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1. Introduction 

This case study profiles an employment support instrument – Employment Unified Endowment (in 

Italian Dote Unica Lavoro) – recently introduced in the Lombardy Region in the north of Italy. This 

instrument has been in place since October 2013, although it builds upon a previous endowment 

model that was introduced in the region in 2007. It was established with the explicit aim of 

supporting employment through regional active labour market policies in a period of heavy 

economic crisis, and has reached more than 77,000 recipients over the past two years. 

The intervention has radically redefined the balance between training and employment-oriented 

services in the region, clearly reducing the training component in active labour market policies. It is 

significant as it is the principal instrument for regional employment and re-employment support in 

Lombardy: it coheres with all the guiding principles of Lombardy Region labour market policies and 

it concentrates a huge amount of resources (the cost to date (October 2015) has been 

approximately 143m Euro – most of which comes through the European Social Fund (ESF). 

2. The setting 

Lombardy, like all parts of Italy, has suffered over the years of the economic crisis. Regional gross 

domestic product (GDP) decreased by 4.4 per cent between 2008 and 2012 (compared to a drop 

of 5.5 per cent for Italy as a whole) and has decreased a further 1.9 per cent since then (Italy: -2.3 

per cent). Although there was a minor uptick in the economy in 2013 – 2014, the number of people 

aged 15-64 in search of employment continued to increase: 33,000 people were added in 2013 to 

make a total of 379,000 people looking for jobs. This implies a frictional unemployment rate of 8.1 

per cent in 2013, up from 3.7 per cent in 2008.  

Over 50 percent (50.8 per cent) of those who are unemployed are classified as long-term 

unemployed (2013). Although the long-term unemployment rate (4.1 per cent) remains below the 

Italian and EU averages (Italy 6.9 per cent and EU27 5.1 per cent), it is almost double what it was 

in 2000. The youth unemployment rate (15-24 years) remained stable from 2000 to 2008 (12.5 per 

cent) but dramatically increased to 30.8 per cent in 2013. Approximately 18 per cent (256,000) of 

15-29 year olds in Lombardy are classified as NEETs. 

Until 2008 the majority of the unemployed were women, but since 2013 this situation has changed 

so that at present 52.8 per cent of those who are unemployed are men. The female employment 
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rate (57.3 per cent in 2013) is higher than the national rate, but below EU27 average (62.7 per 

cent).  

Despite these obvious adverse trends, Lombardy nevertheless remains amongst Italy’s most 

developed and productive areas as Box 1 shows. 

 

Box 1: Economic data and skills profile for Lombardy and Italy, per cent, 2014 

 Lombardy Italy 

Employment rate 64.9 55.7 

Unemployment rate 8.2 12.7 

Youth (15-24) employment rate  20.6 15.6 

Youth (15-29) employment rate 37.9 28.3 

Youth (15-24) unemployment 

rate 

31.2 42.7 

Youth (15-29) unemployment 

rate 

20.3 31.6 

In 2014-15 178,000 individuals entered employment while 181,000 exited. Sectors where more 

people entered than exited include health, information technology and advanced services. The 

number of new salaried jobs (as opposed to self-employment) was 133,000 - up 29 per cent from 

2014. 25 per cent of these jobs were highly skilled, 44 per cent medium skilled and 32 per cent low 

skilled. About 18 per cent of new employees in these jobs were estimated to be graduates, 41 per 

cent to be secondary education graduates, 15 per cent to have a regional professional vocational 

qualification and 26 per cent to be without any specific educational qualification. The key non-

professional skills that are demanded in Lombardy are: team working (41 per cent); flexibility and 

adaptability (37.2 per cent); writing and oral communication (33.1 per cent of total salaried entries); 

working-in-autonomy (32.3 per cent); problem solving (28.2 per cent); planning and coordinating 

(12.9 per cent); self-initiative and creativity (12.8 per cent); information analysis and synthesis (9.3 

per cent).  
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3. The Employment Unified Endowment 

To address its employment challenges, the Lombardy Region has progressively developed an 

active labour market policy model. This is based on the definition of a bundle of measures that 

can provide flexible and individually-determined support within a framework of free-choice 

service options. The Employment Unified Endowment is the flagship instrument for delivering 

support. 

Delivered by accredited public and private service providers – that compete with each other for 

contracts – it places an emphasis on recipients’ own action, offers a simplified cost structure and 

utilises elements of a payment for results framework. Originally inspired by similar programmes in 

Denmark and the Netherlands (which also rely on individual activation and competition between 

public and private providers1) it makes significant use of vouchers as a means of drawing down 

support.  

The model was initially implemented in 2007 within the framework of the new regional regulations 

concerning the labour market (Law 22/2006) and education and training system (Law 19/2007). In 

2009, three types of endowments were defined (for Education, Employment and Training2). To 

address the effects of the financial crisis, the regional government “asked for the improvement and 

internal differentiation of the endowment system in accordance to individual life-cycles (education, 

vocational training, access to employment, professional development).” (Martignani, 2013, p. 137). 

Finally, in 2013, the Employment Unified Endowment was introduced in an effort to fully integrate 

training and employability measures making use of simplified administrative procedures. It is 

defined by the Region as “the model of employment and training policies in Lombardy, designed to 

accompany every person throughout his/her whole active life” with the explicit objective of 

achieving his/her employment (Lombardy Region, ESF OP, 2014).  

The aims underpinning the endowment are:  

- to shift public funding so that it is based on demand, rather than service supply (a principle that 

the Region had already implemented in the health and education areas); and 

                                                 

1 The United Kingdom system was also influential, particularly in terms of adopting elements of conditionality. 

In the UK the unemployed must go the employment services every 15 days in order to access the 

subsequent 15 days of unemployment benefits. In Italy, e.g. under the recent Legislative Decree 150/2015, 

the benefits can be drawn for 2 years with the conditionality acting only on benefit revocation.    

2 Regional Government Deliberation 14/1/2009, VIII/8864. 
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- to establish a quasi-market in service provision between accredited public and private 

providers. 

(ibid p. 136): 

The endowment (dote) assigns financial resources and services to an individual to allow him/her to 

access training and employment services. It is based on four main pillars:  

- the segmentation of potential recipients into 4 different groups depending on the amount and 

quality of support they need in order to be employed;  

- the availability of a basket (bundle) of services to be used in combination by recipients 

depending on their employability and within specific budget limits;  

- an individualised delivery process structured in different steps;  

- a standardised payment system for service providers.  

 

Although service delivery is always individualised, applicants are categorised into four groups and 

profiled according to factors such as occupational status, employability, educational qualifications, 

gender and age. The four groups are: 

1. the young unemployed and those between 15 and 29 years who have never been 

employed  

2. those over 30 who have never been employed  

3. those over 30 who are unemployed (including non Lombardy residents who were 

previously employed at locations within Lombardy)  

4. those who are very likely to become unemployed in the near future. 

 

The five types of services that are available are: 

1. basic services (access, initial interview, Personal Plan definition);  

2. welcome and guidance (individual skills mapping, network support creation, guidance and 

training for searching for jobs, tutoring);  

3. skills development (coaching, on-the-job and off-the-job training and tutoring; skills 

certification);  
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4. complementary measures (wage subsidies, individual allowances, service vouchers, 

specific support for disabled people);  

5. job-placement services (including support for self-employment). 

 

Depending upon profiling, individuals are allocated to a different service intensity level: level 1 

recipients require very little support to find a job, level 2 provides intermediate levels of support and 

level 3 provides intensive and sustained support. Level 4 is reserved for those who need support in 

order not to lose their job. One’s individualised budget provides a maximum ceiling for Service 

Intensity Levels 1, 2 and 3 while level 4 – which consists of training – is covered by an extra-

budget. 

The model is defined by a series of very detailed acts and works in the following way: 

a) The potential recipient accesses the Endowment through a provider registered in the list of 

regionally accredited employment providers (for Level 4 Services that entail training only, training 

accredited providers are allowed). 

b) He/she is assessed and assigned to a specific Service Intensity Level depending upon personal 

and employability characteristics, as assessed automatically by the provider on the basis of the 

standard procedure. Each service intensity level has a particular individual budget attached.  

c) Together the individual and the provider define a Personalised Plan, that lays out what training 

and employment services the individual can access within their budget. This plan is implemented 

within 180 days (90 days for the lowest Service Intensity Level). 

e) The implementation process ends with the recipient’s employment or with the individual moving 

to another service provider. Recipients can repeat the endowment for a second and third time as 

long as they do not re-use the same services and if the service provider accepts to be only results-

based paid (see below for details). Success is defined as individual employment that lasts for at 

least 180 days. This can include temporary-job contracts and a combination of different contracts.  

Provider payments 

Providers are assigned a specific budget which has three components: a fixed amount which is the 

same for all providers and which covers the provision of basic services (which all providers must 

supply free of charge); an amount that relates to services provided, based on standard unit costs 

and calculated according to service intensity level; and an amount linked to the provider’s success 
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rate.3 Since 31/1/2014 the Lombardy Region has verified all providers’ spending and performance 

levels every 90 days in order to update their budgets and distribute additional resources (if 

necessary/available).    

Providers are incentivised through two important financial mechanisms. First, payment is 

determined according to a combination of a process-payment logic and a results-based payment 

logic. This solution was arrived at after several years of field tests, which showed that neither an 

exclusive focus on process-related payment nor on results-based payment lead to satisfactory 

employment results. In particular, if providers are only paid for results, this deters them from taking 

on the hardest cases. The second financial mechanism, a kind of positive lever, consists in 

regularly monitoring the performance of the service providers and giving them funding linked to 

results: consequently, those that perform best in terms of employment can experience a rapid 

growth in their available budgets.  

The endowment in a national and EU context 

The development and improvement of the Endowment Model in Lombardy has coincided with 

national-level process of labour market and employment services reform. This process began in 

1997 with a law permitting private, accredited operators to match labour demand and supply and 

continued through a series of acts until the present time.4 The main aim of the most recent (the 

Jobs Act) has been a recentralisation of responsibility away from the regions to the central 

government as a means to raise the quality of programmes (although interventions in the 

Lombardy Region, together with a few other Regions, have produced quite positive employment 

results in the past few years). 

The initial national Youth Guarantee scheme is closely modelled on the Lombardy Region 

endowment. The latest Legislative Decree (150/2015) which implements the 2014 Jobs Act, 

envisages similar measures to those within the Employment Unified Endowment scheme – such as 

individualised service provision and an allowance to draw down re-employment services5 – but is 

                                                 

3 According to Regional Government Deliberation 748 of 4/10/2013.   

4 Laws 144/1999, 30/2003, 92/2012 and 183/2014 (the so-called Jobs-Act) as well as associated Legislative 

Decrees 181/2000, 276/2003 and 150/2015. 

5 The Individual Service Pact, art. 20, and the Re-employment allowance, art. 23, though the national is only 

for those who have been unemployed for more than 4 months who receive the so-called NASpI (the New 

Employment Social Insurance Service) - the unemployment benefit introduced in 2015.  
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only loosely modelled on the Lombardy version. Some shared characteristics, such as the 

involvement of accredited private service providers, exist but are not new while some features of 

the national scheme remain to be outlined (e.g. the definition of “employment result”, standard 

costs and rules for provider accreditation). There are also some similarities in the role of the new 

National Agency for Active Labour Market Policies and its counterpart in the Lombardy Region. 

What is quite different between Lombardy and the national level is the use of conditionality (that is 

the individual obligation to be active in job-searching for a certain amount of time to be entitled to 

get unemployment benefits) which seems to be tighter in Lombardy (because the individual 

activation is required to be entitled to and to benefit from the services). 

The Lombardy Endowment model is also highly coherent with the principles of EU employment 

policy, namely: giving priority to active labour market measures; placing responsibility on 

recipients; making services conditional on certain behaviours/success; individualisation; results 

orientation; public-private partnerships within a common standard of delivery and being selective, 

rather than universal.6 
 

4. Progress to date 

Data shows that of those who have benefitted from the endowment, 72.6 per cent were previously 

unemployed. Indeed, looking at the unemployment rates in various parts of Lombardy, one can see 

that use of the endowment has been concentrated in those parts that have the greatest problems 

with unemployment. Forty eight per cent of recipients fell into the high intensity service level, 25 

per cent intermediate intensity level, 14 per cent low intensity while 13 per cent benefitted of 

training only.   

According to data presented in October 2015, 77.67 per cent of all recipients (51,663 recipients) 

are employed after having run through the programme: 31.4 per cent of recipients are employed 

                                                 

6 The only partial exceptions are that public-private partnerships under the Employment Unified 

Endowment are implemented only at local level and are one option, not mandated. Also, the 

endowment is a universal measure though with selectivity within it, between different service 

intensity levels.  
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for more than 180 days after the conclusion of the endowment (these are considered fully 

satisfactory for providers’ rating and funding), 3.8 per cent of recipients are employed in 

traineeships while 42.5 per cent are employed for less than 180 days after finishing the programme 

(a partially positive result). Of those who are fully employed, 65.7 per cent are on fixed-term 

contracts, 19 per cent are on permanent contracts and 15.2 per cent are in apprenticeships. These 

figures (although gross and based on the definition of employment result illustrated above) can be 

considered as quite positive for two main reasons: the regional labour market situation remains in 

recovery from the crisis and is still characterised by low levels of demand; and the profile of the 

endowment recipients, 48 per cent of whom have thus far fallen into the category of people who 

require high intensity services.     

An interesting counterfactual evaluation (ARIFL-Lombardy Region, 2015) looked at 15,700 

recipients of Level 1, 2, and 3 services (80 per cent unemployed, 15 per cent never-employed and 

5 per cent employed in Income Integration Schemes – public schemes that financially support 

employees who are temporarily suspended from work or given reduced working-time) who entered 

the endowment between 10/2013 and 2/2014. Their employment situation was measured at the 

end of each month (from the 1st until the 12th month after the endowment conclusion). The 

employment rate of endowment recipients 12 months after programme conclusion was much 

higher than the control group (55 per cent versus 25 per cent) and largely higher in the 0-12 month 

period after programme conclusion. 

For young people who have never been employed, the Unified Endowment services acts as an 

employment accelerator, that is they get jobs more quickly than their counterparts, but after 12 

months the employment rate is more or less the same for recipients and non-recipients. For the 

unemployed the scheme makes a big difference: 55 per cent of them were employed 12-months 

after the endowment conclusion versus 20 per cent in the control group. For those in Income 

Integration Schemes there was not much difference and, equally, there was not much difference 

between the success rate of men and women running through the programme. Those with higher 

levels of qualification were more successful both within the scheme and without the help of the 

endowment. 
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Box 2: interviews with AFOL Milano and Umana 

AFOL Milano7 is a public company owned and operated by the metropolitan area of Milan and 

22 municipalities, including the city of Milan. It provides employment and counselling services as 

well as training. Its service offer aims to tackle unemployment, improve the quality of jobs and 

support human capital and local development. AFOL manages three Public Employment 

Services in Milan, Rho and Cinisello Balsamo and is involved in the implementation of the 

Employment Unified Endowment. The main target groups of the AFOL are long term 

unemployed people and foreign workers but AFOL also provides traineeship opportunities for 

young and skilled people (AFOL promotes more than 2000 traineeships per year). As a training 

centre, AFOL also organises vocational and education training courses.  

The implementation of the endowment at AFOL has been very successful so far because the 

endowment system laid down a set of services which are tailored especially to the needs of 

disadvantaged groups and long-term beneficiaries of welfare provision (i.e. long term 

unemployed people and low skilled workers). The comprehensive service offer of the 

endowment effectively provides support to unemployed people through a package of training 

and employment measures, along with counselling services. The current endowment system is 

an evolved product of previous endowment tools, which had been implemented in the past: the 

evaluation of such experiences was very useful to further improve the system and its key 

features.  

The main successful factor of the Lombardy region’s Employment Unified Endowment is 

represented by its “structural nature”, meaning that public and private accredited employment 

agencies can use it permanently. Indeed, every year the Region earmarks financial resources to 

fund the endowment, which gives service providers the opportunity to plan and implement 

endowment activities, thus continually supporting and helping the final users. This is a key 

benefit of the measures, especially within the Italian context, where having a long term 

perspective in the design and implementation of employment policies is not so common. The 

standardised procedures of the system, which are used for profiling the users, have provided 

additional resources for building a complete and effective reference framework for the delivery of 

employment services.  

                                                 

7 We thank Mrs. Isabella Medicina from AFOL Milano 

(http://www.cittametropolitana.mi.it/afolmilano/index.html). 
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Between October 2013 and the present day, AFOL Milano has delivered endowment system-

related services to 250 people, in addition to 480 beneficiaries of the Youth Guarantee 

Programme, who benefit from the services and activities envisaged by the endowment system in 

Lombardy region.   

There are obviously some issues that could be addressed in order to further improve the 

intervention. The endowment system ensures a good level of flexibility with regards to average 

beneficiaries’ profiles (those requiring level 1 and 2 services). However, for target groups with 

special needs, such as disabled people, the endowment seems to be slightly rigid in its service 

provision; such groups would need a stronger, more personalised approach. In addition to this, 

bureaucratic obligations and red tape tasks could be reduced to further enhance the 

effectiveness and timely delivery of the endowment services, whilst also developing the role of 

public employment services and private agencies’ staff. 

UMANA S.p.A.8 is a private company that provides personnel placement services. It is therefore 

a private accredited agency with 126 local offices in 13 Italian regions. The endowment-related 

regional legislation introduced new operational approaches for the delivery of employment 

services, along with the new public-private partnership principle. 

Over the years, the involvement of different stakeholders and organisations in the 

implementation and assessment of the endowment interventions led to a further improvement of 

the current endowment system and the recognition of a result-based approach as a guiding 

principle. This means that services providers are paid on the basis of their placement results and 

according to the provisions of the endowment framework. The structural features of the 

endowment aim to ensure fast and continuous access to employment services, which are 

provided by public and private agencies. This guarantees the effective support provided to the 

endowment beneficiaries. The assessment of the endowment providers’ results represents an 

additional innovative feature as it generates a “rating” for each provider: this rating benchmarks 

their performance, provides guidance to users and ultimately improves the quality and 

effectiveness of the overall system. 

Because the weakest users of the endowment (those with a low education level and/or poor 

working history) could not be refused to access the services, UMANA hired dedicated staff with 

specific skills to deal with such profiles. This was possible for two reasons: it is primarily about 

                                                 

8 We thank Mr. Giuseppe Venier from Umana S.p.A. (https://www.umana.it/). 
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UMANA’s mission but also because the Region has ensured continuous and regular funding to 

the system. To some extent, the endowment system encouraged private employment agencies 

to invest significantly in their staff and recruit personnel with at least 3 years of experience. 

In 2015, UMANA delivered the envisaged endowment services to 4676 people with a placement 

rate of 42 per cent (i.e. they have a permanent job); 26 per cent are currently working with fixed 

term contracts. In any case, 60 per cent of these permanent contracts are about people directly 

hired by UMANA on the basis of permanent staff leasing contractual arrangements. 

The experience of the Lombardy region’s endowment system underlines the need for a high-

quality service that follows common procedures and standard service levels within a legal 

structure and financial framework. A more effective functioning of the labour demand/supply 

matching should also be fostered by promoting the transfer of successful experiences in other 

geographical areas of the country where there are similar unemployment phenomena and 

structural bottlenecks. 

 

 

Success factors and challenges 

The Employment Unified Endowment’s main success factors seem to be the following:  

a) definition of an individualised range of service options based on segmentation according to the 

amount and intensity of support required;  

b) the availability of a basket of services strongly oriented towards recipients’ employment;  

c) a significant reduction in the administrative burden both for managing authorities and services 

providers, due to the introduction of a standardised and simplified payment system (using a unit 

cost approach).  

d) the importance of linking unemployed people with employment opportunities (this explains why 

the most successful providers, in terms of employment results, are the private temporary work 

agencies, whose mission is to help people find an employment in competition with other agencies). 

 

The main challenges identified thus far are:  

a) the huge effort required for setting-up the delivery system (both from a content and an 

administrative point of view);  
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b) the need for service providers to undergo a cultural change in the way they operate: the Region 

has provided intensive training and very detailed manuals describing the model’s operation;  

c) the need for potential service recipients to adopt an active and responsible attitude to accessing 

and making best use of his/her service basket; 

d) the link between training and real employment opportunities is not always strong enough. 

An important structural limitation on the Employment Unified Endowment is that because it is a 

regional programme, it can only focus on active labour market policies. Passive measures (namely 

those providing income support) are under the control of the central State and funding cannot be 

switched between the two.  

 

Costs 

Despite the lack of publicly available information about the cost of each endowment, some 

calculations can still be made. During the period November 2013 – October 2015, 143 million euro 

were allocated and 77,645 people applied for the Employment Unified Endowment. When looking 

at the number of recipients (51,663 persons) who found a job after benefiting from the envisaged 

services, the average cost per employed recipient is about 2,768 Euro. If the calculation takes into 

account only those who still have a job after 180 days, the figure rises to close to 4,000 Euros per 

employed person. 

It is hard to find comparable costs for other measures, partly because the endowment is in many 

ways an “exceptional measure” (it does not pay simple fees for service but, rather, pays a mix of 

fees for service and fees for results) and also because data is lacking.  

Still, some estimates9 have been made. These show that the costs of the endowment are generally 

comparable or lower (costs for other range from 2,900 euro for training courses to 15,000 euro for 

work experiences – based on those who still have a job 12 months after programme conclusion). 

The costs associated with the Endowment are also lower than for comparable programmes in 

other European countries (e.g. the Netherlands and Denmark), though partly because service 

levels are lower in Lombardy, especially for the initial steps.  

 

                                                 

9 Fondazione G. Brodolini’s own calculations. 
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5. Lessons learned 

The Employment Unified Endowment has brought coherence to re-employment support 

programmes in the Lombardy region. These were previously organised as a series of targeted 

projects and, as such, were less effective.  

The adoption of a more flexible service delivery model to better respond to the crisis and to the 

needs of less employable groups has enhanced the overall performance of the Employment 

Unified Endowment. The steering role of the Region has been absolutely crucial: it has acted as a 

“transmission belt” between service demand (the potential recipients) and supply (the accredited 

providers) helping to achieve the “progressive digitalisation of the process that leads to each 

Individualised Service Plan” (Martignani, cit., p. 155). Importantly, what has been achieved through 

the concept of a basket of services and the delivery process is an efficient process of 

individualisation, rather than actual personalisation of service plans (which would have been too 

complex and costly).  

A central plank of the endowment model is the competition between public and private providers. 

That said, despite competition being the general and official rule, at local level many private-public 

partnerships have been established to deliver the various services envisaged by the Employment 

Unified Endowment. This partly because a single provider may not be able to provide all the 

services on their own. These partnerships, whether formal or informal, are generally more 

attractive to recipients than independent providers. Some partnerships even include the Public 

Employment Centres themselves. Together with other providers, Public Employment Centres can 

offer other qualified services – not only basic administrative services – and get extra funding in 

addition to that which is guaranteed for the delivery of basic services.  

Furthermore, the type of competition between providers – namely competition which frequently 

became a partnership at local level – pragmatically balances the implementation of an ideological 

principle with the providers’ interests to achieve the expected employment results. The basis on 

which providers get paid – a balance of process-paid and results-paid services – has also proved 

to be successful in contributing to increased job opportunities for recipients. 

The main lesson that can be learned from this relatively recent experience in Lombardy region is 

that it is possible to establish, very quickly, an employment support system that is largely coherent 

with the main European guidelines and draws on the lessons from the most developed 

experiences elsewhere (in terms of service monitoring, evaluation and standard definition). 

Obviously, the implementation of such a system requires the commitment of political stakeholders 

and the capacity of regional administrations to adapt and achieve this objective. 
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Another lesson is the role the national Youth Guarantee Program played in promoting a structural 

change in the way employment services are designed and delivered in Italy. Even if performance 

levels are not homogenous across the country, an individualised approach is now considered to be 

the key factor for success of any employment policy.  

Other lessons include that:  

- the complex task of supporting people in finding employment requires complex instruments 

that, like the Employment Unified Endowment, combine recipients’ profiling, individualised 

services and a service providers’ payment system based on employment results;  

- the individual variables for profiling potential recipients (which in Lombardy case-study included 

occupational status, age, educational formal qualification, sex) are of crucial importance for the 

definition of a model of intervention which may be usable, sustainable and able to (at least 

partially) produce the expected employment results;  

- the implementation of a quasi-market instrument like the Employment Unified Endowment 

requires strong and intense engagement of all the actors involved (Region and services 

providers but also potential recipients in terms of personal activation); 

- precise, accurate and sustainable administrative and management provisions are fundamental 

to successful implementation. 

 

The way forward 

Three aspects of the Employment Unified Endowment are expected to be improved going forward, 

in order to enhance the overall effectiveness of the intervention:  

1. Relatively stronger recipients (classified at Level 1 as those requiring very little support to find a 

job) may be excluded from service eligibility because of public funding constraints and the 

structural presence of many recipients who require intensive support at regional level.  

2. The overall mechanism may be strengthened, which could lead to progressively more funding 

going to those service providers who are most effective in terms of employment results. One 

aim is to avoid creaming effects (i.e. where only the most easily employable jobseekers are 

given proper services).   

3. Matching between training and employment opportunities may be improved. The challenge is 

to go beyond the provision of basic/transversal training and make available job-opportunities 

related to the training content.      
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