
OPEN REGIONAL FORUM

OCTOBER, 14-15, 2020

EMPLOYMENT
STATUS OF
WOMEN AND GIRLS
ALBANIA AND
KOSOVO WITH
SUCCESS STORIES
FROM THE REGION

OPEN REGIONAL FORUM

October 14 - 15, 2020



EMPLOYMENT
STATUS OF
WOMEN AND GIRLS
ALBANIA AND
KOSOVO WITH
SUCCESS STORIES
FROM THE REGION

OPEN REGIONAL FORUM

OCTOBER, 14-15, 2020

Prepared by the Gender Alliance for Development Center in the framework of the regional
project "Increasing women’s access to employment" in Albania which is implemented in
partnership with the Institute Democracy for Development, D4D (Kosovo) supported by the
Royal Norwegian Embassy in Pristina. This content is responsibility only of the authors and
does not reflect the views of the D4D and the Royal Norwegian Embassy in Pristina.

Report



Greetings
speeches

01

Development of
Professional Skills
for Women and
their Orientation
In the Labour
Market

04

Employment of
Albanian Women
- Challenges and
Solutions

02

Social Protection
and Inclusion

05

Discrimination in
the Workplace
and Protection

03

Women and
Migration

06

Table of
Contents



The economic empowerment of women is at the heart of the 2030 Agenda for Sustainable
Development which recognizes that the full and equal participation of women in the economy is a
vital step towards achieving sustainable development for any country. This is embodied in the
inclusion of Goal no. 5. Achieving Strategic Goal No. 5 would have an effect on the other goals of
Agenda 2030, including ensuring equal access to decent work and full and productive employment,
ending poverty, food security, universal health, education qualitatively, reducing inequalities and
promoting economic growth. 

Gender equality is a precondition and a desirable result of sustainable economic development, as
acknowledged by the Government of Albania, which has adopted important laws and established
institutional structures for the promotion of gender equality and the fight against gender-based
violence and domestic violence. However, Albania has a lot of work ahead, especially in terms of the
inclusion of women in employment, decent work, future employment, or women entrepreneurs. 

International studies by organizations such as the OECD, World Bank, etc. advise and provide
arguments to support the empowerment approach of women to be economically independent and
to encourage and support entrepreneurship start-ups.

In Albania, although the indicators for women's participation in the labor market have improved in
recent years, they are still behind those in the region and the average of European Union countries.
Women work in low-paid sectors, even though they have high levels of education. Their workload
increases as they still perform most of the private household and care responsibilities. On the other
hand, Covid-19 has placed an additional burden on the shoulders of women in relation to the
responsibilities of caring for children who were out of school and the elderly.

Greetings
speeches

Mirela Arqimandriti 
Executive Director
Gender Alliance for Development Center (GADC), Albania

Economic empowerment of women through relevant educational programmes continued training,
employment and entrepreneurship have been strongly stressed in the Sustainable Development
Goals 5 and 8. Similarly, gender equality, and employment have been clearly stated in the EU Gender
Action Plan, as well as in Goal 13: Equal Access for girls and women at all levels of quality education
and vocational education and training without discrimination and Goal 14: Access to decent work for
women of all ages; and Goal 15: Equal access for women to financial services and sources of
production, including land, trade, and entrepreneurship. Based on these international and national
policies in Albania and Kosovo, this regional forum is organised, aimed at sharing information about the
status of women in the labour market and recommendations for improving national and regional
policies and action.



Key indicators for the situation of women in the labor market show that gender inequalities in the
labor market remain, as women continue to be under-represented. Only 53% of working-age
women are at work, compared to 68% of working-age men. The labor force participation rate for
women with primary education (57.6%, 2019) or secondary education (55.1%, 2019) is lower than
those with higher education (79.9%, 2019). The gender gap is smaller for women and men who have
completed higher education. Family responsibilities, as well as lower incentives (especially wages)
for women to join the workforce, are some of the key factors that keep women out of the workforce.
Young men and women continue to face major difficulties in the labor market, despite significant
recent improvements, structural unemployment among them remains high. 47% of women are
currently employed, while men's employment stands at 60.1%, with a gender gap of 13.2% very high
compared to the EU average. Having a higher education significantly improves the employment rate
for women, at a rate of 69%, which has grown steadily in recent years. There are no significant
differences in long-term unemployment for women and men.

Various surveys show that women tend to work more in unpaid family businesses or in the informal
sector. Large informality, estimated to range from 25 to 50% of Gross Domestic Product (GDP),
including agriculture, creates persistent constraints on women in the labor market (no social
security, lower wages, limited paid leave, no access to paid maternity leave, etc.). The structure of
employment and the high level of informality exclude more than any second worker from the
enjoyment of labor rights.

When analysing the self-employment rate, in Albania, about one in five employed women is self-
employed. Interestingly, the percentage of the self-employed decreases significantly for women
with higher education, at a rate of 7.4% in 2019, compared to 20.4% for men. The legislation in
Albania is mainly assessed in accordance with international and European Union standards for
gender equality, with a comprehensive legal framework, promoting gender equality and providing
protection against discrimination. However, efforts to achieve tangible results face major challenges
such as: poor implementation, lack of implementation and insufficiency of institutions to provide
services that meet the needs of women.(1)

The low enrolment of women in vocational high schools is the same across the country and
manifests the gender division of labor based on stereotypes. Most courses are in so-called 'male'
professions, such as construction, electro mechanics and manufacturing. On the other hand,
vocational education does not represent a particularly attractive and promising opportunity for
graduates to enter the labor market. More efforts are needed to diversify the offer of Vocational
Education and Training, to improve its importance in the labor market and to ensure a rapid
transition from school to work.

In line with its aspirations to join the European Union, Albania has developed and adopted a
comprehensive legal and policy framework related to gender-based discrimination and labor
relations. On the other hand, the Progress Reports of the European Commission have continued to
demand Albania to harmonize the legal framework regarding working conditions, especially health
and safety at work and equal opportunities. Recent amendments to the Labor Code have
addressed the provisions of EU directives, including non-discrimination at work, parental rights, the
right to information, employer-employee relations and telework. Most women and men surveyed in
a recent GADC study (2)  seemed aware that gender-based discrimination was illegal, but only a
few knew where to report if they felt discriminated against. With limited data on the prevalence of
discrimination, evidence shows that gender-based discrimination exists in employment and
promotion, maternity leave and sexual harassment procedures.

Only 53% of
working-age

women are at work,
compared to 68%

of working-age
men.

(1). 2020. ALBANIA 2020 REPORT. COMMUNICATION ON EU ENLARGEMENT POLICY. 
EUROPEAN COMMISSION. AVAILABLE AT: HTTPS://EC.EUROPA.EU/NEIGHBOURHOOD-
ENLARGEMENT/SITES/NEAR/FILES/ALBANIA_REPORT_2020.PDF

(2) 2019.ARQIMANDRITI, M. ET AL, GENDER-BASED DISCRIMINATION AND LABOUR IN
ALBANIA, GENDER ALLIANCE FOR DEVELOPMENT CENTRE, ALBANIA.



Full transparency through ongoing monitoring and reporting on the impact of COVID-19 on
women in the labor market and access to government-provided support packages. 
Skills development and employment support packages dedicated to women should continue in
2021, targeting formal and informal employment. 
Training to respond to the needs of the private sector, the future of work and the skills needed
in the digital era, with a particular focus on young women; 
Activation of an integrated case management system, human-centered access to social
services and employment, meeting the needs of women in need; 
Strengthening the capacity of employment services to provide specialized employment
counselling;

Awareness and informative campaign to promote and ensure women in need access to
government programs; 
Specific and specialized skills development programs designed and advocated with and for
women, which have added vulnerabilities; 
Hold local and central government institutions accountable, by continuously monitoring the
implementation of employment and skills development policies (National Agency for
Employment and Skills) and labor relations (State Labor Inspectorate).

Gender Considerations on the Future of Women in the Labor Market - Policy Recommendations

As the impact of the Covid-19 crisis on the labor market unfolds, to ensure that women receive
adequate and necessary support services and programs, and employment is not further violated,
GADC recommends the following gender considerations for public authorities and civil society:

Government: 

Civil Society:



Rezarta Delibashzade
Executive Director 
Institute Democracy for Development, D4D Kosovo

Training and guidance for smaller local organizations that lead or have a policy of improving the
labor market for women; 
Over 30 small grants awarded to small non-governmental organizations or joint initiatives; 
Articles, analysis, and animations to better portray labor market problems; 
Joint several-day workshops with representatives of Ministries and Agencies related to women's
employment, and recommendations on working documents and strategies; 
Questions on omnibus as well as infographics on citizens' perceptions on women's employment
barriers; 
Roundtable discussions, or recent online discussions

For a long time now, the two organizations have been working closely on employment policies in
Kosovo and Albania. As part of this we have held several joint meetings with several institutions and
organizations to better understand the employment challenges for women in both countries.

Some of the activities that have been undertaken in this regard are:

We mention here the trainings and instructions for local organizations. Over 30 small grants have
been awarded to non-governmental organizations or joint initiatives to improve the work
environment. We have published various articles, analyzes and animations which address the
problems of women in the labor market.

Joint workshops were organized for several days with joint representatives from Kosovo and
Albania. There were representatives from various Ministries, the employment agency as well as
various non-governmental organizations giving recommendations on the documents and strategies
that are within these institutions. Infographics have been designed to better present citizens'
perceptions of women's employment barriers.

Over 30 small grants
have been awarded

to non-governmental
organizations or joint

initiatives

The purpose of all these activities that are taking place in parallel in
Kosovo and Albania is to exchange as much information and
recommendations regarding employment policies in the region as well
as to initiate advocacy strategies and actions at the regional level,
contributing to the growth of employment of women and reducing the
gender gap. All this work, which is being carried out continuously,
would be impossible without the support of the Norwegian Embassy in
Kosovo, who have entrusted us with the work.



In the last 7-8 years, the situation in regard to women’s employment has undergone significant
improvement. All the labor market indicators point to a substantial improvement.  Between 2013-
2019, women’s participation in the labor market increased from 50% to 61%. This is an increase of
11.6 points. However, despite this growth in women’s participation, the problem of the gender gap is
ever-present. The gap in work force participation is approximately 16-17% depending on when it is
measured, but it must be understood that it is a very substantial gap. Here, it is important to
highlight the fact that women’s participation in the work force is linked directly to education. The
more women or girls are educated, the more they participate in the workforce. The rate of their
participation in the workforce is only 75-76%. Meanwhile, the rate of workforce participation among
girls and women with only basic education is only 53%.

In tandem with this growth and during the same period of time, we have seen a great increase in the
rate of women’s employment.  The rate of women and girls’ employment in the last three years has
shown to be lower than the rates of employment for men.  

The gender gap remains a problem in the first place, where girls and women must integrate into the
labor market, but this is a very general picture and there are many other dynamics at play in terms
of women’s employment in the labor market within our country.  Going beyond statistics, I would
like to focus primarily on what the ministry is doing in regard to employment policies aimed at
incentivizing women’s integration into the labor market.

I would like to highlight active policies in the labor market.
It was only in 2019 that the Ministry of Finance and Economy approved a new law for employment
growth in Albania that expanded the range of employment growth programs that our employment
agency can implement. Concretely there are two elements that are of great import for women.  It is
important that we understand that no two unemployed people are the same. Every unemployed
person has increased vulnerabilities as he or she integrates into the labor market. This means that
today, in the labor market, girls are at a greater disadvantage than boys. 

To be a Romani girl automatically adds another level of complexity and great difficulty in regard to
the labor market. Romani girls in rural environments would be even more disadvantaged. Therefore,
it is important that we respond to and address the differing vulnerabilities people have in an
individualistic manner.  In all of the employment promotion programs we implement today; girls and
women would also benefit from a childcare allowance. 

We have seen that, in the labor market, one of the biggest problems that prevent girls and women
between 25-45 years old from strong participation in the labor force is their caretaking
responsibilities in regard to children and the elderly. It is precisely for this reason that we have
decided to offer women and girls in such a position a kindergarten or nursery subsidy and to help
women and girls who are in rural sectors with transportation.

For the first time in our law, we have created the space for the Employment Agency to contract
employment services and vocational training services even with third parties, which may also be
civil society.

Dajna Sorensen
Deputy Minister of Economy and Finance
Government of Albania

This is a very positive element for taking all of those good practices
that civil society has implemented in a local level, to integrate them
in our system, and to upscale these successful programs in the
context of a project.  It is important to stress the fact that
employment policies cannot be viewed as separate from other social
policies. We cannot discuss women’s employment in isolation, but
must simultaneously consider all measures having to do with child
care, education, economic help, mental health, and social services. All
these measures are elements that affect us in one way or another.

Between 2013-2019, women’s
participation in the labor

market increased from 50%
to 61%. This is an increase of
11.6 points. However, despite

this growth in women’s
participation, the problem of

the gender gap is ever-
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Burbuqe Bakia Deva
Deputy Minister of Economy and Environment
Government of Kosovo

Gender equality is a fundamental right and an important factor for economic growth, development,
and stability. Gender equality is a fundamental principle in the Constitution of the Republic of
Kosovo.  Commitment to gender equality emphasizes the absolute need to develop and implement
policies, through strategies and programs, the legal framework, and the providing of goods and
services to achieve the goal set for gender equality.  Legislation in Kosovo provides a good basis for
encouraging and supporting women’s participation in the work process, as well as in decision-
making positions.  The Constitution of the Republic of Kosovo, the highest legal and political act in
the country, besides containing a gender balance within its language and structure, respects and
promotes the principles of gender equality, which are also internationally accepted (Article 71).

Furthermore, the Constitution prohibits all forms of discrimination, including gender-based
discrimination. The Constitution of the Republic of Kosovo establishes international human rights
conventions such as: The Convention for the Elimination of All Forms of Discrimination Against
Women (known as CEDAW), and United Nations Resolution 1325 on Women, Peace, and Security,
which are directly applicable in domestic legislation.  In Kosovo, there are mechanisms for gender
equality starting with the Agency for Gender Equality in the Office of the Prime Minister, and in all
Ministries, there are Gender Equality Officers who coordinate and implement the Law on Gender
Equality in Kosovo and the Program for Gender Equality in Kosovo. Legislation in Kosovo strongly
promotes the principle of gender equality.

Pursuant to the Law on Gender Equality in Kosovo, the Government of the Republic of Kosovo has
drafted a Program for Gender Equality. This is a five-year program and covers the period from
2020-2024. The overall strategic objective of the Kosovo Program for Gender Equality is to ensure
that gender equality is at the center of transformative processes in Kosovo, within the framework of
all structures, institutions, policies, procedures, practices, and programs of the government,
agencies, civil society, the private sector, and the donor community, wherein the first pillar of this
program is economic empowerment and social welfare. Despite improvements over the years,
Kosovo is characterized by a high level of poverty. The poverty rate in female-headed households is
higher, 23.7%, compared to 17% in male-headed households.

Women are disadvantaged in accessing the labor market as compared to men.  In 2018, the vast
majority of women were employed (80.6%), with only 13.8% being self-employed and 5.6% engaged
as unpaid family workers. There is a gender division in professions: women are mainly employed in
the sectors of education, trade, and healthcare, where 48.8% of employed women are employed.
Mainly due to family commitments, part-time employment is more pronounced among women.  The
levels of education attained by men remain higher than those of women.

In 2015, about half of women aged 15-64 had only completed elementary school, as compared to
27% of men (KAS, 2016). In Kosovo, there is a gender divide in regard to fields of study, with men and
women choosing professions that are traditionally perceived to be more appropriate for their
gender (UNDP, 2017). The problem and the main factors are the lack of gender integration in
development policies and strategies which contribute to the limited number of women benefitting
from public funds. Despite progress, the legal obligation for Gender Responsive Budgeting,
established by the Law for Gender Equality amended in 2015, is not being observed. By not being
represented in decision-making processes, their specific needs and requests are not taken into
account at either the local or central level.  

Cultural norms prevent women from realizing their property rights, including inheritance, which
consequently limits their access to finances and weakens their economic situation.



Building the skills of women, in line with the demands of the labor market, while focusing on
deficient areas; 
Addressing discrimination in employment by changing the Labor Law to guarantee parental
leave, maternity leave and paternity leave, in accordance with the EU work-life balance directive.
Providing access to quality social and family services, residential day care centers for the elderly
and people with disabilities, thereby facilitating the opportunities for women to be active in the
labor market; 
Providing financial support, access to microcredit programs and financing through credit unions
are planned to increase women’s engagement in entrepreneurship and the growth of women-
owned businesses.

Lack of public transport is understood to be a significant obstacle to the activation of women in the
labor market, especially for women living in rural areas and on the outskirts of cities.  A contributing
factor to accessing the labor market may be the lack of road safety, which can also be measured by
the degree of street lighting.

In Kosovo, resource management is done mainly by men.

The data show that in Kosovo, girls and women are as interested in education and employment as
boys and men. However, their employment rate, especially in senior management positions, remains
very low compared to men. These differences are more pronounced especially at the central level.

To achieve this, the following must be done:

Women and girls’ employment and unemployment have also been impacted by COVID-19. The
spread of the pandemic, the restrictions on citizens’ movement, and the closure of many business
activities have had an immediate impact on the labor market.

In April alone, 32,377 new jobseekers were registered, bringing the total number of jobseekers in the
Employment Agency to 37,392 in the first four months of 2020, with a large portion (16,820) being
women. Given the very low participation of women in economic activity and the other barriers to
employment, the unemployment rate among women may increase even more. 

Pursuant to the Law on
Gender Equality in Kosovo,

the Government of the
Republic of Kosovo has

drafted a Program for Gender
Equality. This is a five-year

program and covers the
period from 2020-2024.

In order to improve the position of women in the labor market in
Kosovo, more cooperation is needed from partners by working
together in many sectors as well as providing more accessible and
affordable care services to enable women to take part in the labor
market. The Government of Kosovo remains committed to
empowering and engaging girls and women in the labor market. 
 Women are and will remain an important factor in increasing the
values and quality of contemporary society.



Jenny Stenberg Sorvold
Deputy Ambassador, Royal Norwegian Embassy 
Pristina, Kosovo

Gender equality is a fundamental human right and it is a sustainable development goal. Gender
equality is a goal in itself. It is also smart economics. Having a larger proportion of women working
leads to growth. Norway has a long tradition of working for women's rights and gender equality, both
in our own country and abroad. If we are to achieve the UN Sustainable Development Goals, gender
equality must be at the heart of the international agenda. The core of Norway’s work for equality is
to increase women and girl’s scope of action, self-determination and power. This is the foundation
of girls and boys, women and men having the same rights and equal opportunities.

The global situation for equality today is characterized by contrasts and paradoxes. On one hand,
resistance is increasing in some countries and regions against women’s rights. On the other hand,
trends show us that equality is moving forward, by authorities, civil society and women’s own fight
which in a targeted way increases women’s opportunity to take part in society on all levels in the
same way men can.
Greater participation of women in society, empowering women to decide over their own lives and
equal opportunities start with women being able to work secure jobs. It is no secret that women
face particular challenges when trying to enter the labor market, both in the two countries that will
be discussed today, but also all over the world. The challenges can include lack of access to quality
education and skill learning, a gender divided job market, keeping women out of certain male
dominated fields, more women working the informal sector, sexual harassment, family obligations or
simply not being hired because they are women.

The answer to this must be changing deep-rooted societal norms and ideas of gender roles in
companies and the judiciary, but also in families and society as a whole. Ideas of what women can
and cannot do, and the knowledge to recognize these stereotypes so we don’t act according to
them. It is a question of enacting targeted policies and legislation that allow women to enter the job
market, for example by preventing that they bear all of the caretaking responsibilities in a family,
and prevent discrimination in hiring processes, salary negotiations and in the workplace. And it is a
question of providing women with the education, skills and information they need to access the
labor market. These topics must be on the national and local agendas so that solutions can be
found and norms changed.
In order to encourage broader participation of women in the workforce, we need to expand the
opportunities for women to make non-traditional choices, to break stereotypes, and to create the
success stories that will inspire the next generation.

Closing up I would like to share a short anecdote with you, which I think illustrates well how societal
norms and ideas of what men and women can and cannot do are important for equal access to
employment, on all levels of society, also at the very top. In 1981 Norway got its first female prime
minister. Gro Harlem Brundtland’s long tenure as Prime Minister of Norway affected the mindset of a
whole generation. During that time, one little boy asked his mother the following question: “Mum, is it
possible for a man to be Prime Minister?” I know that we have many good partners and allies here
today that work tirelessly for equality in the labor market

Thank you for the work you do. I can assure you that
equal access to the labor market will stay a key priority
area for Norwegian engagement and we hope to be a
valuable partner for you in the years to come.

The core of Norway’s work for equality
is to increase women and girl’s scope of
action, self-determination and power.

This is the foundation of girls and boys,
women and men having the same rights

and equal opportunities.



Employment of Albanian
Women - Challenges and
Solutions

In line with the international standards, the right to employment is embodied in provisions of the
Constitution of Albania and the Constitution of Kosovo.  According to the constitutions, the relevant
states should provide every person the right to work, regardless of their gender, race, ethnicity,
language, political affiliation, or religion. Therefore, the right to work includes the right to choose a
profession, a workplace, as well as a professional qualification system aimed at gaining a living tool by
legitimate work. This panel will discuss how this constitutional right is implemented in Albania and
Kosovo, how is the rate of employment and unemployment among women and girls in both countries.

In the present day, worldwide policies that have been embraced in Albania as well give special focus
to raising awareness of the indisputable role women play in the development and future of society
by being the main respondents, architects and primary institutions of education for the next
generations. In this regard, increasing opportunities for training, access to the labor market, and
empowerment and support in meeting personal and family expectations are of concrete
importance to be addressed by policies aimed at equal opportunities and the active participation in
political, economic, and social life for all women and girls.

Achieving these objectives requires continuous effort, not only for our country, but also in the
region or countries of the EU, and the last commitment in this regard are reflected in the
Sustainable Development Goals. Women’s participation in the labor market, in addition to
employment and unemployment, is also related to education, integration into the labor market,
decision-making, salary, etc., aspects which INSTAT, in the publication Men and Women, presented
in a minimal set of indicators (53 indicators), segregated by gender, and comparable to countries in
the region and the EU.

The possible differences in gender equality in the field of work between men and women were
measured for the first time by the Institute of Statistics through the Gender Equality Index. This is
an indicator that considers the differences and development of gender equality in six main areas:
money, knowledge, time, decision-making, health, and the field of work.  The field of labor, the
Gender Equality Index measures the level of access that both men and women have to the labor
market and whether they work equally in terms of quality of forms of employment and working
conditions

Albania’s outcome in the field of labor (67.6 points) shows significant gender differences in the labor
market. However, it should be emphasized that this outcome is similar to the EU score (72.0 points),
only 4.4 points lower. The situation in the sub-category of participation is shown to be better than
that of the sub-category of division and quality of work both in terms of Albania and in terms of the
EU average.  In Albania, women have a significantly lower employment rate than men, even though in
recent years there has been an increase in the rate of participation of women in the labor force.
Although women perform better in higher education, this does not translate to an advantage in the
labor market. The main aspects that are affected are employment, the rate of education, economic
activity, professions, entrepreneurship, and the gender pay gap.

Elsa Dhuli
Director of INSTAT
Tirana, Albania



The overall employment rate in Albania in 2019—67.1%--is lower than that of the average for 27 EU
member states--73.1%, for a total employment target of 75%--but is higher than other countries in
the region.  However, this scale contains within itself a significant gender gap, up to 15% as
compared to 11.7% in 27 EU member states and countries such as Montenegro and Serbia. In fact,
only 59.7% of active women between the ages of 20-64 are employed, compared to 74.7% of
active men.

This trait of the Albanian labor market exists at the same time as women’s constituting a higher
percentage in the third level of education (university and postgraduate studies). About 19% of
women aged 15 and over had completed higher education in 2019, as compared to 15% of men of
the same age in the same year. The gender gap is also evident in regard to access to the labor
market when considering the level of education for men and women. Women who are active in the
labor market are more likely to have completed their first level of studies (45.3%) and university
studies (27.1%) versus men (40.4% and 16.6% respectively). Men with secondary education (43%)
who are active in the labor market have an advantage over women (27.6%). This situation is also
related to the low participation of women in professional education. In recent years, among
students enrolled in secondary education, the percentage of men pursuing professional education
was 5 times higher than women, bringing not only less access to labor market for women, but also
restrictions in terms of occupying professions that require relevant skills.

Women work mainly in agriculture, manufacturing, in the sector of public administration (education,
health), social services, and other activities and services, while men are much more represented in
industry, construction, and activities relates to trade, transport, hospitality, business and
administrative services (3.2, 12.2, and 31.7% respectively).

In terms of division of labor by occupation, men are employed more than women in the following
occupation groups: “agricultural, forestry, and fishery workers” (50%) and “clerks, sales, and service
worker” (21%). Although women are more employed than men in the professional groups of
“managers, professionals, and technicians” (22%), which require intellectual skills and provide
opportunities to take make use of women’s educational advantage in the labor market, given that
the positions occupied are to a large extent lower level positions, they may not guarantee high
compensation in terms of income.

While the levels of entrepreneurship in the country, the percentage of women who own or manage
an enterprise, are about 25%, the percentage of women that occupy management positions in
public administration is 55%. Men are more likely to be entrepreneurs as compared to women,
especially in owning or managing large enterprises with more than 10 employees. This situation may
be indicative of the obstacles that women face in accessing financial and social capital, as well as
the need for support from institutions and networks that can give women a collective voice in the
market and community.

The Gender Pay Gap (GPG)

During 2019, based on data from the General Directorate of Taxes, the gender pay gap reached 10.1%
from 10.7% the year prior. This year, the economic sector in which the gender pay gap is higher is the
manufacturing sector, where the gender pay gap reaches 24.6%. Meanwhile the economic sector in
which the Gender Pay Gap reaches its lowest value, 2.4%, is the sector of trade, transport, hotel, and
business and administrative services. In terms of the main occupation-groups, the gender pay gap
reaches its highest value, 24.3% in craftsmanship and equipment and machinery assembly workers.
The Gender Pay Gap reaches the lowest value, 3.0%, for employees of the armed forces.



Plejada Gugashi
Programme Manager 
Olof Palme International Center, Albania

For several years now, Olof Palme International Centre has been implementing a regional program
aimed at empowering CSOs and trade unions in their efforts to provide decent work, especially in
sectors where vulnerable groups of society are employed.

When we talk about the employment of women and girls, we often talk about access to employment
and their ability to enter the labor market and much less about the quality of the employment. The
point is, job creation alone, can never be enough. If we want to have a sustainable employment, it is
equally important to respect the standards of work and the quality of the working environment. Our
initiatives as Palme Center are precisely focused in this direction.

In Albania’s case, it must be said that continuous efforts have been made towards meeting the labor
standards in terms of legal and policy framework, with a series of laws providing for labor rights, and
forcing employers to abide by a set of rules in order to meet the standards at work. Even this week,
the National ILO will discuss the latest ILO convention No. 190 on harassment and violence in the
world of work. While we as the Palme Center are supporting a national study that will shed more light
on the phenomenon of the spread of harassment and violence in the workplace from the
perspective of this Convention.

Despite this, various reports of our partner organizations such as ”Gender Alliance for Development
Center” and 'Center for Labor Rights' have identified flagrant cases of non-compliance with rights in
various sectors of the economy. One of them is the sector of garment and footwear industry, a
sector that has played an important role in the employment of women coming from relatively poor
stratas and mainly from rural or suburban areas (with about 30,000 employees).

One of the main problems reported in this sector are low wages. Nearly half of the employees
interviewed during the various surveys do not earn the net minimum wage within regular working
hours. Informal pay still exists and cases where employees are paid less than the minimum wage are
reported. There are cases of non-payment of compulsory social contributions, extra working hours,
annual leave and days off. 

Health and Safety Counsils in these companies exist only formally, they are not effective. In the
companies the doctor is totally inexistent. There are no studies denoting how the profession affects
women's health. Failure to recognize and respect the rules of safety and health at work, violates the
basic right of Albanian employees to work in conditions of safety and health protection. 

Another problem encountered is the inability to freely exercise of the right to organize
collectively in trade unions. Employees who try to organize will face pressure and the threat of
loosing their workplace. Despite the efforts of our partners in the field for information, education, and
legal support, the real union organization, especially in the tailoring sector, remains very difficult. 

If these conditions continue, the vulnerability of the workforce will increase. We will have employees
who will come out with minimum pensions, which means we will continue to have a vulnerable third
generation and in need of additional services, i.e additional costs. 

It must be said that COVID -19  worsened the situation of employees in general, but especially that
of girls and women in the tailoring sector. Cases of dismissal as a result of the crisis, cases denoting
inequality in dismissal especially for pregnant women or those with chronic illnesses were reported
to us. Problems with safety in the workplace where contracts are not extended, working hours are
reduced. Weak health protection measures have also been noticed, even in those companies where
there were COVID-19 outbreaks.



Our partners are in constant contact with employees and address their problems on an ongoing
basis to government institutions, and especially the labor inspectorate. Shadow reports have been
drafted for the CEDAW committee where a series of recommendations have been given to the
Albanian government for ensuring the work standards in the fason companies. Partners have also
reported the problems through the media to put pressure on institutions to take action. Many of the
issues raised have been pursued administratively and legally by our partners. We have a series of
successful cases when employees have managed to receive salaries in cases of unfair dismissal, to
be formalized through regular contracts, to be paid social security, etc. However, much remains to be
done to improve the situation of girls and women in the sector. 

But how can the situation be improved?

The role of state authorities in promoting labor standards, monitoring and sanctioning violations
remains central. Due to the insitence of our partners, the number of inspections has increased in
the sector, but it is important to continue to give priority to the control / monitoring of economic
activities that present significant problems in terms of safety and well-being of employees in
their workplace. 
There is a need to increase the professional and ethical capacity of labor inspectors to ensure
good inspection quality and to avoid formalities during inspection. 
Cooperation with the inspectorate has been positive in cases where we have addressed issues
of girls and women, however there is a need to increase the credibility of the inspectorate to
provide solutions to complaints received from employees. This also has to do with the
strengthening of protection mechanisms and procedures during the grievance process. 
It is necessary to promote an effective social dialogue between the social partners, employer-
employee-government, especially at the decentralized level to identify common objectives and
priorities with the ultimate goal of improving working conditions. 
On the other hand, there should be greater cooperation between civil society organizations and
trade unions in informing and raising the awareness of employees on labor rights and
strengthening their position in addressing their problems. 
Increase the undertaking of advocacy campaigns towards the improvement of working
conditions by reporting on various cases of violations of labor rights. And undertake periodic
assessments of the situation regarding working conditions in certain sectors of the economy.
Continue to provide legal aid to all employees whose rights at work are violated. 
Cooperation should be encouraged at the regional level to share experiences, but also to
promote joint initiatives as the problems faced by women in the workplace are similar. Therefore,
we as OPC will continue to support alliances and regional initiatives for social / economic rights.

This discussion is not exhaustive; however, I believe it helps the public debate on employment and
decent work. In conclusion, I would like to reiterate that the phenomenon of employment with
inadequate (or low quality) conditions is as serious as unemployment and the commitment and
contribution of all actors is important in order to achieve decent work and empowering girls and
women.



Juliana Hoxha
Executive Director
Partners Albania

Albania has made considerable progress in the addressing of gender issues over the past couple of
years. The national legal and policy framework on gender has marked important developments with
adoption of a series of strategies, among others the National Strategy for Development and
Integration II 2015-2020, The Business and Investment Development Strategy 2014-2020, Gender
Equality Strategy 2016-2020, Cross-cutting Strategy on Property Rights 2012-2020, Albanian
National Health Strategy 2016-2020, Employment and Skills Strategy 2014-2020, Cross-cutting
Strategy on Property Rights 2012-2020, Inter-sectoral strategy for agriculture and rural development
in Albania 2014-2020, National Strategy on Reproductive Health 2017-2021, Strategic Document and
Action Plan of Sexual and Reproductive Health 2017-2021, Action Plan of Health promotion 2017-
2021.  However, these developments still suffer from poor enforcement, and lack of clear and
measurable gender indicators. When it comes to women participation in the labour market, despite
some progress made, there is still a considerable gap between women and man.  This gap is
conditioned by several factors:

1. Gender-stereotyped occupational profiles
In 2019 the employment rate for men was 61.2% and 54.4 % for women, while the labour force
participation rate was 61.6 % for women compared to 77.6 % for men. The lower participation level of
women is due to their heavy involvement in home and child care (unpaid work) at 18%, against 1% for
men. The main employment sector for women is agriculture with 41.6% (men 32.3%), followed by
trade 21.6% (men 31.7%), public administration, social services 20.7% (men 12.8), manufacturing 14.8%
(men 7.9%). All other sectors are dominated by men demonstrating gender-stereotyped
occupational profiles.

2. Gender stereotypes in education
Society gender stereotypes and patriarchal family continue to negatively impact girls and women
enrollment in education. Their participation in the upper secondary education is lower compare to
obligatory education, and lower than boys, namely 91.7 % and 99.3 %. But, in contrast the gross
enrollment ration for tertiary education is much higher for women 71.3% than men 47.7% (year 2019).
It speaks for a good performance of girls in the secondary education, qualifying them for next level
and high level of interest to pursue further education. The number of graduates from higher
education in the academic year 2018/2019 amounted to 35 thousand students, of whom 66.4 %
were girls. Nevertheless, unfortunately these figures do not translate in employment opportunities
for girls and women. 
The gender stereotypes are quite strong in the fields of study, which condition the profiles of
professions, later on. Women are graduated mostly in "Education" with 81.4 %, followed by "Health
and Wellbeing" with 79.1 %, and "Arts and humanities" with 78.2 % (2019). While, fields in which men
are graduated are mostly "Services" with 73.6%, "Engineering, Production and Construction" with 62.6
%, and "Agriculture forestry, fisheries and veterinary" with 55.1 % (2019) Men comprise the largest
group of jobseekers registered in vocational courses (56%) compared to women (44%).

3. High informal employment, unpaid work
The informal economy is estimated to account for at least one third of GDP. Sectors most impacted
by informality and unpaid family workers is the agricultural sector and tourism, where women make
most of the workforce. The informal sector makes 61% of the total employment, out of which women
63.5% and men 59% (Ilo, 2018). This means that at a high percentage women employment
arrangement are outside the coverage of labour legislation, and of health and social insurance.

4. Lack of Infrastructure
The inadequate levels of infrastructure, including inadequate, unaffordable, and insufficient child and
elderly care have a direct impact on women’s unpaid workload, especially in rural areas. On average
women work two hours more per day than men (paid and unpaid work). Men’s share of unpaid work
is 14 % while women’s share is 86% (Time Use Survey 2011).



5. Hindered ownership rights over land
After 1990, the actual distribution and registration of land was carried out by individuals identified as
“heads of the households” and as representatives of the whole family. Because of gender
stereotypes and customary practices which give a preference for giving land to male descendants,
women often do not claim their ownership rights over land. In addition, women in rural areas are not
aware of their rights over land. All these, have direct implications over women’s decision-making on
the use of land, access to credit lines and entrepreneurship initiatives.

6. Limited access to entrepreneurship, markets and decision-making
Women manage only 25.4% of total active enterprises (2019) and the highest percentage of
enterprises managed by women is in municipality of Tirana with 32.4 %, making their managerial
engagement an urban phenomenon. Enterprises leaded by women are mainly micro enterprises with
1-4 employed. 
Only 20.3 % of big enterprises, with 50 and more employed are managed or owned by women
(2019). The number of businesses with women owners or administrators is greater in the Service
Sector 33.3 % while in the Production Sector 11.9 % (2019). 

Women rank low even in self-employment with 12.1 % while men 26.1 % of men. Another indicator
used when discussed the position in the labor market is the gender wage gap. In 2019, the official
wage gap in Albania was 10.1%. 

But, considering the high level of informality, the gender wage gap calculated through survey data is
around 15.2 percent.

Reforms aiming employment should be gender-responsive and based on the principle of
equitable labour market development and growth. 
Decent employment should be a goal, with effective mechanisms in case of violations of labour
rights. 
Development of financial products that are tailored to the needs of women (i.e. agro).
Strengthening the role of the educational system in creating a workforce whose skills match the
requirements of the private sector. 
Improved way of career counselling and better career orientation in schools. 
Development of needed legal and physical infrastructure to assist women in reconciling work
and family obligations. 
Strengthening the role of media in eliminating gender stereotypes in non-traditional occupations.
Greater contribution from civil society organizations in shaping a positive and supportive
attitude of the family and society towards women employment. 
Closing the gender data and information gap especially in the agriculture sector.

RECOMMENDATIONS

In line with the challenges addressed above, these are a set of recommendations to further advance
women position in the labour market and gender parity:



Valëza Zogjani
Policy Researcher and Project Manager
Institute of Democracy for Development (D4D), Kosoo

Social norms and gender roles are key factors in the prevailing gap in the labor force participation of
men and women. Only one in eight women in Kosovo is either looking for work or is employed, and
this ranks Kosovo as one of the countries with the lowest female participation rate in Europe. As
entrepreneurs, women in Kosovo's economy represent only about 10% of the economy. In such
conditions, the Kosovo Economy operates below the potential for growth, as the low participation of
women in the labor force is one of the key difficulties in the overall development of Kosovo. Overall,
research shows that women tend to have lower levels of labor market participation and lower
incomes compared to men.

The low participation rate of women is generally explained by human capital variables (such as
education, experience) and often the role of traditional values and culture is ignored. However, it is
very important to consider social norms and culture, as Kosovo can be argued to be still under the
influence of patriarchal ideologies. Patriarchal societies suffer not only from the exclusion of women
from the labor market, but also from gender discrimination in the workplace, from the lack of
educational opportunities for women, and from professional standards set by gender.

A study conducted by D4D in 2017 shows that women in Kosovo face discrimination in the
employment process, especially if they are pregnant or want to have children. According to the data
we have, 59.8% of respondents believe that there is discrimination against women in the
employment process. In general, most respondents think that the main reasons why women are
discriminated against in the labor market have to do with: a) strong patriarchal society and b) issues
with maternity leave or leave. Women's Higher responsibility for the family, especially children, leads
to their lower participation in the labor market. Moreover, women may make less effort to enter the
labor market than men, due to the relatively longer hours they spend on housework, which in turn
leads to lower productivity and wages. Women spend 300% more time on household activities and
family care (7.1 hours) while men (2.3 hours). 

Also, a discouraging factor for women to enter the labor market is the lower level of wages even for
equal work with men due to gender discrimination in the labor market. Women employed in the
private sector often belong to the informal sector. This makes this category of women very sensitive
to financial, emotional and physical risk.

Maternity leave, in addition to serving as a reason for discrimination in the employment of women,
thus favoring men in employment, is also a problem that women face even when they are employed.
When we talk about gender equality, we are necessarily talking about equal rights and
responsibilities of women and men in their parental roles. 

To achieve balance between parents and their equal role, policies must first be created which, when
implemented, create the basis for an equal role of parents. However, two preconditions are essential
for the success of these policies (i) these policies must be supported by the actors who have a
primary role in their implementation (employees, employers, and government) and (ii) create
opportunities for social change e culturally necessary.



Discrimination in the 
Workplace and Protection

Gender-based discrimination can affect both women and men. However, women are more likely to fall
prey to this phenomenon.  Reduction of unemployment and increase of participation in the labour
force is a priority of the European Union, representatives of governments and actors of civil society.
Some research suggests that discrimination has unequally influenced participation of women in the
labour market. Similarly, it seems that although both countries have a complete legislation in terms of
discrimination, many important actors still have limited knowledge.

We have heard several key factors contributing to women’s unemployment, which our research here
in Kosovo also validates: social gender norms underpinning inequalities, insufficient state policies to
support an enabling environment for women’s employment, poor implementation of laws, and lack
of childcare. Now we discuss another factor: gender-based discrimination. Gender-based
discrimination can affect both women and men. 

However, evidence suggests that women are more likely to face discrimination than men, given
gender stereotypes, gender roles, and the disbalanced power relations that exist between women
and men. 

Multiple discrimination, or intersecting discrimination, that is, discrimination that a woman may face
because she is a woman, coupled with her age, her ethnicity, and/or her physical abilities, can
contribute to added difficulties for women in accessing employment. In this panel, I’ve been asked
to provide a brief overview of the situation in the region, based on research carried out by a regional
coalition of women’s rights organisations, supported by the EU and co-funded by SIDA. 

As part of this 46-month Action to address gender-based discrimination and further women’s
labour rights, we six women’s rights organisations in the WB undertook research that would serve as
a basis for regional advocacy and action. First, I will summarize the report’s extensive Legal Analysis.
While our constitutions contain provisions related to gender equality and legal definitions relating to
discrimination generally are compliant with the EU gender equality acquis, clarifying their phrasing
could improve application. Now let’s discuss 

Perceptions and Prevalence. “Are you married? Do you have children? Do you plan to have
children?” 

Unfortunately, these are common job interview questions in the WB and the majority of our
participants had experienced them, including 64% of women in Kosovo and 75% in Albania.

Nicole Farnsworth
Program Director
Kosovo Women’s Network



Legal frameworks in the WB guarantee paid maternity leave. Yet violations of maternity leave rights
may be among the most prevalent forms of labour-related gender-based discrimination. Maternity
leave rights are violated either directly because employers terminate women’s employment when
they become pregnant or indirectly because employers do not renew expiring fixed-term
employment contracts when they learn that employees are pregnant.  

Among the women survey respondents who were working when they became pregnant, 26% in
Kosovo and 20% in Albania said that they did not receive any payment during their maternity leave
from their employer or from the government. “I lost my job due to pregnancy and I worked three
years in [the company]. I was four months pregnant when I told my superiors. I lost my job in a
week”, said a   woman from North Macedonia. Among the worst forms of discrimination at work is
sexual harassment, which can undermine women’s wellbeing, performance and access to equal
promotion.  

Every third woman respondent experienced at least one form of sexual harassment at work. The
data implies that power asymmetries at work are inherent to sexual harassment abuses. More than
70% of women who suffered sexual harassment were victims to a perpetrator working in a higher
position than them. “The head of the company wanted to sleep with me for me to be promoted,”
said a woman from Serbia. Of the survey respondents who said that they had experienced some
form of labour-related gender-based discrimination, more than 76% did not report it to any
institution. 

Fewer than 4% of the respondents who said that they had suffered discrimination had contacted
the police, fewer than 3% the prosecution,  fewer than 5% the courts, and fewer than 7% the
Ombudsperson Institution. “Instead of reporting sexual harassment, I quit the job. I am certain that
none of the institutions will respond to my complaint, and I have no trust in them,” said a woman
from Serbia. Responses suggest that women often hesitate to report discrimination: “I don’t want to
lose my job. That’s why I endure,” said a woman from Montenegro.  Of those who did report
discrimination, most contacted the Labour Inspectorate. Even so, they comprised less than 10% of
women who said they had experienced gender-based discrimination. 

Findings suggest that most women and men in the WB tend to know that labour-related gender-
based discrimination is illegal. However, people lack awareness regarding where they can report
such discrimination. This likely contributes to underreporting. Low awareness coupled with fear of
job loss, long procedures, distrust of institutions, and poor understanding of how to “document”
such cases may dissuade people from reporting discrimination and seeking justice. I want to
emphasize that this was an online survey. 

The data told us about the experiences of a specific subcategory of women: those with high
education and those living in urban areas. 

The data shows that every third woman respondent was sexually harassed at work; more than half
were discriminated against in hiring, and at least 1 in 5 who were pregnant while working did not
receive maternity leave. Can you imagine the more precarious working conditions of the women
who did not have access to and could not participate in the research? The report also contains a
chapter on the institutional response. We observed poor data management by most institutions.
Generally, lack of reporting hinders their ability to assist cases, and thus, institutions lack
experience responding to such cases. 

Labour Inspectorates did not seem to consider treating gender-based discrimination a priority.
Ombudspersons are very knowledgeable, but little used as few people know their role. Workers’
minimal knowledge or trust in unions, limits unions’ ability to offer support.



Recommendations

Amend laws to reduce fragmentation and ensure proper protection. 
Amend the anti-discrimination framework to protect self-employed persons as required by the
Self-employment Directive. 
Improve provisions related to sharing the burden of proof in discrimination cases. 
Increase financial sanctions to a level that reflects the severity of discrimination. 
Revise phrasing to better reflect the principle of third-party standing outlined in the EU Equal
Treatment Directives, allowing CSOs to support victims in making complaints.

There are indisputable reports, studies, and statistics on the presence and state of discrimination in
labor relations and the extreme forms of its manifestations through violence, harassment, and sexual
harassment. But just as domestic violence was, for a long time, something that happened behind
closed doors, and how endless interventions were required in order to open it up and make it public,
the situation in regard to discrimination at work is comparable. Cases of denunciations are few.
Resistance is great. The courage of victims is fragile. Their fear is great. The possibility of revenge
being taken on denouncers is relevant. Revictimization is even more harsh for their fragility.

Meanwhile, authorities are often in a state of professional uncertainly and lack the tools to properly
protect victims of discrimination. Sometimes, authorities can be just as much a cause of a victim’s
vulnerability and the encouragement of discrimination at work. In my experience I have dealt with
the phenomenon of workplace discrimination and I have trained teams of professionals where,
among them, were victims of discrimination, who stood ‘voiceless,’ sad, and pensive. Sometimes
unclear about what type of discrimination they were experiencing and other times understanding
completely but powerless to change their situation. 

There are also a few brave people who have not been able to get the benefits of their battles, which,
in many cases, have been abandoned in the middle due to pressure and mistaken addresses.
Discrimination occurs everywhere and in every sector. 

Similar to domestic violence that can affect anyone. But what is clear is that it affects women more.
Work relationships are important for our lives. Their value is not confined to economic
considerations.

For the WB Legal Framework

Improve data management, disaggregated by gender. 
Institutionalize obligatory training for institutions on gender-based discrimination and sexual
harassment. 
Launch awareness campaigns, increasing citizens’ knowledge on how to file claims and to improve
their trust in institutions. 
Increase the number, capacities and oversight of labour inspectors.

For Institutions

Prioritize and require implementation of institutional reforms to better address gender-based
discrimination related to labour as a conditionality of the EU accession process. 
Encourage and ensure that all WB countries amend their legal frameworks in line with EU
directives, especially the EU Work-Life Balance Directive. 
Continuously monitor gender-based discrimination in labour via Country Reports, using a
consistent regional approach.

For the European Union 

Prof. Dr Arta Mandro
Lecturer
School of Magistrates, Albania



But they are without a doubt the main way of earning a living. This is an indisputable aspect and
need and a priority that often leaves the victim of discrimination captive in a harmful and toxic to
murderous relationship. The work environment has its own role in the moral and social well-being of
an individual. From this environment the individual is expected to grow in many ways. Thus these
relationship are expected to be healthy and to play an educational role in the transmission of values
in the family and in society. Social and professional connections are established at work as in no
other environment where respect for everyone’s dignity is promoted. On the other hand, it is
expected that these relationships and this environment will ensure “protective” functions and basic
care for each individual. These are not expected to be carried out by a military unit or police force.
The work environment has an endless amount of civil and civic tools and methods to accomplish
this.  

The sustainability and qualify of the labor market depend heavily on preventing and eliminating
discrimination at work. Discrimination is a serious obstacle to integration into the labor market and
absolutely lowers ‘individual and collective immunity’ in terms of dignity. More and more, this
phenomenon will take new forms and shapes and will attack the weakest points: the most vulnerable
categories. I am aware of cases where discrimination specifically, in its darkest forms, has led the
victim to terrible suffering and to making extreme decisions in regard to their life and health, to the
point of having suicidal thoughts. 

Through discrimination, as a dangerous and infectious disease, all of the links with which the victim is
associated suffer. Therefore, it is the duty of policy makers and employees as well as of all
structures, including those that protect the rights of employers, inspection and monitoring
authorities, civil society, and the justice system to combat any attempt to show discrimination,
which is in many cases manifold. Protection, safety, and health at work are responsibilities for
everyone, but especially for the state. All machinery must be alert. Fear of retaliation increases the
state’s obligation to guarantee life and dignity.  Just as there is no democracy without a healthy
family life, the same is true for the effect of the work environment. 

Current victims and those waiting to enter the workplace will leave it, thereby making the problem of
gender integration in the labor market a growing gap. If there is discrimination, violence, and
harassment at work, there is no productivity or quality in terms of anything produced from it and
through this, the quality of life is effectively disrupted. This will have effects not only on a personal
level, and only for today, but in a much broader perspective plan. There is global and regional
concern in regard to forms of discrimination at work. One expression of this concern and a response
to it is the 190C Convention of the International Labor Organization concerning violence and
harassment in the world of work. This Convention is a very important instrument with a lot of
potential that would be warmly welcomed if ratified by our country. 

Meanwhile, concerns have ben raised by the Council of Europe Group of Experts on Action against
Violence against Women and Domestic Violence (GREVIO). In the report on Albania, paragraph 38, in
seeing the link between domestic violence and work relations, ‘GREVIO invited the authorities to
seek the involvement of employers in the prevention of violence against women. To this end,
employers should be encouraged to take part in the implementation of policies such as awareness
campaigns, as well as to foster a work environment where violence against women is openly
condemned and victims feel that they can be heard and supported.’ 

Just as any disease requires a complete diagnosis, so does discrimination at work require careful
consideration of the extent of its propagation and an understanding of the fact that there is still the
bottom and invisible part of the iceberg beneath it. Data and facts will help with this. From this we
will understand what hinders proper healing and how we can remove these barriers. In order to find
solutions, those which comprise positive experiences will help (e.g. the case of state police and
armed forces, etc. with policy documents) will help, as well as understanding how these can be
adopted. There is no doubt that there is room for incentives and punishment in this battle. We have
some instruments. Some institutions are at the forefront. The reflection of this phenomenon in
Albanian legislation has its own positive development. Many laws are in accordance with EU
standards.



But the obligations of a country like Albania are still in process. Albania has adopted the Sustainable
Development Goals, which present strong entry goals, especially in regard to social inclusion
(SDG10), gender equality (SDG5), governance and rule of law (SDG 16), and employment (SDG 8).
Albania aspires to join the European Union where equality and non-discrimination are conditions for
integration.  

The eradication of discrimination, a reality with such negative effects on the labor market, requires
more: correcting attitudes and behaviors through tireless and educational and awareness-raising
work; strengthening control, vigilance and taking appropriate measures up to enforcing penalties; as
well as legal and institutional additions. These are multi-component processes. It all depends on
joining forces and not abandoning victims, even for small cases, because there are no small cases
where there is discrimination.

Robert Gajda
Anti- Discrimination Commissioner
Albania

Today, I would like to share with you all some aspects of the Law for Protection from Discrimination.
Albania is in the final phase and is awaiting the approval of the proposed new changes to the Law for
Protection from Discrimination. Within this law, there will be some interesting predictions which can
be reflected and consequently can find support or echo in this forum.  

I would also like to mention an interesting foresight on Structural Discrimination, which ties in a lot
with gender-based discrimination. We now see it as a form of discrimination, which opens up new
dimensions in terms of having discrimination issues or decisions that relate to structured
discrimination in Albania and that touch specifically upon the aspect of gender.   Another interesting
concept has to do with sexual harassment. This latter issue is predicted as a concrete point in the
Law for Discrimination.  Another important point is the prediction we have made in regard to the
arrival of complaints. Complaints will now come anonymously, seeing as one of the reasons that
discrimination for sexual harassment is not denounced is the fact that women are more afraid of
being exposed in their families or communities than they are inclined to expose/denounce a matter
that may eventually turn into stigma in their environment. For this reason, we have guaranteed
anonymity. Another very interesting facet which holds great import for civil society is that, currently,
with this law, these organizations have been given the power to file complaints with the
commissioner and to sue in a court with collective interest. 

Thus, they need no longer be the sole defenders of a victim of discrimination, but can themselves
initiate a case before the commissioner or court, even when the case relates to an entire social
group. Another interesting prediction is that the commissioner has now been given specific
competencies and duties over the monitoring for the Law on Gender Equality.  The time has come
for a fundamental change to change the Law for Gender Equality, given that this law is very general, it
attempts to solve many discriminatory situations that relate to women, but, in many aspects, due to
some incoherencies, it has not been followed.  We believe firmly that we must come up with
concrete recommendations regarding the Law on Gender Equality so that it will be more specific, will
better address the problem, and will provide better and more effective solutions, as well as providing
concrete obligations for public offices, in order to ensure the guarantee of this law.  Meanwhile, there
are few incidences related to gender-based discrimination that are reported to the commissioner.
This is a consequence of the fact that many people are not very familiar with institutions and the
duties that these institutions have, as well as how they can use these institutions to claim their
rights. Therefore, increased activism on the part of the Institution of the Commissioner, in
cooperation with other institutions, is very important, as the biggest problem we have is that victims
are aware of their rights but are not familiar with the institutions that deal with these rights. People
are afraid to even raise their voices.



There have been two cases that the Institution of the Commissioner has pursued.

One of these cases had to do with parental leave which already, fortunately, the male parent may
also take in Albania, mainly in accordance with certain conditions—such as when a woman is unable
to take leave from her workplace. One case of discrimination that we found was when a company
gave a considerably shorter parental leave for the male parent.  

Motherhood is another element that we wanted to touch on. Our legislation truly protects women in
many aspects related to maternity, but is still not strongly predictive in regard to the first year after
birth. A broad interpretation of the constitution of Albania and of some specific international
documents in relation to some specific cases that we have had was made to protect the woman
even after the first year after birth. The Commissioner came up with a decision regarding
discrimination which, unfortunately, the court did not accept. This has not stopped us at all, as we
are firm in our position and know that in order to achieve this there must be strong lobbying to bring
about change in the legislation.

Edona Hajrullahu
Representative of Ombusdperson
Kosovo

The Institution of the People’s Advocate in Kosovo is the highest institution and the only
Constitutional institution of its kind in terms protecting and guaranteeing human rights in the
country. Since 2015, with the passage of the package of human rights laws, within which the Law for
the People’s Advocate, the Law for Gender Equality, and the Law for Protection Against
Discrimination are included, our institution has taken on additional responsibilities in terms of
handling discrimination, being designated as an apparatus of equality that has competence not only
over the public sector but also the private one.  

Given that discrimination as a legal and social concept is quite complex, not only in terms of its
investigation but also in terms of how it is addressed and eliminated, one thing remains evident: that
both public authorities and, even more so the private sector, need more awareness in terms of how
to combat discrimination. This is undoubtedly a challenge that we as an independent institution—
along with civil society organizations—are responsible for, with the sole purpose of finding a long-
term solution to a systemic problem such as discrimination.  

Given the mandate of the Institution of the People’s Advocate, there are many cases of
discrimination that are brought before us. Throughout the handling of various cases based on
discrimination, it has been observed that there is still a lack of knowledge even among lawyers—who
often represent the legal interests of private companies—regarding not only the mandate of the
Institution of the People’s Advocate, but also regarding the law for the protection of citizens against
discrimination. And such cases, although individual, signal a problem that affects a large number of
citizens, thereby making it a systemic problem. 

Over the years we have had constant, though low in number, complaints from women regarding
workplace discrimination. In any case, whenever the Institution of the People’s Advocate has
accepted complaints regarding unequal treatment, they have ended in mediation, recommendations
sent to the appropriate apparatus, legal opinions on cases that have appeared before the court, or
referrals to the relevant bodies when they have had elements of criminal offenses, such as
harassment.

In any case, the current legal framework is insufficient to successfully combat discrimination against
women at work. The law for protection against discrimination cannot singularly produce a complete
effect, so long as it is not accompanied by well thought out public policies or so long as other laws
that are aimed at protecting women from discrimination are not designed in a way so as to address
the real problems that women have.



A concrete example can be found in the labor law, which currently handles the issue of maternity
leave, but not parental leave. The lack of parental leave, thus the lack of the recognition of paternal
leave, concentrates the entire burden of potential workplace discrimination on mothers. I believe
that maternity leave can be shorter than a year, with the condition that parental leave is sufficiently
long and equally divided, stimulating both parents care for their children.  

If we look at the statistics regarding birth in Kosovo, we see a significant drop in births over the
years. This undoubtedly reflects—among other things—a lack of stable policies for families.  On the
other hand, we, as an institution that directly receives complaints from citizens, have observed over
the years that, rather worryingly, the number of complaints that are brought to the institution by
women is much smaller than the number brought by men. In totality, less than 30% of cases
brought before the Institution of the People’s Advocate are from women. This shows us that we still
have a need to work more with women, to convince them to insist upon their rights be respected.
Various reports and studies show that one of the reasons women hesitate in reporting
discrimination is the stigma they may experience after reporting, the fear that reporting such things
would bring problems to the family, and the fear that they may be risking their jobs by reporting, as
trust in the system that has been built for their protection is very fragile and not very effective. 
 However, addressing women’s hesitation in reporting discrimination or unequal treatment implies a
greater commitment on the part of institutions to translate women’s concerns into both the legal
framework and into clear public policies. On the other hand, it is also essential that courage and
activism come from women themselves, to practically challenge the system. Undoubtedly, changing
practices or systems is a very long, slow, and consuming undertaking. 
However, change cannot be attained in any other way. I am convinced that trust in state institutions
cannot be lost at any time, regardless of how fragile it might be. Thus, the role of an active society is
key in improving the work of institutions themselves, and, consequently, in the strengthening of the
reliability of state institutions.

Mersiha Jaskic
Project Coordinator
Center for Civil Society Promotion, Bosnia and Herzegovina
Bosnia and Herzegovina is a country lying in the Southeastern Europe, with the population of
3.531.159 according to the 2013 census. Women make up 50.94% of the total population (1.798.889).
According to the Agency for Statistics of Bosnia and Herzegovina and their July 2020 publications,
there are 803.326 (22.75%) employed citizens in Bosnia and Herzegovina. 

However, women make 42.92% of that number – thus there are more active men in the labor market
than there are women. According to the same statistics, women are mostly working in education,
healthcare, finances, and arts and performances. The Bosnian-Herzegovinian labor market issues
mostly arise from discrimination of various sorts – be it nepotism, corruption, discrimination based
on ethnicity, or – one of the most often forms of labor market discrimination – gender-based
discrimination in the workplace. Women in Bosnia and Herzegovina face it all.  

Bosnia and Herzegovina has a clearly set legal framework dealing with discrimination in general (the
Law on Prohibition of Discrimination in Bosnia and Herzegovina and specifically gender
discrimination (Law on Gender Equality of Bosnia and Herzegovina), as well as clearly set laws which
ensure protection from discrimination and harassment in the workplace (Labor Law of Federation of
Bosnia and Herzegovina , Labor Law of Republika Srpska and Labor Law of Brčko District ).

Regardless of the fact that the legal framework is existing on all administrative levels in Bosnia and
Herzegovina – these laws are rarely implemented properly.  The problems occurring among women
in the workplace in Bosnia and Herzegovina are the vertical and horizontal segregation – the former
denoting the limited opportunities for progress in a specific sector, while the latter the
concentration of women and men in certain occupational sectors .



Moreover, there are issues of the lack of understanding of one’s rights and obligations and lack of
knowledge on the legal framework regarding discrimination in the workplace. Finally, what plays a
crucial role in this issue are the traditional gender roles which are deeply inclined into the Bosnian-
Herzegovinian society, especially in rural areas – which result either in vast unemployment of women
or their silence vis-à-vis workplace discrimination and harassment. 

A research on the Perception of Gender Discrimination in the Labor Market in Bosnia and
Herzegovina , which included a sample of highly educated and employed women in Bosnia and
Herzegovina, mostly from urban areas, has found the following:

43% of the women do not have information on
existing rules and regulations regarding
discrimination in their respective workplaces; 

49% of the women included in the research were
asked about their marital status and their plans
of having children in the preselection job
interviews; 

51% of women have come across job
advertisements in which one of the
preconditions was to be of specific gender;

84% of the women in the research stated that
women and men are treated differently in the
Bosnian-Herzegovinian society in general,
which consequently results in their different
treatment in the workplace;

75% of the women included in the research
state that them and their male counterparts do
not have equal progress opportunities in their
workplace;

43% of the women are paid less than their male
counterparts working in the same positions.

Thus, there are numerous issues or problems to be tackled in relation to the current gender-based
discrimination in the workplace in Bosnia and Herzegovina, but the most important ones are the lack
of understanding and knowledge about the legal framework and rights and obligations of employers
and employees, harassment and the silence of women who face harassment, COVID-19
consequences in terms of employment in general in which women are often marginalized, etc. 

The recommendation would be to create support programs for both unemployed women for them
to be more competitive in the labor market (mentoring programs, such as CCSP’s mentoring and
Mlade lavice), as well as provide mentoring, counseling, and trainings, as well as informative
campaigns for employed women in order to prevent them from being harassed or discriminated and
fail to address it due to the lack of information. Other recommendations include gathering more
systematic gender-disaggregated data, doing research (with an emphasis on inclusion of women
from rural areas), and gender policy analysis and appraisals.



Ines Leskaj
Executive Director
Albanian Women Empowerement Network, Albana

AWEN is an organization that has had no prior experience in regard to cases of workplace
discrimination. During this year and the year prior, AWEN implemented a project regarding this issue,
which is financially supported by the European Union and co-financed by Sida, with the Gender
Alliance for Development Center as the implementing and monitoring organization regarding this
topic in Albania. Through this project, AWEN is pursuing cases through protection and legal
representation both within the private sector as well as cases with the same problem in state
institutions.  What has been observed from the implementation of this project is that gender-based
discrimination is often very difficult to prove legally.  
However, from the moment that public employment ads ask for women for jobs, especially when
they have poor conditions and minimal wages, gender-based discrimination is apparent.  For the
most part, factories look only for women in their enterprises. In factories that want men, the
minimum wage for men varies between 30,000-35,000 lekë, whereas the minimum wage for
women starts at 20,000 or 24,000 lekë. 

This fact clearly showcases the gender pay gap in regard to work.  One observation during the
implementation of this project is that small shops and markets mostly want young girls as
employees (oftentimes putting an age limit). What leaves more of an impression is the young age
that is decided as the limit (for example: not older than, or up to 40 years).

Through this project, several cases of work-place discrimination are currently being pursued in
the private sector:
The case of a company that fired more than 30 female employees without giving them their salaries
for three months, not paying their social and health insurance and removing them immediately from
their workplace, was sent by the lawyer in the Tirana prosecutor’s office. Information about this case
has been obtained from publications in the media and the case is currently being prosecuted. 18
women have compiled criminal reports with the support of a lawyer, and 12 of them are also pursuing
civil law procedures based on the Labor Code. This case is not only a serious form of workplace
discrimination, but also has to do with the lack of functioning and proper exercise of duties that are
required of state structures. In this case, they have not engaged in the requisite monitoring and did
not take necessary steps in regard to private companies’ violations of the law. For 6 years, women
who were the head of the household worked without insurance in many cases with their young
daughters, thereby affecting the economic standing of the whole family.

Meanwhile, regarding cases of workplace discrimination in state institutions: Employees seek and
continually need legal counseling but find it very difficult to go to courts or other institutions
because they fear that they may consequently lose their job because of it. They only go to court
after completely leaving their jobs. Moreover, they do not go to court for every type of issue
regarding workplace discrimination. A lack of information and awareness is a reason for this.  In some
sectors, such as health, police, and education, discrimination toward women’s work has been found,
in regard to qualifications (which were not lacking), the politicization of employment in management
structures, refusal to engage in corrupt practices, short-term contracts terminated without notice, a
reduction in duties, or unjustified parallel movement. Documentation of recruitment of private
sector employees has often turned out to be dubious, incomplete in regard to what is needed for
the type of documentation, and non-transparent. The process of work recruitment still operates on
a basis of personal acquaintanceship or chance, something which complicates the legal action that
must follow such violations.  In some cases, the duration of employment is very low (3-6 months)
and is oftentimes accompanied by a lack of justification or relevant reasoning regarding workplace
dismissal. It is worth mentioning that, in our courts, these cases are reflected simply as immediate
terminations of employment and not as terminations of employment accompanied by relevant
reasons or justifications. One problem that has also been observed is the fact that lawsuits
oftentimes do not present or explain the type(s) of discrimination for each case. 

For this reason, these causes of action are not investigated or tried, as, in civil cases, the court
cannot go outside the objective of the lawsuit. This problem calls for capacity building for lawyers,
so that all issues and cases that have to do with workplace discrimination—especially those that are
based on gender—are properly classified and compiled.



Development of Professional
Skills for Women and their
Orientation in the Labour Market

Vocational education and training are provided in Albania and Kosovo, but almost all the institutions
offering it are in urban areas. Research in both countries shows that vocational education is not yet
considered by many students. Vocational schools usually register students with very low average
grades, or those who fail to pass their first year in high school. Women and girls find it difficult to
participate in vocational education.

Vocational Training:
The Ministry of Labor and Social Welfare, through the Employment Agency of the Republic of
Kosovo, manages 8 Vocational Training Centers (VTCs), which are concentrated in 7 Regions of the
Republic of Kosovo: Prishtina, Prizren, Peja, Gjakova, Ferizaj, Gjilan, Mitrovica, and Doljane (the
northern part of Mitrovica), with 69 workshops and 30 different professions. These centers offer
training and retraining for persons registered as job-seeking, the unemployed, and those who
receive career guidance services, at all Employment offices throughout the municipalities.  The
training system in these Vocational Training Centers is quite flexible, modular, and based on the
individual skills of each candidate. The duration of the training is 3-6 months. The candidate
undergoes a test after each module that takes place as well as a final test and, after the training,
receives a certificate for the competencies they have acquired. The trainings are 30% theory and
70% practice.

Drin Haraqia
General Director
Employment Agency, Kosovo

Institutional Training 
Institutional training comprises the training that is provided by 8 Vocational Training Centers
operating under the administration of the APRK. Vocational Training Centers provide training for
jobseekers for specific professions for free, focusing on applying skills and practical knowledge
using classroom teaching as well as in various cabinets. The goal of institutional training is to enable
an increase of adaptation of professional knowledge, skills, and attitudes that are necessary for
efficient performance in a profession, by enabling participants to acquire additional knowledge,
skills, and abilities to perform efficient work. Training in VTCs thus aims to increase the employment
prospects of participants and their ability to maintain their employment.

Providing vocational training services that are required by the labor market 
Evaluation and certification of candidates 
Familiarization with preliminary knowledge 
Monitorization of training providers that conduct training in agreement with the agency
Preparation of individual training for candidates that perform practical work in a company as
well as monitorization, evaluation, and certification; 
Preparation of information on the progress of trainings.

Combined VTC-Company Training:
The Vocational Training Centers identify enterprises for cooperation and jointly realize agreements
of understanding. Within this framework, combined training is applied, in which some modules are
developed in the vocational training center and others, related to the practical parts of finalized
training, are developed at the company. 



In recent years, with the aim of increasing women’s involvement in trainings, we have opened new
training possibilities, according to the needs of the labor market, which are more suited to women’s
needs such as: baking, sewing, make-up artistry, and hairdressing.

Statistics:

Labor Market

The total number of registered jobseekers
is 198,296 persons, of which, 89,315 are
women and 108,981 are men. 

The number of intermediaries in regular
employment so far is 1043 persons, of
which 426 are women and 617 are men,
while the number of intermediaries in
Measures of the Active Labor Market is
1854 persons, of which 1022 are women,
while 832 are men.

Iris Luarasi
Executive Director 
Counselling line for women and girls, Albania 

COVID-19 is not the first health emergency in the world. Totally the opposite, there is a marked lack
of research on the implications of public health emergencies in different groups, particularly for
women and girls. Men may be more at risk of dying from the disease, but women are the ones facing
the economic downturn. Conclusions of many studies show that addressing gender inequalities is
essential to respond effectively to crises and their underlying factors. During this period, we began
to see the implications that the spread of COVID-19 has on women and girls. As stated in the
Istanbul Convention, violence disproportionately affects women and girls and the same or even
more happens with health emergencies. This situation is affecting women and children in need in
many ways. 

First, victims of domestic violence were forced to live at home 24/7 with the perpetrator. Home was
no longer a safe place for these women, so they felt more threatened than usual. Imagine for a
second how is a woman able to call through her the counselling line if she is living in a small house of
only 60 meters square and has no privacy at all, or ven worse when she has no mobile or laptop. For
many women working in the day-to-day industry like; house cleaning services, childcare, etc.,
closure has been a very difficult time economically as these women were not paid for the days they
did not work. Survivors of domestic violence, those who have taken a step forward and divorce the
perpetrator and started a new independent economic life for themselves and their children, were
the ones most affected at the socio- economic level. 

We still live in a culture where social norms are that men's work is highly valued and that is why they
are being paid more while women's work is not. All schools, kindergartens and nurseries were closed,
so if women had to work, they often had nowhere to leave their children during the day. The biggest
fear is whether the schools will close again. Women in the workplace risk leaving the workforce if that
happens, and of course this will be a step back for women's rights in the workplace.

Some women during this period have not been able to repay loans, which is affecting the longer-
term economic prospects.



Under the extraordinary circumstances created by the Covid-19 crisis, many employees are trying
to do their job in previously unimaginable circumstances. Many people feel like they are "active all
the time" now that the boundaries between work and home are blurred. Most of us are worried
about the health and economic aspects of the family, and due to these reasons “burn out” as a
consequence of stress does exist. The pandemic has also intensified the challenges women already
face in the workplace. Working mothers have always worked a "second shift" - a full day of work
followed by hours spent caring for children and doing housework. Taken together, these challenges
present a picture of a workforce being kept under pressure and anxiety. Decades of research show
that women do far more housework and child care than men. During Covid-19, women - and mothers
in particular - are taking on an even heavier load. Mothers are more than three times more likely than
fathers to be responsible for most household chores. 

Meanwhile, for 1 in 5 mothers who do not live with a spouse or partner, challenges are even greater.
Single mothers are more likely than other parents to do all the housework and childcare in their
home, and also mothers in general are more likely to say that financial insecurity is one of their main
concerns during pandemic.

Ilirjana Gashi
Executive Director 
Women for Women, Kosovo

Kosovo-Women 4 Women (KWKW) is an NGO, registered in 2016, that inherited the 16-year history
of work of the WfWI in Kosovo, during which time a training program was offered to approximately
35,000 women from every community. The main role of the organization is empowering women both
economically and socially, by working with men, since 2015, on various topics related to their
education in regard to family and women’s rights.  

Our mission is to support marginalized women in Kosovo in regard to earning and saving money,
improving their health and well-being, influencing decision-making within their families and
communities, and to build support networks. By utilizing their skills, knowledge, and access to
resources, women will be in a place to create sustainable change for themselves, their families, and
their communities.  Since 2012, KW4W has run an employment support office, which benefits women
that finished the KW4W basic training program. 

This office was established to help these women overcome difficulties and to help them become
employed. Over 950 women have found work through this office since its establishment.  In recent
years we have started helping women-owned or co-owned businesses by offering capacity building
as needed as well as providing grants.   Thus, the focus of KW4W is women’s’ employment and self-
employment, trying to achieve gender equality as much as possible through economic
empowerment, as a great deal of experience has shown that social empowerment comes almost
naturally this way. The vocational/professional training that we provide women is based on periodic
market research on job demand. We continue to provide opportunities for women’s development of
skills in trades such as tailoring, beekeeping, horticulture, and others which lately, more and more, are
good opportunities for employment or self-employment.  

Unfortunately, according to research and statistics, it is not just a lack of skills that causes a large
number of women to be unemployed in Kosovo. The number of highly educated women looking for
work is as high as the number of women in leadership positions is low. At the municipal level, 55% of
employees are women but only 11% of leadership positions are held by women. This disproportion is
also observed in other fields, where it has been proven that in higher-paid professions and
productive industries, the employment of men is dominant. The stereotyping of jobs continues to be
a challenge for women in Kosovo, as well as for us as an organization.  There are a number of reasons
why the number of active women looking for work in Kosovo is so low, only 12%.  In a study presented
at an Agency for Gender Equality conference, which was organized a few weeks ago, it was shown
that women are paid 13% less than men for the same work.



The lack of help in the home for childcare, care of other family members, and housekeeping is an
additional factor that makes it more difficult for women to work outside the home. In a way, if
women have a job, they are required to work several shifts, as upon returning home every day,
another “shift” of work (washing, cleaning, food preparation, childcare, etc.) awaits them.  Add to
this another fact: the lack of childcare. 

The number of preschool institutions, including private ones, is very small; there are municipalities
in Kosovo where there are no public kindergartens. Through simple calculations comparing the
monthly cost of kindergarten to the average salary earned by a woman, it is understandably
difficult to motivate young women with small children to work. This is without even taking into
account the discrimination young women face from employers when they are at the age in which
they may want to create a family or have children.  With all of the aforementioned considerations, it
is encouraging to see that young girls are interested in higher education. There are always more and
more women aspiring to positions in politics and professions that were previously characterized as
men’s jobs. 

It is also encouraging to see the support that they receive from their families, who help them with
their education. We are pleased to hear that, often, the women who are part of our programs are
very supportive of their daughter’s education.  Early career orientation for both girls and boys seem
to be necessary so as to avoid the additional challenges that presently exist. 

Likewise, the inclusion of soft skills in education is also necessary, as, in our work, we often
encounter cases where finding work is difficult not because of the absence of professional skills,
but because of the absence of soft skills. The number of female business owners is growing, albeit
at a slower pace than desired, but this adds to the need to build management skills and business
success.

Shpresa Agushi
Executive Director 
RROGRAEK

The living conditions of Roma, Ashkali, and Egyptian women in present-day Kosovo presents a very
distressing issue, with low socio-economic statuses and low levels of education. Women in these
three communities face widespread marginalization, deep-rooted discrimination, and poor social
integration. Although there are legal and instructional frameworks for the protection of gender
equality and community rights, their implementation remains extremely weak, a fact that presents
us with critical challenges that must be urgently addressed.  Compliance with the obligations
contained in the Law on the Protection and Promotion of the Rights of Communities and their
Members remains weak. Law no. 03/L-047, article 9, Economic and Social Opportunities
(specifically articles 9.2 and 9.4) has special importance in the framework of this report, as it calls
for special attention to be paid in improving the employment situation of the Roma, Ashkali, and
Egyptian communities, and guaranteeing gender equality in economic and social opportunities. 

The high unemployment rate of Roma, Ashkali, and Egyptian women is a consequence of the high
level of gender inequality within the family, the low level of education among Roma, Ashkali, and
Egyptian women, their not being integrated into Kosovan society, racial and ethnic discrimination in
employment by institutions and private businesses, the economic dependence of women within
the family, the denial of the right to inheritance, as well as continual engagement in domestic work
exclusively, the fact that they are victims of a double marginalization, the importance of
traditionally-oriented social rules that bring with them social roles with deep gender roots and early
marriages.  The latest study shows that 82% of able-bodied respondents, who have indicated that
they either have or are in the process of acquiring the qualifications necessary to enable their
inclusion in the labor market, have stated that they are not employed. (RROGRAEK, 2019).  95% of
Roma, Ashkali and Egyptians between the age of 18-24 are unemployed, despite the fact that they
have attained higher education and there are vacancies in various sectors (International Labor
Organization, 2019). 



What is worth mentioning is the lack of communication between the actors—the public and private
sectors and the Roma, Ashkali, and Egyptian communities—and the presence of prejudice that has
contributed to a wider gap in terms of inclusion in the labor market. Moreover, although in an
absence of data, according to conversations with members of these communities, unemployment
and poverty rates have increased even more during the Covid-19 pandemic.  The figures presented
clearly show that, in Kosovan society, and especially in minority communities, there continue to be
deep-rooted and fixed gender roles, which largely consider it inappropriate for women to compete
with men in private enterprise.  

Special attention and action are therefore urgently needed to effectively address difficult living
conditions, the vulnerability of the Roma, Ashkali, and Egyptian communities, and the promotion of
economic empowerment. In this perspective, entrepreneurs are seen as the most valuable way to
alleviate current difficulties and encourage growth through revenue generation and sustainable
financial independence. Investing in small business activities and training is believed to be an
effective and suitably costly way to achieve this goal.

Roma, Ashkali, and Egyptian communities are also victims of prejudice in Kosovan society, and
therefore there must be an increase in awareness and sensitization campaigns toward Roma,
Ashkali, and Egyptian communities, as well as an increase in pathways for cooperation, integration,
and support for these communities.  However, the main responsibilities remain with the
Municipality, whose legal competencies include regulation and active support for the development
of local economy and small enterprises.  

Women in these communities are in a particularly discriminated against and unfavorable position,
and, with no other solutions, the women of these communities, because of their exclusion from
employment processes, are forced to have children in order to receive social assistance on the
basis of existing criteria for unemployed parents with children up to five years old. However, as is
well known, social assistance in Kosovo is insufficient for basic existence. It is just one element of a
families’ means of survival. Such negative stereotypes towards Roma, Ashkali, and Egyptian women
and other members of these communities must be eliminated by promoting a more open culture
and by treating them with more emphasis in the important documents and programs of the
Republic of Kosovo.  

The lack of professional preparation and education, along with gender and ethnic discrimination, are
significant barriers to the integration of Roman, Ashkali, and Egyptian women, resulting in a higher
unemployment rate and lower living conditions as compared to the majority of the population or
other minorities in Kosovo. Due to the circumstances related to the unemployment rate of Roma,
Ashkali, and Egyptian women, they are forced to look for work and, in most cases, end up in the
informal economy sector.  In 2013, a project funded by the United Nations Entity for Gender Equality
and Women’s Empowerment—UN Women/UNDP/EU. 

The promotion of economic empowerment of Roma, Ashkali, and Egyptian communities in Kosovo,
implemented by the European Center for Minority Issues in Kosovo (ECMI) Kosovo and the Network
of Roma, Ashkali, and Egyptian Women’s Organizations of Kosovo (RROGRAEK), have aimed at the
improvement and economic empowerment of women which have targeted, more concretely,
activities aimed at improving the professional and leadership skills of the beneficiaries, as well as
raising awareness of institutions on their socio-economic situation and advocating for increased
support. 

RROGRAEK in recent years, besides these trainings, supported women in business with start-up
projects with Swiss funds. It should be noted that women are not registered in centers for job-
seeking because they do not trust that they will be able to find work. Professional training provided
by employment centers in Kosovo designate an age of inclusion spanning from 18-35 and very few
are framed for women.



Social Protection
and Inclusion

Social protection contributes to the basic security that prevents people from falling into extreme
poverty in situations of vulnerability and to better manage risks and shocks. Social Protection includes
measures such as social security, policies which provide minimum labour standards, support for
unemployment, benefits for children and family, including protection of maternity leave and father's
paternity leave, benefits from work-related injury, benefits from diseases, benefits for disability,
protection of health and old age, etc. Comprehensive social protection systems address the above
issues through a variety of interventions. The Sustainable Development Goal 1 aims to end poverty in
all its forms and everywhere. Some of its aims include: Establishment of sound policy frameworks at
the national, regional, and international level, based on pro-poor and gender-sensitive development
strategies, support for accelerated investments for eradicating poverty; Implementation of
appropriate systems and measures for social protection for all, in order to achieve significant
coverage for all the poor by 2030.

Enkelejda Bregu
Program Manager
Policies and Gender Equality at European Commission, Albania 

unemployment,
 parental responsibilities,
 sickness and healthcare,
 invalidity,
 loss of a spouse or parent,
 old age,
 housing, and
 social exclusion.

Protection and Social Inclusion in EU
Social protection systems are designed to provide protection against the risks and needs
associated with:

The main policy framework in the field of EU social protection is the Europe 2020 strategy and the
open method of coordination for social protection and social inclusion (Social OMC), which aims to
promote social cohesion and equality through adequate, accessible and financially sustainable
social protection systems and social inclusion policies.

poverty and social exclusion,
 health care,
 long-term care,
 pensions,
 access to social protection.

Through these policies the EU provides a framework for national strategy development for social
protection and social investment, as well as for coordinating policies between EU countries on
issues relating to:

In addition, the European Parliament, the Council and the Commission proclaimed the European
Pillar of Social Rights at the Social Summit for Fair Jobs and Growth in Gothenburg, Sweden, on 17
November 2017.



equal opportunities and access to the labour market,
 fair working conditions,
 social protection and inclusion.

The Pillar sets out 20 key principles and rights to support fair and well-functioning labour markets,
structured around three chapters:

1.
2.
3.

Improving accessibility and quality of integrated social services at the local level 
Promote social inclusion in employment and employability for youth, men and women
Enhance inclusive quality learning and promote educational attainment in pre-university
education for all girls and boys, with a special focus on Roma, disability and other
disadvantaged groups.

Such support is directed in the implementation of two key strategies: The National Social
Protection Strategy and the National Employment and Skills Strategy. It is in alignment of IPA II
priorities and Economic Reform Programme for Albania. Main areas of focus will be on:

Local level government support is key to ensure that such support and the system of social
protection or employment programmes will reach out to all citizens in need. In addition the joint
work with the civil society sector, social partners and other key stakeholders critical to ensure both
the expertise and the accountability. The programme will also support closely establishment of new
social care services at the local level, employment promotion programmes, expand coverage of
welfare-to-work programmes and target families most affected by the crisis, for instance through
targeted cash assistance. This programme is a first in the Balkans. It has never been done before, as
the enlargement policy traditionally did not foray into social protection. It was obvious that we
needed to change that. I'm proud that, within a few months, we were able to recalibrate our financial
assistance in such a significant way.

Helping the socio-economic recovery is another priority. We have also allocated 26 million euros
to a programme that will support small businesses this year and next year. It will help them re-
employ staff that was laid off during the crisis. It will also cover for the rescheduling of loan
payments or help repay arrears. Those small interventions can make a huge difference to small
businesses – and again they are novelties in our assistance. 

Let me express once again our committment to the social protection and inclusion agenda and
look at ways how to best and effectively implement these programmes in partnership with the
Governemnt, local government, civil society and social partners.

Why the Social Pillar is important?
Firstly, on the economic argument: for our social market economy to be successful and
competitive also in the future it is crucial that living and working conditions in Europe converge for
the better.
Secondly, a fairer and more social Europe is also simply what citizens expect.

The world of work and our societies are changing fast. Globalisation, the digital revolution, the
ageing society and changing work patterns – there are plenty of opportunities and challenges
ahead of us. The Pillar will be a compass for a renewed process of convergence towards better
living and working conditions. In other words, the Pillar will help us avoid a race to the bottom and
encourage a race to the top.

The EU has prepared a significant support to Albania in the area of Social Inclusion- the EU support
to Social Inclusion. The new programme aims to support strengthening the social inclusion by
increasing coverage, inclusiveness and effectiveness of social care services, the provision of
inclusive education and employment opportunities. The recent COVID 19 crises have challenged
Europe and Albania in the area of social protection and employability. For this reason, the EU
stepped up the support to the Social inclusion programme to support some of the emergency
measures undertaken by the Government. The budget for the new programme is 70,65 MEUR over
a period of 4 years (2020- 2024).



Brunilda Dervishaj
Head of Sector of Policies and Strategies for Social Inclusion and Gender Equality
Ministry oh Health and Social Protection, Albania 

The Ministry of Health and Social Protection of Albania is the central institution that has, within its
purview, the issues of gender equality, domestic violence, social inclusion, and the protection of
disadvantages categories of society, such as Roma and Egyptian community members, persons
with disabilities, the elderly, women who are abused within their families, and women heads of
household, etc.  The social protection and inclusion of women remains fundamental in the Albanian
legal framework and its implementation. Good examples to share are the innovative methods of
social integration of women’s groups that are most economically affected, especially
victims/survivors of domestic violence. For example: the Law for Social Care Services in 2016
establishes the provision of specialized services for abused, violated, and trafficked women and
girls, as well as housing services for pregnant women and girls or single parents with children up to 1
year old.  

Following efforts to meet the standards of the Istanbul Convention, the Social Housing Law of 2018
also reflected the new international standard for the protection and support of the social strata,
and in particular victims of domestic abuse, victims of trafficking, and possible victims of
trafficking. Measures to prevent sexual harassment in the workplace are also included in the Labor
Code. Meanwhile in 2018, the “Law on Measures Against Domestic Violence” underwent significant
changes, among which was the creation of a basis for the growth of specialized services for the
management of sexual violence and we now a Center for this purpose (Lilium Center), whose model
we intend to extend to other regions of the country.

The Law on Social Enterprises was approved in 2017. The Social Fund was created, by which were
created new jobs; for compulsory social and health insurance of employees in social enterprises
having to do with groups in need and the other portion for their activities by presenting a business
plan.  Local Self-Government Units that have approved their Local and Social Plans in the Municipal
Council can apply to the Social Fund to meet the needs for social services for groups in need. In
2019, 14 have been supported. For 2020, two municipalities have been financed to increase
emergency centers in the framework of the Social Fund, in Gjirokastra for domestic violence and in
Maliq for homeless children.

On the other hand, the expansion of existing services, the improvement of their operating
standards, as well as the increase of specialized support services, have been the focus of
Albanian state interventions, in cooperation with international organizations and NGOs specialized
in this regard. Thus, most importantly, we can mention: the implementation of the National
Counseling Line for victims of domestic violence 116-117; the extension of counseling services for
boys and men in some municipalities; the establishment of emergency shelters in some
municipalities; the establishment of the first sexual assault crisis treatment center, “Lilium,” which,
so far, has treated approximately 60 victims of sexual assault, etc. 

The Socio-Economic Impact of the COVID-19 Pandemic on Vulnerable Groups in Albania,
Specifically Women 
In March 2020, the World Health Organization announced the outbreak of the COVID-19 pandemic.
In this context, on March 24, 2020, Albania declared a State of Natural Disaster. Measures taken to
socially distance and aoid infection from COVID-19 impacted some scetors which were completely
or partially closed, which led to a reduction in income from employment and self-employment, as
well as a reduction in remittances. On the other hand, social distancing was accompanied by social
and psychological costs for the various groups involved, as well. Women and minorities, who are
traditionally more vulnerable to domestic violence and social discrimination, were hit harder by the
restrictive measures against COVID-19. Since the start of the state of emergency, the Albanian
government and especially the Ministry of Health and Social Protection, have been careful in
providing a gender sensitive response to the COVID situation, undertaking specific measures
targeting the most vulnerable groups of women in need.



Female victims of domestic violence equipped with an Order of Protection from the Court,
women head of households, and women in the economic assistance scheme were among the
first groups included in the package of economic measures prepared by the government, to
benefit from receiving twice the payment that they receive in normal situations. 
Immediate measures have been taken to create a facilitating environment to ensure the
continuation of specialized support services for women, children, family members who are at risk
or victims/survivors of violence. Special attention has been paid to the preparation and approval
of protocols, regulations, and operating standards of support services specialized in such a way
that these services ensure protection, support, and professional treatment in accordance with
the restrictions and rules that must be followed during the COVID-19 pandemic. In order to follow
the protocols as correctly as possible, several online training sessions were held with
representatives and intentional representatives of the relevant institutions and Coordinated
Referral Mechanisms in the municipality, as well as with service providers in shelters. 
An information spot to raise public awareness for the condemnation and reporting of cases of
domestic violence, especially in the situation of COVID-19, where the relevant numbers to call
free of charge are provided (accompanied by sign language), has been posted on the webpage
of the Ministry of Health and Social Protection. Meanwhile, a large portion of municipalities in the
country placed announcements informing citizens about support and services for domestic
violence on their websites, with the corresponding numbers for police and various psycho-social
and legal counseling services. 
A new, free psychological service for all citizens who are in need in the pandemic situation was
published on the Ministry of Health and Social Protection’s website—Green line 0884040
operates every day from 8:00-22:00.

We are in the process of preparing a series of policy documents and action plans. One of these is
the new National Strategy for Gender Equality 2021-2030 and its Action Plan, where the
empowerment of women and the advancement of gender equality is fundamental, and in line with
the European Strategy for Gender Equality and Sustainable Development Goals. 

The inclusion of women and girls from all groups, their support through employment services and
professional treatment, with social and support services to allow to them to combine their family
responsibilities with their professional ones, protection against all forms of violence, increased
access to quality health services throughout the country, are some of the objectives of the joint
work of other civil society and international organization and partners.

Brikenë Hoxha
Executive Director 
Kosovar Stability Initiative

Social protection as a concept of social rights is brought forth with the aim of reducing poverty and
vulnerability, while reducing people’s exposure to risks and increasing their capacities to manage
economic and social risks, such as unemployment, illness, disability, and old age.  As a productive
factor that protects and improves health, productivity, and the quality of the workforce, while
ensuring replacement income, social protection maintains domestic demand and helps stabilize the
economy, especially in times of recession. 

Social protection systems are considered a social investment and necessary capital for sustainable
long-term economic growth, where economic and social development are seen as interdependent in
reinforcing processes.  A high level of social protection should guarantee social cohesion and create
a favorable environment for growth and employment. To fulfil this role, social protection systems
must be evolving. Most EU member states have undertaken a process of modernization, considering
the reduction of the labor force and the possibility that a part of the population will be put at risk.
The modernization of social protection systems must be supported by an increase in lifelong
employment.



Prior to 1990, all the states of the former Yugoslavia followed a system that was covered by the
social security system. More specifically, this security included pension insurance, health insurance,
and social and child insurance. Pension insurance was of the “Pay-as-you-go” model, in which
existing workers contributed to the Social Insurance Fund, respectively the Pension and Disability
Fund, and those contributions were used to pay income to existing retirees, including old-age
pensions, early retirement due to disability, family pensions (for heirs), etc. The social protection in
Kosovo at the time was a mix of the social security model (Bizmarkian) and socialist institutions, and
was mainly oriented to give social rights in support of workers or people who had worked before old
age, and was generally close-fisted toward all others. Its advantages and disadvantages were related
to the way institutions were designed and their ideological background.  

After the 1990s, the countries of the Western Balkans began to build their own systems, and,
naturally, the construction of the system of social protection is not satisfactory.  After 1999, Kosovo
gradually restored the social protection system. This system includes monetary transfers in the form
of targeted social assistance and categorical monetary transfers for certain groups, as well as social
and family services. The 24 schemes of monetary transfer include pensions, pensions for categories
coming out of the war, and other categories, the social assistance scheme, disability support, and
housing schemes for abandoned children or children without parental care. 

Social and family services include the protection and provision of services for the following
categories: children with various social needs, victims of domestic violence, victims of human
trafficking, victims of sexual crimes, elderly people without family care, and people—of all ages—with
disabilities. All of these transfers and services are paid mainly from the state budget.

Today’s social protection system is widely designed in the form of non-contributory institutions.
Therefore, the contribution-based social security system is not complete and functional. Currently
in Kosovo, contributions are paid only for pension contributions (savings) for those employed after
2002, which are individual and capitalized under the management of the Second Pillar of the pension
system, and are provided for health insurance, although the implementation of the law in force has
not yet started. 

This system was designed in harmony with the objectives of UNMIK, the Government of Kosovo, and
international community organizations to build a broad policy of social protection which would be
acceptable and efficient in solving the socio-economic and financial problems of the times, to fulfill
the policy requirements for the design and implementation of stabilizing and integrating reforms for
the country. The reform in this field was aimed at breaking from the old pension system by creating
a new three-pillar scheme based on the experiences of other countries and countries in transition.
This model was aimed at laying the groundwork for a new, sustainable system, which initially would
not bring many benefits for Kosovan pensioners.  

Today’s pension system in Kosovo has a similar regulation. There are still three pillars, but there are
an additional number of special laws for certain categories that are financed from the state budget. 
 What remains common between the countries of the Western Balkans is the instability of political
and leadership policies, accompanied by high unemployment, gender inequality in the labor market,
as well as difficulties in job security for the entire population. In addition to these commonalities,
these countries also have some differences between them, such as the system and funding of social
protection.



The Covid-19 pandemic led our societies into a serious health crisis, at the same time causing a
major socio-economic crisis, followed with strong negative effects on the dynamics of positive
social change regarding gender equality and social inclusion of women. Traditionally, in Balkan
countries women are seen as the backbone of the family and play multiple roles, such as caregivers
in their homes and communities. 

In North Macedonia, women spend three times more time on household activities compared to men
and have less free time. While women spend one hour less in paid employment compared to men,
men still have one hour more free time, especially during weekends, confirming the feminist
argument that employed women are required to work a ‘second shift’ at home. The measures
adopted in response to the virus have institutionalized the gender role of women as caretakers at
home and in the family and have entrenched the gender stereotype of men being the main
breadwinners. Namely, the closure of kindergartens was followed with a measure allowing one of the
parents of children younger than ten years to be released from work, which resulted in every fifth
parent that got release to be a father, thus forcing mothers to take over three quarters of the total
burden of care. 

Regrettably, neither local level policy makers, nor central level decision makers, nor the policies and
measures adopted and enacted in the period from March to July 2020 promoted shared household
responsibilities. This unique situation was not used to encourage men and women to redistribute
and equally share the burden of unpaid domestic and care work. Instead, women are burning out
without balance between their professional and work within the household. In N. Macedonia, the
crisis caused by COVID-19 pandemic, had significant negative effects on unemployment. Following
the start of the crisis, the number of registered unemployment has taken sharp upward trend. On
31st August 2020, there were 43% more registered unemployed individuals compared to the same
month in 2019. This has had even higher negative effect on the unemployment rate among women,
which is to be expected considering that traditionally more women work in sectors that were the
worst affected by the crisis. Namely, on August 31, 2020, the Employment Agency reported 39.49%
increase in women’s unemployment, compared to the pre-crisis data of February 29, 2020, while
unemployment among men increased by 34.28% in the same period. 

The lockdown and preventive measures of protection from infection also affected women who
conducted their work within the informal economy. Roma women faced the greatest difficulties, as
they mostly worked as housekeepers, cleaners or market vendors. Open markets were closed and
people were maintaining their household by themselves. This situation caused job losses in
combination with reduced working hours and salaries that caused additional financial burden on
citizens, especially on vulnerable groups of the population (Roma, the unemployed, single mothers).
Average net salary - compared to the highest recorded value in February 2020 of MKD 27,206 -
dropped down to MKD 25,830 in April 2020, which a relative reduction of 5.06%. The Macedonian
Government adopted a set of measures to mitigate the effects of the economic and health crisis
caused by COVID – 19. However, as CRPM’s research and many other studies have shown, the crisis
does not equally affect men and women. 

The analysis of the measured adopted showed that the gender perspective has been taken into
account only in exceptional cases. While all measures have a gender dimension and inevitably a
different impact on women and men, the assessment showed that the gender perspective is more
evident in certain measures than in other measures. Thus, out of 46 analyzed measures related to
the COVID – 19 crises, that could have a gender-dimension, only 14 of them could be considered as
gender-positive. Regarding the measures for social protection and labor market, it is noteworthy
that all of the measures were gender sensitive because they considered the different needs of men
and women and the inclusion of women in the implementation. 

For example, several measures through special provisions, targeted pregnant women and regulated
(extended) maternity leave during COVID-19 pandemic.

Kristjan Trajakovski
Project Coordinator
CRPM, North Macedonia



CRPM also researched the influence of the crisis on women-led businesses in N. Macedonia. The
research showed that women-led businesses have the least savings and are most affected and the
survival strategy is based on managing one's own time and resources, reducing costs, and being
significantly dependent on one's own savings and the company's savings. 

What is important to mention is that although women-led businesses are much smaller and
economic weaker, many of them more quickly adapted to the changing conditions for operating
their business. Regarding the future of work, COVID - 19 pandemic dramatically changed the way
people live and work. Part-time work, work in shifts, teleworking, work via internet and from home are
the forms that were imposed immediately on employees with the start of the crisis. 

Many organizations started to transform their set-up. In this way, the longstanding request of
women’s organizations pursued for many years to enable workers to better combine their jobs with
care responsibilities has been addressed, by allowing teleworking and work from home. Of course,
this is not possible for all jobs, but at least some of the jobs in companies could be done from home.
Hence, the legal framework must be in line with the new trends and needs imposed by the new work
models. 

This way of working will have additional positive effect in a way that protects the risk categories in
certain industries from the risk of infection, and in the meantime, it does not affect their productivity
and career. We can conclude that the economic crises, in fact have a more significant negative
impact on the life of women and their well-being compared to men, as well on vulnerable categories
of citizens in the state.

The Government should help economic operators to continue working under the new conditions,
but gender criteria should be applied 
Develop measures to support workers in the informal and in the digital sector (freelance work in
gig economy) 
Supporting frontline workers and designing better benefits and labour protection for low paid
employees 
Counter prejudices 
Enable and conduct fiscal gender impact assessment of budget resources 
More women need to be included in the decision-making processes at every level in order to
ensure that gender equality concerns are addressed 
Promotion of new forms to introduce women and men from informal to formal economy (models
for reform for seasonal workers)

Therefore, our recommendations are:

During the 1990s and 2000s, Serbia was hit hard by a dramatic deindustrialization of the whole
economy. The collapse of Yugoslavia, privatization, wars and a subsequent EU embargo had a
devastating impact on the economy and population; the economy has yet to recover the size and
productivity levels it reached during the 80s. A typical example is the textile, garment and footwear
industry. 

While roughly 100,000 women and men currently work in the sector (this includes both formal and
informal labourers), in the eighties the industry formally employed about 250,000 workers. In
addition to the huge loss of jobs, the deindustrialization had another devastating impact on the
future of the garment and textile industry in Serbia: while 90% of production inputs for the garment
industry are now imported, in the 80s they were produced in Yugoslavia’s own textile sector. The
country’s textile industry is now almost non-existent, and the garment/shoe industry mainly works
with the OPT system, a reimport trade system from EU member countries, such as Italy and
Germany, to Serbia and back.

Bojana Tamindzija
Centre for the Politics of Emancipation
 Serbia



In their desire to fight high unemployment, and given the state of their devastated economies, the
Balkan states are desperately competing for foreign investment with ever higher direct and indirect
subsidies for investors. Another indirect subsidy is a minimum wage set at a very low level. The law
provides for an annual adjustment according to the ‘existential and social needs of the employee
and his family’ and in line with inflation. Despite this legal obligation, high inflation rates and increases
in costs of living, particularly in utilities, have not been compensated with adequate increases in legal
minimum salaries. This was the case in 2011 and 2012 when inflation rates stood at 15% and 10%
respectively, and minimum wages were in fact frozen between 2012 and 2014. 

This minimum wage freeze follows restrictive wage policies as imposed by the European
Commission (EC) and international financial institutions such as the International Monetary Fund.
Wages present an existential problem for workers. 

The insufficiency of their incomes is manifested, among other things, in a reliance upon subsistence
farming to subsidize their own wages as well as in their inability to have adequate heating in winter,
to take at least five days of leave per year. Interviewed workers also stated that they had not been
able to go on vacation for the last couple of years and with the cost of renting an apartment in the
towns where researched factories were situated amounting to EUR 100–120, 40–60% of their
salaries is spent on accommodation alone.  

The legal minimum net wage in 2017 was at 29% of a worker’s estimated minimum living wage. The
purchasing power of wages has decreased with rising utility costs, food prices and inflation, despite
small minimum wage increases. Moreover, the legal minimum salary in Serbia in 2017 was about two-
third of the official minimum consumer basket (the government’s subsistence minimum) and the
poverty threshold. 

Despite the country’s low minimum wage, approx. 50% of workers do not receive the statutory
minimum, as our field research in 2017 showed.  Other major labour rights violations include:
Disrespectful treatment of workers, intimidation, pressure from supervisors; an atmosphere of fear is
created and there is the constant threat of dismissal and relocation. Restricted or banned toilet use.
Illegally excessive overtime, sometimes legitimized through ‘agreements’ with workers. Unpaid or
inadequately paid overtime (according to law, overtime premium should be 26%). Polluted air and
dusty workplaces, generally poor air quality at work. Excessive heat in summer, often leading to
workers fainting (max. temperature by law: 28°C), freezing temperatures in winter. No full annual
leave granted (20 days by law). 

Reported cases of women having to sign contracts declaring that they will not become pregnant
during the subsequent two or more years. Large parts of the textile industry traditionally employ a
female work force. At the same time, the textile industry is one of the lowest paid sectors of the
economy. This suggests that female labor is seen as less valuable. Because of the low wages, many
female workers are forced to have additional jobs. This makes women’s positions especially
vulnerable, as these jobs are carried out in addition to domestic work. All the above-mentioned
irregularities are direct violations of international human rights. One of the poorest states in Europe
offers up a host of benefits to global corporations while having inadequate control over its own laws
and the contractual obligations of brands. 

This generosity towards business comes at the expense of its population and female employees in
particular.  Global brands profit from a weak state and an intimidated and impoverished population,
and do not respect their human rights.



“Social exclusion” - where certain groups are discriminated against and not allowed to enjoy the
same rights of the rest of the population is widely regarded as contributing significantly to poverty
amongst those affected. A diverse people with their own language, culture, traditions and customs,
Roma often suffer discrimination and exclusion in Albanian society. Roma in Albania have fewer
opportunities for formal employment than the majority population. 42% of the Roma are
unemployed and only 6% have a profession, and over 80% of the Roma and Egyptian families live in
material deprivation . They rely on income sources from employment in low-skilled jobs, most often
in the non-formal sector, such as the trade of used clothes and the collection of recyclable waste,
which are in decline because of Covid-19 crises. Very poor and poor families face higher levels of
social exclusion, because they are less capable of affording daily needs and less likely to participate
in processes that affect their individual livelihoods, such as employment and education. The
situation is even worse for Roma women who suffer from severe forms of discrimination also within
their own communities.

Bledar Taho
Director
Institute of Romanipe, Albania

Why economic empowerment of Roma women? Women economic empowerment is essential to
realizing women’s rights and gender equality. Economic empowerment is thought to allow women to
think beyond immediate daily survival and to exercise greater control over both their resources and
life choices. Economic empowerment has multiple benefits, not only for individual women but also
for families, communities and countries.  Empowerment of women would automatically bring
empowerment for everyone. Increasing women’s control over household income improves their
children’s access to school and healthcare. There is also some evidence that economic
empowerment can strengthen vulnerable groups’ participation in the decision-making. Economic
empowerment is often easily “converted” into increased status within families, communities and
entire countries.

Roma women are often forced to marry at an early age, sometimes as young as 13-14 years old.
Many drop out of school soon after isolating them in their husband’s family. In Albania, 50 % of
marginalized Roma women aged 20-49 years reported to have been married before 18 years old.
Roma women have minimal role in decision making in the family due to the existing patriarchal
relation and family hierarchy which is making women less capable to participate in outside
activities; 
Low education of men and women, lack of knowledge about the women’s economic potential
deprive Roma women of employment opportunities; 
The fear of gossip within the neighborhood and society is limiting women’s mobility within
defined territory. Often community level restriction leads to the conflict in the family, therefore,
women are discouraged to participate in outside activities; 
Multiple discrimination puts Roma women in a situation of vulnerability; 
The women's household work and labour in farm activities remain unaccounted and
unrecognized; 
Roma women have low access to property and assets;

Barrier to Roma women's economic empowerment:

Providing trainings to enhance literacy skills and basic civic knowledge of Roma women. IRCA has
contributed to the empowerment of 90 Roma women in Fier, Shkoder and Tirana. 
Integration of Roma youth into the Internship Program in Public Administration and other Public
Institutions. The program was launched by the Ministry of Social Welfare and Youth in 2016; IRCA
supported 30 (out of which 21 female) to integrate into the Program.

Good practices in Roma women empowerment on IRCA’s perspective: Institute of Romani Culture
in Albania is committed towards building an environment that is conducive to women empowerment
especially those who reside in the remote areas of the country. Some of the good practices for
Roma women empowerment in Albania implemented by IRCA are as below:



Coaching for employment. IRCA assisted 250 Roma (out of which to 155 female) to get
employed in Estetics, Agricultural Sector, Fishery Company and Shoes Company in Tirana, Fier,
Lushnje, Lezhe and Shkodra. 
Erasmus+ Programm. IRCA supported 90 Roma youth (61 female) to enhance their skills on
Employability, and prepared for the labour market. 
Promotion of Roma women role models. IRCA has always made efforts to promote positive
models of Roma women locally, nationally and internationally as to inspire other Roma women
and girls and increase their confidence and trust that regardless of many challenges they can
change for better their life.

To really bring empowerment, Roma women need to be conscious about their rights; 
Every Roma girl should be given an equal opportunity for education; 
Increased accessibility of secondary and higher or university education through specific
scholarships for Roma girls will lead to more employment opportunities for them in the future;
Providing internship opportunities for Roma girl and women in public and private sector; -
Encouraging Roma women to develop in their fields they are good at; 
Invest in Roma women’s small and medium enterprises through financing and comprehensive
training; 
Vocational skills training and qualifications that are tailored to employment opportunities and
demands of the respective geographical or sectoral labor market; 
Creation of new employment opportunities for Roma women through joint efforts of the
government and the private sector, with possible assistance from international partners; 
Invest in policies and social protection systems to create an enabling environment for Roma
women to enter in the formal and informal labor markets such as: flexible working hours, social
security, daycare; 
Incorporate gender-based violence prevention and response strategies into Roma women’s
economic empowerment initiatives; 
Promotion of positive role models amongst both Roma women and men; 
To enhance the Roma women role in the economic activities and the leadership at family and
community level social awareness is an effective tool to challenge stereotypes, and social norms;
Continues supporting of field research and gender disaggregated data to provide evidence for
policy on Roma women; 
Support to community centers could help promote community-based development by enabling
Roma women themselves to develop their communities with the assistance of local, national, and
international partners; 
Strengthening the civic organizations of Roma is important in the process of empowerment.
Formal or informal associations or networks—would offer opportunities for Roma women to voice
their needs and interests, and foster their participation in decision making at all levels;

Recommendations:



Women and 
Migration

The 2030 Agenda for Sustainable Development has recognised migration as an important global
priority, which, if properly governed, could bring positive benefits to migrants/ETS and their families,
both from the economic, social, political, and cultural perspective. Migration is an intersectoral issue,
important to all Sustainable Development Goals (SDG). 10 out of 17 goals contain targets and
indicators that are important to migration and mobility. Women are important actors both in the
global, and regional and domestic migration. The effects of migration and migratory processes are
different for women and men, therefore, it is essential that policies on migration include and reflect
these specifics.

Ardiana Gashi
University of  Pristina 
Kosovo

Migration has been and remains an important future of Kosovo. According to the 2011 Census, the
total Kosovo Diaspora in 2011 was estimated to be 703,978, out of which 153,978 were born abroad,
so the estimations for emigrants from Kosovo was 550,000 individuals. Evidence from Eurostat
shows that in 2018 there were 321,486 Kosovo citizens with valid residence permits within the EU-
28, higher than in 2017 by about 18,000. In period 2013-2017, in total about 40,000 Kosovo citizens
acquired citizenship in EU-28 while in 2019 there were 68,365 first time permits to EU-28 countries,
double of the number recorded in 2018 (34,765 individuals), out of which about 70% of first-time
permits were issued by Germany.  Considering the gender composition, based on 2011 Census, the
sex ratio of Kosovan migrant population was: 56.7% male and 43.3% female. Over time, women
dominated emigration, with marriages/family reunification as one of the important contributors.
Eurostat data for 2019 show that 49% have emigrated for family related reasons and 30% for
working purposes.

Kosovo has a young population with a large demographic dividend but due to lack of jobs, this
asset remains largely unutilised. As reported above in 2019, 59.5% of working age population is
inactive (as high as 78.9% for women), only 30.1% are employed and 25.7% of the already small
number of active individuals is unemployed. Unemployment rate is highest for youth, recorded at
49.4% and women 34.4%. Poor quality of jobs is another feature of labour market. Temporary jobs
account for about 55% of jobs whilst informal employment is estimated to be as high as 30%.
Having a job, particularly in private sector, does not necessarily secure a decent life. Using data
from the 2017 Household Budget Survey, Haxhikadrija et al. (2019) estimated that in-work poverty
rate in Kosovo was 15.2%, mostly found among men, self-employed individuals, young and middle-
aged employees, and low-educated workers.

Education enrolment and attainment in Kosovo has increased over time and this is particularly
observed for women. In 2018, 20.9% of women aged 30-34 years had completed tertiary education,
compared to only 6.5% of women in the same age group in 2012. However, despite this
improvement, employment rate of women remains lower than of males, even among those that
have completed tertiary education-estimated at 49.9% in 2019 compared to 73.1% for men with the
same education level. This suggests that education alone cannot redress gender imbalances in the
labour market. The World Bank STEP survey in 2015-17 that found that two thirds of Kosovars
believe that non-merit factors like family connections, bribes, and political affiliations are most
helpful for securing employment in the private sector (an even higher share, 79%, believe non-merit
factors to be of highest value for the public sector) with only 34% of respondents believe
education, training and work experience matter (World Bank, 2019).



All these push factors represent main reasons for emigration. The Gallup International survey
conducted between 2015 and 2017 estimates that about 46% of Kosovars would like to emigrate,
with highly educated at a greater risk. Moreover, the survey places Kosovo at the top of “brain
drain” index in Europe, which measures the level of young, highly-educated people who want to
leave the country with no plan to return (42%). (Lavrič et al., 2019), 34% of young Kosovars
expressed a strong or very strong desire to move to another country for more than six months. The
majority were looking to move for a short- to medium-term period of six months (37%) to two
years (34%). The Regional Cooperation Council’s 2019 Balkan Barometer (RCC, 2019) show that 42%
of Kosovars are considering leaving and working abroad, while 58% are not considering leaving the
country. 

A survey of 1,100 people conducted by the Democracy for Development Institute (D4D) in
December 2019 found that 59.4% of respondents would like to leave Kosovo, with 31.4% wanting to
leave forever. The most commonly cited reasons for leaving the country were respondents’ inability
to find a job that matched their educational background (26%), 24% cited family-related reasons,
and 22% were looking for better opportunities for their professional and career development.
Interestingly, evidence suggests that also employed individuals are emigrating. UNDP survey from
2019 that found that nearly half of 200 surveyed companies have been confronted with emigration
of their employees in the past three years (49%). Larger companies seem have been especially
confronted with this phenomenon. 

Brain waste is likely to occur in some occupations such as health sector, in which women
representation is high. In December 2019 there were more than 600 doctors in the country. Of
these, 60 were specialists who were unemployed as a consequence of the mismatch between the
number of students in specific fields and job vacancies.

Profile of women migrants: Although Diaspora is estimated to be between 700,000-900,000
individuals, there is limited information on their profile. The latest evidence is available from
Migration Survey conducted in 2009 jointly with World Bank and Kosovo Agency of Statistics,
though information was collected through survey with Kosovo households.  This survey found that
Kosovo female migrants fare better in the labour market compared to Kosovan women. More
women than men improved their education status while abroad, thus experiencing a greater human
capital development. 

Since more women than men hold permanent status in the host countries, their potential to benefit
from education, employment and social schemes is also greater. A total of 34% of working age
women migrants were employed abroad as opposed to 10% of working age women living in Kosovo,
though mainly holding low skilled jobs. Survey results suggested that an average women migrant
seem to be more educated than women in Kosovo and about 11% of women migrants increased
their education level.

Women left behind: There is very limited information on how migration impacts lives of women left
behind. The 2014 UNDP Human Development report, suing data from year 2013 has found that  from
2011: Nevertheless in some cases family responsibilities were cited as a barrier to employment with
a higher burden for those living with in-laws who may require care as well; However, more
responsibilities were also noted as being quite a burden. 

Managing families by themselves was also noted to be difficult, especially when children get older;
While in some cases the women received the money and decided how to spend it, in others the in-
laws decided how the money was used, although focus group participants always had a say in this
decision; Nevertheless, some barriers were noted, especially in relation to leaving the house with
participants reporting the need to inform their in-laws about any plans they might have to go out; .
From responses, it was evident that when women live with their children only, girls are not very free
to go out as mothers feel more fear and more responsibility than they might if their husbands were
at home.



To conclude, Kosovo is at risk of shrinking its workforce, particularly the skilled ones. To benefit
from migration, Kosovo should perform proper analysis on deficient occupations and oversupplied
ones. For the latter group, emigration should be facilitated through bilateral agreement for circular
migrations, by providing supporting services for legal migration and employment of Kosovars in
jobs that match their skills. There is a need for updated and systematics data for migrants,
returning migrants and women left behind.  Initiatives that support migration for education
purposes should be supported, by ensuring their accommodation in Kosovo institutions.

Context: It is a fact that immigration, as a process, poses more risks for women than for men.
Empirical data from various studies and reports show that women, as a part of migratory
movements, are more exposed to physical, sexual, and verbal abuse compared to men. The
greatest risks that they face are those related specifically to the issue of human trafficking or the
risk of getting involved in the sex industry and being sexually exploited. 

Despite these risks, women have migrated and continue to migrate and, according to the
International Organization for Migration, they currently account for almost 50% of all migrants.  They
increasingly migrate to find work as independent individuals, even though many still migrate as
dependent on their families or spouses/partners. By increasing their decision-making role in the
economic life of the family and community and increasing their participation in workplaces, women
are making it more possible to gradually move away from the margins and to show their gender’s
position and influence in many directions. 

This new position of women, between the traditional and the modern, still unclear in terms of power,
beckons to be explored in relation to a massive phenomenon such as migration. 

Through a qualitative approach, this study deals specifically with emigration—the departure of an
individual from their home country to another for mainly economic reasons. It is an attempt to
understand the challenges that Albanian women from Northern Macedonia have faced as emigrants
and also to examine their socio-economic status and the ways in which emigration has proven
beneficial for their empowerment; to understand how immigration creates greater opportunities for
women who come from traditional and patriarchal societies; to understand the renegotiation of
gender relations within the family as a result of emigration; and to analyze the level of the realization
of social rights of Albanian emigrant women in their destination countries, as being a woman and at
the same time a ‘foreigner’ often restricts access to employment, social policies, and health
programs.

Analysis and Findings: The treatment of women as a significant part of migratory movements has
been lacking for a long time. Most studies in the field of migration have focused on migration as a
more compact phenomenon by referring simply to ‘migrants’ and not going into further
stratifications. The role of gender in migration processes is oftentimes considered as a peripheral
and almost invisible issue, not only in the field of research but also in the process of drafting public
policies in the countries of origin. 

The time period known as the era of mass migration—the 19th and 20th centuries—are understood
as being characterized as a male occurrence, in which men were the main actors. It was later, in the
21st century, that what is known as the feminization of migration began. Up until the late 1970s,
most research on international migration were clearly centered only on male migrants (commonly
conceptualized as “workers”), implicitly stating that most migrants were men. The experience of
crossing borders in an informal manner has caused many women to face great risks. They face
dangers that men also go through, but until recently the experiences of women have been
‘invisible.’

Elisabeta Ollogu
Lecturer
Faculty of Social Sciences, North Macedonia



The findings of this study can be said to be oriented in two main directions: 
The process of immigration and the process of integration. 

There are primarily three generations of emigrants. The first generation uses informal roads to cross
the border. They faced danger. Emigration is mainly seen and treated as a male phenomenon and
the women who accompanied men were seen as supplemental. They lived primarily in the service of
their families and children. The unemployment rate for these women is very high. The second
generation coincides with the transformation of the process of emigration from a male phenomenon
to a family phenomenon. 
Women emigrate primarily by joining their spouses/families but also for studies. These women
mostly have proper documentation. In regard to the second generation, we are talking about women
who have further developed themselves in regard to their level of education and personal and
professional development. These are emigrant women who were the first to break the boundaries of
the typical, traditional, patriarchal family structure. They caused the first breakdown of traditional
gender roles and the renegotiation of roles within the family. 

The third generation—born in emigration—are educated women and girls. With them, the narrative of
the emigrant woman changes fundamentally. Broadly speaking, this study highlighted the fact that,
while many women did not work in their native Macedonia, they did work in the countries that they
moved to. However, another portion of these women continued to be engaged only within the family.
The trajectory of the process of migration has opened up avenues for women to change gender
roles at work and in their families. In gaining greater employment opportunities, these women also
gain greater economic independence. 

This independence then increases women’s influence in decision-making within the family. Many of
the women interviewed claim that they have access to social protection and healthcare services in
the countries where they live, but feel doubly segregated in terms of the labor market: they are
segregated because of their gender and because of their identity as “foreigners.” In a way, the
employment of migrant women in the “domestic care” sector reinforces the segregation of the labor
market and this has given “native” women the ability to work in their professions and to transfer their
caretaking role onto migrant women.

Conclusion:  All studies on migration have focused on men even though women account for almost
half of the number of migrants. Migration has always been seen as a male phenomenon. Migration,
despite its obstacles and challenges, turns out to be beneficial in regard to women’s empowerment
as, combined with the socio-economic and cultural context of the host society, it influences the
renegotiation of gender relations. Emigrant women gain more economic independence in the
countries they move to. 

The independence of emigrant women has brought comparative and gradual changes in the
traditional roles within the family and the sharing of power and control in the family, but not the
eradication of the patriarchal structure within the family, as in a large part there is still segregation of
duties and work inside the family, where housekeeping is viewed as women’s work and work outside
of the home as men’s work. Thus, context and the social environment do not always determine
gender relations within the family. 

Tradition retains its strong influence in emigrant families and power and decision-making continue
to be dominated mostly by men, as gender norms among Albanian emigrants are still characterized
by a patriarchal mentality. 

Even in situations in which men and women deviate from traditional gender expectations, they still
tend to engage in actions and behaviors that reinforce their traditional gender identity. In any case,
emigration has brought about many positive changes in the quality of life of Albanian women, as it
has offered them greater opportunities in regard to education, personal and professional
development, and employment, along with greater economic independence. It has opened the door
for the renegotiation of gender relations within the family.



Ermira Danaj
Lecturer on feminist studies and a visiting researcher at ISCTE-IUL in Lisbon
Albania

Migration, care work and the labor market - a gender perspective
Processes of migration, migration experiences, and the social, political, economic, and cultural
impacts of migration have been influenced and shaped by gender roles and unequal relations
between the genders. For many years, migration was focused exclusively on male migrants, even
though one of the first authors on migration, Ernst Ravenstein, said, in 1885, that women migrate
more than men. It took approximately 100 years for studies on migration processes to begin to
analyze the role and importance of women in these processes. Now, women are no longer viewed
simply as the followers of migrant men, but as important actors in these processes. Hence the
importance of studying migration as a complex process in which gender plays an important role,
whether in the decision-making process, in the manner of movement, in the types of migratory
processes, etc.  The 2030 Agenda for Sustainable Development has identified migration as an
important global priority. 10 of 17 sustainable development goals contain objectives and indicators
that are important in regard to migration or mobility. Albania is one of the countries that has set the
2030 Agenda in the framework of its national priorities.  

The population of Albania at the start of 2019 was 2.86 million. There was a population decrease of
0.3% compared to the year prior. Albania remains a country that is mainly a source of migration. In
2017, Albania had approximately 1.5 million citizens—about a third of the country’s population—
outside of its territory.  The majority of Albanian migrant communities are present in neighboring
countries—448,407 in Italy and 356,848 in Greece—however, there is an increasing trend of
presence in other European Union member states, as well as in North America and Canada.  In 2018,
net migration remained negative (the difference between emigrants and emigrants), with about 15
thousand people.

Migration 
Although post-communist migration in Albania, both domestic and international, started in 1990,
when people realized that the regime might change, it was only in the year 1993 that the domestic
and international movement of Albanian citizens was liberalized by law. During the early 1990s, the
majority of international migrants from Albania were young men. At that time, there were few legal
possibilities for Albanians to leave the country legally, and international migration was widely seen as
a dangerous activity, which required physical strength and courage and which was usually attributed
to men. According to official statistics from the Population and Housing Census of 2001 (which
aimed to provide a ‘snapshot’ of all migration, not just legal migration), women’s participation in
international migration increased from 20 to 60% to the international migration of men from 1991-
2001.  The growing number of migrant women can be mainly explained by family reunification as well
as student migration. Official data from the 2011 Census show that the difference between the
number of men and women that have emigrated from Albania has now disappeared: 288,000 men
and 285,000 women emigrated between 2001-2011.

Internal Migration 
Data on Albanian internal migration show that women are more likely to migrate within the country
than men. This trend from the early 1990s was also confirmed during the decade spanning from
2001-2011, as women accounted for 59% of the 27 internal migrants. In addition to women who
migrate within the country while their husbands migrate abroad, another important element of
internal migration has to do with student migration. The higher percentages of young female
migrants can be explained by the high number of female students in universities, which are located
in cities.  Cases in which young women who have attained higher education relocate to Tirana after
having finished their studies at another local university have also been observed. This can be
explained by the young age of these internal migrant women, as well. In 2014, the majority of internal
migrant women were between the ages of 20 and 29.  This trend of internal migration being
dominated by women continues to this day, as is confirmed by the latest INSTAT data.



Migration and Care-Work 
Albanian immigrants (as well as Ukrainian, Moldovan, and Romanian immigrants) seem to have filled
the social policy gap in Italy and Greece, enabling Italian and Greek women to be engaged in the
productive sphere. Greek researcher Antigone Lyberaki uses the term “deae ex machina” in regard
to emigrant women in Greece, who made up for the shrinking social state and social care services for
children, the elderly, and the sick. 

The situation was similar in Italy. This marketization of care work (Arli Hotschild) has also brough
about an increase in the number of domestic care workers globally.  If we refer to the ILO figures,
there are currently about 67 million domestic care workers globally. 80% of them are women. In 2013
there were 52 million. This work accounts for 7.5% of income for women globally. In Latin America, it
accounts for 14% of women’s wages and in Asia it accounts for 11%. According to the ILO, 50 million
domestic care workers work informally, and in harsh and discriminatory conditions. For this reason,
this sector is closely related to two Sustainable Development Objectives—no. 5 and 8 (regarding
dignified work). 20% of social care workers are immigrants and another very large portion are internal
migrants. Researchers explain the growth of demand for this profile in relation to the social policy
deficit. Both of these trends have had a close correlation.

A characteristic of emigrant domestic care workers is informal work, which is often exploitative, lacks
proper contracts, and has insufficient wages, leaving women in a precarious position. Many Albanian
emigrant women in Greece cannot apply for proper documentation due to their informal work and
lack of an insurance stamp. Difficult conditions, discrimination, and insecurity have led ILO to draft
and adopt a Special Convention on Decent Work for Domestic Workers (189) to protect rights within
this sector.  In the case of Albania, domestic work does not only have to do exclusively with
emigrants, but also with internal migrants. Women’s internal migration is related to a new sector that
has been observed especially in Tirana. 

This is the labor market for domestic care workers, which entails cooking, cleaning, care and the full
range of activities that are included in housework and care. The cases observed in regard to
domestic care workers illustrate the informality of the labor market in this sector, which is quite
pronounced in Albania. These cases provide insights into the complexity of domestic care systems
and their intersection with migration. The developing sector of domestic care in Tirana employs
mainly local women who are internal migrants. The majority of domestic workers do not have
contracts, but only verbal agreements that define work hours, breaks, and other work rules. To date,
there are no official or unofficial data on local workers in the domestic care sector in Albania, thereby
leaving this area almost completely unexplored.  

Consequently, working conditions, wages, and participation in social security plans for local workers
in this relatively new sector are almost unknown.  Migration and labor market policies must,
undoubtedly, reflect the issue of domestic workers, be they local or foreign. This sector is invisible in
policy as well as in studies and data.
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09:30-10:00

Mrs. Elsa Dhuli - INSTAT Acting Director, Albania 
Mrs. Plejada Gugashi - Program Manager - Olof Palme International Centre, Albania
Mrs. Juliana Hoxha - Executive Director - Partners Albania 
Mrs. Valëza Zogjani - Project Manager - Institute of Democracy for Development (D4D). Kosovo

Moderator: Mirela Arqimandriti, Gender Alliance for Development Center 

Key Speakers:

Online registration

10:00-10:15 Opening remarks: Mirela Arqimandriti and Rezarta Delibashzade

10:15-10:30 Greetings speeches: 
Mrs. Dajna Sorensen, Deputy Minister of Finances and Economy, Government of Albania 
Mrs. Burbuqe Bakija – Deva, Deputy Minister of Economy and Environment, Government of
Kosovo 
Mrs. Jenny Stenberg Sørvold, , Deputy Head of Mission, Royal Norwegian Embassy, Pristina

10:30-12:00 First Session: EMPLOYMENT OF ALBANIAN WOMEN - CHALLENGES AND SOLUTIONS

In line with the international standards, the right to employment is embodied in provisions of the
Constitution of Albania and the Constitution of Kosovo.  According to the constitutions, the relevant
states should provide every person the right to work, regardless of their gender, race, ethnicity,
language, political affiliation, or religion. Therefore, the right to work includes the right to choose a
profession, a workplace, as well as a professional qualification system aimed at gaining a living tool by
legitimate work. This panel will discuss how this constitutional right is implemented in Albania and
Kosovo, how is the rate of employment and unemployment among women and girls in both countries.

Discussion from the participants
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12:00-13:30 Second Session: DISCRIMINATION IN THE WORKPLACE AND PROTECTION

Gender-based discrimination can affect both women and men. However, women are more likely to fall
prey to this phenomenon.  Reduction of unemployment and increase of participation in the labour
force is a priority of the European Union, representatives of governments and actors of civil society.
Some research suggests that discrimination has unequally influenced participation of women in the
labour market. Similarly, it seems that although both countries have a complete legislation in terms of
discrimination, many important actors still have limited knowledge.

Mrs. Arta Mandro, Expert and Lecturer - School of Magistrates, Albania
Mr. Robert Gajda - Anti-Discrimination Commissioner, Albania
Mrs. Edona Hajrullahu - Representative of the Ombudsman, Kosovo
Mrs. Mersiha Jaskic, Center for the Promotion of Civil Society(CCSP), Bosnia and Herzegovina
Mrs. Ines Leskaj - Executive Director - Albanian Women Empowerment Network

Moderator: Nicole Farnsworth, Kosovo Women's Network
Key Speakers: 

14:30-15:45 Third Session: DEVELOPMENT OF PROFESSIONAL SKILLS FOR WOMEN AND THEIR
ORIENTATION IN THE LABOUR MARKET

Vocational education and training are provided in Albania and Kosovo, but almost all the institutions
offering it are in urban areas. Research in both countries shows that vocational education is not yet
considered by many students. Vocational schools usually register students with very low average
grades, or those who fail to pass their first year in high school. Women and girls find it difficult to
participate in vocational education.

Mr. Drin Haraçia - General Director - Employment Agency, Kosovo
Mrs. Iris Luarasi - Executive Director - Counselling Line for Women and Girls, Albania
Mrs. Ilirjana Jaka – Gashi,  Executive Director - Women for Women (KW4W), Kosovo 
Mrs. Shpresa Agushi - Executive Director- RROGRAEK, Kosovo

Moderator: Raba Gjoshi, Institute Democracy for Development (D4D)
Key Speakers: 

13:30-14:30 Break

Discussion from the participants

Discussion from the participants
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10:00-11:30 Fourth Session: SOCIAL PROTECTION AND INCLUSION

Social protection contributes to the basic security that prevents people from falling into extreme
poverty in situations of vulnerability and to better manage risks and shocks. Social Protection includes
measures such as social security, policies which provide minimum labour standards, support for
unemployment, benefits for children and family, including protection of maternity leave and father's
paternity leave, benefits from work-related injury, benefits from diseases, benefits for disability,
protection of health and old age, etc. Comprehensive social protection systems address the above
issues through a variety of interventions. The Sustainable Development Goal 1 aims to end poverty in
all its forms and everywhere. Some of its aims include: Establishment of sound policy frameworks at
the national, regional, and international level, based on pro-poor and gender-sensitive development
strategies, support for accelerated investments for eradicating poverty; Implementation of
appropriate systems and measures for social protection for all, in order to achieve significant
coverage for all the poor by 2030.

Mrs. Enkelejda Bregu - Program Manager - Social Policy and Gender Equality in the European
Commission, Albania
Mrs. Brunilda Dervishaj - Head of Sec. of Policies and Strategies for Social Inclusion and Gender
Equality - Ministry of Health and Social Protection, Albania
Mrs.. Brikenë Hoxha - Executive Director - Kosovo Stability Initiative, Kosovo
Mr. Kristjan Trajakovski - Project Coordinator- CRPM, North Macedonia
Mrs. Bojana Tamindzija - Centre for the Politics of Emancipation, Serbia
Mr. Bledar Taho - Director- Romani Culture in Albania (Romanipe)

Moderator: Brikenë Hoxha, Kosovar Stability Initiative

Key Speakers: 

Discussion from the participants

09:30-10:00 Online registration, various conversations
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11:30-12:45 Fifth Session: WOMEN AND MIGRATION

The 2030 Agenda for Sustainable Development has recognised migration as an important global
priority, which, if properly governed, could bring positive benefits to migrants/ETS and their families,
both from the economic, social, political, and cultural perspective. Migration is an intersectoral issue,
important to all Sustainable Development Goals (SDG). 10 out of 17 goals contain targets and
indicators that are important to migration and mobility. Women are important actors both in the
global, and regional and domestic migration. The effects of migration and migratory processes are
different for women and men, therefore, it is essential that policies on migration include and reflect
these specifics.

Mrs. Ardiana Gashi, Kosovo
Mrs. Elisabeta Bajrami Ollogu - Lecturer- Faculty of Social Science - North Macedonia 
Mrs. Ermira Danaj - Gender Expert, Albania 

Moderator: Ermira Danaj, Albania
Key Speakers: 

12:45-13:30 Discussions and conclusions

Discussion from the participants

The Gender Alliance for Development Center (GADC) is a feminist, non-profit organization
operating throughout Albania and the region. GADC is a voice for Albanian women and a force
for change. GADC works throughout Albania to empower women and create a future with
equal rights for low-income girls and women to break out of poverty and social exclusion.

For more information contact:
Mirela Arqimandriti - Executive Director
Email: marqimandriti@gadc.org.al  
Phone no: 00355682059301
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