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Abstract

The Synclusive project aims to enhance labour market inclusion for vulnerable groups in four European
countries (Bulgaria, Finland, the Netherlands, Portugal). The project employs an "ENGINE approach"
which aims to sƟmulate labour market mobility for vulnerable, low educated employees within
organisaƟons, thus providing space for labour market inflow of vulnerable job seekers.

This AcƟon Plan report describes the design of the ENGINE per Living Lab, including a descripƟon of 
stakeholders and their collaboraƟon, target groups, drivers, barriers, and soluƟons. In addiƟon, it shows
which intervenƟons, how, and in collaboraƟon with whom are supposed to work together as driving
wheels of the ENGINEs in each Living Lab. The report uƟlizes the informaƟon gathered from regional 
stakeholders through individual and focus group interviews, feedback sessions and meeƟngs, and the
findings of the project’s previous State-of-the-art report. In addiƟon, the intervenƟons for unemployed
job seekers and employees seeking mobility were mapped in each country.

Each Living Lab has idenƟfied its specific target groups: unemployed women 55+ (Bulgaria), long-term
unemployed (Finland), vulnerable job seekers and employees in the childcare sector (the Netherlands),
and young unemployed between 15 and 29 years of age (Portugal). The findings revealed many similar
drivers, barriers, and soluƟons across Living Labs. The drivers, for example, are oŌen related to the labour
force shortage; moƟvaƟon of unemployed people to gain employment; and skills, moƟvaƟon, and
cooperaƟon of employment service professionals. The barriers, in turn, are associated with job seekers’
limited work experience and skills; employers’ insufficient knowledge and prejudices about the target
groups and limited resources for guidance; and in some Living Labs limited job and career opportuniƟes in
the region. In each Living Lab, some soluƟons have been idenƟfied to promote the inflow and in some also
mobility and talent development of employees. The soluƟons are oŌen related to training and job
coaching of individuals; pay subsidies and incenƟves; and policy-level acƟons. Only few intervenƟons were 
targeted to enhance collaboraƟon between regional stakeholders.

All Living Labs have taken their iniƟal steps to idenƟfy the ENGINE and its possible gearing wheels in their
region. In Bulgaria, the ENGINE will start with a collaboraƟve re-entry training program combined with
psychological support for unemployed women 55+. ThereaŌer, acƟons with employers to improve and
apply inclusive employment pracƟces and a public campaign against ageism and gender stereotypes will
be launched. In Finland, the ENGINE will first focus on the municipality of Kokkola as an employer. The
acƟons aim to help employees working in pay subsidized jobs to find a more sustainable employment in
their current or other workplace and to increase employment of long-term unemployed by implemenƟng 
both a peer group- and an individual-based coaching trajectories. In the Netherlands, the ENGINE will be
implemented in the childcare sector. It starts with mapping possible career trajectories within childcare
and improving the professional development of employees. In the next phase, the goal is to enhance the
sense of team unity, integraƟon of new employees and on-the-job-learning at workplaces. The final task
focuses on matching job seekers with suitable posiƟons. In Portugal, four different Living Labs will be
implemented. The acƟons will start with creaƟng and offering courses and training programmes for young
people that prepare them for the labour market, offer some qualificaƟons, and help to find new job
opportuniƟes. Next, the aim is to bridge the young unemployed persons with the Living Lab partner
associaƟons to provide them work experience.
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1 IntroducƟon 

The Synclusive project aims to develop and evaluate a comprehensive approach to support vulnerable
groups in the labour market across four European Living Labs (henceforth LL) in Bulgaria, Finland, the
Netherlands, and Portugal. The project employs a system-oriented "ENGINE approach" which aims to
sƟmulate labour market mobility for low educated/skilled employees within organisaƟons and thus
providing space for labour market inclusion of unemployed job seekers. To make the ENGINE work,
intervenƟons for both vulnerable groups are needed. Accordingly, the LLs involve two main target groups:
vulnerable unemployed job seekers and low educated/skilled employees seeking mobility. In addiƟon,
regional stakeholders (e.g., employers, municipaliƟes, companies, educaƟonal insƟtutes, communiƟes)
and their collaboraƟon are needed to support the ENGINE and to facilitate the inflow and mobility of the
two main target groups. The intervenƟons that will be implemented must be tailored to the target groups
and aƩuned to each other. In pracƟce, this might mean that intervenƟons will be co-created using
iniƟaƟves and infrastructure which are already there to work from. Besides these more pracƟce-based
intervenƟons, intervenƟons having a more solid theoreƟcal base, supported by earlier research evidence,
and applying peer learning are preferred.

The main objecƟve of this AcƟon Plan report is to present the drivers, barriers, and soluƟons as well as
the design of an acƟon plan for each LL, and to discuss the extent to which the intervenƟons are supposed
to work together as driving wheels of the ENGINEs in each LL. The report includes a descripƟon of the
stakeholders and their collaboraƟon, the target groups, the current barriers, drivers, and potenƟal 
soluƟons for inflow and mobility in each LL (Chapters 4−7). In addiƟon, the report introduces the
intervenƟons that can be considered and integrated in the intervenƟon package of each LL (Chapter 3).
Moreover, research- and pracƟce-based intervenƟons that have been applied thus far for job seekers and
employees seeking mobility by considering different stakeholder levels are summarized.

The development of this AcƟon Plan report is based on the findings of the project’s previous State-of-the-
art report, individual and focus group interviews conducted among regional stakeholders, feedback
sessions and meeƟngs with stakeholders and the results of intervenƟon mapping. The report is a living
document, which, for example, means that some target groups and stakeholders might change, and new
intervenƟons may be tailored in next two and half years. In this report we will first present the
Methodology secƟon, followed by a general chapter on intervenƟons which may play a role in the LLs.
Finally, the acƟon plans for the LLs in the four countries will be described.

2 Methodology

2.1 Research quesƟons 

The research group formulated the main research quesƟons that are listed below:

1. Barriers:
 What are the main challenges and barriers for the target groups of each LL a) to find a job and b) to

establish upward or sideward mobility?
o How do the views on barriers differ between stakeholders (e.g., employers, employment

services, training insƟtuƟons, job seekers etc.) of each LL? 
o Which of these barriers could be addressed by the means and in the Ɵme frame of the 

project?
 What are the main factors affecƟng the barriers? 



2. Drivers:
 What are the main drivers for the target groups of each LL a) to find a job and b) to establish upward

or sideward mobility?
o How do the views on drivers differ between stakeholders (e.g., employers, employment

services, training insƟtuƟons, job seekers etc.) of each LL? 
o Which of these drivers might be enhanced by the means and in the Ɵme frame of the project?

 What are the main factors affecƟng the drivers? 

3. SoluƟons:
 What kind of soluƟons have been applied so far to influence the barriers?

o What soluƟons have been and have not been successful and why?
o Which soluƟons could be implemented in this project?

 What kind of acƟons / intervenƟons will be needed to solve the problems and to promote the 
employment and upward or sideward mobility?

o How and by whom the challenges could be tackled?
o How and by whom the drivers could be promoted?
o How do the views on soluƟons differ between stakeholders (e.g., employers, employment

services, educaƟonal insƟtuƟons, job seekers etc.) of each LL?

4. CollaboraƟon:
 What kind of relaƟons and/or dependencies exist in collaboraƟon between different stakeholders in 

each LL?
o How should the relaƟons/dependencies between the stakeholders be considered while 

planning the intervenƟons?
 What kind of dependencies exist in barriers, drivers, and soluƟons in each LL? 

o How do the dependencies either hinder or promote the employment and upward or
sideward mobility in labour market?

5. ReacƟons on the LL:
 How do the different stakeholders perceive the idea of LL?
 What kind of role they see they might have in it?
 What kind of boundary condiƟons and resources the stakeholders have regarding the parƟcipaƟon?

2.2 Interviews of regional stakeholders

The research data gathered from the regional stakeholders via individual and focus group interviews
were used in planning the ENGINE per LL and promoƟng cooperaƟon between regional stakeholders. In
each LL, the goal was to interview 10 to 25 regional key stakeholders who play an important and acƟve 
role in the regional employment ecosystem. These stakeholders included job seekers, employees seeking
mobility, employers, companies, employment services, training organisaƟons, and civil society 
organisaƟons. The contact details of potenƟal informants were found from organisaƟons’ web pages and 
research partners’ previous contacts, and in some cases, they were recommended by other stakeholders
and interviewees. While recruiƟng job seekers and employees, study leaflets were someƟmes used and
delivered, for example, through civil society organisaƟons and employment agencies to find persons who 
would be interested to sign up for the interview. The individual interviews were conducted in autumn
2023 and winter 2024 in-person, face-to-face, online or by phone, depending on the respondents’
availability and preference. One interview took about 60 minutes. In Bulgaria, 27 informants parƟcipated 
in this individual interview; in Finland 11; in the Netherlands 18; and in Portugal 11, respecƟvely.
Interviewees’ interest to parƟcipate in the focus group discussions were asked in the end of the individual 
interview.
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The focus group interviews were conducted aŌer the individual interviews in 2023. In each LL, the goal
was to conduct two focus group interviews. The parƟcipants were recruited from those who parƟcipated 
in the individual interview and from regional stakeholders. Altogether, 15 stakeholders parƟcipated in the 
focus group interviews in Bulgaria, 9 in Finland, 10 in the Netherlands, and 10 in Portugal, respecƟvely. In 
the beginning of the interview, the researchers presented a summary of main results of the individual
interviews, that is the regional drivers, barriers, and soluƟons for increasing inflow and mobility. The
researchers also presented some ideas of the ENGINE in the LL based on the results of the individual
interviews. Thus, the preliminary results acted as a starƟng point for discussions. Depending on the 
results of each LL, the discussions included topics such as similariƟes and differences in perceived drivers 
and barriers, suggested soluƟons, cooperaƟon between stakeholders etc. The role of researchers was to
moderate the group discussions. The focus group discussions took about 75 minutes each. They were
conducted online or face-to-face in the premises of LL partners (i.e., in the city of
Amersfoort/Kokkola/Lisbon/ Sofia).

The quesƟons for individual interviews were tailored to parƟcipant groups (i.e., job seekers, employees, 
employers, and other relevant stakeholders) in line with the main research quesƟons. Some relevant 
quesƟons were listed for each of these groups. However, it was not possible to establish an interview 
protocol for all possible parƟcipant groups for each LL. Thus, the research groups were allowed to modify,
add, or delete quesƟons based on their LL context and parƟcipants. The list of stakeholders was not either
exhausƟve: there might be other potenƟal stakeholders that were interviewed. 

All interviews were audio recorded. The transcripƟon of interviews was recommended for further 
analysis. Each informant received a wriƩen invitaƟon including a research brief and consent to parƟcipate,
either in the individual and/or focus group interviews. The parƟcipaƟon was voluntary, and the
parƟcipants had a right to decline or withdraw from parƟcipaƟng. 

2.3 IntervenƟon mapping

A wide range of intervenƟons can make the ENGINE work, that is to sƟmulate labour market mobility of
vulnerable, low-educated employees and to increase inflow of unemployed job seekers. In the Synclusive
project, the IntervenƟon Mapping framework (Bartholomew et al., 2016) have been uƟlized while
considering the suitable intervenƟons. The IntervenƟon Mapping (henceforth IM) is a well-established
protocol for planning, implementaƟon, and evaluaƟon of behaviour change intervenƟons (e.g., Fernandez 
et al., 2019). It emphasizes the consideraƟon of all relevant stakeholders at different levels (i.e., individual,
interpersonal, organizaƟonal, community, societal) to ensure that the intervenƟon addresses their needs 
and matches to their resources and contexts.

In line with IM framework, we first created a comprehensive understanding of the target groups in each
LLs and the factors (e.g., barriers and drivers) influencing the behaviours of target groups at different
levels. In this project, the intervenƟons can, for instance, be targeted at unemployed job seekers,
employees seeking upward or sideward mobility, employers and/or local stakeholders. ThereaŌer, we 
defined what kind of changes are aimed for and which determinants of behaviour should be targeted in
the intervenƟons. The determinants of behaviour are, for example, capabiliƟes, aƫtudes, values, beliefs, 
self-efficacy, and expectaƟons, as well as social support, and resources. Thus, the intervenƟons may, for 
instance, focus on improving job seekers’ self-efficacies and skills via training, and offering support for
employers to develop the skills of their employees. Third we mapped suitable intervenƟons that have 
been studied/applied thus far to promote inflow and mobility (i.e., solve the problems in concern) (see
tables 3.1−3.2 in chapter 3). We considered both theory- and program-based intervenƟons and listed 
specific informaƟon from each intervenƟon (i.e., name of the intervenƟon; the challenge the intervenƟon 
aims to solve; the target group of the intervenƟon; what changes are strived for (e.g., changes in
competencies, capabiliƟes, aƫtudes, moƟvaƟon, values, beliefs, services, support, resources,
cooperaƟon…); theoreƟcal background of the intervenƟon; individual or group-based implementaƟon;



using of peer-learning; stakeholders and resources needed for implementaƟon; transferability to different 
contexts; and research evidence (e.g., study design and verified outcomes). The goal was to get a clearer
picture of the soluƟons which have been effecƟve thus far, with whom, why and how.

3 IntervenƟons promoƟng inclusion in the labour market

3.1 IntervenƟon concepts for enhancing inflow and mobility

A wide range of intervenƟons and intervening concepts can make the ENGINE work i.e., to sƟmulate 
mobility of employees and inflow of unemployed job seekers to the labour market. The intervenƟons can,
for instance, aim to eliminate prejudices and discriminaƟon at workplaces and in the labour markets;
increase skills, knowledge, and experƟse via training and individual coaching; enhance self-efficacies and
moƟvaƟon to employment; improve matching of job seekers and jobs as well as employees and
opportuniƟes for occupaƟonal development; and promote collaboraƟon of regional coaliƟons.

Making the ENGINE work also calls for intervenƟons to be implemented at several levels (e.g., individual,
workplace, coaliƟon) in an integrated way. This could, for example, mean simultaneous development of
skills of employees, employers, and job seekers (and even employment service professionals) by using the
intervenƟons linked to each other in the regional context. Thus, the exisƟng individual or separate
intervenƟons do not necessarily alone solve the problems or suit the complex context. Consequently,
tailoring and integraƟon (including aƩunement) of intervenƟons need to take place in order to develop an 
integrated intervenƟon package suitable for the specific challenges, target groups and regional key
stakeholders. The Realist EvaluaƟon approach (Pawson & Tilley, 1997; Pawson et al., 2005) applied in this
project, will help to tailor the intervenƟons while describing more precisely what intervenƟons work for 
specific individuals, organisaƟons, and coaliƟons, in what condiƟons, and why.  

Training and coaching of employees, job seekers, managers or employers will be executed in each LL most
likely. Previous studies have shown that peer learning is an effecƟve method for learning especially for
lower educated workers and job seekers as they oŌen have a low self-confidence and self-efficacy due to
negaƟve experiences in a tradiƟonal school-based learning (e.g., Brenninkmeijer & Blonk, 2011; Vuori et
al., 2002). Peer learning is a teaching strategy in which non-professional pracƟƟoners with different ages
and same learning levels learn from each other. It aims to increase the learning confidence in a supporƟve 
learning environment and to assist the peers to develop collaboraƟve learning partnerships. Accordingly,
peer learning methodology could be adopted or used as a guideline while tailoring the intervenƟons in 
this project.

3.2 Examples of research- and pracƟce-based intervenƟons promoƟng inflow and mobility

The Synclusive project aims to apply as far as possible theory- and evidence-based intervenƟons that have 
been studied and/or applied to promote the inflow and mobility of vulnerable groups into the labour
market. Therefore, previous research- and pracƟce-based intervenƟons have been mapped by applying an
intervenƟon mapping (IM) framework (Bartholomew et al., 2016). The goal IM frameworks is to produce a
clearer understanding of the soluƟons which have been effecƟve thus far, with whom and how. 

As seen from table 3.1, most intervenƟons applied to enhance the inflow of job seekers are individual
based, rely on monetary incenƟves and are carried out as specific naƟon-wide programs. Although the
programs have increased employment and acƟvity among parƟcipants, their efficacy has not been verified
by using an experimental control design. For coaching methods, individual placement and support (IPS)
model and peer group-based coaching methods that aim to increase parƟcipants’ self-efficacy in re-
employment and job searching skills have been proved to increase employment in randomized controlled
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study (RCT) designs. Table 3.2, in turn, indicates that less intervenƟons have been targeted at vulnerable
employees’ mobility than at job seeker inflow. The intervenƟons aiming to enhance mobility have focused 
on development of specific (e.g., digital) skills or career management skills of employees. Both individual-
and peer group-based approaches have been uƟlized via workplace-level acƟons or naƟon-wide
programs. The efficacy of the career management intervenƟon in the early-, mid- and late-career phases
have been verified in RCT studies.

The abovemenƟoned results of IM are in line with the findings of the State-of-the-art reported submiƩed
earlier in this project. The report showed that a vast majority of research on labour market intervenƟons 
enhancing inclusion have focused on individual level intervenƟons. Far less have been studied (and
implemented) intervenƟons at the employer, service, or coaliƟon level. The studies which have compared
the impact of different types of intervenƟons (i.e., employment programs, training programs, job search
acƟviƟes, incenƟves, and sancƟons), have indicated that the intervenƟons aiming to promote
unemployed persons’ fast re-employment (e.g., job search intervenƟons, IPS models) have been the most
effecƟve in terms of employment. The training intervenƟons, in turn, have usually had posiƟve long-term
impact, whereas the employment subsidies alone have showed only minor impact or even negaƟve
impact (see Card et al., 2010, 2015; Kluve, 2010, Malmberg-Heimonen et al., 2019).

Altogether, some of these mapped intervenƟons have potenƟal to be implemented as such for some
specific target groups (e.g., job search intervenƟons improving self-efficacies, IPS-models for vulnerable
employees and their employers), some intervenƟons might need tailoring and adjustments (e.g., skill
training intervenƟons), and some intervenƟons might offer inspiraƟon for development of new
intervenƟons (e.g., intervenƟons changing aƫtudes and prejudices).
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Table 3.1 IntervenƟons aiming to promote inflow of job seekers.

Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target group  Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholders
and resources
needed for
implementaƟon

Transfera-
bility to
other
contexts

Research
evidence

Taite-
coaching
(previously
JOBS©)

Prolonged
unemploy-
ment causes
stress and
decreases
mental well-
being.
Unemployed
people easily
lost their self-
efficacies
regarding re-
employment.

Job seekers
who are
moƟvated but 
being
unemployed
and
unsuccessful
in job seeking
over 12
months

Increase in job
search self-
efficacy, self-
confidence, job
search skills,
and ability to
face and resolve
setbacks.
Decrease in
passivity related
to unemploy-
ment.

Ajzen’s Theory
of Planned
Behavior;
Meichen-
baum’s
CogniƟve 
Stress
InoculaƟon 
Training;
Bandura’s
Social
Learning
Theory

Group-
based

Yes Taite instructors
from
workplaces,
e.g., HR / work
ability
coordinators
who received
Taite-coaching
training

JOBS have
been
implemente
d in Finland,
USA, the
Netherlands,
Ireland,
China, South
Korea.
The manuals
are in
English but
should be
modernized.

JOBS
produced
posiƟve long-
term effects
on
employment
(RCTs). The
program was
especially
beneficial for
those at risk
of depression
(Brennink-
meijer &
Blonk, 2011;
Malmberg-
Heimonen et
al. 2019;
Vinokur et al.,
1995, 2000;
Vuori et al.,
2002).

Individual
Placement
and Support
(IPS) model
(Bond et al.,
2023; Drake
& Bond,
2023)

People with
mental health
illness have
difficulƟes to
gain job and
employment
possibiliƟes.
Many of them

Unemployed
persons with
mental health
illnesses (in
high-income
countries)

Support for job
seekers before
and aŌer the 
employment.
IPS coaches
build
relaƟonships
with employers.

Eight core
principles to
be followed:
goal is
compeƟƟve 
employment;
every client
who wants to

Individual No Job coaches,
employers,
mental health
services. The
Ɵme needed is
in average 4–5
months for IPS
clients who

Implemente
d over 20
high-income
countries in
Europe,
North
America,
Asia and

9 meta-
analyses
including max
48 RCTs.
CompeƟƟve 
employment
was
significantly
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Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target group  Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholders
and resources
needed for
implementaƟon

Transfera-
bility to
other
contexts

Research
evidence

want to work,
but less than
20 % are
employed and
many are
unemployed
for most of
their lives
(Drake &
Bond, 2023.

work is
eligible;
services align
with clients'
preferences;
rapid job
search;
targeted job
development;
integraƟon of 
employment
services with
mental health
treatment;
personalized
benefits
counselling;
individualized
long-term
support

successfully find
a job and start
employment.

Oceania.
Could be
tested
among other
target
groups.

higher for IPS
than controls
(OR= 1.92),
with a
significant
advantage in
Ɵme to first 
job (OR =
1.90); IPS
parƟcipants 
averaged 1.90
more hours
and 1.66 more
weeks worked
than controls
(Drake &Bond,
2023).

IPS job
coaching (in
Finland)

To increase
employment
among people
with one or
more
challenges or
disabiliƟes 

Unemployed
persons who
are clients of
social services
and need
special and
individual
support
before and
aŌer the 
employment

Support for
both job seekers
before and aŌer 
the employ-
ment. IPS-coach
builds
relaƟonships 
with employers

PracƟced-
based model
applying the
core criteria of
IPS model
(above). Only
the target
group is
different.

Individual No Job coaches,
employers,
social services.
Max 20 clients
per job coach.

Was tested
in 19 Work
ability
project
pilots in
Finland in
2019-2023.

46% of
parƟcipants 
(260/568)
found a job
during the
Work ability
project pilots
(Normia-
Ahlsten &
Riisalo-
Mäntynen,
2023).



Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target group  Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholders
and resources
needed for
implementaƟon

Transfera-
bility to
other
contexts

Research
evidence

School-to-
Work
(Koivisto et
al., 2007)

The career
transiƟons 
from school to
work life (i.e.
a process of
finding
employment
and
socialisaƟon 
into a new
organisaƟon) 
is challenging
for some
young people
which may
also hamper
the mental
well-being.

For 17–25-
year-old
young people
facing the
transiƟon 
from
vocaƟonal 
college to
work.

Increase in job
search self-
efficacy among
young people
and develop
their capacity to
deal with
obstacles and
barriers
encountered in
the labour
market.

Ajzen’s Theory
of Planned
Behavior;
Meichen-
baum’s
CogniƟve 
Stress
InoculaƟon 
Training;
Bandura’s
Social
Learning
Theory

Group-
based

Yes 20 hours
training, jointly
implemented by
vocaƟonal 
schoolteachers
and public
employment
services.

The
programme
was
delivered
extensively
across
Finland unƟl 
the mid-
2010s when
it became
subsumed
within wider
educaƟonal 
and career
guidance
models. The
manuals are
in Finnish.

A RCT study
among young
Finnish
(n=334)
showed that
the training
increased
probabiliƟes 
of
employment,
finding a job
that
corresponds
to educaƟon 
and personal
career plans,
and seƫng of
meaningful
goals.
ParƟcipaƟon 
lowered
psychological
distress and
depressive
symptoms.

Parents in
Employment
– Bulgaria
(MLSP,
2023d)

Ensuring
beƩer recon-
ciliaƟon of 
work and
private life for
parents with
children aged

All
unemployed
including
persons over
50 years

To help parents
of children 0-5
return to the
workforce; to
provide job
opportuniƟes 
for people

Program-
based. The
employees
work with
families with
small children
and take care

Individual No Employment
office; job
seekers.
Resources by
the European
Social Fund+

The
programme
is
implemente
d
throughout
the country.

Performance
indicator:
Since the
beginning of
the program
unemployed
and inacƟve 
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Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target group  Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholders
and resources
needed for
implementaƟon

Transfera-
bility to
other
contexts

Research
evidence

0 to 12 and
providing
employment
for
unemployed
people by
providing
childcare
opportuniƟes.

searching for
work

of the children
while the
parents are at
work.

and the
government

persons 8 615,
and.
number of
supported
parents with
children: 7
667.
Output
indicator:
Unemployed
and inacƟve 
parƟcipants 
who have a
job when they
leave the
programme: 7
667 (NEA,
2023).

Measure -
employment
of
unemployed
persons over
55 years of
age -
Bulgaria
(Art. 55a of
the NEA)
(MLSP,
2023b)

Providing
employment
to
unemployed
persons over
55 years of
age for a
period of 12
months

Unemployed
persons over
55 years of
age;
employers

 Helping people
55+ find
employment

Program-
based

Individual Yes Employers need
to apply for
funds and to
work with the
public
employment
services when
searching for
employees

The
programme
is offered
across the
country.

In 2022,
provided
employment
to 357
persons, of
whom 278
were newly
enrolled. In
2022, the
measure
provided
employment
to 357
persons, of



Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target group  Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholders
and resources
needed for
implementaƟon

Transfera-
bility to
other
contexts

Research
evidence

whom 278
were newly
enrolled. The
amount spent
on this project
is BGN 1 118
717 (NEA,
2023).

NaƟonal 
ReƟrement 
Assistance
Programme
(MLSP,
2023c)

To reduce
social tensions
and provide
employment
for a
disadvantaged
group of
unemployed
on the labour
market

Unemployed
people over
60 who are
acƟvely 
looking for
work and
registered
with PES

SupporƟng the 
transiƟon from 
unemployment
to work and
reƟrement of 
the target group

Program-
based

Individual Yes Job seekers,
employers, PES

It is
implement-
ted
throughout
the country.

In the first half
of 2022, the
programme
provided
employment
to 1,623
persons, of
whom 681
were newly
enrolled.

Sustainable
Employment
Commit-
ment
(in Portugal,
IEFP, 2023)

Companies
not hiring
with
permanent
contracts

Unemployed
people
regardless of
age

Designed to
encourage the
permanent
hiring of
unemployed
individuals

Europe 2030 /
European
programmes

Individual No Job seekers,
enterprises
looking for
workers and
stakeholders

This was/is
implement-
ted
throughout
Portugal,
naƟonwide, 
it is likely
transferable
to other
contexts.

Thanks to this
programme,
over 30.000
new
permanent
contracts have
been created
in the
parƟcipant 
enterprises.



17

Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target group  Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholders
and resources
needed for
implementaƟon

Transfera-
bility to
other
contexts

Research
evidence

ReducƟon of 
Social
Security
Contri-
buƟons
(in Portugal,
Segurança
Social, 2017)

Companies
not hiring new
employees
due to the
high tax
demands

Unemployed
young people

Provides
incenƟves for 
hiring young
people seeking
their first job.
Employers
receive a
temporary 50%
reducƟon in 
social security
contribuƟon for 
a period of five
years.

Law decreet
by the
Portuguese
government

Individual No Job seekers,
stakeholders,
enterprises and
government
ministries

This was/is
implemente
d
throughout
Portugal,
naƟonwide,
it is likely
transferable
to other
contexts.

Between 2017
and 2023,
youth
unemploy-
ment went
down about
4%.

ATIVAR.PT
Internships
(in Portugal,
IEFP, 2023b)

Young people
not being able
to get work
experience

Unemployed
young people
between 18-
30 years old

These
internships aim
to facilitate the
entry of young
people into the
labour market.

Europe 2030 /
European
programmes

Individual No Job seekers,
stakeholders,
enterprises

This was/is
implement-
ted
throughout
Portugal,
naƟonwide.
It is likely
transferable
to other
contexts.

The
parƟcipaƟon 
rate of these
internships is
between 65%
and 80%.
Since the
programme
has been
launched in
2020, 98.741
internships
have been
approved and
70.888 of the
parƟcipants 
have been
hired by
enterprises.



Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target group  Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholders
and resources
needed for
implementaƟon

Transfera-
bility to
other
contexts

Research
evidence

AcƟve Youth 
Employment
(in Portugal,
IEFP, 2023)

Young people
facing
disadvantages
in terms of
qualificaƟon 
and social
integraƟon

Unemployed
young people

The goal is to
enhance
disadvantaged
young people’s
(18-29) social-
professional
integraƟon.

Europe 2030 /
European
programmes

Group-
based

Yes Job seekers,
stakeholders

This was/is
implement-
ted
throughout
Portugal,
naƟonwide, 
it is likely
transferable
to other
contexts.

4 months aŌer 
finishing the
programme, 7
in 10 people
stop being
NEET (young
people not in
employment,
educaƟon or 
training), 6
months aŌer 
the
programme, 8
in 10 people
stop being
NEET, and two
years aŌer 
finishing the
programme 9
in 10 people
are employed.

Wage XXI
(in Portugal,
IEFP, 2023)

Young people
not being able
to enter the
labour market
or invest in
their own
businesses

Unemployed
young people
seeking their
first job

Supports the
creaƟon and 
development of
new business
projects

Europe 2030 /
European
programmes

Both
individual
and
group-
based

Yes Job seekers,
stakeholders

This was/is
implement-
ted
throughout
Portugal,
naƟonwide, 
it is likely
transferable
to other
contexts.

In 2023, 1.965
applicaƟons 
were
submiƩed and
1.406 were
approved.
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Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target group  Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholders
and resources
needed for
implementaƟon

Transfera-
bility to
other
contexts

Research
evidence

Mental
reƟrement
(Huijs, 2019)

Mentally
reƟred 
employees
who lost the
connecƟon 
with their
organizaƟon 
and their
future work
perspecƟves. 
Lacking skills
for goal re-
engagement.

It is developed
for job
retenƟon in 
people who
dropped out of
work. It is
mainly aimed
at people who
were on long
term sick
leave.

Enhancing self-
efficacy,
regaining
perspecƟve to 
work

Ajzen’s Theory
of Planned
Behavior;
Meichen-
baum’s
CogniƟve 
Stress
InoculaƟon 
Training;
Bandura’s
Social Learning
Theory

Group-
based

Yes Employees,
employer(s),
(trained) trainers

Pilot version
tested on
feasibility in
a small group
of sick listed
police
officers/
employees.
Could be
made also be
made to fit
job seekers.

QualitaƟve 
data, (Huijs
2019). In a
group of 6,
one-year sick
listed
employees,
four returned
to and
remained at
work aŌer the 
intervenƟon.

Weighed
Customi-
zaƟon
(Boermans et
al., 2020)

Knowledge
development
and sharing
(learning
aƫtude) 
among job
coaches of
unemployed is
too low,
causing
lowered
effecƟveness 

Job coaches,
reintegraƟon 
consultants

Aim to increase
methodical way
of working
among job
coaches

IntegraƟve 
model of
behavioral
predicƟon 
(Fishbein &
Ajzen) Mental
Model Theory/
guiding
principles (to
be developed)

Can be in a
group

Yes Trainers (target
group), commit-
ment of mana-
gement

Currently a
Community
of PracƟce 
has started
with the aim
to further
examine this
intervenƟon. 
Several other
organizaƟon 
adopted this
intervenƟon.

Increased
methodical
ways of
guiding
unemployed
(Boermans et
al., 2020) in a
quasi-
controlled
design.

Inclusive
Turnover
Growth
IntervenƟon 
(Geuskens et
al., 2020)

Inclusive
employer
behavior is
crucial for the
long-term
unemployed
job seekers.

Employers Aim to increase
awareness and
actual hired
unemploeyed
people

Peer learning
principles
could be
applied

Group-
based

Yes Employer(s),
trainer(s)

Possibly QualitaƟve 
study with
several
employers
anƟcipaƟng 
near future
growth of



Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target group  Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholders
and resources
needed for
implementaƟon

Transfera-
bility to
other
contexts

Research
evidence

Few
intervenƟons 
aim to
enhance
inclusive
employer
behavior

turnover and
increasing
need for
personnel
(Goudswaard,
et al., 2021)
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Table 3.2 IntervenƟons aiming to promote upward or sideward mobility of employees.

Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target
group

Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholder
and resources
needed for
implementaƟon

Transferability
to other
contexts

Research
evidence

Towards a
successful
career
training for
young
employees
(Nykänen et
al., 2023)

The early
career stage is
criƟcal for
young
employees’
future
employment.
Unsuccessful
career start
may
discourage,
diminish well-
being and
affect
negaƟvely to
self-
confidence
and future
career.

Young
employees
in the
beginning
of their
career

Increase in
employees’
self-efficacies
to idenƟfy 
personal
strengths at
work, set
work-related
goals, and
seek work-
related
informaƟon 
and support;
to improve
coping skills to
maintain
wellbeing in
difficult,
stressful
situaƟons at 
work

Job Demands -
Resources
model (JD-R)
(e.g., Bakker &
DemerouƟ, 
2007)

Group-
based

Yes Trainers from
work
organizaƟons 
e.g., HR
professionals,
occupaƟonal 
health
representaƟve;,
working hours
of the trainers
and
parƟcipants 

Trainer’s and
parƟcipant’s 
manuals for
employee-
level
intervenƟon
are available
in Finnish

RCT study for
parƟcipants in 21
Finnish work
organizaƟons 
(n=250). In the
short-term the
intervenƟon 
increased
preparedness for
career
management in
the beginning of
career.

Towards a
successful
career
training for
supervisors
employing
young
workers

Supervisors
have an
important role
in supporƟng 
successful
career start
and wellbeing
of young
employees.

Supervi-
sors who
lead young
workers

Improving
supervisors’
skills to frame
meaningful
work-related
goals to young
workers, to
provide
feedback, to

Job Demands -
Resources
model (JD-R)
(e.g., Bakker &
DemerouƟ,
2007)

Group-
based

Yes Trainers from
work
organizaƟons 
e.g., HR
professionals,
occupaƟonal 
health
representaƟves;
working hours

Trainer’s and
parƟcipant’s 
manual are
available in
Finnish

Follow-up study
for supervisor in
21 Finnish work
organizaƟons 
(n=125). The
training
intervenƟon 
increased
supervisors’ skills



Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target
group

Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholder
and resources
needed for
implementaƟon

Transferability
to other
contexts

Research
evidence

(Nykänen et
al., 2023)

Supervisors’
need more
knowledge
and skills to
manage these
tasks
successfully.

support
overcome
work-related
problems, and
to guide to set
work-related
personal goals

of the trainers
and supervisors

to lead young
employees.

Skilled and
renewable
career
(Pankkonen
& Vuori,
submiƩed)

Employees in
their mid-
career start to
be at risk of
occupaƟonal 
skill
obsolescence
which may
lead to fewer
chances in
progressing in
the career and
even losing
one’s job.  The
intervenƟon 
pursues to
support career
renewal and
increase
resources to
develop one’s
occupaƟonal 
competences.

Employees
in their
mid-career

Enhancing
employees’
preparedness
for career
renewal and
uƟlizaƟon of 
skill develop-
ment acƟviƟes 
and improving
occupaƟonal 
health and
well-being

Ajzen’s Theory
of Planned
Behavior;
Meichenbaum
’s CogniƟve 
Stress
InoculaƟon 
Training;
Bandura’s
Social
Learning
Theory

Group-
based

Yes Trainers from
work
organizaƟons 
e.g,. HR
professionals,
occupaƟonal 
health
representaƟves;
Working hours
of the trainers
and the
parƟcipants

Manuals for
trainers and
parƟcipants 
are available
in Finnish.

RCT study for
parƟcipants in 15 
Finnish work
organizaƟons 
(n=367). In the
short-term the
intervenƟon
increased
preparedness for
career renewal. In
the long-term the
intervenƟon 
increased
occupaƟonal 
health and well-
being.
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Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target
group

Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholder
and resources
needed for
implementaƟon

Transferability
to other
contexts

Research
evidence

Work
engagement
for senior
employees
(Vuori et al.,
2019)

55+ workers
perceive age
discriminaƟon 
at work and in
the labour
market which
threaten the
sustainability
of their
working
careers and
moƟvaƟon to 
work.
IntervenƟon 
aims to
increase
employees’
resourcefulnes
s to manage
this situaƟon.

Employees
55+

Improving
late-career
management
skills of
employees:
self-efficacies
regarding
work ability,
seniority skills
and
employability,
and increasing
preparedness
for setbacks
(e.g., age
discrimi-
naƟon)

Ajzen’s Theory
of Planned
Behavior;
Meichenbaum
’s CogniƟve 
Stress
InoculaƟon 
Training;
Bandura’s
Social
Learning
Theory

Group-
based

Yes Trainers from
organizaƟons 
(e.g., HR
coordinators).
Working hours:
training lasts 16
hours.

Manuals for
trainers and
parƟcipants 
are in English.

RCT in 17 Finnish
work
organizaƟons 
(n=699). In a 6-
month follow-up:
parƟcipants 
reported higher
work engagement
and future Ɵme 
perspecƟve, 
lower perceived
age
discriminaƟon.

Seniority
Skills in Use
(Ruokolai-
nen et al.,
2023)

Supervisors
are expected
to support
ageing
employees’
work ability
and working
career, but
they do not
have enough
competences

Supervi-
sors, line
managers

To increase
supervisors’
preparedness
in age
management
and posiƟve 
age aƫtudes

Ajzen’s Theory
of Planned
Behavior;
Meichenbaum
’s CogniƟve 
Stress
InoculaƟon 
Training;
Bandura’s
Social

Group-
based

Yes Trainers from
organizaƟons 
(e.g., HR
coordinators).
Working hours:
training lasts 9
hours.

Manuals for
trainers and
parƟcipants in 
Finnish.

RCT in 10 Finish
work
organizaƟons 
among 216
supervisors. The
training enhanced
preparedness for
age management
and improved age
aƫtudes towards 
ageing workers



Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target
group

Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholder
and resources
needed for
implementaƟon

Transferability
to other
contexts

Research
evidence

to do it.
Supervisors
have
stereotypical,
negaƟve age 
aƫtudes 
towards older
workers

Learning
Theory

Qualifica
Indústria
Programme
(in Portugal,
IEFP, 2023)

Lack of
training,
qualificaƟon, 
and cerƟfied 
training
moments for
employees

Employees
in small
and
medium-
sized
enterprises

Promote the
internalizaƟon 
and training of
employers

Europe 2030 /
European
programmes

Individual
and group-
based

Yes Employees and
employers

This was/is
implemented
throughout
Portugal,
naƟonwide, it
is likely
transferable to
other
contexts.

As of 2023, the
programme had
reached about
1.500 employees
from texƟle, 
clothing, and
shoe-making
enterprises, in a
total investment
of 1.500.000,00€

Employ-
ment +
Digital
Training
(in Portugal,
IEFP, 2024)

Lack of digital
skills of
employees

Employees
from
enterprises
and social
economy
enƟƟes

Training and
requalificaƟon 
of employees
of digital
competences
and individual
qualificaƟons

Europe 2030 /
European
programmes

Individual
and group-
based

Yes Employees,
employers and
stakeholders
(public enƟƟes)

This was/is
implemented
throughout
Portugal,
naƟonwide, it 
is likely
transferable to
other
contexts.

ParƟcipants 
receive a
maximum of 750€
for the training. In
2023, 2.000
applicaƟons were 
approved, and
25.000 are
expected to be
approved unƟl 
2025.
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Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target
group

Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholder
and resources
needed for
implementaƟon

Transferability
to other
contexts

Research
evidence

Training-
Check (in
Portugal,
IEFP, 2024)

Lack of
training offer
from
enterprises

Employees
from
enterprises

Contribute to
improving the
compeƟƟve-
ness from
enterprises
through the
professional
qualificaƟon 
of their
employees

Europe 2030 /
European
programmes

Individual
and group-
based

Yes Employees and
employers

This was/is
implemented
throughout
Portugal,
naƟonwide, it 
is likely
transferable to
other
contexts.

Maximum
duraƟon of 50 
hours of training
per 2 years, being
paid an hourly
value of 4€ (up to
a maximum of
175€).

Vital
CraŌman-
ship (Huijs,
2019;
Koopmans &
Huijs, 2022)

Addressing the
issue of
sustainable
employability,
stay on tune
with your
ambiƟons and
current work

Employees
managers

To increase
awareness of
future
employability,
to prevent the
trap of mental
reƟrement.
CreaƟng and 
maintaining
future work
perspecƟve
and the skills
to do so

HRM literature BoƩom-up
develop-
ment of
tailored
inter-
venƟons

 Yes HRM and
business
consultants

Manuals in
Dutch

ParƟcipatory 
acƟon research
provided medium
support for its
effecƟveness 
(Huijs, 2019;
Koopmans & Huijs
(2022).

Project
„eDigiStars”
(NEA, 2023)

To address the
lack of
employees
over 50 with
digital skills by
introducing an
innovaƟve 

Employees
50+

To moƟvate 
people 50+
and
insƟtuƟons to 
change their
minds about
acquiring
digital skills

INTERREG
Danube
TransnaƟonal 
Programme.
NEA is one of
the Bulgarian
partners. 19

Group-
based

Yes VocaƟonal 
training and
adult training
organisaƟons, 
labour offices,
NGOs, local
governments,
chambers of

The tools
could be used
both for
upward
mobility and
for training
unemployed
persons.

The 2-year project
finished in Dec.
2022. Results are
sƟll pending. So 
far over 300
employees have
been trained.



Name of the
intervenƟon

Challenge the
intervenƟon
aims to solve

Target
group

Changes that
are strived for

TheoreƟcal 
background

individual
or group-
based

Applying
peer
learning

Stakeholder
and resources
needed for
implementaƟon

Transferability
to other
contexts

Research
evidence

training
system

countries
parƟcipate

commerce,
industry and
economic
development
organisaƟons 
etc.
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4 Living Lab Bulgaria

4.1 Labour market in the city of Sofia

Sofia is Bulgaria's capital and its largest and highest populated city. According to CRAS (2023), the
registered populaƟon in Sofia is 1 538 078; for comparison, the populaƟon in Bulgaria is 6 447 710 
(NSI, 2022). The people between the ages of 15 and 64 account for 72.1% of the total populaƟon of
Sofia (the naƟonal average is 68.1%) (Sofia Municipality, 2017). The area around the capital is one of 
the key aƩracƟon locaƟons for migraƟon, with an average annual growth of populaƟon 6.1% by 2022
(InsƟtute for Market Economics, 2023a).

Sofia Municipality is the best-developed municipality in the country and the main driver of the
country's economic growth, accounƟng for nearly 50% of total GDP and having the highest GDP per 
capita (Sofia Municipality, 2016). Sofia has the highest average salary in the country and receives
most the country's total foreign direct investment (District Sofia City, 2023). This has a determining
importance for the Sofia economy as it leads to a large increase in employment mainly in informaƟon 
and communicaƟon technologies, as well as 'Professional acƟviƟes and scienƟfic research' and 
'administraƟve and support acƟviƟes'. The laƩer two acƟviƟes are part of the business process
outsourcing, the sector that has created most of the new jobs over the last decade (InsƟtute for 
Market Economics, 2019). The leading sector is trade with a share of 25%, and the second is the
rapidly growing ICT sector (24%) (InsƟtute for Market Economics, 2023a).

Sofia is also the country's main administraƟve, industrial, transportaƟon, cultural, and educaƟonal
centre, accounƟng for one-sixth of total industrial output. Sofia is currently Bulgaria's major industrial
city, with a focus on heavy industrial development. Sofia's region is home to roughly 800 large
companies in metallurgy, prinƟng, electrical and electronic sectors, and the fur and shoe industries. 
Chemicals, texƟles, and food products are also produced (District Sofia City, 2023).

Sofia differs from the rest of the country in the dynamics of employed people by gender. In Sofia, the
employment in the age group over 15 was 58% among men and 47% among women in 2018. Thus,
men have a much greater employment rate than women, but the presence of a Ɵny imbalance in the 
populaƟon distribuƟon (52% women vs. 48% men) results in a clearly visible equitable distribuƟon of 
the employed by gender (InsƟtute for Market Economics, 2019). Employment has increased in all
educaƟonal levels, including the least educated. The 30-39 and 40-49 age groups are accounƟng for 
more than half of all employment. There is nearly equal employment in the 50-59 and 15-29 age
groups, while the number of people close to and in reƟrement age is lower in Sofia (InsƟtute for 
Market Economics, 2019).

In 2021, women’s unemployment was 9,3%, compared to 10.5% for men’, however, women's
incomes remained much lower than men's; they were frequently engaged in lower-paying industries,
were less likely to hold managerial posiƟons, and worked fewer hours. Currently, things are gradually
changing. While women's wage was approximately 25% lower than men's in 2000, it is currently less
than 18% in 2021 (InsƟtute for Market Economics, 2023b; Mancheva, 2020).

Sofia's labour market is characterised by very low unemployment (1.5%), strong employment, and a
declining number of people using the services of the Labour Offices (InsƟtute for Market Economics 
2023a; Sofia Municipality, 2017). The NEA's annual assessment indicates that there were 10257
unemployed persons in Sofia in 2022, which is 3088 less than in 2021; 3053 (29.8%) of them were
over 55 years old. (MLSP, 2023a). According to the report, 5660 (55.2%) of the unemployed were
women, while 4597 (44.8%) were men (MLSP, 2023a).



The NaƟonal Employment Agency (NEA) and the Ministry of Labour and Social Policy (MLSP) are the
primary insƟtuƟons responsible for the administraƟon of the Bulgarian labour market and the 
development of labour market policy in Bulgaria. The NEA is in charge of registering unemployed
people and distribuƟng unemployment benefits. Only those who register with the NEA aŌer losing 
their jobs are eligible for unemployment payments if they have worked for at least 12 of the previous
18 months. According to the Health Insurance Act, recipients of unemployment and social assistance
are enƟtled to free health insurance in addiƟon to their benefits (Ministry of Health, 2022). To qualify
and conƟnue receiving benefits for a maximum of 12 months, recipients must meet specific
condiƟons, such as being available for acceptable work possibiliƟes, providing evidence of job search, 
and so on. However, job seekers have the opƟon to decline work offers that are too far away from 
their home, do not match their degree, or pose a hazard to their health (MLSP, 2020). The
unemployed must register with their local Labour Office, which then provides direct assistance by
informing and advising them about various programmes and/or work opportuniƟes, as well as their 
requirements. Their services include vocaƟonal guidance, informaƟon and employment mediaƟon, 
training courses, psychological support and counselling, moƟvaƟon for acƟve labour market 
behaviour and inclusion in employment programmes. The Labour Offices disburse funding for
transportaƟon, housing, allowances, and other expenses. Depending on the demands of the
programmes, they arrange and monitor the relaƟonships between employers and those without 
employment (MLSP, 2022b). When employers register with the NEA and the Labour offices, they gain
access to informaƟon about available jobseekers, programmes and measures to maintain and
promote employment, employment mediaƟon, inclusion in employment and training programmes
and measures; various benefits for maintaining and/or increasing employment, for apprenƟceships 
and/or traineeships, and promoƟng employee territorial mobility.

Various stakeholders, including private companies, counselling services, and public employment
services, are promoƟng labour market parƟcipaƟon for senior workers on a naƟonal level through 
programmes and projects. Some of the programmes are: Encouraging employers to hire unemployed
people over 55 years of age, Parents in Employment etc.

4.2 Target groups

The target group of Sofia LL is women 55+. Women 55+ are vulnerable in the labour market. They are
most likely to be released in case of lay-offs, proven during COVID-19 pandemics – in 2021 the
number of registered unemployed women was 102,000, considerably higher than the number of
unemployed men – 79,000 (InsƟtute for Market Economics, 2023b). One in 4 unemployed (27%) are
over 55 (Own research BTV, 2021) The Synclusive project interviews with stakeholders reveal that
women 55+ generally consƟtute a major part of this group (SYNCLUSIVE, 2023). This conclusion is
also confirmed by several recruitment experts (Nikolov, 2023).

Older workers who lose their jobs tend to be unemployed for longer. Recent research
(WorkTalent.com, January 2024) of WorkTalent.com shows the reasons for that: 60% think it is due
to the employer preferences for younger employees, 13% add the very high expectaƟons of 
employers, 12% believe people 55+ are overqualified. Women 55+ may end up taking lower skilled,
lower paid jobs as a result. Even the subsidized employment opportuniƟes for this group supported 
by the state offer women 55+ similar opƟons based on tradiƟonal family roles, such as the new
provision in the Labour Code since 2020 that maternity leave can be transferred from the mother to
a grandparent, or programmes for unemployed women to take care of children 0−5 years old (in
some cases 0−12), not included in the day-care system, so their parents can go back to work (MLSP,
2022c; MLSP, 2023d). They are also more likely to end up in less secure roles, such as contract or
entrepreneurial work. EUROSTAT data shows that in 2022 the share of self-employed women aged
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25−49 is 9.2% and rises to 11.3% among women aged 50-64 (Eurostat/24chasa, 2023). The difficulty
to get re-hired and the gloom prospects demoralize women 55+ job seekers.

Dropping out of employment late in life can pose a great financial crisis, since women don’t have
enough opportunity to contribute to pensions or save money for the future. Bearing the brunt of
unpaid care for children and later for parents compromises women’s financial independence and
contributes to poverty in old age. Although the gender pay gap has been slightly decreasing from
25% in 2000 to 18% in 2021 (InsƟtute for Market Econom2ics, 2023b), it remains considerably higher
than the EU average of 12.7% in 2021. This gender pay gap is increased aŌer reƟrement: the average
pension of women is 25% lower than the average pension of men (InsƟtute for social integraƟon, 
2022).

Employers tend to exercise age discriminaƟon and prefer younger employees (SaboƟnova, 2020).
This is due to not only age, but three accompanying prejudices related to adapƟvity, ambiƟon and 
ability to acquire new skills and knowledge (SaboƟnova, 2020). The age discriminaƟon has 
psychological consequences, with increasing cases of depression (SYNCLUSIVE, 2023).

Women 55+ who are oŌenƟmes primary care provider for their elderly parents or family members. 
Not only is this unpaid work with significant physical, economic, and emoƟonal burden but it also 
depreciates their value as workers. Female caregivers were much more likely to exit the workforce to
execute these duƟes. In 2020, 39.9% of women outside of the labour market do not work due to the
need to be care providers of elderly relaƟves or children with disabiliƟes – by 1/3 higher share than
the EU average (InsƟtute for social integraƟon, 2022). Due to the lack of working hours flexibility
opƟons and care opƟons for the elderly and the disabled, women who cared for parents,
grandchildren, or more than one relaƟve were significantly less likely to be employed than their
peers, but when men took on caregiving roles, their employment status was unaffected (InsƟtute for
Market Economics, 2023b) The care economy is generally neglected in Bulgarian legislaƟon and 
pracƟces.

However, women 55+ are not considered a well-defined group, because it is heterogeneous in terms
of educaƟon and skills, social capital, career path, etc. The higher the educaƟon level, the less 
differences there are among men and women in terms of unemployment: the share of unemployed
with terƟary educaƟon is the same for men and women, while among those with primary educaƟon
the share of unemployed women is 8% higher (InsƟtute for Market Economics, 2023b). In 2022,
slightly over 70% of the unemployed women 55+ were with secondary educaƟon, 12.8% with terƟary 
and 11.7% with primary educaƟon (NaƟonal social security insƟtute, 2023). 

Synclusive research showed that the low-skilled women 55+ are less likely than the highly skilled
women 55+ to suffer the loss of a job or fear they will not be able to find new employment, due to
the structure of the labour market and the demand for lower skilled work. However, women with
terƟary educaƟon, who used to be in senior management, have significant difficulƟes to find 
appropriate employment at a similar level, and are likely to take a step down the career ladder
(SYNCLUSIVE, 2023).

The naƟonal policies and strategic documents have started to include people 55+ as a specific focus
recently. Amendments to the Employment PromoƟon Act of May 2023 have been adopted to
increase the effecƟveness of the state employment and training policy. There is a new measure to
promote the employment of disadvantaged people. Employers will have the opportunity to request
training for the individuals they will hire, as well as to provide a mentor who will assist them in
acquiring or restoring work habits and adapƟng to the working environment. Job seekers can use
informaƟon services, employment, referral to training programs and measures and validaƟon of



professional skills, knowledge, and competences. These are opportuniƟes provided by the state 
budget through the Employment Agency and the regional public employment offices. The naƟonal 
Employment Strategy 2021−2030 also sets a target to increase the occupancy rate of people 55−64
from 64.2 in 2020 to 70.0 in 2030. In addiƟon, the Strategy includes another target that corresponds
with Sofia LL plan to increase the relaƟve share of persons who have parƟcipated in trainings in the
last 12 months to 35.4% (no baseline recorded) (MLPS, 2022b).

4.3 Barriers, drivers and soluƟons

Several key barriers were idenƟfied which prevent women 55+ to find employment and/or 
upward/sideward mobility (see table 4.1). At the individual level, the prevailing obstacles are lack of
moƟvaƟon in job seekers, which may be triggered by internalized self-percepƟons of women as 
lacking skills or competences. These self-percepƟons are oŌen compounded by prejudices expressed 
by employers regarding the performance level of older women. Structural (system) barriers, on the
other hand, deal with explicit (or implicit) discriminatory hiring pracƟces (e.g., employers’
preferences for hiring young professionals versus women 55 and above). Findings from the interviews
indicate that employers tend to prefer invesƟng in a cohort of young professionals expecƟng, 
jusƟfiably or not, a higher return on investment (i.e., presuming the younger employees will work 
longer for the company). There seems to be broad consensus among employers that young
professionals are essenƟal in organizaƟons as they bring knowledge, new ideas and have a diversity
of perspecƟve. The language of job vacancies reflects such age-based biases; the “juvenile”
recruitment pracƟce is evident in the job announcements in the recent years, which are designed to
address a certain profile of a job seeker (GeneraƟon Z), interested in wellness, flexibility, 
entrepreneurship, purpose and impact, fun. Women from the target group are also generally
perceived to generate higher costs for the employers (due to the Bulgarian salary structure); they are
also believed to need – more oŌen than their younger colleagues – sick leaves or personal days off,
resulƟng in employers willing to employ less expensive workforce.

A further structural-level barrier deals with the lack of sufficient and adequately designed
psychological support services for job seekers. This is a clear challenge, as it prevents job seekers
from finding job coaching or the needed professional upskilling/reskilling services that will increase
their employability. In addiƟon, in-house trainings, team-building and social interacƟons in the 
companies tend to be designed with a younger audience in mind, which keeps apart women 55+.
Table 4.1 highlights the most common barriers that women aged 55 and above experience when
trying to find employment and/or upward/sideward mobility.

Drivers
A set of drivers was idenƟfied during the research phase, which could lead job seekers in the target
group to successful upward or sideward mobility. At an individual level, older workers, parƟcularly 
those who have fulfilled the reƟrement requirements, tend to seek meaningful and fulfilling work 
with impact. It also appears that some job seekers aged 55 and above may opt for self-employed
careers.

Among the drivers at structural level are, for example, the labour force shortage due to populaƟon 
decrease and outmigraƟon. Certain business sectors may benefit from older workers and their
professional skills; for example, recent regulaƟons derived from the Corporate Sustainability 
ReporƟng DirecƟve (CSRD) (DirecƟve (EU) 2022/2464 of 14 December 2022 adopted in January 2023, 
on enterprise sustainability reporƟng), could sƟmulate companies to revise their HR strategies,
placing more emphasis on inclusiveness and human capital development. Table 4.1 describes the
primary drivers that exist in helping women 55+ to find a job and achieve upward/sideward mobility.
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Table 4.1 Barriers to Bulgarian LL target group employment and labour mobility.
 Main barriers that prevent the target group to gain employment and/or

upward/sideward mobility
Could be
addressed
by the
project

1 Work ability and professional experiences of older employees not considered as a
company asset

yes

2 Job profiles and recruitment pracƟces valorise younger workforce, pushing back
women 55+

yes

3 Lack of access to adequate training, psychological and professional support
services for job seekers 55+

yes

4 MulƟple negaƟve and inaccurate prejudices and age stereotypes facing women
55+

yes

5 Lack of (self)moƟvaƟon and personal resources for seeking employment yes
6 Staying out of the labour market for a year or longer demoƟvates women 55+ job 

seekers
yes

7 IneffecƟve job search support from government employment offices compared with
private recruitment agencies

yes

Table 4.2 Drivers helping Bulgarian LL target group find a job or achieve mobility.
 Drivers that exist in helping job seekers to find a job and employees to reach

upward/sideward mobility
Could be
enhanced by
the project

1 Labour force shortage due to populaƟon decrease and ageing. yes
2 Structural changes in the economy and creaƟon of new jobs, most of which 

require terƟary educaƟon.
yes

3 The Corporate Sustainability ReporƟng DirecƟve (CSRD) could trigger 
companies to pursue HR strategies for inclusiveness and human capital
development.

yes

4 Older workers, parƟcularly those who have fulfilled the reƟrement
requirements, tend to seek meaningful and fulfilling work with impact.

no

5 Many unemployed educated and experienced women 55+ are willing to make
a career change as freelancers, self-employed or set up a small business.

no

6 NaƟonal policies and strategic documents include a focus on people 55+. yes
7 European and naƟonal policies and iniƟaƟves supporƟng access to the labour 

market for the vulnerable groups – the European Year of Skills, the Pact of
Skills, the NaƟonal Plan for Skills Development, to name a few.

yes

SoluƟons
Throughout the interviews for the AcƟon plan, several potenƟal soluƟons were brought up. Some 
were directed at society, while others were more specific to vulnerable populaƟons. It is criƟcal to 
implement a zero-tolerance policy against ageism and discriminaƟon in the workplace and society. 
The state and private labour offices should provide individualised services to all job seekers.
Expanding the range of services, forming powerful partnerships, and enhancing mulƟ-level
coordinaƟon between employment offices, employers, and other labour market intermediaries were
some potenƟal soluƟons brought up during the interviews. State and private labour offices should 
provide individualised assistance to all job seekers. A psychologist's presence and involvement within
the Labour offices would be beneficial to representaƟves of the target group of women 55+, as it 
would help them navigate this period of uncertainty, emoƟons of failure, and sadness.



Employers should look within the organisaƟon before establishing a new post, as well as give
possibiliƟes for upskilling and professional growth. InvesƟng in upskilling and training efforts can 
achieve the goals of developing new competencies to fill specific skill gaps inside the organisaƟon 
while also increasing an organizaƟon's aƩracƟveness to job seekers by providing opportuniƟes to 
learn and grow. These new employment-related services could be provided in collaboraƟon with 
state territorial labour offices and private businesses. Dividing employment into independent
competency-based roles may provide older people with the freedom they require to conƟnue 
working while also allowing organisaƟons to take advantage of their experience and knowledge.

The MLSP and NEA are working together to provide new opportuniƟes and launch various 
programmes to assist underserved groups. Some of the implemented soluƟons are presented in the 
current document's Chapter 3 IntervenƟons to promote labour market inclusion, such as:  employing 
unemployed persons over the age of 55, the NaƟonal ReƟrement Assistance Programme, etc. Other
programmes offered by NEA that menƟon unemployed persons over 50 years old among other 
vulnerable groups are Opportunity for Development (Providing opportuniƟes for lifelong learning 
and improving the level and quality of knowledge and skills of the unemployed to increase their
chances of employment); Ensuring Quality Labour (ImplementaƟon of various acƟviƟes to promote 
the economic acƟvity of the working age populaƟon); Parents in employment (provides subsidised
daycare workers for working parents) etc. According to NEA staƟsƟcs, the programmes are 
successful, and more individuals use them each year (NEA, 2023). However, according to the
interviews, these procedures are not well understood by unemployed persons, parƟcularly those 
who are not registered with their local labour office.

4.4 Engine and mechanisms

The LL's day-to-day operaƟons will follow the ENGINE approach. The LL's target group is women aged
55+. The first step is idenƟfying the relevant stakeholders to work with during the implementaƟon of 
the project. The Bulgarian team is currently recruiƟng parƟcipant from the chosen target group. A 
community coaliƟon will also be established (Zadocs & Edwards, 2006). As part of the coaliƟon, 
diverse stakeholders willing to collaborate with the target group will be idenƟfied, including trainers, 
psychologists, and employers moƟvated to offer employment opportuniƟes for the group. 
The second step is to idenƟfy barriers, drivers, and possible soluƟons, as described in Chapter 4.3 of
the current document. ParƟcipants will receive collaboraƟve re-entry training sessions, as well as
psychological support, to help them improve their skills, moƟvaƟon, beliefs, and aƫtudes towards 
starƟng a new profession or moving upward/sideward. Aside from learning new skills and expanding
on exisƟng knowledge, psychological support is essenƟal. Several women menƟoned during the
interviews that their fear of losing their financial independence, as well as their incapacity to aƩain 
reƟrement age and benefits, will likely lead them to endure toxic working situaƟons and/or not strive 
for advancement. On the other hand, older persons who lose their employment reported to be more
likely to remain unemployed for longer periods and are prone to take up less secure posiƟons, such 
as contract-based or entrepreneurial labour.

According to the interviewees, corporaƟons, training insƟtutes, and job services need to make a 
variety of modificaƟons. When it comes to offering/looking for job, public employment agencies are
considered less producƟve than private offices. Training/qualificaƟon insƟtutes typically offer 
specified training programmes, which are supported by EU-funded measures (by Structural funds)
but may not necessarily match the needs of job seekers, who must look for ways to increase their
qualificaƟons on an individual basis. Many unemployed educated and experienced women aged 55+
are interested in shiŌing careers, as well as workers who have reached the reƟrement requirements
have expressed a desire for meaningful and impacƞul work aŌer reƟrement. It is necessary to
increase awareness among potenƟal employers to broaden their pool of candidates for hire and 
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benefit from mature workers' availability, skills, and experience. Public campaigns against ageism and
gender stereotypes, as well as an age-inclusive workforce, consultaƟons with employers to improve 
and implement inclusive employment pracƟces, early intervenƟon, and addressing skills gaps for 
women at risk of losing their jobs, are among the acƟviƟes planned by the LL in Sofia to address all
the barriers raised during the interviews.

Several available intervenƟons are idenƟfied and listed in Chapter 3 of the current publicaƟon, such 
as ‘Encouraging employers to hire unemployed people over 55 years of age’, ‘NaƟonal ReƟrement 
Assistance Programme’, etc. The list will be expanded as addiƟonal intervenƟons are idenƟfied. 
Currently, an intervenƟon package is being under development. The intervenƟon package is intended
to meet the demands of the Sofia region, as well as the project's key stakeholders.

The Living Lab's major goal is to aƩract job seekers from the target group of women aged 55+. This 
will be accomplished by offering a joint re-training programme together with psychological support to
job seekers. The training is intended to increase their drive and self-efficacy, while also providing
them with the opportunity to learn new skills. Employers will be offered consultaƟons to help them 
develop and implement inclusive employment pracƟces. These consultaƟons will assist businesses in 
understanding the needs of the target group, allowing them to adapt to their needs and provide
more inclusive workplace seƫngs. A public campaign against ageism and stereotypes will be planned
so that other stakeholders change their percepƟons of women 55+ and see them as valuable
members of society not only at home but also in the workplace, as they have a lot of knowledge and
experƟse that could be extremely useful to prospecƟve employers.    

The Living Lab's second goal is to encourage upward and/or sideward mobility of employees.
Employers will be given tools for performing a skills audit, assessing job saƟsfacƟon among present 
employees, and forecasƟng needs and idenƟfying persons at risk. An early intervenƟon package 
addressing skill gaps for women at risk of losing their jobs will addiƟonally be developed to help keep 
them in the workforce. It will also assist them in further developing their talents to advance to a
higher level within the same organisaƟon. Finally, a public campaign to promote an age-inclusive
workforce will be organised to combat discriminaƟon and stereotyping of women 55+ and to urge all 
stakeholders to look inside their structures before hiring new staff.

Sofia Living Lab will work simultaneously to meet the two goals outlined by implemenƟng the 
ENGINE approach and its gearing wheels (see Figure 4.1 and Appendix). The first geared wheel will be
used to idenƟfy parƟcipants (women over 55 in need of re/training and stakeholders willing to
collaborate with them). The next one is to provide appropriate re/training and psychological support,
and the third wheel is about matching job seekers/employees with relevant opportuniƟes. The fourth
wheel aims to raise awareness and promote an age-inclusive workforce.



Figure 4.1 DescripƟon of the gearing wheels in the Living Lab Sofia.

At this conceptual stage of the project, all ideas for the Living Lab are based on the interviews 
completed in task 1.3, as well as desk research, and they might change later, and new ideas might be 
added as well. It is difficult to predict how the ENGINE will work and evolve in pracƟce because the 
actual work with the target group and stakeholders has not yet begun. A more complete descripƟon 
of the implementaƟon plan will be provided in the next working package WP2.  
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5 Living lab Finland

5.1 Labour market in the city of Kokkola

The middle-sized and bilingual Finnish city of Kokkola is located on the west coast of Finland. Kokkola
has ~48.200 inhabitants of which 84% speak Finnish and 12% Swedish as their mother tongue. The
populaƟon of this city is predicted to decrease by 1.7% and the number of working age populaƟon by 
3.1% by 2040. This is mainly due to ageing i.e., increase in people over the age of 65. In 2022, 18% of
inhabitants were under 15 years old, 59% were aged 15−64 and 23% were over 64 years old. The
educaƟonal level of inhabitants is polarized: 21% of them has a higher educaƟon, whereas secondary 
educaƟon is lacking from 25% of inhabitants (Kokkola municipal informaƟon card).

According to the municipality of Kokkola’s informaƟon website, Kokkola has the largest concentraƟon 
of inorganic chemistry in the Nordic countries and plenty of companies producing metal, food and
wood products, boats, as well as industrial services. In November 2023, 3127 companies had their
operaƟons in Kokkola. The largest sector was retail. Most of the companies (83%) were micro-
organizaƟons having less than six employees. The biggest employers in the region are the
municipality of Kokkola (~2.300 employees) and Wellbeing services county of Central Ostrobothnia
(SOITE) (~4.000 employees). In November2023, there were 383 vacancies open in Kokkola. The
number of vacant jobs had declined by 8% in one year. The vacancies were most oŌen open in health 
and social care sector, food industry, catering business, and inorganic chemistry. Regarding inorganic
chemistry, there is a new large-scale e-fuel factory planned to be established for the Port of Kokkola
in 2027−28. This investment will potenƟally bring 3.000 new jobs. 

Based on the employment staƟsƟcs of Kokkola from November 2023, the labour force of Kokkola was
21.832 persons, in total. The unemployment rate was 8.4% which is 1.6% less than in Finland in
general. The unemployment rate however rose 8% (n=139 persons) within the last year. The total
amount of unemployed was 1.825. Most of them were men (61%) and over the age of 50 (33%).
Youth unemployment is also relaƟvely common in Kokkola: 19% unemployed were under 25 years
old. This is 8.7% higher than in Finland in general. 22% of unemployed had only primary school
educaƟon. Almost every tenth of unemployed were laid off temporarily (8.2%). The long-term
unemployment rate, i.e., the rate of those being unemployed at least 12 months was 35.6% (n=649
persons) of which 41% (n=267 persons) were unemployed due to disabiliƟes or long-term illnesses.
2.1% of the populaƟon in Kokkola were receiving basic social assistance i.e., last-resort financial
assistance or help with daily expenses.

Like all regions in Finland, the state organises TE-services in the region of Kokkola. These services aim
to ensure the availability of skilled labour force and to improve the employment opportuniƟes and 
employability of job seekers. The TE-services also help new entrepreneurs and facilitate the success
of companies. The TE-services are mainly responsible for job seekers who receive earnings-related
unemployment allowance from an unemployment fund. The duraƟon of this allowance depends on
the person’s employment history. MunicipaliƟes, in turn, produce employment services in their
region for job seekers who meet at least one of the following criteria: a) receive basic (i.e., not
earnings-related) unemployment allowance or labour market subsidy from the Social Insurance
InsƟtuƟon (KELA), b) are under the age of 30, c) are unemployed immigrant, and d) are foreign-
language speaker. This allocaƟon of duƟes between the state and municipaliƟes has been in
executed in a local government pilot on employment, and Kokkola has been one of the 118 Finnish
municipaliƟes parƟcipaƟng in it. AŌer January 1st, 2025, the employment services of all job seekers
will be transferred to the municipaliƟes. This naƟonal reform, as well as the ongoing pilot phase,
aim to create a service structure that is expected to contribute to rapid employment of job seekers
and increase the availability, effecƟveness and diversity of employment and business services. The 



goal is to transfer the employment services closer to clients and increase the customer-orientaƟon of 
services by integraƟng employment, educaƟon, business, and social and health services more closely 
together. Moreover, instead of a strict service model, the municipaliƟes are allowed to develop the
services based on the needs of job seekers and employers in their region.

The municipal employment services closely collaborate with other regional stakeholders such as
companies, employers, training insƟtuƟons, rehabilitaƟon services, social and health care services,
third sectors organisaƟons and pension and insurance insƟtuƟons (see Figure 5.1). For instance, if
unemployed persons need to update their skills, this is done in a close regional cooperaƟon with 
employment services, training insƟtuƟons, third sector organisaƟons and employers depending on 
the individual needs. Accordingly, there is already a coaliƟon in the Kokkola region that aims to
support inflow and mobility of vulnerable people in the labour market. However, the collaboraƟon of
it could be more fluent, as it is described later in this chapter.

Figure 5.1 Work ability support in Finland for unemployed persons (Work ability support training,
Finnish InsƟtute of OccupaƟonal Health, 2022).

5.2 Target groups

Job seekers
The first target group (TG1) of the Finnish LL is the long-term unemployed job seekers. Based on the
employment staƟsƟcs of Kokkola, there were 649 long-term unemployed in Kokkola in November
2023. This group is very heterogenous and includes several sub-groups. First, it includes job seekers
(n=69) close to labour market threshold who do not have major health problems, have been
unemployed for 300−400 days and receive 50% labour market subsidy. They have dropped out of
financially higher-level subsidies such as daily allowance earnings or unemployment allowance. The
second subgroup is individuals who are employed but currently on long-term sick leave. The third
group consists of unemployed who are studying independently and voluntarily (n=199). The fourth
group are unemployed who are parƟcipaƟng in workforce training (n=216) organised by the TE-
services. The smallest group includes individuals who are working as subsƟtutes for those on job 
alteraƟon leave (n=37). All these groups consist of job seekers who can be seen to have great 
potenƟal and moƟvaƟon to gain employment. In addiƟon, TG1 includes individuals who are 
persistently unemployed due to disabiliƟes or long-term illnesses (n=283). This is a more vulnerable
group which usually has individually tailored long-term treatment relaƟonships and plans with 
healthcare, rehabilitaƟon services and/or social care. According to the esƟmaƟons given by the
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employment services of municipal Kokkola, about 6% (n= 17) of these long-term unemployed could
potenƟally gain employment with the help of various support measures.   

Employees seeking mobility
The second target group (TG2) of the Finnish LL is the employees working in subsidized jobs via
municipal employment services (~30−40 persons per year) or be employed by other municipal
services (~5−15 persons per year). These people work mainly in technical, property maintenance,
cleaning, and catering sectors. During the employment, a job coach of municipal employment
services meets them 1−2 Ɵmes at workplaces. About 40−50% of employees find a more sustainable
employment during or aŌer the subsidized period of employment. The rest 50% would need more
support (e.g., support for training, support at workplaces by job coaches and supervisors) so that
there could be mobility to beƩer and more sustainable employment. 

The third target group (TG3) could be young employees (under 29 years old) who have received
their first employment aŌer educaƟon, but whose labour market posiƟon is sƟll vulnerable. They are
newcomers in work life and do not necessarily have a clear view of how they could progress
occupaƟonally. Based on the previous research findings, they usually have fixed-term employment
contracts, atypical working hours, lack of experience to tackle the possible challenges and setbacks in
work life, and perhaps unrealisƟc expectaƟons for work and work life which may cause
disappointments (e.g., Grant et al., 2021; Hanvold et al., 2016; Zhou & Zheng, 2022). According to
the municipal employment services of Kokkola, these young employees are in higher risk to quit the
job while facing the first difficulƟes at work. In addiƟon, it was emphasized that employers might
have less Ɵme, resources, and knowledge regarding familiarizaƟon of work for young, less 
experienced employees. Based on the examinaƟon carried out by the municipal employment
services of Kokkola, these young employees work more oŌen in transport, construcƟon, and
restaurant industries. The main reasons for quiƫng the job were physical and mental health 
challenges, employees’ unmet expectaƟons, poor work climate and long journeys to work.

The fourth potenƟal target group (TG4) could be the on-the-job learners i.e., those, oŌen low 
educated employees who work without pay subsidies and want to progress occupaƟonally. They may 
be employed either in public or private organizaƟons which do not offer them possibiliƟes to develop
their skills or the employees themselves do not recognize their possibiliƟes to develop. The
characterisƟcs of these employees parƟcularly in Kokkola region is lacking as there is no staƟsƟcs 
regarding these target group and they were difficult to reach for interviews. In addiƟon, it has been
difficult to find employers who would be moƟvated to develop their employees as a part of this
research project. That is mainly because most of the employers in the region are small, and the
bigger employers already have their own pracƟces. The search of potenƟal employers (or sectors)
how could parƟcipate in the project by developing their current workers and employing job seekers
will conƟnue in WP2.

5.3 Barriers, drivers and soluƟons

Barriers
In the stakeholder interviews various barriers prevenƟng long-term unemployed persons to find
employment in the Kokkola region were idenƟfied (see Table 5.1). At the individual level, the most
important obstacles are related to prolonged unemployment, low professional skills, and impaired
health. Young people and immigrants were especially menƟoned to have difficulƟes in geƫng their 
first job. The informants menƟoned that the persons whose unemployment have prolonged are not 
necessarily any more aware of the demands of labour market and many of them have lost their self-
efficacy and moƟvaƟon to gain employment. 



The interviewed employers felt that they were leŌ without sufficient informaƟon and support when 
considering employment of long-term unemployed persons. As there are a lot small and medium-
sized enterprises in the region, the employers saw that the employment subsidies and services
should be beƩer allocated to them. The bigger companies have already well-established pracƟces 
regarding employment as well as skill and competence development of their workers. It was
emphasized that there are probably a lot of (hidden) jobs in small companies, but the unemployed
persons and jobs do not necessarily meet. In addiƟon, it was menƟoned that there are not enough
jobs for those whose skills are outdated. The paradox is that there is a labour shortage in some
sectors, but it cannot be met because there is not enough skilled labour. On the other hand, some
sectors have a significant labour shortage, but not possibiliƟes for salary payments. In addiƟon, some 
employers were suspicious what comes to the employment on long-term unemployed or older
workers. The employers were afraid of costs of sickness absences. In addiƟon, they emphasized that 
they do not have enough resources (mainly Ɵme) to introduce the employee to the work and/or to 
support the skills of those who have been unemployed a long Ɵme. Instead, they expected the
employees to be producƟve rather soon aŌer the recruitment. Some interviewees however
menƟoned that the subsidized employment “verifies” that the employees are ready for working life
and this message should be brought to workplaces more acƟvely. 

At the employment service level, one challenge is the passivity which increases if the services must
be waited too long. That is, for example, if job seekers need services from several sectors (e.g.,
healthcare, social care, employment services), some services can be “on hold” while waiƟng for the
other services. It was seen that career planning should be part of the services also for those long-
term unemployed who have challenges with skills and/or health. Accordingly, it was not seen
effecƟve to forget the employment while solving the other problems. A clear challenge was also
related to the subsidized work model which leads too oŌen back to unemployment than re-
employment. In Kokkola, a clear service gap was recognized in the employment services in the third
sector (e.g., associaƟons and non-profit organizaƟons producing purchased services (e.g., income
assisted jobs, apprenƟceships, and rehabilitaƟve work) for unemployed. That is because a major
service provider, the ‘Kokkotyö’ foundaƟon was disbanded a few years ago. The foundaƟon offered 
work acƟviƟes and services for 600 long-term unemployed persons yearly. The informants felt that it
would be good to revive acƟviƟes and collaboraƟon as the foundaƟon did provide.

The employment services should be smoothly implemented and coordinated. According to the
interviewees, there is someƟmes fricƟon in services and cooperaƟon between professionals and the 
regional coaliƟon. For example, service providers (e.g., healthcare) may not know what services are
provided by other service providers (e.g., TE-service) and where clients could be guided. The
employment services also use outsourced services, such as job coaching and rehabilitaƟon, which 
are not always linked to other services. It might also happen that cooperaƟon between 
mulƟdisciplinary networks of professionals may become even more difficult and create obstacles in
the coming years due to the reform of the employment services, in which all employment services
will be transferred from the state to the municipaliƟes (see chapter 5.1). At the employment service
system level, effecƟve support for employees was also perceived as problemaƟc. Several reasons for 
this were emphasized: too many clients per professional; too many bureaucraƟc obligaƟons which 
diminish the Ɵme available for client interacƟon; unemployed persons’ need for rehabilitaƟon and 
healthcare services are not recognized good enough; the naƟonal reform of TE-services has taken too
much Ɵme which is taken away from services for clients.

Altogether, the barriers emphasized in Kokkola by the interviewed stakeholders corresponded to
those recognized at the naƟonal level in Finland (see table 5.1. and State-of-the-art report,
submiƩed).
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Table 5.1 The main barriers for long-term unemployed to get employment in the Kokkola region.
The main barriers for long-term unemployed to get employment Could be

addressed by
the project

1 Impaired health and work ability No

2 Lack of educaƟon and/or low professional skills Yes

3 Lack of work experience and/or fragmented work history Yes
4 Lack of Finnish language skill No

5 Lack of moƟvaƟon and self-efficacy to gain employment Yes

6 Lack of awareness of the requirements of working life Yes
7 Limited availability of jobs in the region, in lower-producƟvity jobs, in jobs without

requirements of professional skills and fluent Finnish language skill
No

8 Unemployed persons and jobs do not match Yes

9 Insufficient informaƟon, knowledge and/or prejudices about the long-term
unemployed by employers

Yes

10 Insufficient support for employers when employing long-term unemployed Yes
11 Limited Ɵme and resources of employers for guidance and introducƟon of work Yes

12 Job coaching support do not extend to workplaces Yes

13 Career planning services are not always combined with the services offered for long-
term unemployed who have challenges with health and/or skills

Yes

14 There is fricƟon in the services, cooperaƟon between employment service providers 
and regional coaliƟon

Yes

15 The local coaliƟon has suffered from the disbandment of “Kokkotyö” foundaƟon Yes

The challenges regarding employees’ upward or sideward mobility were discussed in regional
interviews less (see Table 5.2). First, it was highlighted that perhaps the smaller the employers would
like to have more informaƟon of possibiliƟes and support about this topic. On the other hand, the
workplaces felt that the employees have the skills for the job they were hired for, and the bigger
workplaces have their own pracƟces for possible advancement and thus less moƟvated to parƟcipate 
in this project. Some respondents however thought that employers should be more prepared to
develop the skills and competencies of their current workers instead of searching for new employees
outside the organizaƟon as a desire to find “ready packages” who do not need to be educated
further. In addiƟon, employees’ low moƟvaƟon to develop their skills, previous bad experiences in 
basic educaƟon and learning difficulƟes were menƟoned as barriers. Moreover, employers’ fear, that 
employees whose skills are improved may leave the job, was recognized. A survey by the Finnish
Service Centre for ConƟnuous Learning and Employment's (SECLE) examined further educaƟon 
among Finnish workers in 2022. The representaƟve sample showed that 11% of employees felt that 
their employers have not enabled their parƟcipaƟon in training despite employees’ willingness to 
parƟcipate. However, almost half of the employees (47%) were saƟsfied with their possibiliƟes to 
learn at their current work and their supervisors’ support for learning. The employees with lower
educaƟon were the least saƟsfied with their possibiliƟes to learn and the support from their 
supervisors.



Table 5.2 The main barriers for employees’ sideward or upward mobility in the Kokkola region.
The main barriers for employees’ mobility Could be

addressed by
the project

1 Employees’ low moƟvaƟon to skill development Yes

2 Employees with previous bad experiences in basic educaƟon and learning difficulƟes 
are not moƟvated to develop their skills

Yes

3 Employers’ low moƟvaƟon to skill development of their employees Yes

4 Small and medium-sized employers do not have enough knowledge, resources, and
pracƟces for competence development of their employees

Yes

5 Small and medium-sized workplaces have limited opportuniƟes for career 
development

No

6 Employers have limited resources to let employees undertake educaƟon and training 
during workƟme 

No

7 Employers have limited opportuniƟes to organize training during working hours 
because the tasks must be occupied and there is too liƩle staff

No

8 Employees oŌen do not want to undertake educaƟon and training in their own Ɵme No

9 Fear among employers that employees will leave for another organisaƟon if their 
skills are improved

No

Drivers and implemented soluƟons
There are plenty of drivers in the Kokkola region (see table 5.3), which, by making them more
effecƟve, could lead to higher and more sustainable employment. 

Employment service professionals, for example, have good educaƟon, experience in mulƟdisciplinary 
cooperaƟon, and moƟvaƟon to help unemployed persons to gain employment. In addiƟon, regional
training insƟtuƟons have cooperated for a long Ɵme with local companies and employers. The 
vocaƟonal schools have, for example, a special working life unit that regularly assesses the labour
needs of companies and works together with the companies. The exisƟng apprenƟceship pracƟces 
were also seen as well-funcƟoning in this respect. 

Some of the exisƟng soluƟons were seen beneficial for employment and/or for the general life
situaƟon of the long-term unemployed persons. One is the personal job coaching services for job
seekers organised by the municipal employment services. The job coaches coordinate the services
and help the job seekers to find employment. This model has been developed in the Kokkola region
further. Accordingly, unemployed persons, who are working with pay subsidies, receive help in
planning a sustainable working career while working so that the employment does not end when the
subsidized period ends. This acƟvity is carried out together with the TE-service, municipality of
Kokkola and the vocaƟonal school offering guidance assistance (‘Ohjuri’ -model). In the interviews,
the model was found as well-funcƟoning, and according to an impact report (Normia-Ahlsten &
Riisalo-Mäntynen, 2023), those who parƟcipated in the process were placed more oŌen in vocaƟonal 
studies than those who were not involved in the model.

In the regional social and health care services, “work ability support team” has also been
implemented. It is a mulƟ-professional team that seeks soluƟons for job seekers in difficult life 
situaƟons or with health challenges. Currently, a naƟonwide Individual Placement and Support (IPS)
job training project for mental health rehabilitators is under way in the Kokkola region. It is
conducted by social and employment sectors, and it is based on the quality criteria of the IPS (see
Bond et al., 2023; Drake & Bond, 2023), but has an expanded target group (i.e., the long-term
unemployed, parƟally able to work, disabled). The results of this IPS model were brought up in the
interviews and in the evaluaƟon of the Work Ability Program (Saikku et al., 2022). The IPS model is
quite widely accepted in Finland and found to be effecƟve (Normia-Ahlsten & Riisalo-Mäntynen,
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2023). In addiƟon, the linear model of rehabilitaƟve work acƟviƟes has also been tried in the region. 
It combines work and rehabilitaƟve work acƟvity. The goal is that the employees move from the
rehabilitaƟve work acƟviƟes to subsidized jobs in small steps. 

What comes to skill development, it emerged that the vocaƟonal educaƟonal insƟtuƟon offers
professional skills mapping service, which helps to recognize the skills and tailor the training for the
students and job seekers. It was highlighted that vulnerable groups may need only one good
educaƟonal or training experience which helps them to realize that they can be successful as a
learner and can become excited and moƟvated about studying.

Table 5.3 Drivers helping to find employment and enhance mobility in the Kokkola region.
The main drivers helping employment of job seekers Could be

addressed by
the project

1 Labour shortage in some industries Perhaps
2 ExperƟse of employment service professionals Yes

3 Personal job coaching services for job seekers Yes

4 Long-term unemployed persons receive help in planning a sustainable working
career (i.e., OHJURI model)

Yes

5 The mulƟ-professional “work ability support team” supports job seekers in difficult
life situaƟons or with health challenges

Yes

6 The individual Placement and Support (IPS) model is familiar Yes
7 The vocaƟonal educaƟonal insƟtuƟon offers professional skills mapping for students

and job seekers
yes

8 The VocaƟonal educaƟonal insƟtuƟon has a working life unit that cooperates with
companies

Yes

9 ApprenƟceship pracƟces are well-funcƟoning Yes

5.4 Engine and mechanisms

In the iniƟal phase of the Kokkola LL, an emphasis is placed on the Kokkola municipal as an employer.
That is because municipal is the second biggest employer in the region with ~2.300 employees,
which makes it possible to pilot the ENGINE in a small scale in the beginning of WP2. The fact that
most companies (83%) in the region are micro-organizaƟons having less than six employees
complicates the implementaƟon of ENGINE i.e., the promoƟon of inflow and mobility in the same 
companies or employers. As the biggest employer in the region, SOITE, is going through a large-scale
organizaƟonal reform of Finnish healthcare system (Ministry of Social Affairs and Health, 2024), the
organizaƟon did not have resources to parƟcipate in this project in its early phase. Nevertheless, the
example of municipality of Kokkola hopefully encourages and moƟvates the other employers to
parƟcipate. Accordingly, as the project goes further, more employers will be tried to recruit to
parƟcipate.

What comes to the regional coaliƟon, various regional stakeholders (see Figure 5.1) will parƟcipate in
the implementaƟon of ENGINE and tackling the barriers of employment also when the municipality
of Kokkola is the employer. The content of coaliƟon and relevant stakeholders however depend on
the target group and the intervenƟon that will be applied. For example, if the goal is to increase the
mobility of employees working in subsidized jobs, collaboraƟon between job coaches of municipal
employment services, training insƟtuƟons (e.g., KPEDU, The FederaƟon of EducaƟon in Central 
Ostrobothnia), employers, supervisors, and third sector organisaƟons are needed.



The municipal of Kokkola employs 35−50 long-term unemployed people with pay subsidies early.
These people work mainly in technical, property maintenance, cleaning, and catering sectors. The
first gearing wheel of the ENGINE in the Kokkola LL (see Figure 5.2) relates to the mobility of the
employees working in pay subsidized jobs. The amount of pay subsidies as well as workplaces
providing pay subsidized jobs are limited. In addiƟon, about half of the pay subsidized employment
leads back to unemployment than re-employment. Thus, it is necessary that these employees, who
usually have challenges with employment but who have enhanced their employability in the
subsidized jobs, will be helped to find a more sustainable employment. If these employees manage
to take the next steps in their working careers, the resources will be freed up for those unemployed
people who are waiƟng for the possibility to take the first step. Moreover, the pay subsidies help to
develop the employees to the specific jobs and sectors suffering a labour shortage. The intervenƟon 
that will be needed offers job coaching support to employees at workplaces as well as their
supervisors and work communiƟes. The coaliƟon will be needed to include the training possibiliƟes 
in this model and to find the new job opportuniƟes at the current or other employers.

The second potenƟal gearing wheel consists of acƟons for young newly hired employees and their
employers. Young employees who have just been hired have been recognized to be at a higher risk of
quiƫng their jobs while facing the first difficulƟes and setbacks at work. Furthermore, it was also 
emphasized that the support for employers is needed, for example, for familiarizaƟon of work for 
young employees. If the start of the working career of young people can be supported successfully, it
is possible to prevent unemployment and the risks associated with it. Furthermore, there is also a
potenƟal chance to encourage and empower the employees and employers to skill development.
However, the concrete plans regarding this gearing wheel and intervenƟons associated with it have 
not yet been confirmed. Same goes also for the other potenƟal groups of employees seeking 
mobility and their employers.

The main reason for being unsuccessful in recruiƟng the employers who will be moƟvated to
promoƟng skills and mobility of their current workers, is the lack of big employers in the region. As
big companies already have well-funcƟoning pracƟces and HR professionals for skill development,
they do not have a high moƟvaƟon or need to parƟcipate in this project. The small companies, in
turn, do not have a great need to develop their workers as their possibiliƟes and resources to
promote mobility aŌer skill development are scarce. In future, the possibility to implement the
ENGINE (i.e., inflow and mobility) in a collecƟve of small companies (e.g., small companies in catering
business or mechanical engineering) should be considered. Accordingly, the idea could be to support
skill development of employees collecƟvely and find beƩer mobility across organisaƟons. This
possibility can be studied next. For skill development and mobility, there already exist some potenƟal 
evidence-based intervenƟons, e.g., for strengthening sustainable employment and career progress of
young employees (see Towards Successful Career intervenƟon, in table 3.2) and for developing the
occupaƟonal skills and mobility of employees in the mid-career phase (see Skilled and Renewable
Career intervenƟon, in table 3.2).

The third and fourth gearing wheels focus on inflow of job seekers, i.e., long-term unemployed who
could find employment either in open labour market or in subsidized jobs in the Kokkola municipal.
These gearing wheels do not necessarily connect to the gearing wheels of mobility of employees in
the same workplaces. However, they will help the employers to find employees and support the job
seekers to gain employment – the mechanism which is not self-evident. Furthermore, these gearing
wheels will be connected to each other as seen later in this chapter.

The target group descripƟon showed that there is a group of long-term unemployed who do not
have severe obstacles in their way of employment, but for some reason(s) they have not managed to
find job. One of the main reasons for this is that during their prolonged unemployment they have
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experienced many disappointments, and therefore many of them have lost their self-efficacy and
moƟvaƟon to gain employment. In addiƟon, employers consider the risks associated with hiring long-
term unemployed to be high and call for support to introduce the employee to the work. For many
long-term unemployed the threshold for working life has, in fact, become higher than it should be.
This group would probably benefit from a training which would improve their self-efficacy beliefs
regarding gaining employment and update their job searching skills. Therefore, Taite- coaching could
be offered for them (previous JOBS; Brenninkmeijer & Blonk, 2011; Malmberg-Heimonen et al. 2019;
Vinokur et al. 1995, 2000; Vuori et al. 2002).

Taite-coaching is the latest Finnish adaptaƟon of the JOBS© peer group method that effecƟvely 
strengthens the job seeking skills and mental well-being of the unemployed persons (see Appendix).
The aim of Taite-coaching is to strengthen employment in the open labour market and to reduce the
harmful effects of unemployment on self-confidence and self-efficacy. Each Taite-coaching group will
consist of 6-15 parƟcipants, who meet for five consecuƟve days, thus simulaƟng a working week. The
peer group learning process will be facilitated by Taite-instructors who represent different
stakeholders in the coaliƟon and will be trained by Finnish InsƟtute of OccupaƟonal Health.

For those long-term unemployed who have more severe challenges with re-employment due to
health problems, outdated educaƟon, and lack of sufficient skills, for example, the goal could be to 
enhance their capabiliƟes and give stronger personal support for employment by using the IPS
coaching (Normia-Ahlsten & Riisalo-Mäntynen, 2023). The IPS coaching (see Appendix) provides
support for both job seekers and employers. It has been implemented earlier in Finland and in
Kokkola successfully among those who are parƟally able to work or are disabled. In this project, the
target group could be widened to those long-term unemployed who have health problems or lack of
sufficient skills, but who could return to work aŌer receiving some support from the job coach at
work. That could, for example, be support for job modificaƟons and skill development while working.
The employers highlighted in the interviews that they should receive more informaƟon and support 
from employment services so that the threshold for hiring unemployed persons would be lower.

The Taite- and IPS-coaching will also support each other. Accordingly, most of the long-term
unemployed persons can first parƟcipate in Taite-coaching. If they do not find job aŌer this training, 
they can conƟnue to the IPS-coaching, which offers more individual support for finding the job. In
both trainings, job seekers’ strengths, goals and interests are in focus, thus the work which has been
done in Taite-training can be uƟlized in IPS and the movement towards work can thus be quicker. In
addiƟon, both Taite- and IPS-coaching will increase skills and competences of job coaches via
trainers’ training, which, in turn, support implementaƟon processes of the trainings.

The fiŌh gearing wheel of the ENGINE in the Kokkola LL relates to the employment services and the
stakeholders’ coaliƟon. At the employment service level, the need for beƩer cooperaƟon between 
employment services, employers, work communiƟes, training insƟtuƟons and mulƟdisciplinary work
has been recognized. The Synclusive project can help by providing a common plaƞorm for actors in 
the region to clarify cooperaƟon and joint processes which was previously done by the disbanded 
“Kokkotyö” foundaƟon. In addiƟon, the intervenƟons that will be implemented build and enhance
the cooperaƟon between different stakeholders. With the help of beƩer regional cooperaƟon 
formed during the project, it is possible to increase the ecosystem's resilience to confront the
upcoming major changes in the service system (i.e., the transfer of TE-services from state to
municipaliƟes, see chapter 5.1).



Figure 5.2 DescripƟon of the gearing wheels in the Living Lab Kokkola. 
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6 Living lab the Netherlands

6.1 Labour market in the Amersfoort region

Amersfoort is a mid-sized city and municipality in the heart of the Netherlands. Amersfoort plays a
pivotal role in the regional landscape, hosƟng a rapidly expanding business community. In the 
Netherlands, there are 35 labour market regions, of which the Amersfoort region is one. Amersfoort
is the biggest city in the region, but some other towns also belong to this region. Apart from
Amersfoort itself, this labour market region consists of the ciƟes of Baarn, Bunschoten, Leusden, 
Nijkerk, Soest and Woudenberg. In 2023, there were 181,300 jobs (either part-Ɵme or full-Ɵme) in 
the Amersfoort region, which has been steadily increasing from 155,000 in 2015 but is expected to
stabilise in 2024 (Regio in Focus 2023, UWV). There are about 6,000 registered job seekers in the
Amersfoort region. The unemployment rate was 3.3% in 2023. It's higher for women (3.8%) than for
men (2.8%), and highest for youth aged between 15-24 years (7.8%) and those with a low level of
educaƟon (8.4%) (StaƟsƟcs Netherlands, 2023). Compared to the naƟonal average in the
Netherlands, the unemployment rate in the Amersfoort region is slightly lower, the disparity in
unemployment between men and women is somewhat more pronounced, and the unemployment
rate among those with lower levels of educaƟon is higher.

In the Amersfoort region, the healthcare and retail sectors provide the largest employment, followed
by employment agencies, labour mediaƟon, and industry (StaƟsƟcs Netherlands, 2023). This
indicates that the Amersfoort region is marked by an overrepresentaƟon of sectors such as ICT,
construcƟon, and service industries, while sectors like transportaƟon, storage, and public services 
are less prominent (Regio in Focus, 2023; see also table 6.1).

In 2023, there were almost 10,000 job vacancies in Amersfoort region. Most vacancies were in
Business Economics and AdministraƟve professions (2150), Technical professions (1850), Commercial 
professions (1150), and Healthcare and Welfare professions (1050) (StaƟsƟcs Netherlands, 2023). In
regard to the sectors of focus in the acƟon plan of Amersfoort, there were 150 vacancies for 
Childcare workers ( StaƟsƟcs Netherlands, 2023).

In the labour market, especially within public services such as healthcare, childcare, and educaƟon, 
there is a growing Ɵghtness characterised by a shortage of personnel with the necessary skills. 
Concurrently, there exists a disparity in employment outcomes, with relaƟvely high unemployment
rates among individuals who have completed lower-level vocaƟonal educaƟon (VMBO), women and 
youth (15-24 years) (see table 6.1).

Amersfoort is designated as one of the 35 key 'labour market regions,' wherein the municipal
authoriƟes collaborate with the Employee Insurance Agency (UWV) and offer comprehensive
services tailored to both the unemployed and employers. This joint effort towards employers is
channelled through the Employer Service Center, a vital resource facilitaƟng job placement and
support.

https://www.werk.nl/arbeidsmarktinformatie/dashboards


Table 6.1 characterisƟcs of the Amersfoort labour market region in 2023.
Region Amersfoort Netherlands (total)

Number of jobs 181,300 9.032,000

Number of vacancies 9,750 416,850

Unemployment rate 3.3% 3,5%
   Men 2.8% 3.3%

   Women 3.8% 3.8%

   Youth (15-24 years) 7.8% 7.6%
   Low educated 8.4% 5.7%

Number of jobs per sector
   Health care 30,300 1,492,100

   Retail 21,300 940,200

   Employment agencies & labour
mediaƟon

14,300 776,400

Industry 14,900 852,400

   Specialised business services 15,200 654,900

   Wholesale 11,600 529,300
EducaƟon 11,100 597,400

InformaƟon & communicaƟon 10,300 327,700

ConstrucƟon 8,200 352,700
Public administraƟon 8,100 570,800

   Other services 8,300 339,400

   Hospitality industry 8,800 465,800
Other business services 7,200 381,900

   Financial services 5,300 222,100

TransportaƟon and storage 5,400 408,200
Agriculture and fisheries 900 120,600

Stakeholders promoƟng labour market parƟcipaƟon
In the Netherlands, the legal framework governing reintegration, the interaction between employers
and job seeker services, and training is established by the Participation Act and the SUWI Act (Work
and Income Implementation Organization Structure Act; Rijksoverheid, 2020). These two laws
stipulate that municipalities and UWV (the Social Security Administration, acting both at the national
and the regional level) jointly carry out tasks for employers and job seekers within the labour market
regions. Thus, both the municipaliƟes and UWV together are responsible for both employer services
and job seeker services. The municipaliƟes and UWV most oŌen have access to the same support 
tools and subsidies for employers. However, they sƟll differ to some extent in the way they deploy it 
and the criteria they use. With the increasing collaboraƟon, these differences are expected to further 
diminish.

The job seeker service has the task of supporƟng job seekers in removing obstacles and to support
them in finding work. For example, job seekers dealing with personal issues like addicƟon or 
problemaƟc debts, which render them 'unfit for work', receive support in addressing these specific 
non-work-related problems. To this end, the job seeker service works with mental health care and
debt counselling services. Job seekers who lack relevant experience or educaƟon that hinders their 
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parƟcipaƟon in the labour market are supported with training, courses, educaƟon and/or work
experience placements. This requires close cooperaƟon with regional training insƟtuƟons. The 
employer services support employers in filling vacancies by supplying suitable job seekers for those
vacancies in collaboraƟon with the job seeker services. If a vacancy is not automaƟcally ideal for a 
job seeker, the employer services support employers in filling the posiƟon. If necessary, tools and 
faciliƟes as described above are used for the labour integraƟon of job seekers. Within the 
municipality, the Learning Work Desk serves as the intermediary between educaƟon, job seekers,
and employers. It offers advice to these stakeholders to improve the alignment of educaƟon with the 
labour market.

6.2 Target groups

General target groups
The main vulnerable groups in the labour market in the Netherlands in general and in Amersfoort in
parƟcular are people with a non-western ethnic background, young people (25 years), older people
(>55 years), those with a low educaƟonal level and those with a disability (Dutch Social Planning
Agency, 2018). They more oŌen work in flexible contracts, more oŌen lose their jobs, and have more 
difficulty finding a job. The people with a minority background were, according to stakeholders’
interviewees, the most vulnerable when they were migrant with a non-western background and/or
refugee. Regarding those with a low educaƟonal level, those without a basic qualificaƟon or recent 
work experience (oŌen young people and mothers) are also parƟcularly vulnerable. The interviewees
from the employer and the job seeker services also menƟoned that people with mulƟple problems 
or mulƟple characterisƟcs of vulnerability are the most vulnerable and experience the most 
difficulƟes in finding sustainable work. They oŌen have a combinaƟon of psychological and physical 
complaints and issues with, for example, housing, debts, and addicƟon.

We may focus on all these vulnerable groups during the project in the Amersfoort LL. However, we
will start with a focus on the employers who agree to parƟcipate in the Amersfoort LL. By beginning 
with the employers, we gain an understanding of the specific types of jobs involved. This allows us to
facilitate their employees' talent and skills development, thereby supporƟng both upward and 
sideward mobility within these organisaƟons. Simultaneously, we can assist vulnerable job seekers in
finding employment in these organisaƟons. This approach enables us to examine the hypothesised 
link between current employees' sideward and upward mobility and the integraƟon of vulnerable 
unemployed individuals and follows the basic assumpƟons of the ENGINE.

Specific target groups in childcare
This report disƟnguishes between the general target group and more specific target groups. Our 
specific target groups are vulnerable job seekers and employees in the childcare sector. However,
throughout the project, our aim is to include employers from other relevant stakeholders in our
regional Amersfoort LL. Currently we are contacƟng employers from the educaƟon, construcƟon, and
retail sectors.

Thus far, a large childcare organisaƟon (450 employees, 52 locaƟons) has indicated willingness to 
parƟcipate in the coaliƟon of the Amersfoort LL. This means that the first target group of vulnerable 
job seekers in our LL will be trained for posiƟons in childcare. OrganisaƟons in these sectors
experience large labour shortages and see opportuniƟes to include vulnerable job seekers. As 
indicated, the second target group of employees who will be facilitated for upward/sideward
mobility will also come from these organisaƟons. 

In childcare, female migrants from non-western backgrounds and young unemployed people are
encouraged to seek employment because they possess an affinity for the work but lack the



opportunity to pursue the necessary training. At the same Ɵme, childcare workers with low or
intermediate educaƟon (i.e., Secondary VocaƟonal EducaƟon) are moƟvated to engage in 
professional development and may explore new job opportuniƟes.

6.3 Barriers, drivers and soluƟons 

Barriers
The main barriers for vulnerable job seekers to get employment and employees to progress upward
or sideward are menƟoned in Tables 6.2 and 6.3, respecƟvely. They were derived from interviews
with regional stakeholders and employers. These barriers and drivers are specific for the childcare
sector, but many of them also apply to other sectors.

Table 6.2 The main barriers for vulnerable job seekers to get employment.
The main barriers for vulnerable job seekers to get employment Could be

addressed by
the project

1 Laws do not always offer (equal) scope for customisaƟon when tackling the 
problems. In parƟcular, barriers for job seekers with mulƟple problems

No

2 Legal requirements for specific educaƟon and registraƟons Maybe

3 CapaciƟes of job seekers related to health, educaƟon, and work experience Yes

4 MulƟple problems of job seekers outside work, including financial problems Maybe
5 Difficulty with the Dutch language of job seekers Yes

6 Limited Ɵme and resources of employer for guidance Yes

7 Bureaucracy associated with the arrangements that make the inflow of job seekers
financially feasible

Yes

8 Insufficient knowledge or prejudices about the target group by employers Yes
9 Limited faciliƟes for childcare (parƟcularly important for female job seekers) No

10 Graduates/qualified individuals are not always suitable for the posiƟon if they 
cannot fully 'get along' with the organisaƟonal culture of independence, autonomy 
and creaƟvity

Yes

11 The unsuitability of qualified individuals is partly due to the lack of focus on soŌ 
skills in educaƟon. This is a problem if the vulnerable are not willing to develop 
themselves in soŌ skills.

No

12 The legal rule requiring consistent personnel presence in the group makes it hard
or impossible to have small part-Ɵme contracts (i.e. contracts with few hours),
which is someƟmes necessary for vulnerable job seekers.

Yes

13 Employers can provide childcare workers with structure (fixed days and Ɵmes) but 
limited flexibility, as they need to be replaced on a one-to-one basis

No

14 Employees are Ɵred of training and mentoring new employees, viewing these as 
addiƟonal tasks rather than new employees offering extra help.

Yes

15 Team spirit differs across teams, especially with new colleagues from diverse
backgrounds, and tends to diminish as colleagues depart from the organisaƟon

Yes

16 Limited faciliƟes and budget for childcare Yes
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Table 6.3 the main barriers for upward or sideward mobility.
The main barriers for upward or sideward mobility Could be

addressed by
the project

1 CapaciƟes of job seekers related to health, educaƟon, and work experience Yes

2 Limited Ɵme and resources of the employer Yes

3 Employees oŌen do not want to undertake educaƟon and training in their own 
Ɵme

Yes

4 Employers have limited opƟons to let employees undertake educaƟon and training 
during workƟme due to a lack of staff

Yes

5 Managers are oŌen not aware of the willingness of employees to undertake 
educaƟon

Yes

6 Managers pay liƩle aƩenƟon to career opportuniƟes Yes

7 Career opportuniƟes are very limited for childcare employees. Yes

8 Fear among employers that employees will leave for another organisaƟon or 
sector, such as primary educaƟon. The reasons for this include a Ɵght labour 
market, a collecƟve labour agreement rule that you move up a step in your income
when changing employers, and more financial resources in primary educaƟon.

Yes

9 Employees make limited use of internal training opportuniƟes, likely partly 
because this must be done in addiƟon to regular duƟes.

Yes

10 Employers in childcare have limited opportuniƟes to organise team acƟviƟes or 
training during working hours, as the childcare groups must always be staffed, and
there is a shortage of personnel.

No

11 Employers struggle to find the right funding for soluƟons to obstacles that are 
costly

Yes

12 Employees oŌen leave if other colleagues also leave because of diminishing team
cohesion and a poor sense of belonging

Yes

Drivers
The main driver for vulnerable job seekers to get employment is the labour force shortage, making
employers eager to find new employees. At the same Ɵme, this is also a driver for employers to 
invest in the personal development of their employees to prevent them from moving to another
employer. At the employment service level, the driver is that these professionals have knowledge,
experience in mulƟdisciplinary cooperaƟon, and moƟvaƟon to help unemployed people to gain 
employment. They also have the right means to support employees (e.g. help with applying for jobs,
offering training) and employers (e.g. with subsidies or services like job coaching). At the individual
level, a driver is that many job seekers, parƟcularly those in childcare, are intrinsically moƟvated to 
find a job.

What kind of changes are needed?
Inflow of job seekers
Changes are needed at different levels to sƟmulate the inflow of vulnerable workers. At the level of 
services, more sustainable support for job seekers is oŌen needed using, for example job coaching at
the workplace. More sustainable support from the Employer Service Center is also desired for
employers. Greater clarity regarding financial assistance for hiring vulnerable individuals and
covering a porƟon of the training costs, along with reduced bureaucracy, are also beneficial changes.
At the educaƟonal system's level, educaƟon needs to be adapted and tailored towards step-by-step
modular programs that beƩer fit the abiliƟes of vulnerable job seekers and the limited Ɵme available 
of employees who want to obtain addiƟonal qualificaƟons, new responsibiliƟes, or challenges.
At the employer level, they must allocate more capacity to support vulnerable new employees and
tailor the job to suit their abiliƟes and preferences. It will be beneficial to recruit job seekers in new



and more personalized manners, including engaging with them in their own environments and
organizing shadowing days. Offering job guarantees can also lead to more successful placements.
At the individual level, job seekers need training in skills, new diplomas/cerƟficates, and improved 
self-efficacy to handle the new job.

Upward / sideward mobility of employees
Changes are also needed at different levels to sƟmulate employees' upward or sideward mobility. At 
the services level, advice and subsidies are needed to sƟmulate learning and skill development by 
employees who already have a job but are sƟll very vulnerable, for example, because they are poorly 
educated.

At the educaƟonal level, we need similar adaptaƟon of educaƟon and training to become more
tailor-made and converted to step-by-step modular programs.
At the employer level, more aƩenƟon and acƟon are needed to sƟmulate learning and skills 
development, to keep their work interesƟng and challenging and to progress the career of their
employees when they want to. At the individual level, employees must be made more aware of
possibiliƟes, be moƟvated and learn new skills. 

We need many changes to sƟmulate the inflow of vulnerable job seekers and the upward or
sideward mobility of employees. Although many acƟons, instruments and intervenƟons take place in 
the region, they are not addressed collecƟvely nor offered in an integrated way. In pracƟce, the 
connecƟon between inflow and upward or sideward mobility is not made at all. Although regional
stakeholders embrace this idea, it is quesƟonable whether this link between inward and 
upward/sideward mobility will ‘work’ in the current labour market. The Dutch labour market is
incredibly Ɵght, with historically low unemployment rates and many vacancies. Consequently, ample
job openings are available for vulnerable job seekers. However, the focus on acƟvely promoƟng 
upward mobility is not merely to create room for vulnerable job seekers but also to explore how it is
beneficial for the organisaƟon by aligning it with the organisaƟon’s human capital strategy. In
childcare organisaƟons there are not many opportuniƟes for career progression and employers are
afraid to lose their personnel. Here, the focus shiŌs towards retenƟon, which can be parƟally
addressed invesƟng differently in human capital. To opƟmally uƟlise current opportuniƟes and 
integrate intervenƟons to tackle barriers for retenƟon and upward/sideward mobility and make
connecƟons between current iniƟaƟves, beƩer regional collaboraƟon amongst employers of the 
same sector as well as other sectors is needed. For example, ‘combinaƟon jobs’ is considered `to be
an interesƟng soluƟon for addressing some of the barriers by the present partners in the regional
coaliƟon.  

SoluƟons that have been applied
At the municipality and employer service centre, many soluƟons are being applied to sƟmulate the 
inflow of vulnerable groups and, to a smaller extent, the career development of employees. These
soluƟons are mainly directed at the job seekers. Examples are job coaching (Guidance in the 
workplace to retain employment), Job ApplicaƟon Support, Work Fitness Training (Labor AcƟvaƟon, 
OrientaƟon, and Capacity Building), Support from a job buddy during job applicaƟon acƟviƟes, 
training programs including cleaning and ForkliŌ-reach truck, acƟvaƟon tools including 
empowerment and developing general employee skills and Language classes. The municipality and
the employer service centre also match the job seeker (the potenƟal employee) and the employer. 
Finally, employers are mainly being assisted by subsidies and can get support in applying for these
subsidies.

The Learning Work Desk within the municipality is a collaboraƟon between UWV, the municipality
and educaƟon. They give individual educaƟonal advice to job seekers and employees and help in all
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kinds of trajectories related to learning together with individuals, employers, and educaƟon. They 
also discuss the training needs with employers and help in the search for the right funding and
subsidies.

Specific soluƟons that have been applied in childcare
The childcare sector iniƟated a pilot program to facilitate employee entry. This resulted in a focus on 
migrant women. This group appeared to be highly and intrinsically moƟvated to go to work in this 
sector. This pilot involved providing these individuals with a customised and expedited training
regimen specifically designed for a career in childcare. AŌer an intake and a language course, the
parƟcipants learned on the job during a series of structured internships. The iniƟal phase of this 
iniƟaƟve has recently concluded for 15 of the 17 migrant women selected aŌer the intake process, all 
of whom succeeded in the language training. Soon, a modular version of the training will be
developed and integrated into the Amersfoort LL. Furthermore, new classes may commence within
the LL, potenƟally encompassing other vulnerable groups as well.

OpportuniƟes for development, retenƟon and career progression are now organised by offering the
opportunity to switch locaƟons, switch between groups of children in different age categories, and 
perform ancillary tasks, such as vitality/first aid. Employers also offer opportuniƟes for training, for 
example, in internal academies. There are a lot of opportuniƟes, but employees make limited use of 
it, possibly because this takes place in addiƟon to work acƟviƟes.

6.4 Engine and mechanisms

The changes that are aimed for in the Living Lab
In this iniƟal phase of the Amersfoort LL, we focus on the childcare sector. However, we aim to also
include organisaƟons from other sectors. For now, we describe the ENGINE approach only for the 
childcare sector. Our mulƟfaceted objecƟves include expanding avenues for upward and sideward
career mobility as well as retenƟon of employees and the inflow of vulnerable job seekers. Below, we 
describe the gearing wheels for the childcare sector in specific. The gearing wheels may be
comparable for other employers or sectors, but that will be further explored in the coming year. In
addiƟon, the strategy described below consists of preliminary plans from the regional coaliƟon, 
including the employer. However, this plan is an iniƟal draŌ that is likely to evolve. Further
exploraƟon is needed to refine and finalise the plan.

The first aspect of our strategy involves providing enhanced support and aƩenƟon from 
management for career development. These efforts aim to facilitate open discussions with
employees regarding their personal development aspiraƟons and to create new tasks, roles, and
responsibiliƟes where feasible. AddiƟonally, if employees desire alternaƟve opportuniƟes, we will 
explore the potenƟal for combinaƟon jobs encompassing both childcare and primary educaƟon or 
childcare and health care. At the same Ɵme, an intervenƟon (to be decided) will be implemented to 
increase team spirit. These iniƟaƟves are aimed to enhance employees' self-efficacy, moƟvaƟon, and 
retenƟon.

The second aim is to increase the inflow of job seekers into the childcare organisaƟon. Special 
aƩenƟon is being given to two disƟnct groups: migrant women and young job seekers in childcare. 
We use an integrated approach to facilitate more effecƟve matches between vulnerable job seekers
and suitable employment opportuniƟes. This will be achieved through a comprehensive strategy that 
encompasses the recruitment of moƟvated job seekers, enhancement of skills and self-efficacy
among job seekers, potenƟal modificaƟon of funcƟons or tasks when required, including a newly 
developed learning path where job seekers can progressively work towards higher levels of
assistance and reconciliaƟon within the group unƟl they reach the level of a pedagogical worker, and 



the restructuring of educaƟonal frameworks to favour more modular and personalised on-the-job 
learning.
 
This strategy targets the immediate enhancement of workforce capabiliƟes and seeks to foster a 
more inclusive and adaptable employment landscape. By addressing the needs of both the current 
workforce and those entering the sector, we aim to culƟvate a more dynamic, skilled, and moƟvated 
workforce. Hereby, we aim to contribute to the overall improvement of the childcare sector.
 
DescripƟon of the gearing wheels
Figure 6.1 illustrates the iniƟal draŌ of the ENGINE gearing wheels for the Amersfoort LL (see also 
Appendix for a descripƟon of the hypothesised context-mechanism-outcomes). As menƟoned earlier, 
the specifics of the gearing wheels may evolve over Ɵme, and the gearing wheels themselves may 
change—some may disappear, or others may need to be added.  It starts with the first gearing wheel 
at the leŌ, which focuses on mapping possible career trajectories within childcare. PossibiliƟes for 
new careers are limited, but there is potenƟal for expansion, parƟcularly by creaƟng combinaƟon 
jobs with other employers in the same or in related sectors. 

The second gearing wheel addresses the oŌen-overlooked aspect of career advancement and 
conƟnuous learning for employees with a low or medium educaƟonal level. Targeted intervenƟons 
are implemented aimed at managerial strategies to improve professional development. While the 
personal bond between employers is oŌen strong, team spirit may be modest, parƟcularly among 
new colleagues from diverse backgrounds, and tends to diminish as colleagues depart from the 
organisaƟon. In response, the third gearing wheel is strategic intervenƟons tailored to culƟvate a 
more robust sense of team unity, thereby enhancing both the integraƟon of new job seekers and the 
retenƟon of exisƟng personnel. This dual focus is pivotal in establishing a sustainable workforce. 

The fourth gearing wheel emphasises the necessity of educaƟonal reforms to accommodate the 
evolving needs of job seekers. This entails a shiŌ towards more modular, customised learning 
programs or courses and an increased emphasis on on-the-job learning. The fiŌh gearing wheel 
focuses on matching job seekers with suitable posiƟons. This involves an extensive selecƟon process 
where job seekers are acƟvely sought within their communiƟes. It encompasses a shadowing day, 
presentaƟon, and intake process with a strong emphasis on understanding the needs of the job 
seekers as well as the organisaƟon. This also includes a comprehensive assessment of each job 
seeker’s skills and job requirements, alongside opportuniƟes for potenƟal upskilling and reskilling. 
AddiƟonally, potenƟal modificaƟon of funcƟons or tasks when required, including a newly developed 
learning path where job seekers can progressively work towards higher levels of assistance and 
reconciliaƟon within the group unƟl they reach the level of a pedagogical worker. 

Figure 6.1 DescripƟon of the gearing wheels in the Living Lab Amersfoort for the childcare sector.
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7 Living lab Portugal

7.1 Labour market in the city of Lisbon, Évora and Lagoa

The Portuguese economy has seen significant changes since the 1974 democraƟc revoluƟon and 
joining the EU in 1986. Agriculture's contribuƟon to wealth has dropped to under 4%, though it sƟll 
employs around 10% of the workforce (Reis, 2013). The country has shiŌed to a service-based
economy, with manufacturing contribuƟng to 18% of producƟon and 19% of employment (Fundação
Calouste Gulbenkian, 2017). Unemployment rates have decreased, reaching 6% (since 2022) but the
current state is influenced by the aŌermath of COVID-19, the Ukrainian war, and inflaƟon (PO ISE,
2023). The government has implemented acƟve labour market policies, adapƟng them over Ɵme to 
reintegrate different groups (young people, women, people with disabiliƟes, refugees, immigrants…)
into the workforce. Unemployed individuals can access various subsidies through the Portuguese
Social Security system, but eligibility and duraƟon depend on specific criteria and previous
employment history (IEFP, 2023e).

Unemployed people in Portugal can access a variety of services, such as unemployment subsidy, for
people who have had a job contract and contributed to the social security; Employment-InserƟon, 
for unemployed people, registered at the employment centres, where people can do socially
necessary jobs for a complementary monthly income; Internships and training by IEFP (NaƟonal 
InsƟtute for Employment and Training), which are determined by the level of qualificaƟons of the 
unemployed person; support for self-employment, to create enterprises, through microcredit or
start-up support; and incenƟves to job searching, if an unemployed person registered in the IEFP 
accepts a job offer presented to them, and it is lower than the unemployment subsidy, extra financial
support is offered  (IEFP, 2023e).

In Portugal, four LLs will be implemented. One in the capital of the country, Lisbon, which is a
metropolitan city, one in the city of Évora, which is in Alentejo, an area with great agricultural
producƟvity, and the city of Lagoa, located in Algarve, a region mostly focused on tourism. The fourth
LL will be implemented digitally, to reach as many people as possible, and not be limited by a specific
region or place. These regions present different realiƟes and challenges and have different needs
when it comes to the labour market. For instance, metropolitan areas (such as Lisbon) offer beƩer 
educaƟonal opportuniƟes and more job opportuniƟes compared to rural regions (more prevalent in
Alentejo and Algarve) which have higher poverty rates and lower educaƟon levels (DGEEC, 2023).
The tourism sector in Algarve poses specific challenges related to low salaries and very demanding
work hours. Migrant workers, for instance, oŌen find jobs in the restaurant industry but face issues
like long hours and underpayment due to informal contracts. When it comes to the organisaƟon of 
employment services, these work naƟonally in all Portuguese territory, independent of locaƟon.

Various stakeholders were idenƟfied in the State-of-the-art report submiƩed earlier in this research
project: IEFP (InsƟtute of Employment and Professional Training), IAPMEI (Agency for 
CompeƟƟveness and InnovaƟon), ANQEP (NaƟonal Agency for QualificaƟon and Professional
Training), government ministries, business networks like Rede do Empresário and startup hubs like
PACT, which are both Synclusive project partners. These enƟƟes play key roles in employment and 
enterprise development in Portugal. Government ministries like labour, solidarity, and social security,
along with IEFP, ANQEP, and startup incubators, are seen as crucial insƟtuƟons in addressing 
unemployment by various government officials. The ministry of economy emphasizes the necessity
of creaƟng more enterprises and requalifying employees, supported by organizaƟons like IAPMEI. 
CollaboraƟon among IEFP, ANQEP, and IAPMEI is noted as vital for integraƟng vulnerable groups into 
the labour market (Cedefop, 2021; Portuguese Republic, 2022). Other stakeholders, like CGTP



(General ConfederaƟon of Portuguese Workers) and educaƟonal insƟtuƟons such as regional 
universiƟes, contribute to employment opportuniƟes and worker support. Government-related 
insƟtuƟons have significant influence but are limited by state budgets and government-approved 
policies, while private organizaƟons have more flexibility within legal boundaries to implement 
measures, they deem suitable for their trainees or employees. 

7.2 Target groups 

The European Commission defines “young people” as those between 15 and 29 years of age, this is 
the target group of Portugal’s LLs (Eurostat, 2023). The social inclusion and employment program of 
2020 in Portugal recognizes nine primary vulnerable groups: individuals with disabiliƟes, migrants, 
refugees, youth (children and young adults up to 29 years old), women, older individuals, long-term 
unemployed individuals, homeless individuals, and former inmates (Observatório Nacional, 2022). 

IEFP representaƟves, that were interviewed in the previous stages of the project, and who are 
overseeing naƟonwide operaƟons, considered the youth (aged 16-24) as the most at-risk 
demographic in Portugal. Portugal's youth unemployment rate is higher than the EU average, 
although the country’s current unemployment rate, in general is slightly lower (at 6%) than the EU 
average (at 6.5%) (EURES, 2023). StaƟsƟcs from the NaƟonal InsƟtute of StaƟsƟcs (INE) in 2022 
revealed a youth unemployment rate of 19.9%, totalling 72,000 individuals. By comparison, in 2012, 

Figure 7.1 LocaƟons of the three physical Living Labs (in blue) in ConƟnental Portugal.
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the count of unemployed young people reached its peak at 172,000. By the second quarter of 2023,
this rate had declined to 17.2% (Banco de Portugal, 2023). As of 2021, 19.4% of young people who
had recently graduated from university are unemployed, and 15% of them are working in jobs which
require less qualificaƟons than those they have (Fundação José Neves, 2021). As of 2023, 33,9% of
young people (unƟl 25 years old) in Portugal receives a minimum wage, and 25,8% if they’re
between 25-29 years old. For comparison, of the employed people over 30 years old, 23,7% receive
minimum wage. Regarding contracts, 58,2% of young people between 15 and 24 years old have
temporary jobs, while people between 25 and 29 years old, 40,3% of workers are in temporary jobs.
The EU average is 24,3% (Fundação José Neves, 2023).

In specific the case of Alentejo and Algarve, rural areas face higher poverty rates and lower educaƟon 
levels, posing challenges in moƟvaƟng youth to complete their studies. Around 33% of students did
not finish high school within the expected three-year period between 2018-2020, as reported by the
General Directorate of EducaƟon and Science. In 2022, 6% of students didn’t finish high school,
which is a total of over 50.000 young people. School abandonment, parƟcularly serious in Algarve,
correlates with the region's poverty. Stakeholders aƩribute this vulnerability to youth's lack of 
experience and, at Ɵmes, inadequate qualificaƟons. In terms of the distribuƟon of the number of
unemployed people, considering the last month of 2023, December, 100 338 people were registered
in the area of Lisbon, 16 944 in the region of Alentejo and 23 551 in the region of Algarve, of a total
number of 317 659 unemployed registered people naƟonwide. Of these, the higher number of 
unemployed people are non-qualified workers (84 928), followed by personal services, protecƟon, 
security, and salespeople (61 979), administraƟve staff (35 141), qualified workers in industry and
construcƟon (30 591), and specialists of intellectual and scienƟfic acƟviƟes (30 185). Regionally,
except for Açores and Madeira, unemployment has risen, with the highest variaƟon being in the 
region of Alentejo (+9,6%), while in the previous month (November, 2023), the highest variaƟon was 
in the region of Algarve (+18,4%) (IEFP, 2024). In table XX are presented the number of unemployed
people per LL region.

Table 7.1 Unemployment in Portugal in December 2023, naƟonwide and per region of the 
Portuguese LLs (IEFP, 2024).

Country Total
(unemployed)

Lisbon Alentejo Algarve

Age Groups
Under 25 34 911 10 372 2 101 2 688

25-34 65 412 22 321 4 287 6 474
35-54 129 088 43 014 7 077 9 917
Over 55 88 248 24 631 3 479 4 472
Gender
Male 142 090 45 421 8 857 11 247
Female 175 569 54 917 8 087 12 304
EducaƟon Level
No instrucƟon 28 932 11 044 4 926 2 295
Basic – 1st Cycle 39 135 8 453 1 793 2 109
Basic – 2nd Cycle 42 177 11 049 2 128 2 585
Basic – 3rd Cycle 58 939 18 256 2 859 4 917
Highschool 110 178 38 274 4 004 10 219
University 38 298 13 262 1 234 1 426



7.3 Barriers, drivers and soluƟons

The challenges facing the Portuguese labour market, especially concerning youth employment, are
mulƟfaceted (EURES, 2023). Key issues include a lack of work experience and low qualificaƟons
among young people, hindering their integraƟon into the workforce. EducaƟonal aƩainment remains 
a concern, with a significant porƟon of the populaƟon not having completed high school (47.8%), 
although most young adults have completed, at least, high school (75.2%) (Fundação José Neves,
2023). As such, there exists a generaƟon gap in Portugal, which is the biggest one amongst all EU
member states (Fundação José Neves, 2021). In many rural areas of Portugal, older adults do not
moƟvate their children to study, as they weren’t able to do it themselves, as explained by the
interviewees in the previous stages of the SYNCLUSIVE project. There's also a mismatch between
skills and labour market demands, while some youths are overqualified for available posiƟons, but 
have no job experience. Conversely, in certain sectors like agriculture, construcƟon, plumbing, and 
others, there is a noƟceable absence of young people acƟvely working or undergoing training for 
specific jobs. Economic factors such as high taxes on companies contribute to lower wages and very
limited hiring capacity (Banco de Portugal, 2022). The stakeholders which were previously
interviewed, indicated that due to the tax policies in place in Portugal, hiring is rare and highly
compeƟƟve, with many applicants and few opportuniƟes.  As explained by the stakeholders that
were interviewed, enterprises are obligated to pay almost the same value they pay their workers, in
tax, to the state, which strangulates the growing of companies. The emigraƟon rates have risen, 
especially among highly educated youth in search of beƩer opportuniƟes abroad. ExploitaƟon of 
migrant workers in sectors like agriculture and tourism has also been noted (Oliveira, 2022).
Furthermore, the disjointed efforts among public insƟtuƟons in supporƟng the unemployed—
especially the youth—highlight the need for beƩer collaboraƟon and coordinaƟon among 
government bodies, employers, educaƟonal insƟtuƟons, and community organizaƟons to address
these complex challenges. Next table (7.1) represents the main barriers for unemployed young
people to get employment).

Table 7.2 The main barriers for unemployed young people to get employment in Portugal.
The main barriers for vulnerable young people to get employment Could be

addressed by
the project

1 Lack of educaƟon and/or low professional skills Yes
2 Lack of work experience Yes
3 Lack of moƟvaƟon and self-efficacy to gain employment Yes
4 Lack of awareness of the requirements of working life Yes
5 DiscriminaƟon towards ethnicity No
6 Limited availability of jobs in the specific region No
7 Insufficient informaƟon about job opportuniƟes for youth Yes
8 Insufficient informaƟon about the young people by employers Yes
9 Insufficient support for employers when employing unemployed young

people
No
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Possible upward or sideward mobility in the companies, where youths are already working, is usually
hindered by various factors. Before the Covid-19 pandemic, although efforts had been made
regarding precarious work, 56% of workers bellow 25 years old had fixed-term contracts, against
18% of the general populaƟon (Fundação José Neves, 2023). Companies tend to hire young people
the maximum Ɵme they legally can as limited-Ɵme workers, to then replace them with new ones, as
to not offer them a permanent contract. As there are few opportuniƟes for new employees, there
are also very few opportuniƟes for employees to move upward or sideward (although easier) in their
jobs, as that usually only happens when an employee leaves or reƟres (reƟring age in Portugal is 66 
years old), and no new vacancies are created. As it was possible to conclude from previous research,
companies don’t usually invest in their employees training, to offer them a chance at upward and/or
sideward mobility. As stated by IEFP representaƟves, culturally there isn’t that mindset of 
“conƟnuous learning”. In the public sector, upwards mobility is only allowed through public tenders,
which is a lengthy process, and again very compeƟƟve. Sideward mobility, on the other hand, seems 
easier to achieve, both in the public and private sectors.

In sum, the challenges regarding employees upward or sideward mobility regarding Portuguese
young people are very complex, as they face serious problems to enter the labour market, and the
mobility is even more difficult in Portuguese organisaƟons. The market is composed of 99% of SME
(Small and Medium Enterprises) with a very flat structure and very few horizontal posiƟons. Next
table (7.2) presents a some of the main obstacles:

Table 7.3 The main barriers for employees’ mobility in Portugal.
The main barriers for employees’ mobility Could be

addressed by
the project

1 Inadequate employee moƟvaƟon for skill development is observed. Yes
2 Employers lack enthusiasm for enhancing the skills of their workforce. Yes
3 Small and medium-sized employers face challenges in acquiring the

necessary knowledge, resources, and pracƟces for fostering employee 
competence.

Yes

4 Limited avenues for career development are available in small and medium-
sized workplaces.

No

5 Employers possess constrained resources, hindering employees from
engaging in educaƟon and training during work hours.

No

6 Organizing training during working hours is challenging for employers due to
task constraints and insufficient staffing.

No

7 Employers harbor concerns that improving employees' skills may lead to
them seeking opportuniƟes with other organizaƟons.

No



Various soluƟons have been created and experimented within Portugal’s territory to address these
barriers. For instance, Portugal responded to the issue of companies favouring temporary contracts
over permanent ones with the introducƟon of the Sustainable Employment Commitment (SEC). This 
iniƟaƟve, focused on benefiƟng the unemployed, has significantly contributed to creaƟng over 
30,000 new permanent contracts within parƟcipaƟng enterprises (IEFPc, 2023). In addressing
economic challenges related to high tax demands on employers, Portugal implemented a strategic
iniƟaƟve to reduce social security contribuƟons. The government introduced a policy granƟng a 
temporary 50% reducƟon in social security contribuƟons for those hiring unemployed young people, 
leading to a notable 4% decrease in youth unemployment between 2017 and 2023 (Segurança Social,
2017). To tackle the challenge of unemployed young people gaining work experience, Portugal
launched the ATIVAR.PT internship program in 2020. Tailored for individuals aged 18 to 30, the
program has become a beacon of hope, providing meaningful internships, and bridging the gap
between educaƟon and professional life. With a parƟcipaƟon rate ranging between 65% and 80%, 
the program boasts a 71% success rate, with 70,888 parƟcipants securing employment since its
incepƟon (IEFP, 2023b). CommiƩed to addressing challenges faced by disadvantaged youth, Portugal 
introduced the AcƟve Youth Employment Program. Tailored for unemployed youths facing obstacles 
in educaƟon and training, the iniƟaƟve has successfully reintegrated parƟcipants into the workforce, 
with 9 in 10 securing employment two years aŌer program compleƟon (IEFP, 2023d). Recognizing the
difficulƟes faced by young people entering the labour market or starƟng businesses, Portugal 
introduced the Wage XXI iniƟaƟve. Specifically designed for unemployed youths seeking their first 
job or aspiring entrepreneurs, the program has proven effecƟve, with 1,965 applicaƟons submiƩed in 
2023 and 1,406 successfully approved, highlighƟng its role in fostering economic empowerment
among the younger generaƟon (IEFP, 2022). Next table (7.4) presents the main drivers and
implemented soluƟons in Portugal.

Table 7.4 The main drivers for employment of job seekers in Portugal.
The main drivers helping employment of job seekers Could be

addressed by
the project

1 Employment services have knowledge about the labour market and are
spread in several regions of the country

No

2 The employment services offer job seekers personalized training Yes
3 The employment services offer job seekers personalized employment

services
No

4 ApprenƟceship trainings are well designed in collaboraƟon with the 
acƟvity sectors associaƟons and training insƟtuƟons

No
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Portugal’s LLs, through the Synclusive project, aims to address some of these barriers, specifically
regarding the mismatch between skills and labour market demands, by idenƟfying these market 
demands and creaƟng and offering specific training to young unemployed people and young
employees that wish to achieve upward or sideways mobility in their enterprises; bridging the young
unemployed with the naƟonal project’s partner associaƟons in order to provide them with work 
experience, tackling another key issue; offering young unemployed people some sort of qualificaƟon, 
through courses and training programmes, to prepare them for the labour market; finding and
ensuring job opportuniƟes for the young job seekers, so that they have a chance to enter the labour
market, thus ensuring the inflow of employees.

7.4 Engine and mechanisms

The mulƟregional Portuguese Living Lab
In Portugal, three LLs will be implemented in three different regions of the country, together with a
fourth digital LL, which will further greaten the geographical reach of the project. The main focus will
be on jobs which require technological skills and also entrepreneurship and tourism, as these are the
main areas of the current labour market with more needs for skills development and also for job
demands.

The Portuguese naƟonal consorƟum includes an employment governmental service (IEFP), a
temporary contractor (TermCerto), a science and technological park (PACT), a network of enterprises
(REDO) and a municipality (Lagoa City Council). All of them are focused in fulfilling the goals of the
project in terms of integraƟng in the labour market the young job seekers. This will be ensured aŌer 
the adequate intervenƟons, to make the ENGINE work effecƟvely to develop competencies and 
mentoring the young employees to find new and more responsible acƟviƟes, tasks or jobs – in terms
of upward and sideward career mobility.

To reach the project KPIs (key performance indicators), the regional coaliƟons will focus first on
making the ENGINE work through collaboraƟons with SMEs, mainly from technological and tourism
sectors, and helping them to idenƟfy areas where new tasks, roles, or responsibiliƟes can be created.
This will provide career development or mobility opportuniƟes within the enterprises, and encourage
cross-funcƟonal collaboraƟon, allowing employees to gain experience in various aspects of the 
businesses. As SMEs have a very small structure the goal is to work with the employers to help them
to recognize the diverse skill sets of employees and explore opportuniƟes for jobs that align with the
company's needs.

Following this, the second stage will be to increase the job seekers entry or inflow into the labour
market. Namely, in the sectors menƟoned previously, and through the policy mechanisms regarding
entrepreneurship. This will also open opportuniƟes for mobility as people will be able to create their
own jobs. In the beginning, the young entrepreneurs will only have the resources to ensure their own
wages, but in the future, with the growth of the business, they will be dedicated to more responsible
tasks and will hire other young people to perform the tasks that they require.
The development of young workforce capaciƟes is the goal of our mulƟregional LLs strategy, which
also aims to create a more flexible and inclusive labour market. This will lead to a more skilled,
moƟvated, and dynamic workforce by responding to the requirements of both inflow of job seekers
and mobility of employees.



DescripƟon of the Portuguese Living Labs Engine
The Portuguese Living Lab has developed a comprehensive strategy/engine to address the
mulƟfaceted challenges of the labour market. This strategic iniƟaƟve commences with a meƟculous 
analysis of the prevailing and anƟcipated needs within the job market through the collaboraƟve 
efforts of regional coaliƟons. These coaliƟons serve as instrumental plaƞorms for gathering
invaluable insights, idenƟfying emerging trends, and assessing the specific requirements of diverse 
industries and sectors.

Following this insighƞul groundwork, the LL proceeds to plan and implement targeted intervenƟons 
geared towards fostering increased mobility for young individuals within enterprises. This phase is
crucial for aligning the skill sets of the emerging workforce with the evolving demands of various
industries. The upwards and sidewards mobility of employees allows on young people to take on
tasks with more responsibility, also opening the way for inflow of job seekers.
Recognizing the significance of skill enhancement, the LL places a strong emphasis on the
development of job seekers and young employees. InnovaƟve courses are designed and offered to
both groups, covering a spectrum of vital skills such as digitalizaƟon, leadership, entrepreneurship, 
and others essenƟal for success in the contemporary job market. This investment in educaƟon and 
skill development aims to empower job seekers and employees with the competencies necessary for
a successful and impacƞul career, as well as helping with their mobility.
Once young job seekers have acquired these skills, the LL takes on the responsibility of facilitaƟng 
their seamless integraƟon into the workforce. The process involves a meƟculous matching of 
individuals with suitable enterprises, a step that considers qualificaƟons, skills, and the specific needs
of the businesses involved.

To ensure a more nuanced fit, the LL goes beyond the iniƟal matching and acƟvely assigns specific 
responsibiliƟes to the matched employees. This strategic step is intended to not only fulfil the needs 
of the enterprises but also to provide valuable and tailored professional development opportuniƟes 
for the individuals involved. The final phase of the LL's approach involves facilitaƟng the entry of 
these individuals into internships and professional experiences. This hands-on exposure allows young
talents to apply their acquired skills in real-world scenarios, further enhancing their readiness for the
challenges of the labour market.

Figure 7.2 Gearing wheels in the Portuguese Living Lab.
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In summary, the Portuguese LL's holisƟc approach aims to bridge the gap between educaƟon and the 
dynamic demands of the workforce (see also Appendix). Through collaboraƟon with regional 
coaliƟons, innovaƟve educaƟon iniƟaƟves, strategic matching, and hands-on professional
experiences, it strives to create a comprehensive ecosystem that facilitates the upwards and sideways
mobility of young employees and the seamless entry of young job seekers into the labour market.
This will help tackle the issue of youth unemployment, ensuring a robust and skilled workforce for the
future.
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Appendix: Overview of Context-Mechanisms-Outcomes (CMO’s) for
each Living Lab

CMOs for finding employment for women 55+ in the Sofia LL

Outcomes Context Program
context/
intervenƟon  

Resource
Mechanism

Reasoning
Mechanism

Finding
employ-
ment

Target group: women
55+

Due to ageism
disappointments
with job searching,
women 55+ have lost
their self-moƟvaƟon 
to find employment

Pre-selecƟon of 
commiƩed job 
seekers using
recruitment agency
services

In-person training

Trainers will be from
selected
organisaƟons

CollaboraƟve re-
training
programme for
women 55+

Learning through
real-life
examples

Peer-learning

Same content of
intervenƟon for 
all is preferred,
but minor
tailoring is
allowed if
necessary

AddiƟonal
support if
needed

Adequately
targeted
recruitment

FaciliƟes for 
parƟcipaƟon  

Possibility to
parƟcipate without 
losing
unemployment
benefits

Peer support

CoordinaƟon with 
employment
services

The employer
accommodates
personal needs and
removes barriers

Peer support
fosters a sense of
community, and
increases the
moƟvaƟon

PosiƟve feedback 
contributes to
successful
learning

Increased
confidence in
own abiliƟes, 
skills, and
opportuniƟes for 
employment

IF 1. Women 55+ are moƟvated to find employment 
2. Women 55+ are interested in the training programme and eager to learn
3. Trainers are skilled and moƟvated to create real-life learning environment
4. An employer guarantees a job aŌer the programme

THEN Women 55+ will have more opportuniƟes of finding employment in their desired area
BECAUSE  1. Their job search related self-efficacy has increased

2. Their job search acƟvity has increased as they know more about the area they 
are searching for employment

3. Their ability to gain employment is increased as they know more about the
acƟviƟes of the companies they are applying to 
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CMOs for Taite-coaching of job seekers in the Kokkola LL

Outcomes Context Program context/
intervenƟon  

Resource
Mechanism

Reasoning
Mechanism

UlƟmate 
outcome:

Long-term
unemployed
have gained
employment

Intermediate
outcomes:

Job seekers’
job searching
skills and
moƟvaƟon 
have increased

Professio-nals’
skills to
support
employment of
long-term
unemployed
have improved

There are long-term
unemployed persons
who have been
unemployed 12
months but who are
close to labour
market threshold
(e.g., no severe
illnesses, disabiliƟes, 
etc.)

Due to the
prolonged
unemployment and
disappointments
with job search, the
job seekers have lost
their confidence to
gain employment

Employment
services need new
research-based
measures to support
their clients in
geƫng employed

Some industries in
the region suffers
from a labour
shortage

Job seekers:
Learning of job
search skills

Support of
moƟvaƟon to job
search

Seƫng goals for 
job search

Learning to turn
negaƟvely 
perceived personal
life or working
history to posiƟve

Recognizing
strengths, skills
and abiliƟes

Learn from and
with moƟvated 
peers

Same intervenƟon 
for all, with minor
tailoring if
necessary

Professionals:
Learning of
implemenƟng 
Taite-coaching

Learn from and
with moƟvated 
colleagues

Pre-selecƟon of 
moƟvated and 
human-centered
job coaches to
Taite-instructor
training

Pre-selecƟon of 
moƟvated job 
seekers by job
coaches

Locally executed
coaching acƟvity 
with faciliƟes

Possibility to
parƟcipate 
without losing
unemployment
benefits

Geƫng 
addiƟonal 
support from
services if
needed (e.g.,
health issues,
learning
difficulƟes)

Peer support

Geƫng support 
from job coaches
aŌerwards if 
needed

Being
approached in
one's own
environment
creates trust

Peer support
fosters a sense
of community,
solidarity,
social and
funcƟonal 
support, and
cohesion

PosiƟve 
feedback
supports
moƟvaƟon, 
self-confidence
and self-
efficacy

Feeling
seriously
considered and
feeling capable
('I maƩer' and 
‘I can’).

IF 1. Job seekers are at risk of depression due to the prolonged unemployment
2. Job seekers have insufficient job search skills
3. Job seekers are moƟvated to get employed
4. Job seekers have goals in terms of job search
5. Job seekers parƟcipate Taite-coaching voluntarily
6. The parƟcipaƟon in Taite-coaching is financially compensated



7. The coaching environment is local and safe, and instructors aware of job seekers’
situaƟons

8. Peers and instructors give social support during training
9. Taite-instructors are skilled and moƟvated to follow the original Taite-coaching

method
THEN Job seekers will have a higher possibility to succeed in job search and geƫng 

employed
BECAUSE 1. Their job searching skills have improved

2. Their job searching moƟvaƟon has increased
3. Their job searching self-efficacy  and self-esteem have increased
4. Their job searching acƟvity has increased
5. Their ability to handle and solve setbacks regarding job search has improved
6. Their ability to win jobs has increased
7. Their knowledge of geƫng support from local services has improved 

CMOs for IPS coaching of job seekers in the Kokkola LL

Outcomes Context Program
context/
intervenƟon  

Resource
Mechanism

Reasoning
Mechanism

UlƟmate 
outcomes:

Long-term
unemployed
have gained
employment

Employers hire
long-term
unemployed
persons

Intermediate
outcomes:

Professional
skills of job
coaches have
improved

Employer-
employee
cooperaƟon of 
job coaches
have improved

Job seekers’ job
searching
moƟvaƟon and 
self-confidence

There are long-
term
unemployed who
need individual
support before
and aŌer the 
employment
(e.g., job seekers
with health
problems,
outdated
educaƟon, those 
in rehabilitaƟve 
work acƟviƟes)

There are
regional
employers with a
labour shortage

Employers could
recruit
unemployed
persons but need
help to do it

The coaching:

follows the IPS
protocol with 25
quality criteria

suits to anyone
who wants to
parƟcipate in 
working life

is tailored to the
target group and
individual
parƟcipants

offers ongoing
personalised
support

focuses on fast
job search based
on clients’
interests

establish close
relaƟonships 
with employers

is integrated
with other

Job coaches:
come from
employment
services who
cooperate with local
coaliƟon

parƟcipate in IPS-
training for job
coaches before a
client
implementaƟon 

follow the IPS
quality criteria

coordinate services
and benefits

provide support to
both job seekers
and workplaces
before and aŌer the 
employment (e.g.,
discussions,
encouragement,
financial
informaƟon, 
uƟlizaƟon of local 
coaliƟon)

Taking into
account job
seeker’s own
objecƟves and a
feeling of being
seriously
considered
create
moƟvaƟon and 
commitment to
employment

Less fear of
losing incomes
or other
relevant services

More
confidence in
one's own
abiliƟes and 
skills and
possibiliƟes to 
gain
employment

More self-
efficacy in job
performance
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Outcomes Context Program
context/
intervenƟon  

Resource
Mechanism

Reasoning
Mechanism

regarding skills,
abiliƟes and 
possibiliƟes to 
find
employment
have improved

Employers:
Employment of
job seekers has
become easier
and less risky

employment
support
acƟviƟes

includes benefits
advice

For job seekers:
personal support of
job coach during the
whole employment
process

possibility to
parƟcipate without 
losing
unemployment
benefits

Employers are
beƩer informed 
and less afraid
of hiring
unemployed
persons while
they trust on the
help of job
coaches

IF 1. Job seekers who want to take part in IPS training can do so
2. Job coaches are skilled and moƟvated to follow the IPS-coaching criteria
3. Job coaches help jobs seekers find a job in a concrete way
4. Job coaches have regular face-to-face meeƟngs with the client before and aŌer 

the employment
5. Job coaches build relaƟonships with employers and work community by 

meeƟng them regularly in person
6. Job coaches coordinate the services and benefits available for job seekers
7. The parƟcipaƟon in IPS-coaching is financially compensated

THEN Job seekers who have been unemployed longer than a year and who have challenges
with re-employment are employed in jobs that match their interests and capabiliƟes 

BECAUSE 1. Job seekers are more confident regarding their skills, abiliƟes and possibiliƟes 
to gain employment

2. Job seekers self-efficacy regarding their job performance has increased
3. Job seekers are less afraid of losing income and other relevant services
4. Employment of job seekers is easier for employers
5. Employers are less afraid of employing job seekers
6. Professional skills of job coaches have improved
7. Employer-employee cooperaƟon of job coaches have improved



Contextual factors for finding employment in childcare in the Amersfoort LL

Infrastructural (e.g., poliƟcal support, policies, labour market)

There is a significant labour market shortage
The legal rule requiring consistent personnel presence in the group makes it hard or impossible to have
small part-Ɵme contracts (i.e. contracts with few hours)
Employers and educaƟonal insƟtutes arranged that job seekers start at preliminary funcƟon and can 
progressively work towards higher levels of assistance and reconciliaƟon within the group unƟl they 
reach the level of a pedagogical worker
InsƟtuƟonal (e.g., informal rules, organisaƟonal culture, leadership, regulaƟons) 

For job seekers, working in childcare is like their home situaƟon: they oŌen have children themselves 
and can therefore relate to the work
Family-oriented culture
Leadership is limited due to non-hierarchical organisaƟon
Team spirit is someƟmes modest as colleagues leave the organisaƟon/high turnover 
FaƟgue and unwillingness of colleagues to train/coach new employees
Support from the city councillor and director of the organisaƟon ensures commitment
Thorough pre-selecƟon and requirements for parƟcipaƟng in training (limited to moƟvated job seekers), 
encompassing trial aŌernoons for shadowing on-site with the employer.
Interpersonal (e.g., communicaƟon, collaboraƟon and networks) 

Supervisors/managers are aware of the employee's / job seekers’ situaƟon
Colleagues have mixed reacƟons to the ongoing influx of new job seekers: While some view it as
beneficial, others find it burdensome due to the Ɵme investment required for training and supporƟng 
them
Profile of the intake coordinator: She has a strong capacity to engage with job seekers and clearly
arƟculate the advantages of the training program
Individual (e.g., values, roles and knowledge, personal environment, physical issues, economic situaƟon

Job seekers want to be economically independent
Job seekers need flexibility (e.g., to care for their own children).
Barriers related to excepƟons about diplomas are taken away
Relief for job seekers in terms of childcare for their children as the employer arranges this
Job seekers are already, to some extent, proficient in the Dutch language or get a pre-class to get skilled
in the Dutch language
Job seekers are very moƟvated to work in childcare
Confidence of job seekers is increased through guaranteed employment when they pass the
training/internship
Classes are free of charge
Job seekers are approached in their environment, e.g. community centres
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CMOs for finding employment in childcare in the Amersfoort LL.

Outcome s Context Program context/
intervenƟon 

Resource
Mechanism

Reasoning
Mechanism

Geƫng 
employed (in
>= 12-hour
(temporary)
contracts

The intervenƟon is
a collaboraƟon of 
UWV,
municipality/
employer,
vocaƟonal 
educaƟon insƟtute 

Extensive pre-
selecƟon of 
moƟvated job 
seekers

Broad support:
e.g. involvement
of city council
member

Guaranteed
employment aŌer 
intervenƟon

The organisaƟon 
has excepƟonal 
aƩenƟon to 
opƟmising
organisaƟonal
culture

Barriers related to
excepƟons about 
diplomas are taken
away

Family oriented
culture

Employer takes
care of
prerequisites

Step by step
learning

Tailored to
specific needs
and possibiliƟes 
of job seekers

Start as
‘groepshulp’
(versneld traject)

Learning on the
job aligned with
individual
learning styles

Learn from and
with peers

Get addiƟonal 
support when
needed (e.g.
language course)

Guaranteed
Income
preservaƟon 
(despite the stop
of subsidies)

Being informally
approached in one's
environment

Peer support

The involvement of
the city council
member and
employer

Guaranteed income

The learning
method suits the
job seekers’ style

The employer
accommodates
personal needs and
removes barriers

Creates more trust

Fosters a sense of
community,
solidarity, and
cohesion

Feeling seriously
considered ('I
maƩer') 

Less fear of losing
income and more
confidence

More confidence in
one's abiliƟes

Making them more
involved and loyal

Skills
development
(e.g., language,
theory,
applicaƟon, 
hard skills, soŌ 
skills, general
workplace
skills)

Aligns with needs
and desires related
to employment

Peer support

The learning
method and
knowledge level
suit their style

Improves moƟvaƟon 

Fosters a sense of
community,
solidarity, and
cohesion

Improves confidence
in one's abiliƟes 

Self-efficacy in
job
performance

Being approached
in one's
environment

Peer support

Experiencing many
small successes

The learning
method suits their
style

Creates more trust

Fosters a sense of
community,
solidarity, and
cohesion

Increases confidence

Increases confidence
in one's abiliƟes 



IniƟal program theory for the outcome geƫng employed in the Amersfoort LL.
IF 1. Recruited using a personal approach

2. MoƟvated job seekers receive a step-by-step tailored training program
3. With quick learning on the job by peers
4. With a large employer in childcare that guarantees a job aŌer the program
5. In a safe learning culture where supervisors are aware of the employee's situaƟon

THEN they experience increased self-efficacy, moƟvaƟon and improve relevant skills, leading to an
increased chance of employment

BECAUSE 1. Being informally approached in one's environment and aligning with personal needs and
desires creates more trust

2. Peer support fosters a sense of community, solidarity, and cohesion
3. More confidence in one's abiliƟes because the learning method suits the job seekers’ 

style

IniƟal program theory for the outcome skills development in the Amersfoort LL.
IF 1. Recruited using a personal approach

2. MoƟvated job seekers receive a step-by-step tailored training program
3. with quick learning on the job by peers
4. with an employer in childcare that guarantees a job aŌer the program
5. in a safe learning culture where supervisors are aware of the employee's situaƟon

THEN They improve relevant skills
BECAUSE 1. Aligns with the needs and wishes regarding (self-supporƟng through) employment

2. Peer support fosters a sense of community, solidarity, and cohesion
3. Confidence in one's abiliƟes because the learning method and knowledge level suit one's

style

IniƟal program theory for the outcome Self-efficacy in job performance in the Amersfoort LL.
IF 1. Recruited using a personal approach

2. MoƟvated job seekers receive a step-by-step tailored training program
3. With quick learning on the job by peers
4. With an employer in childcare that guarantees a job aŌer the program
5. In a safe learning culture where supervisors are aware of the employee's situaƟon

THEN they experience increased self-efficacy
BECAUSE 1. Being approached in one's environment creates more trust

2. Peer support fosters a sense of community, solidarity, social and funcƟonal support, and 
cohesion

3. Experiencing many small successes increases confidence
4. Confidence in one's abiliƟes because the learning method suits one's style
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Contextual factors for upward or sideward mobility of employees in childcare in the
Amersfoort LL

Infrastructural (e.g., poliƟcal support, policies, labour market)

There is a significant labour market shortage, giving employees numerous opƟons to work elsewhere
Childcare is highly regulated, with numerous laws that must be adhered to
Parents are asserƟve, with high external demands/expectaƟons from parents
Salaries are relaƟvely low compared to similar essenƟal sectors
InsƟtuƟonal (e.g., informal rules, organisaƟonal culture, leadership, regulaƟons) 

There are limited opportuniƟes for advancement, leading to less focus on talent development
Employers fear that invesƟng too much in staff will lead to them to leave the job
A high degree of autonomy, proacƟvity, and creaƟvity is expected from employees
Family-oriented culture
Leadership is limited due to the non-hierarchical structure
Team spirit can be modest, especially with new colleagues from diverse backgrounds, and tends to
diminish as colleagues leave the organisaƟon
There is a high workload, partly due to staff shortages
There is liƩle flexibility in work hours, and workdays are long
Learning is expected to occur mainly outside of work hours, as staffing groups is already a challenge due
to workforce shortages
The roles carry a high level of responsibility and may include a high emoƟonal burden
The employer provides a safety net by allowing you to parƟally take on other posiƟons or tasks and, at the 
same Ɵme, holding your old posiƟon
Interpersonal (e.g., communicaƟon, collaboraƟon and networks) 

Supervisors/managers are aware of the employee's situaƟon
CollaboraƟon with colleagues is going well: the mutual bond is strong
Peer support
Individual (e.g., values, roles and knowledge, personal environment, physical issues, economic situaƟon 

Employees are not acƟvely pursuing the next steps in their careers
Relief for employees in terms of childcare for their own children as the employer arranges this
Employees parƟcularly dislike learning theoreƟcal aspects.
Employees are driven by the energy they receive from children, their contribuƟon to the children's 
development, and the appreciaƟon they receive for it

CMOs for upward or sideward mobility of employees in childcare in the Amersfoort LL

Outcomes Context Program
context/
intervenƟon 

Resource
Mechanism

Reasoning
Mechanism

Career progression
(other tasks,
responsibiliƟes, 
roles, or job
combinaƟons)

Labour market shortage

Limited opportuniƟes 
for job advancement

Employers fear that
invesƟng too much in 

The team
coordinator
undergoes
training to
foster
development.

The team
coordinator
discusses what
you want and
what is
concretely
achievable.

Feel supported
because you're
doing it together.

Less fear of
expressing your



Outcomes Context Program
context/
intervenƟon 

Resource
Mechanism

Reasoning
Mechanism

staff will lead to them
leaving.

Learning is expected to
occur mainly outside of
work hours

High work pressure

CollaboraƟon with 
colleagues is going well:
the mutual bond is
strong

Employees are not
acƟvely pursuing the
next steps in their
careers

Employees parƟcularly 
dislike learning
theoreƟcal aspects

The culture is informal
and the organisaƟonal 
structure is flat

The employer provides
a safety net by allowing
you to parƟally take on 
other posiƟons or tasks
while retaining your old
posiƟon

Job
combinaƟon.

Strengthening
team spirit

Openness to
development
opportuniƟes is 
created.

Awareness of
possibiliƟes is 
raised

The opportunity
to safely take
small steps is
provided.

development
wishes.

The intenƟon to 
explore job
opportuniƟes is 
strengthened.

Provides a sense
of certainty

RetenƟon (Do you 
plan to switch jobs in
the next two years?)

The team
coordinator
discusses what
you want and
what is
concretely
achievable.

Openness to
development
opportuniƟes 
and the needs
of teams is
created.

Peer support

Feeling supported
because the
organisaƟon also 
considers the
employee's
interest, stepping
beyond its own.

Reduced fear of
expressing
wishes.

Loyalty and
commitment
towards the
organisaƟon and 
colleagues.

Personal
development/growth
(A clearer
understanding of
his/her
development/career
opportuniƟes and 
what he/she values
in his/her work)

The team
coordinator
discusses what
you want and
what is
concretely
achievable.

Openness to
development
opportuniƟes is
created.
3. Awareness of
possibiliƟes is 
raised

Feeling supported
because it is done
together.

Reduced fear of
expressing your
development
desires.
Strengthened
intenƟon to 
explore new
opportuniƟes



77

Outcomes Context Program
context/
intervenƟon 

Resource
Mechanism

Reasoning
Mechanism

Self-efficacy in job Improved
insight into your
talents and
interests.

Understanding
of which new
tasks, roles, and
responsibiliƟes 
you can
undertake.

Peer support

Strengthens
engagement and
support, and trust
from the
coordinator.

Reduced fear of
taking steps.

Fosters a sense of
community,
solidarity, and
cohesion.

IniƟal program theory for the outcome career progression in the Amersfoort LL.
IF 1. the team coordinators get trained to sƟmulate employees to think about personal 

development and learning
2. the employer acƟvely explores new job opportuniƟes for employees, including

potenƟal roles within other companies
3. team spirit is strengthened in a parƟcipatory way
4. in an informal, non-hierarchal culture in which the employer guarantees long-term

employment
THEN employees gain heightened awareness of personal growth and job prospects, including

embracing new responsibiliƟes, roles, and tasks within and beyond their organisaƟon, 
thereby enhancing their career advancement opportuniƟes

BECAUSE 1. discussing what employees want and what is concretely achievable increases
feelings of support and that you’re in it together

2. openness to development opportuniƟes creates less fear of expressing your own 
development wishes

3. increasing awareness of possibiliƟes increases the intenƟon to explore new job 
opportuniƟes

4. the opportunity to take small steps provides a sense of certainty

IniƟal program theory for the outcome retenƟon in the Amersfoort LL.
IF 1. the team coordinators get trained to sƟmulate employees to think about personal 

development and learning
2. the employer acƟvely explores new job opportuniƟes for employees, including

potenƟal roles within other companies
3. team spirit is strengthened in a parƟcipatory way
4. in an informal, non-hierarchal culture in which the employer guarantees long-term

employment
THEN employees experience increased team spirit and job opportuniƟes, increasing chance of 

retenƟon
BECAUSE 1. discussing what employees want and what is concretely achievable increases the

feeling of being supported because the organisaƟon also considers the employee's 
interest, stepping beyond its own



2. openness to development opportuniƟes and needs of teams reduces fear of
expressing wishes.

3. Peer support increases loyalty and commitment towards the organisaƟon and 
colleagues

IniƟal program theory for the outcome personal development in the Amersfoort LL.
IF 1. the team coordinators get trained to sƟmulate employees to think about personal 

development and learning
2. the employer acƟvely explores new job opportuniƟes for employees, including 

potenƟal roles within other companies
3. team spirit is strengthened in a parƟcipatory way
4. in an informal, non-hierarchal culture in which the employer guarantees long-term

employment
THEN Employees experience a heightened awareness of personal development and job

opportuniƟes, leading to enhanced personal growth
BECAUSE 1. discussing what employees want and what is concretely achievable increases

feelings of support and that you’re in it together
2. openness to development opportuniƟes creates less fear of expressing your own 

development wishes
3. increasing awareness of possibiliƟes increases the intenƟon to explore new job 

opportuniƟes

IniƟal program theory for the outcome Self-efficacy in job
IF 1. the team coordinators get trained to sƟmulate employees to think about personal 

development and learning
2. the employer acƟvely explores new job opportuniƟes for employees, including 

potenƟal roles within other companies
3. team spirit is strengthened in a parƟcipatory way
4. in an informal, non-hierarchal culture in which the employer guarantees long-term

employment
THEN employees experience increased awareness of their own talents and job opportuniƟes, 

increasing self-efficacy
BECAUSE 1. Improved insight into your talents and interests strengthens engagement and

support, and trust from the coordinator
2. Understanding which new tasks, roles, and responsibiliƟes you can undertake 

reduces fear of taking steps
3. Peer support fosters a sense of community, solidarity, and cohesion
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CMOs for TechSavvy training for job seekers/employees for job mobility in the Portugal LL

Outcomes Context Program
context/
intervenƟon  

Resource
Mechanism

Reasoning
Mechanism

Target group: young
people unemployed
or young employees
wanƟng to learn how
to become Techsavvy
specialists

CollaboraƟve 
learning on
TechSavvy
among peers and
trainers

Peer
support/moƟvated 
peers
Mixed groups can
be moƟvated by 
being employed or
by job seekers in
techsavvy areas

Peer support
fosters a sense of
Techsavvy
community, and
increases
moƟvaƟon

Pre-selecƟon of 
moƟvated job seekers 
by employment
agency services, and
employees for
mobility by
employers, for
TechSavvy skills
development and
future jobs

Tailored
approach
regarding
specific needs of
young people
and companies.

CoordinaƟon with 
employment
services and
employers for
Techsavvy trainings
and job searching.

Possibility to
parƟcipate 
without losing
unemployment
benefits
/employment
salaries increase
trust in the
employment
services and in
employers.

Due to
disappointments with
job searching due to
lack of skills in
TechSavvy, the young
job seekers have lost
their self-efficacy to
find employment.

Learning by
doing, using real-
life cases in
TechSavvy to
develop high
demand skills
from the labour
market (i.e.
TechSavvy skills)

InteresƟng and 
easier to learn
using real
organisaƟonal 
cases to develop
TechSavvy skills.

PosiƟve feedback 
supports
successful
learning and
make it easy to
understand what
companies need
and how to apply
knowledge in
TechSavvy

Trainers will be from
project partners from
Portugal

Real life context
where training takes
place, within startup
place, working
staƟons with 
computers, physically
together.

Training will be
face to face and
in distance
educaƟon 
format.

Technical
learning using
project-based
learning and
problem
learning, using a
real-life
approach and

FaciliƟes for 
parƟcipaƟon in the
intervenƟon, as 
computers and
soŌware.

More confidence
in their own
abiliƟes and skills 
and possibility to
gain employment
in TechSaavvy
areas.



Outcomes Context Program
context/
intervenƟon  

Resource
Mechanism

Reasoning
Mechanism

applicaƟon to 
pracƟce. 

O1Geƫng 
employed

O2
upwards/
sideward
mobility

Companies want
coding experts,
programming using
python language,
more job
opportuniƟes, 
companies willing to
have this knowledge.

Same content of
intervenƟon for 
all is preferred,
but minor
tailoring is
allowed for
developing of
skills needed by
companies /
employers.

Young parƟcipants 
will get a beƩer 
understanding of
their future jobs
using the
TechSavvy skills
acquired.

Geƫng support 
from job coaches
aŌer intervenƟon.

More self-efficacy
in job search
performance.

Know what to
expect, more
confident, more
knowledge about
suitable
TechSavvy jobs,
and beƩer 
prepared to
assume more
responsibiliƟes 
when in
professional
mobility.

 IF 1. Job seekers are moƟvated to get employed. 
3. Job seekers parƟcipate in the training program voluntarily and willing to learn.
4. TechSavvy group is made up by moƟvated peers.  
5. TechSavvy trainers are skilled and moƟvated to create real-life learning

environment to respond to the needs and demands of the organisaƟons in 
technological skills.

THEN  Job seekers will have a higher possibility to get employed in all types of companies;
and employees will be able to access upward and sideward job mobility

BECAUSE 1. Their job searches related TechSavvy skills have improved.
2. Their job search related self-efficacy has increased as TechSavvy are skills needed

and valued by the companies.
4. Their job search acƟvity has increased as they know more about the TechSavvy 

needs of the companies.
5. Their ability to win jobs has increased as they know more about the TechSavvy

needs of the companies.
6. Their knowledge of geƫng support from local services has improved because of 

the links with the trainers with the employment services
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CMOs for entrepreneurship intervenƟons for job seekers in the Portugal LL

Outcomes Context Program
context/
intervenƟon  

Resource
Mechanism

Reasoning
Mechanism

Geƫng 
employed /
creaƟng their 
own job/business

Target group is
composed by
young people
unemployed,
planning to
create their own
job / business

CollaboraƟve 
learning on
Entrepreneurship
among peers and
trainers

Peer
support/moƟvate
d peers in
creaƟng their 
own job /
business.

Peer support
fosters a sense of
Entrepreneurs
community and
increases
moƟvaƟon. 

Pre-selecƟon of 
moƟvated job 
seekers by
employment
agency services
for
Entrepreneurship
skills
development and
to create their
own job /
business in the
future.

Tailored
approach
regarding specific
needs of young
people for the
creaƟon of their 
own job /
business.

CoordinaƟon 
with
employment
services for
access to
measures that
supports the
creaƟon of young 
people own job,
framed by
entrepreneurship
governmental
policies.

Possibility to
parƟcipate 
without losing
unemployment
benefits
increases their
trust.

Due to
disappointments
with job
searching due to
lack of skills, the
young job
seekers have lost
their self-efficacy
to find
employment and
are willing to
create their own
job / business.

Learning by
doing using real-
life cases in
Business creaƟon 
and
entrepreneurship
to develop their
skills (i.e.
administraƟve 
management
needed to create
their own job or
a company,
innovaƟon,
market
opportuniƟes, 
financial
management,
digital markeƟng)

Geƫng support 
from the trainers
and mentors
during and aŌer
intervenƟon.

Geƫng support
from the
employment
services with the
training and the
measures to
support the
creaƟon of their 
own job /
business.

PosiƟve feedback 
supports
successful
learning and
make easy to
understand how
to apply
knowledge in
creaƟng their 
own job /
business.



Outcomes Context Program
context/
intervenƟon  

Resource
Mechanism

Reasoning
Mechanism

Real life context:
training takes
place, within an
incubator,
helping to
understand the
startup daily life,
problems,
challenges, and
success histories.

Training will be
face to face and
in distance
educaƟon 
format.

Technical
learning using
project-based
learning and
problem learning
using a real-life
approach and
applicaƟon to 
pracƟce. 

FaciliƟes for 
parƟcipaƟon in 
the intervenƟon, 
as computers and
soŌware

More confidence
in their own
abiliƟes and skills 
and possibiliƟes 
to create their
own job /
business.

Market
opportuniƟes, for 
new business
creaƟon and 
young people to
create their own
job.

Same content of
intervenƟon but 
tailoring to the
specificiƟes of 
the business that
young people
want to create.
The trainers will
be mentors
during all the
process of the
intervenƟon and 
aŌer the 
intervenƟon.  

Young
parƟcipants will 
get a beƩer view 
of their future
job / business
with the
examples and
cases from real
startups that are
located at
Audax_Iscte.

More self-
efficacy in job
search / creaƟon
performance.

Know what to
expect, more
confident, more
knowledge about
how to create
their own jobs,
and beƩer 
prepared to
assume the
responsibiliƟes of 
creaƟng a 
business.

IF 1. Job seekers are moƟvated to use the measures that the Employment Services
Agency have at their disposal (funding and technical advice) to help them to
create their own job.

2. Job seekers parƟcipate in the training program willing to learn how to develop a 
business plan and how to create their own job.

3. Entrepreneurship group is made up by moƟvated peers helping each other’s and 
creaƟng opportuniƟes with synergies and complementariƟes.  

4. Entrepreneurship trainers are skilled and moƟvated to create real-life learning
environment to respond to the needs and demands of the labour market.

THEN  Job seekers will have a higher possibility to create their own job.
BECAUSE 1. The job seekers skills have improved regarding how to design and implement a

business plan, creaƟng their own job.
2. Their knowledge of geƫng support to create their own job from governmental 

services has improved because of the links of the trainers with the employment
services.
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 CMOs for mentoring job seekers and employed for job mobility in the Portugal LL.

Outcomes Context Program
context/
intervenƟon  

Resource
Mechanism

Reasoning
Mechanism

Geƫng 
employed
and upwards and
sidewards
mobility

Target group is
composed by
young people
unemployed and
/ or employees
wanƟng job 
mobility.

Pre-selecƟon of 
moƟvated 
employees by
companies and
young
unemployed by
employment
services

Tailored
approach
regarding specific
needs

Appropriately
targeted
recruitment

The chance to get
the Mentor
support increases
moƟvaƟon.

Due to difficulƟes
in geƫng more 
responsible tasks
and promoƟons, 
the young
employees have
lost their self-
efficacy to find
new
opportuniƟes. 

Program package
for the
mentorship with
personalized
help, by a
mentor.

FaciliƟes for 
parƟcipaƟon 
including a video
studio and 3
workstaƟons 
with computers.

PosiƟve feedback 
supports
successful change
of professional
goals.

Mentoring will be
face to face and
in distance
format.

MulƟmedia 
partnership,
helping young
job seekers to
make videos for
dynamic CV
presentaƟons

Startups from
Audax_Iscte
help/access to
digital experƟse/ 
learning how to
present
themselves using
video
communicaƟon.

More confidence
in their own
abiliƟes and skills 
and possibiliƟes 
to gain mobility
and more
responsible tasks.

Mentors will be
from Iscte, PACT,
REDO, CMLagoa

CoordinaƟon 
with
employment
services and
companies for
mentorship
support during

Mentorship to
help young job
seekers to know
how to behave
when entering an
organisaƟon, 
how to
communicate

More self-efficacy
in job seeking and
job mobility
processes.

Employers gain
trust on the
mentorship



Outcomes Context Program
context/
intervenƟon  

Resource
Mechanism

Reasoning
Mechanism

and aŌer the 
intervenƟons

with their peers
and supervisors.

process and on
the effecƟve 
moƟvaƟon and 
skills of job
seekers and
employees.

IF 1. Vulnerable job seekers with difficulƟes to find a job and employees wanƟng to 
develop more responsible tasks want to take part in mentoring with the aim of
employment or job mobility.

2. Job mentors parƟcipate in mentor program and are skilful and moƟvated to 
support job seekers and employees with the aim of employment or mobility.

3. Job seekers and employees receive individual mentorship about integraƟng an 
organisaƟon, during and aŌer the employment or mobility processes. 

4. Job mentors cooperate with job seekers and employees and help them with
employment or mobility.

5. Job mentors inform about the services and benefits available for job seekers or
employees

THEN Job seekers and employees achieved their goals (employment or job mobility matching
their interests and capabiliƟes or for a promoƟon or development of tasks with more 
responsibility) for a period longer than six months.

BECAUSE 1. Job seekers and employees are more confident regarding their skills, abiliƟes and 
possibiliƟes to gain employment or mobility for more responsible tasks.

2. Job seekers and employee’s self-efficacy regarding their job performance has
increased.

3. Job seekers and employees feel appreciated by potenƟal employers. 
5. Employers are less afraid of employing job seekers and to promote job mobility of

employees, as they trust on the mentorship process and on the effecƟve 
moƟvaƟon and skills of job seekers and employees.
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