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O EXECUTIVE SUMMARY

The Traineeship Scheme at the European Commission is a well planned, managed and implemented
programme, which properly fulfils its mandate in terms of providing young graduates with a high
quality working experience at the EC; and in terms of providing the EC with inpufs and energies of
young, competitively-selected graduates. These inputs are of use to accomplish its overall mandate.

The Traineeship Scheme brings with it noticeable impacts in terms of enhancement of the CVs of
former tfrainees, their preparation for entering into the labour market, and setting up of a pool of
young people motivated and prepared to collaborate with the EU institutions in the future and to
act as ‘goodwill ambassadors’ of EU values in civil society.

All the three phases of the TS (namely application and selection, traineeship period and impact)
demonstrate good results in terms of satisfaction of the users, and in terms of efficiency and
effectiveness.

(From the conclusions of the evaluation)

0.1 PREAMBLE

The EC Traineeship Scheme offers five-month Traineeships to university graduates from the Member
States of the EU and from other countries. The programme has been in operation since the 1960s.
Since then, the number of Trainees recruited has risen considerably and has now stabilised; two
Traineeship sessions (March and October) are carried out per year, and each of these sessions
absorbs about 600 Trainees.

DG EAC manages the Scheme on behalf of the European Commission through a specific
Traineeship Office, which is responsible for the overall co-ordination of the programme.

Selection of applicants is made in three steps; during the first step, the TO receives applications and
checks the eligibility of applicants; the second, which involves Commission officers from the different
hosting DGs, aims to produce a list of pre-selected applicants, who are entered info a daftabase
known as the ‘Virtual Blue Book’ (VBB); during the third step, the Units of the Commission qualifying
for hosting Trainees proceed to select their preferred candidates from among those included info
the VBB, book them and make the final selection.

Upon their arrival at the Commission and after an initial series of welcome events managed by the
TO, the trainees are sent to their hosting Units where their daily activities are allocated and
supervised by an Adviser; a Trainee coordinator is nominated in each hosting DG/service to co-
ordinate the management of the Trainees working in that DG/service.

Trainees receive a monthly grant, which in 2007 was €963; since March 2003 the amount of the grant
has been updated yearly.

0.2 THE EVALUATION MANDATE

The objective of the present external evaluation was twofold:

* To assess the efficiency, effectiveness, utility and impact of the Traineeship Scheme; this
backward-looking exercise aimed at providing a picture of the TS operations over the period
2000 to 2006, by assessing its overall performance.

¢ To formulate recommendations to improve the effectiveness, efficiency and utility of the
Traineeship Scheme (forward-looking exercise).

The evaluation was required to focus on the three phases of the Traineeship Scheme (TS), namely the
application and selection process; the Traineeship at the EC and the impact of the Traineeship.

More specifically, the evaluators had to address the following:
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The application and selection process - Efficiency

Q1)
Q2)

Q3)
Q4)
Q5)
Qé)

The extent to which the HR deployed for all different phases of application and selection
process are appropriate in relafion to the number of applications submitted;

The extent to which the basic grant (fotal amount) is appropriate fo cope with the demand
(number of applications);

The efficiency of the application phase;
The efficiency of the pre-selection phase (including the call for evaluators);
The efficiency of the final selection phase within the EC services;

The extent to which changes in the rules (...) have produced positive effects as far as the
rationalisation, computerisation and (...) fransparency of the application and selection
process is concerned.

The application and selection process - Effectiveness

Q7)
Qs8)
Q9)
Q10)
Q1)

Q12)
Q13)

The extent to which the various components of the application and selection process do
attract and motivate highly qualified applicants;

The extent to which the eligibility criteria ensure that the Traineeship Scheme is equally opened
to graduates of all MSs;

The extent to which the eligibility criteria reflect recent developments in the labour market and
changes to the national education systems;

The extent to which the profile / background of the Trainees fit with needs of the Commission
services;

The extent to which the internal evaluation system provides an adequate feedback and
ensure an appropriate follow-up;

The extent to which the monthly grant awarded attracts highly qualified applicants;

The gender balance among applicants and among selected Trainees (additional issue
infroduces by the Evaluation Team).

The Traineeship period - Efficiency

Q14)

Q15)
Q16)
Q17)

Q18)

The extent to which the HR deployed (Traineeship Office, Advisers and Trainee coordinators)
during the Traineeship are appropriate fo provide the Trainees with the necessary
administrative support, in particular at the beginning of the their Traineeship period;

The extent to which the liaison committee is appropriate (in terms of organisation, role, HR) to
comply with their task;

The extent to which the working environment (location of offices, shared offices etfc) is
appropriate to provide the Trainees with the necessary logistic support;

The extent to which the tasks allocated and their description have improved the efficiency of
Trainees during the Traineeship;

To what extent the current length of the Traineeship (5 months) is appropriate for both Trainees
and the EC services.

The Traineeship period - Effectiveness

Q19)
Q20)
Q21)
Q22)

Q23)

The extent to which the Advisers provide an appropriate ‘tutoring’ to Trainees during the
Traineeship period;

The extent to which the tasks allocation and description during the Traineeship are a benefit
for both Trainees and the EC;

The extent to which the assistance given by the liaison committee at the beginning of the
stage has been satisfactory;

To what extent the internal evaluation system is appropriate in order to identify the emerging
needs;

To what extent the Trainees are integrated in the hosting Unit/DG (additional issue infroduced
by the Evaluation Team).

The impact of the TS — Utility for trainees and the Commission

Q24)

The extent to which Trainees have a better understanding of the objectives and goals of the
EU integration process and policies;
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Q25) The extent to which Trainees can put into practice the knowledge acquired during their
studies, in particular in their specific areas of competences;

Q26) The extent to which the Scheme represents a professional value for the graduates as far as
their infroduction to the professional world is concerned;

Q27) The extent to which the Scheme creates a pool of young people better prepared to
collaborate with the EC in the future;

Q28) The extent to which the Scheme represents an added value for the EC, and the extent to
which the EC benefits from the programme;

Q29) The extent to which follow up activities fo the Scheme exist, should be developed, are
effective, fit in a possible strategy of the Commission;

Q30) The inter-institutional dimension of the Scheme (additional issue infroduced at request of DG
EAC).

0.3 MAIN FINDINGS FROM THE EVALUATION

Main findings from the evaluation are synthesised below by phase of the Traineeship Scheme. The full
analysis of findings, per phase, is to be found in Sections 4, 5 and 6. Conclusions are fully reported in
Section 7.

0.3.1 THE APPLICATION AND SELECTION PHASE

Both efficiency and effectiveness of the phase are positively assessed, with a score of 3
out of 4, corresponding to the definition ‘Mostly sunny’!. L

The overall judgement about the way the TO provides the whole Commission with a recurrent
service during the initial phase of the TS is very positive. Some problematic aspects emerged from
the analysis, which can be corrected with the adoption of appropriate measures.

More specifically:

v' Even though ifs organisation of work suffers from inevitable peaks of activity that are a
consequence of the planning cycles of the Traineeship Scheme, the operations of the
Traineeship Office are carried out with a reasonable level of efficiency. Some recommendations
have been formulated to use the exira resources available during off-peaks.

v" The key elements of the application phase are well organised and managed, and the online
procedure for application is efficient and user-friendly; some critical elements emerge that can
be corrected with a direct positive effect on the overall efficiency of the phase. These main
critical aspects are in relation to the transparency in the way pre-selection criteria are applied
(this aspect has been however solved, while the evaluation was ongoing, by the adoption of a
pre-selection assessment grid); by the non-disclosure to applicants of the pre-selection criteriqa,
by the consequences of the lobbying activities carried out by about half of pre-selected
candidates, and by rumours about some cases of preferential freatment during selection.

v" The application and selection phase do attract highly mofivated applicants, the large majority
of whom are safisfied with the effectiveness of the various components of these phases.

v" The Traineeship Scheme is equally open to candidates from all MSs, and there are no restrictions
that can restrain interested graduates from any specific countries from applying. However, the
present system of national quotas guarantees to every MS the possibility of having some of their
graduates selected for fraineeship, but conversely creates a situation of unequal treatment

I A system of meteorological definitions — symbolised by icons — has been adopted to represent the final judgements expressed
by the consultants, based on evidence gathered from the evaluation. The system is made up of four definitions, namely ‘Sunny’,
corresponding to a score of 4 out of 4 ((no problems emerged from the evaluation); ‘Mostly sunny’, corresponding fo 3 out of 4 (a
few problems emerged from the evaluation, which can be easily corrected); ‘Mostly cloudy’, corresponding to 2 out of 4 (serious
problems emerged from the evaluation, which can be corrected without major changes); and ‘Raining’, corresponding to 1 out
of 4 (the element is affected by major problems, which can be corrected only with structural changes). Each area of analysis of
each phase of the TS has been aftributed an overall score; specific scores have moreover been attributed to the different
elements that make up the overall judgement. Please refer fo Section 7 for full reference.
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among candidates based on their natfionality. The potential success rate spans from 23.5% for
Italian candidates to 50.2% for British citizens, to 95% for citizens of Luxembourg.

Recent developments in the labour market and changes in the national education systems did
not affect in one way or another the eligibility criteria of the TS.

The internal monitoring system has allowed the gathering of a wealth of information on the
performance of the TS, but is affected by major problems in conception (lack of anonymity of
the surveys, some wrong formulations of questions, adoption of inappropriate scoring system
etc.), by insufficient and episodic exploitation of results, and by the non-communication of the
outcomes from infernal monitoring to the hierarchy and those involved in the implementation of
the Scheme. Major changes are proposed in the Recommendations.

The amount of the monthly grant allocated to Trainees does attract well qualified applicants,
and the mechanism adopted to automatically increase its amount follows the increasing of the
main expenditures incurred by Trainees. A stable average of about 44% of Trainees do not need
to supplement the grant with extra funds during their period at the EC, and 67% do not express
dissatisfaction with the amount of the grant.

Trainees are in principle liable to pay taxes to the fiscal authorities of their home countries on the
grant received, unless specific exemptions exist.

0.3.2 THE TRAINEESHIP PERIOD AT THE COMMISSION

The efficiency of the phase is positively assessed, with a score of 3 out of 4, corresponding
to the definition ‘Mostly sunny’. -

The effectiveness of the phase is very positively assessed, with a score of 4 out of 4,
corresponding o the definition ‘Sunny’.

The following key elements emerge from the analysis of the second phase of the Traineeship
Scheme:

v

The Traineeship Office provides Trainees during their stay at the Commission with necessary
administrative support; this support is positively assessed by (on average) 65% of Trainees. Human
Resources available at the TO are appropriate to the scope.

The Licison Committee also provides an appropriate service to Trainees, even if this is less valued
by Trainees. This element might also be affected by the much lower visibility of the LC in
comparison with the TO. The HRs available to the LC are appropriate to the scope.

Organisation of work during the traineeship is very positively assessed by Trainees; several factors
combine fo give rise to this judgment, such as the formalisation of a job description, the daily
contacts with their Advisers, the content of the job (interesting for 83% of Trainees, who rated
their work as varied, consistent with their capabilities, compatible with the length of term, and
well defined), and the opportunity for Trainees to learn new skills.

The assignment to Trainees of a medium-term project (with duration compatible with the length
of their service) is one of the key factors of success of the fraineeship. Conditions related to the
mission of the hosting Units can however prevent the assignment of this kind of activities.

Duration of stay is considered appropriate by 60% of Trainees and Advisers; however, an
important 40% of them assessed this duration as too short in consideration of the learning curve
of Trainees. Some alternative and complementary hypotheses have been considered, and a
specific recommendation issued.

Assistance provided by Advisers is appropriate and valued by the majority of Trainees. Advisers
consider their supporting activity as fime-consuming but worth the effort in consideration of the
results achieved.

70% of Advisers consider that tasks delegated to Trainees are demanding or very demanding.
The confribution of Trainees to the work of their Units is judged to be effective and substantial.
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Trainees are fully infegrated within their hosting Units, and this integration is achieved with very
little if any difficulty.

There is a direct link between the university background of Trainees and the content of their job
during traineeship; this mainly regards Trainees with backgrounds in disciplines such as
humanities, law, economy, and social sciences.

0.3.3 THE IMPACT ON THE COMMISSION AND ON TRAINEES

The utility of the phase is very positively assessed, with a score of 4 out of 4, corresponding
to the definition ‘Sunny’.

The following key elements emerge from the analysis of the last phase of the Traineeship Scheme:

v

Trainees value highly the learning dimension of their traineeship in relation both to the specific
content of their job, to the working mechanisms inside their DG, and about the EC in general.

The Traineeship at the EC enhances substantially the value of the CVs of past Trainees, 96% of
whom are employed shortly after the end of their term. There are consistent signs suggesting that
four years after the end of the traineeship the unemployment rate decreases even more. As a
comparison, the average unemployment rate among graduates of the EU-27 zone is 5%2.

The Traineeship at the EC is an excellent way to prepare young graduates to collaborate in the
future with the EU institutions: more than the 26% of former Trainees responding fo the survey
work for intfernational organisations, half of this 26% for the EC and another 15% for other EU
institutions or bodies.

The objective of the TS of establishing a group of ‘goodwill ambassadors’ of European ideas and
principles is achieved: the extra-professional activities of more than 71% of past Trainees (political
activism, social and cultural interests etc.) are to some extent linked with EU issues and policies.

The attempt made in the past by former Trainees to set up follow-up activities of the Traineeship
Scheme did not succeed; the EC wisely did not invest substantial resources in supporting this
attempt and discontinued provision of office space, equipment, and Trainees. None of the past
Trainees who participated in the evaluation survey considers that there is a need for establishing
follow-up activities to the TS.

Forms of inter-institutional collaboration of different EU Traineeship Schemes exist, and there is
interest and space to strengthen the collaboration even more, particularly with the Council and
the Parliament, while respecting the respective autonomies and specificities of each institution.

0.4 RECOMMENDATIONS

The report formulates, per phase of the TS, a set of recommendations aimed at supporting the efforts
of the Commission to increase even more the value of its Traineeship Scheme. These
Recommendations are here reported, and in some cases have been synthesised for ease of
reading; their complete version is reported in Section 8.

2 Reference: Eurostat, year 2005.
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0.4.1 APPLICATION AND SELECTION PROCESS

Recommendation 1.

Recommendation 2.

Recommendation 3.

Recommendation 4.

Recommendation 5.

Recommendation é.

Recommendation 7.

Recommendation 8.

Recommendation 9.

The Traineeship Office is invited to allocate a consistent part of the extra
resources available during its off-peak periods to the processing, analysis
and reporting of findings from the internal monitoring system. It is moreover
invited to devote a consistent part of these exfra resources to the
implementation of the recommendations formulated by the present report.

The Traineeship Office is invited to produce and publish on its website a tool
kit for applicants containing, for each DG and service of the Commission: (i)
mission statement; (i) organisation chart; (i) an overview of the main tasks
of each Directorate within each DG/service; and (iv) a link to the website(s)
of these DGs/services.

These information sets shall ideally be harmonised to make it easier for
applicants to understand the specificities of DGs and Directorates;
collaboration in this sense shall be sought from the different DGs/services.

(...)

The Traineeship Office is recommended fo integrate the pre-selection and
selection processes, by including within the application form the possibility
for applicants to indicate their preferences regarding the content of the
activities to be carried out during their stay af the Commission.

(...) This recommendation aims to increase visibility of the horizontal services
of the Commission, and therefore of the possibility to apply for a traineeship
period af these services.

The Traineeship Office is recommended to take actions to encourage Units
fo conduct phone interviews with their preferred candidates during
selection, in order to assess their motivation and test their linguistic skills.

The Traineeship Office is strongly recommended to make anonymous the
identity of pre-selected candidates before their inclusion in the VBB, and to
disclose their names only after their booking by hosting Units. The effects of
this measure on the phenomenon of favouritism during selection shall be
assessed during the next evaluation of the Traineeship Scheme.

The Traineeship Office is recommended to publish on its website the
evaluation grid used during pre-selection; and fo provide unsuccessful
applicants, on request, with the score they received.

The Traineeship Office is recommended to propose to the hierarchy of DG
EAC to analyse all possible effects and repercussions of maintaining or
dismantling the present system of national quotas during pre-selection, in
the light of the two legitimate but contrasting interests at play: those of MSs
of having a pre-determined quota of fraineeship places available for their
nationals; and those of individuals of not experiencing discrimination on the
basis of their nationality.

In case of maintaining the present rule, information on its functioning should
be clearly provided to potential applicants through publication on the TO
website, in order to increase the transparency of the system.

The present Recommendation contains several indications for the
restructuring of the present monitoring system (...)

The Traineeship Office is recommended to make Trainees aware of their
duty to declare the grant received to their competent fiscal authorities, by
including a specific assumption of liability within the grant contract.
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0.4.2 TRAINEESHIP PERIOD

Recommendation 10. The Traineeship Office is invited to promote the practice among hosting
Unifs to assign — wherever possible and if compatible with the tasks of the
Units — medium-term projects to Trainees.

Recommendation 11. The Traineeship Office is recommended to involve the hierarchy of DG EAC
and of ofher relevant services in a discussion about the most suitable
duration of the fraineeship period, and possible mechanisms to extend its
duration in exceptional cases.

It is furthermore recommended to promote the carrying out of a cost-
benefit analysis guiding the assessment of the feasibility of possible
alternative options.

0.4.3 IMPACT OF THE SCHEME

Recommendation 12. The Traineeship Office is invited to take the initiative to propose to the other
EU Institutions collaboration to provide prospective applicants with a
common image of the Traineeship opporfunities at the EU institutions, by
setting up a joint portal guiding the choices of potential applicants, and
exploring concrete ways to reduce the existing differences in application
procedures.
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1 FOREWORD

The overall objective of the present evaluation exercise was to assess the efficiency, effectiveness
and utility of the Traineeship Scheme at the European Commission, and formulate a set of
recommendations to improve the follow-up of the Scheme, its efficiency and effectiveness as far as
the different phases of the Scheme are concerned. The evaluation was required to focus on the
three phases of the Traineeship Scheme (TS), namely the application and selection process; the
Traineeship at the EC; and the impact of the Traineeship on Trainees and the Commission.

The evaluation was carried out from September 2007 to May 2008 by a team of Evaluators which
included Marco Lorenzoni (team leader), Silvia Vignetti (task manager), Simon Roy (senior
evaluator), Federica Givone and Davide Sartori (project analysts).

This final report includes nine Sections and a volume of Annexes, and is organised as follows:
Section0  Contains the Executive Summary of the report.

Section1  The present section, providing basic introduction elements to the scope of the
evaluation.

Section2  Presents the methodology adopted to carry out the evaluation mandate.

Section3  Provides a descriptive analysis of the overall organisation and phases of the Traineeship
Scheme.

Section 4 Presents the findings from the analysis of the application and selection process.
Section 5  Presents the findings from the analysis of the Traineeship period at the EC.
Section 6  Presents the findings from the analysis of the impact of the Traineeship Scheme.

Section7  Draws the main conclusions concerning the efficiency, effectiveness, and impact of the
Traineeship Scheme.

Section8 Contains the recommendations formulated to improve the performance of the
Scheme.

Annexes (second volume)

Contains essential supporting evidence of the present report, such as an evaluation map developed
as a guidance for the present exercise; a synoptic grid of the former and present legal base of the
TS; elaboration of findings from the analysis of the infernal monitoring system and of the evaluation
surveys; list of interviewees; reports from the Focus groups; and bibliography.

The team is grateful to all the individual persons who participated in interviews, to those who
responded fo the surveys, to participants in the Focus Groups and fo the members of the Steering
Group for their invaluable confribution fo the present evaluation. The team is particularly
appreciative of the effective and professional support given by the officers of the Traineeship Office
throughout the whole course of the evaluation.
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2 METHODOLOGY AND TOOLS

2.1 THE OBJECTIVE OF THE EVALUATION

The objective of the evaluation was twofold:

* To assess the efficiency, effectiveness, ufility and impact of the Traineeship Scheme; this
backward looking exercise aimed at providing a picture of the operations of the TS over the
period 2000 to 2006, by assessing its overall performance.

* To formulate recommendations in order to improve the effectiveness, efficiency and utility of the
Traineeship Scheme (forward-looking exercise).

The evaluation was required to focus on the three phases of the Traineeship Scheme (TS), namely the
application and selection process; the Traineeship at the EC and the impact of the Traineeship.

In order to achieve the overall objective of the exercise, the ToR formulated a discrete set of
Evaluative Questions (EQ) for each of the above phases and evaluation criterion, as follows:

The application and selection process - Efficiency

Q1) The extent to which the HR deployed for all different phases of application and selection
process are appropriate in relation to the number of applications submitted;

Q2) The extent to which the basic grant (total amount) is appropriate fo cope with the demand
(number of applications);

Q3) The efficiency of the application phase;
Q4) The efficiency of the pre-selection phase (including the call for evaluators);
QJ5) The efficiency of the final selection phase within the EC services;

Qé6) The extent to which changes in the rules (...) have produced positive effects as far as the
rationalisation, computerisation and (...) fransparency of the application and selection process
is concerned.

The application and selection process - Effectiveness

Q7) The extent to which the various components of the application and selection process do
attract and motivate highly qualified applicants;

Q8) The extent to which the eligibility criteria ensure that the Traineeship Scheme is equally opened
to graduates of all MSs;

Q?) The extent to which the eligibility criteria reflect recent developments in the labour market and
changes to the national education systems;

Q10) The extent to which the profile / background of the Trainees fit with needs of the Commission
services;

Q11) The extent to which the intfernal evaluation system provides an adequate feedback and ensure
an appropriate follow-up;

Q12) The extent to which the monthly grant awarded attracts highly qualified applicants;

Q13)The gender balance among applicants and among selected Trainees (additional issue
infroduced by the Evaluation Team).

The Traineeship period - Efficiency

Q14)The extent to which the HR deployed (Traineeship Office, Advisers and Trainee coordinators)
during the Traineeship are appropriate to provide the Trainees with the necessary
administrative support, in particular at the beginning of the their Traineeship period;

Q15) The extent to which the licison committee is appropriate (in terms of organisation, role, HR) to
comply with their task;
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Q16)The extent to which the working environment (location of offices, shared offices etc) is
appropriate to provide the Trainees with the necessary logistic support;

Q17)The extent to which the tasks allocated and their description have improved the efficiency of
Trainees during the Traineeship;

Q18) To what extent the current length of the Traineeship (5 months) is appropriate for both Trainees
and the EC services.

The Traineeship period - Effectiveness

Q19)The extent to which the Advisers provide an appropriate ‘tutoring’ to Trainees during the
Traineeship period;

Q20) The extent to which the tasks allocation and descriptfion during the Traineeship are a benefit for
both Trainees and the EC;

Q21) The extent to which the assistance given by the liaison committee at the beginning of the stage
has been satisfactory;

Q22) To what extent the internal evaluation system is appropriate in order to identify the emerging
needs;

Q23) To what extent the Trainees are integrated in the hosting Unit/DG (additional issue infroduced
by the Evaluation Team).

The impact of the TS — Utility for trainees and the Commission

Q24) The extent to which Trainees have a better understanding of the objectives and goals of the EU
infegration process and policies;

Q25) The extent to which Trainees can put into practice the knowledge acquired during their studies,
in particular in their specific areas of competences;

Q26) The extent to which the Scheme represents a professional value for the graduates as far as their
infroduction to the professional world is concerned;

Q27)The extent to which the Scheme creates a pool of young people better prepared to
collaborate with the EC in the future;

Q28) The extent to which the Scheme represents an added value for the EC, and the extent fo
which the EC benefits from the programme;

Q29) The extent to which follow up activities to the Scheme exist, should be developed, are
effective, fit in a possible strategy of the Commission;

Q30) The inter-institutional dimension of the Scheme (additional issue introduced at request of DG
EAC).

The list of evaluative questions has been the basis for the formulation of an evaluation map, which
guided the whole evaluation exercise. More specifically, the evaluation map includes, for each
evaluative question, the primary and secondary source of evidence used to answer the question as
well as the set of indicators developed to complete the assessment.

The evaluation map has been the guiding tool for the entire evaluation exercise, a work in progress
document updated in each stage of the evaluation. Its final version is presented in Annex |, Vol.2.

2.2 EVALUATION DESIGN AND TOOLS

The evaluation (based on a blend of qualitative and quantitative data) was organised in four
phases, namely: Inception; Data gathering; Data analysis and Final reporting.

It was carried out with the use of four data gathering tools, namely documentary analysis (including
findings from the intfernal monitoring system), semi-structured interviews, focus groups and on-line
surveys. Additionally, the team could rely on a set of information from the internal monitoring system
provided by the TO.

Two evidence aggregation tools (SWOT analysis and a system of indicators) were selected to
support the analysis of findings and reporting.

Each of the data-gathering tools has been used to answer to one or more EQs, and each EQ has
been addressed with the use of two or more evaluation tools; this has been done to ensure
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friangulation and cross-verification of the collected evidence. Figure 2.1 presents the use of
evaluation tools, per area of analysis.

Figure 2.1  Specific tool by evaluation questions
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In the case where two or more sources of information provided conflicting evidence, the present
report analyses the main reasons for discrepancies and provides the judgements of the evaluation
team. In particular, the infernal monitoring system and the evaluation surveys were not always
consistent. There are some reasons for this:

v

The internal monitoring system is not anonymous, so that answers of respondents might be less
open than those provided in answer to the anonymous evaluation surveys;

(for trainees) The internal monitoring records opinions of participants expressed at the beginning
and close to the end of their fraineeship period; their answers are in relation with an experience
that is ongoing at the time of answering, and very much influenced by persons met during the
period. In contrast, the evaluation survey collected assessments of a past experience (in some
cases a few years after the end of this experience); the large majority of past trainees
formulated these assessments after other professional experiences that might have caused them
to put their experiences of fraineeship in a temporal and comparative perspective.

(for trainees) The surveyed sample of the two exercises does not fully matfch: the evaluation
survey targeted a sample of frainees who were not targeted by the internal monitoring system
(period March 2000-March 2004), and was therefore larger in scope. The differences recorded
(for trainees of the period October 2004-October 2006) between the answer ratio of the internal
monitoring system (almost 100%) and the ratio of the evaluation survey (43.1%) is not a reason of
concern. The very high response rate of the evaluation survey, and its coverage of the universe
of frainees, are two elements allowing us fo conclude that replies obtained are surely fully
representative of the opinions of trainees.

However, even if in some cases and on some specific and limited issues the opinions gathered were
not clear-cut, there were no major concerns in analysing the evidence gathered from the different
sources of information in reason of the methodology adopted, which proved to be appropriate to
the scope.
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2.2.1 DOCUMENTARY ANALYSIS

A thoughtful analysis of the available documentation relevant to the scope of the mandate allowed
the evaluators to understand the functioning of the Scheme, to reconstruct the intervention logic of
the programme and thus to fine tune the evaluation design, especially concerning the semi-
structured interviews, the focus groups and the evaluation surveys.

Sources analysed include the legal basis of the Traineeship Scheme, the rules governing applications
and selection, guidelines for advisers, statistics prepared by the Traineeship Office and others of
relevance (the full bibliography is given in the second volume of the present report).

Internal monitoring system

Documentary analysis also included scrutiny of the relevant findings from the internal monitoring
system. The system, managed by DG EAC/TO and operational since October 2004, is organised
around three online surveys and targets both Advisers and Trainees at different moments of each
Traineeship session:

v" Month 1 - a first survey is addressed to Trainees.
v Month 5 - a second survey is addressed to Trainees, and a survey is addressed to Advisers.

In the absence of processed analyses of findings, the evaluation team identified the monitoring
questions that were also relevant to the present evaluation mandate (representing about the 50% of
the overall sets of questions), and processed the responses obtained.

This exercise had a double value:

v" from one side it allowed the gathering of evidence from existing, partly unexploited secondary
sources;

v' from a concurrent side it allowed better focus for the surveys that were launched within the
remit of the present mandate.

Findings from the infernal monitoring system are reported in Annex lll, Vol. 2, while the functioning of
the Monitoring System has been analysed in the present volume, when answering to EQs 11 and 22
(paragraph 4.3.5).

2.2.2 SEMI-STRUCTURED INTERVIEWS

This tool has been used to collect mainly qualitative information and opinions from key informed
stakeholders. The purpose was to reconstruct the intervention logic of the Traineeship Scheme, by
analysing the experiences of those called to implement if.

A first set of interviews was conducted at the very beginning of the evaluation, in particular with the
components of the TO, former Trainees, Advisers and Trainee Coordinators. This first round of
interviews was addressed to gather a preliminary idea on the functioning of the Scheme and
understand what are the actors involved in the different phases of the Scheme; it thus allowed us to
integrate evidence collected through documentary analysis.

A second set of inferviews was made during the following phases of the evaluation in order to
gather more specific and punctual information, also with actors outside the Commission (Association
of former trainees, representatives of Traineeship Schemes in other EU institutions, EU umbrella
organisations of enterprises, and one fiscal expert). Some further interviews were also organised with
components of the TO in order to integrate findings.

A full list of people interviewed is included in Annex VI, Vol. 2.
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2.2.3 FOCUS GROUPS

Three Focus Groups have been carried out, involving Trainees, Advisors, Members of the pre-
selection committee, Trainees coordinators, and the TO. The first FG was organised in the first phase
of the evaluation and targeted six current Traineesd during their first month of service (session
October 2007), with the objective to discuss their experiences of the applicafion and selection
processes. This was done to provide evaluators with elements to assist in preparation of the text of
the survey for former Trainees.

The two further FGs served fo validate some key findings emerging from the data gathering phase,
and test possible recommendations meant to address key aspects of the evaluation. The first
focussed on the application and selection process, and involved one Trainee, one member of the
pre-selection Committee, one Trainee coordinator, and one officer of the TO4. The final FG focussed
on both the Traineeship phase and the impact of the Scheme, and involved three Advisers and one
officer of the TOS.

The full reports on the FGs are included in Annex VI, Vol. 2.

224 ON-LINE SURVEY

Two on-line surveys have been carried out addressing Advisers and past Trainees respectivelys.
Surveys were based on multiple-choice and Likert-based questions; in order to ‘force’ respondents to
take a stand, even scoring systems were adopted; this proved to be particularly effective for
questions in areas that could have been perceived as sensitive by respondents.

The questionnaire for Advisers was both in English and in French, while the questionnaire for former
Trainees was in English, French and German.

Questionnaires were based on a series of different statements, on which respondents were

requested to react through two parallel ranking systemes:

* one dllowed respondents to express their agreement/disagreement with the statements, on a
scale from 1 to 6;

* the other allowed respondents to indicate the importance they attributed to the issues
infroduced with statements, by means of a score out of 4.

This way of proceeding has enabled the evaluation tfeam to clarify the critical areas on which
aftention should be focused, namely the issues considered very important by the respondents but, at
the same time, with a low degree of satisfaction, and the areas where a good satisfaction is gained
on aspects of low importance (and maybe a waste of resources is occurring). On these two areas
specific actions to be taken have been investigated with subsequent focus groups.

3 Two further expected participants cancelled at the last minute.
4 Three further confirmed participants did not show up.
5 Two further confirmed participants did not show up.

¢ A textual version of both Questionnaires is provided in Annex 4 (Q for Advisers of the period 2004-2006 and Q for former Trainees
of the period 2000-2006).
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Figure 2.2  Interpretation of the survey results
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The evaluation surveys targeted all past Trainees from the period October 2003 to October 2006, and
20% of Trainees from the period March 2000 to March 20037, plus all Advisers from the period
October 2003 to October 2006. It proved to be a very powerful tool, through which 1,733
questionnaires for Trainees and 932 questionnaires for Advisers were collected, which correspond to
a very high response rate — 43.1% for Trainees and 45.4% for Advisers.

The following table reports the key quantitative indicators of the surveys carried out.

Table 2.1 Response ratio of evaluation surveys

Invitations Wrong Invitations RespoNses Response
addresses OK P rate

T.ralr.wee.s sessions MO0 fo M0O3 840 153 687 112 16.3%
(invitations by post)
Trainees sessions Q03 fo O06 3,907 574 3,333 1,621 48.6%
(invitations by email)

Total Trainees 4,747 727 4,020 1,733 43.1%
Advisers 003 fo 006 2,312 259 2,053 932 45.4%
(invitations sent by emaiil)

While the representativeness of these results for the period October 2003 to October 2006 is highly
significant (almost half of the entire population of the Trainees and Advisers participated in the
survey), this is less the case for frainees of the period March 2000 to March 2003, where only around
3.3% (16.3% of the 20%) of the total population was covered by the survey. However this caducity
could not be prevented, given the redundancy of the available databases and the lack of
availability of email addresses for this group of tfrainees.

Findings from the surveys are reported in Annexes V and VI, Vol. 2; the text of the Questionnaires is
reported in Annex IV.

7 The non-availability of the email addresses of trainees of the period March 2000 to March 2003 made it necessary to invite them
to parficipate in the survey through the sending by post a letter containing the web address of the online questionnaire; in order
to limit the costs of this unplanned exercise (which were absorbed by DG EAC) a sample equalling the 20% of frainees was
selected, with the use of random sampling criteria. This way of proceeding was however affected by some external constraints,
such as some of the postal addresses available being out of date, and the lower efficacy of the process itself compared with the
sending of invitations via email (respondents were required to open their browser and type the web address of the questionnaire,
instead of just clicking on a link contained in an email message).
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2.2.5 SWOT ANALYSIS AND SYSTEM OF INDICATORS

In order to provide a concise assessment about the performance of each of the three phases of the
Scheme, the team produced three SWOT matrices and developed a specific system of indicators.

The first tool enabled us to describe in a short and structured way the main findings of the evaluation
for each phase analysed, by poinfing out ifs sfrengths, weaknesses, opportunities and threats.

The system of indicators guided the evaluation exercise during the whole process, and was part of
the evaluation map, as described above. The system of indicators aimed at providing a set of
punctual information, mostly quantitative, describing the performances of the Scheme according fo
the evaluation criteria.

The set of indicators is presented, for each of the phases of the Traineeship Scheme, in the relevant
paragraph providing its general assessment (paragraphs 5.1, 6.1 and 7.1 of the present volume),
together with the SWOT matrixes. Some of the indicators are then recalled when the discussion of a
specific issue needs to be illustrated with relevant quantitative evidence.

2.2.6 STRENGTHS AND WEAKNESSES OF THE METHODOLOGY

A number of strong points characterised the methodological design:

* The number of different data gathering tools that have been used during the exercise. This
allowed cross-comparison of findings, which proved to be of great importance to interpret results.

* The use of the selected data aggregation tools, in particular the SWOT analyses and the Focus
Groups; with reference to the FGs, the testing of some of the possible recommendations with key
players of the system proved its effectiveness during the final phases of the evaluation.

¢ The support of the TO in terms of information provided proved to be very effective and a key
factor of success; the continuous interaction, exchange of information and provision of
databases was very helpful and enriched the range of sources of information available.

* The evaluation team could rely on an exiraordinarily large set of primary data, mostly
quantitative, especially as regards the first phase of the Scheme under evaluation (application
and selection), which enabled triangulation of findings. This is due partly to the existence and
availability of the internal monitoring system of EAC, and partly to the good results recorded by
the evaluation survey, which enabled an extensive analysis of users’ satisfaction.

The team could combine the quantitative data on large samples of population with qualitative and
more descriptive information coming from semi-structured interviews and focus groups. Given the
variety of typologies of actors involved (Advisers, Coordinators, staff of TO, Trainees, evaluation
committee), it was necessary to involve all the different actors in order to have a comprehensive
picture of the functioning of the Scheme and the expectations of the different parties. Thanks to this
approach, the evaluation feam could collect a wide range of data and information that enabled
us to cover not only the issues addressed with the evaluative questions in the ToRs, but also some
addifional specific requests.

Some minor weaknesses could be highlighted in the methodology:

* In order to comply with data protection requirements, the evaluation team did not have access
to personal information of any of the individuals contacted within the remit of the present
mandate (Trainees as well as Commission officials). The relevant databases of the internal
monitoring system were therefore ‘anonymised’ by DG EAC before their analysis by evaluators,
and invitations to participate in the key phases of the evaluation were sent by DG EAC/TO in
coordination with the evaluation team. The need to respect this severe regulation was unknown
to the consultant during the tendering phase; therefore substantial changes were made to the
originally proposed methodology during the initial phase of the evaluation, and this in strict
collaboration with the staff of the Traineeship Office. Severe delays in execution have been
prevented thanks to the commitment to results of both the staff of the Traineeship Office and the
external evaluators.

* The lack of a database of email addresses for the period 2000-03 (unknown during tendering)
prevented the feam from involving to a larger extent frainees and advisers from this period. Given
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the fact that invitations to former frainees had to be sent by postal service, only 20% of the total
population (randomly chosen) could be invited to the survey. DG EAC internalised the
unplanned costs.

The different nature of the three phases of the Scheme (application and selection, fraineeship
period, impact and utility), the specificity of the evaluation questions, the multiplicity of actors
involved and their different roles made it necessary to analyse each phase with different
insfruments. The first phase, by reason of the predominant role played by a single player during
this phase (the Traineeship Office) and by its uniqueness in terms of structured rules and
procedures, allowed for an in-depth descriptive and evaluative analysis. A comparable level of
analysis of the following phase would not have been possible due to the very high number of
different services of the Commission that are involved in the hosting of frainees, and the relatively
lower structuring of the rules governing the Traineeship period.

A counterfactual analysis, which would have been useful especially for the assessment of the
effectiveness of the application and selection phase (i.e. it would have required collecting the
opinions of those who were either not eligible or not preselected or finally not selected), has not
been possible given the resources and the information available within the remit of the present
evaluation. The Steering Committee and the Team were well aware of this point since the
beginning and accepted this weakness, however it is worth mentioning the issue in order fo have
the correct perspective when analysing the data coming especially from the evaluative survey
and the internal monitoring.

The uniqueness of the TS made it impossible to attempt to find a proper benchmark, against
which to assess its absolute performances, especially as regards the efficiency in the use of
internal resources. For this reason some of the quantitative indicators on efficiency are provided
in terms of relative internal performance (FTE mobilised in one phase over the total FTE mobilised
for the entire Scheme).
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3 THE TRAINEESHIP SCHEME - DESCRIPTIVE ANALYSIS

3.1 THE TRAINEESHIP PROGRAMME

The Traineeship Scheme offers five-month Traineeships fo university graduates from the Member
States of the EU and third countries.

The programme has been active since the 1960s. Since then the number of Trainees recruited has
risen considerably and has now stabilised at around 1200 per year.

Box 1- Aims of the Traineeship Scheme
The principal aims of this action are:

- to provide young university graduates with a unique, first-hand experience of the workings of the European
Commission in particular, and of the EU institutions in general. The fraining also aims to provide an
understanding of the objectives and goals of the EU integration processes and policies;

- fo give Trainees an opportunity fo acquire practical experience and knowledge of the day-to-day work of the
Commission Departments and Services. They will have an opportunity to work in a multicultural, multilingual
and multiethnic environment, confributing to the development of mutual understanding, frust and folerance.
European integration will be promoted within the spirit of new governance and through active participation -
creating an awareness of true European citizenship;

- fo give young university graduates the opportunity to put intfo practice knowledge acquired during their
studies, particularly in their specific areas of competence. To infroduce these graduates to the professional
world and its constraints, duties and opportunities.

The European Commission, through its official Traineeships Scheme:

- benefits from the input of young enthusiastic graduates, who can give a fresh point of view and up-to-date
academic knowledge, enriching the everyday work of the European Commission;

- creates a pool of young people with first-hand experience of and trained in European Commission
procedures, who will be better prepared to collaborate and co-operate with the European Commission in the
future;

- creates long-term ‘goodwill ambassadors’ for European ideas and values, both within the European Union
and outside.

Source: Commission Decision of 2.03.2005 - C(2005)458

DG EAC8 manages the Traineeship Scheme on behalf of the European Commission. It is responsible
for the overall co-ordination of the programme. The structure of the programme can be split into a
number of different phases, i.e.: the application process; pre-selection; final selection; recruitment;
welcome for Trainees by the Commission; administrative support to the Trainees during the
Traineeship. All these phases can be roughly grouped into three main categories:

* Application and selection process.

¢ Traineeship period.

* Impact and professional value of the Traineeship Scheme.

& The main role of DG EAC is ‘to reinforce and promote lifelong learning, linguistic and cultural diversity, mobility and the
engagement of European citizens, in partficular the young.’ Source : DG EAC Mission Statement.
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The rules for the management and delivery of this Scheme are set out in the Commission Decision of
2 March 2005 (C(2005)258), and relate to:

* Eligibility of applicants (especially nationality and qualifications).

* Application process.

* Recruitment procedures.

* Rights and duties of the Trainees.

* Financial matters.

These rules reflect the recent reforms aiming at increasing transparency, efficiency and good
governance in general in terms of personnel and financial management.

The computerisation of all the information gathered from the process (applicants, Trainees selected,
rejected applicants) is a major improvement which provides a large amount of information that can
be managed and used for better decision making.

3.2 RECENT REFORMS

Following new practices and procedures infroduced with the Commission’s reform foward principles
of good governance, fransparency, proximity to citizens and gender balance, the management of
the TS has been modified, and a new set of rules came into force from the session commencing 1
October 2005. The new rules replaced the previous procedures adopted in July 1997. The new rules
aim to comply with the financial regulations of the Commission and respond o the need to optimise
the resources, human and capital, deployed for the running of the Scheme.

It is underlined that the 1997 legal base regulated the whole of Traineeship Schemes possible at the
EC at that time (including, for instance, both the so-called structural Traineeship and the Traineeship
Scheme presently under evaluation); the 2005 legal base, on the contrary, regulates only the
Traineeship Scheme under evaluation, also referred to as ‘Blue book’, or 'Virtual blue book’
Traineeship, or VBB for short.

According to this approach, the procedures, rights and obligations of the Trainees have been
modified or clarified. The main modifications concern the application, selection and recruitment
procedures, which — in the intention of the legislators — have been rationalised, computerised and
made more transparent. Eligibility criteria have been updated with the purpose to better reflect
recent developments in the labour market and changes to the national educational systems within
the framework of the Bologna process.

The abolition of the rule preventing Trainees from benefiting from any form of contract with the
Commission unftil one year after the completion of the Traineeship also conftributed to guarantee
equal opportunities between Trainees and all other person applying to the Commission.

Other issues, concerning e.g. sanctions and disciplinary measures, conflicts of interest, and
confidentiality, have been clarified to provide a more exhaustive and definitive framework.

Even before the adoption of the 2005 rules, DG EAC had already intfroduced in practice some
procedural adaptations of the 1997 base, aiming to ensure more tfransparency to the application
processes (e.g., more details were requested to be provided during application). These procedural
adaptations were afterwards included into the 2005 legal base (see Annex I, Vol.2, for a comparison
between the old and the new legal bases).

3.3 ACTORS INVOLVED IN THE APPLICATION AND SELECTION PROCESS

3.3.1  THE TRAINEESHIPS OFFICE (TO)

The TO is responsible for coordinating the European Commission Traineeships Scheme and
undertakes a majority of the tasks involved in the application and selection process. As such, the TO
is responsible for the application, reception and eligibility phases of the process. It coordinates the
pre-selection process by convening and overseeing the work of the pre-selection committees,
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publishes and maintains the Virtual Blue Book? (VBB) and liaises with different Services (through their
Trainee Co-ordinators) throughout the final selection process. The TO also deals with the final
recruitment of Trainees, contracting, and organisation of the administrative welcome, the Welcome
Conference and the visits during the Traineeship itself.

In addition to its permanent staff, the TO hosts one Trainee per Traineeship session, who works on the
‘Stagiaires on-line’ (SOL) website and related activities. This Trainee cannot be considered to work for
the TO, as the activities in which (s)he is involved are formally independent from TO tasks. However,
the TO secretaries provide support, such as reservation of rooms, liaison with the printing services and
so forth.

3.3.2 TRAINEE CO-ORDINATORS

Each Directorate General or Service designates an official to co-ordinate the management of the
Trainees working in that Directorate General (DG) or Service, usually in the unit responsible for Human
Resources. The co-ordinator is the contact point and interface between his/her DG or Service and
the Traineeships Office. As such, Coordinators are involved in the allocation of Traineeship positions
between the units of their DG or Service (this is formally the responsibility of the relevant Director
General) and in the final selection process. During the Traineeships, the Coordinator is generally the
first point of contact for Trainee Advisers in their DG or Service concerning administrative questions.
The day to day line management of Trainees is undertaken by Trainee Advisers in each unit.

The Trainee coordinators inform the Trainee Advisers when the Virtual Blue Book (VBB) containing pre-
selected candidates is open for consultation and provide the log in and password to the units where
a Trainee is allocated for the following session. They have full access to the VBB and can thus provide
Advisers who request it the contact details of potential candidates. It is the Trainee co-ordinator who
makes reservations of individual Trainees in the VBB and provides the reservation list, signed by the
Head of their DG's Human Resources unit, to the TO. Trainee co-ordinators usually organise a
welcome meeting for Trainees in their DG and arrange for their office accommodation, PC and
telephone to be provided. They are usually also responsible for monitoring the leave entitlement of
Trainees and generally assist Trainees with administrative issues during the Traineeships, referring any
problems to the TO.

3.3.3 TRAINEE ADVISERS

In the unit to which they are assigned, Trainees are placed under the responsibility of an Adviser.
Each Adviser can only be responsible for one Trainee in a given training period. The Adviser's role is to
guide and closely follow the Trainee during his or her Traineeship and to act as his or her mentor.
Trainee Advisers are responsible for developing a job description for 'their’ Trainee and discussing it
upon the arrival of the Trainee. Ideally, from the Traineeships Office perspective, Trainee Advisers
should be involved at all points in the selection of their Trainee, including drafting a job description
before making the selection in the VBB, making the selection in the VBB themselves and undertaking
informal telephone interviews to check the availability, motivation and language knowledge of the
candidate. In practice, this degree of continuity is not always achieved.

3.4 PHASES OF THE TRAINEESHIP SCHEME

3.4.1 THE APPLICATION AND SELECTION PROCESS

Each year, the Commission recruits a maximum number of 1200 Trainees to work in its services. A
maximum of 600 of them are recruited in each of two five-month sessions — the first starting in March
(the *March session’), the second in October (the ‘October session’). The basic process for recruiting

? The VBB is the database of pre-selected applicants, i.e. those eligible for selection by the Hosting Units. In the past, this database
was printed and bound with a blue cover; from here it comes the name ‘Blue Book’, which became VBB following
computerisation of the process.
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Trainees and allocating them to different services of the Commission is summarised in Figure 3.1,
which makes reference, for ease of understanding, to the session commencing in March 2008.

Figure 3.1 Overview of application and selection process (Example for the session March 2008)

0 Pre-Application

J L

1 Application

J L

2a Reception

J L

2b Eligibility Check

4

3 Pre-Selection

Il

4 Final-Selection

J L

5 Recruitment

1L

6 Traineeship Session

34.11 Application

Information on the Traineeship Scheme is
posted on the EUROPA website (Pages
managed by the TO)

Candidates complete online application and
submit an ‘application file’ containing hard
copies of key documents to the TO

TO sends acknowledgement of receipt of
applications within 3 weeks of receipt of the
application.

TO checks the eligibility of the files received
(basic criteria: university degree, previous
employment in institutions and languages;
formal criteria: applications dated and
signhed, all requested documents attached)

Pre-selection committees (composed of
Commission officials & organised by
nationality) selected short list of candidates
for Virtual Blue Book (VBB). Candidates
notified

DG:s select candidates from VBB. Number of
Trainees per DG fixed in advance by TO and
per unit by the DG

TO informs successful candidates and
organises confracts. ‘Last minute’ recruitment
continues up to Traineeship session (if initial
candidates reject offers etc.)

A two-day arrival conference held on first
working days of Traineeship session — Stage
Committee elected.

WHEN?

Before 1 June
2007

Between 1 June -
1 September 2007

Finalised by end
of September
2007

Completed by
end of October
2007

Completed by
mid November
2007

By end
December 2007

End December -
early January
2008 (later
recruitment also
occurs)

1 March 2008 to
31 July 2008

In order to apply for a Traineeship under the Commission Traineeship Scheme, candidates must:

1. Have completed the first cycle of university studies and hold the corresponding degree;

2. Not have dlready benefited from previous in-service training or employment (paid or

unpaid) with any of the European institutions or bodies for more than six weeks;
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3. Have a very good knowledge of English or French or German;
4. If a National of an EU Member State, have a very good knowledge of a second EU official

language.

The application process involves two elements. Before the relevant deadline (1 March for the
October session and 1 September for the March session), candidates must:
1. Complete an online application form'%; and

2. Submit a complete ‘application file' to the TO by registered post.

The online application form contains fields for relevant personal details, education and career history
and a space for the candidate to select up to three preferred DGs or Services. The form also
contains free text fields for the candidate to explain their motivations for applying for a Traineeship
and their preferred DG/Service.

The 'application file’ submitted by post in hard copy must include:

* A printed copy of the application form that was submitted online, dated and signed;

* A copy of the candidate’s passport or identity card;

* For completed studies, copies of all diplomas or university certificates, or, where candidates have
not yet received an official degree certificate, a formal statement from their university confirming
their degree result;

* For ongoing studies, a formal statement that the candidate is enrolled in the course;

* Proof of language competence (for EU nationals, in two official EU languages, of which one must
be English, French or German)11.

If the diplomas, certificates etc. are not in a Community language, they should be translated.
Moreover, for part of the time covered by the evaluation, the professional experience mentioned in
the applications also had to be supported by documentary evidence.

Roughly 6000 applications are received for the 600 posts on offer in each five-month Traineeship
session.

3.4.1.2 Reception

The TO checks that applications fulfil the formal requirements. Only eligible (i.e. complete) files go on
to the next phase: pre-selection. This eligibility check is performed primarily by the TO gestionnaires,
although the assistants and one member of the Secretariat also handle some files. The allocation of
files within the TO is mainly based on language competence. Degree certificates and other formal
documents can be submitted in any official EU language, making it necessary fo cover all
languages within the TO.

3.4.1.3 Pre-selection

The objective of the pre-selection stage is to provide a shortlist of suitable candidates, which is
relevant to all Directorates-General (DGs) and includes individuals from a wide range of academic
disciplines. The shortlist must also reflect a broad geographical balance between the EU Member
States. Pre-selection is carried out by pre-selection ‘Committees’ made up of Commission officials
and organised on the basis of nationality. The number of officials in each pre-selection Committee is
determined by the number of applications received from the countries in question. The officials on
the Committees (who are all AD grade staff) are volunteers from across the Commission Services,
who reply to a request from the Traineeships Office. Their participation is approved by their hierarchy.
For recent Traineeship sessions, DGs have, for the first time, been asked to provide a number of
evaluators proportionate to the number of Trainees hosted by their DG.

10 Accessible through the TO website: http://ec.europa.eu/stages/index_en.htm

" Native speakers of English, French and German must provide evidence of competence in another EU language (not required
for EN, FR, DE native speakers who are not EU nationals). Native speakers of other EU official languages must demonstrate their
competence in EN, FR or DE. Native speakers of a non-EU official language must demonstrate their competence in EN, FR or DE
and another EU official language.
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Members of the pre-selection committees meet on a particular day and are requested to examine

application files, taking the following elements info consideration:

* The final marks obtained for undergraduate (and postgraduate) degrees/diplomas — a balanced
assessment should also take account of the candidate’s specialisations, as well as the academic
institutions at which they studied.

¢ Additional diplomas or degrees obtained, other particular studies and academic experience.

* The relationship between the DGs selected by the candidate (particularly first choice) and
his/her academic qualifications

* Reasons for applying in general, and motives for selecting specific DGs - justifications,
explanations, motivation, etc.

* Linguistic knowledge - the knowledge of one working language of the Commission is compulsory
(DE, EN or FR), any additional language is an advantage.

* Relevant professional experience (if applicable).

* The overall presentafion of the application — looking for clear reasoning and expression,
accuracy of data, order and relevance of attached documents, etc.

Each application has to be evaluated separately by at least two committee members. Both have to
sign the evaluation sheet. The presence on the pre-selection committees of nationals of the same
nationality as the candidates whose applications are being examined ensures educational
aftainment can be assessed in an accurate manner (members will know what constitutes good and
excellent performance in given national systems).

Applications are sorted not only by nationality of applicant, but also by DG of first choice of the
applicant. Indicative quotas exist per nationality for the EU Member States (proporfional to
population size and to the number of applications), but the quality of applicants remains the
overriding criterion pre-selection. As such, while it is likely that applicants from countries with low
numbers of applicants overall stand a statistically better chance of being pre-selected than their
counterparts from counftries with high application rates, they must, in principle, still meet strict quality
criteria. No absolute quotas by nationality exist.

Within nationality groups, applications are also sorfed by DG of first choice. As with nationality,
however, quality remains the dominant criterion. Quotas per DG are given as an indicative measure,
but do not have to be followed strictly.

When the work of all pre-selection Committees is finished, the TO uploads the profiles of the pre-
selected candidates into the Virtual Blue Book (VBB). When this is complete, the TO informs the pre-
selected candidates and the candidate numbers of pre-selected applicants are published on the
website of the Traineeships Office.

34.1.4 Final selection

The Traineeships Office decides the number of Trainees to be allocated to each DG or Service,
taking intfo account their size and ‘absorption capacity’. The total number of Trainee places is fixed
by the budget available and thus limited to 600 per session. In the opinion of the Traineeship Office,
this number also reflects the overall absorption capacity of the Commission and is thus at the
appropriate level. Within individual DGs and Services, the Human Resources unit decides which units
should be allocated a Trainee (the quota for Cabinets is limited to one Blue Book Trainee per
session).

The final selection of Trainees is the responsibility of the unit that will host the Trainee. From their
perspective, the final selection process involves the following main steps:

1. Units and services are asked to prepare job descriptions for the Traineeship posts they are
allocated. These should guide the identification and selection of appropriate candidates.
Standard job description templates exist, which are ‘personalised’ for the post in question.
These job descriptions, if declared final by the unit, are aftached for information fo the
confract offer sent to candidates. It appears that the level of detail included in these job
descriptions varies considerably between units and that many units do not even prepare initial
job descriptions.
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2. Trainee Adbvisers or others in the unit select Trainees from the VBB (obtaining access details via
the DG's Trainee Co-ordinator). As noted, candidates may specify a maximum of three DGs
where they would prefer to be employed in their application forms. For an initial ‘priority
period’, units from the candidate's most preferred DG take precedence in selecting Trainees.
If a unit from another DG wishes to select a candidate before the end of this priority period, it
must contact the ‘preferred’ DG to gain their agreement for the selection. After the so-called
‘priority end date’, any unit can select any (unreserved) Trainee (i.e. first come, first served).

3. Before making their final selection, the TO encourages Trainee Advisers to contact prospective
Trainees by telephone to gain a clearer idea of their mofivation, availability and language
skills. At this stage, the candidate should be told they have been short listed, but no offers
should be made directly. In practice, anecdotal evidence collected to datfe suggests that
only a minority of Advisers conduct telephone interviews with prospective Trainees.

4. The unit signals ifs final selection to the Trainee Co-ordinator, who alone is able to make
reservations in the VBB. At this stage, the job description for the Traineeship post is uploaded
by the Trainee Co-ordinator to the management system, if it has been provided by the unit.
The Trainee Co-ordinator organises approval of the final list of Trainees in their DG by the Head
of their Human Resources unit.

5.  The approved list of selected Trainees for the DG is then sent to the Traineeships Office, which
enters the information into the system. Once this list has been sent to Traineeships Office, it
cannot be changed. The contract offers are then sent to the candidates by the gestionnaires,
together with a list of annexes (administrative and information documents).

3.4.2 RECRUITMENT

Once the DG list has been forwarded to the Traineeships Office, it is entered info the management
system by the gestionnaire. At the same time, candidates are sent an email to inform them that they
have been selected. From this point, the list may no longer be amended.

The Traineeship proposals are sent in mid-December (or early January at the latest) for the session
starting on 1 March and in late June/early July for the session starting on 1 October. Candidates
have 3 weeks within which to respond. Should a candidate refuse a proposal, the DG or service will
be notified by the Traineeships Office, and the unit is asked to make another selection. Trainee Co-
ordinators from each DG are able to keep track of the progress of the candidates' cases (proposal
sent, accepted or refused etfc.) in the VBB - the Advisers may therefore approach their Trainee Co-
ordinator o check the status of the recruitment.

3.4.3 ACTIVITIES DURING THE TRAINEESHIP PERIOD

The Traineeship sessions begin with an administrative welcome meeting, followed by a two-day
general infroductory conference, dealing with European Union affairs in general. These welcome
events are organised by the TO, with the support of the Liaison Committee (former Trainees who
remain for an additional three months after the March training period and one month after the
October training period). Attendance at the welcome events is compulsory for all Trainees, with the
exception of those based in a Delegation and those starting at a later date (deferred start). During
the welcome events, the Trainees elect some Trainees from their number to form the Stage
Committee (five in Brussels, three in Luxembourg). The Stage Committee organises events and
represents the inferests of Trainees during the Traineeship session.

During the Traineeship session itself, the individual DGs or Services are responsible for the
management of the Trainees. The Trainee Co-ordinator retains an overview for each DG, deals with
administrative questions and, where necessary, continues to liaise with the TO. On a day to day
basis, however, Advisers manage the work of the Trainee and act as their mentors.

Although the TO has limited contact with Trainees during the Traineeship session, it is responsible for
organising a series of visits for Trainees to other parts of the EU institutions. These include:
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* A three-day trip to Strasbourg, during the plenary sessions of the European Parliament. The
Trainees register during the first days of their Traineeship

* A one-day trip to Brussels (for Trainees in Luxembourg)
* Two- to three-hour visits fo other European institutions (in Brussels and Luxembourg)
* Depending on the session, visits to NATO for Brussels-based Trainees.

These frips and visits are considered as part of the Traineeship experience. The Traineeships Office
recommends Advisers to authorise leave requests for such frips, as well as for trips and conferences
organised by the Stage Committee.

During the Traineeship sessions, the TO confinues to provide administrative support to the Trainees,
particularly in the first days after their arrival. The secretaries and the Head of the TO also monitor the
activities of the Stage Committee and, as noted, the secretaries provide administrative support for
the Committee. Regular meetings are held between the Stage Committee and the TO.

3.44 MONITORING

The TO makes use of online questionnaires to gather feedback from Trainees and Advisers. Trainees
are consulted twice (fowards the beginning and af the end of the Traineeship session), while
Advisers are consulted at the end of the Traineeship session.

The first on-line questionnaire for Trainees is sent to Trainees around the end of the first month after
arrival. The questionnaire focuses on the first five phases of the programme (application, reception,
pre-selection, final selection, recruitment) and on practical issues related to the arrival and
installation of Trainees in the Commission (welcome days, infroduction to the DGs, logistics/
infrastructure etc.).

At the end of each Traineeship period (usually in the last two weeks) electronic questionnaires are
sent fo Trainees (asking them to evaluate their experience of the training period) and to Advisers
(asking them to evaluate the Trainees’ performance).

Further analysis of this aspect is provided in Paragraph 4.3.5.

3.4.5 END OF THE TRAINEESHIP PERIOD

At the end of the Traineeship session, Trainee Advisers are asked to fill in a ‘stage report’ for their
Trainee. This is completed electronically. The stage report is not automatically sent to the Trainee —
the Trainee may ask for a copy of it before their departure and use the stage report as a reference
letter.

If a Trainee leaves earlier than 15 days before the normal session end date, then paper reports have
to be filed in by both the Adviser and the Trainee. Towards the end of the Traineeship period,
requests for earlier termination of the contract are dealt with by the gestionnaires.

After the stage, the Trainee receives a ‘Stage certificate’ and a statement mentioning the amount
of the grant and deductions made - these are the only documents sent automatically fo the
Trainees by the TO at the end of the Traineeship.
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4 FINDINGS:. THE APPLICATION AND SELECTION
PROCESS

4.1 (GENERAL ASSESSMENT

Section 4.1 presents the main findings on the application and selection process, and these are
presented in detail for each of the evaluative questions from Section 0 onwards.

All the three phases of the TS are positively assessed both by Trainees and Advisers; however, the
application and selection phase is the one regarded most critically by both categories. Figure 4.1
below reports an appreciation of the three phases of the TS expressed on a scale from 1 to 6, where
3.50 equals sufficiency. The average score attributed by respondents to the two evaluation surveys
equals 3.91 for Advisers and 4.11 for former Trainees.

Figure 4.1  Satisfaction with the three phases of the TS (scale from 1 to 6; 3.50 = sufficiency)

B trainees
B adviser

The application and The traineeship period Utility and Impact
selection process

Source: Evaluation surveys for Trainees and Advisers

The most crificised aspects of this phase - confirmed both by the evaluation surveys and the internal
monitoring system — are related to its fransparency in the way pre-selection criteria are applied (this
aspect has been solved, however, while the evaluation was ongoing by the adoption of pre-
selection assessment grids); by their non communication to applicants; by the consequences of the
lobbying activities carried out by an important number of pre-selected candidates; and by rumours
about some cases of preferential treatment during selection. Some improvements can be
infroduced by the provision of more detailed, standardised and introductory information on the
mandate of the different DGs and services of the EC, their internal functioning and the main tasks of
each Directorate.

In order to have a clearer assessment of the relative importance and satisfaction for each of the
issues analysed in the application and selection process, Figure 4.2 puts in relation their importance
and satfisfaction scores. Results can be read in absolute terms (considering the scale from 1 to 4 for
importance and from 1 to 6 for satisfaction, where the ‘sufficiency’ is given by scores above 2.5 for
importance and 3.5 for satisfaction, represented by the black vertical and horizontal rows), as well as
in relative terms, where the mean values recorded by the all the issues are calculated (represented

Page 37 of 130



a

by the red, broken lines). In this way relative positions of all the issues are highlighted (see also
Paragraph 2.2.4 on methodology of the survey).

Figure 4.2  Satisfaction with and Importance of the application and selection process
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Source: Evaluation survey for Trainees

According tfo the findings, all the issues are in the ‘Successful area’ when the absolute scale is
adopted. In relative terms some of them perform less satisfactorily than others. In particular:

Transparency is regarded by Trainees as the most important aspect of this phase, but the least
satisfactory one. Further evidence collected through interviews and focus groups suggests that
although the present pre-selection process is more robust in preventing cases of preferential
freatment of candidates than in the past, measures are however advised to strengthen its
robustness. In particular some of the Trainees complained about the lack of information on
interpretation and application by evaluators of criteria for pre-selection.

The opinions of Advisers are less univocal: if their overall appreciation of the process is lower than
the judgement expressed by Trainees, in general they are not satisfied by elements that are not
considered as priorities.

Satisfaction of Advisers is high regarding the profile of the pre-selected candidates, the quality of
information included within the VBB and the utility of phone interviews during selection; however,
none of the proposed elements is regarded by them as important.

About the half of pre-selected candidates carry out self-promotional activities (calls to different
units of their preferred DGs) to propose their hiring. These lobbying activities are considered as
ineffective by Advisers. Lobbying is the only issue which has not reached a positive assessment of
safisfaction in absolute terms.

The practice of conducting phone interviews as a complement of information in order to select
the most suitable candidate from a short list is practised by about the half of Advisers; the
importance of having these intferviews however is in general not felt, although the practice
suggests that this is the only means available to EC services to test the linguistic skills of
candidates.

Some of the Advisers report that potentially interested candidates often do not possess, at the
time of the selection of preferred DGs, sufficient relevant information on the internal functioning
and organisation of the DGs. This holds true especially for horizontal units (legal affairs, audit and
control, evaluation). In fact, while the Europa website records significant satisfaction as far as the
description of mandate and overall objectives of the DGs is concerned, it is clear that it cannot
enter into the details of their specific activities and the expertise and skills required for trainees to
be hired; these elements would however be useful for candidates in order to make an informed
choice.
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Figure 4.3  Application and selection. Importance for Trainees by issue (mean 3.08, range 1:4)12
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Figure 4.4  Application and selection. Trainee satisfaction by issue (mean 4.11, range 1:6)
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2 In order to better highlight the relative performance of each single issue in every phase, here and afterwards in similar figures
the scores are presented as the percentage variation from the mean value. In this way issues with a relative lower performance
(left hand side of the figure) are easily identifiable as compared with the best performing ones (right hand side). However, the
absolute performance is given by the individual score reported for each of the bars.
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Figure 4.5 Application and selection. Importance for Advisers by issue (mean 2.86, range 1:4)
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Figure 4.6 Application and selection. Adviser satisfaction by issue (mean 3.91, range 1:6)
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Tables 4.1 and 4.2 present a SWOT analysis identifying factors likely to influence the efficiency of the
application and selection process and a list of indicators which helps to aggregate the evidence
collected.
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SWQOT analysis for the application and selection phase

STRENGTHS

WEAKNESSESS

Satisfaction of Advisers on the profile of pre-selected
candidates

Satisfaction on the functioning and set of information in
the VBB

Overall management by the TO

Lack of specific knowledge on internal functioning of
the DGs by the Trainees when indicating preferences

Perceived lack of transparency

OPPORTUNITIES

THREATS

Infroducing measures aiming fo enhance
impermeability to preferential freatments of
candidates

Attract graduates with scientific background for
specific positions

Match may be weakened by some rigidities in the
procedures

Table 4.2

Set of indicators for the application and selection phase

Evaluative Question

Indicators

Values

Q1) The extent to which the | o FTEs mobilised within TO e 138.1 per 12,000 applications received per
HR deployed for all during reception of the year
different phases of application, preselection
application and and final selection in a given
selection process are year
appropriate in relation
to the number of
applications submitted
Q2) The extent to which the | ¢ Ratio budget / applications | ¢ 2000: 335.24€
i t (total
basic grant (fotal . 2001: 359.83€
amount) is appropriate
to cope with the o 2002: 299.96€
d d ber of
emand (number o . 2003: 315.72€
applications)
o 2004: 363.99€
e 2005: 397.94€
o 2006: 484.04€
Q3) Efficiency of the e FTEs mobilised within TO e 101.5 (73.5% of the total FTEs mobilised by
application phase the TO for this phase)
Q4) Efficiency of the pre- e FTEs mobilised within TO e 27.6 (20% of the fotal FTEs mobilised by the
selection phase TO for this phase)
(including the call for
evaluators)
Q5) Efficiency of the final e FTEs mobilised within TO e 9 (6.5% of the total FTEs mobilised by the TO
selection phase within for this phase)
the EC services
Q6) Extent to which o Comparative analysis of e See Annex I

changes in the rules ...
have produced positive
effects as far as the

1997 and 2005 rules

e Trainees satisfied by the

fransparency of the process

o 46.2% - survey
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Evaluative Question Indicators Values

rationalisation,

computerisation and ...

fransparency of the

application and

selection process is

concerned

Q7) The extent to which the | e Trainees’ academic e Economics (20.4%)
arious components of backgrounds

vanev . p grov e Engineering & Architecture (4.2%)

the application and

selection process do e Humanities (11.5%)

aftract and motivate

) - et o Law (24.6%)

highly qualified

applicants o Other (4.5%)
e Sciences (6.7%)
e Social & political sciences (28%)

Q8) The extent fo which the | ¢ Applicants by country Period 2003-2006
eligibility criteria ensure Potential
gty . . e Preselected by country Country | Applications | Preselected orenta

that the Traineeship success

Scheme is equally e Rate of potential success of AT 1156 549 47.5%

opened to graduates of pre-selection by country
BE 2375 861 36.3%

all MSs
BG 1543 563 36.5%
CY 432 196 45.4%
CZ 1006 454 45.1%
DE 3721 1793 48.2%
DK 551 292 53.0%
EE 150 81 54.0%
ES 4777 1701 35.6%
Fi 570 307 53.9%
FR 4652 1865 40.1%
GR 2354 929 39.5%
HU 904 418 46.2%
IE 717 315 43.9%
IT 9741 2293 23.5%
LT 537 249 46.4%
LU 49 45 91.8%
LV 180 90 50.0%
MT 81 54 66.7%
NL 701 378 53.9%
PL 3835 1471 38.4%
PT 1468 685 46.7%
RO 1730 527 30.5%
SE 1650 701 42.5%
S 169 97 57 4%
SK 588 281 47 .8%
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Evaluative Question Indicators Values
UK 1753 880 50.2%
Q%) The extent to which the | ¢ Applications dynamic EU -15 Period 2002 - 2006
eligibility criteria reflect vs. New MSs
. EU15 New MSs
recent developments in
the labour market and M02 4,406 671
changes to the national 002 6,000 1,504
education systems MO3 5518 1241
003 4,702 1,422
MO04 4,184 1,119
004 5,092 1,621
MO05 3.704 1,450
005 5,268 1,765
MO0é 3.392 1,094
006 4,375 1,443
Q10) The extent fo which the | e Advisers satisfied by the o 76% - survey

profile / background of
the Trainees fit with
needs of the
Commission services

Trainee profile

e 82.6% - internal monitoring

Q11) The extent to which the
internal evaluation
system provides an
adequate feedback
and ensure an
appropriate follow-up

(treated together with Q22)

e Operational analysis of the
Internal Monitoring System

e Analysis of the structure of
surveys and formulation of
questions

e Analysis of inconsistencies
with findings from evaluation
surveys

e Analysis of use made of
results from the system

o Full analysis of the three questionnaires

e Analysis of findings: responses to about 50%
of questions. Criteria of selection: relevance
to the scope of the evaluation

Q12) The extent to which the
monthly grant awarded
attracts highly qualified
applicants

e Trainees satisfied by monthly
grant

e Evolution of grant and main
expenditures of Trainees

e Fiscal pressure

e 45.5% - internal monitoring

e Evolution of grant and main expenditures of
Trainees

€ Grant | Rent | Food | Transport | Residual
grant
004 800 370 | 231 4 158
M05 900 381 242 4 236
005 900 392 | 234 41 233
M06 950 393 | 242 41 274
006 950 394 | 242 41 273
3?4/006 18.1% | 6.4% | 4.9% 0.0% 65.3%

e Taxes on revenues to be paid on the
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Evaluative Question Indicators Values

country of origin of the Trainee

Q13) The extent to which the | ¢ Gender balance - e Women: 64.1%
eligibility criteria assure application Men: 35.9%
fairess as far as the
gender balance is e Gender balance - trainees e Women: 67.6%
concerned (issue Men: 32.4%

added by the
Evaluation Team).

4.2 EFFICIENCY

The evaluation mandate asked the evaluators to address the following questions:

Q1) The extent to which the HR deployed for all different phases of application and selection
process are appropriate in relafion to the number of applications submitted;

Q2) The extent to which the basic grant (total amount) is appropriate fo cope with the demand
(number of applications);

Q3) The efficiency of the application phase;
Q4) The efficiency of the pre-selection phase (including the call for evaluators);
Q5) The efficiency of the final selection phase within the EC services;

Q6) The extent to which changes in the rules (...) have produced positive effects as far as the
rationalisation, computerisation and (...) fransparency of the application and selection process
is concerned.

421 Q1

Q1 deals with ‘The extent to which the HR deployed for all different phases of application and
selection process are appropriate in relation to the number of applications submitted.’

The findings suggest that operations of the TO are carried out with a reasonable level of efficiency.
Organisation of work suffers from the inevitable peaks of activity that are a consequence of the
planning cycles of the TS, but no credible alternatives to the processes presently adopted can be
suggested fo increase the efficiency of the operations during peaks. On the confrary, the resources
available during off-peak activities can be directed to further activities such as the processing of
data from the internal monitoring system.

The greatest proportion of the total workload of administering the Scheme falls on the TO. However,
staff from other DGs and Services devote fime to the functioning of the Scheme at the following
stages:

1. General administration and preparation of the Scheme — Trainee Coordinators and human
resource units in each DG or Service work on the allocation of Traineeship posts;

2. Pre-selection — staff from across the Commission participate in pre-selection committees;

3. Final selection — Trainee Advisers select Trainees, while Trainee coordinators perform a range
of administrative tasks to support this process;

4. During the Traineeship session — Trainee Advisers manage Trainees on a day to day basis,

and complete monitoring questionnaires and stage reports, while Trainee coordinators are
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involved to provide additional administrative support and guidance to Trainees and their

Advisers.

As the Traineeship Scheme has two sessions per year, the ‘implementation’ of one Traineeship session
(with the activities involved) naturally overlaps with the preparation of the following Traineeship
session. This overlap of tasks and stages in the application and selection process has a particularly
important impact for the organisation of work within the TO. The phasing of the different stages of
the application and selection process is illustrated in Figure 4.7.
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Figure 4.7

Timetable for the application and selection process (example for the years 2007-08)
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At the beginning of 2008, the TO was staffed with 12.5 Full Time Equivalent (FTE) posts, including
the Head of the Office, Administrators and six full-time gestionnaires, who undertake much of
the processing of application files. Responsibility for applications from different Member States
and third countries is allocated to specific staff members. The TO shares three of its financial
officers with other services of DG EAC. It is estimated by the TO that, together, these officers
represent one FTE post exclusively for the TO.

Table 4.3 Traineeship Office composition

Position / Function Grade Number (FTE)
Head of the Traineeships Office Administrator (AD) 1
Secretary AST (former Grade C) 2
Assistant AST (former Grade B) 2.5
Gestionnaire AST (former Grade C) 6
Finance Officer AST (former Grade B) 1
TOTAL 125

Source: Author’s processing of DG EAC data

Within the TO, the breakdown of tasks by staff category over the calendar year is shown in the
two detailed Tables presented in Annex IX in Volume 2. For each staff category, the main tasks
for each month are presented and categorised by the Traineeship session to which they are
related. In any given month, staff members may be dealing with tasks relating to up to three
different Traineeship sessions (finalising the preceding session, managing the current session
and preparing the following session).

In addition to the personnel and tasks included in Table 4.3, the Head of the TO undertakes the
overall management of the Office, while the 2.5 FTE assistants (former Grade B, AST grade staff)
perform a range of day to day management tasks.

The eligibility checks and implementation of the pre-selection procedure in March-Apiril (for the
October Traineeship period) and September-October (for the following March Traineeship
period) create two ‘pecaks’ of activity within the Traineeships Office. March and October are
thus the busiest months. In March in particular, the eligibility checks for the following October
session coincide with the finalisation of the previous October session and the beginning of the
March Traineeship period itself.

The table in Annex IX provides data on the estimated time required to complete a number of
core tasks in the application and selection process. These tasks are based on the number of
files processed.

Based on the data included there, the core tasks per FTE employee amount to about 191 days'
work in a given year, of which:

* 101.5 FTEs mobilised for the application phase,

e 27.1 FTEs mobilised for the pre-selection phase,

* 9 FTEs mobilised for the recruitment, and

* 52.5 FTEs mobilised during the Traineeship period.

Assuming that a year has 215 working days (260 days, minus public holidays, leave entitlement
and an allowance for sickness), this accounts for a majority of the time of the seven core posts
considered here (six gestionnaires and 1 FTE assistant).

422 Q2

Q2 deals with ‘The extent to which the basic grant (total amount) is appropriate to cope with
the demand (number of applications.)
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By reason of the close links between Q2 and Q12, the two EQs are addressed jointly under Q12.

423 Q3,0Q4,Q5

Q3 deals with ‘The efficiency of the application phase; Q4 with * The efficiency of the pre-
selection phase (including the call for evaluators); and Q5 with ‘The efficiency of the final
selection phase within the EC services’.

By reason of the close links among these topics and in order to increase the readability of the
report, the three EQs are discussed together.

The analysis of efforts presented in Paragraph 0 provides evidence for the efficiency of the
application and selection process, correlating the human resources deployed with the outputs
obtained. Hence, the assessment of the Trainees and Advisers’ satisfaction on some aspects of
this process is illustrated here as a complement to the evidence in the overall assessment of the
procedure’s efficiency.

Findings from the evaluation surveys highlight that in general both Trainees and Advisers are
moderately satisfied with the application and selection process; however, improvements can
be envisaged to enhance some aspects, namely the quality of information available to
applicants on the mandate and/or organisation of DGs; the carrying out of phone interviews
before selection, and the practice of lobbying by candidates.

Findings from the first part of the Evaluation survey for Trainees indicate a medium-high
satisfaction on the application procedure. In particular, 69.1% of respondent Trainees consider
that the supporting documents required are easy to submit compared with similar application
processes, while 64.2% of them states that the free text available in the application form is
sufficient to illustrate their personal motivations.

The application form requires Trainees to select their three preferred DGs/Services for carrying
out their Traineeship. This selection is based on the knowledge that applicants have of the DGs
at the time of application, which in turn is based on the information available through the
Europa website. Each DG maintains a specific website, where information is provided in a non-
homogeneous way. Of the Trainees responding to the survey, 68.8% indicate that the
information available to them through Europa at the time of application is sufficient. However,
further qualitative evidence collected from Advisers and Trainees suggests that the process of
selection of the preferred DGs would be made easier if a harmonised collection of mandates
and organisation charts of all DGs and services of the Commission were available through the
TO website.

In particular, this would enhance the knowledge and comprehension of the internal
organisation of the different DGs and services and the understanding of the tasks of their
horizontal functions; moreover, it might allow an increasing knowledge of the mandate and
organisation of DGs that can be regarded as less ‘popular’ in the choices of applicants.

Moreover, a description of the internal functioning of the DGs and internal Units, in terms of
expertise and skills required, would help in the selection by the candidates. It has been noticed,
in fact, that candidates are not aware that some horizontal units, like legal services, human
resources and auditing, are available in almost all the DGs. The access of those units to
interested candidates could be hampered by the scarce knowledge of the applicants and
some rigidity in the system which does not always allow major adjustments from the stated
preferences by the candidate (see below for further assessment on this aspect).

The low rate of applications from candidates with a scientific background may partly be
explained by the same bias in the perception of the internal needs in terms of expertise by the
Commission services.

Recommendations are put forward in the direction of stressing the correspondence between
the technical and professional expertise of the candidates and the tasks that are expected to
be carried out by them during the Traineeship period.
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Table 4.4 Assessment of information available through Europa website

Tr. 1.4 - In order to select properly my
preferred DGs/Services, sufficient information
about their mandate and organisation was
easy to find on the Europa web site
1 — | totally disagree 4.3%
2 9.9%
3 13.9%
4 19.2%
5 29.5%
6 — | fully agree 20.1%
N/A 3.0%

Total 100.0%

(1,649 respondents)

Source: Evaluation survey for Trainees

The survey for Advisers provided more evidence of use for assessing the efficiency of the
application and selection process by investigating:

* the ‘flexibility’ of the reservation rules,

* the importance of carrying out phone interviews as complementary information, and

* how lobbying activities performed by Trainees may influence the final decision within the EC
services.

As regards the first point, findings from the analysis do not provide clear evidence, with 14% of
respondents being unable to answer and the remaining 86% equally divided between positive
and negative assessments. It can be concluded therefore that Advisers are equally divided
between those calling for more flexible reservation rules and those who consider that the
present rules are fair enough.

Figure 4.8  Carrying out of lobbying activities after pre-selection
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50.3%
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Source: Evaluation survey for Trainees

Similar ambiguous results are obtained when looking at the convenience of carrying out phone
interviews with a restricted number of suitable candidates, before selection. The objective of
these interviews —carried out with the final aim to test moftivations of applicants and their
linguistic skills — are conducted in about half of cases. When carried out, they are considered
by Advisers as a useful complementary source of information. Trainees' assessment of the
necessity to carry out these interviews is split, with about 60% of respondents agreeing that
hosting Units should conduct a phone interview before selection and the other 40% having the
confrasting view.
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Further qualitative evidence suggests that, in several cases, these phone talks are just a way to
check whether the candidates are sfill available for Traineeship before proceeding with the
issuing of the confract. At the same fime, it is unanimously acknowledged by interviewees and
participants in FGs that a phone interview is the only tool to effectively check the Trainees’
linguistic knowledge, as applicants may over-estimate their linguistic skills, and the self-
assessments of their linguistic skills do not assure uniformity of judgment.

As regards the lobbying activities, a conspicuous number of applicants contact different Units
through e-mail, felephone calls and/or personal visits to lobby for their selection. An average of
47 .4% of candidates among the respondents had carried out some lobbying activities in order
to be selected in the period 2000-2006, with a peak of 56.7% reached in 20033 (Figure 4.8). The
maijority of respondent Advisers consider this approach as being not effective, an opinion that
is confrasted by a large minority of 43.3% of them. The overall degree of satfisfaction on this
issue is however below the threshold for being considered positive (Figure 4.9).

Figure 4.9 Lobbying activities as useful complement of information (1= | agree; 6= |
disagree)
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Source: Evaluation survey for Advisers

Finally, additional further evidence on the efficiency of the application and selection process is
provided by the internal monitoring system, whose findings highlight that Trainees selected by
Units are at their large majority those working in these Units (79% of cases, with 9.4% those who
worked in a different Unit).

424 Q6

Q6 deals with ‘The extent to which changes in the rules (...) have produced positive effects as
far as the rationalisation, computerisation and (...) transparency of the application and
selection process is concerned.’

The fransparency of the application and selection process seems to be the most crificised
aspect of this phase of the evaluation.

With two different questions'# the internal monitoring system requires Trainees to express their
assessment of the transparency of the process. Unfortunately the formulation of the two
questions is not identical, and while Q33 is straightforward in asking about the fransparency of
the pre-selection, Q37 is ambiguous and asks if the final selection as explained on the TO's
website is fransparent. As such, the attention of respondents to Q37 is slightly shifted from the
procedure itself fo its description as explained on the website (which in any event reflects

131t should be noted however that respondents to the survey for that year represent the 56.7% of the total trainees.
4 Questions 33 and 37 on Questionnaire 1 for trainees
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better the reality of the facts). Keeping in mind this caveat, the findings are critical for both
questions.

Only 35.9% of respondents consider that the pre-selection procedure is transparent, and that
percentage goes even further down for the final selection procedure (35.1%). Those
considering that procedures are not fransparent are 29.3% for the pre-selection and 36.1% for
the final selection phase.

Figure 4.10 Trainees’ assessment of transparency of procedures

40.0%

Agreement/ total Neutrals Disagreement/ total No opinion /no
agreement disagreement answer
M Preselection transparent Final selection as explained on web transparent

Source: DG EAC internal monitoring

The Evaluation survey for Trainees confirms the findings of the internal monitoring, with less than
half of the respondents (46.2%) considering that the pre-selection and selection criteria as
communicated to applicants are clear and transparent.

The average degree of satisfaction on the transparency of the selection process in the period
2000-2006, according to the results of the evaluation surveys, is assessed at 3.63, i.e. only slightly
above the threshold for being positive of 3.5'5 (Figure 2.14.11).

This element is considered being critical, as the importance attributed by respondents to the
fransparency of the process is the highest among all the elements taken into consideration (see
Figure 4.3).

15 The level of satisfaction of respondents of the October 2003 session is even negative, with a score of 3.44.
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Table 4.5  Transparency of the selection criteria

Tr. 1.5 - The pre-selection and selection
criteria as communicated to applicants are
clear and fransparent
1 — | totally disagree 10.9%
2 17.0%
3 18.3%
4 18.0%
5 19.3%
6 — | fully agree 14.8%
N/A 1.8%

Total 100.0%

(1,649 respondents)

Source: Evaluation survey for Trainees

The issue of fransparency was debated at length during the second FG. In general, participants
having a consolidated experience in the participation of the management of the TS agreed
that this aspect has been ameliorated in relation to the past, the present pre-selection process
being more robust in preventing cases of preferential treatment. However, some cases of
pressure for the hiring of certain candidates have been reported, and the participant Trainee
reported a senfiment shared by others of his colleagues that cases of favouritism still exist during
the final selection phase.

Figure 4.11 Trainees’ satisfaction with the transparency of the selection process (positive

>3.5)
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Source: Evaluation survey for Trainees

The evaluative question requires assessment of if and how changes in the rules governing the
Traineeship occurred in 2005 had positively affected the transparency of the selection process.
The analysis of the survey results does not provide clear evidence in this direction: indeed no
significant change in the Trainees’ satisfaction assessments occurs between the past and the
present regimes. On the other hand, it must be underlined that during the past regime the TO
began to infroduce operational changes which were then rafified through the new legal base.
This may explain in part the results described above.

In conclusion: there is insufficient evidence to allow the evaluators to confirm or not the
existence and extent of this problem. Surely the fact that there are rumours in this sense is a
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negative factor, and measures to contrast the likelihood of episodes of favouritism are
opportune.

The measures that are envisaged by the present report (see Section 7) are the possibility of
making anonymous the identity of pre-selected applicants during the final selection phase,
and the disclosure of their names and confact details only after reservation by the hosting
Units. A further measure that is expected to impact positively on the reduction of the
perception of the existence of cases of preferential treatment is the publication of the pre-
selection criteria, which is a further measure suggested in Section 7.

The next evaluation of the Traineeship Scheme to be conducted should furthermore be
encouraged to assess the impact of these measures on this unforfunate phenomenon.

4.3 EFFECTIVENESS

The evaluation mandate asked evaluators to address the following questions:

Q7) The extent to which the various components of the application and selection process do
attract and motivate highly qualified applicants;

Q8) The extent to which the eligibility criteria ensure that the Traineeship Scheme is equally
opened to graduates of all MSs;

Q?) The extent to which the eligibility criteria reflect recent developments in the labour market
and changes to the national education systems;

Q10) The extent to which the profile / background of the Trainees fit with needs of the
Commission services;

Q11)The extent to which the internal evaluation system provides an adequate feedback and
ensure an appropriate follow-up;

Q12) The extent to which the monthly grant awarded attracts highly qualified applicants;

Q13) The extent to which the eligibility criteria assure fairness as far as the gender balance is
concerned (additional issue introduced by the Evaluation Team).

431 Q7

Q7 deals with ‘The extent to which the various components of the application and selection
process do attract and motivate highly qualified applicants.’

The analysis of this issue is mainly based on factual evidence collected from the internal
monitoring system infroduced by DG EAC since October 2004. In particular, a wide use has
been made of findings from the first of the questionnaires targeting Trainees.

Findings from this analysis are substantially unambiguous, and it is very unlikely that (some of)
the various components of the application and selection process acted as a deterrent for
potential candidates to apply. However, a counterfactual analysis of this aspect was not
carried out, as it would have been impossible within the remit of the present mandate.

Trainees are by large satisfied with the application procedure, which 82.5% of respondents to
the internal monitoring system scored from 7 to 10 on a scale where 1 means ‘Not satisfied at
all’ and 10 ‘Very satisfied'.

Substantially similar is Trainees’ satisfaction with the reception and eligibility check that is part of
the procedure, ranked by 79.3% of respondents with a score from 7 to 10.

The appreciation of the pre-selection procedure, although still very high with i67.4% who
ranked it from 7 to 10, is substantially lower than the two previous phases. The relatively lower
appreciation of this procedure is also confirmed by the number of those who ranked it with
medium scores (4 to 6): 29% against 18.7% for the reception and eligibility check and 16% for
the application procedure.

Figure 4.12 compares the relative satisfaction of Trainees with each of these phases.
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Figure 4.12 Satisfaction of Trainees with the early phases of the TS
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During the internal monitoring surveys, Trainees always express more articulate opinions about
the early phases of the TS; they are:

Application procedure - the online application form is considered clear and precise by
84.5% of respondents, and easy to use by 81.5% of them. However, some respondents
consider that in general the length of the free text fields of the application is slightly
insufficient. In particular, 42.3% of them criticised this aspect, specifically the space provided
for explaining the motivations for applying (a further 12.5% are neutral on this); and 38.6% of
respondents consider the space for the explanation of the DG selection to be insufficient
(also in this case, 12.2% are neutral on this). It is furthermore noficed that 49.0% consider that
the application form provides the possibility to give all relevant information about them,
while 28.4% are of the opposite opinion, and 20.4% are neutral on this aspect!s.

Reception and eligibility check - judgments on the aspects of this phase are fo be
interpreted having clearly in mind that this process is purely internal to the Commission, and
therefore that Trainees can express an opinion only on two aspects that are accessory to
the process. These are the process as described in the TO's welbsite (clearly explained
according to 76.3% of Trainees) and the information that was given to them about the
reception of their application (66.4% consider they were informed within an acceptable
deadline); and about the process of their application up to pre-selection (70.7% consider
they were informed within an acceptable deadline!'?.

Pre-selection procedure — a large majority of respondents, spanning from the 57.9 to 88.6%,
were safisfied with all the aspects of this process (information on the web, information on
the various phases of the process). However, the fransparency of the procedure is criticised.
This aspect is discussed below!s:

432 Q8

Q8 deals with ‘The extent to which the eligibility criteria ensure that the Traineeship Scheme is
equally opened to graduates of all MSs.’

16 Questions 14 to 25 in Questionnaire 1 for frainees
17 Questions 27 to 29 in Questionnaire 1 for trainees
18 Questions 31 to 35 in Questionnaire 1 for trainees
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To answer to this question a static analysis has been made of the geographic provenance of
the applications. Then, applications per MS have been firstly crossed with statistics about the
young population of each MS, to verify if some couniries are under-represented in a
percentage that might reveal phenomena of erroneous formulation of the eligibility criteria.
Secondly, applications per MS have been confronted with pre-selected candidates per MS to
assess how the national ‘quotas’ of the VBB influence the chances of being pre-selected.
Findings are based on data available from EAC for the period 2002 to 2006.

43.2.1 Static analysis

According to figures provided by the TO, about ?1% of applications are submitted by
candidates based in the EU-27 area, while the residual 9% is submitted by candidates based in
other countries, mainly from North America (25% of non-EU submissions), Asia and Oceania
(14%) and Turkey (11%).

Within the EU-27 area, the majority of applications (71% of the total) are submitted by
candidates of the former EU-15 MSs.

Figure 4.13 shows a static representation of this phenomenon.

Figure 4.13 Total applications 2002-2006: Provenance per groups of countries

Extra EU
Countries
9%

Source: DG EAC internal monitoring

The origin of applications from within the EU-27 MSs is uneven, with the ‘best performing’
country (Italy) having submitted about 13,000 applications, which is about double the number
from the second ‘best performing’ country, Spain (about 6,800 applications). There follows a
group of three countries (France, Germany, and Poland) with a number of submissions of
between 4,000 and 6,000, while all others have submitted less than 4,000 applications.

Figure 4.14 presents the origin of applications from within the present EU-27 area.

Page 55 of 130



a

Figure 4.14 Total of applications 2002-2006 (EU-27)
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Source: Authors’ processing of DG EAC data

4.3.2.2 Provenance of applications and population

The high concentration of applicants from a very few MSs suggests the need to examine the
provenance of applications in relation to the national population of these countries, and in
particular in relation with the population aged from 20 to 29 years, the age of the majority of
applicants!? In particular, it shall be understood whether the frequency of application is in any
proportion with the population of the ‘submitting’ countries.

Figure 4.15 Applications and expected applications, per country (EU-27), 2002-2006
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Source: Authors’ processing of DG EAC data

12 Source of data: Eurostat, statistics on population, data at 1 January 2006.
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The following table is the result of an exercise where, for each country, an artificial figure is
created as a correlation between population as a proportion of the population of the EU-27
zone, and the applications received. This figure represents the ‘expected applications’ if the
applications should follow the path of the country’s population.

This series of data called ‘expected applications’ is then represented in the same graph (Figure
4.15) together with the number of applications actually received.

This graph seems to reveal that, with some notable exceptions, there is a correspondence
between the two elements. In order to examine this relation better, the same data series have
been processed so as to represent, for each country, the A between applications and
expected applications, in percentage. This is represented in Figure 4.16.

Figure 4.16 Applications vs. expected applications (*/-), per country, in percentage (EU-
27), 2002-2006
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Source: Authors’ processing of DG EAC data

20 The population of each country aged 20 to 29 is expressed as a percentage of the EU-27 population aged 20 to 29. This
factor is called ‘% population’. The ‘% population’ factor is then applied to each country as a proportion of the total of
applications received. This final figure represents the ‘expected applications’.
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This exercise reveals that in most cases (21 out of 27 countries)?!, the applications are in a direct
relation with the national population of people aged 20 to 29 (+/- 2%). If we slightly enlarge the
approximation of this analysis to a +/- 3% factor, three further countries can be included?2,

There are only three notable exceptions fo this rule; Italy (+11%), Germany (-7%) and the United
Kingdom (-8%). Their weight on the overall applications is, however, considerable in relation to
their national population (cumulatively representing 37% of the overall EU-27 population aged
20 to 29).

Possible reasons for these exceptions may be:
* the differentimage of the European Union the European citizens have;
¢ different labour market conditions of the European countries.

As regards the former, the results of the 2005 Eurobarometer survey? seem to confirm the
evidence here illustrated.

According to Eurobarometer’s report for 2005, Ireland and Romania are the countries where
the EU image is the most positive — with approximately two out of three citizens expressing this
view — while among EU-15 Member States Italy is the leading country, with 58% of Italians
having a positive view of the Union (Figure 4.17). On the contrary, Austria, Finland and the
United Kingdom are at the bottom of the ranking. Also Germany seems to have a relatively
negative image (only 42% of citizens with a favourable opinion).

Figure 4.17 The image of the European Union
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Secondly, the volume of applications may be affected by Member States’ socio-economic
conditions. For example, if young graduates can easily find a satisfactory internship or job in
their own country when finishing their studies, it is probable that they will feel less inclined to go
abroad. Conversely, in the countries where the wage levels are relatively low, the monthly
grant awarded for the Scheme can be a real incentive (see paragraph 4.3.6 for the

21 They are Austria, Bulgaria, Cyprus, Czech Republic, Denmark, Estonia, Spain, Finland, Hungary, Ireland, Lithuania, Latvia,
Luxembourg, Malta, The Netherlands, Poland, Portugal, Romania, Sweden, Slovenia and the Slovak Republic.

22 They are Belgium, France and Greece

23 The Standard Eurobarometer studies the major themes related to the European Union, also dealing with issues such as
the feeling of belonging fo the European Union, its image, the level of confidence in the European Insfitutions, the feeling
of a European identity, etc.
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aftractiveness of the monthly grant). However, data elaborated from Eurostat on the
unemployment rate of graduates in the year 2005 confirms these assumptions only partially. In
fact, while a relationship between unemployment and number of applications seems to exist in
the United Kingdom and Italy, Germany and France show an inverse tendency, with a number
of applications lower than expected despite an unemployment rate among graduates above
the EU-27 average (Figure 4.18).

Figure 4.18 Unemployment rate: proportion of graduates unemployed, per country (2005)
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Source: Eurostat, 2005
4.3.2.3 Provenance of applications and preselected candidates

Preselected candidates are included in the VBB through a system of natfional ‘quotas’, based
on the provenance of the applications ‘weighted’ for the size of the MSs’ population.

If on the one hand this system assures the fairness of the selection process in terms of national
representativeness, on the other hand, it implies different rates of success for candidates based
on their nationdlity; this holds particularly frue for natfionals of countries for which the
correspondence between submitted and expected applications is not respected — and from
the smallest countries.

In the period 2003-2006, Italy has been the country with the lowest rate of success from
application to preselection: only 23.5% of the 9,741 applications submitted were indeed
included in the VBB. On the contrary, Germans and British had been preselected in 48.2% and
50.2% of cases, respectively (Figure 4.19).

In the case of very small countries, such as Luxembourg, Malta or Slovenia, the number of
applications submitted is so limited in absolute terms that, even if their VBB quota is small,
candidates’ chances of pre-selection are extremely high. For example, of the 49 applicants
from Luxembourg in the period 2003-2006, 45 have passed the pre-selection.

This system — established with the best possible intentions to guarantee to every MS the
possibility of having their graduates selected for Traineeship — has therefore infroduced a
sifuation of unequal treatment among candidates based on their nationality.

While considerations of a political nature would suggest maintaining the present system, other
considerations based on equality of chances among individuals would suggest dismantling it.
Possible repercussions of both possibilities should be carefully considered by the EC before
confirming this approach or modifying it (for instance, by abolishing the system of quotas and
making anonymous the pre-selection phase).
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Figure 4.19 Total applicants by country vs. pre-selected applicants by country in 2003-
2006 (left-hand scale) and potential success rate, % (right-hand scale)

12000 Applications mm Preselected —a— Potential success rate r 100.00

+ 90.0%
10000 +

+ 80.0%

+ 70.0%
8000 +

+ 60.0%
6000 + + 50.0%

+ 40.0%
4000 +

+ 30.0%

+ 20.0%
2000 +

+ 10.0%

0 - L 0.0%

AT BE BG CY CZ DE DK EE ES FI FR GR HU IE IT LT LU LV MT NL PL PT RO SE SI SK UK

Source: Author's processing of DG EAC data

433 Q9

Q9 deals with ‘The extent to which the eligibility criteria reflect recent developments in the
labour market and changes to the national education systems.’

After receiving the applications, the TO performs the eligibility check, against the eligibility
criteria (see also Paragraph 3.4.2.1).

Box 2 - Eligibility criteria according to the present legal base
1. Basic requirements
- Qualifications (point 2.2.1 of the Rules)
- Languages (point 2.2.2 of the Rules and special requirements for the franslation traineeships with DGT)
- Prior employment (point 2.3 of the Rules)
2. Obligatory supporting documents
- A printed copy of the application form that was submitted online, dated and signed;
- A copy of the candidate’s passport or identity card;

- For completed studies, copies of all diplomas or university certificates, or, where candidates have not yet
received an official degree certificate, a formal statement from their university confirming their degree
result;

- For ongoing studies, a formal statement that the candidate is enrolled in the course;

- Explicit certificate24 of very good knowledge of an EU official language other than the candidate's
mother tongue

2.1 Optional supporting documents

24 ‘Explicit certificate’ includes evidence such as a diploma from a language school, from the Goethe Institute, the
Alliance Frangaise or TOEFL, proof of Erasmus studies, proof of having studied using the language in question or proof of
language course followed as part of university studies. (Source: TS Website).
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- Proof of working experience (compulsory under the previous legal base)

- Curriculum vitae

- Lefters of reference

3. Formal requirements

- Only one application file should be sent;

- A printed version of the electronically-submitted application form must be included in the file;

- The printed application form must contain a candidate number (i.e. submitted application, not in draft
form);

- The printed application form must be complete and identical to that submitted on line;
- The printed application form must be signed and dated;

- The application file must be sent before the deadline (the date of the postmark will be taken as the date
of postage);

- The free text fields on the application form must be completed in the required language.

Source: TS Website

According to Article 3.2 of the Rules?® the TO may amend the eligibility criteria as and when
necessary. In particular, they have been recently updated by the recent reforms of the legal
base, in order to better reflect the recent developments in the labour market and changes to
national educational system as a consequence of the Bologna process?.

In particular, the specific criterion concerning the university qualification has been revised as
part of the basic requirements, currently it is set at the first cycle of the education system. As a
consequence, starting from the year 2003, graduates younger than 23 years old have been
admitted to the Scheme. Since, at the same time, the age limit of 30 has been deleted, the
overall effect on the average age of the Trainees has been irrelevant. From the year 2000 to
2006, according to results from the Evaluation Survey, the average age has been oscillating
from a minimum of 25.7 years in 2002 to a maximum of 26.5 years in 2000 and 2004.

The flexibility of the eligibility criteria allows for rapid adjustment in case structural evolutions in
the education systems and national labour market require it. To address this point a dynamic
analysis of the geographic provenance of the applications has been made to detect possible
variations in the number of applications. The analysis provides sufficient evidence to conclude
that trends over the period are very much country-specific, and do not seem to be influenced
negatively by developments in the labour market or by changes in the national education
systems.

Without considering the important fluctuations between the two Traineeship periods, which
point to a clear preference among candidates to submit applications for the sessions
commencing in October, different trends can be observed in Figure 4.20, reporting the
cumulative situations for the (former) EU-15 and the 12 ‘new’ MSs. If on the one side
applications from old MSs have been decreasing progressively (from 10,406 in 2002 to 7,767 in
2006), on the other side those originating from new MSs show a constant increase to 2005 and
a relative decrease in the last year examined.

25 Commission Decision of 2 March 2005-C(2005)458.

26 The Bologna Process aims to create a European Higher Education Area by 2010, in which students can choose from a
wide and fransparent range of high quality courses and benefit from smooth recognition procedures. The Bologna
Declaration of June 1999 has put in motfion a series of reforms necessary to make European Higher Education more
compatible and comparable, more competitive and more attractive for Europeans and for students and scholars from
other continents. Reform was needed then and reform is still needed today if Europe is to match the performance of the
best performing systems in the world, notably the United States and Asia. The three priorities of the Bologna process are;
Introduction of the three-cycle system (bachelor/master/doctorate), quality assurance, and recognition of qualifications
and periods of study. (Source: http://ec.europa.eu/education/policies/educ/bologna/bologna_en.htmil).
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Figure 4.20 Applications per year (EU-27)
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Two further graphs have been prepared, describing respectively the dynamic analysis for the
(former) EU-15 (Figure 4.21) and the 12 ‘'new’ MSs (Figure 4.22).

Regarding the (former) EU-15 countries, two remarks can be added on ltaly and Spain. Those
two countries are both exhibiting a sharp decline in the number of applications submitted. For
Italy, this factor might lead to reducing the gap between applications received and successful
applications, but it should be monitored closely for Spain, because it could easily lead to a
situation of under-representation of the country in relation to its population.

Figure 4.21 Applications per year (EU-15)
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Turning to the 12 ‘new’ MSs a few remarks are added regarding Poland, Romania and Bulgaria.

Regarding Poland, it seems that, after the sharp increase of applications received in the year
2003 compared with 2002, a possible tfendency for the decreasing of applications cannot be
for the time being confirmed.

Regarding both Romania and Bulgaria, it seems that the increase of applications over the last
years followed closely the process of joining the EU, and a tendency to stabilisation might be
predicted.
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Figure 4.22 Applications per year (‘new’ MSs)
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434 Q10

Q10 deals with ‘The extent to which the profile / background of the Trainees fits with needs of
the Commission services.’

A significant match between the Trainees’ profiles and the needs of the Commission’s services
has been assessed for all the periods under evaluation.

Figure 4.23 Trainees’ Academic Background
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Source: Evaluation survey for Trainees

As an infroduction fo the issue under discussion, Figure 4.23 presents the academic
background of Trainees responding to the evaluation survey. There are three main clusters of
Trainees with academic degrees in social and polifical sciences, in law and in economics
(representing as a whole 72% of respondent Trainees), while different backgrounds are less
represented.

This phenomenon might be a logical consequence of the nature of the activities that an
institution like the EC can offer to Trainees (fewer opportunities for graduates with a ‘hard
science’ background), and of a consistent image that is given to applicants. Some mitigation
activities could be anyhow envisaged in the form of a presentation on the TO website of
concrete opportunities available also to, for example, candidates with a background on
physical and mathematic sciences.
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As regards the match between the Trainees’ profile / background and the needs of the
Commission’s services, this element has been assessed from different and concurrent
viewpoints.

A first indicator useful to answer to this question is provided by the responses to Q17 of the
Questionnaire for Advisers of the internal monitoring system. This question asks whether the
actual qudlifications of the Trainee ‘tutored’ by the Adviser matched the needs of the hosting
Unit.

Answers were exiremely straight and constant over the years: 86.2% of respondents considered
that Trainees’ quadlifications matched or even fully matched the hosting Unit's needs. It is
remarkable that 41.7% of respondents consider that the Unit's needs were fully matched.

Figure 4.24 represents the findings from this analysis.

Figure 4.24 Trainees’ qualifications matching needs of hosting Units
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2% 42%

Not matching / not matching at all More or less matched needs

Matched needs Fully matched needs

Source: DG EAC internal monitoring

However, despite this match between Trainees’ qualifications and DGs' needs, qualitative
evidence has been collected from a few Advisers, who would like to have more information
available on potential candidates to allow them to make an informed choice.

This has been partly confirmed by the evaluation survey for Advisers, which reveals that about
30% of them consider that the information available on the VBB is not sufficiently detailed fo
understand the Trainees’ competence and experiences. The possibility of conducting a phone
interview during the selection process (which is presently practised by about half of the
Advisers) could be an answer to this need.

Satisfaction of Advisers has been further investigated during the evaluation survey, and
satisfactory findings are generally reported, with a large majority of Advisers (about 76%)
agreeing that when their Unit looks for a Trainee, there are always candidates in the Blue Book
with a suitable university background. About 67% of Advisers consider that the actual linguistic
skills of the candidates are appropriate or even fully appropriate to their job and integration
within the Units; also in this case, a generalised practice of holding a phone interview before
the final selection could increase this even more.
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Table 4.6  Appropriateness of linguistic knowledge

Adv. 2.6 - The actual linguistic knowledge
of Trainees in general is appropriate to work
and to their effective integration within the

Unit

1 — | totally disagree 1.2%

2 3.7%

3 9.7%

4 17.2%

5 39.3%

6 — | fully agree 27.7%

N/A 1.2%

Total 100.0%

(754 respondents)

Source: Evaluation survey for Advisers

435 Q11 AND Q22

The two EQs 11 and 22 are freated jointly in reason of their common focus.

Q11 deals with ‘The extent to which the internal evaluation system provides an adequate
feedback and ensures an appropriate follow-up.’

Q22 deals with ‘To what extent the internal evaluation system is appropriate in order to identify
emerging needs’

Since 2004, an internal monitoring system of the TS is operational and managed by the TO.

The system, organised around three online surveys, targets both Advisers and Trainees at
different moments of each Traineeship session:

v" Month 1 - a first survey is addressed to Trainees.
v" Month 5 - a second survey is addressed to Trainees, and a survey is addressed to Advisers.

During the present evaluation, the whole structure of the three monitoring surveys was studied
in depth, about the 50% of the monitoring questions have been selected because of their
relevance to the evaluation mandate, and rough data gathered through the responses to
these questions processed and analysed. Based on the analyses carried out, the following
remarks are formulated:

v" The Traineeship Scheme monitoring system (hereinafter, the TS-MS) has allowed the TO to
collect during these first years of functioning a wealth of valuable information.

v" The objective of a monitoring system is to support decisionmakers with the provision of
information useful to understand the performances of the phenomenon (programme,
project, Scheme) that is being monitored. In turn, this will allow decision making and re-
planning. Even if some use of selected findings from the monitoring process has been
made?, this has remained episodic, and the available wealth of information on the
performance of the TS has remained until the present evaluation largely unexploited.
Findings from monitoring have seldom been processed in an organic and systematic way,
and the few resulting monitoring reports (produced in the first period following the setting

27 The TO reported that feedback from these surveys has been taken into consideration for improving the
Traineeship website and for clarifying annexes to the contract offers. For example, the inclusion of a job
description with the contract offers stems from a suggestion made by trainees in the online questionnaire.
Similarly, as a result of feedback, half-day induction courses for advisers have been designed to present
the programme to them and develop their skills as coaches/mentors.
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up of the system) have been distributed only to the internal hierarchy and the Heads of HR
Units in the hosting DGs. No feedback has been provided by the TO to Advisers, Trainee
Co-ordinators and Trainees.

v The three online surveys are extremely long: the first survey for Trainees contains 42
questions, the second one contains 66 questions (a few subsets target exclusively some
clusters of trainees), and the survey for Advisers contains 56 questions. Experience based on
practice shows that key elements of analysis of any programme shall be collected with a
maximum of 15 to 20 questions. After this threshold the interest of respondents in answering
the survey decreases, and this might have some negative effects on the quality of the last
responses given to the survey. The length of the present surveys during the first period of
operation of the TS-MS found a jusfification in the need to understand the key
performances of the TS. The evaluation is an opportunity to understand what the key areas
of the TS to be monitored are, and to focus on them during the upcoming period. Shorter
surveys will add to the ‘processability’ of their results.

v" The three online surveys are not anonymous. The present evaluation proves that this fact
infroduces an element of bias in the findings from the TS-MS, affecting both Trainees and
Adbvisers. This bias is most apparent in the replies to those questions of (or being perceived
as of) a sensitive nature. The surveys launched by the evaluation team -which were
anonymous — include some of the same questions contained in the surveys of the TS-MS;
this was done to check if findings from the TS-MS are affected by any bias. Results from this
analysis and cross-comparisons of findings from the TS-MS confirm the hypothesis, and the
differences recorded span from a few percentage points (2-3%) up to the 26%. Ref: EQ14,
EQ17, EQ19, EQ21, EQ28.

Naturally, the non-anonymity of the TS-MS surveys is not the only element that can justify
the variations registered: a further element is the time elapsed between the survey and its
impact on respondents’ memory and on their perception of the experience they made
during Traineeship?.

v' The large majority of the questions contained in the TS-MS surveys are appropriately
formulated. As a suggestion for improvement, some more attention should be devoted to
avoid errors in formulation that have an impact on the possibility of interprefing in an
unequivocal way the findings from the surveys.

o Example 1, Q33 survey 1 for Trainees. Respondents shall state their
agreement/disagreement with the following statement: ‘During the whole
cycle (from application to final selection/recruitment) | had good contact with
the staff of the Traineeships Office’. Probably the intention behind this question
is fo investigate about the ‘human touch’ of the relationship with the TO, but
the wording that has been selected is ambiguous. Much better would have
been to express the sentence in terms such as: ‘During the whole cycle (from
application to final selection/recruitment) staff from the TO with whom | was in
contact were friendly and available to answer to my needs.’

o Example 2, Q1 survey 2 for Trainees. The statement: ‘In general the tasks that
were assigned to me were (...} in line with my capabilities and qualifications’ is
ambiguously formulated, as a task can be compatible with someone’s
capabilities but not with his/her qualifications.

o Example 3, Q15 survey 2 for Trainees. This Q requires expression
agreement/disagreement with a series of 13 statements. Two of them are
formulated in posifive terms, while two of them are formulated in negative
terms. This requires attention in the elaboration of findings, but it can be
furthermore a cause of mistakes for respondents. In this case, it is suggested to
formulate all statements in the same terms (either negative or positive). A

2 This last possibility might affect former Trainees, who in the meantime have had the opportunity to
consider their traineeship experiences also in the light of their introduction in the real employment word.
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similar problem was also noficed in other questions, e.g., Q18 (activities
organised by Stage Committee).

v" The surveys of the TS-MS adopt a scoring system based on an odd number of points (from 1
to 5). This approach has the negative side effect of encouraging respondents to go for the
middle position in all cases where they are unsure about expressing their opinion, and this in
furn makes much more challenging fo interpret in a sound way the findings from the
survey. A few examples are provided: the average percentage of respondents expressing
a neufral opinion on Qs 13 to 37, related to job content and working conditions, was 12.3%,
a percentage that could have changed the analysis of findings if it was atfributed to one
of the two major groups (the positives or the negatives). The average percentage of those
Trainees who selected the middle option on the questions on appreciation of their Advisers
was 16.2% during the first survey, and 12.7% during the second survey. These questions were
highly sensitive, and were asked in a non-anonymous way. The ambiguities due to the
scoring system (is this group of people happy or not with their Advisers?) had therefore a
cumulative effect with the bias infroduced in the system by its non-anonymity, and added
to the ambiguity of the findings.

This ‘man in the middle’ situation can be prevented by using an even scoring system
(examples 1 to 6), where respondents are pushed to take a stance. This system has been
adopted by the evaluation surveys launched within the frame of the current evaluation.

436 Q12

Q12 deals with ‘The extent to which the monthly grant awarded attracts highly qualified
applicants.’

After a long period of stability, since March 2003 the amount of the grant is updated yearly,
and the annual increment takes effect with the Traineeship session starting in March.

Table 4.7 Evolution of the monthly grant

CUMULATIVE
PERIOD GRANT AWARDED (€) INCREASING (%) INCREASING (%)

March 2000 694.1

October 2000 694.1

March 2001 694.1

October 2001 694.1

March 2002 694.1

October 2002 694.1

March 2003 735.0 5.89%

October 2003 735.0

March 2004 800.0 8.84% 15.26%
October 2004 800.0

March 2005 900.0 12.50% 29.66%
October 2005 900.0

March 2006 950.0 5.56% 36.87%
October 2006 950.0

March 2007 963.0 1.37% 38.74%
October 2007 963.0

Source: Authors’ processing of DG EAC data

Table 4.7 reports the evolution of the amount of the monthly grants awarded to Trainees, for
the period under consideration, and for year 2007.
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The percentage of increase of the monthly grant was inconstant over the period and ranged
from +1.37% (2007 over 2006) to +12.50 (2005 over 2004).

Three complementary analyses have been carried out to address this question:

5 Through the evaluation survey, former Trainees have been requested to specify their
expectations, at the time of their application, regarding the amount of the grant.

6 Their experiences at the fime of their internship have then been analysed, with the
processing of evidence gathered with the use of the internal monitoring system.

7 The advice of a Belgian private fiscal advisor was obtained on the tax liability of Trainees
working in Brussels??, to help understand the real buying power of the grant awarded.

43.6.1 Expectations at the time of application

As one can expect that there would be a direct correlation between the attractiveness of the
grant and its amount. However, over the period, the opinions of past Trainees are mild and do
not allow a firm conclusion on this element.

Table 4.8 presents the average aftractiveness of the EC grant in comparison with other
opportunities available to Trainees at the time of their application as surveyed by the internal
Monitoring system. As noted above, opinions are mild, even fough respondents are generally
more oriented towards positive assessments.

Table 4.8  Attractiveness of the grant

Tr. 1.3 - At the time of my application the
grant was attractive to me in comparison
with ofher internship opportunities | could
candidate for
1 — | totally disagree 6.3%
2 10.5%
3 13.0%
4 16.1%
5 22.9%
6 — | fully agree 26.5%
N/A 4.8%
Total 100.0%

(1,649 respondents)

Source: Evaluation survey for Trainees

When looking at this element in a dynamic perspective over the period 2000-2006, the scores
reflect the amounts awarded in the different years, following a positive trend: the lowest is
reported in the period 2000-2002, when the grant was fixed at 694€, the highest in the year
2006, when the grant was 950€. Year 2003 also reports a very high satisfaction when related to
the grant at that time (754€).

2 These represent 91.2% of the overall frainees.
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Figure 4.25 Satisfaction with the monthly grant at the time of application, per year (positive
>3.5)
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If this result is disaggregated by destination of the Traineeship, results are in favour of the
satisfaction of the Brussels-based Trainees, as could have been easily foreseen, even though
the scores reported are above the sufficiency level for all the destinations considered.

Figure 4.26 Satisfaction with the monthly grant by destination of the Traineeship
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4.3.6.2 Experiences during Traineeship

The data from internal monitoring® indicates that:

* 455% of Trainees are satisfied or very satisfied with the amount of grant received, while
33.2% are not satisfied with the grant and 20% are neutral’’;

* The grant received represents the only source of income for 40.7% of Trainees; 59.3% of
them had to supplement the grant with private funds32.

30 Period surveyed : sessions October 2004 to October 2006
31 Q107 Questionnaire 2 for trainees.
32 Q143 Questionnaire 2 for trainees.
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e There are some differences between Trainees based in Brussels and those based in
Luxembourg: while 60% of the Brussels-based Trainees had to supplement the grant, 55.8% of
those based in Luxembourg had to supplement it. The situation of those trainees based
elsewhere (representing a small 3% of the universe) is definitely better, as only the 44% had
to supplement the grant with private funds.

The two above sets of data have been crossed to understand whether the safisfaction with the
amount of grant coincides with the adequacy of the grant to cover all costs of living.
Surprisingly, it emerges that the accepftance of the amount of grant is larger than the
percentage of those who did not need to supplement it. In other words, a large number of
those frainees who had fo supplement the grant accepted the fact that the grant does not
cover the whole of their expenses incurred during the Traineeship.

The following chart (Figure 4.27) represents the findings from this further analysis, whereby 33.2%
of trainees consider the grant not sufficient AND are unsatisfied by this situation. The residual
66.8% represents those trainees who expressed ‘non dissatisfaction’ with the amount of grant;
this group is composed of three different clusters: (i) those considering that the grant is sufficient
AND are satisfied (40.7%); (i) those considering that the grant is insufficient AND are safisfied
(4.8%); and (iii) those considering that the grant is not sufficient AND are not unsatisfied (21.3%).

Figure 4.27 Sufficiency of grant and Trainees’ satisfaction

40.7%

H Grant insufficient, trainees unsatisfied Grant sufficient, trainees satisfied
m Grant insufficient, trainees satisfied W Grant insufficient, trainees not unsatisfied

Source: DG EAC internal monitoring

A further analysis has been carried out to determine whether the monthly grant covers the
main expenditures of Trainees,

The internal monitoring reveals that, on a whole, 71.5% of Trainees of the sessions October 2004
to October 2006 spent between 300€ and 499€ per month for rent; during the same period an
impressively similar percentage of them (74.8%) spent between 100€ and 299€ per month on
food and beverages.

These figures have been subsequently analysed on a historical perspective, fo understand the
respective evolutions of the grant and of Trainees’ expenses over the period. For each of the
two categories of expenses analysed an approximate monthly average amount, per session of
Traineeship, has been derived. This has been compared with the grant of the time, and the
amount of the residual grant after expenditure has been derived, per session.

33 The analysis is based on interpretation of findings from Qs 151 to 154 of the second survey for trainees.
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The results are reported below (Table 4.9) and, complemented by further analysis, demonstrate

that:

* For each of the sessions examined, the monthly grant largely covers the main expenditures
of Trainees, i.e., rent, food and beverages.

* Public transport costs are covered as well. The cost of a monthly public transport card in
Brussels has been included in the table at 2007 prices (40.5 €). This further expenditure is
sufficient to cover the fransport needs of at least the 87% of Trainees (i.e., those using public
fransport, plus those walking or cycling to the office).

* The evolution of the grant over the period is higher than the evolution of expenditures. As a
consequence, the residual grant affer expenditures has largely increased over time (A

65.3%).
Table 4.9 Evolution of grant and main expenditures
Grant (€) Rent (€) Food (€) Transport (€) | Residual grant (€)

2004 Oct 800 370 231 41 158
2005 Mar 900 381 242 41 236
2005 Oct 900 392 234 41 233
2006 Mar 950 393 242 41 274
2006 Oct 950 394 242 41 273
A% 2004 Oct / 2006 Oct 18.1% 6.4% 4.9% 0.0% 65.3%

Source: Authors’ processing of DG EAC data

The relative evolution of grant and main expenditures over the period is visually represented in
Figure 4.28 (transport costs are not included because they are assumed to be stable due to
their low impact on budget).

Figure 4.28 Compared evolution of grant and main expenditures
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Source: DG EAC internal monitoring

A further analysis has been carried out for EU-27 citizens, on the nationality of those Trainees
who needed fo supplement the monthly grant with exira resources. This analysis shows that the
problem is experienced by Trainees of any citizenship in a proportion that more or less reflects
the overall geographic composition of Trainees, although with several national peculiarities.
The need fo supplement the grant with private funds seems to be independent of nationality.
The results of this analysis are reported in Figure 4.29 (aggregatfion per country, period 2004 to

2006).
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Figure 4.29 Trainees supplementing grant vs. total Trainees, by country (EU-27)
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The need to supplement the grant is a phenomenon experienced in all the sessions for which
information is available, but in a different measure. If the percentage of those who needed
extra funds is almost stable during the period March 2005 to October 2006, this percentage was
much higher for the session starting in October 2004, revealing a clear insufficiency of the
amount of grant awarded at that time. The sharp decline of the number of those who needed
to supplement the grant registered in March 2005 coincides with the highest increase of the
grant amount registered over the period (+ 12.50%).

Figure 4.30 Supplementing of grant, per session
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The graph shows that, since March 2005, the mechanism adopted by the Commission to
increase the amount of grant is having a stabilising effect; in particular, from that date on there
is a stable average of 43.5% of Trainees (median, 43.95%) for which the monthly grant is
sufficient to live. A very similar result is obtained considering only the Trainees located in Brussels,
while a slight increase is recorded if only the Trainees working in Luxembourg are taken into
account, with an average of 47.1% of respondents for which the grant was sufficient from
March 2005.
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As said earlier, 59.3% of Trainees over the period had to supplement the grant. The large
majority of them financed their stay with the use of earlier savings (63.6%), 49.4% of them were
financed by parents, 3% financed their stay with income from working in the evening or the
weekends; and a final 10.2% is made up of trainees who are in various different positions. The
following graph (Figure 4.31) reflects this analysis of those trainees who had to supplement the
grant (59.3% of the total).

Figure 4.31 Extra sources of financing during Traineeship

Funds from from
parents; 49.4%

Evening/week-end

work; 3.0%
/ Bank loans; 3.6%
Help from
Other; 10.2% partners/friends; 2.0%

Scholarships; 1.5%

Other sources,
unspecified; 3.1%

Personal earlier
savings; 63.6%
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4.3.6.3 Tax liability

The content of the present paragraph is reported after consultation with a Belgian Fiscal
adyvisor.

In all respects, the Traineeship contfract has to be assimilated fo a normal contract of
employment; this has as a consequence that in principle the revenues from this contract are
subject to taxatfion in the countries where the related activities are carried out (Belgium,
Luxembourg, or a different country where the Trainee is posted).

In order to avoid double taxation in the country of their posting and in their respective countries
of residence, Trainees should however verify the existence and conditions of the conventions
preventive of double taxation between their country of posting and their country of residence
(these conventions are of a bilateral nature).

A multitude of possible situations is therefore possible according to the specific country of origin
of the Trainees and their country of posting. The study has focussed on the situation
experienced by the largest majority of Trainees; Trainees being posted in Brussels (91.2% of the
total) and not being resident in Belgium (94.8% of the total).

In this case, Trainees should make reference to the Article 15 of the conventions between
Belgium and their country of origin regulating employment confracts. In the large majority,
these conventions contain an important derogation to the principle above stated34: in fact, the
large majority of these conventions3® foresee that if the worker works for less than 183 days in

34 ].e.. taxes on incomes to be paid in the country were the income was earned.

35 This is true for the large majority of bilateral conventions, but in any case it is necessary for trainees to check the
provisions of the conventions between their specific country of origin and their country of duty, which might contain a
different provision.
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Belgium (as is the case for Trainees) and his/her employer is not Belgian (as is the case for the
European Commission), then taxes on revenues shall be paid on the country of origin of the
worker. However, in some countries a further principle might apply, which is the exemption from
taxation of income that is lower than a given amount.

To give an example, a French resident moving to Brussels for a five-month Traineeship at the EC
shall declare his/herincome in France.

If, after the Traineeship, the Trainee should remain and work in Belgium (or if he/she has worked
there before the Traineeship), then the ceiling of 183 days will surely be reached. In this case,
the Trainee will become subject to the Belgian fiscal law, and shall declare separately his/her
income as a Trainee3¢ from his/her income as a Belgian resident.

It has to be strongly underlined that the declaration of income has to be made by the Trainee
to the relevant fiscal authority under his/her personal initiative, and that the European
Commission does not inform national fiscal authorities of these payments. As a result of this,
national fiscal authorities do not have any possibility to check whether Trainees have satisfied
to their duty to declare theirincome received during their Traineeship.

In reality, it seems that there is a widespread malpractice among Trainees of not declaring the
revenue from their grant to the relevant fiscal authorities®; this is maybe also influenced by the
difficulty of comprehension of the mechanism just described.

437 Q13

Q13 deals with the fairness of the eligibility criteria, as far as the gender balance is concerned:
it is an additional issue introduced by the evaluation team in order to better answer to the
overall objective of the evaluation, and discussed in the present Paragraph for reason of its
relevance to the application and selection process.

There is a clear gender imbalance among applicants for the Traineeship Scheme, as slightly
more than 60% of applicants are women. This imbalance is to be taken as it is, as neither the
procedures for application, nor the eligibility rules are affected by norms tending to
discriminate against men.

The gender imbalance among Trainees more or less reflects the proportion at application;
however, a slight increase of women is observed. This phenomenon is very limited in size (2-3%)
and because of its small extent, it does not raise concern. However, this element should be
monitored in the future to prevent the preferential freatment of women during preselection
and selection.

Figure 4.32 Gender balance among applicants and Trainees in the period 2003-2006
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36 As revenues for non-residents in Belgium.
37 This emerges from confidential interviews carried out with a few national fiscal authorities.
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S5 FINDINGS: THE TRAINEESHIP PERIOD

5.1 GENERAL ASSESSMENT

The overall assessment of the Traineeship period is satisfactory. All the issues analysed record a

high degree of satisfaction and importance, so they fall into the ‘successful area’ (Figure 5.1).

Figure 5.1  The Traineeship period. Importance for and satisfaction of Trainees
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Source: Evaluation survey for Trainees

Some specific remarks can be pointed out as regards the relative performance of some of the
issues considered:

The Traineeship period runs efficiently in the use of the resources and the tools put in place
to deliver the entire process. In terms of human resources, both the TO and the Liason
Committee provide appropriate support to the Trainees, in particular at the beginning of
their period at the Commission.

The large majority of Advisers are satisfied with the Trainees’ performance: the qualifications
declared at the time of application and the skills developed during the programme were
satisfactory in the majority of the cases, as well as the speed in the learning processes. At
the same fime, Advisers consider the futoring activity, even if demanding, not fo be
excessively fime consuming.

From the Trainees’ perspective, they recorded a high satfisfaction with the working
environment and the support received by the TO and the hosting Units (Advisers and
Trainee coordinators), while the support received from the Licison Committee is less
(structurally) visible, and for this reason the stated satisfaction is still positive but relatively
lower. The highest level of satisfaction, however, is with the social activities organised by the
stage committees.

Overall, the analysis of the internal monitoring data highlighted that the tasks assigned are
clearly defined, interesting, varied, in line with the Trainees’ capabilities and qualifications,
and represent a good opportunity for their professional enhancement. The structured and
often personalised job description, used in the majority of cases to reach a common
agreement between Advisers and Trainees on the tasks to be performed, proved to be a
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tool significantly contributing fo the success of the Scheme, even if it is not the most
important and satisfactory aspect.

Another good practice, whose utility is recognised by the majority of the Advisers, is the
assignment to Trainees of a medium-term project. This practice is highly stimulating and
increases the Trainees’ performance. However, the practice is not always feasible and
depends upon the nature of the job within hosting Units.

Figure 5.2 The Traineeship period. Importance for Trainees by issue (mean 3.33, range
1:4)
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Figure 5.3 The Traineeship period. Trainee satisfaction by issue (mean 4.33, range 1:6)
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The aspect recording the lowest satisfaction (even if still above the sufficiency threshold) is
the length of the programme. Almost 40% of both Trainees and Advisers considered it foo
short. On the one hand, this might be seen as a sign of its success: the more the Scheme is
felt as a good experience by both Advisers and Trainees, the more they would like fo
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extend it. On the other hand, the present duratfion of the Scheme can be seen as a
constraint for the full exploitation of its potentialities. Although Trainees are usually highly
qualified, their learning processes are time consuming, and therefore their performance
fends to be higher tfowards the end of their stay, and the fime is foo short fo enable them fo
acquire new skills fully. Some suggestions for an extension of the Scheme, at least for the
best performing Trainees, were put forward.

In some cases, some minor complaints were raised regarding the provision of the
appropriate logistics and a suitable working environment (in ferms of location of offices, PC
facilities and so on) for the Trainees. Although findings from the internal monitoring are
overall good on this aspect, further evidence collected through interviews with the Advisers
highlighted that office space problems sometfimes occur. These refer especially fo Trainees
not having a working location close to the hosting unit or Adviser, with negative effects on
their motivation and integration.

Figure 5.4 The Traineeship period. Importance for Advisers by issue (mean 3.19)
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Figure 5.5 The Traineeship period. Adviser satisfaction by issue (mean 4.43)
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The following two Tables present a SWOT analysis identifying factors likely to influence the
efficiency of the application and selection process and a list of indicators which helps fo
aggregate the evidence collected.

Table 5.1 SWOT analysis in the Traineeship period

STRENGTHS WEAKNESSES
High level of integration of Trainees within the
hosting Unit In some cases, minor lack of suitable working
Effective support by the TO and Liaison environment
Committee
OPPORTUNITIES THREATS

In cases of poorly motivated or qualified
Trainees, there is an incentive to use them for
Assignment of a medium-term project to less qualified tasks

Trainees when possible

Extend the length of Traineeship period

Use the TS as a source of cheap manpower

Table 5.2 Set of indicators for the Traineeship period

Evaluative Question Indicator Value

Q14) The extent to which the HR e FTEs mobilised within TO e 52.5
deployed Traineeship Office,

. . e Trainees safisfied by the support o 79.8% - survey
Advisers and Trainee

received by TO

coordinators during the e 78.5% - survey
Traineeship are appropriate e Trainees satisfied by the support
to provide the Trainees with received by hosting Units

the necessary administrative
support, in particular at the
beginning of the their
Traineeship period

Q15) The extent to which the liaison | e Analysis of tasks of the LC o 49.6% survey
committee is appropriate in
terms of organisation, role, HR
to comply with their task (see
also Q21)

o Trainees satisfied by the support
received by the Liaison
Committee

Q16) The extent to which the o Trainees satisfied with the logistics | o 90.9% - internal
working environment location monitoring
of offices, shared offices efc is
appropriate fo provide the
Trainees with the necessary
logistic support

Q17) The extent to which the tasks o Trainees satisfied with the job e 55.5% - survey
allocated and their description
description have improved
the efficiency of Trainees

e 66.3% - survey
e Adlvisers satisfied with the job

description
during the Traineeship P
Q18) To what extent the current o Trainees satisfied with the present e 61%-survey
length of the Traineeship 5 length

e 60.9% - survey

months is appropriate for
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Evaluative Question

Indicator

Value

both Trainees and the EC
services

o Advisers satisfied with the present

length
Q19) The extent to which the
advisers provide an
appropriate ‘tutoring’ to
frainees during the
fraineeship period
Q20) The extent to which the tasks Trainees satisfied with the tasks e 76.1% - survey
allocation and description assigned
. . . P 9 e 76.8%-survey
during the Traineeship are a . e .
8 . Advisers satisfied with the
benefit for both Trainees and . o 81.4% - survey
Trainees performance
the EC
Advisers who assign to Trainees a
medium-long term project
Q21) The extent to which the Trainees satisfied with the support | e 49.6% - survey
assistance given by the liaison received by the Liaison
committee at the beginning Committee
of the stage has been
satisfactory
Q22) To what extent the internal Operational analysis of the e Full analysis of the three
evaluation system is Internal Monitoring System questionnaires
iate in order t
.opprc.Jpno emnor ,er ° Analysis of the structure of e Analysis of findings:
identify the emerging needs .
) surveys and formulation of responses to about 50%
(treated together with Q11) . . .
questions of questions. Criteria of
. . . . ) selection: relevance to
Analysis of inconsistencies with
o . the scope of the
findings from evaluation surveys .
evaluation
Analysis of use made of results
from the system
Q23) To what extent the Trainees Adviser satisfied with the e 82.1% - survey

are integrated in the hosting
Unit/DG (additional issue
infroduced by the Evaluation
Team)

frainee’s infegration

5.2 EFFICIENCY

The evaluation mandate asked the evaluators to address the following questions:

Q14)The extent to which the Human Resources deployed (Traineeship Office, Advisers and
Trainee coordinators) during the Traineeship are appropriate fo provide the Trainees with
the necessary administrative support, in particular at the beginning of the their Traineeship

period;

Q15) The extent to which the licison committee is appropriate (in terms of organisation, role, HR)

to comply with their task;
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Q16)The extent to which the working environment (location of offices, shared offices etc) is
appropriate to provide the Trainees with the necessary logistic support;

Q17)The extent to which the fasks allocated and their description have improved the
efficiency of Trainees during the Traineeship;

Q18)To what extent the current length of the Traineeship (5 months) is appropriate for both
Trainees and the EC services.

52.1 Ql4

Q14 deals with 'The extent to which the HR deployed (...) during the Traineeship are
appropriate to provide the Trainees with the necessary administrative support, in particular at
the beginning of their Traineeship period.’

An analysis of the FTEs mobilised during the Traineeship period within the TO has already been
presented in addressing Q3-Q5; the present paragraph integrates the analysis already
presented with more qualitative evidence, based on the assessment given by past Trainees of
the administrative support that they received at the beginning of their TS; to this end, findings
from the internal monitoring system have been cross-checked with findings from the evaluation
survey. In consideration of the importance of this issue, some questions contained in the internal
monitoring system have also been included in the evaluation survey; this was done in order to
check whether opinions expressed by respondents as a reply to the internal monitoring were
biased by the non-anonymity of those questionnaires.

From the first survey administered to Trainees by the internal monitoring system, the more

relevant opinions expressed by Trainees can be synthesised as follows3é:

* When asked for additional information, the TO provides satisfactory answers for 60.9% of
respondents, while 4.3% of them have a negative opinion, 10.9% are neutral and 24% do not
express an opinion;

¢ During the whole cycle from application to the final recruitment Trainees have a ‘good
contact’ with the staff of the TO: this is frue for 55.2%, while 18.6% of them are neutral and
18.8% do not express an opinion;

¢ During the welcome days (well organised according to 85.1% of participants) the staff of
the TO is very helpful and friendly according to 80.2% of Trainees, and information provided
is clear and precise but not overwhelming according to 84.2%.

The following table reports the opinions expressed by Trainees in the first questionnaire of the
internal monitoring about the TO that are the most relevant to the present evaluation question.

Table 5.3  Trainees' opinions about the TO - first survey

Trainees' opinion about Traineeship Office (Q109-Q115 Trl) - SELECTION

I neith
| totally . neither | totally | do not
] | disagree | agree, nor| | agree Total
disagree disagree agree know

a) When | asked for additional information (e.g. about
applications, about documents), | received
satisfactory answers from the Traineeship Office 0.5% 3.8% 10.9% 42.3% 18.6% 24.0% 100.0%

b) During the whole cycle (from application to final
selection/recruitment) | had a good contact with tha

staff of the Traineeship Office 1.8% 5.7% 18.6% 39.7% 15.5% 18.8% 100.0%
c) The welcome days are well organised by the

Traineeship Office 0.5% 2.1% 9.0% 61.2% 23.9% 3.3% 100.0%
d) During the welcome days the staff of the

traineeship are avery helpful and friendly 0.4% 1.9% 11.8% 53.3% 26.9% 5.7% 100.0%
e) The information provided by the Traineeship Office

durign the welcome days is clear and precise 0.3% 1.9% 10.7% 62.8% 21.4% 2.9% 100.0%
f) The information provided by the Traineeship Office

during the Welcome days is overwhelming 3.1% 30.6% 27.9% 23.0% 8.2% 7.2% 100.0%
g) The welcome conferences are well organized 0.9% 2.9% 12.7% 58.2% 21.5% 3.8% 100.0%

(Average respondents: 2,576)
Source: DG EAC internal monitoring

38 Q109 to Q115 Questionnaire 1 for trainees.
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The positive opinions expressed by Trainees during the second survey are slightly more qualified,
and can be synthesised as follows3?:

According to 37.2% of Trainees ‘there is always someone available at the TO to discuss
problems’, while 37.4% do not express an opinion, and 19.5% of them are neuftral;

The guidance received from the gestionnaires is positively assessed by 48.3% of Trainees,
and the guidance received from other staff at the TO is positively assessed by 33.3%. Those
not expressing an opinion are as high as 24.7% in the first, and 38.1% in the second case,
Friendliness and capacity to be helpful of the staff of the TO is appreciated by a large
majority of Trainees (62.4%), and the information provided on practical aspects is sufficient
according to a large 71.4%.

Table 5.2 reports the opinions expressed by Trainees about the TO that are the most relevant to
the present evaluation question.

Table 5.4  Trainees' opinions about the TO - second survey

Trainees' opinions about the Traineeship Office (TO) (Q101 - Q115 Tr2) - SELECTION
| totally | neither | totally Not
. | disagree | agree nor| |agree applicable /|  Total
disagree ; agree .
disagree | don't know

a) There is always someone available at the TO to
discuss problems 1.0% 4.8% 19.5% 29.8% 7.4% 37.4% 100.0%
b) I received good guidance and assistance from my
gestionnaire 1.4% 4.4% 21.1% 36.2% 12.1% 24.7% 100.0%
c) | received good guidance and assistance from the
people of the TO other than my gestionnaire 1.0% 4.8% 22.8% 26.0% 7.3% 38.1% 100.0%
d) The people of the TO are helpful/friendly 1.0% 3.4% 16.9% 47.3% 15.1% 16.4% 100.0%
e) The TO provides sufficient information regarding
practical aspects (payment of grants, insurance,
reimbursement of travel expenses, ...) 1.4% 6.3% 13.1% 52.3% 19.1% 7.8% 100.0%
f) | am satisfied with the opening hours of the TO 7.9% 19.8% 20.6% 24.4% 5.7% 21.6% 100.0%
0) The TO Is needed to optimize the activities of the
trainees 1.0% 3.7% 21.3% 40.8% 21.4% 11.7% 100.0%

(Average: 2,707 respondents)

Source: DG EAC internal monitoring

As said above, opinions expressed during the second of these surveys are slightly less positive,
and it is notficed that a higher number did not express an opinion on the questions regarding
the TO. This fact can be likely explained by the lower visibility of the TO during the later stages
of the Traineeship period“0.

As mentioned earlier, a very similar question was contfained in the evaluation survey. The
positive appreciation of the support received from the TO is confirmed, and expressed almost
at the same levels of the first survey of the internal monitoring (62.2%). The analysis of these
replies allows us to identify some elements of interest, in particular, that a few years after the
end of their infernship, respondents fend:

v To be more positive about the support received. This is interesting considering that the

major part of the respondents after their internship had matured with further working
experiences. The opinions expressed during the evaluation survey therefore allow the
former Trainees to appreciate the assessment of the support received in a perspective of
comparison with other working experiences.

To express an opinion. It is remarked that the percentage of those who did not reply
decreased dramatically from 22.5% to 2.7%. This is most probably due to the anonymity of
the evaluation survey, which acted as a factor facilitating a more free expression of
opinions.

32 Q109 to Q115 Questionnaire 1 for trainees.

40 During their duty at the EC trainees have in fact fewer occasions of contact with the TO, the Adviser being their
immediate point of contact.
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v" To increase considerably the number of those who do not express a sharp opinion (from
19.3 to 28.1%). This element is partly to be considered in the light of the different scoring
systems used in the different surveys.

v" To slightly decrease the number of those who were definitely not saftisfied with the support

received (from 8.8 to 7%).

The following Table reports the results from this question. In order to present the findings at the
three different moments of analysis, the following graph aggregates all the findings discussed
so far, by creating four clusters of respondents:

v The ‘positives’, i.e., those who responded ‘I agree’ and ‘I fully agree’ to the internal
monitoring survey, and those who scored 5 and 6 during the evaluation survey;

v The ‘'negatives’, i.e., those who responded 'l disagree' and ‘I strongly disagree’ to the
internal monitoring survey, and those who scored 1 and 2 during the evaluation survey;

The ‘Non-opinionists’, i.e., those who did not respond to the questions;

The ‘neutrals’, i.e., those who responded ‘I neither agree nor disagree’ fo the internal
monitoring survey, and those who scored 3 and 4 during the evaluation survey.

Table 5.5 Satisfaction with support received from TO

conference was adequate

Tr. 2.1 - The support that | received at the
beginning of my Traineeship from the
Traineeships Office and during the welcome

1 — | totally disagree 2.9%
2 4.1%
3 10.6%
4 17.5%
5 34.7%
6 — | fully agree 27.6%
N/A 2.7%

Total 100.0%

(1,616 respondents)

Source: Evaluation survey for Trainees

Naturally, differences in the scoring systems of the different surveys make impossible the full
comparison of results, which shall be taken as a proxy only.
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Figure 5.6  Appreciation of the support given by the TO
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A similar question was formulated in the evaluation survey, having regard to the support
received from the hosting DGs/Units. Again, opinions were generally positive, albeit a bit more
critical than they were of the TO.

Table 5.6  Assessment of support received from DG/Unit of service

Tr 2.2 - The support that | received at the
beginning of my Traineeship from my DG/Unit
of duty was adequate
1 — | totally disagree 2.6%
2 7.3%
3 10.5%
4 16.6%
5 29.2%
6 — | fully agree 32.7%
N/A 1.1%

Total 100.0%

(1,616 respondents)

Source: Evaluation survey for Trainees

5.2.11 The Welcome Desk in Luxembourg

As noted above, the vast majority of Trainees are assigned o Brussels-based DGs and services
of the EC (91.2% over the period). The second place of duty for Trainees is Luxembourg, with
5.7% of Trainees. The Luxembourg office of DG ADMIN has established a Welcome Desk to
provide fo those Trainees posted to Luxembourg a series of services similar o those provided in
Brussels by the TO at DG EAC.

The internal monitoring system reveals that the large majority of Trainees working in Luxembourg
are satisfied with the assistance given by the Welcome Desk in this location. Findings are
synthesised in Figure 5.7. Satisfaction of Trainees was surveyed one month after the beginning
of the session.
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Figure 5.7  Trainees’ satisfaction with the Welcome Desk in Luxembourg

42.1%
9.1% 88.8%
2.0% 46.7%
Unsatisfied (1-4) Milds (5-6) Satisfied (7-8) W Super satisfied (9-10)

Source: DG EAC internal monitoring

In particular, Trainees appreciate the guidance and assistance received and the friendliness of
staff at the Welcome Desk.

The following Table reports the findings from Qs 117 to 120 of the first survey for Trainees. The
Table also shows how the results of a question not properly asked cannot be processed in a
unequivocal way. Reference is made to the sentence: 'l was contacted by the Welcome Desk
before my arrival in Luxembourg and | found this very helpful’. The responses do not allow one
tfo understand whether respondents expressing disagreement were contacted and did not find
this contact useful, or were not contacted at all. Similar considerations can be developed for
those expressing neutrality and for not answering.

Table 5.7  Trainees' opinions about the Welcome Desk in Luxembourg

Opinion about the Welcome Desk (addressed only to Luxembourg-based trainees) (Q117-Q120 Trl)

| neither

| totally . | totally | do not
. | disagree | agree, nor| | agree Total
disagree g agree know
disagree

a) | was contacted by the
Welcome Desk before my
arrival in Luxembourg and |
found this very helpful 7.6% 17.3% 10.2% 30.5% 19.3% 14.7%| 100.0%

b) There is always someone
available at the Welcome
Desk to discuss problems 0.5% 1.5% 13.2% 44.2% 19.8% 20.8%| 100.0%
c) | received good guidance
and assistance from the
people of the Welcome
desk 0.5% 3.0% 11.7% 52.3% 22.8% 9.6% 100.0%
d) The people of the
Welcome desk are
helpful/friendly 0.5% 0.5% 6.1% 46.7% 38.6% 7.6%| 100.0%
(197 respondents)

Source: DG EAC internal monitoring
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522 Q15

Q15 deals with ‘The extent to which the liaison committee is appropriate (in terms of
organisation, role, HR) to comply with their task.’

The role of the Liaison Committee is to provide the link between the outgoing and incoming
groups of Trainees. It is constituted by up to six Trainees at the end of the October period for
one month (March) and by up to four Trainees at the end of the March period for three months
(August, September, October).

Its members are selected and work directly under the supervision of the Traineeships Office. The
TO makes the selection in order that the Liaison Committee be representative of the Trainees in
terms of gender, nationality and linguistic ability and that there is a balance of the necessary
qudlifications among the new members for the relevant Licison Committee responsibilities.

The legal status of the Members of the Liaison Committee is the same as that of the Trainees:
their contract is extended and they continue to receive the monthly grant for the period (one
or three months) they remain on the LC.

The Licison Committee has a Treasurer, a Chairman and a Secretary. Duties of the Licison
Committee include:

* to conftribute, with the TO, to preparing and organising the welcome conference and the
election of the new Stage Committee;

* toupdate the ‘Vademecum’;

* fo present a written report of all its activities and financial fransactions fo the new Stage
Committee at the first meeting of the latter;

* to participate in the activities of the outgoing Stage Committee during the final month of
the session and to attend all its meetings;

e to prepare, at the end of its term, a financial report on the state of the accounts which will
be audited by the new Court of Auditors.

* fo prepare activities for the Trainees during their first month
* to prepare the meeting rooms and first meetings for the subcommittees etc.

Based on the analysis carried out during evaluation, and given the high level of satisfaction of
the Trainees with the support of the Licison Committee (see Q21), the Human Resources
allocated appear to be consistent with the tasks assigned to the Liaison Committee.

52.3 Q16

Q16 deals with ‘The extent to which the working environment (location of offices, shared
offices etc) is appropriate to provide the Trainees with the necessary logistic support.’

The intfernal monitoring system provides valuable information of use for addressing this point,
even though the terminology used in the questionnaires for Trainees is relatively ambiguous (the
words ‘logistics’ and ‘infrastructures’ are used as synonyms most of times, and sometimes they
include also ‘equipment’, so that it is not always possible to distinguish between appreciation
for equipment and for office space).

Trainees’ offices are by and large located close to the other offices of their units (80.2%). These
offices are shared with one (66.6%) or more other Trainees (81%) and/or with a civil servant of
the Commission (78.1%)41. When Trainees were not satisfied with their initial accommodation
and complained (38.2% of the cases), the situation changed for the better within 2-3 weeks in
91.3% of cases*2.

41 Q94 to Q103 questionnaire 1 for Trainees.
42 Q44 questionnaire 1 for Trainees.
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The first (end of Month 1) and the second (end of Month 5) questionnaire for Trainees allow
comparison of their satisfaction with the working conditions during their duty, including office
logistics#3. Satisfaction was expressed according to a scale from 1 to 10, where 1 expresses total
dissatisfaction and 10 full satisfaction.

Figure 5.8 shows the results from this exercise. Basically the satisfaction with logistics is very high
throughout the whole Traineeship period (average 90.9%), and the dissatisfaction remains at
very low and constant levels (average 1.85%). Over the period a tendency emerges towards a
more ‘extreme’ satisfaction of Trainees (+8%), and this at the expense of those who express a
general but not extreme satisfaction (-6.8%) and of those expressing mild opinions (-1.1%.)

Figure 5.8  Trainees’ satisfaction with logistics (M1 and M5)
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Source: DG EAC internal monitoring

While the findings reported above reflect the situation as it has been assessed over the period

2004-2006, some further evidence gathered through interviews and free-text comments

included in the evaluation survey for Advisers provide more updated opinions about the

appropriateness of the logistics solutions provided by the hosfing Units. Two main elements
emerge from this further evidence:

* Several cases have been referred to, where Trainees have been allocated offices
separated from their hosting Unit. According to the common comments received from all
interested parties, this situation is considered critical, because the seating of Trainees
separately from permanent staff of the Unit makes them less 'visible' and thus less involved
in the daily life of the Unit;

* Reportedly, lack of space has in some cases prevented Units from selecting Trainees,
although there would have been suitable candidates and appropriate tasks to assign to
them. Some Trainees’ coordinators and Advisers underline that this is a general problem at
the Commission, where non-Officers or Contract Agents have to be allocated a working
space that corresponds to 50% of the space allocated to statutory personnel. This situatfion
has been described as ‘worsening over the last few years’ and as being a Commission-wide
problem. The evaluation did not, however, provide quantitative evidence allowing us to
assess the extent of this problem, which falls outside the evaluation mandate.

Regarding equipment, 99.3% of Trainees had their own PC within the first month of duty and
log-in was atfributed within a ‘reasonable time’ (93.9%). and 97.1% of them had their own

43 Q105 questionnaire 1 for Trainees and Q39 questionnaire 2 for Trainees. These questions are slightly differently formulated,
therefore the results are to be taken as proxies, only.
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phone line within the same period of time#4. The vast majority (84.5%) of respondents are
safisfied or fully satisfied with the equipment allocated to them.

52.4 Q17

Q17 deals with ‘The extent to which the tasks allocated and their description have improved
the efficiency of Trainees during the Traineeship.’

According to findings from the first survey for Trainees#?, the large majority (86.9%) receive a job
description within the first month of their activity4é. This percentage slightly increases during the
survey carried out at M5, rising to 87.44%%; this might indicate that a few Trainees receive their
job description at some point after their first month of duty48.

This indicator has been observed on a time series to analyse trends over the period. Results of
this exercise show that the phenomenon is extremely stable over the period observed, as
reported in Figure 5.9.

Figure 5.9 Delivery of job description ‘within a reasonable time’
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Source: DG EAC internal monitoring

There is a clear tendency towards the adoption of written, personalised job descriptions
(delivered to 50.4% of Trainees during the first month, rising to 55.6% at the end of their term); a
second group of Trainees receives a standardised (Sysper) model (28.9% of them), while in
15.5% of cases the job description was replaced by a verbal discussion. Even if this tendency
is confirmed by Advisers, there is a discrepancy between the above answers provided by
Trainees and those provided by Advisers, who report that a written document was delivered
only in 70.9% of cases, while in the other cases the job description was discussed orallys°,

This is yet further confirmation of the small bias infroduced in the monitoring system by its lack of
anonymity, whereby a consistent percentage of Trainees might be induced to please their

44 Q94 to Q103 questionnaire 1 for Trainees, unfortunately the formulation of the questionnaire does not allow us to be
more precise on the point.

45 Q106 questionnaire 1 for Trainees.

46 Questionnaire 1 for Trainees asks if they received a job description ‘within a reasonable time'. The text of this question is
ambiguous, as the perception of a ‘reasonable time' can vary greatly among respondents. Moreover, those answering
‘No' can include two different categories: those who have not received a job description at all; and those who have
received it but only after the expiry of what they consider to be a ‘reasonable time’.

47 Q40 questionnaire 2 for Trainees.

48 Findings from the survey addressed to advisers at the end of the fraineeship term confirm substantially these figures, as
85.3% of them report having prepared or delivered a job description to trainees once they were in post.

4 At M1 and M5 trainees were asked the same questions about the delivery of job description. References are Q107
questionnaire 1 for Trainees and Q41 questionnaire 2. The usefulness of these repetitions is discussed in another section of
the present report.

50 Q46 survey for Advisers.
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Adbvisers by providing answers that are not completely accurate. The process of assignment of
tasks to Trainees involves dialogue, and contemplates the possibility of adapting the job
description following discussion; this holds tfrue in 81.4% of cases® according to the answers
provided at M1. According to Advisers, this discussion was finalised fo modify the content of job
description in 68.9% of cases, which seems o indicate an elevated level of flexibility of the
system>2, The use of the conditional tense is necessitated by reason of the relative vagueness of
the formulation of the questions. With a specific set of questions the evaluation survey fried to
understand whether the formalisation of the job description in a written document had any
positive effect on Trainees’ performances. A positive answer was given — with differences - by
around the 50% of surveyed Trainees (see below Table 5.8), but those definitely agreeing with
the proposed statement represent only the 15.7% of respondents.

Table 5.8 Impact of formalisation of duties in a job description: Trainees

Tr. 2.9 - The formalisation of my duties as a
Trainee in a written job description had a
positive effect on my performance
1 — | totally disagree 7.3%
2 11.8%
3 16.2%
4 20.3%
5 19.5%
6 — | fully agree 15.7%
N/A 9.2%

Total 100.0%

(1616 respondents)

Source: Evaluation survey for Trainees

Advisers were more positive on the issue, as about two-thirds of them consider that a written job
description had a positive impact on Trainees' performances. Moreover, around the same
share of respondents considered it useful, when necessary, to adapt the job description
following discussion with the Trainee.

Table 5.9 Impact of formalisation of duties in a job description: Advisers

Adv. 2.2 - The formalisation of the duties of
Trainees in a written job description has a
positive impact on their performances
1 — | totally disagree 5.3%
2 11.0%
3 15.4%
4 20.4%
5 26.0%
6 — | fully agree 19.9%
N/A 2.0%

Total 100.0%

(754 respondents)

Source: Evaluation survey for Advisers

51 Q108 questionnaire 1 for Trainees. The 81.4% refers to those trainees who discussed their job description and/or had the
possibility to agree adaptations to it. This is another case where an ambiguous formulation of the question does not allow
the full exploitation of the answers to the survey. The responses to the question does not in fact allow one fo distinguish
between tfrainees who simply discussed the job descripfion and those who arranged to adapt it. The same question is
contained in questionnaire 2 for trainees at Q42.

52 Q48 questionnaire for Advisers.
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It is worth underlining, however, that both Trainees and Advisers assigned to the issuing of a
formalised job description a lower level of importance in comparison with the other topics
infroduced in the questionnaire (see Figures 5.2 and 5.4). The discussion held during the third FG
made it possible to speculate on a link between this assessment and the fact that the needs of
the Units as originally reflected in the inifial job description might have evolved by the fime of
the actual hiring of the Trainee; from this perspective the space for adaptability foreseen by
the system (possibility to adapt the job description fo the new reality) seems to be a key factor
of success of the TS.

With a specific set of questions? the second survey of the internal monitoring for Trainees
investigates their opinions on nine aspects of their job, such as definition of work, whether this
was in line with their skills etc. Opinions expressed reveal that Trainees are by and large satisfied
with all elements of the tasks assigned to them; an average 82.6% (median 82.6%) considered
that:

* Tasks assigned are clearly defined;

* Tasks are interesting and varied;

* Tasks are in line with their capabilities and qualifications, and compatible with the length of
the Traineeship period;

* Tasks assigned represented good opportunities to learn new skills.

Trainees are furthermore satisfied:

* with the responsibilities given fo them;

* with the freedom and independence given to them; and
¢ overall, with the job content.

Figure 5.10 reports the results of this analysis (those having expressed no opinion, average 0.2%,
are not represented because they would have been invisible in the graph).

Figure 5.10 Trainees’ satisfaction with content of job

100% - [6:4%]
90% -
80% -
70%
60% -
50% -
40% -~
30% -~
20% -+
10% -
0% - T T T T T T T T

Tasks (T) T interesting T varied Tinline with T compatible T as good Satisfaction Satisfaction Overall
clearly defined capabilities with length of opportunities to  with given with freedom &  satisfaction
term learn new skills responsibilities independence with job content
m Agreement/total agreement m Neutrals m Disagreement/total disagreement

Source: DG EAC internal monitoring

Further elements to assess the efficiency of the task assigned can be derived from the set of
questions Q33 to Q37 of the same second survey for Trainees organised by the TO of DG EAC,
related to working conditions. From this second set of questions we discover that:

* the workload was not too high for the maijority of Trainees (81.6%);
* in general working hours were respected (84.2%);

* a minority of Trainees (9%) reported having been asked to do redundant or unnecessary
tasks; and 19.7% reported that their tasks were often repetitive;

53 Q13 — Q20 questionnaire 2 for Trainees, plus Q38 of the same questionnaire. Q38 had a 10-scores scale, which has been
franslated into a 5-scores one, in order to be analysed together with the other questions.
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* work-related stress is an issue: 17.2% of Trainees admit they had to cope regularly with this
problem, 24.8% of them are neutral on the point, whereas only 56.7% of respondents

exclude this element.

Results of this part of the survey are reported in Figure 5.11; those having expressed no opinion,
an average 0.9%, are not represented. The graph rearranges the findings from the survey fo
allow interpretation, as the scoring systems of the different questions were not consistent.

Figure 5.11 Trainees’ assessment of working conditions
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Contfent wise, it is reported that the assignment of one medium-term project to Trainees is
considered a satisfactory practice by 80% of respondent Advisers (see Table 5.10).

This issue was discussed with Advisers and the TO during the third FG, and it emerged that -
even though the pracftice is surely positive and brings advantages in terms of Trainees’
autonomy and their contribution to the work of the hosting Units — it is not always feasible as it
depends on the concrete content of the job assigned to Advisers, which in turn can be
exiremely repetitive and not allowing for longer-term projects.

Table 5.10 Assignment of Trainees to medium-term projects

Adv. 2.8 - It is useful to assign to each Trainee

at least one medium-term project

1 — | totally disagree 2.1%
2 3.7%
3 7.7%
4 16.7%
5 31.4%
6 — | fully agree 33.3%
N/A 5.0%

Total 100.0%

(754 respondents)

Source: Evaluation survey for Advisers
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525 Q18

Q18 deals with ‘To what extent the current length of the Traineeship (5 months) is appropriate
for both Trainees and the EC services.’

An almost identical majority for each of the two groups of respondents (about 61%) is satisfied
by the actual length of the Traineeship. However, the different opinion of about 40% of the
respondents should not be overlooked. Figure 5.12 compares the assessments of Trainees and
Advisers on this point; in particular, Trainees were asked to express their agreement with the
following sentence: ‘The Traineeship period was sufficiently long to reach my objectives as
Trainee’, while Advisers were asked to express their agreement with the following similar
sentence: 'The Traineeship period is sufficiently long to meet the EC needs’.

Figure 5.12 Satisfaction about length of Traineeship

m positive

advisers trainees

Source: Evaluation surveys for Trainees and Advisers

The survey showed that the majority of the Advisers seem to be rather satisfied with the learning
process of the Trainees in relation to the tasks given, which is considered rapid. Anyway, as
shown in paragraph 5.1, the level of satisfaction is lower than the average registered
considering all the issues proposed in relation to the Traineeship period.

Table 5.11 In general, the learning process of Trainees is rapid

Adv. 2.4 - In general, the learning process of
frainees is quick

1 — | totally disagree 1.1%
2 4.9%
3 15.1%
4 27.5%
5 34.1%
6 — | fully agree 15.9%
N/A 1.5%
Total 100.0%

(754 respondents)

Source: Evaluation survey for Advisers

In fact, both in the FGs and in the free-text space provided in the evaluation survey, many
Advisers underline that even if Trainees can be highly qualified, learning processes take time
and the present duration is not sufficient to integrate them fully and enable them to acquire
new skills. The Trainees usually become operational only after a few months, fowards the end of
the term, therefore some Advisers suggest that the TS should be longer (e.g., one year) to give
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a better refurn on the necessary fraining investments on the part of the Commission. This option
however is fiercely contested by others, who consider that the prolongation of the Traineeship
duration shall be carefully considered under all its implications in order to avoid accusations of
‘over-exploiting’ these low-cost resources.

An intermediate solution could be to allocate — within the available budget resources - the
provision for a grant extension of a few months only to those Trainees performing extraordinarily
well, based on an assessment to be provided by Advisers and within a maximum number of
available places. This would also provide an incenfive fo Trainees to demonstrate better
performance during their Traineeship.

5.3 EFFECTIVENESS

The evaluation mandate asked the evaluators to address the following questions:

Q19) The extent to which the Advisers provide an appropriate ‘tutoring’ to Trainees during the
Traineeship period;

Q20) The extent to which the tfasks allocation and descripfion during the Traineeship are a
benefit for both Trainees and the EC;

Q21) The extent to which the assistance given by the licison committee at the beginning of the
stage has been satisfactory;

Q22)To what extent the infernal evaluation system is appropriate in order to identify the
emerging needs.

Q23)To what extent the Trainees are integrated in the hosting Unit/DG (addifional issue
infroduced by the Evaluation Team)

53.1 Q19

Q19 deals with ‘The extent to which the Advisers provide an appropriate ‘tutoring’ to Trainees
during the Traineeship period.’

Main sources for the assessment of this issue are the two surveys of the internal monitoring for
Trainees, and the survey for Advisers organised by DG EAC; different elements are investigated,
which are reported in the present paragraph.

Figure 5.13 Frequency of contacts between Trainees and Advisers, according to both
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The first element analysed is the frequency of contacts between Trainees and Advisers, based
on results of a question®4 that was asked to both Advisers>> and Trainees>. Findings of these two
questions were compared and are reported in Figure 5.13.

The interpretation of these findings is a challenge for the evaluators, as atf the first sight it seems
that the two clusters of respondents refer to two completely different phenomena, with a
general tendency among Trainees to report more frequent contacts with their Advisers.

In reality this exercise reveals how the perception of the same phenomenon can change for its
different actors; in particular it is likely that Trainees also count informal, unstructured contacts
with their Advisers, while the latter mostly focus on structured meetings®’.

The exercise reveals that contacts between Trainees and their Advisers happen frequently: af
least once a day for 47.2% of Advisers and 50.2% of Trainees; and at least once per week
according to 49.3% of Advisers and 42.5% of Trainees. The majority of Advisers®® allocate to
Trainees between one and three hours per week (57.5% of respondents), while 22.2% of them
spend less than one hour per week, and 14.9% between three and five hours per week. A
further small minority (5.4%) spend more than five hours per week in tutoring Trainees.

In general, Advisers are satisfied with the time allocated to Trainees, which they consider
sufficient fo guide them (79.3% of respondents). This impression matches fully with the
assessment expressed by Trainees, 76.5% of whom consider that the time devoted to them by
their Advisers was sufficients?.

Table 5.12 Time consumption in tutoring Trainees

Adv. 2.5 - In general, tutoring and support to
Trainees is not too time consuming if
compared with the benefits received
1 — | totally disagree 4.8%
2 12.2%
3 12.6%
4 24.7%
5 28.5%
6 — | fully agree 16.2%
N/A 1.1%
Total 100.0%

(754 respondents)

Source: Evaluation survey for Advisers

Evidence from the infernal monitoring system suggests that Advisers consider that futoring of
Trainees is not foo fime-consuming (according to 94.2% of respondents), and they would like to
repeat the experience of being Advisers (94.7% of respondents). A similar question on time
consumption was repeated during the evaluation survey, but revealed different opinions, as
now the percentage of those Advisers who consider that their futoring and supporting efforts
are not too fime consuming in comparison with the benefits received decreased from 94.2% to
69.4% (see Table 5.12). This is yet another confirmation of the bias infroduced in the monitoring
system by its non-confidential nature.

54 Although the question was basically the same, a partly different scoring system was adopted, as the questionnaire for
frainees foresaw an answer ‘I only met my adviser at the beginning and/or end of my stage’, which had no corresponding
option in the questionnaire for advisers. There were only 6 such responses (0.2% of trainees), so they were ignored in order
to compare results.

55 Q24 questionnaire for advisers.
56 Q48 questionnaire 2 for trainees.

57 This is an important lesson about the need to pay a great deal of attention to use of language when preparing surveys,
in order to avoid ambiguities in formulation.

58 Qs 25, 26, 28 and 29 of the questionnaire for advisers.
5 Q57 of questionnaire 2 for frainees.
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Trainees’ satisfaction with their Advisers is high to very high: 88.9% score their safisfaction from 7
to 10 on a scale of 10, and 59.5% score 9 or 10%0. Most Trainees (96.4%) do not report problems
with their Advisersé!.

Results from these questions are extremely clear in indicating a situation of general satisfaction,
and are corroborated by other indicators. However, as discussed above it is underlined that
requests for such sensitive opinions should be asked anonymously in order to allow everybody
express his/her opinion in a completely free and uncontrollable way. The following Table reports
the Trainees’ satisfaction with their Advisers, as gathered by the internal monitoring system.

Table 5.13 Trainees' satisfaction with Advisers

Overall satisfaction with

your adviser (Q59 Tr2)
1 - not satisfied at all 0.6%
2 0.5%
3 0.9%
4 1.3%
5 3.2%
6
7
8
9

4.7%
10.6%
18.8%
25.2%
10 - very satisfied 34.3%

Total 100.0%
(2,716 respondents)

Source: DG EAC internal monitoring

With two distinct sets of questionsé?, Trainees were asked at M1 and at M5 by the internal EAC
monitoring, to make explicit their assessment of the tutorship provided by their Advisers.

The situatfion that emerges confirms the overall appreciation reported above, under all the
parameters taken into consideration. A majority of Trainees, ranging from 65.3% to 87.4%,
express positive to very positive opinions about their Advisers on all elements taken info
consideration, which are visible in Table 5.14. This includes elements such as usefulness of the
support received; close working relations; regular feedback received; variety of activities
assigned and others.

60 Q59 of questionnaire 2 for trainees.
61 Q58 of questionnaire 2 for trainees.
62 Q85-Q93 of the first survey for trainees; and Q49-Q57 of the second survey.
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Table 5.14 Trainees' assessment of support received from Advisers

conversations

First Questionnaire for | totally . | neither | totally | do not
. ; | disagree | agree, nor| | agree Total
Trainees (M1) disagree f agree know
disagree
| have a good contact with my
- 3.0% 7.1% 19.8% 38.5% 27.6% 4.0%| 100.0%
stage co-ordinator
| have regular professional
contacts with/feedback from my 2.1% 5.8% 11.4% 38.1% 41.9% 0.8%| 100.0%
adviser
| work closely with my adviser 3.8% 11.6% 18.3% 37.6% 27.7% 1.0%| 100.0%
The feed-back from my adviser is 20%|  6.0%| 1520 40.2%| 32.9%|  3.7%| 100.0%
efficient and useful
| neither Not
Second Questionnaire for | totally . | totally |applicable
: . | disagree | agree nor| | agree . Total
Trainees (M5) disagree : agree /1don't
disagree
know
Lﬁﬁg’fd alot of support from 1.2% 35% | 11.2% | 35.0% | 48.7% | 0.4% 100.0%
He/she provided me with regular
feedback regarding my 2.1% 8.9% 16.6% 37.3% 34.0% 1.0% 100.0%
performance
He/she encouraged me to explore |, 1o, | g gos | 1500 | 36206 | 37.5% | 1.4% | 100.0%
new ideas during my traineeship
I am satisfied with the variety of 2.0% 77% | 161% | 387% | 338% | 1.8% 100.0%
activities he/she assigned me
When | had a problem related to
my work, | could count on him/her 1.6% 3.2% 8.1% 31.3% 51.3% 4.5% 100.0%
to find a solution
He/she has demonstrated good
listening skills during our 1.4% 2.2% 8.2% 34.2% 53.2% 0.9% 100.0%

Source: DG EAC internal monitoring

Even if they investigate different aspects, the two sets of questions in the Table above permit
an exercise of comparison of the opinions expressed by Trainees about their Advisers at two
different moments of their period at the Commission, i.e., at the beginning and at the end of
their ferm. Once more the findings are to be taken as proxies, by reason of the dissimilarities in
the questions asked and the non-confidentiality of the surveys. Still, results are very interesting
for the sake of this evaluation exercise.

It emerges very clearly that satisfaction and appreciation of work done by the Advisers
increases over fime, particularly for those who report being very satisfied (+10.6%). Likewise
there is an important decline in the rate of those who are not (-3.2% in absolute ferms, meaning
-31% of the initial unsatisfied Trainees), parallel with a decline of the ‘neutrals’ (-3.5% in absolute
terms, meaning -28% of the initial ‘neutrals’).
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Source: DG EAC internal monitoring

For a double check an overlapping question has been infroduced in the evaluation survey for
Trainees, where they were asked if they received a regular and appropriate tutorship from their
Advisers. Differences in the metrics used do not permit a clear comparison of findings; in
general, however, results from this further exercise confirm the general overall safisfaction
about the assistance and support provided by the Advisers (Table 5.15). In parficular it is
notable that the sum of those expressing satisfaction at the time of the evaluation survey
(scores 4 to 6, about 71%) fully corresponds to the sum of those expressing satisfaction or even
high satisfaction at M1 of their Traineeship, represented in the graph above (Figure 5.14)63,

Table 5.15 Appreciation of support received from Advisers
Tr. 2.6 - | received regular and appropriate
tutorship from my Adviser
1 — | totally disagree 6.9%
8.9%
12.1%
12.8%
22.6%
6 — | fully agree 35.5%
N/A 1.2%
Total 100.0%
(1,616 respondents)

Source: Evaluation survey for Trainees

gl (bW N

53.2 Q20

Q20 deals with ‘The extent to which the tasks allocation and description during the Traineeship
are a benefit for both Trainees and the EC.’

Some infroductory remarks developed when addressing Q17 are common to this issue and will
not be repeated here. This refers in particular to the delivery to Trainees of a job description, its
format, discussion of the job description, and satisfaction with the job content.

6338.6+325=71.1%
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Some additional elements of interest for addressing this issue are available through the internal
monitoring system.

To address this issue we primarily examined whether the EC's expectations from Trainees’
activity are realistic or, in other words, if the job assigned to them is generally feasible and
realistic.

As we have seen, during candidature, the applicants are invited to describe their academic
background and professional qualifications. Asked at the end of each Trainee's term,
Advisersé4 declare that by and large the Trainees’ qualifications emerged during their duty are
in line with what declared in the application form (34.2% declare they are in accordance and
55.4% declare they are fully in accordance with Trainees’ declarations).

A further element that needs to be considered is linguistic knowledge of Trainees; poor linguistic
competences can in fact represent a barrier to the work of Trainees at the Commission. Also on
this aspect the assessment of Advisers is very clear: in 89.4% of cases the Trainees’
competences were correctly described in the applicationés. In the 80.8% of cases linguistic
competence was very good or even excellentés, enabling Trainees to participate actively in
the life of the hosting Unit. In a further 16.6% of cases their competences were sufficient to
participates’.

When assigning tasks, do Units, through the Advisers, take info consideration the profile of
Trainees? According to the large majority of Trainees they do: as we have seen in Figure 5.10,
78.5% of Trainees felt that the tasks they were assigned were in general in line with their
capabilities and qualifications.

A very similar and complementary opinion is expressed by Advisersé, who consider that, taking
intfo account the qualifications declared in the application, the tasks are demanding or very
demanding in 69.6% of cases. In 27% of cases the tasks assigned are considered ‘normal’ ones
for Trainees. The following Table reports the findings from this question.

Table 5.16 Trainees' assessment of support received from Advisers

How would you rate the difficulty of the tasks assigned to
this trainee, taking into account the qualifications he/she
declared in his/her application? (Q15 Adv)

Very easy 0.6%
Easy 2.0%
Normal (neither easy nor difficult) 27.0%
Demanding 55.6%
Very demanding 14.0%
| have not seen his/her application 0.8%
Total 100.0%

(2,385 respondents)

Source: DG EAC internal monitoring

The previous findings indicate that, in general, the tasks that are assigned to Trainees, which are
demanding, are in line with their real qualifications and linguistic competences, and that this
conviction is shared by both Trainees and Advisers.

A further step is to assess whether the tasks allocated are of benefit for the EC. A first indicator
fo assess this point is given by the findings commented upon above: according to Advisers, in
86.2% of cases the qualifications of Trainees matched or even fully matched the hosting Unit’s
needs.

64 Q16 of questionnaire for advisers.
65 Q18 of questionnaire for advisers.
¢ It was excellent in 46.4% of cases.
67 Q19 of questionnaire for advisers.
68 Q15 of questionnaire for advisers.
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From the analysis of the infernal monitoring questionnaire for Advisers, it is revealed furthermore
that Trainees are by and large useful or very useful in assisting the work of their hosting Units
(94.3%, with 60.6% of them very useful), and that in 94.1% of cases Advisers were satisfied or
even very satisfied (65.5%) with their performance¢.

Figure 5.15 Usefulness of and satisfaction with Trainees’ performances

Overal satisfaction with
Trainees' performances

@ 1 (higher)
m2

@ 3 (neutral)

W 4 + 5 (lower)

Trainees' usefulness in
assisting Unit's work

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Source: DG EAC internal monitoring

During their term at the Commission, a large percentage of Trainees participated in meetings in
Units other than those of their destination (64.6%), attended conferences or seminars within the
hosting DG (75.2%) and conferences or seminars organised in other DGs (60.1%). Considerably
lower but still significant is the number of those accompanying EC Officers in meetings at other
EU Insfitutions (47.2%) and of those who followed fraining organised by their hosting DGs
(49.8%)70.

The request for this information, contained in the second survey for Trainees, is badly organised
and misleading for respondents. These are in fact questions that should have been formulated
as closed (Yes/No), as they aim to obtain simple factual information on the happening of a
fact. The use of a 5-point scale expressing agreement or disagreement makes very little sense.
The following statistics are therefore to be taken as purely indicative ones.

Table 5.17 Attendance at meetings and training

Meetings / training attended during traineeship (Q24 - Q28 Tr2)
Agreement/total Neutrals Dlsggreemenﬂtotal N/A
agreement disagreement

Attended extra-Unit meetings 64.6% 10.8% 20.4% 4.2%
Acc_omlpanled EC staff in meetings at other EU 47.2% 9.6% 34.9% 8.3%
Institutions
Followed conferences within hosting DGs 75.2% 9.4% 11.5% 3.9%
Followed conferences in other DGs 60.1% 13.8% 21.2% 4.9%
Followed training organised by hosting DGs 49.8% 11.7% 30.2% 8.3%

Source: DG EAC internal monitoring

Further evidence has been gathered with the evaluation surveys. In particular we investigated
whether the allocation and formalisation of tasks had a positive impact on the professional
enhancement of Trainees; and on the performances of the hosting Units (see Tables 5.18 and
5.19).

A positive appreciation of both elements by both Trainees and Advisers is apparent, with a
more consistent level for the latter, in fact:

6 Qs 14 and 12 of questionnaire for trainees.
70 Qs24 to 28 of questionnaire 2 for frainees
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* according fo 76% of respondent Trainees, the tasks they were assigned helped their
professional enhancement;

* nearly 87% of respondent Advisers evaluated the overall performance of Trainees as
satisfactory and useful for the needs of the Unit.

Table 5.18 Professional enhancement of Trainees following internship

Tr. 2.7 - The tasks | was assigned helped
my professional enhancement

1 — | totally disagree 4.5%
2 7.4%
3 10.9%
4 16.7%
5 23.4%
6 — | fully agree 36.0%
N/A 1.1%

Total 100.0%

(1,616 respondents)

Source: Evaluation survey for Trainees

Table 5.19 Usefulness of Trainees’ performance on Units’ tasks

Adv. 2.7 -The overall performances of
Trainees is in general satisfactory and useful
for the needs of my Unit
1 — | totally disagree 0.9%
2 2.5%
3 8.2%
4 19.6%
5 42.8%
6 — | fully agree 24.4%
N/A 1.5%

Total 100.0%

(754 respondents)

Source: Evaluation survey for Advisers

533 Q21

Q21 deals with ‘The extent to which the assistance given by the liaison committee at the
beginning of the stage has been satisfactory.’

In a specific subset of questions in the first survey for Trainees’! of the internal monitoring system,
respondents were requested to formulate their assessment of the assistance received from the
Licison Committee.

The conclusion to be drawn from the evidence available is extremely clear: assistance was
very much appreciated, when visible. The issue of visibility needs to be carefully addressed, as
the role of the Licison Committee lasts for only for one month and one cannot expect that in
such a short period of time every Trainees will form an informed opinion on issues such as the
availability of the Committee for advice and help (responses of 24.4% for ‘I do not know’); or
the level of organisation of activities promoted by them (11% ‘I do not know’). In practice, the
Liaison Committee is highly visible o the whole group of Trainees only during the administrative
welcome and the welcome conference.

71 Qs59 to 83 questionnaire 1 for trainees.
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With these caveats in mind, it is appreciated that 71.8% of respondents value the assistance of
the Licison Committee highly (sum of answers ‘| agree’ and ‘| fotally agree’ reported in the

following Table 5.20).

Table 5.20 Trainees' assessment of support received from the Liaison Committee

Appreciation of assistance provided by the Liaison Committee

| neither | totally | do not
| totally disagree | | disagree | agree, nor| | agree No answer| Total

disagree agree know
The information pack prepared by the
Liaison Committee provides clear and
precise information 0.3% 2.4% 9.6% 58.1% 27.3% 2.2% 0.2%| 100.0%
The Liaison Committee is always
available for help and advice 0.7% 3.6% 13.2% 37.0% 20.6% 24.4% 0.4%|  100.0%
The activities organized by the Liaison
Committee during the first month are a
good way to get to 0.3% 1.9% 9.2% 45.2% 36.3% 6.7% 0.3%] 100.0%
The activities organized by the Liaison
Committee are interesting 0.5% 3.5% 17.3% 50.8% 20.8% 6.5% 0.6%| 100.0%
The activities organized by the Liaison
Committee are well organized 0.9% 5.5% 18.8% 46.5% 16.4% 11.0% 0.9%| 100.0%

Source: DG EAC internal monitoring

The degree of satisfaction and the importance imputed fo the assistance given by the Licison

Committee have also been investigated in the evaluation survey.

In this case the opinions expressed by Trainees are definitely milder (59.6% expressed a positive
opinion on the assistance received, 12.2% less than in the monitoring survey, with a very high
percentage of non-respondents at 11.4%) and the level of importance given to this support is

low for 31.6%, with 11.4% of non-respondents.

Table 5.21 Importance of the assistance given by the Liaison Committee

Tr. 2.3 - The assistance received from the

licison committee has been satisfactory
1 - not important at all 7.5%
2 24.1%
3 30.4%
4 - very important 26.7%
N/A 11.4%
Total 100.0%

(1,616 respondents)

Source: Evaluation survey for Trainees

Table 5.22 Satisfaction with the assistance provided by the Liaison Committee

Tr. 2.3 The assistance received from the
Licison Committee has been satisfactory

1 — | totally disagree

4.6%

7.4%

16.4%

22.2%

A |wWIN

23.8%

6 — | fully agree

13.6%

N/A

11.9%

Total

100.0%

(1,616 respondents)

Source: Evaluation survey for Trainees
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53.4 Q22

Q22 deals with ‘To what extent the internal evaluation system is appropriate in order to identify
the emerging needs.’

Please refer to paragraph 4.3.5 above.

53.5 Q23

Q23 deals with the integration of Trainees in the hosting Unit: it is an additional issue introduced
by the evaluation team in order to better answer to the overall objective of the evaluation.

According fo evidence from the infernal monitoring system, Trainees seem to be fully
infegrated within their hosting units: 86% of Advisers rate positively their infegration, while 92.9%
of Trainees consider the communication and contacts within the Unit satisfactory.

Additional information has been gathered with the evaluation survey, and confirms the overall
satisfaction that emerged from the internal monitoring: more than 80% of Advisers did not
experience any difficulty in integrating Trainees within the activities carried out in their Units.

Figure 5.16 Integration of Trainees by typology of the Units

100% +
90% -
80% -
70% -
60% -
50% -
40% -
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Coordination / horizontal unit Operational Unit

Source: Evaluation survey for Advisers

The typology of the Unit (if horizontal or operational) does not seem to influence the level of
integration of the Trainees, so it is reasonable to think that this aspect depends more on the
personal ability of the Trainee and his/her Adviser than on the typology of the work of the Unit.
For both the typologies a positive assessment on integration is reported for more than 80% of
the respondents, with only a slight better assessment from the Operational Units.
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Table 5.23

Integration of Trainees in the Unit

Adv. 2.9 - | do not experience any difficulty in
infegrating Trainees within the activities
carried out in my Unif
1 — | totally disagree 1.2%
2 4.6%
3 9.8%
4 15.8%
5 30.9%
6 — | fully agree 35.4%
N/A 2.3%

Total 100.0%

(754 respondents)

Source: Evaluation survey for Advisers
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6 FINDINGS: THE IMPACT OF THE TS

6.1 GENERAL ASSESSMENT

Overall evaluation of the Traineeship Scheme reveals a particularly good level of satisfaction
both from the Trainees and the Advisers, as regards the level of utility and impact affer the end
of the Scheme. All the issues fall into the ‘successful area’.

Figure 6.1 Importance of and satisfaction with of the impact of the TS

Loss of Successful area
focus Extra- Understanding | Enhfarr]]cement
professional of EU objectives | ° the CV
interests to EU —>e®

5 issues

.EK

5 » Knowledge/skill
5 s acquired
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o ;
© ] '
v Professional |
s deals with EU !
issuesand |
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25 P '
: s
! Critical
15 Irrelevant :
H area
1
1 15 2 Importance 3 35 4

Source: Evaluation survey for Trainees

This aspect of the TS reports the highest level of satisfaction from the Trainees (see Figure 4.1).
More specifically:

The major achievement is the enhancement of Trainee’s CV provided by the high standing
of the EU Traineeship Scheme. This proves to provide the former Trainees with a higher
professional value in the following recruitment processes. Among the Trainees who
completed their traineeship before March 2003 and who replied to the survey, none is
currently unemployed, while of the former Trainees currently employed, the overwhelming
maijority are skilled workers or middle managers.

The level of understanding, as insiders, of the functioning of the EU prepares them to work
within EU institutions and other international organisations. As a result it is observed that a
high proportion of the former Trainees (about 26%) are currently working in international
organisations and in about half of the cases in the European Commission. This is a major
added value, more than the actual acquisition of specific skills and competences, which
records a level of satisfaction that is sfill positive, but lower.

Qualitative evidence collected through free comments in the evaluation survey for Advisers
shows that the opinion is widely shared that the degree of success strongly depends upon
the quality of the Trainee and a good match between the expectations of Trainees and
Advisors. On the contrary, if the Trainee is not sufficiently talented or motivated, or has weak
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linguistic or writing skills, there is an incentive for the Units to use them simply as manpower in
more routine work. This of course makes the experience less interesting for the Trainees.

The need for follow-up activities is not perceived by former Trainees, while there is little if any

evidence that past experiences in this

achievements.

Figure 6.2

direction produced visible and effective

The impact of the Traineeship. Importance for Trainees by issue (mean 3.39)

ufficiency

s
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
! 3.08
1

Enhancement of the
CcVv

3.63

Understanding of EU
objectives

knowledge/skills
acquired

Professional deals with
EU issues and policies

Extra-professional
interests to EU issues

2.5 2.7 2.9 3.1 3.3

3.5

3.7 3.9

Source: Evaluation survey for Trainees

Figure 6.3

The impact of the Traineeship. Trainee satisfaction by issue (mean 4.74)
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Figure 6.4 The impact of the Traineeship. Importance for Advisers by issue (mean 3.04)
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Figure 6.5 The impact of the Traineeship. Adviser satisfaction by issue (mean 4.33)
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The following two Tables present a SWOT analysis identifying external and internal factors likely
to influence the utility of the programme and a list of indicators which helps to aggregate the
evidence collected.

Table 6.1 SWOT analysis for the impact and utility of the Traineeship Scheme

STRENGTHS WEAKNESSES

Creation of pool of people with an

attractive CV and better prepared fo People do not show interest in follow-up

collaborate with the EU Commission

activities

OPPORTUNITIES

THREATS

Trainees have greater opportunities to find
a job in the EU Institutions or bodies

The advertising of similar schemes in other
International Organisations may reduce
the number of applications
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Table 6.1

Set of indicators for the impact and utility of the Traineeship Scheme

Evaluative Question

Indicator

Value

Q24) The extent to which Trainees have
a better understanding of the
objectives and goals of the EU
infegration process and policies

% of former Trainees who declared that
the TS enhanced their understanding of
the objectives and goals of the EU
infegration process and policies

% of Advisers who declared that the TS
creates a pool of young people better
prepared to collaborate with the EC in
the future

89.6% - survey

88.9% - survey

Q25) The extent to which Trainees can | e % of former Trainees who declared that o 468% - survey
put into practice the knowledge during the TS they put into practice the
acquired during their studies, in knowledge acquired during their studies
particular in their specific areas of
competences
Q26) The extent to which the Scheme e % of former Trainees who declared that o 88% - survey

represents a professional value for
the graduates as far as their
infroduction to the professional
world is concerned

the TS enhanced the value of their CV
during recruitment

Positive acknowledgement of the value
of TS by employers

yes - interviews
and FG

Q27) The extent to which the Scheme
creates a pool of young people
better prepared fo collaborate
with the EC in the future

% of ofrmer frainees who now work in the
EC

% of former Trainees whose current
occupation deals with European policies

% of former Trainees whose current extra-
professional interests deal with European
policies

12.7% - survey
63% - survey

71.3% - survey

Q28) The extent to which the Scheme
represents an added value for the
EC, and the extent to which the EC
benefits from the programme

% of Advisers who declared that the TS
represents an added value for the EC,
because Trainees bring new ideas

% of Advisers who declared that the TS
represents an added value for the EC,
because TS provides additional skilled and
useful manpower

56.1% - survey;
70% EAC
monitoring

67.3% - survey

Q29) The extent to which follow-up
activities to the Scheme exist,
should be developed, are
effective, fit in a possible strategy
of the Commission

Former Trainees showing possible interest
in follow-up activities

none

Q30) The inter-institutional dimension of
the scheme (additional issue
infroduced at request of DG EAC)

% of former trainees who now work in an
EU institution (not EC)

13.7% - survey
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6.2 ULty

The evaluation mandate asked evaluators to address the following questions:

Q24) The extent to which Trainees have a better understanding of the objectives and goals of
the EU integration process and policies;

Q25) The extent to which Trainees can put into practice the knowledge acquired during their
studies, in particular in their specific areas of competences;

Q26) The extent to which the Scheme represents a professional value for the graduates as far
as their infroduction to the professional world is concerned;

Q27)The extent to which the Scheme creates a pool of young people better prepared to
collaborate with the EC in the future;

Q28) The extent to which the Scheme represents an added value for the EC, and the extent to
which the EC benefits from the programme;

Q29) The extent to which follow up activities to the Scheme exist, should be developed, are
effective, fit in a possible strategy of the Commission;

Q30) The extent to which an inter-institutional dimension of the different Traineeship Schemes
managed by various European Institutions may be strengthened (additional issues
infroduced by the Evaluation Team).

6.2.1 Q24

Q24 deals with ‘The extent to which Trainees have a better understanding of the objectives
and goals of the EU integration process and policies.’

Table 6.1 Understanding of EU policies

Tr. 3.1 - Thanks to the Traineeship, | gained a
better understanding of the objectives of the
EU integration process and policies
1 — | totally disagree 1.4%
2 2.2%
3 5.8%
4 12.2%
5 28.8%
6 — | fully agree 48.6%
N/A 0.9%

Total 100.0%

(1,610 respondents)

Source: Evaluation survey for Trainees

Among the expected impacts of the TS, the achievement of a better understanding of the EU
objectives is one of the most successful ones. Almost half of past Trainees surveyed fully agree
with the statement that thanks fo their Traineeship experience they gained a better
knowledge, ‘from the inside’, of the functioning of EU institutions, and the overall share of those
expressing a positive assessment of this issue totals 89.6%.

The second internal monitoring of DG EAC for Trainees’2 confirms this result. As regards the issue
of 'learning during Traineeship’, respondents reporting having learnt ‘a lot’ are 84.7%; 88.8% of
them report having learnt more about the EC in general, and an even larger 92.9% learnt
about the DG in which they were hosted.

72 Qs 22, 23, 29 of questionnaire 2 for trainees
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Figure 6.6 Learning during Traineeship
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Source: EAC internal monitoring

6.22 Q25

Q25 deals with ‘The extent to which Trainees can put into practice the knowledge acquired
during their studies, in particular in their specific areas of competences.’

Even if on average, according to the evaluation survey, the satisfaction on this issue is good
(4.18 out of 6) and 68% of past Trainees surveyed report a link between university studies and
the Traineeship period, the responses show a rather wide variance (see Table 6.2).

The extent to which a Trainee can put in practice his/her university background is of course
related to the degree of matching with the expertise required in the hosting DG. While in some
cases this match is explicit and immediate (e.g., students of Modern Languages with the
Translation Service) in some other cases this is less straightforward, especially when the selection
of preferred DGs during application is based on an insufficiently clear and detailed information
about the activities carried out by DGs. For example, an Adviser of DG INFSO reported that,
when specifying for their DG as candidates, Trainees are not aware that a large part of that
DG deals with scientific and engineering subjects.

Table 6.2 TS and University knowledge

Tr. 2.8 - During the Traineeship | put in
practice the knowledge acquired
during my University studies
1 — | totally disagree 5.4%
2 10.5%
3 14.9%
4 21.2%
5 23.5%
6 — | fully agree 23.3%
N/A 1.3%
Total 100.0%

(1,616 respondents)

Source: Evaluation survey for Trainees
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As mentioned in Paragraph 4.3, there is an imbalance in the academic background of
Trainees, in favour of humanities and social sciences, while students with a more technical
background (engineering, mathematics) are less keen in applying for a Traineeship, despite
the need for (some of) these skills in DGs or services.

Figure 6.7 represents the satisfaction of Trainees with their opportunity to practise the
knowledge acquired in their University studies during Traineeship, by University background.
Some discrepancies are evidently noficeable, but it is remarkable that they are contained in a
range spanning from 3.42 to 4.44, which is relatively narrow. The lowest score of satisfaction is
not unexpectedly reported by engineers and architects, while the highest satisfaction is
reported by those with a background in humanities.

Figure 6.7  Satisfaction with the opportunity to practise the knowledge acquired during
university studies (positive >3.5)

6.0
5.5 1

5.0 4

4.28
4.5 4.12

4.0 4
3.5 4
3.0 1
2.5
2.0 4
1.5
1.0 -+

Economics Engineering & Humanities Sciences Social and Other
Architecture political
sciences

Source: Evaluation survey for Trainees

6.23 Q26

Q26 deals with ‘The extent to which the Scheme represents a professional value for the
graduates as far as their introduction to the professional world is concerned.’

The vast majority of the former Trainees answering the evaluation survey reported that the
experience gained during their Traineeship improved the value of their CV when applying for a
job. Qualitative evidence collected through interviews and FGs confirmed that a Traineeship at
the European Commission is considered to be a quite presfigious experience, adding value in
the context of sulbsequent recruitment processes.
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Table 6.3 Traineeship and value of CVs

Tr. 3.2 - The participation in the Traineeship
enhanced the value of my CV during
subsequent recruitment processes

1 — | totally disagree 2.1%
2 3.2%
3 4.5%
4 10.5%
5 23.8%
6 — | fully agree 53.7%
N/A 2.1%

Total 100.0%

Source: Evaluation survey for Trainees

(1,610 respondents)

A further element analysed by the evaluation survey was the usefulness of the skills acquired
during Traineeship in the context of the subsequent working life of past Trainees. Again,
responses were largely positive, as 76.1% of past Trainees (scores from 4 to 6) assess this element
in a positive way (sfill, about a quarter of them are non-committal on this element, with scores

of 3 and 4).

Table 6.4 New skills and subsequent jobs

Tr. 3.4 - The competences acquired during
the Traineeship were useful in my subsequent

jobs

1 — | totally disagree 4.6%
2 8.3%
3 9.1%
4 14.7%
5 24.9%
6 — | fully agree 36.5%
N/A 1.9%

Total 100.0%

(1,610 respondents)

Source: Evaluation survey for Trainees

It should be noted, however, that the high status of the Traineeship experience is not directly
related to the positive assessment about the usefulness of the competences acquired during
the Traineeship period. The level of satisfaction on this topic, although overall still high, is now
less enthusiastic. This could mean that the reputation of the Traineeship Scheme is not
necessarily related to the actual professional experience gained by the Trainees. Perhaps, in
particular, the actual possibility of acquiring professional skills is also related to the short length
of stay: it is widely recognised that, due to learning curve problems, the performance of the
Trainees is at its highest level just at the point when they have to leave.
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Figure 6.8 Satisfaction about the competences acquired during the Traineeship (positive
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As in the previous evaluation question, the degree of satfisfaction about the skills acquired
during the Traineeship period varies slightly if the university background is taken into account:
the lowest rate is reported by Trainees with engineering and architecture background (mark of
4.08), then the ‘other’ category (4.42) and economics. On the contrary, the highest satisfaction
comes from Trainees with a social and political sciences background. Surprisingly a high score
is reported also by Trainees with a university background in sciences, so it could be assumed
that in that case the Traineeship period provided good complementary skills to those Trainees.

Table 6.5 Trainee occupation, per sector of activity

Sector %

Activities of international organisations and bodies 26.4%
Other service activities, including consulting 16.4%
Professional, scientific and technical activities 16.3%
Public administration and defence; compulsory social security 12.1%
Education 6.9%
Administrative and support service activities 5.8%
Financial and insurance activities 5.2%
Arts, entertainment and recreation 1.7%
Human health and social work activities 1.3%
Agriculture, forestry and fishing 0.9%
Manufacturing 0.6%
Wholesale and retail frade; repair of motor vehicles and motorcycles 0.6%
Electricity, gas, steam and air conditioning supply 0.5%
Transportation and storage 0.5%
Construction 0.4%
Real estate activities 0.2%
Activities of households as employers; undifferentiated goods and services producing
activities of households for own use 0.1%
Mining and quarrying 0.1%
Water supply; sewerage, waste management and remediation activities 0.1%
Unemployed 4.0%

Total 100.0%

(1,733 respondents)

Source: Evaluation survey for Trainees
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The value added by Traineeship to the CVs of past Trainees should be also appreciated from a
concurrent viewpoint, which is the occupation rate of former Trainees, and their present
occupation position. This is a further area that was investigated during the evaluation survey.

The first element emerging from this analysis is that 96% of the past Trainees surveyed have
found a job; this is remarkable, if one considers that the average unemployment rate in the EU-
27 area for people holding an ISCED 5-6 fitle (graduates) is slightly higher than 5%.

As for the remaining 4% of the respondents to the survey who are currently unemployed it
should be noted that they participated in the latest sessions of the Scheme: more than half of
them had their TS during the years 2006-2007, while all the respondents who completed their
Traineeship before March 2003 are currently employed; as commented in another section of
this report, the response rate of these ‘old’ trainees is scarcely significant, and this figure has to
be therefore taken as a proxy only

As supplementary evidence, two further elements have been analysed; the occupational
department and the position of past Trainees.

As for the first aspect, besides a significant share of ‘non available’ responses (due perhaps fo
the difficulty in selecting a department by people employed in less structured organisations,
see for example the percentage of ‘self employed’ in the table below), the highest shares are
currently occupied in the administration and international relations departments. This confirms
that for a significant percentage of former Trainees there is continuity with the professional
experience carried out at the Commission.

It goes without saying that if those results are cross-analysed with the satisfaction about the
competences acquired during the TS, the highest satisfaction (4.86 out of 6) is recorded by
those currently occupied in intfernational relations.

Table 6.6  Trainee occupation, per department

Administration 18.5%
International relations 14.9%
Research 14.1%
External relations 7.8%
Planning 3.2%
Marketing 3.1%
Production 2.2%
Human Resources 2.1%
Sales 1.4%
N/A 32.5%

Total 100.0%

Source: Evaluation survey for Trainees

As regards the occupation per position, the results show that almost half of the past Trainees
are currently skiled workers and almost one-third of them are middle managers, while only a
minor share are sales or non specialised workers. This would confirm the perception that a
major share of past Trainees subsequently perform quite well in terms of professional
achievements.
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Table 6.7 Trainee occupation, per position

Employees/Technicians/Skilled workers 48.0%
Middle managers 30.6%
Self employed 92.9%
Teachers 5.3%
Clerical employees/Non-specialised workers 3.3%
Top managers 2.5%
Sales workers 0.4%

Total 100.0%

Source: Evaluation survey for Trainees

The evaluators had originally planned to integrate this analysis with evidence to be collected
through employers organisations on whether or not a Traineeship at the Commission adds any
experience that is valuable for the labour market to the skills acquired by young graduates
applying for a job. To carry out this analysis, contacts were established with EU umbrella
organisations and think-tanks such as BusinessEurope, the European Club for Human Resources,
and the Federation of European Employers. During interviews some evidence was collected
pointing in the direction of the traineeship adding to the quadlifications of past trainees.
However, this evidence was purely of an anecdotal nature and did not add significant data to
the findings.

6.2.4 Q27

Q27 deals with ‘The extent to which the Scheme creates a pool of young people better
prepared to collaborate with the EC in the future.’

It emerges from the analysis presented in a previous paragraph that the TS is performing
particularly well in respect of its capacity to train people to collaborate with the EU institutions
after the end of their intfernship. In particular, the highest share of former Trainees surveyed
(26.4%) is currently working for international organisations and bodies; among them, 48.1% work
for the European Commission while a conspicuous amount of them work for other EU
institutions. This further element shows how the TS af the EC is beneficial to other EU institutions,
as well in terms of ‘provision’ of young, motivated officers.

Figure 6.9 Former Trainees currently occupied in International Organisations
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Source: Evaluation survey for Trainees

A further high share of former Trainees surveyed (16.4%) is currently working for service activities,
including consulting. Among them it could be assumed that a significant share is made up by
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people working for consulting companies that in furn work for the EU institutions, so, again, the
close relationship with the EU institutions affer the Traineeship Scheme is maintained.

This is confimed by further evidence collected during the evaluation survey, based on
declarations made by former Trainees, which indicates that more than 50% of respondents
agree with the statement that their current occupation deals with EU issues and policies.

An assessment has been requested from Advisers on the capacity of the TS o frain young
people who, after the end of their internship, can collaborate with the EC, and the responses
were largely positive. Those providing a positive answer were 88.9% of respondents (scores from
410 6), with a very high concentratfion on the top scores (75.6% scoring 5 or ).

Table 6.8 Preparation for future collaboration with the EC

Adv. 3.3 - The Scheme is a good way to frain
young people who after the Traineeship are

better prepared to collaborate with the EC
1 — | totally disagree 1.5%
2 2.3%
3 6.5%
4 13.3%
5 34.1%
6 — | fully agree 41.5%
N/A 0.8%
Total 100.0%

(728 respondents)

Source: Evaluation survey for Advisers

In order to address this question fully, a further element had to be investigated, which is the
relation between the extra-professional life of former Trainees and the European Union. Former
Trainees have been therefore asked to indicate whether they are involved to any extent in civil
society activities, political activism, cultural interests etc. which are related to EU issues and
policies. This has been done in a specific relation with the aim stated in the Commission
Decision forming the legal base for the Traineeship Scheme of creating long-term ‘goodwill
ambassadors’ for European ideas and values, both within the European Union and outside.

Also in this case, replies are quite clear in designing a profile of past Trainees who are involved
in issues dealing with EU policies even in their private/social life; as reported in the following
Table, 71.3% of them responded positively.

Table 6.9 Extra professional activities and the EU

Tr. 3.5 - My present extra-professional
interests are fo some extent related to EU
issues and policies (civil society activities,

political activism, cultural interests efc.)

1 — | totally disagree 6.8%
2 7.0%
3 9.4%
4 14.8%
5 19.2%
6 — | fully agree 37.3%
N/A 5.5%

Total 100.0%

(1,610 respondents)

Source: Evaluation survey for Trainees
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6.25 Q28

Q28 deals with ‘The extent to which the Scheme represents an added value for the EC, and
the extent to which the EC benefits from the programme.’

Almost all the Advisers responding to the EAC internal monitoring (91.8%) state that working
with a Trainee is useful or very useful, while 0.6% of the Advisers find it not useful.

It is shared by the maijority of the Advisers that a good Trainee, in terms of skills and motivation,
is a true asset for the DG. It is however equally clear that even the best Trainees become
operational only after a few months, which means towards the end of their stay at the
Commission.

Table 6.10 Advisers’ evaluation of the Traineeship Scheme

To what extent do you agree with the following
statement: "l like to work with trainees, because they
bring in new ideas and new ways of approaching
tasks"? (Q49 Adv)

| totally disagree 1.0%
| disagree 3.1%
| neither agree or disagree 25.9%
| agree 52.5%
| totally agree 17.5%
Total 100.0%

(2,385 respondents)

Source: DG EAC internal monitoring

Do Trainees bring with them new ideas and ways of approaching taskse Surely yes for the 70%
of Advisers who responded to this question when asked by the internal monitoring system.
However, their judgements are somewhat less positive when asked a very similar question in an
anonymous way during the evaluation survey. In this case, the percentage of those expressing
agreement with the statement formulated falls from 70% down to 56%, while the percentage of
those expressing disagreement is higher (from 4.1% to 22.9%). See Tables 6.11 and 6.12.

Table 6.11 Value of the TS for the EC

Adv. 3.1 - The Traineeship Scheme is
valuable for the EC, because Trainees
bring with them new ideas and new
working approaches
1 — | totally disagree 6.0%
2 16.9%
3 20.1%
4 17.7%
5 18.1%
6 — | fully agree 20.3%
N/A 0.8%

Total 100.0%

(728 respondents)

Source: Evaluation survey for Advisers

Finally, when asked whether the TS is valuable in ferms of providing additional skilled and useful
manpower, Advisers answer positively at their large majority (about 67%).
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Table 6.12 TS and provision of additional manpower

Adv. 3.2 - The Traineeship Scheme is
valuable for the EC, because it provides us
with additional skilled and useful
manpower
1 — | totally disagree 5.1%
2 10.0%
3 16.8%
4 25.4%
5 21.4%
6 — | fully agree 20.5%
N/A 0.8%

Total 100.0%

(728 respondents)

Source: Evaluation survey for Advisers

6.2.6 Q29

Q29 deals with ‘The extent to which follow up activities to the Scheme exist, should be
developed, are effective, fit in a possible strategy of the Commission.’

Currently there are no systematic and structured follow up activities of the TS managed by the
EC or by any other EU institution.

Under the initiative of a group of former Trainees, an organisation called ADEK”® was set up in
1967 as a de-facto association. The association was then formally established in 2005 in Brussels
under the Belgian law as a fee-based international non-for profit association under the name
ADEK International (Association des Anciens Stagiaires de I’Union Européenne).

ADEK aimed to create an alumni-like association among former Trainees, facilitating social and
professional networking. Its more notable achievements were the publication of a ‘Who's who'
Directory in 1998 with contact details of former Trainees; the organisation of yearly events for
former Trainees; the organisation of thematic conferences on EU policies and issues; and the
launching in 2006 of a website’4, which presently has ceased to be operational. Over the years
ADEK received substantial contributions from the EC in terms of logistics (office space was
given from the 1970s), equipment and human resources (2 Trainees for each session).

Precise figures about the size of the association over the period are not available; however,
based on interviews it is reported that in 2003 ADEK reached a constituency of about 400
former Trainees. The last years have been marked by a rapid decline of the constituency base
of the association (figures not available), the progressive phasing out of its activities (last
notable activities are reflected in the 2005 report of activities) and the progressive ending of
the support formerly provided by the EC. The last Trainees were allocated to ADEK in 2006, and
in January 2008 after some negotiations the EC stopped the granting of office space and
related equipment. According to its President pro-tempore, the Association is de facto inactive
since the beginning of 2008.

Assessed retfrospectively, the ceasing of EC support had an impact on the existence of the
association, but it could not have been otherwise, because the association never reached
financial viability and stability of its structures, and any EC contribution to private organisations
cannot be contfinued for ever.

With the occasion of the evaluation survey, past Trainees were asked for their opinion about
the usefulness of setting up or establishing some follow up of the TS. To understand the point,

73 ADEK is an acronym from Esperanto.
74 www.adek-international.org

Page 116 of 130




some alternative options were formulated?’s. The responses were very clear: the overwhelming
maijority of the respondents expressed no opinion, while a minority explicitly declared that there
is no need for such follow up activities.

6.2.7 Q30

Added at the request of DG EAC during Inception, Q30 deals with the inter-institutional
dimension of the Traineeship Scheme, and in particular it aims to explore ways that would
allow the strengthening of an inter-institutional cooperation among the different Traineeship
Schemes managed by various European Institutions.

Several of the European institutions offer opportunities for Traineeships to recent graduates;
almost all of them offer both paid and unpaid Traineeships.

Even if the overall objectives of these Schemes are very similar among themselves and
comparable with the objectives of the Traineeship Scheme at the European Commission, the
specific content of the Traineeships and the management procedures at the different
Institutions differ, adapting to their specific mandate and to the (relatively small) size of each of
these Schemes. The Commission as an institution absorbs about 76% of the overall number of
yearly trainees.

The tables presented below report some key facts and figures identifying the Traineeship
Schemes managed by the most representative European institutions that are comparable with
the TS-VBB of the European Commission.

75 (a) | would appreciate the existence of an effective alumni-like association, facilitating professional and social
networking among former Trainees; (b) | would appreciate the organisation of some public events targeting past and
present Trainees; (c) | would be available to participate as volunteer in the organisation of initiatives for past Trainees.
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Table 6.13 Key elements of the different Paid Traineeship Schemes at the EU Institutions

STARTING SESSIONS MONTHLY GRANT
NAME OF DURATION ATE;J$T TRAINEES
INSTITUTION| (/oo BENEFICIARIES (MONTHS) SESS.1 SESS.2 BASIS SESSION PERYEAR| APPLICATION
2007
European Paid Traineeship, | Graduates of universities or | 5 months 1st March 1st October | 25% of the basic 963 € +/-1200 | On-line; supporting
Commission 'VBB Scheme' equivalent institutions. remuneration for an documents to be
Priority given to EU citizens official at grade AD sent during
or citizens of an applicant 5/1 application
Country.
European Robert Schuman | Graduates of universities or | 5 months 1st March 1st October | 25% of the basic 1.119 € +/- 260 | On-line; supporting
Parliament scholarships, equivalent insfitutions remuneration for an paid | documents to be
general option having produced a official at grade AD sent only if selected
substantial written paper 5/4
for their degree or for a
scientific journal. Priority
given to EU citizens or
citizens of an applicant
Country.
Council of the | Paid Traineeships | Graduates of universities or | 5 months, 1st February | 1st Decided every year 980 €| +/- 80 paid | On-line; supporting
EU equivalent institutions. renewable in September | by the Deputy documents to be
Targeted to EU citizens; excepftional Secretary-General of sent partly during
citizens of an applicant cases for 1 the Council, in the application and
Country eligible only if further month light of budget partly only if
national officials. (unpaid). In availability; as an selected.
particular infernal rule, 25% of
cases the basic
Traineeship can remuneration for an
be shorter (min. official at grade AD
3 months) 5/1
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STARTING SESSIONS

MONTHLY GRANT

a

NAME OF DURATION ATE;J$T TRAINEES
INSTITUTION| (/oo BENEFICIARIES (MONTHS) SESS.1 SESS.2 BASIS SESSION PER YEAR| APPLICATION
2007
Economic Paid Traineeships | Graduates of universities or | 5 months 16th 16th 25% of the basic 1,003 € +/- 15| On-line; supporting
and Social equivalent instfitutions. EU February September | remuneration for an documents tfo be
Committee and non-EU citizens are official at grade AD sent only if selected
eligible. 5/1
Committee of | Long-term paid | Graduates of universities or | 5 months 16th 16th 1,000 € +/- 15| On-line; supporting
the Regions Traineeships equivalent institutions. EU February September documents to be
and non-EU citizens are sent only if pre-
eligible. As a general rule, selected
there is an age limit of 30
years.
European Paid Traineeships | EU-citizens graduated in From 4to 11 1st January | 1st 25% basic salary of 1,135€in |Upto 10 Off-line; supporting
Ombudsman Law. Exceptions are months September | staff grade AD 6/1, Brussels full grants | documents to be
possible. plus household 1,341 €in | per year. sent during
allowance, where Strasbourg | They can application.
appropriate. be
allocated
to more
Trainees if
some of
them
remain for
a shorter
term.
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STARTING SESSIONS MONTHLY GRANT
AMOUNT | TRAINEES

NAME OF DURATION LAST
INSTITUTION BENEFICIARIES SESS.1 SESS.2 BASIS PER YEAR| APPLICATION

SCHEME (MONTHS) SESSION

2007
Data Main Traineeship | Recent EU Graduates. 5 months 1st March 1st October | 25% of the basic 963 € 4 | Off-line; supporting
Protection programme remuneration for an documents to be
Supervisor official at grade AD sent if selected.
5/1

Court of Paid Traineeships | Graduates in Law. 5 months 1st March 1st October Off-line; supporting
Justice documents to be

sent during
application.
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The following elements emerge from the analysis, which was based both on documentary
examination and web consultation; and interviews with the officers responsible for the Traineeship
Schemes at the EC, the EP and the Council. Collaboration has been received furthermore via email
from the European Ombudsman, the European Data Protection Supervisor, and the European
Economic and Social Committee.

Length of The length of Traineeship is five months in all the analysed Institutions, with the
Traineeship only exception of the European Ombudsman (from 4 to 11 months).

Beneficiaries of the | All the schemes analysed target (recent) university graduates. The

Schemes geographic focus of the different schemes varies, they do not always include
both EU and non-EU citizens. The Committee of the Regions is the only
Institution mentioning the age limit of 30 years. Ombudsman and Court of
Justice, by reason of their specific mandate, recruit only graduates in Law.

Yearly sessions All the analysed schemes foresee two sessions each year. The starting of the
sessions at the EC, the EP, the Data Protection Supervisor and the Court of
Justice are the same (1 March and 1 October), while the other Institutions
adopt a different calendar.

Basis for the There is a general move in all the analysed schemes for which information is
calculation of the |available to the adoption of mechanisms linking the amount of the grant to
monthly grant 25% of the salary of low-level EU Officers. In general, the tfrend is to make a

reference to the salary of an Official at grade ADS/step 1, but some
institutions use as a reference the salary of a different grade (AD5/step 4 for
the EP; ADé/step 1for the Ombudsman, which also corresponds with housing
allowances in particular cases).

Amount of grant In concrete terms, the grants of those Institutions, adopting the same
mechanism, should be the same. In reality, this does not hold true, as some
discrepancies have been noticed. The European Ombudsman pays a
different grant to Trainees serving in Brussels and in Strasbourg (the grant for
the latter being 18% higher by reason of the higher cost of living in Strasbourg).

Number of Trainees| The European Commission takes about 76% of the overall number of Trainees
in the European institutions each year. The two other major Institutions, the EP
and the Council, hire respectively about 260 and 80 paid Trainees per year,
corresponding to 16% and 5% respectively of the total.

Application Application is online with a few exceptions, and all the institutions accepting
on-line applications manage the process on their own, with the exception of
the Council, which uses EPSO services for this aspect. The requirements for the
sending of paper documents are very different: while the majority of the
European institutions seem to adopt a policy requiring the sending of
supporting documents only for selected applicants, the Commission adopts a
more rigid policy, requiring the sending of supporting documents as an
integral part of the applications process.

The Traineeship Offices of the European instiftutions meet more or less regularly to discuss
operational issues of a common interest, and the wilingness to cooperate in the respect of the
different objectives of the different Traineeship Schemes has been expressed unanimously by all the
institutions interviewed on this aspect (EC, EP and the Council).

Evaluative evidence suggests that the Traineeship Scheme at the EC already possesses an
appreciable inter-institutional dimension, which is made evident from the ‘migration’ of resources
between the EC and other institutions (see Q27).
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This dimension does not presently correspond fo the image that is given fo potential applicants of
the opportunities for Traineeship available at the European institutions. Each of these Institutions in
fact maintains a specific web space devoted to the opportunities of training at that specific
Institution, which links to the ‘sister’ websites of the other Insfitutions, but there is no common entry
point providing the general public with information on the opportunities at all the EU Institutions. A
possible route for the strengthening of the inter-institutional dimension of the Traineeship Schemes
could be the sefting up of a common portal devoted to explaining in clear and operational terms
the different opportunities of Traineeship provided by all the European institutions. This portal could
easily integrate some schemes highlighting similarities and differences among the different
opportunities, in order to help potential candidates to make an informed choice about their
preferred option(s).

A further possibility to explore is the adoption of a common policy towards the sending of
documents supporting the application.

Finally, but maybe a more difficult achievement, consistently with the development of a common
image of the different Traineeship opportunities at the EU institutions, would be to offer to all
Trainees the same economic freatment.

During inferviews at the EP and the Council, the issue was raised of checking the eligibility of
applicants. As a general and common rule, applicants who have already obtained a Traineeship
at one of the EU institutions are not eligible for a further Traineeship period at another EU institution.
This applies both to paid and unpaid Traineeships. While all possible assistance is given by DG EAC
to the other institutions in confirming whether an applicant has already done a VBB Traineeship,
both the EP and the Council regretted the impossibility of similar checks on the lists of the unpaid
Traineeships at the EC. This request, which is fully legitimate, cannot however be addressed without
a major restructuring of the whole system of Traineeship Schemes at the Commission.

As briefly explained in the preamble of this report, the Traineeship Scheme of the European
Commission, commonly called the ‘VBB Scheme’, is only one of the different traineeship schemes
that are available at the European Commission. Other fraineeship opportunities (called ‘atypical’
fraineeships) are available at the Commission, and are managed by the different DGs under
bilateral agreements between the hosting DGs and the trainees. Lamentably there is no general
coordination of these further traineeship opportunities, the duratfion of stay seems not always
consistent across the Commission, trainees are usually not paid (the evaluators do not know
whether this is the rule for all of them) and even the number of ‘exira VVB' frainees hosted yearly by
the Commission is unknown.

As a direct consequence of this situation, there are no lists of these frainees available to the TO or
to any other cenfralised service of the Commission to perform the checks requested by the
Parliament and the Council. Paradoxically, even the TO would need to access the names of
people who underwent an ‘atypical’ traineeship period at the Commission, to check the eligibility
of applicants for the VBB Scheme.

Being the manager of the only ‘typical’ Traineeship Scheme at the Commission, DG EAC could
take the initiative in this sense, aiming at establishing a common, inter-service and inter-institutional
list of former Trainees.
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7 CONCLUSIONS

The present Section presents the Conclusions based on findings from the evaluation.

The Traineeship Scheme at the European Commission is a well planned, managed and
implemented programme, which properly fulfils its mandate in terms of providing university
graduates with a highly qualified working experience at the EC; and in terms of providing the EC
with inputs and energies of young, competitively-selected graduates: these inputs are of use to
accomplish its overall mandate.

The Traineeship Scheme brings with it noticeable impacts in terms of enhancement of the CVs of
former trainees, their preparation for entering into the labour market, and setting up of a pool of
young people motivated and prepared to collaborate with the EU institutions in the future and to
act as ‘goodwill ambassadors’ of EU values in civil society.

All three phases of the TS (namely application and selection, the Traineeship and future impact),
record good results in terms of satisfaction of the users, and in terms of overall assessment about
efficiency and effectiveness. Among the three phases, however, the worst performing is the first
one, the application and selections process. Being the starting point of the whole process it is of
course the most significant in terms of influence on the overall performance of the Scheme, as well
as the most exposed in terms of expectations from a wide range of users.

Some measures can be undertaken to improve the TS performance and ensure better
management. The present section contains the main conclusions from the evaluation, while
Section 8 presents the relevant recommendations for action.

Judgements about the performances of the various elements of the Traineeship Scheme are
synthesised with the use of the following icons:

Sunny; corresponding fo a score of 4 out of 4 (no problems emerged from the
evaluation)

Mostly sunny; corresponding to a score of 3 out of 4 (a few problems emerged from the
evaluation, which can be easily corrected)

Mostly cloudy; corresponding to a score of 2 out of 4 (serious problems emerged from
the evaluation, which can be corrected without major changes)

<= | Raining; corresponding to a score of 1 out of 4 (the element is affected by major
g problems, which can be corrected only with structural changes)
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7.1 THE APPLICATION AND SELECTION PROCESS

7.1.1 CONCLUSIONS ON EFFICIENCY

The efficiency of the application and selection process is assessed as ‘Mostly sunny’ (3
out of 4); in particular:

v' Operations of the Traineeship Office are carried out with a reasonable level of
efficiency. Organisation of work suffers from inevitable peaks of activity that are a
consequence of the planning cycles of the Traineeship Scheme. While no credible
measures can be underfaken to eliminate these peaks of activity, resources
available during off-peak periods can be directed to activities that are presently
under-developed such as the regular processing of findings from the internal
monitoring system and its reporting; and the implementation of the
recommendations formulated in the present report.

v' Key elements of the application phase are well organised and managed, and the
online procedure for application is appreciated by users for its efficiency and
friendliness; some critical elements emerge that can be corrected with a direct
positive effect on the overall efficiency of the phase. They are:

o The identification of the preferred DGs during application can be further
supported with the publication on the TO website of a series of standard
sheets, containing — for each DG - its mission, its infernal organisation and an
overview of the main tasks of each Directorate. These sheets can be further
developed with an overview of the number of trainees hosted by each
DG/service over the recent period, their university background, the profiles
sought, and other information of use to better support candidates to make
an informed choice at the time of their application. Examples of potfential
projects/dossiers that the selected candidate could be asked to work on
would improve the comprehension about the expertise and skills required,
and increase the potfential success of the match. Each DG should be
requested tfo make an effort to provide the TO with all the relevant
descriptions in order to offer a potential candidate with all the data for a fully
informed decision.

o Candidates could be asked to indicate not only their preferred DGs but also
their preferences related to the content of their Traineeship period. This would
enhance the efficiency of their choice, and allow a better allocation of
resources mainly to the profit of the s.c. horizontal services of the Commission.

o Units shall be strongly encouraged to organise phone interviews with their
preferred candidates before final selection; these will allow better assessment
of their linguistic skills and motivations for the Traineeship.

o Although the new rules increase the robustness of the system against
preferential treatment of candidates, there is sfill a concern about the
fransparency of the selection process, which would require the adoption of
some corrective measures. In particular it is strongly suggested to make
anonymous the applications immediately after their pre-selection and to
disclose names of candidates only after their booking by host Units. This would
enhance the fransparency of the process by ensuring equal freatment of
candidates, and would put an end to the practice of about the 50% of pre-
selected candidates contacting hosting Units to lobby for their candidature.

o Transparency of the selection process relates also fo the way selection criteria
are applied and communicated to the candidates. In that respect it would
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be advisable to publish the applicants’ pre-selection grid on the TO's website.
On request, unsuccessful candidates can be provided with the final score
they received during the pre-selection process.

7.1.2 CONCLUSIONS ON EFFECTIVENESS

The effectiveness of the application and selection process is assessed as ‘Mostly sunny’
(3 out of 4); in particular:

v' The various components of the application and the selection do attract highly
motivated applicants, of whom the large majority are safisfied with the
effectiveness of these processes.

v' The Traineeship Scheme is equally opened to candidates from all MSs, and there
are no restrictions that can restrain interested graduates from specific countries
from applying.

The present system of national ‘quotas’ during pre-selection responds to a need to
guarantee to every MS the possibility of having some of their graduates selected for
Traineeship. However, the application of this system fo a situation where there is no
correspondence between the national population of eligible candidates and the
number of applications received creates a situation of unequal treatment among
candidates based on their nationality. The potential success rate therefore ranges
from 23.5% for Italian candidates to 50.2% for British citizens, and up to 95% for
citizens of Luxembourg.

v' Recent developments in the labour market and changes in the national education
systems did not affect in a way or another, the eligibility criteria of the TS.

v' The internal monitoring system has allowed the gathering of a wealth of information
on the performance of the TS, but ifs findings were processed only episodically and s
never in an organic and systematic way. The hierarchy and those involved in the
implementation of the Scheme (TO officers, Advisers, Trainee coordinators) seldom
and unevenly received reports on the performance of the Scheme based on a
thoughtful analysis of findings. The online surveys are affected by their lack of
anonymity (this infroduces a considerable level of bias in the data collected on
issues that are of a sensitive nature), their length, the adoption of a scoring system
that makes more difficult the analysis of results, and some wrong formulations. Major
changes are proposed in the Recommendations.

i

v The grant allocated does attract qualified applicants, and the mechanism
adopted to increase its amount follows the increasing of the main expenditures
incurred by Trainees. A stable average of about 44% of Trainees does not need 1o
supplement the grant with extra funds during their duty at the EC.

Trainees are in principle liable to pay taxes to their national fiscal authorities on the
grant received, unless specific exclusions exist. Evidently the Commission is not liable
for the failure to declare this income, but it would be advisable to make Trainees
even more aware of their duty to declare their income to their competent fiscal
authorities.

Page 125 of 130




a

7.2 THE TRAINEESHIP PERIOD

7.2.1 CONCLUSIONS ON EFFICIENCY

The efficiency of the Traineeship period is assessed as ‘Mostly sunny' (3 out of 4); in
particular:

v" The necessary administrative support is provided by the TO to Trainees during their
stay at the Commission, and for the large majority it is adequate to meet their
needs. This is particularly appreciated by Trainees at the beginning of the session
(68%) and retrospectively after the end of their term (62.2%). HRs available are
appropriate.

V' Assistance provided by the Liaison Committee is appropriate, although rated with a
bit less satisfaction. This needs to be considered in relatfion to the short-term visibility
of the Licison Committee to Trainees. HRs available are appropriate.

v" Organisation of work is very positively assessed, and influenced by several factors
such as:

o The formalisation of the job descripfion in a written document, which is
delivered to the majority of Trainees. The impact of this event is positively but
not enthusiastically assessed by Trainees — who apparently value highly the
direct daily contact with their Advisers — and is more valued by Advisers.

o The content of the job, which for an average 82.6% of Trainees is interesting,
varied, in line with their capabilities, compatible with the length of term, with
well-defined tasks and constitutes a good opportunity to learn new skills.

o The positive impact of the assignment to Trainees — wherever possible — of
long-term projects (implying a duration of 3-4 months). This practice, which is
being adopted by a large number of Advisers, is seen as one of the factors of
success of a Traineeship period. Apparently, the practice cannot be made
uniform across the DGs by reason of the specificities of the different hosting
Units.

v" The duration of the Traineeship period is considered adequate by the majority of
both Advisers and Trainees; however, an important 40% of them consider this term
fo be too short to exploit fully the potentialities of the Scheme. Those players
considering that the present duration is too short point out that the learning curve of
Trainees is relatively long in comparison with the duration of their stay, and that this
affects both the performances of Trainees and the possibility of learning new skills.

One suggestion that was put forward by some was to extend the duration of the
Traineeship in specific cases for a few months (say, 2-3 months). The specific cases
envisaged are:

o as arewarding mechanism for those performing very well;

o when the specific content of the tasks assigned to trainees make it
adviseable to keep them in service for an additional short period.

This measure, if infroduced, would imply: a small decrease of the overall number of
Trainees per session in order to set off the exira grants allocated within the limits of
the overall financial envelope; the setting of a ceiling for the overall number of
extensions that can be granted per Traineeship session; and the adoption of clear
rules enabling the relevant officer/s to identify the best performing trainees, and the
exceptional cases when reasons of service might suggest the extension of their
term.

Another suggestion was changing to a single session of Traineeship per year, of a
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longer duration. This idea has been however crificised by some, based on the
consideration that the original aim of the Scheme (to provide young graduates with
a high quality working and learning experience) would in this hypothesis somehow
lose its nature and expose the Commission fo criticisms of exploiting a cheap
workforce.

There is insufficient evidence permitting a firm conclusion one way or another. The
evaluators consider that there are grounds for opening up an intfernal discussion
within the Commission on the most suitable duration of the Traineeship sessions. An
in-depth investigation on possible pros and cons of different models, supported by
a cost-benefit analysis, should guide the discussion.

7.2.2 CONCLUSIONS ON EFFECTIVENESS

The effectiveness of the Traineeship period is assessed as ‘Sunny’ (4 out of 4);in
particular:

v Assistance provided by Advisers is appropriate to the scope according to the
largest majority of Trainees. Tutorship to Trainees is fime-consuming, but is worth the
effort in ferms of returns on the investment made.

v' Contribution of Trainees to the work of their hosting Units is effective and substantial,
even if Advisers consider that the tasks delegated to them are demanding (55.6%)
or very demanding (14%).

v Trainees are fully infegrated within their hosting Units for 86% of Advisers, and 93% of
Trainees assess positively the communication and contacts within the Units. More
than 80% of Advisers did not experience any difficulty in integrating Trainees within
the Units.

v' There is a direct link between the university background of Trainees and satisfaction
with the content of their job during Traineeship. The lower score of satisfaction on
this point is not unexpectedly registered among those frainees possessing a
technical background (such as Engineers or Architects)

7.3 IMPACT OF THE SCHEME ON THE COMMISSION AND TRAINEES

7.3.1 CONCLUSIONS ON UTILITY

The utility of the Traineeship Scheme is assessed as ‘Sunny’ (4 out of 4); in particular:

v' Trainees report having learnt ‘a lot’ during their internship in relation both to the
specific content of their job, to the working mechanisms inside their DG, and about
the EC in general.

v' The Traineeship at the EC enhances substantially the value of the CVs of past
frainees, 96% of whom are employed shortly after the end of their term. There are
consistent signs suggesting that at four years from the end of their Traineeship the
unemployment rate decreases even more. As a comparison, the average
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unemployment rate among graduates of the EU-27 zone is 5%7¢.

v' The Traineeship at the EC is an excellent way to prepare graduates to collaborate
in the future with the EU Institutions: more than the 26% of former Trainees work for
infernational organisations, half of which for the EC and another 15% for other EU
institutions or bodies.

v" Former Trainees are ‘goodwill ambassadors’ for European ideas and principles:
more than 71% of them acknowledge that to some extent their extra-professional
activities (political activism, social and cultural interests etc.) are linked with EU
issues and policies.

v The attempt to set up follow up activities to the Traineeship Scheme by former
Trainees did not succeed, and the EC wisely did not invest substantial resources in - - e
supporting this aftempt. None of the past Trainees who participated in the
evaluation survey considers that there is a need for establishing follow-up activities
to the TS.

i

v' Forms of inter-institutional collaboration of different EU Traineeship Schemes exist,
and there is interest and space to strengthen the collaboration even more, while
respecting the respective autonomies and specificities of each institution.

Spaces for enhanced collaboration are found in the sefting up of an infer-
institutional portal of Traineeship Schemes, providing pofential applicants with
guidance on the different aspects and requirements of the opporfunities at each
institution.

7¢ Reference: Eurostat, year 2005.
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8 RECOMMENDATIONS

8.1 THE APPLICATION AND SELECTION PROCESS

Recommendation 1.

Recommendation 2.

Recommendation 3.

Recommendation 4.

Recommendation 5.

Recommendation 6.

Recommendation 7.

The Traineeship Office is invited to allocate a consistent part of the extra
resources available during its off-peak periods to the processing, analysis
and reporting of findings from the internal monitoring system. It is moreover
invited to devote a consistent part of these extra resources to the
implementation of the recommendations formulated by the present report.

The Traineeship Office is invited to produce and publish on its website a tool
book for applicants containing, for each DG and service of the
Commission: (i) mission statement; (ii) organisation chart; (iii) an overview of
the main tasks of each Directorate within each DG/service; and (iv) a link fo
the website(s) of these DGs/services.

These information sets shall ideally be harmonised to make it easier for
applicants to understand the specificities of DGs and Directorates;
collaboration in this sense shall be sought from the different DGs/services.

A subsequent edition of the tool book shall furthermore be completed with
addifional instruments aiming fo further help applicants to make more
informed choices in the indication of their preferred DG/service, such as an
indication of frainee profiles most frequently requested or looked for by the
different Directorates, representative success stories etc.

The Traineeship Office is recommended to integrate the pre-selection and
selection processes, by including within the application form the possibility
for applicants to indicate their preferences regarding the content of the
activities to be carried out during their stay at the Commission.

These preferences shall be expressed by applicants by selecting a few
options from a given list. This recommendation aims to increase visibility of
the horizontal services of the Commission, and therefore of the possibility to
apply for a Traineeship period with these services.

The Traineeship Office is recommended fo take actions to encourage host
Units to conduct phone interviews with their preferred candidates during
selection, in order to assess their motivation and test their linguistic skills.

The Traineeship Office is strongly recommended to make anonymous the
identity of pre-selected candidates before their inclusion in the VBB, and to
disclose their names only after their booking by hosting Units. The effects of
this measure on phenomena of favouritism during selection shall be
assessed during the next evaluation of the Traineeship Scheme.

The Traineeship Office is recommended to publish on its website the
evaluation grid used during pre-selection; and to provide unsuccessful
applicants, on request, with the score they received.

The Traineeship Office is recommended fo propose to the hierarchy of DG
EAC analysis of all possible effects and repercussions of maintaining or
dismantling the present system of national quotas during pre-selection, in
the light of the two legitimate but contrasting inferests at play: those of MSs
of having a pre-determined quota of Traineeship places available for their
nationals; and those of individuals of not experiencing discrimination on the
basis of their nationality.
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Recommendation 8.

Recommendation 9.

In case of maintaining of the present rule, information on its functioning
should be clearly provided to potential applicants trough publication on
the TO website, in order to increase the fransparency of the system.

The present Recommendation contains several indications for the
restructuring of the present infernal monitoring system, addressed to the
Traineeship Office; they are:

v' To make the surveys anonymous;

v" To reduce the length of each survey to a maximum of 15 questions
each (20 in extraordinary cases), by focussing on the issues that are key
for a proper monitoring of the Scheme;

To adopt an even-score mechanism;

To polish the formulation of the questions, by avoiding ambiguities or
unclear formulations that could lead to misinterpretation of results
(specific examples in this respect are presented in the main text of the
report);

v' To process findings from the monitoring, and produce a yearly report to
the hierarchy, TO officers, Advisers, and Trainee coordinators. The yearly
reports shall contain the most relevant results over the period in
comparison with the previous years.

v To fix targets for the improvement of the Scheme, whose achievements
shall be measured with the use of the monitoring system.

The Traineeship Office is recommended to make Trainees aware of their
duty to declare the grant income fo their competent fiscal authorities, by
including a specific assumption of liability within the grant contract.

8.2 TRAINEESHIP PERIOD

Recommendation 10. The Traineeship Office is invited to promote the practice among hosting

Units to assign — wherever possible and if compatible with the tasks of the
Units — medium-term projects to Trainees.

Recommendation 11. The Traineeship Office is recommended to involve the hierarchy of DG EAC

and of other relevant services in a discussion about the most suitable
duration of the Traineeship period, and possible mechanisms to extend its
duration in exceptional cases.

It is furthermore recommended to promote the carrying out of a cost-
benefit analysis guiding the assessment of the feasibility of possible
alternative options.

8.3 IMPACT OF THE SCHEME

Recommendation 12. The Traineeship Office is invited to take the initiative to propose to the other

EU institutions collaboration to provide prospective applicants with a
common image of the Traineeship opportunities af the EU Institutions, by
setting up a joint portal guiding the choices of potential applicants, and
exploring concrete ways fo reduce the existing differences in application
procedures.
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