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Which significant aspects and factors (other than skills and qualifications) could play a role in generating or
strengthening mismatching situations and bottle-necks in our territorial context?

Driven by the need to circumscribe local labour market mismatch and gain a deeper understanding of its specific
facets at a local level, the Regional Observatory on Labour Market of Veneto Lavoro has long been monitoring the

phenomenon, with a set of exploratory investigations developed with qualitative methods to support the
interpretation of data on regional LM dynamics.

— Target observed: the perspective of regional Public Employment Services

Companies & employers PES jobseekers
The majority of businesses in the region are Micro, PES typically serve a group of users, many of whom face various
Small and Medium-sized enterprises, with implications forms of vulnerability that — under certain conditions — may limit
in terms of corporate culture, organizational structure, their employability and employment opportunities: mature age,
HR recruitment and development strategies, etc. caregiving responsibilities, long-term unemployment, etc.
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