood of intersections 
between these vulnerable groups and underline the im-

portance of a holistic policy response that addresses these 
patterns, taking into account these factors.
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4.6.	 Summary
This chapter examined the characteristics of workers to 
highlight intersections between vulnerable groups, such 
as women and youth, and labour shortages and surpluses. 
Women are predominantly employed in surplus occupa-
tions, increasing their risk of unemployment. This reflects 
observed trends, as women are heavily represented in 
healthcare roles and clerical positions, both of which often 
fall within surplus categories.

Workers under 30 years of age are consistently under-rep-
resented, with a persistent employment disparity when 
compared with those over 50. This pattern is evident across 
both widespread shortage and surplus occupations. Older 
workers are concentrated in surplus occupations, which 
may create risks to employment stability unless opportuni-
ties for upskilling and reskilling are provided. These trends 
indicate that demographic change is likely to reduce fu-
ture labour supply and further exacerbate current labour 
shortages.

Highly educated workers are mostly employed in shortage 
occupations, reflecting the specific qualification require-
ments of these roles. Increasing the number of highly ed-
ucated jobseekers alone will not resolve all shortages, but 
it could help address gaps in sectors such as healthcare. By 
contrast, surplus occupations show a more dispersed dis-

tribution of highly educated workers due to broader and 
more general qualification requirements.

Migrant workers are slightly over-represented in both 
widespread shortage and surplus occupations, compared 
with the overall EURES labour market. Their presence in 
shortage occupations aligns with programmes designed 
to facilitate the entry of non-EURES nationals into vacan-
cies. Their high representation in surplus occupations may 
be explained by the lower skill barriers for some of these 
roles.

Multiple vulnerabilities converge in surplus occupations, 
particularly in low-skilled roles such as cleaners and kitch-
en assistants, in which women, older workers and migrants 
are strongly represented. These vulnerabilities are less 
pronounced in surplus occupations such as gardening, 
horticulture, nursery work and technician or associate pro-
fessional roles. At the national level, demographic change 
and gender segregation are consistent factors shaping 
surplus occupations across all EURES countries. Finally, the 
skills composition of the labour force in widespread sur-
plus occupations appears to reflect broader structural fac-
tors, including the sectoral composition of the workforce.
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5.	 Labour market imbalances in the 
health and care sector

5.1.	 Sector overview
Beyond protecting and improving population health, the 
health and care sector provides the foundation for eco-
nomic growth, social cohesion, public trust in government 
and democracy and resilience against future challenges 
faced by the EURES countries (OECD / European Commis-
sion, 2024; European Parliament: Directorate-General for 
Economy, Transformation and Industry et al., 2025). Pub-
lic health services are instrumental in reducing poverty 
and inequality in the EU (European Commission: Directo-
rate-General for Health and Food Safety et al., 2025). The 
health and care sector is also key in supporting migrants’ 
labour market integration, as access to healthcare is a key 
driver of migrants’ labour market participation. The quality 
of public health and care systems is one of the areas that 
the EU should address as a priority, as indicated by 21 % 
of EU citizens in the Eurobarometer (European Commis-
sion: Directorate-General for Communication et al., 2024). 
Overall, improvements in health and life expectancy of the 
working-age population have contributed to an increase 

in labour participation rates from 75 % in 2013 to 80.4 % in 
2024 in the EU, fuelling economic growth and improving 
social inclusion (European Commission: Directorate-Gen-
eral for Employment, Social Affairs and Inclusion, 2025b). 
Health issues are a key driver for early labour force exit, 
causing 27 % of the workforce aged 55–64 to exit (Euro-
pean Commission: Directorate-General for Employment, 
Social Affairs and Inclusion, 2025b).

The health and care sector is a key employer in EURES 
countries. Driven by population growth and population 
ageing, total employment in the sector has steadily ris-
en since 2020, with around 25  million people employed 
across all EURES countries in Q2 2025 (see Figure 43). In Q2 
2025, 11.3 % of the EURES countries’ workforces were em-
ployed in the sector (Eurostat, n.d.-e).
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Figure 43:	Employment levels and employment growth in the health and care sector (NACE Rev. 2 Q), EURES 
countries, Q1 2019–Q2 2025

NB: Workers aged 15+ years.

Source: Eurostat dataset (lfsq_egdn2) (12 September 2025).

When looking at employment by occupation, nurses 
are the largest health and care occupational group, with 
nursing professionals and nursing associate professionals 
accounting for 1.9 and 2.8  million workers, respectively, 
across EURES countries (see Figure 44). While most health-
care occupations are part of the health professionals 
and health associate professionals category (ISCO 2008 
two-digit classification), personal care work is a key catego-

ry of health occupations, but is classed with services and 
sales workers. The second and third largest occupations in 
terms of employment levels are health care assistants and 
home-based personal care workers, which highlights their 
importance in the sustainability of European health and 
care systems.
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Figure 44:	Total employment in healthcare occupations, EURES countries, 2024 (people aged 15+ years)

Source: EU-LFS special data extractions.

However, EURES countries’ health and care systems are 
facing several difficulties. The healthcare workforce has 
grown over the last few decades, achieving the high-
est levels of employment in history in most EU countries 
(OECD  / European Commission, 2024). Across all EURES 
countries, the numbers of physicians, nurses, dentists and 
care personnel per 100 000 inhabitants are currently the 

highest they have ever been (see Figure 45). However, the 
increase in healthcare professionals has not been sufficient 
to keep pace with the growing demand for health servic-
es, driven by population ageing (European Commission et 
al., 2024; OECD / European Commission, 2024).
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Figure 45:	Evolution of health personnel density for selected medical occupations, selected EURES countries (1), 
2003, 2013, 2023

(1)	 The EURES countries shown in the graph are based on the data availability in the published dataset.

Source: Eurostat dataset (hlth_rs_prs2) (15 July 2025).

In the past, difficulties in forecasting population needs and 
labour and skills demands in the health and care sector 
hindered workforce planning (European Commission et 
al., 2024). National reports also show that, in recent years, 
significant numbers of doctors and nurses (whether newly 
trained or experienced) have opted to take on temporary 

jobs through interim agencies rather than seeking perma-
nent employment in hospitals or with other employers in 
the health and care sector, most likely to achieve greater 
earnings and more flexibility in work schedules (OECD  / 
European Commission, 2024). However, this phenomenon 
creates added pressures on health and care finances and 

82

EURES | Shortages and surpluses report 2025



the workforce. Furthermore, wide variations in the geo-
graphical distribution of doctors and other health and 
care professionals, and facilities, result in medical deserts. 
Capital regions tend to have higher densities of healthcare 
workers, while other areas may face local shortages of pro-
fessionals, or long distances to reach healthcare providers. 
This issue affects regions with diminishing or ageing pop-
ulations, but also densely populated countries such as the 
Netherlands and Luxembourg (OECD / European Commis-
sion, 2024).

The COVID-19 crisis highlighted the vulnerabilities of EU-
RES countries’ health and care systems. Countries with 
more health and social care workers experienced fewer 
excess deaths (defined as deaths in excess of the histori-
cal baseline) than countries with fewer health and social 
care workers, which underlines the critical importance of 
investing in securing an adequate, properly skilled work-
force to nurture the resilience capacity of health systems 
(OECD / European Commission, 2024). The pandemic led 
to a 62 % increase in worker absences (Zapata et al., 2023) 
and took the lives of around 49 000 health and care work-
ers in Europe alone (WHO, 2021). Surveys conducted on 
healthcare staff during the COVID-19 pandemic showed an 
increase in perceived degradation of working conditions 

and growing job dissatisfaction (OECD / European Com-
mission, 2024). Following the pandemic, many health and 
care workers left the sector, further increasing staffing dif-
ficulties (Wismar et al., 2023). In 2020, 20 % of the national 
nurses’ associations that make up the International Council 
of Nurses reported an increased rate of nurses leaving the 
profession (International Council of Nurses, 2021).

Finally, health and care systems in the EU are facing multi-
ple transformations, such as changes in population health 
needs, welfare state policies and economic and political 
landscapes (European Parliament: Directorate-General for 
Economy, Transformation and Industry et al., 2025). In par-
ticular, population ageing, driven by declining birth rates 
and increasing life expectancy, is resulting in a demograph-
ic shift and a growing demand for health and care services 
(OECD  / European Commission, 2024). Furthermore, the 
health and care sector labour force is itself ageing, which 
creates the need to replace them with newly trained work-
ers. Concurrently, a digital skill gap has appeared among 
healthcare workers while Europe’s health and care sector 
moves towards using more digital technologies (European 
Commission et al., 2024; European Commission: Directo-
rate-General for Employment, Social Affairs and Inclusion 
et al., 2025).

5.2.	 Characteristics of health and care sector 
occupations

Most healthcare occupations are heavily gendered, with 
a high prevalence of female employment. In particular, 
more than 90 % of midwifery professionals and associate 
professionals, dental assistants and therapists, and medical 
assistants are women (see Figure 46). The more balanced 
gender ratios can be observed for generalist medical prac-
titioners (57  % women), dentists (54  %), environmental 
and occupational health and hygiene professionals (52 %), 
medical and dental prosthetic technicians (49 %) and envi-

ronmental and occupational health inspectors and associ-
ates (41 %). The only occupation with a strong prevalence 
of male employment is ambulance workers (32 % women). 
In the EU, many of the skills gaps can be traced back to the 
underuse of existing talent (European Commission, 2024b). 
In health and care occupations, the low prevalence of 
male employment is therefore limiting the available pool 
of candidates and possibly reinforcing labour shortages.
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Figure 46:	Gender shares for healthcare occupations, EURES countries, 2024 (people aged 15+ years)

Source: EU-LFS special data extractions.

The age structure of healthcare occupations reveals large 
shares of older workers (aged 50+) and small shares of 
young workers (under 30 years old) (see Figure 47). In par-
ticular, workers aged 50+ account for 40.9 % and 48.9 % 
of health care assistants and home-based personal care 
workers, respectively. Only five occupations have a share 
of older workers equal to or lower than 25 %: ambulance 

workers, physiotherapists, medical records and health in-
formation technicians, dispensing opticians and pharma-
ceutical technicians and assistants. The lowest rates of em-
ployment of younger workers are among dentists (10.4 %), 
environmental and occupational health inspectors and 
associates (11.9 %) and home-based personal care workers 
(12.7 %).
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The small shares of workers aged 15–29 years are explained 
by the qualification requirements for some regulated pro-
fessions. In particular, Directive 2005/36/EC on the recog-
nition of professional qualifications sets minimum periods 
of study for dentists, midwives, nurses and general and 
specialist medical practitioners (European Commission, 
2005). However, these occupations are still characterised 
by a high prevalence of workers aged 50+, symptomatic of 

workforce ageing. In 2024, 41.2 % of dentists, 37.5 % of gen-
eralist medical practitioners, 34.9 % of nursing profession-
als and 32 % of midwifery professionals were aged 50+, on 
average, across all EURES countries. However, some large 
discrepancies can be observed at the national level (see 
Table 9). For example, the share of generalist medical prac-
titioners aged 50+ was almost five times higher in Italy 
than in Sweden.

Figure 47:	Shares of workers aged under 30 and over 50 in healthcare occupations, EURES countries, 2024

Source: EU-LFS special data extractions.
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Table 9:	 Highest and lowest shares of workers aged 50+ for selected regulated occupations, EURES countries, 
2024

Regulated professions Highest reliance on workers aged 50+ Lowest reliance on workers aged 50+

Generalist medical practitioners

Italy (59 %)

Czechia (57 %)

Austria (53 %)

Sweden (12 %)

Greece (19 %)

Malta (20 %)

Specialist medical practitioners

Bulgaria (65 %)

Greece (60 %)

Lithuania (55 %)

Netherlands (21 %)

Romania (24 %)

Slovenia (30 %)

Nursing professionals

Lithuania (63 %)

Bulgaria (60 %)

Latvia (55 %)

Croatia (22 %)

Malta (23 %)

Portugal (24 %)

Source: EU-LFS special data extractions.

Most health and care sector occupations rely on the na-
tionals of EURES countries working in the country where 
they were born (see Figure 48). However, large shares of 
EU mobile workers and migrant workers are employed in 
some professions. For example, of home-based personal 
care workers, 8 % and 26 % are EU mobile workers and mi-
grant workers, respectively. Regulated professions held by 
highly educated workers such as dentists, generalist med-
ical practitioners and specialist medical practitioners also 
employ large shares of foreign employees (18 %, 17 % and 
17 %, Regulated professions held by highly educated work-
ers). EU nationals holding diplomas for regulated profes-

sions benefit from qualification recognition in all Member 
States by Directive 2005/36/EC, which facilitates intra-EU 
mobility (European Commission, 2005). However, a large 
share of foreign workers are nationals from non-EURES 
countries. Indeed, health and care shortages and growing 
population needs have coincided with an increased reli-
ance on international recruitment to meet the demand 
for medical care. This trend has also been facilitated by 
schemes easing the qualification recognition procedures 
for healthcare professionals (see Box 6).
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Figure 48:	Country of origin of workers in healthcare occupations, EURES countries, 2024 (people aged 15+ years)

Source: EU-LFS special data extractions.
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Box 6:	Healthcare worker qualification recognition in the EU

The recognition of foreign qualifications and the licensing of healthcare professionals is a particularly complex, 
time-consuming and multistage process, designed to ensure that healthcare workers meet the standards of 
their host country. These procedures are essential for maintaining the quality and safety of health and care 
services, but they can be lengthy and significantly delay the integration of skilled migrant health professionals 
into the workforce.

For migrant healthcare professionals, entering regulated health professions requires completing an equivalen-
cy process, at the national or regional level. This process may include theoretical and practical examinations and 
language proficiency tests. Degrees, diplomas and transcripts from foreign institutions must be authenticated 
and assessed for equivalence with national educational standards. An evaluation of the completed clinical train-
ing, internships and specialisations is also conducted to ensure that they meet national professional require-
ments. Finally, registration with the relevant professional body is usually necessary before full authorisation to 
practise is granted. For some occupations, non-EU degrees are not recognised, and workers will have to repeat 
some components of their studies (nursing degrees in France, for example). The validation of credentials, includ-
ing education and work experience, is typically overseen by ministry of health or designated regulatory bodies.

Faced with increasing shortages in health and care occupations, EURES countries have set up designated path-
ways for qualified migrant workers. In Member States, the EU blue card system (1) provides an important addi-
tional pathway for admitting skilled foreign health workers. Mutual recognition agreements have also been set 
up between individual states and regions, such as the France–Quebec agreement and Spain’s adhesion to the 
Ibero-American degree recognition accord. Shortages lists are also a common tool to streamline recruitment 
processes for migrant workers in occupations with high demand for which the supply of local workers is insuffi-
cient. For example, healthcare workers are included in such lists in Belgium (Flanders and the Walloon Region), 
Denmark, Germany, Ireland, France, Italy, Austria, Slovakia and Finland.

As part of the quality jobs roadmap, the implementation of several policies and initiatives will benefit health 
professionals’ intra-EU mobility and migration. First, the European Commission will propose a skills portability 
initiative to simplify and facilitate the recognition of skills and qualifications, including via strengthened digitisa-
tion, which will also be applicable to non-EU nationals. Furthermore, the EU aims to establish a talent pool and 
enhance talent partnerships to attract non-EU nationals of different skill levels to shortage occupations. Finally, 
the upcoming EU visa policy strategy will include measures to facilitate the arrival of top students, researchers 
and skilled workers, including in the health and care sector.

(1)	 https://home-affairs.ec.europa.eu/policies/migration-and-asylum/eu-immigration-portal/eu-blue-card_en.

Sources: European Commission (2025e); OECD (2025b).

Employment of EU mobile workers and migrant workers 
varies greatly across EURES countries (see Table 10). On the 
one hand, EURES countries’ reliance on foreign workers 
varies substantially: for example, among generalist medi-
cal practitioners, 34.3 % and 29 % in Switzerland and Swe-
den, respectively, are non-nationals, whereas almost none 

in Slovakia and Croatia are non-nationals. Globally, differ-
ences in remuneration have been identified as a key driver 
of medical profession mobility, in particular for generalist 
and specialist medical practitioners (OECD, 2025c).
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Table 10:	Highest and lowest reliance on EU mobile workers and migrant workers for selected regulated 
occupations, EURES countries, 2024

Regulated profession Highest reliance on EU mobile workers and 
migrant workers

Lowest reliance on EU mobile 
and migrant workers

Generalist medical practitioners

Switzerland (34.3 % EU mobile workers)

Sweden (13.8 % EU mobile workers, 15.2 % migrant 
workers)

Germany (8.5 % EU mobile workers, 17.8 % migrant 
workers)

Slovakia (100 % national workers)

Croatia (100 % national workers)

Romania (99 % national workers)

Specialist medical practitioners

Switzerland (49.6 % EU mobile workers)

Sweden (23.3 % EU mobile workers, 14.4 % migrant 
workers)

Austria (20.3 % EU mobile workers, 6.4 % migrant 
workers)

Slovakia (100 % national workers)

Romania (99 % national workers)

Poland (98 % national workers)

Nursing professionals

Ireland (45.6 % migrant workers)

Malta (7.7 % EU mobile workers, 36.5 % migrant 
workers)

Switzerland (22.4 % EU mobile workers, 11.6 % migrant 
workers)

Romania (100 % national workers)

Bulgaria (100 % national workers)

Lithuania (100 % national workers)

Source: EU-LFS special data extractions.

The countries of origin of migrant and mobile workers 
also vary across destination countries (see Table  11). Al-
though data on the destination and origin of healthcare 
staff movements are limited, looking at the main origin 
countries for foreign medical doctors and nursing staff in 
France, Germany, Ireland and Switzerland highlights the 
influence of language and proximity on foreign healthcare 
staff composition. In these four countries, foreign staff of-
ten come from neighbouring countries where a common 
language is spoken (e.g. Belgium and France, Germany and 
Switzerland, United Kingdom and Ireland). It is to be noted 
that Ireland presents a paradox: despite becoming an in-
ternational training hub for the medical field, with half of 
its students coming from abroad, the country increasingly 
recruits fully trained doctors from abroad as many of its 
own graduates leave after graduation (OECD, 2025c).

Notably, a substantial share of foreign-trained medical staff 
(in particular medical doctors) are actually citizens work-
ing in the EURES country where they were born, and who 
obtained their first medical degree abroad before return-
ing home for postgraduate training and practice. They 
account for 80 % of foreign-trained physicians in Greece, 
57 % in Norway and 25 % in Sweden (OECD, 2025b). This 
overall reflects an increased internationalisation of medi-
cal education and of the market for medical professionals, 
which within the EU is greatly facilitated by qualification 
recognition schemes for regulated professions (European 
Commission, 2005). Students may move to benefit from 
higher-quality education (Martella, 2025) or simply be-
cause of a lack of places in medical training in their home 
country (van Liemt, 2022).
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Table 11:	Distribution of foreign-trained medical doctors and nursing personnel, by country of training (%), 
selected destination countries, 2022

France Germany Ireland Switzerland

Medical doctors Nursing personnel Medical doctors Nursing personnel Medical doctors

Romania: 18.6

Algeria: 14.7

Belgium: 6.6

Italy: 6.3

Syria: 3.9

Morocco: 3.5

Tunisia: 3.3

Spain: 2.8

Other countries: 40

Belgium: 43

Morocco: 14.4

Spain: 6.9

Portugal: 5.2

Tunisia: 4.4

Germany: 2.4

United Kingdom: 2.2

Other countries: 20.6

Syria: 8.6

Romania: 8.4

Greece: 5.4

Russia: 4.6

Austria: 4.3

Poland: 3.7

Bulgaria: 3.3

Ukraine: 3.2

Serbia: 3.1

Other countries: 55

United Kingdom: 36.1

India: 24.1

Philippines: 20.4

United States: 3.1

Poland: 2.6

Nigeria: 2.2

Germany: 1.1

South Africa: 1.1

Other countries: 9.9

Germany: 52.6

Italy: 9.1

France: 7.1

Austria: 6

Romania: 2.7

Greece: 1.8

Belgium: 1.5

Hungary: 1.4

Spain: 1.4

Other countries: 15.6

Source: WHO (2023), Annex 2.

5.3.	 Labour market imbalances in healthcare 
occupations

In a context of rising needs due to the ageing popula-
tion, the COVID-19 pandemic inflicted substantial stress 
on European health and care systems. A combination of 
higher mortality for healthcare workers and departure of 
a number of healthcare workers reinforced the pre-exist-
ing tensions on the health and care staff labour market. 
Notably, JVRs in the health and care sector have increased 

in 16 EURES countries since the pre-pandemic period (see 
Figure 49). In the Netherlands and Belgium, JVRs increased 
by 1.6 and 1.7 percentage points, respectively, between Q2 
2019 and Q2 2025. In Q2 2025, the highest JVRs were ob-
served in the Netherlands (4.4 %), Hungary (3.7 %), Croatia 
(3.4 %) and Norway (3.4 %).
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Figure 49:	 JVRs in the health and care sector (NACE Rev. 2 Q), EURES countries, Q2 2019 and Q2 2025

NB: Countries in descending order by the highest JVR observed (across both years).

Source: Eurostat dataset (jvs_q_nace2) (15 September 2025).

The shortage of healthcare workers has been a recurring 
concern in Europe (OECD / European Commission, 2024). 
As seen in Table 12, many occupations in the health and 
care sector reported shortages in 2025. The most severe 
shortages are observed for specialist medical practitioners 
(21 countries facing shortages), nursing professionals (19 
countries), generalist medical practitioners (18 countries) 
and health care assistants (17 countries). Among participat-
ing NCOs, only seven countries did not report shortages in 
specialist medical practitioners: Belgium, Denmark, Croa-
tia, Lithuania, Hungary, Malta and Finland. The occupations 
with the most countries reporting surpluses are home-
based personal care workers (nine countries), environ-
mental and occupational health and hygiene profession-
als (seven countries) and pharmaceutical technicians and 

assistants (seven countries). The situation in the healthcare 
sector is particularly concerning for several reasons. First, 
many health and care professions are regulated in the EU 
and require long training periods (at least eight years for 
specialist medical practitioners or dentists for example), 
which means that even an immediate increase in work-
force training would not influence the labour market situ-
ation in the short- or medium-term. Second, few opportu-
nities for cross-national matching are observed due to the 
limited number of surpluses in most affected occupations. 
Some possibilities for matching between countries speak-
ing a common language can nonetheless be identified: for 
example, NCOs report that pharmacists are in surplus in 
Austria, but in shortage in Germany.
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Table 12:	Frequency and severity of labour shortages or surpluses identified in health occupations, EURES 
countries, 2025

Occupation

Number of 
countries 

identifying a 
shortage

Percentage of 
shortages of 
high severity

Number of 
countries 

identifying a 
surplus

Percentage of 
surpluses of 

high severity

Health service managers 6 17 % 1 100 %

Aged care service managers 4 25 % 2 50 %

Generalist medical practitioners 18 39 % 0 –

Specialist medical practitioners 21 52 % 0 –

Nursing professionals 19 37 % 1 0 %

Midwifery professionals 7 29 % 1 100 %

Traditional and complementary 
medicine professionals 2 100 % 5 0 %

Paramedical practitioners 6 33 % 0 –

Dentists 13 38 % 4 25 %

Pharmacists 13 31 % 4 50 %

Environmental and occupational 
health and hygiene professionals 9 22 % 7 14 %

Physiotherapists 15 20 % 1 0 %

Dieticians and nutritionists 2 0 % 3 33 %

Audiologists and speech therapists 11 36 % 1 0 %

Optometrists and ophthalmic 
opticians 9 11 % 3 0 %

Health professionals not elsewhere 
classified 10 50 % 2 0 %

Psychologists 10 10 % 5 20 %

Social work and counselling 
professionals 3 33 % 4 75 %

Medical imaging and therapeutic 
equipment technicians 11 36 % 0 –

Medical and pathology laboratory 
technicians 7 14 % 2 50 %

Pharmaceutical technicians and 
assistants 5 40 % 7 14 %

Medical and dental prosthetic 
technicians 6 33 % 3 0 %

Nursing associate professionals 13 54 % 0 –

Midwifery associate professionals 4 25 % 1 0 %

Traditional and complementary 
medicine associate professionals 3 33 % 2 0 %

Dental assistants and therapists 8 38 % 2 50 %

Medical records and health 
information technicians 3 67 % 4 25 %
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Occupation

Number of 
countries 

identifying a 
shortage

Percentage of 
shortages of 
high severity

Number of 
countries 

identifying a 
surplus

Percentage of 
surpluses of 

high severity

Community health workers 2 50 % 0 –

Dispensing opticians 6 33 % 2 0 %

Physiotherapy technicians and 
assistants 6 33 % 3 33 %

Medical assistants 6 17 % 2 50 %

Environmental and occupational 
health inspectors and associates 4 25 % 3 0 %

Ambulance workers 8 38 % 1 100 %

Health associate professionals not 
elsewhere classified 4 50 % 5 20 %

Medical secretaries 6 17 % 2 50 %

Health care assistants 17 24 % 4 0 %

Home-based personal care workers 12 0 % 9 33 %

Personal care workers in health 
services not elsewhere classified 6 17 % 6 17 %

Source: Data submitted by EURES NCOs.

Labour market imbalances in the healthcare occupations 
have an uneven distribution across EURES countries (see 
Figure  50). Bulgaria and Greece both report a very high 
number of shortages (33 and 32), while Croatia, Malta and 
Hungary are little impacted by healthcare occupation 
shortages (0, 1 and 2 shortages reported, respectively). 
The Netherlands (25 shortage occupations), Germany (21 
shortage occupations) and Belgium (20 shortage occupa-

tions) are also substantially affected by labour shortages 
in the sector. On the other hand, three countries report 
several occupations with surpluses that are substantially 
higher than in other EURES countries: Austria (18 reported 
occupation surpluses), Latvia (14 reported surpluses) and 
Finland (12 reported surpluses). Nine countries report no 
surplus at all.
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Figure 50:	Number of shortages and surpluses across healthcare occupations, EURES countries, 2025

Source: Data submitted by EURES NCOs.
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Labour shortages can translate into degraded access 
to health and care services for the general population. 
For example, in Greece, which reports the second high-
est number of healthcare occupation shortages, nearly 
12.5  % of the population reports unmet medical needs, 
and around 2 % reports unmet medical needs specifical-
ly due to a waiting list to see their practitioners (see Fig-
ure 51). Waiting lists, which are driven by a lack of medical 

appointment availability, can be caused by the undersup-
ply of medical professionals relative to the demand of the 
population. For many EURES countries, waiting lists are the 
most stated reason for unmet medical needs. For Ireland, 
Slovenia, Finland and Sweden, almost all unmet needs are 
driven by waiting lists, which are potentially caused by la-
bour shortages.

Figure 51:	Self-reported unmet medical needs, by reason, EURES countries, 2024

NB: The list of EURES countries is based on data availability for those aged 16+ years.

Source: Eurostat dataset (hlth_silc_21) (28 October 2025).

Difficulties in accessing healthcare vary depending on the 
degree of urbanisation, although the relationship between 
population density and unmet medical needs varies across 
countries (see Figure 52). In the five countries reporting the 
highest shares of unmet medical needs, namely Greece, 
Finland, Estonia, Latvia and Lithuania, rural areas are less 
affected than more densely populated area such as towns 
and suburbs or cities. However, many other countries, such 

as France, Denmark, Portugal and Romania, report that the 
highest shares of unmet medical needs are found in rural 
areas. The spatial impact of labour shortages across EURES 
countries therefore varies depending on countries’ geo-
graphical characteristics and other socioeconomic factors, 
such as high degrees of centralisation.
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Figure 52:	Self-reported unmet medical needs, by degree of urbanisation, EURES countries, 2024

NB: Self-reported unmet medical needs for the following reasons: too far to travel, too expensive or waiting list. The list of EURES countries 
is based on data availability for those aged 16+ years.

Source: Eurostat dataset (hlth_silc_21) (28 October 2025).

Finally, healthcare occupations face skill shortages in ad-
dition to labour shortages. The uneven and inefficient use 
of skills and talent has been identified as a driver of the 
healthcare worker crisis, further reinforcing pre-existing 
labour market tensions (European Observatory on Health 
Systems and Policies et al., 2022; European Parliament: 
Directorate-General for Economy, Transformation and In-
dustry et al., 2025). Restructuring the EU health and care 
systems to better cater to changing and growing popu-
lation will also require transformation of the skill mix of 
the healthcare workforce, which may imply task shifting 
between professional groups. In this case, skills gaps, lack 
of flexibility in workplace organisation and resistance to 
change in the workplace may hinder the efforts to im-
prove health and care system efficiency (European Obser-
vatory on Health Systems and Policies et al., 2022).

This trend is reinforced by the digital and green transitions. 
Digital health technologies in particular play an increasing-
ly pivotal role in the delivery of health and care services in 
the EURES countries. Notably, the COVID-19 pandemic saw 
the generalisation of the use of digital tools for healthcare 
provision, such as teleconsultation and telediagnosis. This 
also means that the continuous advancement of technolo-
gy in healthcare is creating new competency requirements 
for professionals, such as skills for data management and 
the adoption of new technologies, understanding the ef-
fect of digitalisation on clinical processes and evaluating 
clinical safety and ethics within the context of digitalisa-
tion (Kaihlanen et al., 2024). The use of digital healthcare 
tools such as the European Health Data Space (adopted 
in 2024 by the European Parliament) is becoming more 

widespread and will become a critical part of healthcare 
workers’ everyday tasks (European Commission, 2025d). 
Digital technologies and big data have the potential to 
transform care delivery and to improve patient outcomes, 
engagement and health system resilience (European Par-
liament: Directorate-General for Economy, Transformation 
and Industry et al., 2025; Williams et al., 2025a). As a result, 
several initiatives have been launched to support the im-
provement of digital skills and competencies in EU health 
systems (see Box 7). Policy efforts also include the update 
of European Directive 2013/55/EU (Commission Delegat-
ed Directive (EU) 2024/782) to include minimum training 
requirements related to digital knowledge and skills of 
nurses, dental practitioners and pharmacists, which must 
be implemented by Member States by May 2026 (Europe-
an Commission, 2024c). Green skills requirements are also 
of growing importance, in particular to allow the health 
and care workforce to face the health impacts of climate 
change, raise public awareness of climate-induced health 
risks, and promote good practices to reduce the contribu-
tion of health systems to climate change (Schmidt et al., 
2025).

Significant skills gaps still persist in the health and care sec-
tor (European Parliament: Directorate-General for Econo-
my, Transformation and Industry et al., 2025; Williams et 
al., 2025a, 2025b). According to the second European Skills 
and Jobs Survey, 11 % and 33 % of EU health and social 
care workers, respectively, reported needing to further 
develop their computer and information technology skills 
to a great or moderate extent to do their main job better 
(Cedefop, n.d.-f). However, the development of training 
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structures for health and care staff remains uneven across 
the EU, with significant differences in workforce capacity, 
education and training opportunities, digital infrastructure 
and readiness (Williams et al., 2025b). In 2025, only eight 
EURES countries included AI training in the pre-service 
curriculum of healthcare professionals, while nine includ-
ed it in their in-service training (see Figure 53). Although 

development is still ongoing in Czechia, Greece, Spain, 
Cyprus, Latvia, Austria and Slovakia, many countries had, 
as of 2025, still not started the construction of their health-
care AI training curriculum. Furthermore, the existence of a 
digital health curriculum is uneven across EURES countries. 
Notably, Czechia, Latvia, Slovenia and Slovakia had neither 
pre-service nor in-service training on digital health in 2022.

Figure 53:	Availability of AI training and digital health training for health professionals, EURES countries, 2022 (top) 
and 2025 (bottom)

Sources: World Health Organization (WHO) dataset DH (16 April 2024); WHO dataset AIRA (12 November 2025).
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Reskilling and upskilling the health and care sector work-
force may prove particularly difficult, not least due to 
labour supply tensions and the degraded working con-
ditions faced by healthcare staff. The time allocated for 
training is likely to compete with daily tasks, in a context 
of staff shortages and heavy workloads (European Parlia-
ment: Directorate-General for Economy, Transformation 

and Industry et al., 2025; Williams et al., 2025a). Efforts to 
upskill and reskill the health and care workforce will there-
fore need to be addressed conjointly with labour shortage 
issues, through measures targeting workforce planning, 
education, retention and attraction back to the workforce 
(Williams et al., 2025a).

Box 7:	The BeWell initiative (blueprint alliance for a future health workforce strategy on digital and green skills)

The skills shortage in the health and care sector lies at the intersection of two priorities of the European Com-
mission: the upskilling and reskilling of the European workforce and the strengthening of EU health systems. 
Among the several actions and projects launched to support these policy objectives, the European Commission 
has launched the BeWell initiative (2022–2026), a multistakeholder partnership funded under the Erasmus+ pro-
gramme.

This international partnership, encompassing beneficiaries and partners from 11 EURES countries, aims at pro-
moting the upskilling and reskilling of the European healthcare workforce. A green and digital skills strategy for 
the health ecosystem is to be developed as part of this project, and should then be implemented at the local, 
regional, national and, ultimately, European levels, hence contributing to the European Commission’s pact for 
skills and aligning with the EU’s roadmap for skills.

So far, the project has launched a digital skills monitor that lists digital and green upskilling and reskilling cours-
es targeting healthcare workers. The initiative also plans to launch a large-scale skills partnership under the pact 
for skills, and to design and implement a pilot training programme focused on digital and green skills for the 
healthcare sector.

Source: BeWell (n.d.); Williams et al. (2025b).

5.4.	 Structural factors affecting labour market 
imbalances

Workforce shortages in the health and care sector are 
shaped by a complex interplay of structural factors, includ-
ing demographic, educational, mobility and organisation-
al dimensions.

Demographic ageing exerts a dual impact on labour 
shortages. On the demand side, the rising number of older 
adults in the population is increasing the need for health 
and care professionals. According to Eurostat projections, 
the proportion of EU nationals aged 65 and older will rise 
from 21 % in 2022 to nearly 30 % by 2050 (OECD / Europe-
an Commission, 2024). As older adults are more likely to 
suffer from multiple chronic conditions and require long-
term assistance, this trend is expected to increase the need 
for care across all health and care settings, including hospi-
tals, long-term care (LTC) and community-based services.

On the supply side, ageing is a major issue affecting the 
workforce itself. A significant proportion of health and care 
professionals are aged 50 or above, resulting in high retire-
ment rates that are difficult to replace through younger co-

horts. For example, among specialist medical practitioners 
in the EURES countries, approximately 40 % were aged 50 
or older in 2024 (OECD / European Commission, 2024). For 
nurses, over a third of the workforce was aged 50 or above 
in 2024 (WHO, 2022). In the case of health care assistants, 
the proportion reaches 66 % in Greece. In Italy, it is project-
ed that 70 % of the current general practitioner workforce 
could retire in the near future (Valle et al., 2024).

Requirements for education and qualifications vary con-
siderably across European countries, leading to uneven 
preparedness and limiting mobility. This is particularly evi-
dent in specialist nurse roles, such as geriatric or paediatric 
nursing, which are inconsistently defined and recognised 
across countries (Decock et al., 2022). For example, in some 
countries, specialist nurses must complete a university-ac-
credited master’s pathway, while in others, informal cer-
tification suffices. Similarly, physiotherapy training ranges 
from three-year post-secondary programmes in Slovenia 
to five-year master’s degrees in Poland and France (Sow-
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ada et al., 2019). For health care assistants, the situation is 
even more heterogeneous: entry requirements range from 
no formal education in Bulgaria and Latvia to multi-year 
programmes in Latvia, and continuous professional devel-
opment is unevenly implemented (Kroezen et al., 2018). 
These differences can create significant barriers to recog-
nising the professional qualifications of workers who wish 
to work in a different country. In these cases, profession-
als must undergo a general system of recognition before 
being able to exercise their profession in another EURES 
country, including compensation measures or bridging 
courses, which are required inconsistently or are unclear 
in their application.

A further structural driver is the presence of skills gaps re-
sulting from the misalignment of certain health and care 
education curricula with evolving care needs. Many na-
tional curricula remain overly focused on hospital-based 
care, leaving graduates underprepared for roles in commu-
nity, long-term and home care settings. For instance, nurs-
ing, geriatrics, chronic disease management and palliative 
care are under-represented in some national curricula (Eu-
rofound, 2020). In physiotherapy, professional education 
in rehabilitation has traditionally placed disproportionate 
emphasis on rheumatology rather than on comprehensive 
rehabilitation approaches, as seen in Croatia (Dzakula et 
al., 2021). Digital health training is also inconsistent: a 2024 
review found that one in five countries offered no digital 
health courses for health science students, and one third 
had no in-service digital training (Williams et al., 2025a).

Labour migration and mobility patterns are another fac-
tor shaping workforce shortages, acting as a policy le-
ver to mitigate domestic shortages in some countries, 
while being a driver of ‘brain drain’ in others. The overall 
direction of this pattern tends to follow an east-to-west, 
south-to-north gradient. For example, Luxembourg and 
Cyprus are among the countries with the highest shares 
of foreign-trained doctors, reaching up to 100  % in Lux-
embourg. Conversely, several eastern European countries 
struggle with outward migration: Romania has lost over 
23 000 nurses to emigration, prompting initiatives to pro-

mote retention or return of qualified professionals (Zapata 
et al., 2025).

Internal mobility further exacerbates shortages in less at-
tractive locations or roles. Professionals frequently move 
from rural to urban areas or from public to private sectors, 
intensifying shortages in underserved regions. In Den-
mark, 1.8  million people live in areas with a shortage of 
general practitioners, predominantly rural or disadvan-
taged urban zones (Birk et al., 2024). In Germany, 14 out of 
16 states reported a shortage of physiotherapists in 2018, 
with rural areas particularly affected (Blümel et al., 2020).

The attractiveness of health and care occupations is 
shaped by long working hours and stress levels, health 
and safety concerns, work organisation and the nature of 
employment contracts. These factors interact with and in-
fluence both recruitment and retention.

People in health and care sector occupations are more 
likely to face difficult work conditions than other workers. 
Based on the 2024 European Working Conditions Survey, 
workers in healthcare occupations are more likely to be 
emotionally drained from their work (53 %, compared with 
40 % in non-healthcare occupations), more likely to face 
emotionally disturbing situations at work (64 %, compared 
with 27 % in non-healthcare occupations) and more likely 
to handle angry clients or patients in their activity (59 %, 
compared with 34  % in non-healthcare occupations). 
Workers in healthcare occupations also report experienc-
ing stress at work more often (73 %, compared with 59 % 
in non-healthcare occupations) (see Figure 54).

The constraints of healthcare professions also impact 
work–life balance. Almost half (49 %) of workers report that 
working hours are more likely to prevent them to spend 
the time they would want with their family, while this 
share stands at 40  % among workers in non-healthcare 
occupations. Among healthcare workers, 22  % say that 
their working hours do not fit well with their family and 
social commitments outside work (16 % in non-healthcare 
occupations), and 50 % signal being worried about work 
even when not working, 9 percentage points more than 
non-healthcare workers (41 %).
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Figure 54:	Reported working conditions for healthcare occupations and other occupations, EURES countries, 2024

NB: All EURES countries except Iceland and Liechtenstein. Workers reported facing the listed situations always, often or sometimes.

Source: European Working Conditions Survey, 2024.

Many health and care sector jobs are characterised by con-
straining working arrangements (see Figure 55). Shift work 
is a common occurrence, compared with non-healthcare 
occupations. Moreover, workers in health and care sector 
occupations are more likely to work evening hours. To en-
sure the continuous provision of healthcare services, work-

ers in the sector are also likely to work during weekends. 
This is likely to have a detrimental effect on health and care 
sector staff work–life balance and may negatively affect 
the attractiveness of these professions.
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Figure 55:	Shift work and working weekends and evenings among healthcare occupations, EURES countries, 2023

NB: These questions are present only every two years in the EU-LFS microdata and 2023 was the latest available year with data.

Source: EU-LFS microdata.

Healthcare professions are often characterised by physi-
cally demanding tasks, although this varies largely across 
occupations (see Figure 56). Many occupations require lift-
ing or moving people, or carrying or moving heavy loads, 
which can have a detrimental impact on workers’ health 
in the long run. In particular, 100 % of midwifery associate 
professionals, 86.4 % of health care assistants and 84.4 % of 
ambulance workers report that lifting or moving people 
is a component of their job. Tiring positions are also very 
common among specific occupations: 100 % of midwifery 
associate professionals, 78.6 % of medical and dental pros-
thetic technicians and 76.2 % of dental assistants and ther-

apists work in tiring positions. Repetitive movements are 
the most commonly reported work component, notably 
affecting 88.7 % of dental assistants and therapists. Beyond 
increasing the strain of daily work, these factors correlate 
with the occurrence of musculoskeletal disorders, which 
can lead healthcare professionals to leave the professions 
to protect their health, or because they are rendered un-
able to accomplish their tasks. Shift work and long hours, 
both common in healthcare professions, are additional risk 
factors for these disorders (European Agency for Safety 
and Health at Work, n.d.).
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Figure 56:	Reported working conditions, by healthcare occupation, EURES countries, 2024

NB: All EURES countries except Iceland and Liechtenstein. Workers reported facing the listed situations always, often or sometimes.

Source: European Working Conditions Survey, 2024.

Furthermore, the health and care sector shows a high 
prevalence of work accidents. In 2022, 79 fatal accidents 
were recorded in the health and care sector, leading to 
the death of a victim within one year of such an accident. 
In the same year, 469 685 non-fatal accidents resulting in 
at least four full calendar days of absence from work oc-
curred in the EU health and care sector, representing 16 % 
of all non-fatal work accidents in 2022 (European Agency 

for Safety and Health at Work et al., 2025). Worryingly, this 
share has nearly doubled in 10  years, from 9  % in 2012. 
The incidence rate of non-fatal accidents (accidents per 
100 000 workers) has also largely increased, from 1 462 in 
2012 to 2 134 in 2022, with substantially higher rates from 
2020 onwards. This phenomenon negatively impacts la-
bour supply in the sector as workers experiencing work 
accidents are more likely to face chronic conditions, absen-
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teeism, permanent disability and a lower level of work abil-
ity (European Agency for Safety and Health at Work et al., 
2025). Occasional absences also negatively affect organisa-
tions, further increasing the workloads and degrading the 
working conditions of other staff, in a vicious cycle.

Working conditions and labour shortages are key determi-
nants of a healthcare worker’s decision to quit their job. 
In Germany, 14 % of registered nurses reported intending 
to leave in 2021 (Wendsche et al., 2022). In 2018, this share 
stood at 36.6  % in Sweden (Pennbrant et al., 2021) and 
29 % in the Netherlands (Van der Heijden et al., 2019). Even 
prior to the COVID-19 pandemic, physicians also reported 
high levels of intention to leave: 28.2 % in Germany in 2017 
(Koch et al., 2020), 21 % in Norway in 2016 (Martinussen et 
al., 2020) and 22.7  % in Poland in 2018 (Domagała et al., 
2019). For both occupations, reported push factors include 
the stressful nature of the work, the irregular working 
hours, emotional exhaustion, inadequate nurse staffing, 
heavy workload and job strain, conflicts with family life 
and lack of job satisfaction. On the other hand, pull fac-
tors include high job satisfaction, adequate staffing, good 
personal health, moderate work pace and good wages (de 
Vries et al., 2023). Relatedly, limited opportunities for career 
advancement or progression pathways among nursing 
professionals and health care assistants further exacerbate 
dissatisfaction with the occupation (Eurofound, 2020).

Satisfaction with wages is an important factor contrib-
uting to the attractiveness of healthcare professions and 

the retention of the existing workforce. However, some 
healthcare occupations are characterised by low hourly 
gross wages, which drastically affects their attractiveness. 
Notably, in Estonia and Italy, wages in the residential and 
non-residential care subsectors were lower than 70 % of 
the wages in the total economy (OECD, 2023b).

Even among higher-paid professions, healthcare pro-
fessionals often consider that their work is underpaid. In 
2022, less than half of primary care physicians reported 
being satisfied with their income in several EURES coun-
tries: 44  % in Sweden, 41  % in Switzerland, 40  % in the 
Netherlands and 33 % in Germany and France (Gumas et 
al., 2023). National authorities have reported that medical 
staff have been increasingly drawn to temporary and inter-
im contracts, due to their better flexibility with schedules 
and higher pay (OECD / European Commission, 2024). For 
example, in France, interim doctors can earn two to three 
times more than their counterparts with a regular contract 
with a hospital, while interim nurses are able to earn about 
30  % more (Cour des comptes, 2022). While the health 
and care sector increasingly relies on temporary staff to 
overcome labour shortages, this trend has a detrimental 
impact on the cost of health services and on the continu-
ity of care in hospitals and among health and care service 
providers (OECD / European Commission, 2024).

In this context, national initiatives to address labour short-
ages in the health and care sector were introduced in sev-
eral Member States, as indicated in Box 8.

Box 8:	National initiatives to address labour shortages in the health and care sector

Several EURES countries have introduced targeted measures to address labour shortages in the health and care 
sector. To illustrate the diversity of the approaches in place, this box provides an overview of the initiatives sub-
mitted by NCOs from six EURES countries, outlining their aims, scope and main features.

Six countries reported a total of 19 initiatives addressing labour shortages in the health and care sector. The 
table below provides an overview of their distribution by country.

BULGARIA FINLAND GERMANY LUXEMBOURG ROMANIA SLOVAKIA

Reported (total) 3 2 1 4 4 5

  Currently active 1 1 4 4 4

  Planned 3

  Ended 1 1

Most initiatives operate at the national level, while two Slovak financial incentive schemes are implemented 
regionally. The initiatives target a wide range of occupations, including nurses, midwives, doctors, physiothera-
pists, paramedics, social care workers and health care assistants.

Type of instruments and support provided

The initiatives implemented to address labour shortages in the health and care sector tend to focus on a few 
recurring types of intervention. Typically, these initiatives combine several forms of support simultaneously.

The first type of initiative aims to provide information to workers and employers on their rights and obligations 
(13 out of 19). These initiatives aim to reduce administrative uncertainty, improve awareness of procedures and 
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support smoother transitions into employment, particularly for mobile or newly arriving workers. Examples in-
clude recognition guidance services, employer advisory platforms and information channels operated by PESs.

A second type centres on job finding, matching and recruitment (10 out of 19). These measures strengthen 
access to vacancies, improve pre-selection processes, facilitate job fairs or enhance coordination between job-
seekers and employers. They are used both in domestic labour markets and in the context of recruiting workers 
from abroad.

Financial incentives form another type of intervention (7 out of 19). These measures use bonuses, scholarships 
or allowances to make health and social care jobs more attractive to new entrants or to workers who might 
otherwise leave the sector.

Some initiatives involve legislative or regulatory changes (2 out of 19). These include simplified procedures for 
work permits or standardised salary structures designed to remove structural barriers and provide more pre-
dictable conditions for employers and workers.

Training and employability measures (9 out of 19) represent a further theme. These include vocational train-
ing for unemployed or inactive persons, language courses to support integration into healthcare settings and 
pre-departure training for internationally recruited staff, all aimed at increasing the pool of qualified workers.

Finally, several initiatives explicitly target foreign workers (13 out of 19), either by supporting employers in man-
aging international staff or by attracting EU and non-EU nationals through mobility and recruitment measures. 
These measures include mobility services, recruitment guidance, visa and permit procedures, quota systems 
and support for employers managing international staff. They play a central role in countries where domestic 
supply is insufficient to meet demand.

Examples of initiatives

In Germany, the Service Centre for professional recognition (Zentrale Servicestelle Berufsanerkennung) addresses 
barriers faced by foreign-trained health professionals entering the German labour market by providing central-
ised guidance on qualification recognition. Many applicants encounter fragmented information and complex 
procedures, which slow their ability to secure employment. The service offers consultations by email, phone 
and video, explaining legal requirements, directing applicants to the correct recognising authority and sup-
porting document preparation. Between 2020 and 2025, around 700 jobseekers used the service. By reducing 
administrative bottlenecks and improving clarity around recognition procedures, the initiative facilitates faster 
labour market entry for qualified foreign workers.

The Expert Service – International Recruitment in Social and Health Care (Sote-alan kansainvälisen rekrytoinnin 
asiantuntijapalvelu) was introduced in Finland to address employers’ limited capacity to conduct international 
recruitment in a structured and compliant way. Many health and social care providers have little experience with 
transnational hiring, which leads to delays and administrative inconsistencies. The service offers practical guid-
ance on planning and implementing international recruitment, including online consultations, written materi-
als, webinars and tools on partner selection, responsible recruitment principles and preparation for incoming 
workers. At the time of reporting, the service had been operational for two months, and only two employers 
had used the service. No outcome data are yet available, but the mechanism is clear: providing standardised 
information and procedural support to reduce administrative uncertainty and help employers conduct interna-
tional recruitment more efficiently.

The Work-in-Luxembourg recruitment portal (Portail de recrutement Work-in-Luxembourg) was developed to 
support recruitment into shortage occupations by centralising information and improving matching between 
employers and candidates. The platform allows employers to submit their staffing needs and receive validated 
profiles that meet predefined occupational and qualification criteria. Only candidates with the required qualifi-
cations or professional experience in shortage occupations are validated and made visible to employer advisors 
and recruiters. Individuals interested in working in Luxembourg in an occupation not covered in the shortage 
lists can still register via the EURES platform. The portal was redesigned in June 2024, and from then to the end 
of that year, nearly 9 000 profiles meeting the criteria were accepted through the portal.

In Bulgaria, the training programme for unemployed and inactive persons aims to increase the domestic supply 
of health and social care workers by providing vocational training to unemployed and inactive individuals. It 
focuses on qualifications in the healthcare and therapy fields. It includes face-to-face training with a strong prac-
tical component, accounting for around two-thirds of the programme, combined with guaranteed internship 
placements designed to support the transition into employment. Participation is facilitated through measures 
such as childcare and family support for participating parents, allowances and subsidised employment.
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The initiative will be implemented in 2026. The programme has established a wide network of employers pre-
pared to host internships and later hire trained participants, including university and specialised hospitals, 
emergency medical centres, social and rehabilitation facilities and municipal centres for social and health ser-
vices. This set-up suggests a strong capacity to absorb new entrants once the programme becomes operational.

Slovakia uses several financial instruments to address shortages in healthcare, including recruitment bonuses 
for nurses (Náborový príspevok pre sestry), company scholarships for students in health-related fields (Podnikové 
štipendium pre študentov) and a stabilisation allowance for existing staff (Stabilizačný príspevok pre zdravotníckych 
pracovníkov). These measures aim to increase the attractiveness of entering or remaining in the sector by pro-
viding direct monetary incentives linked to priority occupations and regional needs. Together, these instru-
ments seek to stabilise staffing levels by supporting both new entrants and the existing workforce.

The recruitment bonus offers payments of up to EUR 1 500–8 000 depending on specialisation and employer 
requirements. At the same time, the company scholarship provides monthly financial support to students in 
nursing, midwifery and pharmacy programmes, along with a guaranteed job upon graduation. The stabilisation 
allowance, which has now ended, offered payments of up to EUR 5 000 for healthcare and social services work-
ers who committed to staying with their employer for three years.

Vocational training services provided by the PES (servicii de formare profesionala furnizate de catre Agenția 
Națională pentru Ocuparea Forței de Muncă (ANOFM) persoanelor in cautarea unui loc de munca) in Romania aim 
to increase the supply of workers to health and social care by providing free vocational training to jobseekers. 
Training covers initiation, qualification, retraining and specialisation and is planned annually at the county level 
according to employer demand. Although the PES does not train regulated health professions, it offers certified 
training for roles relevant to the sector, such as nursing aides and home-based personal care workers. Access 
is open to unemployed persons, recent graduates, refugees, foreign citizens with the right to work and other 
groups defined in national legislation.

The programme operates nationwide through PES training centres and authorised providers. Between 2024 
and June 2025, 26 051 individuals participated in PES training out of a planned 37 000, including 1 131 partici-
pants in healthcare-related occupations. The mechanism reduces shortages by increasing the number of certi-
fied candidates for non-regulated care roles and aligning training provision with local employer needs.

5.5.	 The future of healthcare occupations
The health and care sector is facing multiple trends that 
will affect its labour market and workforce in the long run: 
population ageing, change in disease burden, tensions in 
healthcare funding, migration patterns and new tools and 
technologies.

First, the EU has one of the oldest populations in the world. 
Driven by improvement in life expectancy, rising living 
standards and advances in healthcare and medicine, this 
long-term trend began several decades ago and is associ-
ated with a declining share of working-age people in the 
overall population (European Commission et al., 2024). Be-
tween 2025 and 2050, the EU population of persons aged 

65+ will grow from 99 million to 130 million. Over the same 
period, the working-age population (aged 15–64) will di-
minish by almost 30 million people, from 287.5 million in 
2025 to 257.2 million in 2050 (Eurostat, n.d.-f). This implies 
added demand for health and care services; for example, 
the number of medical consultations undertaken by pa-
tients increases with their age. Notably, people aged 75+ 
have medical appointments more than twice as often as 
people aged 15–24 (see Figure 57). This trend is combined 
with a reduction of the workforce available to provide 
these services, and will exert considerable pressure on EU-
RES countries’ health and care systems.

105

EURES | Shortages and surpluses report 2025



Figure 57:	Self-reported consultations with a medical professional, by age group, EU-27, 2019

Source: Eurostat dataset (hlth_ehis_am2e) (13 May 2022).

Simultaneously, population ageing is exerting high levels 
of pressure on LTC services, in a context where the availa-
bility, accessibility and quality of these services is uneven 
in the EU. Older age implies limitations in the ability to 
accomplish certain activities, with autonomy diminishing 
sharply with age. However, a substantial share of LTC needs 
are not met in EURES countries. For example, 30 % of peo-
ple aged 65+ with at least three limitations in daily living 
were not receiving LTC in Czechia, Greece, Italy, Luxem-
bourg, Austria and Slovenia, and up to 50 % in Denmark, 
Latvia, Lithuania and Sweden (OECD, 2023b). This means 
that ensuring the availability of LTC services will require an 
increase of staffing to meet both the current underserved 
or unserved demand and the future needs of the ageing 
population.

Additional factors driving up the demand for health and 
care services are increases in the incidences of non-com-
municable diseases (NCDs) and neurodegenerative diseas-
es, the increased importance of mental health in health-
care policies and antimicrobial resistance. In particular, 
NCDs (which encompass, for example, diabetes, cardiovas-
cular diseases and cancer) are often driven by risk factors 
such as air pollution, obesity, smoking and alcohol con-
sumption. For these conditions, prevention can mitigate 
the growth in long-term healthcare costs and reduce the 
pressures on healthcare staff (OECD, 2025b; WHO et al., 

2025). Climate change is also driving the incidence of new 
diseases, and the rise of allergies and infectious diseases 
(Schmidt et al., 2025). The subsequent additional workload, 
and the efforts to vaccinate the population, will fall on the 
shoulders of the health workforce (Letta, 2024).

Importantly, the healthcare workforce is itself ageing. For 
some occupations, replacing the retiring workforce will be 
critical in the medium-term: in particular, 40.9 % of health 
care assistants, 37.5  % of generalist medical practitioners 
and 34.9 % of nursing professionals are older than 50 (see 
Figure 47). In this context, retaining the existing workforce 
and training new graduates are of critical importance. The 
improvement of working conditions in the sector is thus 
paramount to ensure it is attractive (European Commis-
sion, 2024b). Furthermore, in the health and care sector, 
the large gender gap observed in most occupations is 
contributing to limiting the available pool of candidates 
(see Figure 46), due to care occupations being perceived 
as ‘women’s work’ (OECD, 2023c).

Following the COVID-19 pandemic, many EURES countries 
have increased the number of students in medical and 
nursing education programmes to address current and 
future shortages. For example, France increased the legal 
quotas for medical students by 20 % for 2021–2025, com-
pared with 2016–2020. The number of students admitted 
to medical schools in Germany has also grown over the 
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past few years (OECD, 2023c). For some professions, the 
effects of these measures will show only in the medium- 
to long-term, due to the long training periods required in 
regulated medical professions. Policies aiming at improv-
ing the attractiveness of health and care jobs must, in any 
case, be complemented by investment in increased train-
ing capacity to prove effective.

Another strategy adopted by Member States is to con-
struct targeted immigration policies for qualified health 
and care workers (OECD, 2023c). Indeed, while training 
students takes several years, recruiting international talent 
may prove a faster solution to alleviate current shortag-
es. As a result, over the last 20 years, the number of for-
eign-born doctors has more than tripled in several coun-
tries, including Finland, Germany, Luxembourg, Norway, 
Spain and Switzerland (OECD, 2025c). Several initiatives 
have been set up or are planned to develop these recruit-
ment channels and facilitate the installation of skilled mi-
grant workers. In Austria, the Red-White-Red card allows 
foreign-trained doctors and nurses to work in qualified 
roles while completing compensatory measures for full 
recognition. Similarly, Denmark and Germany issue vi-
sas and residence permits to facilitate the recognition of 
professional qualifications in the health and care sector 
obtained abroad. France also announced plans for a mul-
ti-year residence permit for medical and pharmacy profes-
sionals, aiming to attract trained doctors, dental surgeons, 
midwives and pharmacists who are non-EU nationals and 
who are licensed by French health authorities to practise 

and meet the required salary thresholds (OECD, 2025c). As 
part of the quality jobs roadmap, the upcoming EU visa 
policy strategy will also include measures to facilitate the 
arrival of top students and skilled workers (European Com-
mission, 2025e). However, heavy reliance on migrant or 
mobile staff to fill shortages can create brain drain in origin 
countries, including among EURES countries. Emigration 
rates are notably high for Romanian doctors (28  %) and 
nurses (24 %), for Irish doctors (25 %) and for Latvian (23 %), 
Polish (23 %) and Slovak (21 %) nurses (OECD, 2025c).

At the EU level, a Joint Research Centre study (European 
Commission et al., 2024) projects that, if inflows and out-
flows remain at the current levels, the numbers of doctors 
and nurses in the EU would increase by 16  % for doc-
tors and by 8 % for nurses between 2021 and 2071. This 
increase would, however, still fall short of the projected 
demand based on future demographic changes and indi-
viduals’ actual use of health services or health status. Their 
results indicate that the need to recruit doctors and nurses 
will be at its most pressing in the next 10 years (up to 2036). 
In the long run, a reduction in the disease burden driven 
by medical advancements and investment in health and 
care systems could substantially reduce the need for re-
cruitment. Similarly, the generalisation of healthy ageing, 
meaning promoting Europeans’ good health in old age, 
could reduce the need for recruitment. Other studies 
show that shortages in the medium-term may persist for 
some health occupations at the national level, while other 
may resolve (see Box 9).

Box 9:	National forecasts for healthcare occupations

National-level forecasts are a useful source of information to understand future labour shortages in healthcare 
occupations.

In France, the Directorate of Research, Economic Studies and Statistics (Dares), a directorate of the Ministry of 
Labour, Employment and Economic Inclusion, produced a forecast of occupation supply and demand for 2030. 
The reference scenario reports supply gaps of 103 900 health assistants and 2 800 medical practitioners in 2030. 
However, results show surpluses of 4 700 nurses and midwifes and 60 500 paramedical practitioners in 2030. 
The forecast also provides an assessment of expected tensions relative to the current labour market situation: 
for example, the future supply surplus in paramedical practitioners would alleviate the current severe labour 
shortage in this occupation.

In Finland, the forecast of supply of and demand for labour by vocational field for the year 2031, compared 
with 2022, was published. The labour market for health care assistants and practical nurses is expected to be in 
balance in 2031, as for 2022. Other healthcare experts were in undersupply in 2022 and are expected to return 
to balance in 2031. Similarly, the tensions on the labour supply of medical doctors is expected to ease in 2031.

Sources: Dares (2023); Vipunen (n.d.).

Health and care systems are facing increasing pressures in 
a context of budget constraints, and rising defence- and 
climate-related expenditures. The competition for public 
funds with other types of expenditure implies that coun-
tries may be limited in their abilities to expand or even 

maintain the current levels of health expenditure (WHO et 
al., 2025). Reforms of the overall structure of EURES coun-
tries’ health systems will therefore require solving both la-
bour issues and service delivery efficiency (European Par-
liament: Directorate-General for Economy, Transformation 
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and Industry et al., 2025). Investments in advanced and 
localised healthcare infrastructure and screening centres 
will be required to face changes in disease burden (Letta, 
2024). Furthermore, EURES countries have been charac-
terised by underinvestment in preventive care, which re-
ceives typically around 10 times less funding than curative 
care (see Figure 58). Preventive care, which is less expen-
sive and labour-intensive than curative care, could contrib-

9	 The eGovernment Benchmark is a tool developed by the European Commission to monitor the EU’s digitalisation of key public services (see European Commission 
(2025c)).

ute to alleviating financial pressures and staff workloads 
by detecting illnesses at an earlier stage and reducing 
the occurrence of NCDs, for example. Other reforms aim 
to transform primary care into a more integrated system 
that improves access, patient-centredness and efficiency, 
while at the same time enhancing its role of gatekeeper to 
reduce hospital use (WHO et al., 2025).

Figure 58:	Spending on curative and preventive care, EURES countries, 2023

NB: Norway is missing from the EURES countries.

Source: OECD dataset DSD_SHA@DF_SHA (29 October 2025).

In the short-term, the adoption and leveraging of new 
technologies can dramatically improve efficiency and 
effectiveness in healthcare delivery (Letta, 2024; WHO et 
al., 2025). The COVID-19 pandemic accelerated the digital 
transformation of health and care systems, demonstrating 
how digital tools can help ensure care continuity and im-
prove health and care service provision and coordination 
(WHO et al., 2025). Digital health tools, when implement-
ed strategically, can extend access to medical services 
through remote care, allow for increased personalisation 
of health and care services, reduce waiting times via au-
tomated triage and scheduling and have the potential to 
alleviate workforce pressures by supporting task shifting 

and minimising administrative burdens (WHO et al., 2025). 
These factors can improve working conditions for health-
care workers by reducing their workloads while simulta-
neously increasing their productivity. However, the matu-
rity of online health-related services varies greatly across 
Member States, as measured by the eGovernment Bench-
mark (9). In 2025, the share of administrative steps that can 
be undertaken online for major health-related life events 
varied from 47  % in France and 51  % in Poland to 95  % 
in Luxembourg and 100  % in Malta (European Commis-
sion: Directorate-General for Communications Networks, 
Content and Technology et al., 2025). Similarly, in 2023, the 
share of medical consultations conducted remotely varied 

108

EURES | Shortages and surpluses report 2025



from more than 35 % of teleconsultations in Estonia to less than 5  % in France, Luxembourg and Germany (see Fig-
ure 59).

Figure 59:	Share of teleconsultations among visits to medical doctors, EURES countries, 2020 and 2023

NB: Not all EURES countries are included due to data availability.

Source: OECD dataset DSD_HEALTH_PROC@DF_CONSULT (24 November 2025).

Investment in digital health technologies is fundamental-
ly reshaping health and care provision in EURES countries. 
Electronic health registers, e-prescriptions and e-dispensa-
tion enable real-time data exchange, integrated workflows 
and more data-driven decision-making. Many countries 
are leveraging these tools to shift from reactive to preven-
tive care, automating reminders for screening, vaccination 
and chronic disease reviews, and offering online booking, 
as seen in Estonia, France, Iceland and Lithuania. Coordi-
nation is also being improved through e-referrals, which 
reduce administrative burden and make specialist access 
more transparent and traceable (WHO et al., 2025).

Some other technologies can even reduce the workload 
of healthcare workers by allowing patients to rely less on 
health and care staff. Examples include self-management 
technologies, which allow patients to take control of per-
sonal health and care management, and remote care and 
disease management software, which allows remote mon-
itoring of treatments administered in a patient’s home. In 

LTC, for example, the implementation of new technologies 
can boost the productivity of healthcare workers and re-
duce the difficulty of straining tasks. Eventually, the subse-
quent improvement in working conditions could reduce 
the dropout of workers from the sector (OECD, 2023b).

Technological progress in AI development for healthcare 
provision offers further possibilities to improve perfor-
mance and reduce the workloads of health and care staff. 
Potential uses include interpreting medical imaging, pre-
dicting clinical progression, automating administrative 
tasks and supporting clinical decision-making through da-
ta-driven insights (WHO et al., 2025). However, the adop-
tion of these technologies requires training the existing 
workforce, which may prove challenging in the present 
context of heavy workloads and staffing difficulties. This 
also involves adapting vocational and academic curricula 
and improving lifelong learning systems to upskill and re-
skill existing and future health and care workers (Wismar 
et al., 2023).
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5.6.	 Summary
Overall, health and care occupations are heavily gen-
dered, with low male representation. Disproportionately 
more highly educated and female workers are employed 
in health occupations than in other areas. Moreover, large 
shares of older workers are employed in many health and 
care occupations, which means that those workforces will 
face substantial replacement needs in the next decade. Fi-
nally, the reliance of the sector on foreign workers, of EU 
and non-EU origin, has been rising in the last few years, 
driven by the need to address recurring labour shortages.

Labour shortages are prevalent in health and care occupa-
tions, in particular among generalist and specialist medical 
practitioners, nursing professionals and health care assis-
tants. These shortages are driven by tough working con-
ditions, which impede the retention of the existing work-
force, and difficulties in training enough younger workers 
to compensate for the retirement of the ageing workforce 
and the growing demand for health and care services in 
the EURES countries. Health and care jobs are not attrac-

tive to men, which further restricts the available pool of 
candidates, thereby increasing recruitment tensions.

Looking ahead, health and care occupations will under-
go significant transformations due to digitalisation, pop-
ulation ageing and the green transition, presenting both 
opportunities and challenges. Many workers must adapt 
to new digital tools and technologies, which will require 
extensive training, in the difficult context of labour short-
ages, heavy workloads and pre-existing skills shortages. 
Technological progress, however, represents an opportu-
nity to improve working conditions and service delivery 
efficiency, and to restructure the EU health and care sys-
tems to better cater to changing and growing population 
needs. This may, however, require the transformation of 
the skills mix of the health workforce, which may imply task 
shifting between professional groups.
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6.	 Summary of findings

6.1.	 Labour market imbalances
The NCO data indicate that, in 2025, labour shortages were 
present in at least one country for 97 % of the 436 four-digit 
ISCO 2008 occupations. The concentration of these short-
ages in a small number of countries, particularly Italy, the 
Netherlands, Bulgaria, Belgium and Romania, highlights 
notable regional differences in the labour market (see Fig-
ure 2). The occupational groups most affected, including 
professionals, craft and related trades workers and plant 
and machine operators and assemblers, suggest that both 
highly skilled and technical roles are in demand, driven by 
wider economic developments and demographic shifts.

The health and care sector, which has been the focus of 
this year’s EURES labour shortage report, continues to face 
deepening workforce shortages across the EURES coun-
tries, particularly among nursing professionals, special-
ist medical practitioners and health care assistants. Data 
show that specialist medical practitioners became the 
most widespread shortage occupation in 2025, moving up 
from third place in 2024 (see Table 14). Generalist medical 
practitioners followed a similar trajectory, rising from sixth 
to fourth over the same period. Several factors underpin 
this trend. The COVID-19 pandemic exacerbated existing 
pressures, as burnout and deteriorating working condi-
tions drove many healthcare professionals to exit the sec-
tor (OECD / European Commission, 2024; European Union 
of Medical Specialists, 2025). The resulting staff shortages 
have perpetuated a self-reinforcing cycle: reduced staffing 
levels increase workloads and stress, prompting further at-
trition.

These developments indicate that healthcare workforce 
shortages are increasingly structural in nature. They are 
sustained by long-term demographic and systemic driv-
ers, including Europe’s ageing population and the extend-
ed training pathways required for medical and nursing 
professions.

Labour shortages in occupations related to the green 
transition have also intensified. Even as employment in 

occupations related to renewable industry has increased 
(see Figure 26), the shortages have become more acute. 
For instance, building and related electricians are listed as 
the occupation with the second-most shortages in 2025, 
up from seventh in 2021. Similarly, electrical engineers 
jumped from 13th in 2022 to 7th in 2025. The demand is 
also broad-based and more acute than previously, with a 
shortage of building and related electricians reported in 21 
countries, 29 % of which shortages are of high severity (see 
Table 2). Similarly, the occupation of electrical mechanics 
and fitters was reported as being in shortage in 17 coun-
tries; 24 % of these shortages were high severity in 2025.

Like shortage occupations, the distribution of surplus pro-
fessions is highly concentrated in a few countries (see Fig-
ure 6). Austria, Finland, Latvia, Czechia and Greece togeth-
er account for 55 % of all reported surpluses. Occupations 
with relatively low skill barriers to entry, such as those in 
the broad group of clerical support workers, were often 
identified as in surplus.

Automation and digitalisation are reinforcing the increas-
ing trend in surplus occupations, as routine tasks are in-
creasingly being substituted by automated systems. More-
over, advances in technology and the rapid adoption of AI 
are extending automation into creative domains, resulting 
in labour surpluses in design-oriented occupations, includ-
ing graphic and multimedia designers.

Labour shortages across the EURES countries could be 
mitigated by further enabling labour mobility. Analysis 
shows that, of the 423 occupations facing shortages in at 
least one country, 416 (98 %) are in surplus in others, indi-
cating potential for rebalancing labour markets. However, 
this potential remains underutilised due to persistent ob-
stacles, including difficulties in recognising qualifications, 
insufficient information and awareness, and language-re-
lated challenges.
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6.2.	 Characteristics of workers employed in imbalanced 
occupations

Consistent with previous reports, women remain un-
der-represented in shortage occupations and over-repre-
sented in surplus occupations. In 2024, they accounted for 
just 26.8 % of workers in widespread shortage roles, com-
pared with 70  % in surplus occupations (see Figure  60). 
This over-representation in surplus occupations renders 

women more vulnerable to labour market fluctuations 
than their male counterparts. Furthermore, the gender 
concentration is more acute in health and care occupa-
tions, with women representing 78 % of employment in 
these occupations.

Figure 60:	Vulnerabilities identified among workers

OJA, online job advertisement.

Sources: EU-LFS special data extractions; EURES job vacancy insights.

Among workers in widespread shortage occupations, 
24.3 % had attained a tertiary level of education (Interna-
tional Standard Classification of Education (ISCED)  5–8), 
compared with 23.5 % in widespread surplus occupations 
(see Figure 30). Those with a medium level of education 
(ISCED  3–4) made up 56.7  % of the workforce in wide-
spread shortage roles and 56.4  % in widespread surplus 
roles. Meanwhile, the shares of workers with a low level of 
education (ISCED 0–2) stood at 19 % in widespread short-
age occupations and 20 % in widespread surplus occupa-
tions.

The analysis indicates that workers under the age of 30 are 
under-represented in most shortage occupations, particu-
larly in the health and care sector. The extended periods 
of education and training required for general and spe-
cialised medical practitioners and nurses shape the age 

profile of qualified professionals in these fields, skewing 
it towards older cohorts. Elsewhere, the low proportion 
of workers under 30 across both shortage and surplus 
occupations more broadly points to a waning interest 
in apprenticeships and vocational education pathways 
throughout Europe, particularly in craft trades (European 
Labour Authority, 2024b). This scarcity of young workers 
in shortage occupations is a matter of concern, as it sug-
gests that these shortages are likely to continue unless 
policies are implemented to incentivise new generations 
to choose these career paths.

An examination of the demographic characteristics of 
workers in occupations experiencing widespread shortag-
es highlights a range of vulnerabilities that intensify labour 
market imbalances. Roles such as bus and tram drivers, 
specialist medical practitioners and heavy truck and lorry 
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drivers are marked by ageing workforces and often stren-
uous working conditions. For example, more than 40 % of 
bus and tram drivers and health care assistants are aged 50 
or above, meaning that upcoming retirements will place 
additional pressure on these sectors.

Many shortage occupations have a high proportion of old-
er workers who are likely to retire soon, which will probably 
exacerbate labour shortages in the future (see Figure 33). 
This will particularly affect occupations in the health and 
care sector, where shortages have been reported to be 
more severe. In the most acute case, shortages in special-
ist medical practitioners were reported by 12 countries as 
being severe.

Moreover, there appears to be clustering among demo-
graphic groups by sector. Data presented in Figure  61 
suggest an intersection between education and gender 
patterns across occupations experiencing widespread 
shortages. In shortage occupations, healthcare roles are 
predominantly occupied by women, many of whom are 
highly educated. Conversely, numerous construction-re-
lated occupations tend to have lower proportions of high-
ly educated workers and fewer women. This apparent cor-
relation between gender and education level in shortage 
occupations may provide insight into some of the skills 
shortages currently affecting the labour market.

Figure 61:	Shares of women and highly educated people in widespread shortage occupations, EURES countries, 
2024 (people aged 15+ years)

Source: EU-LFS special data extractions.

Member States have already introduced policies aimed at 
reducing gender imbalances in education. For instance, in 
February 2025, the Swedish government launched a com-
prehensive science, technology, engineering and mathe-
matics (STEM) strategy covering education from preschool 
to postgraduate level, with clear objectives to increase 

women’s participation in STEM subjects and to establish 
a new STEM delegation to promote uptake (Government 
Offices of Sweden, 2025). This initiative seeks to address 
the persistent under-representation of women in these 
technical study programmes, which continue to exhibit a 
gender gap favouring men (European Commission, 2024c).
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Figure 62:	Shares of women and those aged 50+ in widespread surplus occupations, EURES countries, 2024

Source: EU-LFS special data extractions.

Finally, an examination of occupations experiencing wide-
spread surpluses points to demographic vulnerabilities 
that may aggravate labour market imbalances. Ageing 
workforces and unattractive working conditions are par-
ticularly pronounced in roles such as cleaners, secretaries 
(general) and graphic and multimedia designers (Europe-
an Labour Authority, 2024b). Many of these surplus occu-
pations are also characterised by a high concentration of 
female workers (see Figure  62), a pattern that contrasts 
with sectors where women are under-represented. In the 
case of graphic and multimedia designers, for example, 
a significant share of them are young, highly educated 
women, highlighting that even well-qualified individuals 
may be concentrated in areas of labour surplus.

Figure 62 shows that there is a slight positive correlation 
within widespread surplus occupations between the share 
of women and the share of older workers in those occupa-
tions. This further underlines the relatively high exposure 
of older cohorts and women to surplus occupations. Look-
ing to the future, the large shares of older workers in these 
professions, compared with the relatively small shares of 
younger workers, may indicate that demographic change 
will probably decrease the extent of surpluses in those oc-
cupations as the labour supply declines with retirements.
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6.3.	 Labour market imbalances and characteristics of 
occupations in the health and care sector

The analysis of healthcare occupations highlighted the 
high prevalence of shortages in the sector. Of the 10 oc-
cupations reporting the highest numbers of shortages 
across EURES countries, four are healthcare occupations: 
specialist and generalist medical practitioners, health care 
assistants and nursing professionals. For specialist medical 
practitioners, 22 out of the 28 EURES countries report a 
shortage, the highest number observed by EURES NCOs. 
The analysis also highlighted the geographical concentra-

tion of these shortages. Notably, Bulgaria and Greece re-
port more than 30 healthcare occupation shortages.

The analysis of the characteristics of occupations in the 
health and care sector showed that they employ dispro-
portionately more women and highly educated workers 
than other occupations (see Figure 63). The only exception 
is ambulance workers, which is the only health and care 
sector profession in which the majority are male and in 
which workers with an education level of ISCED  5–8 are 
in the minority.

Figure 63:	Shares of women and highly educated workers (ISCED 5–8), by occupation, EURES countries, 2024 
(people aged 15+ years)

Source: EU-LFS special data extractions.

Occupations in the health and care sector do not strongly 
diverge from other occupations when it comes to the em-
ployment of workers aged 50+ and of workers born in EU-
RES countries and working in the country where they were 

born (see Figure  64). The only exception is home-based 
care workers, which encompasses workers more likely to 
be non-nationals and older than 50 years.
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Figure 64:	Shares of workers working in the country where they were born and of workers aged 50+, by 
occupation, EURES countries, 2024 (people aged 15+ years)

Source: EU-LFS special data extractions.

Finally, analysis of the 10 healthcare occupations for which 
the highest numbers of shortages are reported in EURES 
countries shows the prevalence of several vulnerabilities 
(see Figure 65), the main one being that their workforces 
are mostly made up of women. For five of these occupa-
tions, the share of women employed is higher than 80 %. 
The difficulty in attracting men to these jobs leads to a 
limited pool of available candidates, possibly further wors-
ening existing shortages. The high prevalence of workers 
aged 50+ in some occupations also shows the important 
need for workforce replacement in the next decade, in 
particular for home-based personal care workers (48.9 % of 
workers aged 50+), specialist medical practitioners (41.8 %) 
and dentists (41.2 %).

In this context, attracting new workers and retaining exist-
ing workers is critical. However, recent years have seen a 
rise in temporary contracts in the healthcare sector, mainly 
motivated by the higher wages received in interim or tem-
porary positions. Notably, the three occupations report-
ing the highest numbers of shortages, specialist medical 
practitioners, nursing professionals and generalist medical 
professionals, also display high rates of temporary employ-
ment, for example, more than 20 % for generalist medical 
professionals. Furthermore, the heavy workload character-
ising healthcare occupations can be a deterrent for poten-
tial newcomers. For example, 32.9 % of specialist medical 
practitioners, 29.2  % of generalist medical practitioners 
and 21.8 % of dentists work more than 41 hours per week.
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Figure 65:	Vulnerabilities of the 10 healthcare occupations with the highest number of shortages, EURES countries, 
2024

Sources: EU-LFS special data extractions; data submitted by EURES NCOs.

6.4.	 Facilitate labour mobility
Given the uneven distribution of shortages and surpluses 
across countries and regions, facilitating both intra-EU and 
international labour mobility is essential for rebalancing 
the European labour market (European Labour Authority, 
2026). One of the main barriers to mobility is the recog-
nition of skills and qualifications across borders. The EU 
skills portability initiative (European Commission, 2025b) 
and the EU union of skills strategy (European Commission, 
2025f) are critical in this regard, aiming to harmonise pro-
cedures, improve transparency and support efficient mo-
bility pathways. Policy should focus on:

•	 developing standardised frameworks for the recogni-
tion of formal, non-formal and informal learning;

•	 supporting the digitisation of credentials and the cre-
ation of interoperable skills passports;

•	 providing structured bridging programmes for regu-
lated professions, especially in health and care, where 
qualification requirements vary widely.

Administrative complexity and language requirements of-
ten deter potential mobile workers. National and EU level 
action should aim to reduce these burdens by:

•	 centralising and simplifying application processes for 
work permits and professional recognition;

•	 offering language training and integration support, 
particularly for migrants and mobile workers in short-
age sectors;

•	 providing clear, accessible information on rights, obli-
gations and available support services.

Employers, especially SMEs, often lack the capacity to re-
cruit internationally or navigate complex mobility proce-
dures. Policy should provide practical guidance, recruit-
ment support and financial incentives for hiring from 
abroad. For workers, mobility support should include relo-
cation assistance, housing, family services and protection 
against exploitation and precarious employment.

While mobility can help address shortages, it must not 
come at the expense of the regions people are leaving, 
particularly those already facing demographic decline. The 
European Commission (2025a) and the OECD (2025d) rec-
ommend safeguards such as wage reforms, incentives for 
service in underserved areas and bilateral agreements to 
ensure balanced flows and mutual benefit.

The union of skills strategy (European Commission, 2025f) 
provides scalable models for cross-border upskilling and 
mobility, particularly in sectors critical to the green and 
digital transitions. These initiatives should be expanded 
and integrated with national policies to maximise their im-
pact on labour shortages.
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Annexes

Annex 1: Methodology of the study

Data collection questionnaire for national coordination offices

The questionnaire (see Annex  2) was distributed to the 
NCOs of 30 countries and four regions, covering the EU-
27 along with Iceland, Liechtenstein, Norway and Switzer-
land. In Belgium, separate data were provided by the NCOs 
representing the Flemish, Brussels and Walloon Regions.

Each NCO was asked to report on the (mis)match status 
of all 436 occupations classified under the four-digit ISCO 
2008 system in its jurisdiction. In addition to indicating 
whether an occupation was in balance or experiencing a 
shortage, a surplus or both (suggesting regional variation), 
NCOs were also requested to supply contextual details. 
These included clarifications on the nature of the mis-
match (whether it stemmed from a labour or skills short-
age) and its severity, where applicable.

To maintain consistency with previous editions of the re-
port, all data were submitted using the four-digit ISCO 
2008 classification.

Once the data were received, they underwent a compre-
hensive quality review to ensure both completeness and 
consistency (see Box 10). Where clarification was needed, 
NCOs were contacted, and adjustments were made to im-
prove the comparability of the results. Consequently, the 
number of occupations reported as being in shortage or 
surplus in the national questionnaire responses may differ 
slightly from the figures used in the final analysis database.

The (mis)match status ‘Both shortage and surplus (e.g. re-
gional differences)’ required special handling during data 
processing. Occupations marked with this status were 
classified under both shortage and surplus categories. This 
means that a single occupation in a given country could 
appear in both lists simultaneously, although such cases 
represent only a small fraction of the total mismatches 
identified.

Box  10 provides more detailed information on the treat-
ment of specific country data to ensure alignment and 
comparability.

Box 10: 	Notes on data cleaning

Italy

The submission from the Italian NCO included duplicate entries at the four-digit ISCO 2008 level. This is due to 
the way the NCO mapped occupations classified under the national Istituto Nazionale di Statistica (Istat) system 
to the international system of the ISCO. These duplicate entries were removed before the analysis by only con-
sidering the entry that was reported to have the highest shortage magnitude.

France

The submission from the French NCO included duplicate entries at the four-digit ISCO 2008 level. This is due to 
the way the NCO mapped occupations classified under the national system to the international system of the 
ISCO. The Italian NCO did not provide information on surplus occupations, but only on shortage occupations. 
However, there were differences in the reported magnitudes of shortages across duplicates. These duplicate 
entries were removed before the analysis, considering the following cases:

	 when duplicates were reported with the same mismatch status (shortage or surplus), one of the duplicates 
was kept and the others removed;

	 when two duplicate entries were present that diverged in their mismatch status, the occupation was consid-
ered to be without information on the mismatch status;
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	 when more than two duplicate entries were present with diverging mismatch status, the occupation was 
kept with the mismatch status that was most frequently reported for those duplicates.

Moreover, the following occupation codes (titles in French) were present in the NCO submission, but do not 
correspond to valid four-digit ISCO 2008 occupations and were therefore removed:

	 2000 – Chercheurs (sauf industrie et enseignement supérieur),

	 2500 – Chefs de projet et directeurs de service informatique,

	 8100 – Pilotes d’installation lourdes des industries de transformation et d’énergie,

	 8150 – Ouvriers, techniciens et agents de maîtrise du textile.

Czechia

The list of shortage and surplus occupations received from the NCO was altered before the analysis. Specifical-
ly, occupations with a mismatch for which the absolute number of vacancies or jobseekers are very low were 
excluded. The rationale behind this decision was that, for these occupations, the indicator used to identify the 
mismatch, namely the ratio of jobseekers to vacancies, is deemed to not be robust enough. This resulted in the 
list of shortage occupations to be reduced from 173 to 140.

Moreover, while the NCO did not explicitly state the magnitude of a mismatch (i.e. low, medium, high), the ratio 
of jobseekers to vacancies was provided, allowing an indication of mismatch magnitude to be derived based 
on terciles.

Spain

The NCO did not provide an explicit indication (i.e. low, medium, high) for the magnitude of mismatches, but 
numeric values, so the same approach as described for Czechia was applied to derive these.

Belgium

The lists of shortages and surpluses obtained from the three autonomous regions were merged into a unified 
national Belgian response. The responses from the three Belgian regions (Brussels-Capital, Flanders, the Wal-
loon Region) were consolidated by applying the following rules:

	 if an occupation is reported to be in shortage/surplus by any single region, the occupation receives this mis-
match status for the country;

	 if at least one region reported an occupation to be in shortage, while at least one other region reported the 
same occupation to be in surplus, the occupation receives the mismatch status ‘Both shortage and surplus 
(e.g. regional differences)’.

Concerning other information provided, such as the type of shortage, indicator, etc., instances where informa-
tion did not align were addressed. For example, if the same shortage occupation received a high magnitude 
ranking from one autonomous region and a low magnitude ranking from another, the national result was des-
ignated as ‘no clear convergence’. These particular outcomes, characterised by a lack of consensus, were subse-
quently excluded from the analysis to maintain the integrity and reliability of the overall findings.

Other NCOs also provided information on additional occupational groups, beyond the 436 occupations at the 
four-digit ISCO 2008 level, corresponding to variations in the application of ISCO classification frameworks at the 
national level. They were removed from the dataset before the analysis. These instances are described below.

Norway

	 2223 (nurses).

Romania

	 2429 (administration professionals not elsewhere classified),

	 3414 (teaching staff in primary education),

	 3415 (teaching staff in preschool education),

	 3416 (instructors and assimilated in education),
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	 3419 (teaching staff not elsewhere classified).

Slovenia

	 2147 (logistics and transport technology professionals),

	 2357 (counselling and organisation of educational work professionals),

	 3335 (logistics and transport technology technicians and associate professionals),

	 7129 (building finishers and related trades workers not elsewhere classified).

Qualitative information on the health and care sector

The qualitative analysis aimed to analyse the determi-
nants of labour shortages among key occupations in the 
health and care sector. The analysis covered five occupa-
tions: nursing professionals, specialist medical practition-
ers, physiotherapists, health care assistants and generalist 
medical practitioners.

These occupations include several sub-roles and profiles 
that fall under section Q of the NACE classification ‘human 
health and social work activities’. This sector comprises 
three main activity categories: human health activities (e.g. 
primary and secondary care), residential care activities and 
social work activities without accommodation.

The qualitative analysis relied on:

•	 a review of the evidence and literature on the ob-
served labour market imbalances, related causes and 
potential solutions;

•	 stakeholder consultations (interviews and focus 
groups) to explore the views of relevant stakeholders 
on these aspects.

The literature review drew on peer-reviewed and grey 
literature identified through searches that combined key-
words related to each of the health and social care occupa-
tions under analysis, labour market imbalances (shortages, 
surpluses) and demand- and supply-side drivers of labour 
shortages. This literature review also served as the foun-
dation for the development of discussion guides for the 
stakeholder consultations (see Annex 3).

Focus groups and interviews were held online in Octo-
ber and November 2025. Three occupation-specific focus 
groups were organised for nursing professionals, health 
care assistants and generalist medical practitioners. Addi-
tional interviews were held with stakeholders relevant to 
specialist medical practitioners, physiotherapists, nursing 
professionals and health care assistants. Each discussion 
was tailored to explore the specific factors contributing to 
the shortage in each profession.

The invited stakeholders included social partners repre-
senting both employers and employees, education and 
training institutions and labour market intermediaries. Par-
ticipants were identified and recruited through a mapping 
of the relevant stakeholders per occupation based on the 
literature review, further online research and coordination 
with the European Labour Authority.

Evidence from these activities was triangulated to inform 
the write-up of profiles on five health and care occupa-
tions, which cover the following topics:

•	 overview of the occupation’s demographics,

•	 evolution of the demand for the occupation and its 
skills,

•	 labour migration and mobility,

•	 skills and qualification gaps,

•	 working conditions and occupation attractiveness,

•	 recruitment practices and retention trends,

•	 measures to tackle labour market imbalances.

Data on characteristics of workers in widespread shortage/surplus occupations

For the 2025 edition of the report, eight extractions from 
the EU-LFS were requested, mostly in line with the extrac-

tions requested for the previous editions of the report. A 
full list of the datasets is available in Table 13.
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Table 13:	EU-LFS special extraction requests, by disaggregation

Disaggregation Variables Geographies

Gender COUNTRY, SEX, ISCO08_4D EU27_2020_EFTA, EU27_2020, EURES countries

Age COUNTRY, AGE, ISCO08_4D EU27_2020_EFTA, EU27_2020, EURES countries

Education COUNTRY, HATLEV1D, ISCO08_4D EU27_2020_EFTA, EU27_2020, EURES countries

Work hours COUNTRY, HWUSUAL, ISCO08_4D EU27_2020_EFTA, EU27_2020, EURES countries

Contract type COUNTRY, TEMP, ISCO08_2D, NACE2_2D EU27_2020_EFTA, EU27_2020, EURES countries

Country of origin COUNTRY, COUNTRYB, ISCO08_4D EU27_2020_EFTA, EU27_2020, EURES countries

Contract reason COUNTRY, TEMPREAS, ISCO08_4D EU27_2020_EFTA, EU27_2020

Part-time COUNTRY, FTPT, ILOSTAT ISCO08_4D EURES countries, EU27_2020

Source: EU-LFS special data extractions.

10.	 The extended labour supply is the total number of all employed plus unemployed persons (the labour force), plus those seeking work but not immediately available 
to work, plus those available to work but not seeking a job (Eurostat, n.d.-b).

The 2025 data extractions do not contain any additional 
missing information when compared with the 2024 ex-
tractions. Missing information is primarily concentrated at 
the country level, with the most complete data observed 
for the one-digit occupational groups (00, 10, 20, 30 and 
so on).

At the aggregate level, the EU-27 and EURES aggregates 
are broadly comparable in terms of data availability, al-
though the EURES aggregates show a slightly higher in-
cidence of missing values. For share calculation purposes, 
missing information was imputed where feasible. Specifi-

cally, within each occupational grouping at the ISCO 2008 
four-digit occupational level, where a single data point was 
missing, the value was derived by subtracting the available 
subgroup values from the reported total. For the calcula-
tion of shares, an imputed total was then calculated based 
on filled and available subgroups to ensure that the shares 
summed to 100 %. This approach ensured that aggregates 
could be calculated consistently without materially affect-
ing data integrity and minimising confusion for the reader.

In line with data confidentiality requirements, no level data 
are displayed in the figures.

Quantification of labour shortages and surpluses across occupations and countries

This section describes the method of estimating the quan-
tification of shortages and surpluses per occupation and 
country at time (annual). The methodology draws on mul-
tiple data sources and harmonised indicators to capture 

labour market imbalances, enabling systematic estimation 
of the number of workers in shortage or surplus.

The following formula calculates the labour shortage or 
surplus (LSS):

LSS = extended labour supply (10) − (met demand + unmet demand) = (employed + unemployed + other slack) − (employed + 
all vacancies) = unemployed + other slack − all vacancies.	 (1)

Terms are defined as follows.

•	 The extended labour supply is calculated as the sum 
of unemployed people whose previous jobs were in 
the same occupation, employed people and other 
labour market slack (to avoid double counting the 
underemployed). New entrants (graduates or mi-
grants) to the labour market who are not yet part of 
the existing labour supply can also be added. Since 
unemployed and potentially active people without 
previous working experience cannot be allocated to 
an occupation, they are not covered by equation  1 

and thus cannot be compared with the Eurostat var-
iable of labour market slack. While all the other varia-
bles would be covered by the LFS, new entrants are 
potential workers on the labour market who are not 
yet accounted for in the LFS.

•	 Other labour market slack refers to people seeking a 
job but not immediately available to work, and peo-
ple available to work but not seeking.

•	 Met demand includes all the persons employed dur-
ing period t. It includes both existing jobs and va-
cancies filled during period t (from jobs created/lost, 
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called also expansion demand); the latter would, in 
principle, be based on changes in output, productivi-
ty and working hours. Since the change in the defini-
tion of employment in 2021, workers on parental/ma-
ternity leave are counted as employed if they received 
the parental/maternity benefit.

•	 Unmet demand is the sum of all unfilled vacancies, 
either from previous periods or new job openings 

during period t due to growth or replacement need 
(people leaving the occupation due to retirement, 
death, long-term sickness, care responsibilities or oc-
cupational mobility).

Equation 1 is operationalised using stock perspective, that 
is, each variable taken in time t for occupation o and coun-
try c:

LSS
oct

 = Employed
oct

 + Slack
oct

 + NewEntrants
qct

 − (Employed
oct

 + All vacancies
oct

) = Slack
oct

 + NewEntrants
qct

 − All vacancies
oct

.	
(2)

The sign of the result on the right-hand side in the equa-
tion 1 would indicate either surplus or shortage. The value 
of equation 2 indicates the estimated number of workers, 
but a threshold or a range would need to be decided be-
fore the occupation is labelled in shortage or surplus. The 
presence of small numbers of excess workers or workers 
needed is to be expected.

In equation 2, t will be the last year of available data for 
which all these variables are observed, and this stock per-
spective would allow the estimation of past LSSs. New en-
trants will be the sum of observed recent graduates (who 
are assumed to remain in the country of study) and poten-
tial new migrants looking for work.
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Annex 2: Standardised questionnaire for data collection

Occupation Information sought Possible answers

ISCO 2008 code and title at 
the four-digit level

Indicate if labour shortage, labour surplus, 
in balance, information not available. 
Please assign a status for each occupation.

Shortage

Surplus

Both shortage and surplus (e.g. regional differences)

In balance

Information not available

If shortage occupation and information 
is available, please indicate whether it is a 
labour or skills shortage.

Labour

Skills

Information not available

If shortage, using an objective source or 
criterion (e.g. duration of vacancy filling 
etc.) please indicate if the labour shortage 
is high, medium or low. Otherwise answer 
‘information not available’.

High

Medium

Low

Information not available

If surplus, using an objective source or 
criterion (e.g. duration of vacancy filling; 
LM study etc.) please indicate if the labour 
surplus is high, medium or low. Otherwise 
answer ‘information not available’.

High

Medium

Low

Information not available

NB: LM, labour market.
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Annex 3: Discussion modules for stakeholder 
consultations

Broad discussion 
modules Specific discussion points

Evolution of demand for 
nursing professionals 
and their skills

Ways in which ageing population and increasing chronic conditions are changing the 
demand for healthcare professionals. Shifts in the type of healthcare professionals being hired or 
trained to meet these demographic changes.

Shortages of staff or in specific roles during seasonal peaks (e.g. due to winter illnesses) and due to 
COVID-19 backlogs. Impact of seasonal pressures on long-term changes in workforce planning or 
staffing models.

Changes in the skills required of healthcare professionals over the last 5–10 years. New essential 
skills compared with the past (e.g. digital literacy, remote care management).

Future influence of the climate crisis on the demand for health and care professionals. Current 
health impacts of the climate crisis (e.g. heat-related illness, respiratory issues) that are creating new 
pressures on the system or on specific roles.

Labour migration and 
mobility

Key patterns in intra-EU mobility and the mobility of non-EU nationals. Member States that suffer 
from ‘brain drain’ and Member States that tend to benefit from inflows of healthcare workers. Main 
reasons for migration (e.g. better pay, more stable jobs, specific skills in demand). Specific roles 
across health and care sectors (primary care, outpatient care, residential care, etc.) most affected by 
migration flows.

Role of national mobility trends on geographical distribution of healthcare professionals within 
the Member States. Prevalence of ‘medical deserts’ in the Member States, their causes (e.g. poor 
healthcare workforce planning, attractiveness of certain regions) and consequences on the provision 
of health and care services.

Skills and qualification 
gaps

Impact of training standards and policies on the recognition of qualifications to labour 
availability and mobility. Barriers they pose (e.g. language requirements).

Suitability of the medical education system to prepare students to meet the needs of the labour 
market, in terms of both profiles and skills required.

Current role of healthcare workforce planning in helping Member States meet the demand for 
health and care professionals.

Working conditions 
and occupation 
attractiveness

Degree of attractiveness of medical occupation and underlying factors (e.g. career prospects, 
workload, hours, stress). Impact of COVID-19 pandemic on attractiveness, for both incumbent and 
prospective workers.

Variation in attractiveness by level of healthcare system (e.g. residential, home care) and type of 
employer (public, private, individuals, intermediaries).

Health and safety of potential concern (e.g. violence or aggression, exposure to infectious 
diseases).

Recruitment practices 
and retention trends

Most common types of employment contract (e.g. full-time, part-time, temporary), prevalence of 
undeclared work and misclassification (e.g. bogus self-employment).

Variation in attractiveness by level of healthcare system (e.g. residential, home care) and type of 
employer (public, private, individuals, intermediaries).

Impact of different contract types on recruitment efforts and staff retention. Concerns regarding 
access to social security or employment rights.

Trends in staff leaving the public health system for private practice or even leaving healthcare 
altogether. Main factors influencing these decisions.

Measures to tackle 
labour market 
imbalances

Effectiveness of task shifting or role substitution in addressing labour shortages and barriers.

Availability and effectiveness of reskilling or upskilling programmes.

Availability and effectiveness of models to retain workers (e.g. re-enter the workforce after a 
career break, improve work–life balance, improve job satisfaction and attrition, support for ageing 
professionals who wish to remain in the workforce longer).
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Annex 4: Open questionnaire on measures taken to 
tackle labour shortages

Category Description

1 Background information about the instrument

1.1 Country Name of the country where the instrument is provided

1.2 Geographical scope of the 
instrument

Geographical scope of the instrument:

If regional or local, please specify below

1.3 Name of the instrument
Name of the instrument in original language(s):

Name of the instrument translated in English:

1.4 Rationale and aims 
(maximum 200 words)

Overview of the main aims of the instrument and rationale for its delivery, including why it 
was established, what it aims to achieve and its specific objectives (quantitative/qualitative), in 
relation to the specific aspects related to seasonal work

1.5 Supporting information 
about the instrument

Website and/or other sources where more information on the instrument can be found 
(including any reports or other materials produced about the instrument)

1.6 Time frame of the 
instrument

Is the instrument still active? (Please prioritise policies introduced after 2022)

1.7 Start date
Start date and indication of whether and why there have been adaptations to the instrument 
since its inception (if relevant)

2 Type of instrument and support provided
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Category Description

2.1
Types of support/service 
offered by the instrument 
(content)

A measure could fall into multiple categories. Please tick the boxes accordingly.

Indication of which type of support/service is offered by the instrument from the following 
typology:

	 Provision of information on rights and obligations.

	 Support with job finding, matching and recruitment (i) at home and (ii) abroad.

	 Support on housing and accommodation issues, including temporary or transitional 
housing solutions.

	 Financial support:

	 increased basic salary,

	 increased or new allowances (specify what kind of allowances),

	 contribution towards living or accommodation cost,

	 contribution towards relocation expenses,

	 other, please specify below.

	 Legislation (including collective agreements, bilateral agreements).

	 Better working conditions:

	 fewer administrative tasks,

	 fewer working hours,

	 more days of leave,

	 more flexibility in work pattern,

	 access to personal protective equipment,

	 safe staffing levels (adequate staff-to-patient ratios to reduce stress),

	 infection control protocols (procedures for hygiene, sanitation and handling 
infectious diseases),

	 mental health support,

	 ergonomic workplace design,

	 training in emergency procedures,

	 regular drills and education on fire safety, evacuation and medical emergencies,

	 regular health checks and immunisations for staff,

	 violence prevention measures,

	 others, please specify.

	 Support related to employability, training (occupational skills, languages), training 
subsidies:

	 more places in education for training for the five medical professions,

	 studentships for trainees/students in the five professions,

	 support related to recognition of skills and qualifications,

	 provision of career advice,

	 language training,

	 provision of psychological support (especially against burnout, bullying and verbal 
abuse),

	 childcare and family services, including support to spouses/family moving or staying 
behind.

	 Measures to support employers in managing foreign workers in healthcare.

	 Measures to attract foreign workers (EU or non-EU nationals).
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Category Description

2.2 Support offered 
(maximum 100 words)

Brief description of the instrument, including information on the format and the way it is 
delivered (online tools, printed materials, in-person services, etc.) and the support it provides 
(expanding on the typology listed above)

2.3 Key actors involved in the 
design and delivery

	 International organisation

	 National ministry

	 Regional authority

	 Local authority

	 PES

	 Trade union

	 Employer organisation

	 Non-governmental organisation

	 Private organisation

	 Other (please specify)

2.4 Name of the organisation(s)/institution(s) in the native language and English

3 Target groups

3.1 Eligibility criteria Indication of eligibility criteria of the instrument

4 Assessment of the instrument and lessons learnt on effectiveness

4.1 Performance and 
utilisation

Data (if available) on numbers of workers/employers reached by the services / using the 
service (wherever relevant), please also indicate the time horizon of your reply, for example, 
number of beneficiaries or participants in a given year.

4.2
Assessment of 
effectiveness and 
accessibility

Is there any evidence of, or studies that try to assess, the overall effectiveness of the 
instrument based on a set of measurable criteria (such as impact assessment, ongoing 
monitoring of implementation)?

If yes, please elaborate on the results, with regard to strengths and weaknesses, lessons 
learnt from design and delivery, any unwanted side effects of the instrument or evidence of 
innovative practices, and provide the reference.

5 References

5.1 References
Please list any studies, articles or sources that might be relevant to the measures taken to 
tackle labour shortages in your country.
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Annex 5: Trends in widespread shortage occupations 
over time

Table 14:	Ranking of widespread shortage occupations identified in 2025, compared with previous reports

Occupation
Change in 

ranking from 
2024 to 2025

Ranking 
in current 

report (2025)

Ranking in previous editions of this report

2024 2023 2022 2021 2020 2019

Specialist medical practitioners + 1 3 4 6 8

Welders and flame cutters = 1 1 1 4 3 3 2

Building and related electricians = 2 2 6 2 7 5 4

Nursing professionals – 3 2 5 1 2 1 6

Plumbers and pipe fitters = 3 3 2 2 1 2 4

Generalist medical practitioners + 4 6 6 5

Heavy truck and lorry drivers – 4 3 3 1 4 3 1

Bus and tram drivers + 4 6 9 5

Sheet metal workers + 4 5 10 5

Health care assistants = 5 5 8 8 5 6 8

Cooks – 6 2 7 5 10 3 5

Electrical mechanics and fitters = 6 6 9 6 7

Butchers, fishmongers and related 
food preparers – 6 5 9 8

Structural metal preparers and 
erectors = 6 6 11 7

Motor vehicle mechanics and 
repairers = 7 7 5 5 8 7 6

Air conditioning and refrigeration 
mechanics + 7 8 11 11

Electrical engineers + 7 8 12 13

Carpenters and joiners + 7 8 8 2 6 6 4

Agricultural and industrial 
machinery mechanics and repairers + 7 8 10 7 7 6 3

Chefs = 7 7 9 10

Roofers + 8 11 10 10

Metal working machine tool setters 
and operators – 8 6 5 1 9

Physiotherapists – 8 5 12 8

Floor layers and tile setters + 8 11 11 5

NB: Due to methodological changes, there may be slight deviations from the previously published reports. For some widespread 
shortage occupations identified in 2025, the rankings for the years 2017–2021 could not be retrieved, as the data from those years could 
no longer be obtained. For the years 2017–2021, any rankings displayed are taken directly from previous reports.

Source: Data submitted by EURES NCOs.
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Table 15:	Ranking of high-severity shortage occupations identified in 2025, compared with previous reports

Occupation
Change in 

ranking from 
2024 to 2025

Ranking 
in current 

report (2025)

Ranking in previous editions of this report

2024 2023 2022 2021 2020 2019

Specialist medical practitioners + 1 2 4 4

Nursing professionals + 2 3 3 1 1 1

Roofers + 3 6 5 4

Waiters + 3 4 4 6

Nursing associate professionals + 3 5 8 7

Generalist medical practitioners + 3 6 4 2

Welders and flame cutters = 3 3 4 2 2 2 2

Motor vehicle mechanics and 
repairers + 3 6 7 6

Plumbers and pipe fitters + 3 5 4 3 2 2 2

Bus and tram drivers + 4 6 9 5

Heavy truck and lorry drivers – 4 1 1 1 3 2 1

Crop farm labourers + 4 8 9 7

Building and related electricians + 4 5 5 4

Electrical engineers + 4 6 8 -

Electrical engineering technicians + 4 8 9 5

Air conditioning and refrigeration 
mechanics + 4 6 6 6

Concrete placers, concrete finishers 
and related workers + 4 7 7 3

Health care assistants + 5 6 7 6

Dentists + 5 8 9 7

Paper products machine operators + 5 7 11 -

Cooks + 5 7 6 4

Health professionals not elsewhere 
classified + 5 7 9 8

NB: Due to methodological changes, there may be slight deviations from the previously published reports. For some widespread 
shortage occupations identified in 2025, the rankings for the years 2017–2021 could not be retrieved, as the data from those years could 
no longer be obtained. For the years 2017–2021, any rankings displayed are taken directly from previous reports.

Source: Data submitted by EURES NCOs.
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