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REFLEKSIONE Association

INTRODUCTION
Drafting and publication of the monitoring report of the Sectoral Strategy for Employment 2007 - 2013 under
the gender perspective is part of the project “Improving the status of women in society through combating
their social exclusion and supporting their access to the labour market”, a project implemented by Reflections
Association, with financial support from the Open Society Foundation for Albania (OSFA).
This monitoring report, under a gender perspective, takes values in a situation where more and more we
hear discussions and debates about the issue of feminization of poverty. In Albania, as elsewhere, poverty
has different consequences for women and men. Gender division of labour or sexual division of labour refers
to the assignment of different roles, responsibilities and duties for men and women, based on social ideas of
what men and women should do and are capable of doing. Different duties and responsibilities are assigned
to women/girls and men/boys, according to their gender-sex roles, and not necessarily according to their skills
or personal preferences. In time, this separation leads to a gender division of skills. Men/boys and women/
girls learn and perfect only those considered appropriate for their gender roles. This creates different skills
and abilities for them, which are then assigned to one gender only. Responsibilities of women/girls within
the household and family, often limit their opportunities to seek work and to participate actively in the labour
market. Conclusions drawn from the 2008 LSMS data show that in female-headed households the average
consumption is lower than that of households headed by men.
Unemployment is one of the main problems identified in Albania and the figures are truly alarming when
it comes to the number of unemployed women/girls. But equally alarming is the situation of women/girls
employed in the informal market, although there doesn’t seem to be comprehensive studies on the subject.
Other issues to consider in this aspect are also wages and gender differences, gender discrimination in hiring,
women/girls in the private sector especially small and medium enterprises, the status of women/girls in rural
areas, education and professional training, etc.
Although women and girls constitute the largest number of higher education graduates, their economic status
leaves much to be desired. The participation of women/girls in the labour market has decreased. The participation
rate of women/girls in the labour force in 2009 was 51.8%, compared with 56.2% in 20071. Women/girls in
Albania have less access than men/boys in starting a job and consequently the level of unemployment among
them is higher. The employment rate for the population aged 15-64 in 2009 was 53.4%. This indicator was
64.3% for males and 43.6% for females. The employment rate for women/girls has declined since 2007 when it
was 49.3%. The unemployment rate among women/girls in 2009 was 15.9%, compared with 12.2% for men/
boys in the same year, while in 2007 the unemployment of women/girls was 12.2%. The indicators of longterm unemployment (as standard definition, the long-term unemployed are the people unemployed for a period
ranging from one year or more) show that women/girls are more likely to remain unemployed for a longer time
than men/boys. The difference between them is respectively 10.6% and 7.8%. This gap has increased over
the years. Since 2007, long-term unemployment for women/girls has increased from 8.8% to 10.6%. Also,
among the discouraged unemployed, women/girls represent about 70%, which means that these women/
girls do not wish any longer to enter the labour market. Discouragement often comes from lack of social
services to care for children and the elderly. Employment by sector also shows differences in gender indexes.
In the public sector there are 54.3% male and 45.7% female employees, in the private sector there are 70.3%
male and 29.7% female and in the agricultural sector there are 43.3% male and 56.7% female. Data from the
people employed in the public sector show that women/girls occupy the highest percentage of employment in
occupations such as specialist or simple worker, positions with lower wages, compared with professions such
as legislators, officers, senior directors and policy-makers, in which men/boys are mainly seen as employees.

1. Labour Market 2009
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By making a comparison of employment in two levels, the central and local one, the data indicate that women
represent a greater percentage of employment in the central level. Thus, in the central government institutions,
43% of employees are female, while this figure in the local administration results as 30%.
The right to employment is recognized and guaranteed by the Constitution of the Republic of Albania2 and,
along with other rights, comprises the basis of the legal order. The practical application of this right is achieved
through the implementation of specific national laws, ratified international documents as well as through
specific strategies.
The Sectoral Employment Strategy of 2007-2013 aims to lay the main strategic basis for the Ministry of Labour,
Social Affairs and Equal Opportunities for the development of employment services and professional training.
This means improving the quality of services to job seeking and job providing clients and by improving the
quality of employment services, as well as efficient implementation of active and passive programs. The main
goal is to reduce unemployment to the unemployment rate for European Union countries gradually until 2013.
The main objective of the employment policies is to support job seekers in finding a suitable job. Employment
policies are an important tool for improving the labour market situation, but still have a limited impact on
reducing unemployment. This comes as a result of several factors in the labour market that are associated with
the fact that labour market policies are costly and require more people to implement them.
One of the dimensions of the Sectoral Employment Strategy is gender equality and equal opportunities. The
National Employment Service should provide measures to monitor opportunities and equal treatment between
men/women and boys/girls in the field of employment services, professional training and income support in
case of unemployment. Special policies are scheduled for groups of women/girls in need, such as:
• For “head of household” women and victims of trafficking there will be measures taken to provide
professional training at public professional training centres (free service), and measures for their
employment. This also relates to prevention of trafficking.
• Regarding women/girls of the Roma and Egyptian community, there will be work in awareness of
employees of employment offices for the implementation of existing programs to increase employment
opportunities for these groups3 and the measures envisaged in the National Strategy for the Integration
of Roma Community.
Also in the 2007-2013 Employmnt Sectorial Strategy there are objectives relating to employment and
professional training for the Roma community, employment and professional training for children working in
informal ways as well as policies for employment and professional training of potential migrants and those
returned.
Refleksione Association believes that this monitoring report from a gender perspective is a positive experience
for Albania and will serve as an analytical tool: to assess the current achievements of the Strategy; to identify
weaknesses, problems and challenges; as well as to determine objectives for the future.
In the implementation of this monitoring report were used a combination of quantitative methods and qualitative
ones. In this framework, there have been developed two main instruments4: a questionnaire for quantitative
data collection, as well as interviews for the achievement of the qualitative research component. Although the
bulk of the monitoring report consists of analysis and processing of data collected through the survey, there is

2. Article 49 of the Constitution of the Republic of Albania.
3. DCM 632, dated 18.09.2003 “On the promotion of employment program for female unemployed job seekers”
4. For details, please refer to the full format of the questionnaire and interview, attached to this report as Annex 1.

7

REFLEKSIONE Association

also information collected from the desk research, mainly regarding the introduction of legal and administrative
framework in the field of employment and professional training.
The survey was conducted in all the 12 (twelve)5 regions of the country and focused on the category of
unemployed job seekers who have benefited from the implementation of the Employment Sectoral Strategy as
well as programs in Professional Training. In total there were 1547 (one thousand five hundred and fortyseven) quantitative questionnaires completed, with a 44% gender representation of male and 56% female.
Qualitative interviews were conducted with samples of employees of labour offices. These interviews aimed to
obtain information on the implementation of the strategy from the perspective of those who provide services.
The first part of the interview focused on information about education, age and position of the employees, the
responsibilities of the institution, conduct and representation policies. The second part of the interview focused
more on information about the quality of services offered and meeting the needs of unemployed job seekers
through the provision of these services. The number of the interviewed totalled 85 (eighty-five), of which 22
(twenty two) males and 63 (sixty three) females.
An important part of this monitoring report is also the introduction of legal and administrative framework
in the field of employment and professional training. This presentation is focused on: (a) International
Documents ratified and signed by the Albanian government where the most important are: Conventions of
the International Labour Organization, Convention on the Elimination of All Forms of Discrimination
Against Women (CEDAW), a number of documents of the European Union, Millennium Development
Objectives, etc. (b) the National Legislation which will be presented with a series of laws, the most important
to be singled out are: Labour Code of the Republic of Albania, Law “On the gender equality in society”,
Law “On education and professional training in the Republic of Albania”, Law “On the protection from
discrimination” and some strategies developed during recent years, in which it is treated as a priority the issue
of employment or professional training: “National Strategy for Gender Equality, Violence against Women
and Domestic Violence 2011-2015”, “Social Protection Sectoral Strategy”, “Rural Development Crosssectoral Strategy”, “Cross-sectoral Strategy on Public Administration Reform” and “National Strategy
on the Development and Integration 2007-2013“.
Mapping of Employment Services, as part of this monitoring report, focuses on administrative aspects
of employment and vocational training. It summarizes the “Employment Services”, “Private employment
services” and “Employment promotion programs” and more specifically:
•
•
•
•
•

the program for the promotion of employment of unemployed job seekers;
the program for the promotion of employment through professional training;
the program for the encouragement of employment through institutional training;
the program for the promotion of employment for unemployed female job seekers;
the program for the promotion of employment of unemployed job seekers who have completed
higher education at home and abroad, through their involvement in apprenticeship programs in
public or private institutions/enterprises6

The analysis and interpretation of the data, as being the most important part of this monitoring report,
focuses on the results obtained from the processing of statistical and qualitative data applied. It is organized
with respect to monitoring methodology and focuses at first on the analysis and interpretation of quantitative
data and then the analysis and interpretation of data from qualitative interviews with the service providers.
In a logical approach, the last part of the report summarizes the final conclusions of the report highlighting as
the most important:

5. Respectively in Tirana, Durres, Elbasan, Berat, Korce, Fier, Vlora, Shkodra, Lezha, Kukes and Dibra.
6. Employment promotion program to be implemented for the first time in 2007.
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• People with eight-year education and college (middle) education appear to have higher incidence for
unemployment as active unemployed, while within each of these two groups results that the number
of unemployed males with secondary education is higher than that of unemployed female job seekers,
with the same educational level at about 5%. Meanwhile gender differences for unemployed people
with higher education shows/proves once again that women/girls with high school education have more
difficult access to employment compared to men/boys with the same educational level.
• Unemployed job seekers belonging to a “married” civil status, turn out to comprise a higher percentage
(70%) compared with those that belong to “single” status. By gender comparative approach it is noticed
that, if among “single” job seekers the number of women and men is the same, in the group of “married”
unemployed job seekers the number of unemployed female job seekers is lower than that of males. This
fact is supported by the conclusion that married women withdraw from the labour market for a certain
period of time, due to liabilities associated with raising a family, giving birth and raising children, etc.
Regarding the groups of unemployed job seekers who are “divorced”, “separated7” or “widowed”, it is
noticed that even though they are fewer in number in terms of their position as job seekers, again within
these groups it is women who have been affected more by unemployment. This is a very important fact
that should be considered as a priority by all institutions that offer services in the field of employment in
order to help these vulnerable groups.
• Nearly 90% of the interviewed claim that the employer has been paying social and health security. However,
unfortunately, we have to admit that this result cannot be generalizing beyond the sample selected as in
its division we were based on the monitorised indicators of counselling by the labour offices, the main
focus being the unemployed treated with economic or unemployment benefit (assistance not provided
unless they have paid social/health security). We need to emphasize the fact that from our work in the
field and ongoing contacts with individuals/groups in need, we have concluded that coverage of the
relevant obligations for social/healthcare security from the employer to the employee does not always
happen, or is simply in the parameters of the minimum obligation, causing major damage up to non
profiting of the relevant benefit/pension in time, or during periods of unemployment.
• Informal work remains the main activity that helps unemployed job seekers to overcome the difficulties
created during their period of unemployed. Another source of income is considered the treatment
with income or economic assistance/support from relatives/family members who live in the country.
Surprisingly it results that proceeds/support from relatives/family members who live abroad is classified
as a last resort support and much smaller compared to the first three. From the gender perspective, the
data revealed that women/girls are less involved in the informal sector, but their support comes mostly
from relatives who live/work within the country.
• 90% of the interviewed declare that they have registered at the employment offices as unemployed
job seekers. Among the 10% who are not registered, almost half of them claim to not have registered
because of the lack of trust placed in these structures, while others within this category state that the
reasons for their failure to register relate to the lack of information on services that employment offices
can provide, or the lack of infrastructure for not contacting/receiving information on these institutions
and their usefulness. Although positive steps have been taken, there is still need for intervention in terms
of raising awareness of the population for registration as unemployed job seeker, as well as the creation
of trust that the relevant structures will deal with the priority of the registrants.
• The majority of the interviewed (90.8%) declared that they had not attended any training course or
qualification offered by employment offices. Among those who have attended training courses or
qualifications, the number of women/girls turns out to be higher, which highlights the level of importance
that women/girls devote to their professional training. About 31.3% of the interviewed responded that
this option was not offered by employment offices; 29.07% stated that they were not offered valid
opportunities, while 9.7% claim that the reasons for not attending the courses offered are associated
with the lack of support and social services within the group, the gender difference being dominant,
females are almost double the number of males.

7. Spouses are separated but have not yet started/completed the process of divorce.
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• 75% of the interviewed that are involved in training courses have not been offered a job afterwards by the
employment offices. This fact is a very significant indication that justifies the attitude/lack of credibility of
many individuals opposed to the effectiveness of services provided by employment offices. Meanwhile,
the details regarding the group of unemployed job seekers participating in training/qualification and
which was subsequently offered a job indicate the number of women/girls has been higher than that of
men/boys.
• The data show that most of the respondents did not apply through an employment promotion program.
However, from the number of those who applied, females represent the highest percentage. The reason
why most of the respondents have not applied through employment promotion programs stands with
the fact that this option has not really been suggested/offered by the employment offices. Among the
interviewed is recorded a group that considers as irrelevant the options provided and therefore did
not consider them. Again for the group of women/girls, one of the main reasons for uninvolvement in
employment promotion programs has to do with lack of support and social care services.
• From the processing of data in terms of finding a final solution on employment, through the application
of employment promotion programs, it shows that the majority of the interviewed could not find a final
solution with respect to their employment, they are simply involved temporarily in such programs.
• There are significant changes in the attitude and mentality regarding the reliability of employment
services. This is because of the increased accountability and efforts of these institutions in offering more
quality services towards vulnerable groups. Unlike a few years ago, there is now a growing awareness
regarding the importance of registration at employment offices as unemployed job seekers, especially
among youngsters or graduates. The level of confidence in the effectiveness or quality of services
offered by these institutions remains low for a high percentage of unemployed job seekers, particularly
the long-term ones.
• Despite an increase in financial resources allocated to employment institutions, including the state
budget and foreign donors, in many cases these resources are considered insufficient in terms of space,
logistics, commodities, etc.
• In terms of increasing the quality of services, an important point that is emphasized by the interviewed
is the increase in sensitivity and opportunities to be offered in terms of the unemployed by the labour
market and businesses, particularly for vulnerable groups such as women as heads of households below
the poverty line, divorced women, trafficked women/girls, raped women/girls, people with disabilities,
young people under the age of 18, vulnerable groups such as Roma, orphans and others.
• The process of developing the Sectoral Employment Strategy gets the attention and contribution of
the structures responsible for implementing this strategy. Some of the ways that this contribution is
provided are: analysis and periodic survey of the labour market, participation in working groups that
arise during the drafting of the strategy as well as giving direct opinions/comments, providing data and
statistics based on daily work in the implementation of the adopted strategy, concrete planning for the
implementation of the strategy, etc.
• There is need of well coordinated and continuous efforts of all central and local actors, the non-profit
sector, the business as well as beneficiary groups, to influence and alleviate the problem of unemployment.
The state must hold the weight and the main responsibility in coordinating these actions.
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METHODOLOGY
As quoted above, the monitoring of the implementation of the Employment Sectoral Strategy 2007 - 2013 was
one of the main components of the implementation of the project: “Improving the status of women in society
through combating their social exclusion and supporting their access to labour market”.
The methodology used for conducting this study was a combination of quantitative methods with qualitative
ones. In this framework, there have been developed two main instruments88: a questionnaire for quantitative
data collection, as well as interviews for the achievement of the qualitative research component. Although the
bulk of the monitoring report consists of analysis and processing of data collected through the survey, there is
also information collected from the desk research, mainly regarding the introduction of legal and administrative
framework in the field of employment and vocational training.
The questionnaire, which was the main instrument of data collection during the survey, was constructed based
on individual answers, where the unit of choice was the individual. The questionnaire consisted of four parts,
each of which focused on certain information. The first part collected more general information mainly related
to gender, marital status, education level, geographic position of the respondents, etc. The second part of the
questionnaire focused more on information related to the previous relations in the field of employment, mainly
those specified in the employment sector, job position, working hours, etc. The third part of the questionnaire
collected data and information relating to the period of unemployment and the services offered in this case
by the respective institutions. Meanwhile, the fourth part of the questionnaire focused more on information on
employment mediation services, offered by the employment offices, more specifically information about the
type of employment offered, the relevant sector, the relations regarding the compliance of security and social
health components, etc.
The survey was conducted in all the 12 (twelve)9 regions of the country over a period of 6 (six) months10.
The survey sample was based on a quota level for each region, a level determined by taking into account the
percentage of the unemployed registered for each region.
Table 1: Number of questionnaires distributed by regions.

REGION

NUMBER OF QUESTIONNAIRES

PERCENTAGE OF DISTRIBUTIONS

Berat

105

6.79

Durrës

176

11.38

Elbasan

103

6.66

Fier

104

6.72

Gjirokastër

96

6.21

Korçë

101

6.53

Kukës

90

5.82

Lezhë

103

6.66

Dibër

151

9.76

Shkodër

154

9.95

Tiranë

261

16.87

Vlorë

103

6.66

TOTAL

1547

100.00

8. For details, please refer to the full format of the questionnaire and interview, attached to this report as Annex 1.
9. Respectively in Tirana, Durres, Elbasan, Berat, Korce, Fier, Vlora, Shkodra, Lezha, Kukes and Dibra.
10. Situation before / after the election at the local level led to the length of the survey, particularly in the lower and creating difficulties
for data collection, especially in connection with the services provided by relevant institutions in the field of employment. The data was
gathered during the period May - October 2011.
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The survey focused on the category of unemployed job seekers who have benefited from the implementation
of the Employment Sectoral Strategy as well as programs of Professional Training. These categories are
monitored by the employment offices under a range of indicators, which served as the basis for the allocation
of quota for each category and for each service offered by these institutions. After setting the quotas for each
region and service categories, the selection of interviewees was made at random. Meanwhile, the working
group decided on some conditions on the survey, such as:
1. To be surveyed only people included in the group of population of working age, i.e. aged 16 to 65 years old;
2. To be surveyed only one of the spouses within the same family;
3. To maintain a balance between the number of male and female respondents;
4. To aim primarily the survey of people (male and female) who had started a work relation after treatment
offered by the relevant institutions in the field of employment, during the time of being registered as unemployed
jobseeker.
Table 2: Distribution of the sample with quotas by regions.
Monitorable indicators of
counselling from Labour
Offices

Total of assisted
on employment

Unemployed
on economic
benefits

Unemployed on
unemployment
benefits

Advised

Contacts with
the employee

Tiranë

260

30

70

50

50

Durrës

170

30

70

20

30

Elbasan

150

20

70

20

20

Shkodër

150

20

70

20

20

Kukës

150

20

70

20

20

Dibër

100

20

70

20

20

Korçë

100

20

50

10

10

Gjirokastër

100

20

50

10

10

Vlorë

100

20

50

10

10

Fier

100

20

50

10

10

Lezhë

100

20

50

10

10

Berat

100

20

50

10

10

Part of the survey methodology was also training a group of interviewers in order to explain each question of
the research instruments, explaining the separation and selection of sampling and the explanation of all the
rules to be followed in collecting the answers and information as close to reality as possible. The training was
followed by field testing of questionnaires, as well as improving some questions that resulted too vague to
gather relevant information.
The collection of information on the field was followed by the casual process of information validity control, the
results of which dictated us to return back to the field to recollect information from a group of 300 respondents.
The process of data entry and selection was conducted within a two month period, followed by the processing
and analysis of the data collected, as a result of which a set of tables was compiled with relevant quantitative
indicators, which can be found in the following pages, as illustrations of the conclusions drawn from this
monitoring.
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General characteristics of the survey sample.
The survey touched a population of an average age group of 41 (forty one) years old for males and 38 (thirty
eight) years old for females11. Meanwhile, the percentage of the respondents by gender results to be about
44% male and about 56% female. The education level of the respondents has resulted mainly middle (college)
or professional middle education (45%), while about 17% reported higher education. It must be emphasized
that there is a significant difference between the sexes in terms of higher education, as 20% of the surveyed
with higher education are females, with only 13% males. The survey shows that 70% of the respondents are
married, 90% of the respondents are part of the family with one crown and have an average number of children
of about 1.7. There are no significant gender differences in this regard.
Qualitative analysis.
The qualitative analysis was conducted through interviews of employees from labour offices. These interviews
were intended to collect information on the implementation of the strategy from the perspective of those who
provide the services. The first part of the interview collected information on education, age and position of
the employees. Then each of them provided information on the responsibilities of the institution, conduct and
representation policies. The second part of the interview focused more on information about the quality of
services offered and meeting the needs of unemployed job seekers through the provision of these services. The
number of the interviewed totalled 85 (eighty-five), of which 22 (twenty two) males and 63 (sixty three) females.
Their average age was 38 (thirty eight) years old. About 95% of them result to have higher education. 67% of
the interviewed were in the position of the specialist and the rest in the position of manager of employment
offices.
Limitations of the survey.
The survey was conducted by choosing as data disaggregation and separation level the region and the sample
division was conducted based on the services and people for each service. Despite the number of people
surveyed being relatively significant (1.547) and the division in all the regions, the first limitation of this survey
has to do with the fact that the method of distribution in the regions of the registered unemployed did not
represent a part of the unemployed population (registered and unregistered). Consequently, throughout our
analysis we will refer to the sample and not the entire population of all regions.

11. We should not forget that during the construction of the sampling, one of the conditions had to do with the age of respondents who
had to be included within the economically active age (i.e. up to 65)

13

REFLEKSIONE Association

LEGAL FRAMEWORK IN RELATION
TO EMPLOYMENT IN ALBANIA
The right to employment is recognized and guaranteed by the Constitution of the Republic of Albania12 and,
along with other rights, comprises the basis of the legal order. The practical application of this right is achieved
through the implementation of specific national laws, ratified international documents as well as through
specific strategies.
A. INTERNATIONAL DOCUMENTS.
In the Constitution of the Republic of Albania and particularly in the provisions of the Labour Code, it is reflected
in a satisfactory manner the standards of the “Employment Convention and Recommendation” 19613, the
“European Convention on Human Rights and Fundamental Freedoms”14, for ensuring full employment,
profit making and freely chosen as a means to achieve the practical achievement of the right to work.
The Republic of Albania in support of Law no. 8086, dated 13.3.1996 has acceded to the Conventions of the
International Labour Organisation, such as Convention no. 105 “On the Abolition of Forced Labour”,
Convention no. 111 “On Discrimination in Employment and Occupation” or Convention no. 138 “On the
Minimum Age for Admission to Work”.
The International Labour Standards act as an international code and define principles and goals that must be
followed. Its structure gives the possibility to governments, employers and employees to agree on basic rules
of agreement in the sphere of work. The International Labour Organization (ILO), in order to spread among the
nations global programs to achieve full employment and raising the standard of living, reviews and evaluates
the role of economic and financial policies in employment policy. Some of the International Labour Conventions
and Recommendations that are directly related to employment policy are:
• Convention and Recommendation on the Employment Service, 1948
• Recommendation on Professional Leadership, 1949
• Recommendation on Professional Qualification, 1962
• Convention and Recommendation on Discrimination (Employment and Occupation), 1958
• Recommendation on Employment Policy, 1964
• Recommendation on Employment Policy (Supplementary Provisions), 1984
• Convention no. 138 “On the Minimum Age at Work” (1973), ratified by Albania in 1996
• Convention no. 182 on “Prohibition of the Worst Forms of Underage Labour” (1999), ratified by Albania
in 2001
• Convention no. 131, dated 06.06.1970 “Minimum Wage Assignment,” ratified by Albania through Law
no. 8775, dated 23.04.2001
• Convention No. 26 “Establishment of a Mechanism for Setting the Minimum Wage” (1928), ratified by
Albania through Law Nr.8786, dated 07.05.2001
• Convention Nr.95 “Protection of Wages” (1949), ratified by Albania through Law Nr.8787, dated
07.05.2001
• Convention no. 183 “Maternity Protection” (2000) of ILO, ratified by Albania through Law Nr.8829, dated
05.11.2001
• Convention nr.155 “Occupational Safety, Health and Working Environment” (1981), ratified by Albania
through Law Nr.9147, dated 30.10.2003
• C100 - “Equal Remuneration Convention” (1951), and others.
An important international document which we must emphasise when analysing the field of employment law
12. Article 49 of the Constitution of the Republic of Albania
13. Section 1. General principles. Recommendation on the Employment Policy (Supplementary Provisions) 1984
14. Article 4, which is about the forced labour or coercion, the European Convention on Human Rights, ratified by Albania 1996..
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is the Convention on the Elimination of All Forms of Discrimination Against Women (CEDAW). In article
11, the Convention specifies the obligations of the participant countries in the field of employment requiring
them to: take measures to eliminate discrimination against women/girls in the field of employment; to ensure,
on the basis of equality of men and women, the right to work, equal employment opportunities, free choice of
profession, professional preparation and qualification, promotion opportunity, equal pay, social security, health
protection and safety at work including maintenance of reproductive function. In article 13, the Convention
specifies that participant countries shall take all measures to eliminate discrimination against women/girls
in other areas of economic and social life to ensure the same rights, mainly concerning the right to family
benefits focusing on the right to credit, loans and other forms of financial credit. Meanwhile in Article 14, the
Convention emphasizes the fact that participant countries should consider the problems faced by women/girls
in rural areas and the roles they play in the economic survival of their families, including work on non-monetary
sectors of the economy and should take appropriate measures to ensure implementation of this Convention
for women/girls in rural areas.
Similarly, in this context it is worth emphasizing the importance of a range of European Union documents, such
as:
• Directive of the European Parliament and the European Commission of 23 September 2002 - to
implement the principle of equal treatment for men and women regarding access to employment,
professional education and increase in responsibility and working conditions;
• European Commission Directive 86/613/EEC of 11 December 1986 - to implement the principle of
equal treatment between men and women involved in economic activities based on self-employment,
including agriculture, and to protect women’s self- employed during the pregnancy and maternity leave.
• European Commission Directive of July 2010 for candidate countries - to increase employment of
women/girls, increasing social inclusion of women/girls and marginalized groups, as well as increase of
self-employed/businesses run by women/girls;
• European Union Strategy for equality between men and women 2010-2015 - which highlights many
important actions to be taken to promote gender equality in the implementation of all aspects, including
employment.
Another important document is also the one that contains the “Millennium Development Objectives”, in
support of which the Parliament adopted in July 2003 a corresponding resolution. The Third objective of the
Millennium Development Objectives is specifically designed to empower women/girls, including their economic
empowerment.
B. ALBANIAN LEGISLATION.
“The Labour Code of the Republic of Albania”, approved by Law no. 7961, dated 12.7.1995, as amended
and completed by Law no. 8085, dated 13.3.1996, as well as by law no. 9125, dated 29.7.2003. This Code
is based on the main constitutional provisions of the Republic of Albania respects the ratified international
conventions and is based on generally accepted norms of international law. The Labour Code recognizes the
equal right for men and women to choose their profession freely, the right to equal remuneration for equal work,
the right to annual paid leave, etc.
Law no. 7995, dated 20.09.1995 “On the Promotion of Employment”, which underwent changes and
amendments to Law Nr.8444, dated 21.01.1999 and Law Nr.8862, dated 07.03.2002. The purpose of the
law in relation to employment, professional training and qualification, the National Employment Service and the
employment fund, is to actively pursue the general policy to support full employment, productive and freely
chosen15. The state creates and develops the Labour Offices, which operate under the control of a central
authority, to fulfil the right of all citizens resident in Albania, to profiting employment, to receive counselling and

15. Article 1, Law No. 7995, dated 20.09.1995 “On the Promotion of Employment”
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professional training for any such employment and to receive income support16.
Law 7986, dated 13.09.1995 “On State Inspectorate of Labour”, as amended and completed by Law no.
8857, dated 07.02.2002, is intended to ensure the implementation of labour legislation by employers and
people employed by them.
Law Nr.9034, dated 20.03.2003, “On the Migration of Albanian Citizens for Employment Reasons”, regulates
relations in the field of immigration of Albanian citizens, who leave the Republic of Albania for employment
purposes. The state guarantees care and protection of its citizens and immigrants as well as maintaining and
strengthening their ties with the Republic of Albania. The subjects of this law are Albanian citizens who migrate
for employment in another countries, under the provisions of this law and international standards accepted by
the receiving country. In this law there defined the rights of Albanian citizens on immigration (employment) as
well as the liabilities of the Albanian state towards immigrants.
Law no. 9970, dated 24.07.2008 “On gender equality in society,” evidently satisfies the legal framework
regarding equal rights between women and men. This law puts both sexes in equal positions in relation to
employment, education, decision-making, anti-discriminatory behaviour and sexual harassment.
Law no. 8872, dated 29 March 2002, “On education and professional training in the
Republic of Albania”, in Article 1, paragraph 3, stipulates the right of lifelong education and
professional training. This law guarantees full equality of treatment for all, regardless of
gender, regarding access to education and professional training, counselling and guidance.
Directive No. 394, dated 23 February 2004, by the Ministry of Labour, Social Affairs and Equal Opportunities
“On the fees of professional education system”, specifies that vulnerable categories, including Roma and
trafficked women/girls, do not pay any registration fee for training courses offered by the Public Centres of
Professional Training.
Law no. 10221, dated 04.02.2010 “On protection from discrimination”, on chapter 217 has a number of articles
which specify the prohibition of discrimination in employment, the obligations of the employers and the rights
of the employees.
Some strategies developed during recent years, in which is treated as a priority the issue of employment or
professional training, are listed as follows:
• “National Strategy for Gender Equality and against Domestic Violence 2007-2010”18, in objective 3.1
of which is highlighted the growing number of projects or programs which promote professional training and
employment of women and girls, as well as the extension of these projects in rural areas.
• “National Strategy for Gender Equality, Violence towards Women and Domestic Violence 2011 2015”19, based on the above-mentioned strategy, has one of its main goals the economic empowerment
of women and men through addressing gender inequalities that lead to poverty, as well as promoting social
inclusion.
• “Social Protection Sectoral Strategy20” defines women as one of the vulnerable groups. The presence of
the objective for access to social services in this strategy has helped in viewing social problems in gender points
of view. In the social protection strategy there is a special part in relation to women/girls which emphasizes the

16. Article 2, Law No. 7995, dated 20.09.1995
17. Chapter II, Articles 12 - 16.
18. Approved by DCM no. 913 dated 19.012.2007;
19. Approved by DCM no. 573 dated 16.06.2011
20. Approved by DCM 80, dated 28.01.2008
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social services for victims of trafficking and women/girl victims of domestic violence.
• “Cross-Sectoral Strategy on Rural Development21”, in which women/girls are treated as a vulnerable
category along with children and the elderly. The issue of women is also related to the migration of men from
rural areas and the scarcity of social services that affect women/girls.
• “Cross-Sectoral Strategy on Public Administration Reform22”, aims the quality of public services and
states that women/girls employed in public administration are equally protected by common law. Gender quotas
that could regulate the representation of women/girls in the public administration sector do not constitute an
obligation for the employee.
• “The National Strategy for Development and Integration 2007-201323” represents the country’s
fundamental strategic document that combines the perspective of sustainable economic development
and social integration in the European Union and NATO, as well as achieving the Millennium Development
Objectives. In this national strategy it is considered that the growth rate of employment is one of the conditions
for sustainable development. This can be achieved through improved infrastructure and increased investment,
but also through investment in human capital. The strategy shares the same purpose with the Lisbon Agenda
to pull into the job market and to keep more people employed, as a vital instrument “that supports economic
growth, social cohesion and fights poverty.”
• “Strategy for Decentralization and Local Governance24” - The decentralization of employment services,
education and social welfare charges the local power with enormous responsibility of securing the rights of
women/girls to be represented equally with men/boys.

21. Approved by DCM nr.775 dated 14.11.2007
22. Approved by DCM nr.1017, dated 18.09.2009
23. Approved by DCM nr.342 dated 12.03.2008
24. According to Law 8652 dated 31.07.2000 “On the organization and functioning of local government”.
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EMPLOYMENT SECTORAL STRATEGY
2007 - 2013
The Employment Sectoral Strategy aims to lay the main strategic basis for the Ministry of Labour, Social
Affairs and Equal Opportunities for the development of employment services and professional training. This
means improving the quality of services towards job seeking and employing clients by improving the quality of
employment services, as well as efficient implementation of active and passive programs. The main goal is to
reduce unemployment at the unemployment rate for European Union countries gradually until 2013. The main
priorities of this strategy are:
• Reduction of unemployment by 0.3% - 04% each year;
• Increase in employment by 1.9% - 2.2% per year;
• To include within 2013 20% of the registered unemployed to participate in an active program in the form
of training, retraining, workplace practices, or other measures that generate employment;
• Programs for the opening of new jobs and retaining existing ones;
• Promote professional training throughout life;
• Increase investment in human capital;
• Ensure all the state’s support for the unemployed and groups in need;
• Improving the performance of employment services network within the existing capacity;
• To create a positive climate for business development and investment, increase competitiveness of
SMEs in regional and global market through the development of information and technology, reduction
of administrative barriers and creating incentives for business;
• Gradual narrowing of the impact of the informal sector.
The main objective of employment policies is to support job seekers in finding a suitable job. Employment
policies are an important tool for improving the labour market situation, but still have a limited impact on
reducing unemployment. This comes as a result of several factors in the labour market that are related to the
fact that labour market policies are costly and require more people to implement them.
One of the dimensions of Sectoral Employment Strategy is gender equality and equal opportunities. The
National Employment Service should provide measures to monitor equal opportunities and equal treatment
between men and women in employment services, professional training, and support it in case of unemployment.
Special policies are scheduled to be followed for groups of women in need, such as:
• For “head of households” women and victims of trafficking, measures will be taken to provide professional
training at public professional training centers (free service), and measures for their employment. This also
relates to prevention of trafficking.
• For women/girls of Roma and Egyptian community there will work to sensitize the staff of employment offices
for the implementation of existing programs to increase employment opportunities for these groups (DCM 632
dated 18.09.2003) and the measures predicted in the National Integration of the Roma Community.
Also in 2007-2013 PSU there are objectives relating to employment and professional training for the Roma
community, employment and professional training for children working in informal ways as well as policies for
employment and professional training of potential migrants and those returning.
Improving the business environment and actions for SME. Development of SME sector is considered
as the most efficient for economies in transition, which generates sustainable economic growth, employment
and poverty alleviation. Macroeconomic growth was around 6% before 2008, but dropped to 3% in 201025.

25. Albania 2011 Annual Progress Report, European Commission 2011, Report on the global development of humanity.

18

REPORT: Monitoring of the Employment Sectoral Strategy from Gender perspective

Undoubtedly, the SME sector has an important contribution in this process. The contribution of SME sector is
valued to provide about 64% to the GNP and the employment of about 66% of employees in the private sector.
Passive programs - unemployment benefit. Unemployment benefits are paid for up to one year for people
who have paid contributions for at least 12 (twelve) months. In order to promote training during their period of
unemployment, unemployment payments can be extended up to 18 (eighteen) months, provided they receive
no salary or other benefit during the training period.
Professional training. The main objectives of the strategy in relation to education and professional training are:
(a) Increase the flexibility of the offer, opportunities to access, advancement and vertical and horizontal mobility
in professional education and training, (b) modernization of the curriculum model for linking with the labour
requirements and increase the degree of flexibility, (c) Development of institutional mechanisms to perform new
functions and support functions in the current professional education and training, (d) Development of teaching
and managerial competence personnel of the professional education, (e) Completion of normative-legal
framework of education and professional training to support all reform changes in this sector, (f) quantitative
and qualitative development of the objects, facilities and teaching aids to support the anticipated qualitative
and quantitative growth of the supply of education and professional training.
Measures to improve the situation in the informal market. The phenomenon of informal work has its
negative sides such as: disorientation of the labour market, encouraging illegal work, reducing revenues to the
state budget, reduction of income for social security and health, creating a vulnerable class of people, etc. In
order to minimize “black labour”, new efficient methods that use the experience of other countries are being
introduced.
Protection and health at work. Protection and health at work are a key priority and at the same time a
continuous process and purpose. The achievement of this goal will be reached through harmonization of
legislation on the health and safety at work with EU legislation, as well as improving the capacity for control
and protection services.
Social dialogue. For the improvement of social dialogue in Albania, the actors of social dialogue in the country
have recommended: (a) Further improvement of the legal system, reflecting the requirements of international
conventions, (b) Increase the efficiency of social dialogue at central level, branch- profession level, regional and
local level, (c) Improving the functioning, organizational perfection, increasing the degree of autonomy, further
expanding the scope of consultation, as well as increasing the level of management. The following proposals
have been made: Institutionalization of the sectoral dialogue through the establishment of common ground,
mainly for industrial relations, education and health: Improving the functioning of the consultative councils
in regional and local level, by expanding the scope of consultation and appointment of technical structures
management, expansion of private sector union organization.
Other planned goals through the implementation of this Strategy are:
• To perform a realistic analysis conform the standards of EU countries, there will be for the period 2007
- 2013: Annual analysis of the effectiveness of programs to promote employment, as a prerequisite
for determining the priorities for the coming year; as well as analysis and monitoring by international
institutions like the EU and the ILO, the performance of programs aimed at improving their implementation
in the future. In the longer term, it is proposed that the monitoring of these programs is made by
accredited independent expertise and certified for the realization of such a mission.
• Professional practice will be a new program in the labour market. This program will focus on the
category of youngsters, who have just finished their studies at their university or high school within the
country and abroad and are unemployed, as a result of lack of work experience. For this reason, these
youngsters will be included in professional practice programs (internships) in enterprises or institutions
whether private or public.
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• In addition to professioonal practice programs, in the promotion of youth employment it is aimed: (a)
ongoing implementation of programs to promote employment where priority will be given to youngsters,
(b) the efficient implementation of the counselling program for employment and occupation, including
mobile counselling programs in schools, universities and in the employment office, (c) for specific groups
of youngsters there will be measures taken in connection with their professional training with reduced
fees or free public professional training centres.
• Another program on the labour market will be one for people with disabilities (PWD). The purpose of
this program is to implement the employment promotion law (Article 17), regulate the obligation of the
employer for employing PWD and in cases where he/she does not do this, to deposit in the NES fund
a minimum salary for each person that has not been employed. The funds collected will be used for
opening new jobs for these people. The forms of support will be: (i) financing at the national minimum
wage and mandatory insurance for each employee, (ii) subsidies for the provision or adaptation of the
workplace, (iii) fees for the formation through work, (iv) job openings in which are hired massively people
with disabilities (workshops and common employment centres).
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MAPPING OF EMPLOYMENT SERVICES,
BASED ON THE EMPLOYMENT
SECTORAL STRATEGY 2007-2013
A. Employment services.
Employment public service in the labour market is implemented by the National Employment Service (NES),
which is an independent public service, with the status of a central state administration, answering to the
Minister of Labour, Social Affairs and Equal Opportunities. The highest decision-maker of the National
Employment Service is the Tripartial Administrative Council with the participation of 3 (three) representatives
of employers, 3 (three) employees and 7 (seven) of the state. Services offered by the NES include activities
such as: (i) the registration of jobseekers, (ii) employment mediation (matching demand and supply for labour),
(iii) guidance and counseling for job seekers, (iv) preparation of documentation for unemployment benefits, (v)
orientation and placement in professional training, (vi) the collection of information on the labour market, (vii)
implementation of programs to promote employment. The National Employment Service as an institution that
provides services and implementing employment policies in the labour market, accomplishes this mission
through a network of 36 (thirty six) Employment Offices. Creating a quality system of services necessitates the
creation of a computerized information system of employment services, as well as initial and continuing training
of the NES staff.
The strategic objective for 2007-2013 in the field of employment services is the modernization of services by
continuously transforming the NES from an institution that provides administrative services to the institution
that provides services to its two main customers, unemployed jobseekers and business. To achieve this
objective it is necessary: (i) institutional strengthening and development of employment services system, (ii) to
create a modern and unique system of employment services across the country through the improvement and
development of methods of work and managerial capacity of the staff, (iii) to increase employment and decrease
unemployment through the implementation of active employment policies, (iv) to establish and develop strong
partnership relationships with other actors operating in the labour market, especially with the social partners.
The objectives that have been taken and continue to apply to achieve these key objectives can be grouped
as follows:
1. Creating a modern and unique system of employment services across the country;
2. Establishment and development of partnership relations with other actors in the labour market;
3. Development of Information Technology (IT) in the employment services as a key factor for improving
the quality of services;
4. Improving contacts with enterprises;
5. Human resources development.
B. Private employment services.
Albania has ratified convention no. 181 of the ILO “Private Employment Agencies” which includes activities that
a private employment agency need to conduct and the rights and obligations of the clients of such services.
Starting from 1999, Albanian legislation allows the creation and operation of private employment agencies.
These agencies provide: (i) services to assess the requests and applications for employment within and outside
the country, (ii) services related to job searching, (iii) services for hiring workers, to become available to a third
party, physical or legal person, who assigns tasks and supervises their implementation. The activity of private
agencies is mainly focused on hiring a limited number of people, especially those abroad. The main goals for
the improvement of private employment agencies in the labour market are:
• To increase their cooperation with public employment services;
• Stricter control at the time of licensing, so that those who receive the license are able to perform the
services;
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C. Employment promotion programs
Employment promotion programs were presented for the first time in Albania in 1999. The main aim of these
programs is: (i) the creation of new jobs and reduce unemployment, (ii) the professional training of unemployed
job seekers, especially in those areas where there are no training facilities, (iii) help the company to increase its
activity and to make a better selection of the workforce, (iv) direct encouragement of employment of a part of
the trainees, (v) minimization of “black labour”; (vi) involvement in these programs of unemployed job seekers,
beneficiaries of the schemes of income support in order to reduce the costs of these programs, (vii) to promote
youth employment and special groups of unemployed. Employment promotion programs are the only active
state programs that operate directly in the group of unemployed job seekers to encourage them to find a long
term employment. These programs, along with the mediation program at work, influence realistically to reduce
the number of registered unemployed and, more importantly, removing them from the passive schemes of
income support (unemployment benefits and financial assistance).
Currently there are applied 5 (five) employment promotion programs, as follows:
1. The program of promoting employment of the unemployed job seekers: employers who hire with
temporary employment (3-6 months) the unemployed job seekers, can benefit monthly financing up to
100% of the minimum wage and social security costs of the beneficiaries. If the beneficiaries are hired
for a period of one year and through regular contracts, the employer has the right to receive a monthly
financing equal to the sum of a minimum wage and social security contributions mandatory for a period
up to 5 months. If the beneficiary has no relevant professional training to the task that he or she must
perform and the employer offers it, he/she can gain an increase of 10-20 percent of funding for each
beneficiary.
2. The program of promoting employment through professional training: this program financially
supports the employers that provide the training of beneficiaries and hire a number of the trainees for
at least a year. The government financially assists the employer in respect to wages and social security
contributions during nine months of training. After completing the training courses, the employer is
obliged to hire 40 (forty) percent of the trainees.
3. The program to encourage employment through institutional training: employment offices
establish and provide training to the beneficiaries of those companies that (i) guarantee employment
after completion of training or (ii) can show through market studies and investigation work that the
training will be useful for the participants. The beneficiaries who refuse to participate in these courses
are removed from the list of unemployed job seekers and have their unemployment benefits stopped.
4. The employment promotion program of female unemployed jobseekers: aims to integrate into the
labour market women/girls marginalized such as Roma women/girls, formerly trafficked women, the
elderly and invalid women/girls. It lasts from one to three years. During the first year, the employer can
obtain 75 percent financing for social security contributions and 4 (four) minimum wages. During the
second year, employers receive 85 percent of contributions for social insurance and 6 (six) minimum
wages and during the third year they receive 100 percent of social security contributions and 8 (eight)
minimum wages.
5. The program of promoting employment of unemployed job seekers who have completed higher
education at home and abroad, through their involvement in programs of professional practices
in institutions/public or private companies26: public employers are required to give free access of their
facilities to these job seekers, in relation to administration personnel, under the scheme: for every 50
staff members - one apprentice. Private employers, who take in their facilities unemployed job seekers
involved in this program, receive a monthly funding from the respective employment office, at 100
percent of the base level of unemployment benefit, for every month of practice of the job seeker. The
same measure of funding is received by the unemployed job seekers involved in this program.

26. Employment promotion program to be implemented for the first time in 2007
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Participation of women in the labour market.
According to the Labour Force Survey (LFS) 2009, the population of working age in Albania is 2.15 million
people, while the labour force is 1,346,000 people or 61.9% of the population 15-64 years old27. Women and
girls constitute 51.8% of the economically active population, while males constitute 73.3%. The participation
of women in the labour market has decreased in recent years. The level of participation of women in the
labour force in 2009 was 51.8% versus 56.2% in 200728. The employment rate for 2009 was 53.4%, while
the unemployment rate was 13.8% of the population. If we look at the participation in the labour force (ratio of
economically active population aged 15-64 and working age population), sorted by gender, we see a difference
of 19.3% among males and females. The rate of labour force participation for males was 73.3%29 and 51.8%
for females. In 2008 there was an increase of the gender gap in comparison with the 2007 results of AFP.
The gender gap also, with respect to unemployment, is important. The unemployment rate for women/girls in
2009 was 15.9% and for men/boys was 12.2%, while in 2007 the unemployment of women/girls was 12.2%.
In connection with long-term unemployment women/girls are more likely to remain unemployed for a longer
period than men/boys. The difference is significant, respectively 10.6% and 7.8%, and has grown over the
years. Since 2007, the long-term unemployment for women/girls has increased from 8.8% to 10.6%. Also,
among the discouraged unemployed, women/girls make up about 70%30, which means that these women/
girls do not actively seek to reintegrate into the labour market.
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Chart 1: Key labour market indicators by gender. Source: AFP 2009

Besides the above indicators, there are also other indicators that are just as important, or more, compared to
the level of employment and unemployment rates such as labour force participation and the rate of inactivity.
The rate of inactivity refers to the percentage of people who, in principle, should have been active in the labour
market but are not registered either as employed or unemployed. This rate is 26.7% for men/boys, while for
women/girls is almost two times higher, respectively, 48.2%.
In relation to employment by sectors, we have a situation where the state sector has 54.3% male and 45.7%
female, the private sector has 70.3% male and 29.7% female, and the agricultural sector has 43.3% male
and 56.7% female. The data of the employed in the public sector show that women/girls occupy the highest
percentage of employment in occupations such as specialist or simple worker, positions paid less, compared

27. Institute of Statistics, Outcomes of Labour Force Survey, 2009, http://www.instat.gov.al/graphics/doc/downloads/lfs/Rezultate%
20AFP% 202009.pdf
28. Ibid
29. INSTAT, Labour Force Survey 2009
30. Ibid
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with professions such as lawyers, clerks and high managers, policy makers, which employ mainly men/
boys. By making a comparison of employment in two levels, central and local, the data indicate that females
represent a greater percentage of employment in the central level. Thus at the central government institutions,
43% of employees are female, while this figure in the local administration results at 30%. The employment of
females is seen mainly in the sectors of health and education and less in other sectors such as bar-restaurants,
manufacturing, trade.
Table 3: Structure of employment by sector (15 - 64 years old). Source: LFS 2009.
Structure of labour force
Male

Female

Total

Public Sector

16

17.6

16.7

Agriculture

33.2

56.5

43.2

Private Sector

50.8

25.9

40.1

The above table shows how men/boys and women/girls are represented in different sectors of the labour
market. It can be seen that a higher percentage of women/girls is employed in agriculture, 56.5%, compared
with 33.2% for men/boys. Another significant gender difference can be seen in the private sector, while in the
public sector there is little difference between the participation of men/boys and women/girls.
In the industrial sector, textiles and shoemaking occupy about 30% of employment. Here is a work force of
unskilled, underpaid and dominated by women/girls. Meanwhile at the agricultural sector which is decreasing,
we have a participation of men/boys of around 33.2% and 56.5% for women/girls. If we refer to the data of
women/girls employment by different sectors, we see that they are employed in less paid sectors31.
Table 4: Overall employment by economic activity32
Economic activities according to NACE code

% male

% female

Activities for human health and social work

23.8

76.2

Education

37.0

63.0

Agriculture, forestry and fishing

43.6

56.4

Financial and insurance activities

49.6

50.4

Production

52.5

47.5

Other

62.4

37.2

Wholesale and retail trade

63.0

37.0

Accommodation and food services activities

65.4

34.6

Public administration and defense

71.1

28.9

Real estate activities

76.1

23.9

Power supply and gas

78.7

21.3

Transportation and telecommunications

83.3

16.7

Extraction of minerals and stones

90.8

9.2

Construction

97.3

2.7

In this table we see how some sectors are exclusive to women/girls and some for men/boys. Again we have
the same view, where the sectors of health, education and social work are dominated by women/girls and it
should be noted that payments in these sectors are the lowest.
Women/girls are more vulnerable to dismissal, or are less favorable to be employed or maintain the workplace,
especially during pregnancy. The low level of remuneration of women/girls also affects their low participation
in private self-employment activities, which provide higher income than the public sector. The low access to
31. INSTAT, Females and Males in Albania, 2008
32. Source: Adapted from Females and Males in Albania, INSTAT 2008
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property (only 8 percent of women/girls legally own property33), as well as the lack of favorable policies to
encourage private enterprise to women/girls, has led to a low number of those who run small businesses,
medium or large.
In 2005 only 17% of non-agricultural businesses were led by women/girls; in 2010 there was a small increase
of 18%34. Ensuring equal opportunities for paid employment has a positive impact in bringing the family out of
poverty and increasing social status of women/girls in the family. From an analysis of the factors affecting the
amount of compensation, such as age group, education level and gender, the latter turns out to affect strongly.
Women/girls are significantly disadvantaged by men/boys, with an average salary of 35% lower for the same
educational level35. Also a more detailed analysis by economic sectors shows that the average net monthly
wages of men/boys is36 significantly higher than that of women/girls in all branches of the economy and the
difference is more pronounced for salaried employees in the private non-agricultural sector.
The concern for the situation of women/girls in the labour market in Albania is also touched in the Closing
Comments37 of the forty-sixth session of the Committee on the Elimination of Discrimination against Women.
While commending the participant Country for its achievements in the employment sector, particularly concerning
the adoption of legislation relating to equal employment opportunities to women, the Committee is concerned
about the prevalence of an incredibly high number of unemployment among women compared with
men, although the participant Country recognize that women have good academic results and that is prevalent
among women belonging to the most deprived groups or working in the informal sector. The Committee is also
concerned about the state of social security of a high number of women that are removed from work
after the economic reforms and privatizations undertaken during the transition period in 1990. The
Committee is concerned about the large gender difference in salaries, unimplemented support schemes
developed for women who need to fulfill family obligations and work and limited supervision exercised
by the Labour Inspectorate, particularly with regard to dangerous workplaces for women, women
working at home and the informal sector, and sexual harassment in the workplace. Given this situation,
in the relevant recommendations, the Committee urges the participant Country:
• To ensure de facto equal opportunities for women and men in the labour market among other things, the
use of temporary and specific measures in accordance with Article 4, paragraph 1, of the Convention
and the Committee’s general recommendation No. 25, also about women who have been without work
since the period of transition and are without adequate social security in order to avoid that they rely on
social assistance when they reach retirement age.
• To monitor closely the situation of women working in the informal sector and at home and introduce
measures relating to employment, to ensure that women have the opportunity to work full-time and
permanently with adequate social benefits, if they wish.
• To empower special training programs for different groups of unemployed women.
• To strengthen also the effective measures that allow the combination of family and professional
responsibilities, particularly in rural areas and to promote sharing of family and household responsibilities
between men and women, among others, through awareness and education initiatives for women
and men for the appropriate sharing of childcare or other dependent members of family, as well as
household economical duties.
• To review the issue of differences in wages between men and women and to refer to research and
practices in relation to equal pay for equal work or work of equal value in order to overcome the
differentiation in wages.
• To strengthen inspection measures in order to ensure a better implementation of the Labour Code,
particularly with regard to dangerous working places that are filled by women, women working at home
and the informal sector, and sexual harassment in the workplace.
33. Amnesty International: “Albania. Domestic Violence against Women. It is not her shame “, 2005
34. Albania Country Gender Profile 2010, JICA.
35. In the estimates the ages have not been weighted.
36. INSTAT- LSMS 2005
37. Concluding comments of the Committee on the Elimination of Discrimination Against Women, July 30, 2010 - Committee on the
Elimination of Discrimination of Women Forty-sixth session from 12 to 30 July 2010.
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ANALYSIS AND INTERPRETATION
OF DATA FROM THE MONITORING
As explained in the introduction of this report (on methodology), the main instruments for collecting information
were interviews and questionnaires, not the self-administering type.
Interviews were mainly used in meetings with various employees of the Regional Employment Offices in various
districts of the country. It must be said that despite the persistence to get a more complete information from
all REO, not all the cases were successful. Bureaucracy and reluctance to provide information, we believe
that this reluctance is related to the word “monitoring” or the word “NPO” (Non-Profiting Organisation),
have accompanied us almost throughout the whole process, especially when using the above mentioned
instruments.
RESULTS
When designing the questionnaire, care was taken in constructing the questions so that the level of knowledge
of the interviewed could be explored step by step. Therefore, first there were used questions to collect general
demographic information, then continued on information about previous employment relations (for those that
may have had one), information on unemployment, as well as information in terms of mediation and other
services offered by employment offices.
From the demographic data of the sample, the link between unemployed job seekers and their education,
as presented in Figure 1, turns out to be as such: the two main groups that have the highest incidence to deal
with unemployment, and as a result of being registered as active unemployed job seekers, are those with eightyear education and secondary (college) education and, from the total of the interviewed, these groups occupy
2/3. Meanwhile, within each of these two groups, results that the number of unemployed job seeking males
with secondary education is higher than that of unemployed job seeking females, with the same educational
level of around 5%. This data draws attention to the fact that some women/girls with secondary education
begin to leave work relations due to the inclusion and greater commitment to family obligations (marriage,
birth, raising children, etc). In other words, their absence in the labour market is not always noticed and often
considered “normal” since they are already expected to meet the obligations traditionally involved in social
reproductive role and their commitment is expected to be much larger in the “jobs inside the house and family
obligations.” Another interesting factor evidenced by the monitoring is that unemployed job seekers with higher
education are at a greater percentage than that of unemployed job seekers who have attended secondary
vocational education, which emphasizes the importance and necessity of this type of education. Meanwhile,
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Figure 1. Relation of unemployed job seekers to the educational level
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as can be seen from the graph, girls/women with primary and high education registered as unemployed job
seekers, are at a higher percentage than boys/men of the same educational level. Two categories that seem
less affected by the problem of unemployment, from the data presented in Figure 1, appear to be non educated
people and those with post-graduate education. In fact, the interpretation of this graphical representation is
associated only with our sampling and does not constitute a basis for generalization38. In the sampling of the
interviewed, the number of those without education or post-graduate education has been much smaller than
the number of people belonging to other educational levels. However, in a broader plan from our sample, we
cannot not draw attention to the fact that if for people with post university education there are reduced chances
for being unemployed, precisely because of their educational level, for non educated people the chances for
being unemployed are much higher. But what affects the non evidention of this fact is the declaration or non
declaration of their position as unemployed, through the registration at employment offices. This conclusion
draws attention to the great importance that should be given to awareness of the population towards registering
as unemployed job seekers and the creation of trust that the appropriate structures will treat with priority the
registered.
From the demographic data of the sample, the link between unemployed job seekers and their
civil status, as presented in Figure 2, turns out to be as such: 70% of unemployed job seekers belong
to the “married” civil status, while another group identified with a high percentage is that of “single”. If
we further analyze these two groups under a gender perspective, it is noted that if among “single” unemployed
job seekers the number of women and men is the same, in the group of “married” unemployed jobs
eekers the number of female unemployed job seekers is lower than that of males. This fact supports the
previous conclusion regarding the withdrawal of married women from the labour market at a certain period of
time due to other obligations associated with raising a family, giving birth and raising children, etc. Meanwhile,
regarding groups of unemployed job seekers who are “divorced”, “separated39” or “widowed”, it is noted
that even though they are fewer in numbers in terms of their position of former job seekers, again within
these groups it is women who have been affected more by unemployment. This is a very important fact that
should be considered a priority by all the institutions that offer services in the field of employment in order to
help these vulnerable groups.
If we refer to the relation of unemployed job seekers to the type of family they live in/create, then
the data collected for our sample show that the majority of unemployed job seekers are parents of least
one child (80% of respondents), a situation that makes it even more imperative and urgent the solution to
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Figure 2. Relations of unemployed job seekers to their civil status
38. Please remember the limitations of monitoring explained in chapter “Methodology”
39. Spouses are separate, but have not yet started/completed the process of divorce
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their problem since they have dependent children. Most of the respondents live in families with a
crown. Meanwhile, regarding the position of the interviewed in their family (Figure 3), it results that the bulk of the
respondents are in a position of “head of family” - group in which men dominate. There have been however
respondents at the position of “spouse” - group in which women dominate, as well as respondents in the
position of “children” where we see an almost equal involvement of both genders. These data also draws our
attention towards another gender stereotype in relation to employment, where men are mostly those who are
charged by society with the task of having a job outside the family, with the purpose of providing income and
better wellbeing for their families.
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Figure 3: Relation of unemployed jobseekers to their position in the family.

If we refer to data collected regarding previous employment relations of the interviewed (Figure 4), then the
situation is this: From the total of the interviewed, about 55% of them have previously worked in the private
sector, while 43% state to have had previous employment relations in the public sector. The number of
respondents who claim to have previously worked in the non-profit sector turns out to be very small,
about 2%. No big difference between the genders is noticed in any of these subgroups.
As expected, almost all unemployed job seekers were employed in their former work relations and only 4% of
them appear to have been self-employed (Figure 5). But could this fact lead us to the conclusion that generally
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Figure 4: Sectors in which unemployed job seekers have had prior employment relations
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the self-employed are more likely to generate continuous income for their families? The answer to this
question cannot be that simple and it should be given after analyzing a much wider context where a multidimensional relations plan can be seen and not simply isolated to the previous employment status of a sample
of unemployed job seekers.
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Figure 5: Status of previous employment of unemployed job seekers

The data regarding the previous job positions of unemployed job seekers (Figure 6), show that about 75% of them
have been in the position of the worker or specialist, a group in which women have a higher percentage than
males. Besides the fact that people employed in these positions are more affected by unemployment, this
indicator also draws attention to the high number of women included in this category, which shows not only their
vulnerability towards employment, but also their exposure to a significant number of positions not highly qualified
because of the lack of time in being involved in training courses. As a result, their removal from such positions
by their employers is easier and more justifiable. Meanwhile, the movements in positions such as manager,
chief or director seem to be much more rare but, even if they occur, people are simply moved from one job to
another, but generally retain the status of being employed. Despite this, even within these groups there is
a difference between men and women: it is clear that the number of men in senior positions is higher than that
of women.
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Figure 6: Work positions in previous employments of unemployed job seekers
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If we analyze the data related to the sectors in which unemployed job seekers have had previous employment
experience (Figure 7), it results that the majority of them come from three sectors which have been mostly
affected by instability in recent years: “Construction”, “textiles” and “manufacturing”. In all these three sectors,
there has been a significant decline of market demand for products provided by them and consequently there
have been cutbacks in the workforce.
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Figure 7: Different sectors in which unemployed job seekers have had previous employment experience

Meanwhile, if we deepen the analysis under a gender perspective, we note that if in the manufacturing sector
there is no difference between women and men, the same cannot be said for the other two sectors where the
division between the sexes is quite distinct. In the construction sector there are a high number of men positioned
relative to the number of women while the opposite is observed in the textile sector. Two sectors that appear to
be more stable and therefore generate less unemployed job seekers, result to be the “financial sector” and the
“tourism/hotel/restaurant” sector. This should be explained with the fact that despite the difficulties that both
sectors have, the demand for labour force between them still remains high. Another element that stands out
among these groups is the larger number of women included, compared with that of men. This fact should not
be interpreted simply as an achievement, or it should not classify these sectors as gender sensitive because,
if we perform a deeper analysis, we realize that this high number of women and girls in these sectors positions
them mostly as a specialists or simple workers and much less as a manager or director. The same can be
said for sectors such as “education”, “health” and “public administration”, which again highlights the number
of women/girls involved. Despite not being included in the volatile sectors, it is observed that the number of
women/girls of unemployed job seekers coming from these sectors is higher, something that requires a much
greater attention towards this group, in terms of offering supporting social service.
Almost 92% of unemployed job seekers result to have had a full time work relation and only 7% of them a
part time work relation (Figure 8). The absolute majority of them (92.7%) claimed to have worked for 8 (eight)
hours per day, about 1.5% of them claimed to have worked 10 (ten) hours per day, while there is a category of
interviewed women/girls (2.7 %) who claim to have worked about 6 (six) hours per day.
The majority of the interviewed were very confused or unsure in answering the question on whether or not
they paid social insurance, health, life or other contributions but this is not observed in the question that
followed. The results from the data collected on the fact whether or not the employer paid their employees’
insurance, clarify the above confusion. Nearly 90% of former employees claim that the employer paid their
health (or social) insurance, which shows that they themselves contributed to cover a certain part of this
contribution (answering the previous question). The support that the employer has offered their employees
during the period of employment has provided a great protection to these individuals in dealing with the time
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Figure 8: Time of employment in a previous working relationship of unemployed job seekers

of unemployment. However, unfortunately, we have to admit that this result cannot be generalizing beyond the
sample selected as in its division, we were based on the observable counselling indicators of the labour offices,
the main focus being the unemployed treated with economic assistance or unemployment benefit (so normally
the offered assistance cannot be obtained unless they have paid social/health insurance). Meanwhile we need
to emphasize the fact that from our work in the field and ongoing contacts with individuals/groups in need, we
have concluded that coverage of the relevant obligations for social/health insurance from the employer to the
employee does not always happen, or it is simply in the minimum parameters of their obligation, causing major
damage up to the point of not receiving the relevant assistance/pension in time or during periods of unemployment.
Most respondents say that they have about a year as unemployed job seekers. The data show that 2/3 of them
are/have been treated with unemployment benefit and in the following chart it can be clearly observed that the
number of men who receive unemployment assistance is greater than that of females, which shows that men
are inside the system and it is easier for them to follow the steps and complete the relevant documentation,
compared to women.
Asked about additional sources of income that support unemployed job seekers and their families
during their period of unemployment, the interviewed responded as follows: Informal work remains the
main activity that helps unemployed job seekers to overcome the difficulties created during their time of
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Figure 9: Unemployment assistance benefited by unemployed jobseekers that have been in a previous employment
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unemployment. Meanwhile, another source of income is considered the economic assistance/support from
relatives/family members who live in the country. Surprisingly, it results that income/support from relatives/family
members who live abroad is classified as a last resort support and much smaller compared to the first three. This
fact also supports the published statistics on the constant decline of income from the employed abroad, which
reduces their role in poverty alleviation. Meanwhile, in no surprising way, the informal economy remains the
most important source of support for unemployed job seekers and their families, which shows that reducing
the informal sector in Albania will remain a major challenge for a long time. From the gender perspective, the
data revealed that women/girls are less involved in the informal sector, but their support comes mostly from
relatives who live/work within the country. Another very important fact that should be considered relates to the
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Figure 10: Additional sources of income that support the job seekers during their unemployment.

significant percentage of the interviewed who claim to have no additional source of income. As noted in
the graph, this group accounts for about 35% of the interviewed and affects both sexes equally within this
group.
Almost 90% of the interviewed state that they are registered at employment offices as unemployed job
seekers. Among those 10% who are not registered at employment offices for this purpose, almost half of
them claim that the reason is associated with lack of trust in these structures, while others within this category state
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Figure 11: Percentage of unemployed jobseekers registered as such at employment offices
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Figure 12: Reasons for not registering for unemployed job seekers at employment offices

that the reasons relate to the lack of information on services that employment offices can provide, or the
failure due to lack of infrastructure, by not being able to contact/get information on these institutions and their
usefulness.
Meanwhile, within the group of unemployed job seekers registered as such at the employment offices, the
data show that 3/4 of them were advised by the employees of these offices about their opportunities in the job
market. This fact is a positive indicator in terms of service offered by these institutions.
Most of the interviewed declared they had not attended any qualification or training course offered by
employment offices. Among those who have attended such courses, the number of women/girls turns
out to be higher, which highlights the importance that women/girls dedicate to their professional training.
When asked about the reasons for not attending training courses/professional training, the interviewed
responded that these opportunities were not offered by employment offices (for around 35% of the interviewed),
while a substantial group has emphasized that the opportunities offered did not seem useful, compared to
the unemployed situation in which they are. The lower number of women/girls that are listed in this category
emphasizes the importance and perspective that they have in terms of professional training. Among the
interviewed there is also a significant percentage that claims that the reasons for not attending the courses
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Figure 13: Reasons for not attending training courses offered by the employment offices
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offered relate to the lack of support by social services (inside/outside the family). In this group, the number
of women/girls results as much higher (almost double the number of men/boys), which indicates that the
welfare of the family still seems only attributed to women/girls and as result it is they who are prevented from
participating in such training activities by not having proper support, including here support that the state
should provide through social care services.
The data show that about 3/4 of respondents who are involved in training courses, have not been offered
a job afterwards by employment offices. This fact is a very significant indication that justifies the attitude/
lack of credibility of many individuals against the effectiveness of services provided by employment offices.
The data regarding the group of unemployed job seekers participating in training/qualification and which was
subsequently offered a job indicate that the number of women/girls was higher than that of boys/men.
The data show that the majority of the interviewed have not applied through an employment promotion
program. However among the number of those who have applied, women represent the highest percentage. The
reason why most of the interviewed have not applied through employment promotion programs, relates to
the fact that this option is not really suggested/offered by the employment offices. Among the interviewed,
there is a group that considers as not valid the options provided, therefore did not take them under
consideration. Meanwhile, once again for the group of women/girls, one of the main reasons for uninvolvement
in employment promotion programs has to do with lack of support and social care services.
The processing of data in terms of finding a final solution on employment, through application of employment
promotion programs, shows that most of the interviewed could not find a final solution with respect to their
employment, they are simply involved in a temporary basis in such programs.
Employment opportunities provided mostly by the employment offices seem to be within the private sector and
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Figure 14: Share of sectors in which you are offered employment opportunities to unemployed job seekers by the employment
offices.

the difference with the state sector is considerable. This division, also presented in the following chart, reflects
in a way the total share of employment between these two sectors in Albania.
Among the job positions offered, that of the simple worker or specialist appears to occupy a considerable
share.
The data relating to the sectors in which there are more job opportunities offered through employment
offices, brings us again an aspect of the analysis made above, in terms of sectors that generate
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more unemployed job seekers. Volatility and very big movements of supply and demand make the construction
and textile sectors generate a significant number of unemployed job seekers, as well as remaining the key
sectors through which employment offices provide job opportunities to unemployed jobseekers. As reflected in
Figure 15, the three dominant sectors through which labour offices offer employment opportunities to registered
unemployed job seekers are “construction”, “textile” and “healthcare”. Construction and textile, however, are two
totally misbalanced sectors from gender perspective, as males are predominant in construction and females in
textiles. Thus the classification of sectors is different when done by gender basis. For males, construction is
the sector that offers more employment opportunities and this sector is followed by a considerable distance
by public transport and public administration. While for females the textile sector, followed by healthcare and
education. The data show that unlike the expectations, the manufacturing sector employs a greater number
of females than males.
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Figure 15: Sectors in which employment offices offer opportunities to their clients

The type of employment offered to unemployed jobseekers by the employment offices is mainly full time, there
are cases however where women/girls are also offered part time job opportunities.
Most of the people employed through the opportunities offered by the employment offices say
that they have signed an employment contract for their job. Women are again in a privileged
position as the percentage of those who have signed a contract is greater compared to men.
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Figure 16: Data on the level of monthly income from employment secured through employment offices
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The type of the employment contracts signed in these cases is at a higher percentage of
individual employment contracts.
The duration of the contracts signed reveals a not so small problem with employment. Most contracts are one
year renewable, relative to the temporary ones, but there are very few permanent contracts.
Good news comes again from the question relating to the health insurance contributions
payment by the employer. In most cases, the interviewed declare that the employers pay
their obligations. The difference is much more obvious in the case of females, something that
we think comes as a result of increased attention to addressing the needs of girls/women.
The question on personal income reveals a not so small problem. More than half of the interviewed claim a
monthly income of less than 20.000 LEK, a sum that since July 2011 is classified as a threshold for minimum
wage. It’s also worth to note that, among those who receive salaries over 45,000 LEK, there are no females,
which proves the discrimination done to females in terms of wages.

Most of the people employed through the mediation of employment offices, feel unsecure in connection with the
continuation of income from their job and only 10% feel safe. Nevertheless, within the group of those who
feel secure, there are twice as many women as men. In general the feeling of insecurity stems from a lack of
stability observed in the private sector, which depends directly from the economic situation but also to the state
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Figure 17: The level of security for the job continuity in the workplace, for employees of job offices.

sector, which remains highly dependent on political influence.
More than half of the employees feel very little or little satisfied with the wellbeing secured by this
job. This percentage is nearly the same with the percentage of those who declare an income of less
than 20.000 LEK. However there is a considerable percentage that is satisfied within the group that declares
an income above 35.000/month.
As mentioned above, some important information was attempted to be collected from the employees of the
employment offices, mainly on the type of services they provide to the unemployed job seekers, as well as the
method of operation of employment offices. The information was collected through structured interviews. Some
data about the interviewed is presented in the following tables:
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Education

Gender

Job Position

Male

20

College

1

Specialist

60

Female

65

Professional College

1

Supervisor

14

Higher Education

63

Chief of sector

5

Postgraduate Diploma

17

Director

6

Regarding the legal/administrative base over which is applied the decision-making of policies and services
in the field of employment, the interviewed have stated that their work is based mainly on the Labour Code,
Employment Sectoral Strategy, various VKM, as well as on the legal basis passed by the SHKP, published in
the official journals. More specifically, the interviewed employees mentioned as basic documents on which they
perform their daily work:
• the provisions of Law 7995 dated 20.09.1995 “For the encouragement of employment”, the main
structures and powers of which are regulated by the Council of Ministers by VKM 42, (as amended), as
well as order no. 247;
• DCM no. 751, and DCM 70 “For the identification of job seekers”, as well as instruction no. 369/2;
• DCM 47,48,873,632 on the implementation of projects promoting employment of females in difficulties;
• Law of Education and Professional Training, etc.
Regarding the actors in the decision-making process in the employment offices, as well as their gender division, it
results from the interviews that the number of women/girls employed in these structures is significant, even at a higher
percentage than that of men/boys. Although women/girls are mostly employed as “specialists”, their representation
in leadership positions is not lacking, such as “sector chief”, “sector supervisor” or “director” of the employment offices.
The implementing structures of the employment institutions are described by the interviewed as
structured in relevant directories and sectors, depending on the institution’s position as regional
or local. So there is a clear separation of duties and responsibilities and well defined implementing
and managing structures. Most of the interviewed claim again that the number of women/girls
in the implementing structures is higher compared to their numbers in management structures.
A question of interest addressed to the interviewed regarded the target group that benefited from the
implemented policies of the institutions that the interviewed represented. The responses show that generally the
group targeted by the institutions that offer services in the field of employment are all the registered unemployed
job seekers or the ones directed to these institutions. Within this large group, the interviewed then separated:

50%
45%

44.5%
38.6%

40%
35%

34.2%
30.3%

30%

28.5% 29.2%

25%

Male
19.6%

20%

17.1%

Female

17.0%
14.8%

15%

Total

13.4%

11.8%

10%
5%
0%

0.0% 0.6% 0.4%

Very little satisfied

Little satisfied

Somehow satisfied

Satisfied

Very satisfied

Figure 18: Satisfaction level of the interviewed relating to the wellbeing provided by their job.
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the long-term unemployed on benefits, women aged between 45 - 50 years old, youngsters and unoriented
students in the job market; people receiving social assistance; head of family women below the poverty line,
divorced women, trafficked women/girls, raped women/girls, people with disabilities, young people under the
age of 18; groups in need such as Roma, orphans, etc. A group of beneficiaries is also that of employers.
In connection with the existing mentality/tradition regarding the employment services offered to the
aforementioned groups, the interviewed generally express that in recent years there has been a significant
change in the attitude and mentality regarding employment services. This is because the institutions themselves
make continuous efforts to deliver as much quality services as possible to vulnerable groups. Unlike some
years ago, there is now a growing awareness regarding the importance of registration at employment offices
as unemployed jobseekers, especially among youngsters or new graduates. However, the situation still leaves
much to be desired. The level of confidence in the effectiveness or quality of services offered by these institutions
remains low for a high percentage of unemployed jobseekers, particularly the long-term ones. Likewise, the
preferences for different sectors of employment are different depending on age, gender, ability, ethnicity,
etc. Generally, unemployed job seekers prefer state jobs and are not very optimistic if offered jobs in the
private sector. They believe that a job in the state institution/enterprise is much more secure and long-term
than in a private institution/enterprise. Also, unemployed job seekers, especially women/girls seek jobs closer
to their residence and refuse jobs that are at a distance. Numerous employment opportunities are offered to
women/girls in the clothes manufacturing sector. Unemployed jobseekers of a certain age (e.g. over 50 years)
are not preferred/liked in the labour market and it’s the same situation with regard to minorities, people with
disabilities, etc. In a large percentage of cases, unemployed jobseekers do not have the appropriate level of
education or vocational training for those jobs that are available and there is always a mismatch of demand and
supply. But also the opportunities offered by labour markets are not diversified. In some cases there has been
a miscoordination between employment institutions such as miscoordination due to bureaucracies between
regional and local offices, or the data system for vulnerable groups is still formal and not easily accessible, etc.
Regarding the dominant opinion of each gender on representation in the employment field, the interviewed
indicated that generally there is a division of professions and preferences and the public continues to take
into account this kind of division and transmit it forward. For men/boys there are mostly requests for trades
such as masonry, oil drilling, drivers, waiters, labourers while women/girls mainly address the requirements for
occupations such as hairdresser, secretary, seamstress, nurse, or in the tourism sector and the processing of
fish. Also, the conditions which will determine whether to accept a job offer are different for both sexes:
males can usually refuse because of low remuneration while women, other than remuneration, can be very
limited because of work schedules or distance from home. In many cases they also require to be employed
in a workplace with as many women and girls as possible (and sometimes the lack of men in the institution/
company where they wish to work can be a very strong condition, although that may not be mentioned in the
beginning).
Regarding the financial resources allocated to employment institutions, the interviewed have responded
that the largest percentage of these resources is from the state budget funds, there is no lack, however,
of resources provided by donors through various projects. Besides financial resources in monetary value,
employment institutions have at their disposal other sources related to infrastructure, including their office
premises, facilities of working environments that offer vocational services, etc. Quite often, these available
resources are considered insufficient (e.g. in terms of space, logistics, commodities, etc).
Regarding the time it takes to deliver an unemployed jobseeker an opportunity of employment, the responses
indicate that there is not a defined term and it may be that the opportunity is offered immediately as well as
after six months or a year. The fact that there is a significant number of long-term unemployed jobseekers,
shows that this difference in time can be even greater, or it may happen that access to employment is never
offered to an unemployed jobseeker. Meanwhile, the situation in terms of training/qualification seems to be a
bit more different and shows that opportunities can be provided within a time frame of 1 to 3 months. But in
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this case there are still refusals in a considerable number, exactly for the reasons mentioned above, since they
don’t always have faith or seriously value training as an opportunity to be taken into consideration.
The criteria that determine the feasibility of providing employment and training services
according to the duration cited above are mainly age, gender, education and qualifications. Yet
they are also affected by other provisions mentioned in the legal basis for the provision of
employment services, which relate to groups in need and the set priorities for these groups.
Regarding the possibility that women/girls and men/boys have to use the space made available to them
regarding the issue of employment and professional training, the largest percentage of the interviewed
indicated that this possibility is very great but depends entirely on the unemployed job seekers. The legislation
is clearly formulated and so are the employment policies in the framework of this legislation but, in a good part
of the cases, it is the mindset and attitude towards employment that which inhibits the full use of available
space. Likewise, the lack of desire to work or staying passive to access of information, professional training
and employment, have a lot of impact on this.
About 61% of the interviewed believe that the target group is informed in terms of employment policy at least
in relation to the services offered by employment offices and only 4.4% think that the target groups are little
informed. The information is provided on a regular basis and 40% of the interviewed state that this information
is provided on a monthly basis, while 26.7% indicate that the information is offered four times a year. In
addition, the interviewed mention the fact that the information is also published on the websites of relevant
institutions, while completing the computerization of employment offices.
Regarding the way this information is distributed, the interviewed say that this is done through direct meetings,
conversations in the community, through notices published in the office areas or even on websites, through
exhibitions, publications in periodic press, through the borough units, etc. In connection with organized
community meetings to talk about employment policies and opportunities of the community to be addressed
through these policies, the interviewed stated that these meetings are organized periodically (4 times per year)
and mainly with groups/communities in need (Roma, women and girls, etc). The hours are selected to suit the
groups as well as employees organizing them. Meetings are mainly held in office work environments but, in
cases where they have been organized with school students, they have taken place in school areas. Despite
taking care in having such meetings in ways as to be more inclusive, again the interviewed agree that not all
groups benefit from these meetings. Here are distinguished for example people with learning difficulties or
disabled, who generally do not participate in such meetings due to lack of infrastructure facilities in which these
meetings take place. In terms of gender representation in these meetings it is generally attempted to maintain
a balance between the sexes, but in some cases this representation has been 30% male and 70% female.
Despite the considerable participation of women/girls in these meetings as well as the opportunity to freely
express their opinions and expectations, they do not always feel safe to do so, especially in the group with
male participants. Nevertheless, the interviewed state that their aim is to organize more such meetings with
only women/girls participants, in order to be able to learn more about the needs and priorities of this group.
The interviewed have avoided answering the question about the assessment that they have in terms of quality
of services provided by the institution where they work, however they mentioned that there are barriers in
effective service delivery, listing lack of human resources, financial, infrastructure (mainly logistics). Likewise,
the lack of opportunities offered by the labour market, businesses, etc, was listed by the interviewed as
a barrier. Meanwhile, regarding the human resources that are lacking in the employment institutions, the
interviewed mentioned specifically the lack of market analysts, IT specialists, lack of counsellors or psychologists,
lack of specialists and social workers, who may also serve as mediators with the community and businesses.
When asked about the investment made for the interviewed in terms of training and professional
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training, 82.2% of them responded that they are continuously trained when it comes to service
provision in the field of employment. At the same time, 60% of the interviewed think that the institutions
they represent have sufficient capacity to organize training for employment service providers.
Regarding the frequency of making the assessment and analysis of external conditions for employment services
in the area where they operate, the interviewed have given different answers. 23.3% of them claimed that the
assessments and analysis are monthly and the same percentage (i.e. 23.3%) stated that these assessments
are made four times a year. 21.2% of the interviewed claim that these assessments are made twice a year,
while 12.2% claim that is made once a year. The rest claim that such assessments are made less frequently
than once a year and there are those (2.2%) who claim that there have never been assessments of this nature.
52.2% of the interviewed believe that the institution they represent has adequate capacity to anticipate
changes and needs for employment services in the future, while 30% think that the capacity is somewhat
sufficient. 64.4% of the interviewed are convinced that the institution they represent has a clear vision of goals
they must achieve for the next 5 - 10 years, while 18.9% think that this vision is partially clear. Similarly, 58.8%
of the interviewed consider the administration of the institution in which they work as fully adequate to comply
with external environmental conditions in which it operates, while 26.6% consider it partly appropriate.
When asked about the contribution offered by the interviewed in the process of development of the Employment
Sector, 68.8% answered that they contribute to this process, 16.6% answered that they do not contribute, while
3.3% are not aware whether they contribute to this process or not. Some of the ways in which this contribution
is provided are: analysis and periodic survey of the labour market, participation in working groups that arise
during the drafting of the strategy as well as giving direct opinions/comments, providing data and statistics
based on the daily work of implementing the adopted strategy, concrete planning for the implementation of
the strategy, etc.
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CONCLUSIONS
Quantitative analysis. From the processing of quantitative data we come to the conclusions that:
People with secondary education and college education, appear to have higher incidence for
unemployment as active unemployed, while it results that within each of these two groups the number
of unemployed male job seekers with secondary education is higher than that of unemployed female
job seekers, with the same educational level about 5%. The gender differences for unemployed persons
with higher education show/prove once again that girls and women with high school education have
a more difficult opportunity to be employed compared with boys/men with the same educational level.
Unemployed job seekers belonging to a “married” civil status, turn out to have a larger percentage (70%),
compared with those belonging to “single” status. By gender comparative approach it is noted that, if
among single unemployed jobseekers the number of women and men is the same, in the group of married
unemployed job seekers the number of female unemployed job seekers is lower than that of males. This fact
is supported by the conclusion that married women withdraw from the job market for a certain period of time,
due to duties associated with creating a family, birth and raising of children, etc. Regarding the groups of
unemployed job seekers who are “divorced”, “separated40” or “widowed”, it is noted that even though they
are fewer in number in terms of their position as jobseekers, again within these groups it is women who have
resulted to be more affected by unemployment. This is a very important fact that should be considered a
priority by all institutions that offer services in the field of employment, in order to help these vulnerable groups.
The analysis of data shows that most unemployed jobseekers are parents with at least one child (80% of
the interviewed), a situation that makes it even more imperative and urgent the solution to their problems,
since they also have children depending on them. The majority of the interviewed live in households with one
crown. With respect to the position of the interviewed in their families, it turns out that most of the interviewed
are in a position of “head of family” – a group in which men dominate. These data attract our attention towards
another gender stereotype in relation to employment, where men are seen as providers of family income.
From the total of the interviewed, nearly 55% of them have previously worked in the private sector (where only
4% of them appear to have been self-employed), while 43% state that they previously had an employment in the
public sector. The number of the interviewed that declare to have previously worked in the non-profit turns out
very small, about 2%. Most of them come from the three sectors that in recent years have been affected the most
by instability: “construction”, “textiles” and “manufacturing”. From a gender perspective, it is noted that if in the
manufacturing sector there is no difference between women and men, the same cannot be said for the other two
sectors where the division between the sexes is quite distinct. In the construction sector there is a high number
of men positioned compared to the number of women, while the opposite is observed in the textile sector. Two
sectors that appear to be more stable and therefore generate less unemployed job seekers, appear to be the
“financial sector” and the “tourism/hotel/restaurant” sector. The same can be said for sectors such as “education”,
“health” and “public administration”. Despite not being included in the volatile sectors, it is noticed again that the
number of women/girls unemployed job seekers coming from these sectors is higher compared with men/boys,
something that requires a much greater attention towards this group in terms of providing social services support.
Regarding the previous job position of unemployed job seekers, the data indicate that about 75% of them
have been in the position of the worker or specialist, a grouping in which women have a higher percentage
than men. This indicator draws attention not only to their vulnerability to unemployment, but also their exposing
to a considerable number of positions not highly qualified.

40. Spouses are separate, but have not yet started/completed the process of divorce.
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Approximately 90% of the interviewed claim that their employer paid their social and health insurance. Unfortunately
however we have to admit that this result cannot be generalizing beyond the sample selected, because from
our work in the field and ongoing contacts with individuals/groups in need, we have concluded that coverage
of the relevant obligations for social/ health insurance for the employee does not always happen, or happens
only in the parameters of the minimum obligation, thus causing major damage such as failure to obtain relevant
aid/pension in time or during periods of unemployment.
Most of the interviewed say that they have about a year as unemployed job seekers. The
data show that 2/3 of them has been treated / is being treated with unemployment
payment and the number of men who receive this treatment is greater than that of females.
Informal work remains the main activity that helps unemployed job seekers to overcome the difficulties created
during the time that they are unemployed. Another source of income is also considered the treatment with
economic assistance/support from relatives/family members who live in the country.
It results, surprisingly, that proceeds/support from relatives/family members who live abroad are classified as
a last resort support and much smaller compared to the first three. From the gender perspective, the data
revealed that women/girls are less involved in the informal sector, but their support comes mostly from relatives
who live/work within the country.
90% of those interviewed state that they are registered in employment offices as unemployed job seekers. Among
those 10% who are not registered, almost half of them claim that the reason they have not registered is
associated with the lack of trust in these structures, while others within this category state that their reasons
relate to the lack of information on services that employment offices can provide, or the lack of infrastructure for
not contacting/receiving information on these institutions and their usefulness. Although there have been some
positive steps, there is still need in terms of raising awareness of population for registration as unemployed job
seeker, as well as the creation of trust that the relevant structures will deal with the priority of the registrant.
In the group of unemployed job seekers registered as such at employment offices, the data
show that 3/4 of them were advised by the employees of these offices on their opportunities in
the job market. This fact is a positive indicator in terms of service offered by these institutions.
The majority of the interviewed (90.8%) declared that they had not attended any qualifications or training
course offered by employment offices. Among those who have attended qualifications or training courses, the
number of women/girls turns out to be higher, which highlights the importance that women/girls dedicate to
their professional training. Around 31.3% of the interviewed answered that these opportunities have not been
offered to them by employment offices, 29.7% stated that the opportunities offered to them did not seem valid,
while 9.7% claim that the reasons for not attending the courses relate to the lack of support with social services
within this group, the gender difference being dominant, almost double is the number of women compared to
men.
3/4 of the interviewed who are involved in training courses, have not been offered a job afterwards by
the employment offices. This is a very significant fact that justifies the attitude/lack of credibility by many
individuals towards the effectiveness of services provided by employment offices. Meanwhile the details
regarding the group of unemployed job seekers who have participated in a training/qualification and were
subsequently offered a job, indicate that the number of women/girls has been higher than that of men/boys.
The data show that the majority of the interviewed did not apply through any employment promotion
program. However, within the number of those who applied, women represent the highest percentage. The
reason why most of the interviewed have not applied through employment promotion programs stands with the
fact that this option has not really been suggested/offered by the employment offices. Among the interviewed
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there is also a group that considers non-relevant the opportunities offered and therefore did not take them
under consideration. While again for the group of women/girls, one of the main reasons for not being involved
in employment promotion programs has to do with the lack of support and social care services.
From the processing of the data, in terms of finding a final solution on employment, through applying in
employment promotion programs, it results that most of the interviewed could not find a final solution with
respect to their employment, they were simply involved temporarily in such programs.
Employment opportunities offered mostly by the employment offices seem to be within
the private sector and considerably distant to the state sector. Among the job positions on
offer, the role of the simple worker or specialist appears to occupy a considerable share.
The three dominant sectors through which job offices offer employment opportunities to unemployed jobseekers
are “construction”, “textile” and “health”. However, construction and textile are two totally misbalanced
sectors from a gender perspective since men are predominant in construction and females in textiles. So
the classification of sectors is different when done in a gender basis. For men, construction is the sector that
offers more employment opportunities and this sector is followed in a considerable distance by the public
transport and administration, while for women the textile sector is followed by health and education. The data
show that unlike the expectations, the manufacturing sector employs a greater number of women than men.
The employment offered to unemployed jobseekers by the employment offices is mainly fulltime, however there are cases where women/girls have been offered part-time job opportunities.
From the total of the people employed through the opportunities offered by the employment offices, women are in a more
privileged position as the percentage of those who have signed an individual employment contract is greater compared
to men. Most contracts are yearly renewable, unlike the temporary ones, while permanent contracts are very few.
More than half of the interviewed claim that their monthly earnings are less than 20.000 LEK, a sum that by July of
2011 is classified as a threshold for minimum wage. It is also worth to note that among those who receive salaries
over 45,000 LEK there is not a single woman, which proves the discrimination that women suffer in terms of wages.
Most of the people employed through the mediation of employment offices, expressed unsecure in
connection with the continuity and unhappy with the wellbeing that such jobs provide them, while 10% feel
safe and satisfied with their situation and within this group women are almost double the number of men.
Qualitative
analysis.
The
analysis
of
qualitative
data
shows
that:
Employment offices have good representation of gender in horizontal, especially, but also in vertical level
gender representation is satisfactory. Although women/girls are mostly employed as “specialists”, there is no
lack of their representation in leadership positions, such as “sector chief”, “sector manager” or “director” of the
employment offices.
According to the interviewed, the target group is reasonably informed regarding the employment
policies, at least regarding the services offered by employment offices. The information is provided
periodically on a monthly basis through community meetings, published on the websites of the
relevant institutions, while the computerization of employment offices is in progress. Gender
balance in informing the target group is a priority but there is still work to be done in this direction.
The vulnerable groups that benefit from the policy of the institutions that the interviewed represented are: all
unemployed job seekers a registered or directed to these institutions, the long-term unemployed who are
receiving unemployment benefits; women aged 45 - 50 years old, youngsters and students not orientated
in the labour market; people receiving social assistance; women in charge of the households below
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the poverty line; divorced women; trafficked women/girls; abused women/girls; people with disabilities;
youngsters under the age of 18 years old; groups in need such as Roma, orphans, employers, etc.
There been a significant change in the attitude and the mentality regarding the reliability of employment
services. This is because there has been an increase in the accountability and efforts of these institutions to
offer more quality services towards groups in need. Unlike a few years ago, there is now a growing awareness
regarding the importance of registration at employment offices as unemployed job seekers, especially that
among youngsters or graduates. The level of confidence in the effectiveness or quality of services offered by
these institutions remains low for a high percentage of unemployed job seekers, particularly the long-term
ones.
Preferences for different sectors of employment are different depending on age, gender, abilities, ethnicity, etc. The
labour market and the preferences of the unemployed continue to be stereotyped in terms of gender. For men/
boys the requests are mainly for trades such as masonry, oil drilling, drivers, waiters, labourers while women/
girls mainly address the requirements for occupations such as hairdresser, secretary, seamstress, nurse, or
in the tourism sector and the processing of fish. The conditions which will determine whether to accept a job
offer are different for both sexes also: males can usually refuse because of low remuneration while women,
apart from remuneration, are limited by the work schedules or distance from their homes, the safety, etc.
Despite
increasing
financial
resources
allocated
state budget as well as contributions by foreign
resources are considered insufficient in terms of

to
employment
institutions
by
donors, quite often these available
space, logistics, commodities, etc.

The quality of services provided by labour offices is evaluated positively by the interviewed, deficiencies are
identified however at the human resources (specifically the lack of market analysts, IT specialists, lack of
mentors, experts and social workers who can serve well as business and community mediators), financial
resources and infrastructure (mainly logistics).
In terms of increasing the quality of services, an important point highlighted by the interviewed is
increasing the sensitivity and opportunities to be offered in terms of the unemployed by the labour
market and businesses, particularly for vulnerable groups like women in charge of the households
below the poverty line; divorced women; trafficked women/girls; abused women/girls; people with
disabilities; youngsters under the age of 18 years old; groups in need such as Roma, orphans, etc.
There is a clear separation of duties and responsibilities in the implementing structures
of employment institutions. Employment offices, in terms of capacity, have recorded
positive growth in terms of human resources (qualified and trained staff) and there is
adequate capacity to anticipate changes and needs for employment services in the future.
The process of the development of the Sectoral Employment Strategy gets the attention and the contribution
of the structures responsible for implementing this strategy. Some of the ways that this contribution is provided
are: analysis and periodic survey of the labour market, participation in work groups that arise during the
drafting of the strategy as well as giving direct opinions/comments, providing data and statistics based on
daily work to implement the adopted strategy, concrete planning for the implementation of the strategy, etc.
It is necessary a well coordinated and continuous effort of all central and local actors, non-profit sector, business
sector as well as the beneficiary target groups in order to truly alleviate the unemployment problem. The state
must hold the main weight and responsibility in coordinating these actions.
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ANNEXES
Annex 1 – Format of the Questionnaire
Interviewer
Interview #_______________

Telephone number of person being interviewed

REFLEKSIONE ASSOCIATION
Instrument to implement the monitoring of the Employment Sector Strategy 2007 - 2013, from the
gender perspective.
Interview completed on: _____/____/ 201__
Time (for completion) Start: ___:___ Finish ___:___
A. GENERAL DEMOGRAPHIC INFORMATION
1. Gender: 1. M

2. F

2. Age: _______years old
3. Education completed:
1.None;
5. Professional College
4. Your civil status is:
2. Married;
1. Single

2. Primary education; 3. Secondary education;
6. Higher education; 7. Postgraduate Diploma

3. Divorced;

4. Widow.

5. Separated;

4. College;

7.Civil Partnership

5. If you have children, how many do you have? (insert number, 0, 1, 2...)_________________________
6. Your family is:
1. Wish many crowns
4. Single parent (mother))

2. With one crown; 3. Single parent (father;
5. Other ___________________________

7. You are:
01. Head of family
02. Husband/Wife
03. Partner
04. Child

05. Niece/Nephew
06. Father/Mother
07. Sister/Brother
08. Groom/Bride

09. Grandfather/Grandmother
10. In-law

B. PREVIOUS EMPLOYMENT RELATIONS 41
8. In which sector have you worked?
1. Privat
2. State
9. Your working status was:
1. Self-employed

3. Non Profit

2. Employee

10. What position have you had in your work?
01. Simple worker (Specialist)
04. Head of the human resources
02. Supervisor
05. Director
03. Manager (Head of sector)
06. Other (specify)______________________________________
41. If the person has never had a working relation, please go to section C

45

REFLEKSIONE Association

11. In which of the following sectors have you worked?
01. Construction
08. Public Administration
02. Agriculture
09. Financial Sector
03. Textile
10. Manufacturing
04. Tourism/Hotel/Restaurant
11. Non-profit Organization
05. Retail Trade
12. Media
06. Health
13. Transport
07. Education
14. Other ______________________________________________
12. What is your profession? (not necessarily related to the actual job)?
_____________________________________________________________________________________________
13. Your employment time was:
01. Full-time;
02. Part-time;

03. Double employment

14. How many hours per day did you work? _________
15. Did you pay insurance?
01. Social
02. Health
03. Life Insurance

04. Don’t know
05. Other (specify)______________________________________

16. Did the employer pay for your insurance?
1. Yes
2. No
C. INFORMATION REGARDING UNEMPLOYMENT
17. How long have you been unemployed? _____ weeks;

_____ months;		

____ years

18. Have you received unemployment benefits?
1. Yes
2. No
19. What additional sources of income have supported you during this period?
01. Payment of financial assistance
02. Income from relatives at home
03. Income from relatives from overseas
04. Informal Work
05. Other ____________________________________________________________________________________
20. Are you registered as unemployed job seeker at the Job Offices?
01. Yes42
02. No
21. If NOT, what is the reason for not registering in these Offices?
01. I am not aware of their existence
02. I don’t have the address of their location (don’t know where they are)
03. I don’t believe that I can find solutions
04. I don’t like the quality of service provided
05. People I know have been there before and have not found a solution, so I don’t want to go there for nothing
06. No opportunity (lack of infrastructure, time, etc.)
07. Other _____________________________________________________________________________________
42. If the answer is YES, please skip to question 22
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22. Have you been advised by the Employment Offices on opportunities in the job market?
01. Yes
02. No
23. Have you attended qualifications or training courses offered by these offices?
01. Yes
02. No
24. If NOT, what was the reason?
01. Not been offered such opportunity by the Job Offices
02. Opportunities offered were not suitable to my conditions because:
a) courses starting too early/late
b) the duration was beyond my possibility to follow
c) lacked the infrastructure (remote / lack of transportation)
d) the profile suggested was incompatible with mine
03. Have not been allowed by my family
04. Have not had support in other social services (small children/elderly/sick people at home)
05. Did not seem very useful to me
06. Other ____________________________________________________________________________________
25. After completion of these courses, have you been offered employment opportunities by
Job Offices?
01. Yes
02. No
26. Have you applied through an employment promotion program?
01. Yes
02. No
27. If NOT, what was the reason?
01. Not been offered such opportunity by the Job Offices
02. Opportunities offered were not suitable to my conditions because:
a) courses starting too early/late
b) the duration was beyond my possibility to follow
c) lacked the infrastructure (remote / lack of transportation)
d) the profile suggested was incompatible with mine
03. Have not been allowed by my family
04. Have not had support in other social services (small children/elderly/sick people at home)
05. Did not seem very useful to me
06. Other ____________________________________________________________________________________
28. Have you found a final solution on employment through applying in specific employmentpromoting programs?
01. Yes
02. no
D. INFORMATION ON EMPLOYMENT PROVIDED BY THE JOB OFFICES
29. In which sector is the job provided to you by the Job Offices?
01. Privat
02. State
03. Non-profit
30. What position do you have in your work?
01. Simple worker (Specialist))
04. Head of the human resources
02. Supervisor
05. Director
03. Manager (Head of sector)
06. Other (specify)______________________________________
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31. In which of the following sectors are you employed currently?
01. Construction
08. Public Administration
02. Agriculture
09. Financial Sector
03. Textile
10. Manufacturing
04. Tourism/Hotel/Restaurant
11. Non-profit Organization
05. Retail Trade
12. Media
06. Health
13. Transport
07. Education
14. Other ______________________________________________
32. Your employment is:
01. Full time;

02. Part-time;

33. Have you signed a contract of employment for this position?
01. Yes
02. No43
34. Your contract of employment is:
01. Individual
03. Union collective		 05. Other (specify)__________________________________
02. Group
04. Collective with the employer			
35. The duration of your employment under the contract of employment is:
1. Temporary (contract with fixed duration), specify the duration ______________________
2. Permanent (contract with indefinite duration)
3. Yearly, renewable
4. Other (specify) _________________________________________________________________________
36. Do you pay insurance?
01. Social
02. Health
03. Life Insurance

04. Don’t know
05. Other (specify)______________________________________

37. Does the employer pay for your insurance?
01. Yes
02. No
38. Your personal monthly income (brutto) from the salary in LEK are;
01. under 16.000
04. 25.000 - 35.000
07. 55.000 – 65.000
02. 16.000 – 20.000
05. 35.000 – 45.000
08. 65.000 – 75.000
03. 20.000 – 25.000
06. 45.000 – 55.000
09. over 75.000
39. How secure are you regarding the continuation of income provided by this job?
01. very little secure
3. somewhat secure 5. very secure
02. little secure
04. secure
40. How satisfied are you with the wellbeing provided by the income level of this job?
01. very little satisfied
03. somewhat satisfied
05. very satisfied
02. little satisfied
04. lsatisfied

THANK YOU !

43. If NO, skip to question 36
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Annex 2 – Format of the Interview
Interviewer
Interview #_______________

Telephone number of person being interviewed

REFLEKSIONE ASSOCIATION
Instrument to implement the monitoring of the Employment Sector Strategy 2007 - 2013, from the
gender perspective.
Interview completed on: _____/____/ 201__
Time (for completion) Start: ___:___ Finish ___:___
A. GENERAL DEMOGRAPHIC INFORMATION
1. Gender: 1. M

2. F

2. Age: _______years old
3. Education completed:
1.None;
5. Professional College

2. Primary education; 3. Secondary education;
6. Higher education; 7. Postgraduate Diploma

4. College;

4. What position do you have in your work?
04. Head of the human resources
01. Specialist
05. Director
02. Supervisor
06. Other (specify)______________________________________
03. Manager (Head of Sector)
B. INFORMATION ABOUT THE INSTITUTION, POLICY AND REPRESENTATION
5. Describe the legal / administrative basis over which is applied the decision-making regarding
the policies and services in the field of employment.
_________________________________________________________________________________________
__________________________________________________________________________________________
6. Describe who are the actors in decision-making44 process in your institution. How many women
/ girls and men / boys participate in each decision-making level?
_________________________________________________________________________________________
__________________________________________________________________________________________
7. Describe which are the implementing structures in your institution. How many women / girls
and men / boys participate in each level of enforcement?
_________________________________________________________________________________________
__________________________________________________________________________________________

44. If possible, illustrate the answer to this question with detailed statistical data for each year, starting in 2007
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8. Describe which is the target group who benefits from the implementation of policies of your
institution on an annual basis. How many women / girls and men / boys participate45 within the
target group?
_________________________________________________________________________________________
__________________________________________________________________________________________
9. What is the existing mentality/tradition in the city/area for your target group, in connection with
the provision of employment services?
_________________________________________________________________________________________
__________________________________________________________________________________________
10. What is the dominant opinion about either gender regarding the representation in the employment
field?
_________________________________________________________________________________________
__________________________________________________________________________________________

C. INFORMATION ON THE RESOURCES AND QUALITY OF SERVICE
11. What financial resources are allocated to your institution for the implementation of employment
policies?
_________________________________________________________________________________________
__________________________________________________________________________________________
12. What other resources (physical space / office / infrastructure / individuals) are there in the
disposition of the implementation of employment services?
13. After how long (roughly) is a particular service provided to an unemployed job seeker registered
in your office? (Circle and fill out the appropriate option for each of the two services listed below)
Occupation: (immediately)) 			
Training: (immediately)
(After ___ months)					(after ___ months)
(After ___ year/s)					(after ___ year/s)
(Never, because:: ___________________________)
(never, because: ___________________________)
14. On what criteria are determined the provision of services at the time stated above46?
Age						Previous employment experience
Gender 						Other (specify)____________________________________
Education
15. How many opportunities do women/girls and men/boys have to use the available space?
_________________________________________________________________________________________
__________________________________________________________________________________________
45. Please illustrate the answer to this question with as much information, for example, is there a database of information about how you select
people who provide these services?
46. Ju lutemi ilustrojeni përgjigjen e kësaj pyetjeje me sa më shumë informacion, psh a ka një data base të dhënash se si përzgjidhen
personat që ju ofrohen këto shërbime?
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16. How informed is the target audience about the existence of employment services?
______Not at all
______A little
______Somewhat
______ Enough ______Very
17. How often is this type of information offered?
01. Once a month
03. Twice a year
05. Every few years
02. Four times a year
04. Once a year		
06. Never
18. How is this information distributed?
01. TV Notice
04.Flyer
06. Poster
08. Radio Notice
02. TV discussion
05. Radio
07. Community meetings
03. Other (Specify) _____________________________________________________________________________
19. Have there been meetings with groups of beneficiaries regarding the implementation or
improvement of policy / employment services?
01. Yes
02. No
20. Do you think informative meetings have been held on time? In the proper facilities? At
the appropriate schedules?
01. Yes
02. No (give info for the time)_________________________________________________________
01. Yes
02. No (give info for the premises)______________________________________________________
01. Yes
02. No (give info for schedules)________________________________________________________
21. Based on the evaluation given to the question above, do you think all members of the target group
have equal access to participate in such meetings? (E.g. women, minorities, disabled, etc.)
01. Yes
02. No (Women)
01. Yes
02. No (Minorities, specify) ___________
01. Yes
02. No (disabled, specify) ________________
22. What is the relationship between women/girls and men/boys participating in these meetings?
_________________________________________________________________________________________
__________________________________________________________________________________________
23. How many opportunities have women/girls to express their opinions and attitudes in such
meetings, compared with men/boys? Why is that?
_________________________________________________________________________________________
__________________________________________________________________________________________
24. How would you rate the quality of services provided by your institution?
01. excellent
03. acceptable
05. very unsatisfactory
02. good
04. unsatisfactory
06. I don’t know
07. Refuse to answer
25. In your opinion, the greatest obstacles in providing social services effectively in your institution
are associated with?
01. shortage in human resources (the expertise)
03. shortage of infrastructure (offices, equipment, etc)
02. shortage of financial resources
04. other (specify)______________________________
26. List the human resources (in the field of employment services) that are lacking in your
institution?
01. __________________________

02. __________________________

03. __________________________
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27. Has the appropriate institution/staff been trained or planned to be trained in the field of
employment service delivery?
01. It has not been trained in the past and is not planned to be trained in the future
02. It has been trained in the past, but not planned to be trained in the future
03.It has been trained in the past and planned to be trained in the future
04. It has not been trained in the past but planned to be trained in the future
05. Don’t know
06. Refuse to answer
28. Does your organization have sufficient capacity to organize training for employment service
providers?
01. Yes, there is sufficient capacity
03. There is no capacity
02. Yes, partial capacity		
04. Don’t know			05. Refuse to answer
29. How often are there assessments and analysis of external conditions for employment services
in the area where you operate?
01. Less than once a year
03. Twice a year
05. Monthly
02. Once a year
04. Four times a year
06. Never
30. Does your organization have the capacity to anticipate changes and needs for employment
services in the future?
01. Sufficient capacity
03. Insufficient capacity
02. Somewhat sufficient capacity
04. Don’t know 		 05. Refuse to answer
31. Does your organization have a clear vision of the goals it needs to reach for the next 5-10 years?
01. Yes, fully
03. No, not at all
02. Yes, but partly
04. Don’t know
05. Refuse to answer
32. Do you consider your institution’s administration able to adapt to external conditions in which
it operates?
01. Yes, fully
03. No, not at all
02. Yes, but partly
04. Don’t know
05. Refuse to answer
33. Do you contribute to the drafting process of the Employment Sector Strategy?
01. Yes			02. No			03. Don’t know
34. If Yes, please explain how?
_________________________________________________________________________________________
__________________________________________________________________________________________
_________________________________________________________________________________________
__________________________________________________________________________________________
35. Do you have anything else to add?
_________________________________________________________________________________________
__________________________________________________________________________________________
_________________________________________________________________________________________
__________________________________________________________________________________________
THANK YOU !
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Annex 3 - Definitions of employment according to the Institute of Statistics.
Definitions
Working age population includes all people of working age (15-54 years old women and 15-59 years old
men) regardless of whether they work or not during the calculation period.
According to law no. 8889, the age and period of insurance for the full age pension gradually
increases and in the year 2013 it will be 65 years old for men and 60 years old for women.
The economically active population (labour force) comprises the employed and the registered unemployed.
The employed are people of working age that during the period of calculation have had jobs as salaried
employees or as self-employed. This includes people who have a job but have been temporarily absent
from work during the period of calculation for reasons such as illness, training, maternity leave, etc.
Registered unemployed are considered all people of working age that during the calculation period meet three
criteria: don’t have a job, are registered at the employment office (job seekers) and who are willing and able to start a job.
Long-term unemployed are considered all the registered unemployed who are still registered as job seekers
for more than 12 months.
The minimum monthly wage is the lowest salary approved by the Council of Ministers.
The average monthly wage is the gross wage of an employee of the public sector for the work performed. It
consists of:
• The basic wage for the work performed
• Additional payment for managerial functions
• Additional payment for seniority
• Additional payment for work difficulties
• Other regular additions (titles, grades, etc.) without deducting personal contributions and income tax (10%)
Equal Pay for equal work means that the payment for the same work will be measured during the same time
period, under the same conditions and same wage segments. This principle is also valid for the private sector.
Access refers to the opportunities of women and men to secure or use resources (food, credit, technology,
etc.) or services (education, healthcare, etc.). The opportunity to acquire the resources does not necessarily
mean that people will have the power to set or check the benefits derived from such activities47. It is important
to distinguish the difference between “the use” and “the control over” a particular source. For example,
women in rural areas often have access to land or credit, but they have no power and ability to make decisions
on these resources48.
Gender equality: this is a principle under which all human beings, without distinction of race, gender,
religious belief, socio-cultural level or political status, should have equal legal rights. In the context of
international human rights, the legal concept of gender equality as sanctioned in the Universal Declaration
of Human Rights of 1948 as well as the United Nations Convention on the Elimination of All Forms of
Discrimination Against Women (CEDAW) of 1979. The Convention, ratified by 174 countries, states clearly
and unequivocally that “discrimination against women violates the principles of equality of rights and
respect for human dignity.” The governments of the world reaffirmed their commitment in 1995 for “equal
rights and human born dignity of all women and men”, in the Beijing Declaration and Platform for Action.
Discrimination: is an obvious behaviour through which people are treated differently and not favourably,
on grounds of race, class, gender or their cultural status. Discrimination reduces the opportunities for

47. Overholt, C., Anderson, M., Cloud, K. and Austin, J.,: 1985.
48. Moser, C.:1989
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access over resources, health services, education, empowerment or power. In the terminology of the
United Nations Convention on the Elimination of All Forms of Discrimination Against Women (CEDAW),
it is considered as an exception, barrier or distinction made on the basis of sex which has the purpose
or effect of denying equal exercise of fundamental rights and freedoms in all fields of human endeavour.
Empowerment: is a process through which men and women in unfavourable positions increase their access
to information, resources and decision-making power as well as their awareness regarding their participation
in community life, in order to reach a certain level of control over the environment where they live.
Gender Integration: is the (re) organization, improvement, development and evaluation of political processes,
so that the gender perspective is incorporated in all policies at all levels and in all stages, by actors normally
involved in policy making. It is a strategy to raise the concerns of women and men and their experiences in an
integral dimension in the design, implementation, monitoring and evaluation of policies and programs in the
political, economic, social spheres, etc.
Control: refers to the capacity to make decisions on a given source or situation. It is important to distinguish
the difference between access and control over the use of resources on one hand, and access and control
over the benefits derived from the use of resources on the other. Even if women have infinite resources, they
often are unable to benefit from their use49. Data based on a thorough gender analysis determine if there is any
difference of access and control of men and women on three key categories of resources:
Economic
Resources:
productive:
land,
credit,
money
income,
employment
Political
resources:
education,
political
representation,
leadership
Time: a critical resource, which acquires more and more monetary value
Conditions of Women: are their material situation in terms of level of food, health, access to basic
needs, education, and these can be improved by providing food, health services, education, etc.
Quota: is a system in politics which guarantees the participation of women and underrepresented social
groups through reservation of seats in local and parliamentary government power. Quotas are often
used in education to ensure and promote the places that belong equally to all individuals in the society.
Gender needs: generally differ from needs in general because they arise from gender roles, gender
division of labour and ongoing complications arising from lack of access to resources and unequal power
relations. Because they have different roles in society, women and men have different needs. It is quite necessary
and important to distinguish two types of needs: practical gender needs and strategic gender interests.
Gender

Roles:

Include

productive

role,

reproductive

(biological

and

social)

and

community.

Productive Role: refers to the work performed to produce goods and services in exchange for income. Both
men and women contribute to family income with various forms of productive work, although men predominate
in productive work, especially at higher levels of remuneration.
Reproductive Role: includes – biological and social reproduction. Biological reproduction refers to the birth
of new human beings, an activity which only women can perform. Social reproduction refers to all the caring
activities necessary to ensure human survival and continuity. Caring for children, cooking, washing, cleaning,
breastfeeding and other household activities are included in this category. Although they are necessary for
human survival, they are not recognised as work or economic activity and as such are invisible, unrecognised
and unpaid. Reproductive work is performed mainly by women and girls.

49. Overholt, C., Anderson, M., Cloud, K. dhe Austin, J.,: 1985.
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