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1. INTRODUCTION  

Women’s economic empowerment is key to achieving gender equality. Even though indicators for 
women in the labour market have improved in the last years, in Albania, they are still lagging 
behind those in the region and the average of the European Union countries.1 Women work in 
sectors that are less paid, even though with higher education attainment levels, and often still carry 
out the majority of the private domestic and care responsibilities.2 Covid-19 has put additional 
burden on women in relation to caretaking responsibilities of children and the elderly.3 
Key indicators for the situation of women in the labour market4 show that gender disparities 
remain, as women continue to be underrepresented. Only 53% of women in the working age are 
actively looking for a job, compared to 68% of all men in the working age.5 Labour force 
participation rate for women with primary education (57.6%, 2019) or secondary education 
(55.1%, 2019) is lower than those with tertiary education (79.9%, 2019).6 The gender gap is 
smaller for women and men who have completed higher education. Family responsibilities, as well 
as lower incentive (especially wage) for women to join the workforce, are some the main factors 
that keep women out of the labour force.  
AWEN selected the theme “Women’s Status in Employment and Vocational Education in Albania”, 
considering the high importance of women economic empowerment through employment and 
lifelong education and also the gender gaps existing in both sectors separately and when analysed 
jointly. In addition, although some initiatives exist at the national and local level there is a lack of in-
depth studies and analyses on the employment status of women and girls from a gender 
perspective. Therefore, this gender analysis aims to bridge that gap by providing a gendered lens to 
societal norms, laws and policies as well as programs that target employment and vocational 
education.  
The analysis will strive to identify areas of improvements to mainstream these policies so as to 
target those most in need. The following assessment looks at three main levels of analysis, a meta-
analysis of norms and gender roles that influence the economic status of women, e macro analysis 
of laws and policies that target gender equality in gender and women’s economic empowerment in 
particular; e meso analysis of institutions and actors in charge of gender equality and economic 
policies to better understand existing capacities and gaps that need to be filled; as well as a micro 
analysis of the specific target group, women and girls’ situation in the labour market and VET. The 
analysis concludes with targeted recommendations for each of the levels of analysis and a roadmap 
for gender transformative actions in this area.  
 
 

 

1 INSTAT 2020. Gender Equality Index for the Republic of Albania. Retrieved from: 

http://www.instat.gov.al/media/6661/gender_equality_index_for_the_republic_of_albania_2020.pdf  

2 Gender Alliance for Development Centre, 2020. Policy brief, issue nr. 1:  employment policies, covid-19 crisis 
in Albania and the impact on women integration in the labour market. 
3 Ibid 
4 The Labour Force Survey of INSTAT is the source for all the labour market indicators mentioned in this 
policy paper. For more detailed information on the indicators, please refer to: 
http://www.instat.gov.al/al/temat/tregu-i-punës-dhe-arsimi/punësimi-dhe-papunësia/.   
5 Ibid. 
6 Institute of Statistics, 2020. Men and Women in Albania, 2020. Retrieved from the online page: 
http://www.instat.gov.al/al/temat/treguesit-demografik%C3%AB-dhe-social%C3%AB/barazia-
gjinore/publikimet/2020/burra-dhe-gra-n%C3%AB-shqip%C3%Abri-2020/  

http://www.instat.gov.al/media/6661/gender_equality_index_for_the_republic_of_albania_2020.pdf
http://www.instat.gov.al/al/temat/tregu-i-punës-dhe-arsimi/punësimi-dhe-papunësia/
http://www.instat.gov.al/al/temat/treguesit-demografik%C3%AB-dhe-social%C3%AB/barazia-gjinore/publikimet/2020/burra-dhe-gra-n%C3%AB-shqip%C3%ABri-2020/
http://www.instat.gov.al/al/temat/treguesit-demografik%C3%AB-dhe-social%C3%AB/barazia-gjinore/publikimet/2020/burra-dhe-gra-n%C3%AB-shqip%C3%ABri-2020/
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2. META LEVEL ANALYSIS - GENDER NORMS AND ECONOMIC 
DEVELOPMENT IN ALBANIA 

 
At the meta level, this analysis investigates prevailing social norms and their impact on women’s 
economic outcomes in Albania. It focuses on how discriminatory social norms appear in the social 
realm in the country and why it is important to address these underlying root causes of gender 
inequalities to promote women’s participation in the labour market. While there has been some 
claim in the past that biological differences between men and women are the key determinants of 
economic and employment outcomes, data more and more suggests that social norms and culture, 
which in turn affect preferences, behaviour and incentives to foster specific skills, are in fact the key 
factors to better understand gender differences in labour force participation and other gender gaps 
in the labour market.7 The below analysis therefore delves deeper in the manifestation of these 
social norms in Albanian society and form the basis for measures that can be undertaken to 
eliminate them in the long term.   

2.1. Democratic transition and social norms  

The past three decades Albania has undergone significant changes from a single party ruled 
dictatorship to a plural democracy striving to catch up with other developed democracies in the 
Western Europe. A common feature of post-communist countries, especially in Eastern and South-
eastern Europe, is a masculinization of transition processes where money and consumption were 
the sole values and where the newly formed economic and political power appeared as exclusively 
masculine, being primarily and exclusively related to men.8 According to different political 
scientists, in almost 30 years of transitional societies, democratization per se did not guarantee the 
advancement of gender equality. On the contrary, post-socialist democratization produced 
backlashes in many areas of gender equality, such as feminization of poverty, revival of 
traditionalism, strict norms along gender roles and others.9 
The communist regime was widely heralded for emancipating women by providing them space to 
participate in public life, both in the labour market as well as in decision making. Unprecedented 
number of women were employed and served in decision-making positions during the communist 
rule. The mandated system of full employment widely benefitted women who obtained educational 
levels not seen before. In addition, the Albanian socialist state implemented quotas to enhance 
political representation of women. About 33 percent of the party's active members in 1988 were 
women, as well as over 40 percent of those elected to the people's councils. Statistics also show that 
women comprised 47 percent of the workforce.10 
However, neither these efforts nor the democratic transition addressed the underlying inequalities 
deeply entrenched in peoples’ psyche and societal norms. Efforts in the past three decades still have 

 

7 Ortiz-Ospina, E. & Roser, M. 2018. Economic inequality by gender. Online:  
https://ourworldindata.org/economic-inequality-by-gender   

8 Council of Europe, Committee on Equal Opportunities for Women and Men. 1997. The situation of women in 
the countries of post-communism transition. Online: https://assembly.coe.int/nw/xml/XRef/X2H-Xref-
ViewHTML.asp?FileID=10366&lang=EN 
9 Musabelliu, M. 2020. Albania social briefing: Albania and gender (in)equality. China Cee Institute. Online: 
https://china-cee.eu/2020/04/01/albania-social-briefing-albania-and-gender-inequality/  

10 Kushi, S. 2015. Gendered legacies of communist Albania: a paradox of progress. Open Democracy. Online: 
https://www.opendemocracy.net/en/5050/gendered-legacies-of-communist-albania-paradox-of-progress/  

https://books.google.com/books?id=KfWxs-NdDhgC&pg=PA165&lpg=PA165&dq=women+in+communist+albania&source=bl&ots=Sa0SXGyIyz&sig=lt_q7sJASdkszvX3aK002eFz1Mo&hl=en&sa=X&ei=KGGQVZzLEszy-AHajZOABw&ved=0CFkQ6AEwDA#v=onepage&q&f=false
http://countrystudies.us/albania/54.htm
https://ourworldindata.org/economic-inequality-by-gender
https://china-cee.eu/2020/04/01/albania-social-briefing-albania-and-gender-inequality/
https://www.opendemocracy.net/en/5050/gendered-legacies-of-communist-albania-paradox-of-progress/
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not rid women from their double burdens and limitations. While educational opportunities have 
increased, with Albanian women now possessing more years of education on average than men, 
they still receive lower wages and are less present in the labour market, a disconnect is found 
between graduating from higher education and entering the labour market, which could be widely 
attributed to domestic responsibilities and other family duties. They are also subject to internalized 
domestic violence and subservient family standing.11 

2.2. Discriminatory social institutions 

Patriarchal attitudes and toxic masculinity are still dominant in Albanian society, as in many other 
post-communist countries. Therefore, shifting gender and patriarchal norms is one of the major 
challenges in advancing gender equality and achieving the full enjoyment of human rights by 
women and men equally. What exacerbates this phenomenon is that many people, and women 
themselves are often not aware of their rights, gender discrimination laws and policies and how 
harmful societal norms impact their life. These are sometimes taken for granted. Although rigid 
perceptions about gender roles are gradually changing, men and women are still considered to have 
different roles in the family and in the public space. Gender inequalities remain socially accepted 
and tolerated, especially in rural areas, where gender inequalities are more entrenched.12 The 
section below delves deeper into these inequalities, biases and the dominant social institutions that 
enable them.  
Social institutions are “formal and informal laws, social norms and practices that shape or restrict 
the decisions, choices and behaviors of groups, communities and individuals.”13 Further, 
discriminatory social institutions restrict women and girls’ access to opportunities, resources and 
power, which in turn has a negative impact on development outcomes. These institutions have a 
powerful influence at micro, meso and macro levels. These institutions reflect social norms that 
reinforce stereotypes of women as inferior, less able or less deserving of quality jobs. Therefore, 
there is a link between higher gender discrimination and women’s presence in jobs that offer lower 
opportunities, poorer working conditions and lower remuneration. As this section will show the 
existence of harmful gender norms, discriminatory social institutions and gender biases mirrors 
Albanian women’s situation in the labor market and more generally their position in the country’s 
economic development.  
As per Sczesny (2018) gender stereotypes have both a descriptive and a prescriptive nature. The 
former relates to beliefs about what men and women typically do, while the latter relate to what 
men and women should do. The interaction between these two components reinforces and 
perpetuates certain beliefs about women’s and men’s position in society. Social research has shown 
how in the world over women are ascribed to roles that are communal, they should be warm, 
sensitive, cooperative while avoiding dominance, i.e being aggressive, sensitive, arrogant as 
“unwomanly like” behaviours that go against their nature. On the other hand, men should be 
agentic, i.e assertive, competitive, independent and not show weakness, i.e insecure, emotional and 
weak.14 These expectations on how men and women should act and are largely manifested in 
Albanian society in everyday life and any deviation from these expected norms is seen as going 

 

11 Ibid.  

12 Ibid. 
13 OECD. 2015. Tackling the root causes of gender inequalities. Online: https://www.wikigender.org/wp 
content/uploads/files/Tackling_the_root_causes_of_gender_inequalities_OECD_DEV.pdf 

14 Koenig, A. 2018. Comparing Prescriptive and Descriptive Gender Stereotypes About Children, Adults, and 
the Elderly. Frontiers in Psycholoy. Online: 
https://www.frontiersin.org/articles/10.3389/fpsyg.2018.01086/full  

https://www.wikigender.org/wp%20content/uploads/files/Tackling_the_root_causes_of_gender_inequalities_OECD_DEV.pdf
https://www.wikigender.org/wp%20content/uploads/files/Tackling_the_root_causes_of_gender_inequalities_OECD_DEV.pdf
https://www.frontiersin.org/articles/10.3389/fpsyg.2018.01086/full
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against the nature of men and women respectively. The following analysis will focus in more detail 
on these discriminatory social institutions and how they appear in Albanian society as well as their 
impact on women’s participation in economic development.  
 

2.3. Gender roles within the household 

Women are seen as belonging mostly to the domestic domain and a lot of the burden of care 
responsibilities fall on them. According to a survey on time use, more than 80% of respondents in 
Albania reported that it is usually women who do the laundry and iron clothes; clean the house; 
cook; and wash dishes. Traditional gender division of labour was less visible among those with 
higher levels of education. For instance, respondents with higher levels of education were more 
likely to disagree or strongly disagree with the statement “it is better for the whole family if the 
husband has a job and the wife takes care of the family.15 Respondents were more likely to agree 
with the statement “a good wife should obey to her husband, preserving family peace and well-
being,”16  

The 2020 Gender Equality Index for Albania confirms previous findings regarding household 
responsibilities. The index measures differences between women and men in the domain of time, 
which includes both domestic work and social activities. The index found that there is remarkable 
difference between women and men in share of persons reporting that they care for their children 
or grandchildren, older people or people with disabilities every day (51.1 percent of women and 
24.6 percent of men).17 Women are also less likely to spend time in sporting, cultural or other 
leisure activities outside of their home (31.4% compared to 43.9% for men).18 
The gender role of a woman as a housewife, mother and wife is imposed on girls from early 
childhood, denying them the opportunity of pursuing different life choices. Many people, including 
women, believe that women’s most important role is to become a wife, mother and housewife, 
significantly narrows down their chances of actually achieving that. This is emphasized and more 
prevalent among Roma and Egyptian girls who live in segregated settlements are not expected to 
complete their education or to find jobs because neither improves their chances of becoming a wife 
and mother, but it rather endangers it.19 
Stereotypes about women also include considerations that they are inferior to men, their education 
is less valued, and they are meant to be married as their main purpose in life. This results in 
unequal power relations as women often lack economic resources to be economically independent. 
These unequal power relations are also extremely visible in women’s exposure to violence at the 
hands of men, either partners or other family members.20  

 

 

15 UNDP. 2016. Public Perceptions and Attitudes towards Gender Equality in Albania.  
16 ibid 

17 INSTAT. 2020. Gender Equality Index for the Republic of Albania. Online: 
https://eurogender.eige.europa.eu/system/files/events-files/gender_equality_index_albania.pdf  

18 Ibid  

19 Stanko, J. 2021. Gender Analysis of Roma women and girls in VET in Albania. Online: 
https://www.romaeducationfund.org/wp-content/uploads/2021/02/REF-Gender-Analysis-VET-in-Albania-
May-2021.pdf  

20 Dhuli, Brikena. (2013). The Role of the Woman in the Albanian Family. Mediterranean Journal of Social 
Sciences. 4. 10.5901/mjss.2013.v4n10p25. 

https://eurogender.eige.europa.eu/system/files/events-files/gender_equality_index_albania.pdf
https://www.romaeducationfund.org/wp-content/uploads/2021/02/REF-Gender-Analysis-VET-in-Albania-May-2021.pdf
https://www.romaeducationfund.org/wp-content/uploads/2021/02/REF-Gender-Analysis-VET-in-Albania-May-2021.pdf
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2.3.1. Restricted physical integrity: gender-based violence  

In Albania, 1 out of 2 or 52.2% of women interviewed in 2019 maintained all or most people in the 
community believe violence between a husband and wife is a private matter and that others should 
not intervene, and 46.5% maintained all or most people in the community believe a woman should 
tolerate some violence to keep her family together. In addition, 1 out of 4 women maintained all or 
most people in the community believe that when a woman is beat by her husband she is partly to 
blame or at fault (27.5%), and that a woman should be ashamed or embarrassed to talk to anyone 
outside of her family about abuse or violence in her marriage (27.6%).21 These findings were 
corroborated in a more recent report on the impact of COVID-19 on the incidence of violence 
against women and girls in Albania, according to which 1 in 2 women had experienced themselves 
some form of violence and the same number of women perceive violence against women and girls 
to be present in their communities.22 Furthermore, the same survey found that “Results from 
Albania suggest strong linkages between income, employment and experiences of VAW. Women 
who said they experienced a decrease in income in the last year were more likely than women on 
average to have experiences or knowledge of nearly all forms of VAW, whether it was exclusively 
since the onset of the COVID-19 pandemic or over their lifetime.”23 
Social norms and beliefs about group identity play an important role in perceptions about VAW as 
well as attitudes and behaviors that justify it. For instance, in Albania as much as 1 in 2 women 
believe that intimate partner violence is a personal matter that should not be taken outside of the 
home. Almost 50% further believe that women should tolerate some form of violence in order to 
keep their family together.24 This type of belief manifests itself in other forms too. For instance, 
there is widespread belief that women should sacrifice more in order to ensure the continuation of 
the nucleus family, and this could lead to more women giving up careers and job opportunities in 
order to take care of children and other relatives. The burden of the sacrifice then falls on them.  
Research has shown that gender inequality strongly impacts female labor force participation. Data 
from the past 50 years show that GDP growth in developed nations is strongly correlated to a rise in 
female labor force participation. Increasing female labour force participation resulted from the 
abolition of gender-specific restrictions on women’s employment.25  Violence against women has 
also been found to be another social institution negatively associated with female employment 
(Alexander, 2011; Kimerling et al., 2009; Meisel et al., 2003). 

2.3.2. Son preference 

There is a persisting son preference in Albanian society that is visible from the skewed ratio 
between boys and girls at birth. According to a 2013 study by UNFPA boys were described to have 

 

21 INSTAT. 2019. National Populatin Survey: Violence Against Women and Girls in Albania. Online: 
https://www.al.undp.org/content/albania/en/home/library/poverty/national-population-survey--violence-
against-women-and-girls-in-.html  

22 UN Women. 2021. Measuring the shadow pandemic: violence against women during COVID-19. Online: 
https://data.unwomen.org/sites/default/files/documents/Publications/Measuring-shadow-pandemic-
Albania.pdf 

23 Ibid, page 7  

24 INSTAT. 2019. National Population Survey: Violence Against Women and Girls in Albania. Online: 
https://www.al.undp.org/content/albania/en/home/library/poverty/national-population-survey--violence-
against-women-and-girls-in-.html 

25 USAID. No date. A briefer: Gender inequality causes poverty. Online: https://banyanglobal.com/wp-
content/uploads/2021/03/Gender-Inequality-Causes-Poverty-Briefer.pdf  

https://www.al.undp.org/content/albania/en/home/library/poverty/national-population-survey--violence-against-women-and-girls-in-.html
https://www.al.undp.org/content/albania/en/home/library/poverty/national-population-survey--violence-against-women-and-girls-in-.html
https://www.al.undp.org/content/albania/en/home/library/poverty/national-population-survey--violence-against-women-and-girls-in-.html
https://www.al.undp.org/content/albania/en/home/library/poverty/national-population-survey--violence-against-women-and-girls-in-.html
https://banyanglobal.com/wp-content/uploads/2021/03/Gender-Inequality-Causes-Poverty-Briefer.pdf
https://banyanglobal.com/wp-content/uploads/2021/03/Gender-Inequality-Causes-Poverty-Briefer.pdf
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more social and economic advantages compared to girls. When looking at families with more than 
two children the study from UNFPA found that only 23% of those with one or two sons will have an 
additional child, while 47% of the parents with no son will have an additional, indicating a strong 
preference for having at least one son compared to two or more daughters.26 While this data comes 
from a decade ago there are no significant changes in social norms to have reversed this trend. In 
fact, a recent study on sex imbalances and projections for the year 2100 include Albania among the 
countries where sex imbalances are still present and contribute to over 5 million missing females.27  
Some of the factors for the continuing preference of sons over daughters in Albanian society include 
the perceived son's duty to transfer the family line, inherit the family property and provide 
financially for the family. Sons are therefore absolutely needed to perpetuate the family. On the 
contrary, girls are seen as transient members of their native families since they will leave, after 
marriage. Even though it was most problematic in the 1990s there continues to be a distorted birth 
ratio between boys and girls in Albania, where for every 107 boys there are 100 girls.28 
This socio-cultural norm that puts more value on boys compared to girls has long term impact on 
human capital and far-reaching consequences for women, who have less opportunities in the job 
market and lower earnings in their adult working lives. In addition to leading to missing human 
capital, this preference also leads to more investment on boys rather than girls especially in terms 
of educational achievements.29  
In addition, as in many male dominated societies in Albania there are strong beliefs that men are 
the breadwinner and therefore should be the ones to manage the family income, even if women are 
also bringing income. However, research shows that when women have money as well as the 
freedom to decide how it is spent, the funds are more likely to go to better family nutrition, 
education and other expenditures known to reduce poverty.30  

2.3.3. Restricted resources and entitlements 

Albanian traditions of son preference and treatment of women as less than men, is also manifested 
in women’s access to property, resources and other assets. Even though there are legal guarantees 
for women’s rights to inherit property, these are not always implemented and coupled with a 
preference for men to inherit family property, has led to a gap between the number of women and 
men who own property in the country.31 As such over 80% of property in Albania is owned by men. 
As a result, women are even more economically dependent on their husbands. This is most visible 
in cases of domestic violence, when often the battered women have to leave their home because 
they have no right to the property.  
While modern legislation has advanced in Albania to align with international norms and standards 
there is a continued influence of customary law, inherited from societal norms and structures of the 

 

26 World Vision Albania. 2012. Sex Imbalances at birth in Albania. Online: 
https://www.unfpa.org/sites/default/files/resource-pdf/UNFPA_report_Albania2012.pdf  

27 Chao F, Gerland P, Cook AR, et al. Projecting sex imbalances at birth at global, regional and national levels 
from 2021 to 2100: scenario-based Bayesian probabilistic projections of the sex ratio at birth and missing 
female births based on 3.26 billion birth records. BMJ Global Health 2021;6:e005516. 
28 INSTAT. 2021. Women and men in Albania 2020.   
29 World Bank Blogs. 2021. Son preference: Why we should care about it. Online: 
https://blogs.worldbank.org/developmenttalk/son-preference-why-we-should-care-about-it  

30 USAID. No date. A briefer: Gender inequality causes poverty. Online: https://banyanglobal.com/wp-
content/uploads/2021/03/Gender-Inequality-Causes-Poverty-Briefer.pdf 

31 Sinoruka, F. 2019. Tradition denies Albanian women right to property. Balkan Insight. Online: 
ttps://balkaninsight.com/2019/09/03/tradition-denies-albanian-women-right-to-property/  

https://www.unfpa.org/sites/default/files/resource-pdf/UNFPA_report_Albania2012.pdf
https://blogs.worldbank.org/developmenttalk/son-preference-why-we-should-care-about-it
https://banyanglobal.com/wp-content/uploads/2021/03/Gender-Inequality-Causes-Poverty-Briefer.pdf
https://banyanglobal.com/wp-content/uploads/2021/03/Gender-Inequality-Causes-Poverty-Briefer.pdf
https://balkaninsight.com/2019/09/03/tradition-denies-albanian-women-right-to-property/
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past. In customary law the wide is the property of her husband and parents. This continues to hold 
true in many parts of Albania even nowadays. As a result of these norms and meta beliefs many 
women do not enjoy fully their rights to property and inheritance. This concern was also voiced in 
the latest concluding observations of the CEDAW Committee for Albania in 2016, noting that 
despite a present legal framework, discriminatory practices continue32 that prevent women from 
owning property and thus creating de-facto economic independence. In patrilineal marriages, 
which are more common in rural areas, women move to their husband’s family once married. 
Within this practice, many of them lose their share of their natal family property due to lack of 
education and ignorance of their rights, or to the traditional resignation of their rights in favour of 
their brothers.33 
 

2.4. Gender based discrimination  

Even when many women overcome discriminatory social norms and practices to enter the labour 
market, they face challenges and barriers in the form of gender-based discrimination at work. A 
2018 report showed that women more often than man face gender-based discrimination at work, 
from hiring procedures to promotion, working conditions and respect for provisions in the labour 
code relating to maternity leave. The vast majority of those who reported to have experienced 
sexual harassment in the online survey were also women and the vast majority of perpetrators 
were men.34  
In Albania multiple discrimination is an unchanged reality for marginalized groups, such as Roma 
and Egyptians, people with disabilities and other minorities as well as member of LGBT+ members. 
Access to employment for LGBT tends to be more difficult because isolation, lack of self-confidence 
which hamper their involvement in the labour market.35  
Access to the labour market is especially problematic for women from vulnerable groups, such as 
women with disabilities. The latest CEDAW shadow report prepared by CSOs drew attention to lack 
of structures for assessing ability to work or vocational training needs matching the abilities of 
disabled jobseekers. Monitoring by CSOs has also shown that employment offices do not have 
adequate professional capacities to address the needs of these groups of women. In addition, 
economic reintegration and employment of women survivors of domestic violence remains a 
concern. Private businesses avoid using employment offices for fear of creating problems for 
themselves. Failure to complete mandatory education or attend vocational courses and the lack of 
dedicated and specialised advisory services on employment/vocational training, have an adverse 
effect.36 

 

32 Kola, K. 2018. Women’s access to their inheritance property rights for their economic empowerment in Albania. 
Thesis. Online: 
https://repo.gchumanrights.org/bitstream/handle/20.500.11825/874/Kola.pdf?sequence=1&isAllowed=y  

33 Ibid   
34 Arqimandriti, M, Llubani, Çoku, 2019. Gender Based Discrimination and Labour. Retrieved from 

https://www.gadc.org.al/media/files/upload/GBD%20Labour%20Albania_EN.pdf 

35 Ibid. 
36 Treaty bodies Download (ohchr.org)  

https://repo.gchumanrights.org/bitstream/handle/20.500.11825/874/Kola.pdf?sequence=1&isAllowed=y
https://repo.gchumanrights.org/bitstream/handle/20.500.11825/874/Kola.pdf?sequence=1&isAllowed=y
https://tbinternet.ohchr.org/_layouts/15/treatybodyexternal/Download.aspx?symbolno=INT%2FCEDAW%2FCSS%2FALB%2F47295&Lang=en&fbclid=IwAR0Mzja3Hx_1ldc68L-jNADh1a3zuGrplPeG8O5eZbUWPPiffT9rFTbjEFs
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• Universal Declaration of Human Rights (UDHR).  
• Covenant on Civil and Political Rights (ICCPR).  
• Convention on the Elimination of All Forms of 

Discrimination against Women (CEDAW).  
• The 1995 Beijing Declaration for Action.  
• The Council of European Convention on preventing 

and combating violence against women and 
domestic violence  - known also as the Istanbul 
Convention, 

• Implementation of the 2030 Agenda or, 
alternatively, the Sustainable Development   

• The “EU gender equality acquis” (“EU GE acquis”), 
including most directives and concepts, have been 
transposed correctly into Albanian law, for the 
most part.  

INTERNATIONAL LEGAL FRAMEWORK 

According to a recent report by an CSO, employment and VET opportunities for Roma and Egyptian 
women are not accessible and challenges remain in fully integrating them. Poverty and the 
importance of providing basic needs significantly reduce the interest of Roma to complete 
vocational training and employment promotion programs, as well as force them to find alternative 
solutions that are often informal. Informal 
sectors, such as individual collection of 
recyclable waste, trade in used goods or 
other activities that do not require 
specialized training, generate higher 
incomes compared to the minimum 
monthly wage in the formal sectors. Also, 
the culture of poverty and exclusion, lack 
of trust in existing employment programs, 
negative experiences in the past, etc., 
make most Roma working in the informal 
sector forced to remain there 
(acknowledging the uncertainties of the 
informal market and still do not prefer to 
be involved in employment promotion 
programs).37 
 
 
 
 
 
 
 

3. MACRO LEVEL ANALYSIS - LAWS AND POLICIES ON GENDER 
EQUALITY, EMPLOYMENT AND VET  

This section provides the main national legal and policy framework in Albania related to gender 
equality and human rights. Albania has ratified and made commitments to the majority of 
international documents and instruments related to human rights and gender equality. In the 
domain of gender equality, it has ratified CEDAW and the Istanbul Convention, which form the two 
basic documents for addressing gender-based discrimination, violence against women and 
women’s rights more widely. In line with these international commitments and standards, over the 
past decades Albania has taken significant steps to improve the legal and policy framework 
addressing human rights and gender equality, at least in principle. This section will provide an 
overview of the current framework before delving deeper into the specific framework for 
employment and VET. 
 
 

3.1. Laws and policies where gender equality is a core principle 

 

37 https://romaversitasalbania.org/country-assessment-research-in-albania/  

https://romaversitasalbania.org/country-assessment-research-in-albania/
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EMPLOYMENT:  
• Law no. 7961 dated 12/7/1995 "Labour Code of 

the Republic of Albania" amended” 
• Law no. 15/2019 "On employment promotion " 
• Law no. 146/2015 “On Jobseekers” 
VET: 
• Law no. 15/2017, dated 16.2.2017 "On Vocational 

Education and Training in the Republic of 
Albania"; 

• Law no. 23 2018 "On the Albanian Qualifications 
Framework", amended. 

•  
GENDER EQUALITY:  
• Law no. 9970, dated 24.07.2008 on Gender 

Equality in Society  
• Law no. 124/2020 on Protection from 

Discrimination  
• Law No. 125/2020 on Measures Against Violence 

in Family Relations 

 
 

NATIONAL LEGAL FRAMEWORK 

  
The Constitution of Albania38 sets the basic principles of gender equality with the article 18 that 
stipulates that… [All are equal before the law. No one may be unjustly discriminated against for 
reasons such as gender, race, religion, ethnicity, language, political, religious or philosophical 
beliefs, economic condition, education, social status, or parentage. No one may be discriminated 
against for the reasons mentioned in paragraph 2 without a reasonable and objective justification].  

The principles of equality and non-
discrimination entrenched in the 
most important legal document of 
the country, the constitution, are 
further expanded and detailed under 
the Law no. 221/4.2.2010 “On 
Protection from Discrimination39, 

which went through significant and 
important changes in 2020 to better 
capture the role of the 
Commissioner for Protection from 
Discrimination, add different forms of 
discriminations under grounds for 
protection and improve institutional 
mechanisms for reporting 
discrimination. This will be further 
analysed in the meso analysis 
section. This law regulates the 
application and observance of the 
principle of equality and non-
discrimination in relation to among 
others, gender, gender identity, or 
with any other cause. This law is a 
significant step forward for the 
protection of equality and non-
discrimination in Albania and sets 
the institutional and legal framework 
for ensuring that the rights of 
citizens, including specifically gender 
equality related rights are protected, 

advanced, and strengthened.  

 
These principles are further embedded in the Law on Gender Equality40, which was passed in 
2008 and has not been updated since then to reflect changes in the societal, economic and political 
sphere of the country. However, this law forms the basis for efforts to achieve gender equality in 
different domains of life, including economic empowerment, political representation, educational 

 

38 Constitution of the Republic of Albania. Amended with the Law no..9675, date 13.1.2007; Law no..9904, date 21.4.2008; law no.88/2012, date 18.9.2012). Retrieved 

http://drejtesia.gov.al/wp-content/uploads/2017/11/Kushtetuta-2012-1.pdf 

39 Republic of Albania. Law no. 10 221, dated 4.2.2010 for protection from discrimination. Retrieved from https://www.uart.edu.al/media/150329-

Ligji%2010221_%202010%20per%20mbrojtjen%20nga%20%20diskriminimi.pdf  

40 Republic of Albania, Law no.9970, 24.07.2008 “On Gender Equality in the Society”. http://www.mod.gov.al/images/PDF/barazia_gjinore_shoqeri.pdf 

http://drejtesia.gov.al/wp-content/uploads/2017/11/Kushtetuta-2012-1.pdf
https://www.uart.edu.al/media/150329-Ligji%2010221_%202010%20per%20mbrojtjen%20nga%20%20diskriminimi.pdf
https://www.uart.edu.al/media/150329-Ligji%2010221_%202010%20per%20mbrojtjen%20nga%20%20diskriminimi.pdf
http://www.mod.gov.al/images/PDF/barazia_gjinore_shoqeri.pdf
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opportunities, living a life free of violence and discrimination and others.  The law on gender 
equality regulates fundamental issues of gender equality in public life, the protection and equal 
treatment of women and men with regards to equal chances and opportunities for the exercise of 
their rights, as well as their participation and contribution in the advancement of all social spheres. 
It takes a positive approach to encourage women’s participation and enjoyment of rights in the 
economic, political and educational field, including institution of gender quotas, not only in political 
representation but also in the area of work and employment.  
 
To address the inherent power imbalances that lead to women being subjugated to violence within 
the home, the Albanian government passed in 2006 and subsequently made improvements up until 
2020 to the Law on Measures Against Violence in Family Relations41. The law has been largely 
aligned with standards of the Istanbul Convention to ensure protection, prosecution, prevention 
and services for survivors of gender-based violence.  The law sets the policy framework and the 
institutional setup for addressing this form of discrimination against women which significantly 
hinders the achievement of gender equality in society. The bylaws to this law also establish an 
elaborate institutional structure at the local level for handling cases of violence reported at the level 
of municipalities. So far, all 61 municipalities in Albania have established a Local Coordinated 
Referral Mechanism, which is composed of local public officials with a specific role as described in 
the law. This law is one of the basis for most efforts to combat gender based discrimination 
considering the magnitude of the problem and has taken priority in recent years. However, other 
legislation for promoting women’s rights are in place and being implemented.  
Finally, most policies and efforts around promotion of gender equality are based on the National 
Strategy on Gender Equality and Action Plan, which had its fourth edition just in 2021. The 
current NSGE covers the period 2021-2030. NSGE 2021-2030 comprises four strategic goals: 

• Fulfilment of economic and social rights of women, young women, girls, and men, young 
men and boys in the society and the empowerment of women, young women, and girls 
in all their diversity, aiming at an improvement and sustainability of environmental 
(green) economy and their equal participation in the digitalization process. 

• Ensuring the equal participation, representation, and leadership rights of women and 
men, young women and men, girls and boys in all their diversity in political and public 
decision-making at the local level. 

• Reduction of all forms of harmful practices, gender-based violence and domestic 
violence. 

• Application of gender mainstreaming as the main tool of achieving gender equality and 
gender justice in society. 

Laws and policies that contain gender equality principles include:  
 
The National Strategy for Development and Integration (NSDI II 2015-2020)42 recognizes the 
existence of gender discrimination in different areas of public and political life and thus commits to 
ensuring that gender disparities are properly addressed. A key priority is ‘ensuring the economic 
empowerment of women by addressing gender disparities leading them to poverty and by 
promoting their social inclusion and economic independence.  NSGE 2021-2030 is related and 

 

41 Republic of Albania, Law no. 9669, dated 18.12.2006 “On measures against domestic violence” (Updated) 

42National Strategy or Development and Integration (2016-2020). Retrieved from https://elbasani.gov.al/sq-

al/Documents/Strategjia%20Kombetare%20per%20Zhvillim%20Integrim%202015-2020.pdf 
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harmonized with the National Strategy for Development and Integration II, more specifically with 
Pillar 3 of this strategy: “Investment in Human Capital and Social Cohesion”. Human resources, 
hence, its society and culture, are the foremost resource in Albania. It is precisely in these segments 
of the state that all those fundamental values for freedom, equality, well-being, and safety of the 
person and property lie. Along with good governance, democracy, and the rule of law, Albania’s 
human and social dimensions underpin economic growth.  
The Electoral Code43 specifies rules for preparing, conducting, administering, and supervising 
elections to the Assembly of Albania, local government elections and referenda, as well as for 
declaring their results. The Electoral Code of the Republic of Albania underwent new changes in 
October 2020. The new amendments provide in Article 67, point 6 that …[For each constituency in 
the elections for the Assembly not less than one in every three names of the multi-name list must 
belong to the under-represented gender, while in the elections for municipal councils one in every two 
consecutive names in the ranking must belong to the same gender] … 

3.2. Laws and policies for Promotion of employment and VET 

Despite recent administrative reform, insufficient human and technical capacities continue to affect 
the design, implementation and monitoring of employment policies and measures.44 
This section will delve deeper into the legal and policy framework for promotion of employment 
and VET in Albania. The legislation will be analysed from a gender perspective to identify areas of 
improvement for better mainstreaming of gender in national policies in this area.  
Law on Promotion of Employment constitutes the key vision to increase participation in the 
labour market for Albanian citizens. Lone head of households, victims of trafficking and victims of 
domestic violence are included as disadvantaged categories prioritized in employment programs. 
Therefore, there are gender considerations considered in the law, however only explicitly for these 
vulnerable categories. The law does not refer to gender inequalities in the labour market and does 
not refer to the law on gender equality which has an entire section dedicated to employment 
promotion and equality in this area of public life. The law foresees both programmes managed by 
public institutions to encourage employment and labour market participation as well as 
engagement with private businesses to respond to the demands of the market, through vocational 
education and training.  
The new Law on Vocational Education and Training (No 15, 16 February 2017) reiterates the 
need and specifies the forms for active involvement of various stakeholders (such as social 
partners, national and regional agencies and local employers). The law defines the mission and 
objectives of VET, and contains rules for the establishment, organization, administration, financing 
and closing of VET providers. The law however is not gender mainstreamed and does not explicitly 
contain provisions on ensuring gender equity in the area of VET.   
The Law for Gender Equality (LGE) expressly refers to employment by stipulating an increase in 
equal economic representation in terms of status and employment.  Special measures also exist in 
this law for the protection of pregnant women, mothers and young parents, ensuring their comfort 
at work, social insurance and health insurance. It also addresses gender equality and protection 
from discrimination in education, employment and media. It explicitly mentions the need for an 
estimate of the unpaid labour force. However, the LGE is long overdue for a revamp considering 

 

43 Republic of Albania. Electoral Code of Republic of Albania. Approved by Law no.10019, date 29.12.2008,adopted with the law no.74/2012, date 19.07.2012 and law 

no. 31/2015, date 02.04.2015. Retrieved from  http://cec.org.al/wp-content/uploads/2017/06/KODI-ZGJEDHOR-2015-Teksti.pdf 

44 
https://www.etf.europa.eu/sites/default/files/document/Country%20Fiche%202020%20Albania%20Educ
ation%20Training%20and%20Employment%20Developments.pdf  

http://cec.org.al/wp-content/uploads/2017/06/KODI-ZGJEDHOR-2015-Teksti.pdf
https://www.etf.europa.eu/sites/default/files/document/Country%20Fiche%202020%20Albania%20Education%20Training%20and%20Employment%20Developments.pdf
https://www.etf.europa.eu/sites/default/files/document/Country%20Fiche%202020%20Albania%20Education%20Training%20and%20Employment%20Developments.pdf
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that no changes were made to its since its approval in 2008. While the law on DV and other pieces 
of legislation, including the law on protection from discrimination and the labour code have been 
revised over the years to better align with international standards and CEDAW recommendations, 
the LGE has not followed suit. It is necessary to initiate efforts to revise the law and better align it 
with relevant legislation on employment and non-discrimination.  
The Labour Code. In December 2015, important amendments were introduced to harmonize the 
Law with the EU Acquis on employment. This included minimum standards for labour, equality, 
health and safety at work and non-discrimination. Amendments also promote social dialogue at. 
Certain aspects are novelties, such as parental leave, which creates the framework for ensuring that 
the burden of care does not fall on women solely.  
National Strategy on Development and Integration (NSDI 2014-2020). A gender perspective can 
be found in the third pillar of the NSDI, specifically investing in human capital. Specifically, 
economic progress and development are seen among others as coming through expanding 
employment opportunities for “all men and women of Albania”. It also briefly mentions gender 
equality and equality of opportunity, which is intrinsically linked to the previously mentioned point. 
It should be noted however that this is the only gendered aspect of the pillar.  In the area of 
employment, the NSDI makes clear reference to the disadvantaged position of women and girls in 
the labour market and the inherent gender gap. Following this analysis, the strategic objectives to 
improve employment and labour market in general refer to measures to increase women’s 
participation in the active labour market. It also refers to increasing the number of women and girls 
in short courses and vocational education in general. The current NSDI expired and a new NSDI has 
not been developed yet. This represents an opportunity to more clearly articulate the need to 
mainstream the NSDI throughout, not only in certain pillars, or in a separate pillar on gender 
equality. It is positive that the previous NSDI recognizes  
The National Strategy on Gender Equality 2021-2030. The previous NSGE (2016-2020), which 
ended in 2020 was assessed in terms of achievement of the stated goals and objectives. It should be 
noted that of the 4 strategic goals of the NSGE, the goal that tackled economic empowerment of 
women and men has the lowest level of achievement, standing at 74.7%.45 Even this assessment 
could be considered optimistic, as many more challenges remain to fully integrate women in the 
labour market so they can fully benefit from policies and strategies in this area. The evaluation of 
the previous NSGE showed that:  

• There is an increase in the participation of women and girls in the labor market. 
• There is an increased access of women and men to employment programs.\ 
• The implementation of the objectives of the National Action Plan for Women 

Entrepreneurs 2014-2020 has continued effectively. 
• There is an increase in the inclusion of girls and young women in science and 

innovation-related fields of study; however, such an increase does not seem to be 
constant and stable for every academic year.  

• There has been an improvement in the number of women benefiting from extension and 
subsidy services.  

The new NSGE has a dedicated objective on women’s economic empowerment. Strategic goal 1, 
aims to achieve fulfilment of the economic and social rights of women in all their diversity. Within 
this strategic goal, the NSGE tackles unpaid care work and strives to achieve a more equal division 
of labour in order to unburden women from their current duties within the home. This is one of the 
key obstacles that women face in Albanian society as the prevalent norms see women as caretakers 
and have roles divided along gender lines. Therefore, ensuring that the legal framework supports 
changing this mindset from a policy and legal perspective is an important step of the NSGE.  

 

45 Evaluation Report on Implementation of NSGE (2016-2020). Ministry of Health and Social Protection. 2021.  
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National Strategy on Skills and Employment (2019-2022) mentions women in its overall goal of 
“encouraging quality jobs and skills opportunities for everyone, women and men, throughout their 
lives”. Furthermore, specific interventions foreseen by the NESS include removing barriers by 
facilitating access in training and employment; encouraging participation in the formal labour 
market; addressing women’s low participation in the labour market; and strengthening capacities 
to integrate gender equality goals into policy formulation, planning and deliverables.  
The Business and Investment Development Strategy (2014-2020) identifies commitments to 
sustainable economic development by focusing on and augmenting the contribution that women 
make to the economy. It contains the Women’s Entrepreneurship Action Plan as an official Annex. 
 

4. MESO LEVEL ANALYSIS – GENDER EQAULITY AND 
INSTITUTIONAL RESPONSE TO EMPLOYMENT 

 
Over the years Albania has established a comprehensive institutional setup on gender equality that 
extends from the national level to the local level structures. It is the Law on Gender Equality in 
Society that established the functions and responsibilities of institutions in advancing gender 
equality in different areas.  

Figure 1. Governance and Gender Equality 

 
Source: Author elaboration 
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4.1. Executive bodies 

At the national level, the LGE established the National Council on Gender Equality (NCGE) as the 
highest advisory body in charge of issues related to gender equality, and of ensuring gender 
mainstreaming in all fields, especially in political, social, economic and cultural fields. The Council is 
established by order of the Prime Minister and its composition is renewed once every four years.  
 
The NCGE is chaired by the Minister of MHSP and composed of nine representatives of line 
ministries at the rank of deputy minister and top management, as well as three representatives of 
civil society, who are selected through an open competition, by applying the criteria of having the 
expertise and making a contribution to these fields.46 Furthermore, the order of the Prime Minister 
No. 32, dated 12.2.2018 “On appointing the national coordinator for gender equality” appoints the 
Deputy Prime Minister (DPM) as the national coordinator for gender equality, as well as 
authorizes the DPM to strengthen gender equality mechanism at the central level and to undertake 
a coordinating role. 
 
The Ministry of Health and Social Protection (MHSP) is the ministry in charge of gender equality 
issues and on combating domestic violence. The Ministry exercises this function through the 
leading role of the Minister at the National Council on Gender Equality and through the work of the 
Sector of Policies and Strategies on Social Inclusion and Gender Equality, as part of the General 
Directorate of Policies and Development in the Ministry of Health and Social Protection. 
 
The Gender Equality Employees (GEEs) are appointed at the ministry level and at the 
municipality level. However, despite this title, in some cases gender equality employees do not have 
adequate education and /or training to deal with gender issues. These employees have other duties 
and responsibilities in the institution except for dealing with gender issues. 
The gender machinery in Albania - including the respective Sector of Policies and Strategies for 
Social Inclusion and Gender Equality (Gender Equality Unit) in the Ministry of Health and Social 
Protection - and other bodies tasked with implementing this law, have faced challenges of technical 
capacities and limited national budgetary allocations, as raised also by the CEDAW Committee.  

4.2. Oversight bodies 

An oversight role is played by the Albanian Parliament, which includes structures supporting 
gender equality, such as the subcommittee on “Gender Equality and Prevention of Violence against 
women” established in 2018. The purpose of this sub-commission is to oversee the implementation 
of the National Strategy on Gender Equality, report on the situation of domestic violence and 
discrimination against women, and in doing so it also holds hearing with the interest groups and 
various stakeholder institutions. There is also the Alliance of Women Members of the Parliament, 
which was formed in 2013 to promote gender equality in the Parliament and include a gender 
perspective in the legislation. 
 

 

46 UN Women. 2021.  Country Gender Equality Brief 2020: Albania.. Online: 
https://eca.unwomen.org/sites/default/files/Field%20Office%20Albania/Attachments/Publications/2020/
12/CGEB%20Albania_REPORT_1.pdf  

https://eca.unwomen.org/sites/default/files/Field%20Office%20Albania/Attachments/Publications/2020/12/CGEB%20Albania_REPORT_1.pdf
https://eca.unwomen.org/sites/default/files/Field%20Office%20Albania/Attachments/Publications/2020/12/CGEB%20Albania_REPORT_1.pdf
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The Commissioner for Protection Against Discrimination47 is an independent body established 
in 2010 that protects individuals from discrimination including gender-based discrimination. The 
Commissioner is appointed by the parliament and examines complaints against discrimination of 
individuals or groups and it acts on their behalf or to protect their interests. In its jurisdiction it 
may launch administrative investigations, issue decisions, make recommendations, impose 
sanctions, and represent plaintiffs in court under their consent. The CPD can play an important role 
in addressing issues of discrimination in employment, including on basis of gender. The CPD has 
increased efforts in recent years to encourage reporting of discrimination wherever it happens. 
Therefore, the role of the CPD is key as it can act as a support to employment policies that aim at 
increasing the participation of women in the labour market, by removing barriers caused by 
discrimination and gender inequalities.  
 
The Ombudsperson’s Office protects the rights, freedom and legitimate interests of individuals 
from illegal and irregular actions of public administration bodies or others acting on their behalf. Its 
mission is to prevent potential conflicts between public administration and the individual.  
Albania also has a rich and vibrant civil society, where the role of women’s rights organizations is 
especially important. Women’s organizations in Albania have played a key role in passing 
legislation, ensuring compliance with international standards, and contributing to provision of 
services for vulnerable women. There are several active networks for women’s rights and women’s 
empowerment with good geographical coverage. The organizations also develop studies and 
research on different topics such as violence against women and girls, women’s labour rights, 
gender-based discrimination etc.  
Albania has made significant improvements in advancing the normative framework for gender 
equality in recent years. However, inequalities still exist, and the institutional set-up for gender 
equality remains under-resourced (both in terms of finances and staff) and requires additional 
human and technical capacity.48 

4.3. Employment and VET Institutions  

Ministry of Finance and Economy is the main executive body in charge of implementing 
employment policies and programs. According to the European Commission Albania remained 
committed to strengthening macroeconomic stability and fiscal consolidation, but institutional 
capacity is still insufficient to provide for improved quality of governance.49 There is a gender 
equality employee in the MoFE, who is overburdened with other tasks. Since 2012 MoFE has been 
promoting gender responsive budgeting (GRB) which is a very important step towards a larger 
objective, such as gender mainstreaming in Albania. Although that  in the Medium-Term Budget 
Program (MTBP) 2020-2022, there are 38 budget programs that include 57 objectives and 
outcomes that respond to different gender needs more efforts are required to ensure that all 
sectoral strategies at central and local level are gender mainstreamed and apply gender responsive 
budgeting.50  
 

 

47 For more information see: https://www.kmd.al/?lang=en  

48 UN Women. 2021.  Country Gender Equality Brief 2020: Albania.. Online: 
https://eca.unwomen.org/sites/default/files/Field%20Office%20Albania/Attachments/Publications/2020/
12/CGEB%20Albania_REPORT_1.pdf  
49 Ibid. 

50 European Commission, 2020. Progress Report for Albania. 

https://www.kmd.al/?lang=en
https://eca.unwomen.org/sites/default/files/Field%20Office%20Albania/Attachments/Publications/2020/12/CGEB%20Albania_REPORT_1.pdf
https://eca.unwomen.org/sites/default/files/Field%20Office%20Albania/Attachments/Publications/2020/12/CGEB%20Albania_REPORT_1.pdf
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Figure 2. Governance of Employment and VET 

 

 
Source: Author Elaboration 
 
 
National Agency for Employment and Skills (NAES) Established in July 2019 through a bylaw, 
NAES manages the implementation of employment and skills policies and administer the 
employment offices at the regional and local level, as well as the network of public vocational 
education and training (VET) providers (VET high schools, training centres). It is crucial that the 
new agency is fully equipped financially and in terms of human resources to implement its 
mandate.51  Existing employment promotion programmes (EPPs) were revised to better address the 
needs of unemployed people and two new EPPs were developed (on self-employment and 
community employment). The implementation of EPPs in the coming years will show whether the 
2019 policy guidance to better target those measures will be achieved, especially when it comes to 
vulnerable groups such as long-term unemployed, young people neither in employment nor in 
education or training, women, low-skilled and Roma and Egyptian communities.52  As noted in a 
recent report “Prior to COVID-19, public employment services were strengthened, and the image 
and outreach of employment offices improved with the recent restructuring of 13 additional labour 
offices throughout the country. However, in Q2 2020, there were almost 85 000 unemployed 
jobseekers (10 000 more than Q2 2019). Over half of them had a low education attainment level. 

 

51 European Commission, 2020. Progress Report for Albania 

52 Ibid. 
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This sudden increase can mostly likely be attributed to the consequences of COVID-19 and is 
putting additional pressure on the public employment services.”53 
 
National Agency for Education, Vocational Training and Qualifications. The main objective of 
this Agency is the creation of a unique system of professional qualifications, recognized at national 
and international level, as well as the implementation of the Albanian Qualifications Framework. 
The Agency is a service provider and reports once a year to the Ministry of Education, Sports and 
Youth, and the Ministry of Finance and Economy. 
 
In the area of enterprise and industry policy instruments, the Albanian Investment Development 
Agency (AIDA) offer funding instruments to stimulate start-ups and entrepreneurship in tourism, 
handicrafts and innovation, as well as competitiveness. Overall, the absorption capacity improved 
compared with the previous year, reaching 78% of applications and 92% of fund disbursement, 
while the funds remain limited.54 No funds were distributed during the first half of 2020, as the 
government re-oriented the funds towards COVID-response measures for businesses.55 

 
The Integrated Policy Management Group (IPMG), including for the employment and social 
sector, coordinates and supervise labour/ employment, skills (VET), social inclusion and social 
protection policies. The IPMG is chaired by the Ministry of Finance and Economy and involves 
representatives from relevant sector ministries, public agencies (VET, the employment service, and 
the labour inspectorate), leading social partner organizations and donor organizations. To date, the 
IPMG is not yet fully functioning as a self-steered mechanism that influences policy and assesses 
progress with reforms.56 
 

5. MICRO LEVEL ANALYSIS – WOMEN’S EMPLOYMENT AND VET  
5.1. Women’s participation in the labour market 

Albania occupies rank 69 among 189 countries, reflecting an overall and gradual upward tendency 
over the past decade. However, Albania scores in the respectively lowest tercile under the 
“Women’s Empowerment” and “Life-course Gender Gap” categories in the following areas: women’s 
employment in senior and middle management; the number of girls in science, technology, 
engineering and mathematics (STEM); the sex-ratio at birth; the share of female employment in 
non-agriculture; and domestic chores and care work.57 The COVID-19 pandemic has caused a 
worldwide crisis that is adversely affecting the lives of women and girls. Reports show that women 
and girls are especially hurt by the resulting economic and social fallout. 58.  Women are losing their 
livelihoods faster because they are more exposed to hard-hit economic sectors.  

 

53 European Training Foundation. 2021. Education, Training and Employment Developments 2020. Online: 
https://www.etf.europa.eu/sites/default/files/document/Country%20Fiche%202020%20Albania%20Educ
ation%20Training%20and%20Employment%20Developments.pdf  
54 Ibid. 

55 Ibid. 

56  UNESCO. Country Profile: Albania. Online: 
https://unevoc.unesco.org/home/Dynamic+TVET+Country+Profiles/country=ALB  

57 Country Gender Equality Brief 2020: Albania. UN Women  

58 UN Women, 2020. Impact of the COVID-19 pandemic on specialist services for victims and survivors of violence in Albania. Retrieved from 

https://www2.unwomen.org/media/field%20office%20eca/attachments/publications/2020/06/albania%20covid-vaw_report9.pdf?la=en&vs=4948 

https://www.etf.europa.eu/sites/default/files/document/Country%20Fiche%202020%20Albania%20Education%20Training%20and%20Employment%20Developments.pdf
https://www.etf.europa.eu/sites/default/files/document/Country%20Fiche%202020%20Albania%20Education%20Training%20and%20Employment%20Developments.pdf
https://unevoc.unesco.org/home/Dynamic+TVET+Country+Profiles/country=ALB
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According to data on labour force participation from INSTAT, women are less likely to participate in 
the labour market. As graph 1 below shows, labour force participation has slightly increased from 
2017 to 2020, with a marked deterioration noted from 2019 to 2020 due largely to the impact of 
the COVID-19 pandemic on the economy and which has impacted both women’s and men’s 
participation. It should be noted that women’s labour force participation has seen a higher increase, 
5% compared to a meagre 0.14% for men. In addition, as can be seen in graph 1, the gender gap in 
labour force participation has steadily decreased in the past 4 years, from 17% in 2017 to 14.6% in 
2020. While this trend is encouraging it is still worrying that women’s labour force participation 
rate is slightly above 50%. According to causes of inactivity as noted in INSTAT’s Women and Men 
in Albania, generally speaking, women remain out of the labour force mostly because they are busy 
with unpaid work at home (18.8 %) or are attending school (20.9 %). On the other hand, only 0.6 % 
of men declare homework as the reason behind their inactivity, while 25.7 % are students or 
pupils.59 These figures largely corroborate the meta level analysis on social norms, where one of the 
most worrying characteristics of Albanian society remains the disaggregation of gender roles along 
traditional norms and the visible imbalance regarding the burden of unpaid work, which falls 
disproportionately on women.  

Figure 3. Labour force participation 2017-2020 

 
Source: INSTAT database, author calculations  
 
Beyond the general trends in labour force participation, it is important to understand differences 
based on specific characteristics of the population. As such, there are marked differences between 
different age groups. As the three graphs below show, the smallest gender gap in labour force 
participation is found in the most active age group, 25–54-year-olds, where in 2020 the gap was 
13.1%, below the average gap of 14.6% for the entire working age population. Meanwhile, the gap 
in the younger age group, 15–24-year-olds has gone in the opposite direction, increasing by 1%. As 
graph 2 suggests men of this age group were not affected as much by the economic downturn in 
2020 compared to women, whose participation rate fell from 30.2% to 28.5% compared to men’s 
participation which remained almost the same. This age group has also the lowest participation 
rate compared to all other age groups and the average rate for the entire working age population.  

 

59 INSTAT. 2021. Women and Men in Albania 2020. Online:  
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Figure 4. Labour force participation, 15-24 age group            

 

Source: INSTAT database, author calculations 

 Figure 5. Labour force participation, 25-54 age group 

  
Source: INSTAT database, author calculations                
 
The highest gap is found in the 55-64 age group, whereby in 2017 the gap between women’s and 
men’s labour force participation was 32.5%. Even though the gap has been slightly closed to 27.2% 
in 2020, it is still telling that women seemingly leave the labour market earlier than men. We can 
draw a conclusion from the labour force participation rate data that women enter the labour 
market relatively later than men and exit it sooner, for similar reasons as expressed above and in 
the meta-analysis. It is thus of utmost importance to tackle employment programmes and economic 
empowerment efforts to where it is most needed.  

Figure 6.Labour force participation, 55-64 age group 
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Source: INSTAT database, author calculations 
 
In addition to differences based on different age groups, there are also important trends worth 
delving deeper into when it comes to education level. While there is a significant gender gap in 
labour force participation for women and men with elementary and secondary education, the trend 
reversed for tertiary education in the past two years. As graph 5 below shows in 2019 and 2020 
women with a university degree were slightly more present in the labour market compared to men. 
There was a significant increase from 71.9% participation in the labour market for women with a 
university degree in 2018 to 76.9% in 2020, a 7% increase.  

Figure 7.Labour force participation, higher education 

 
Source: INSTAT database, author calculations 
 
There are stark differences in the gender gap in labour force participation for different education 
levels. Graph 6 below shows these differences, whereby the highest gender gap is found for those 
that have completed secondary education (high school diploma), followed by women who have 
only completed compulsory education (8-9 years of schooling), and a reversal in favour of women 
with a university degree, at least in the last two years. While we can only speculate about the 
reasons for these data, it is important to conduct a more thorough analysis of the causes and 
consequences for women’s lower participation based on these specific aspects. Heightened 
attention should be given to closing the gap in labour force participation for women who have 
completed secondary education, where the level of participation hovers around 49%, compared to 
above 70% for those who have a university degree.  
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Figure 8. Gender gap in labour force participation, by education level 

 
 
 
These differences don’t have merely an impact on individual women and their economic 
independence and income generating potentials, but also at the macroeconomic level. For instance, 
the Organization for Economic Cooperation and Development (OECD) estimates that a 50-percent 
reduction in the gender labour gap would result in a 6-percent global increase in GDP, with a 
further 6-percent gain if women were brought into the workforce in equal numbers to men.60 
Therefore, employment programmes and efforts to empower women economically would benefit 
women themselves and the economy at large, bringing more money to state budgets for social 
services, infrastructure and other public investments.  
 
In terms of employment, there has been an overall slight improvement since 2017, whereby 
employment rate for men has increased by 3.5% and similarly for women it has increased b 3.3%. 
The gender gap in employment has stayed steadily around 14% between 2017 and 2020, while 
there was an increase of 0.4% in 2020 compared to 2019.  The highest gender gap in employment is 
found in the 55-64 age group which ranges from 25.7% in 2020 to 27.4% in 17, while the gender 
gap in employment in the 15-24 age group has markedly increased, from 11.8% in 2017 to 13.4% in 
2020.  
 
 
 
 
 
 
 
 

 

60 USAID. No date. A briefer: Gender inequality causes poverty. Online: https://banyanglobal.com/wp-
content/uploads/2021/03/Gender-Inequality-Causes-Poverty-Briefer.pdf 

 

https://banyanglobal.com/wp-content/uploads/2021/03/Gender-Inequality-Causes-Poverty-Briefer.pdf
https://banyanglobal.com/wp-content/uploads/2021/03/Gender-Inequality-Causes-Poverty-Briefer.pdf
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Figure 9.Employment rate, by gender 

 
Source: INSTAT database, author calculations 
 
The structure of employees shows that 43.3 % of women in the labour force are employed in paid 
positions while 22.8 % of them engage in unpaid work in the family business. For employed men, 
these figures are respectively 41.6 % and 13.1 %. However, a significant percentage of men-namely 
33.3 % in the labour force are self-employed, compared to 21.5 % of women. Women and men 
belonging to the 15-64 years old age group are mostly employed in the agriculture sector. In 2020, 
the agricultural sector employed 41.4 % women of employees, marking a reduction compared to 
2019. Trade, transport, hospitality, business and administrative services are the second sector with 
the highest share of women’s and men employment after the agriculture sector with 21.6 % for 
women and 31.7 % for men employees.61 
   

Figure 10. Gender gap in self-employment 

 
Source: INSTAT database, author calculations 
 

 

61 INSTAT. 2021. Women and Men in Albania 2020.  
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Women constitute a smaller proportion of self-employed individuals compared to men. In line with 
other forms of gender gaps, the gap in self-employment was 13.2% in 2020, a 16% decrease since 
2017 as graph 8 above shows. Self-employed men in 2020 constituted 37.8% of total employed, 
compared to 24.6% of women. The highest gap in the percentage of self-employed is found in the 
25-54 age groups, where the gap in 2020 was 14.6%, higher than the average gender gap for the 
entire working age population.  
In addition, one of the most interesting trends in the 15-24 age group is that while men’s self-
employment as a percentage of total employment has decreased since 2017, the opposite can be 
said for women. As graph 9 below shows, the gender gap in this age group decreased significantly 
from 9% in 2017 to 1.5% in 2020. More data is needed to understand what is driving younger 
women more towards self-employment, whether this can be attributed to government employment 
programmes or other factors that can be used to close the gap in other age groups.  

Figure 11.  Rate of self-employment, 15-24 age group, by gender 

 
Source: INSTAT database, author calculations  
 
A total of 82,921 unemployed working age individuals were jobseekers in 2020. Of these 52% were 
women. There was a steady decrease in the number of women seeking employment between 2017 
and 2019, while in 2020 the number increased by 6,419 women while 5,572 more men were 
seeking employment in 2020 compared to 2019. However, only a small portion of jobseekers were 
employed in 2020 as a result of mediation or from finding employment themselves. As such, only 
about 30% of women found employment in 2020, 9% less than the previous year.62  
In stark contrast, the number of disabled active job seekers is currently less than 500, a very low 
figure compared to the number of recipients of passive disability benefits. Persons with disabilities, 
in most of the cases, are employed in low paid jobs, and very often are the first to lose the jobs. 

 

62 National Agency for Employment and Skills. Annual Report 2020. Online: https://akpa.gov.al/wp-
content/uploads/2021/09/BULETINI-STATISTIKOR-2020.pdf  

https://akpa.gov.al/wp-content/uploads/2021/09/BULETINI-STATISTIKOR-2020.pdf
https://akpa.gov.al/wp-content/uploads/2021/09/BULETINI-STATISTIKOR-2020.pdf
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Public employment representatives accept themselves that they are not equipped to serve this 
group, lacking technical capacities to address their specific needs in the labour market.63  
 

Figure 12. Unemployed jobseekers, by gender 

 
Source: INSTAT database, Author calculations 

5.2. Gender Pay Gap 

In 2020, in Albania, the average monthly gross wage per employee is 53,662 ALL. This wage is 
calculated based on the enterprises’ payrolls declared to the General Directorate of Taxation for 
contributions on social security, health, and tax on income from employment. It covers all sectors of 
economy and contributors, Albanian and foreign citizens for whom the enterprise declares a gross 
monthly wage. The gender pay gap is 6.6 %. So, men have average monthly gross wage of 6.6 % 
higher than women. Compared to the previous year, in 2020 there was a decrease of the gender pay 
gap by 3.5 percentage points. During this year, in the economic sector, the sector with the highest 
GPG, namely 24.9 %, was the Manufacturing sector, while the economic sector the GPG is the lowest 
is Construction, by -5.9 %. Viewed from the main groups and professions perspective, the gender 
pay gap is the highest for Craftsmen and equipment and machinery monitoring employees, by 22.9 
%. The lowest GPG is noted for the Armed Forces, by 2.5 %, men’s have average monthly gross 
wage of 2.5 % higher than women. Registered unemployed jobseekers receiving economic 
assistance for 2020 are 49.2% men and 50.8% women, while the beneficiaries of unemployment 
benefit are women with 54.7%. 
 
 
 
 

 

63 UNDP. Technical note: Explaining the employment and VET policy reform in Albania. Online: 
https://www.al.undp.org/content/albania/en/home/library/crisis_prevention_and_recovery/explaining-
the-employment-and-vet-policy-reform-in-albania.html  

https://www.al.undp.org/content/albania/en/home/library/crisis_prevention_and_recovery/explaining-the-employment-and-vet-policy-reform-in-albania.html
https://www.al.undp.org/content/albania/en/home/library/crisis_prevention_and_recovery/explaining-the-employment-and-vet-policy-reform-in-albania.html
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Figure 13. Gender Pay Gap in Albania 

 
Source: INSTAT database 
 
A study conducted in 2015 highlights those men are paid more than women for the same work and 
performance; it is predominantly men who work as ‘machinists’, a job paid on an hourly basis and 
which, consequently, results in a higher wage. Their wages were reported to be 35,000 ALL/251 
EUR, while women’s wages were reported to be around 20,000 ALL/143 EUR including overtime 
and bonuses. Women sometimes even ask employers not to pay mandatory social contributions 
because they perceive it to gain “more cash”.  
 

5.3. Women Entrepreneurship 

In general, it has been well documented those entrepreneurial activities are an important driver of 
economic growth for a country. They generate employment opportunities, influence market 
development, bring innovation and new technologies and create new organisms that increase 
productivity and competition. While entrepreneurship is becoming increasingly important this has 
not been translated fully in women’s engagement in this economic activity. 64 Entrepreneurship 
thus increases the productivity, capacity, and size of the economy through investment in creativity 
and competitiveness.65  
Data around the world shows that women are still underrepresented as business owners. Women 
entrepreneurs add employment opportunities and create wealth to aid in a growing economy. They 
don’t only create jobs for themselves but also other people. According to a 2015 analysis in a best-
case scenario where women participate fully and equally to men in the economy then about 28 
trillion USD would be added or around 26% of annual global GDP by 2025. Even in the second-best 
scenario where countries performed as well as the best performing country in their region that 
would add 12 trillion USD in annual GDP by 2025.66 

 

64 Morched, S. & Jarboui, A. 2018. Does female entrepreneurship add in economic growth? Evidence from 25 
countries. Journal of Academic Finance, vol. 9 no. 2, fall 2018.  
65 Sajjad, M. et al. 2020. Worldwide role of women entrepreneurs in economic development. Asia Pacific 
Journal of Innovation and Entrepreneurship. Online: 
https://www.emerald.com/insight/content/doi/10.1108/APJIE-06-2019-0041/full/pdf?title=worldwide-
role-of-women-entrepreneurs-in-economic-development  
66 MsKinsey Global institute. 2015. How advancing women’s equality can add $12 trillion to global growth. 
Online: https://www.mckinsey.com/featured-insights/employment-and-growth/how-advancing-womens-
equality-can-add-12-trillion-to-global-growth  

https://www.emerald.com/insight/content/doi/10.1108/APJIE-06-2019-0041/full/pdf?title=worldwide-role-of-women-entrepreneurs-in-economic-development
https://www.emerald.com/insight/content/doi/10.1108/APJIE-06-2019-0041/full/pdf?title=worldwide-role-of-women-entrepreneurs-in-economic-development
https://www.mckinsey.com/featured-insights/employment-and-growth/how-advancing-womens-equality-can-add-12-trillion-to-global-growth
https://www.mckinsey.com/featured-insights/employment-and-growth/how-advancing-womens-equality-can-add-12-trillion-to-global-growth
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In recent years, entrepreneurship in Albania has gained traction, with slight increases in number of 
companies, but data suggests a high concentration in micro and small enterprises and a persistent 
gender gap in ownership. While men’s ownership has slightly increased since 2016, women owners 
of companies overall has decreased. Women own approximately 25% of all enterprises. Therefore, 
it is clear from the data that it is important to undertake measures to bridge the gap. On a global 
scale, according to OECD women are 60% as likely as men to be entrepreneurs.67 However, this gap 
varies widely across different countries. The gap in Albania is much higher compared to the EU 
average, therefore it is necessary to take measures to tackle the challenge. However, it should be 
analyzed more in detail what are the barriers that women face in order to design targeted policies.  

Figure 14. Owners of enterprises, by gender 

 
Source: INSTAT database 
 
In addition to owning fewer enterprises, it is worth also looking at the size of those enterprises that 
women own. As graph 13 below shows, the vast majority of women own small companies that 
employ up to 4 people. Only a small portion employs more than 10 people.  There is also a high 
concentration in services. As per table 1 below, women own less companies focusing on producing 
goods, and a higher concentration as producers of services. As noted in an earlier report by ILO the 
high percentage of other services could indicate traditional female businesses that employ very few 
numbers of employees (such as hairdressers, seamstresses etc.), which defies the purpose of 
diversity in the marketplace and concentrates women in a few economic activities without the 
possibility of scale up.  
 
 
 
 
 

 

67 OECD. No date. Is the gap in entrepreneurship closing? Online: https://www.oecd.org/cfe/smes/inclusive-
entrepreneurship/gender.htm  

https://www.oecd.org/cfe/smes/inclusive-entrepreneurship/gender.htm
https://www.oecd.org/cfe/smes/inclusive-entrepreneurship/gender.htm
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Figure 15. Enterprises owned by women, by size 

 
Source: INSTAT database 
 

Table 1.  Enterprises by type of activity 

Year   2019 2020 

Gender Women Men Women Men Women 

Total 25.69% 74.62% 25.38% 74.52% 25.48% 

Producers of goods 11.77% 88.10% 11.90% 87.36% 12.64% 

Agriculture, forestry and fishing 10.09% 89.42% 10.58% 88.58% 11.42% 

Industry 19.65% 80.83% 19.17% 79.43% 20.57% 

Construction 9.63% 90.16% 9.84% 90.16% 9.84% 

Producers of services 33.16% 66.70% 33.30% 66.28% 33.72% 

Trade 35.43% 65.21% 34.79% 64.99% 35.01% 

Transport and storage 5.52% 94.18% 5.82% 93.40% 6.60% 

Accommodation and food service activities 28.26% 71.19% 28.81% 70.99% 29.01% 

Information and communication 22.73% 75.85% 24.15% 75.10% 24.90% 

Other Services 39.22% 60.22% 39.78% 59.44% 40.56% 
 

5.4. Vocational Education and Training 

 
In Albania vocational education and training (VET) is offered in 53 schools (44 public including the 
branches in the secondary comprehensive schools and 9 private) almost all located in urban areas. 
The National Strategy for Employment and Skills 2014-2020 makes clear the fact that vocational 
education is still disregarded by many students.  
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Data from the first half of 2021 shows that 45% of those registered in VET courses are women out 
of a total of 8,858 students. In general, there was a decrease in 2020 and 2021 compared to the total 
number of those attending and completing VET courses in 2019. In 2020, the overall number was 
even lower at 7,427, of which 40% were women. In 2019, the total number of students was 15,143, 
of which 40% were women.68  
 
START Smart program rolled out in 2018 aims to increase availability of ICT courses in VET 
schools. Data from the first three quarters of 2021 show that almost 50% of the total students 
enrolled in these courses, which include web-designer, IT etc, were women (63). However, other 
than this, the VET system is claimed to be prone to gender segregation where girls are mainly 
enrolled in tourism, administration, hairdressing and tailoring courses as figure   In addition, more 
than 79% of girls graduating from vocational education enrol into university, compared to 39.2 % 
of boys, which upon graduation aim predominantly to find a job.  

Figure 16. Number of women registered in professional courses, 2021 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

68 Data from NAES annual reports 2019, 2020 and quarterly reports for 2021.  
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6. CONCLUSIONS 

 
Fostering inclusive economies and societies notably requires a mix of policy responses that can 
address these deep-rooted biases: recognising, reducing and redistributing (the three “Rs”) unpaid 
care work, encouraging girls and women to enter traditionally “male” domains (e.g. STEM subjects), 
offering incentives to families to discourage early marriage of girls, and working with men and boys 
to combat negative stereotypes regarding working mothers. 
 
Norms  
Patriarchal and traditional norms that put women in an inferior position at home and outside of the 
home are persistent in Albanian society. 
Women continue to carry the burden of domestic work which makes it difficult for many of them to 
juggle with other career goals and opportunities. 
There is a disconnection between women’s educational attainment and their presence in the labour 
market. While women have higher educational attainment, they are less present in the labour 
market and even when they are present they get paid less as evidenced by the gender pay gap 
which could be ultimately linked to social norms that force women to stay in the domestic sphere to 
“take care of the family”. 
Women are “charged” with keeping families together and ensure peace, which often means 
enduring verbal, physical, economic and other forms of abuse and violence.  
 
Laws and policies  

• There is a need for better harmonization between different legislation and policy 
documents among each other to ensure consistency  

• The Law on Gender Equality is no longer fit for purpose as it has not been updated since its 
approval in 2008. There is a need to update in line with international standards and the 
internal legal framework that has been largely reviewed over time, such as the Law on 
Protection from Discrimination and the Law on Measures to Combat Violence in Family 
Relations.  

• With the exception of the NSGE, other strategies in the area of employment and VET have 
ended or are about to end. Therefore, this creates a good opportunity to take NSGE into 
account when designing the new strategies so that they are aligned and gender 
mainstreamed.  

Institutions 
While there is an elaborate institutional framework in charge of advancing different aspects of 
gender equality challenges continue in human resources, capacities available and proper 
coordination for implementation of the relevant legal framework.  
There should be better coordination among the institutions in charge of gender equality and those 
in charge of employment policies to ensure that the different programmes are implemented in 
harmony and provide synergy of efforts to improve the status of women in the economy.  
Gender Equality Employees, which are located in each ministry, should play a more active role in 
mainstreaming actions of ministries from a gender perspective. For this, more training and 
continuous mentoring of these employees is necessary.  
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Women in labour market and VET 

• Women continue to be less present in the labour market compared to men  
• Women entrepreneurs constitute only a small portion of the total  
• VET is not considered an end goal for the majority of women and there is segregation along 

gender roles in VET  
• Gender Pay Gap continues to contribute to less financial independence and inequality between 

men and women  
• Women from vulnerable groups (Roma women, women with disabilities, LGBTIQ+ women etc). 

face additional challenges and obstacles in access to employment and completing VET.  
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7. GENDER-TRANSFORMATIVE MATRIX 

Thematic 
area 

Sub-themes Related EU GAP III & NSGE 
outcomes 

Measures Action points for AWEN 

I. Tackling 
harmful social 
norms 

1.1 Gender-based 
discrimination  

EU GAP III 
Thematic Area:  
Promoting economic and social 
rights and empowering girls and 
women 
 
Specific Thematic Objective I: 
Increased access for women, in all 
their diversity, to decent work, 
including women’s transition to the 
formal economy and coverage by 
non-discriminatory and inclusive 
social protection systems 
stereotypes, and gender-drivers of 
conflict.  

Strategic Aim: 
Strengthen response to 
gender-based 
discrimination in 
employment 

 

Sub-measure 1.1.1  
Increase reporting of 
GBD in the labour 
market 
 

Activity 1.1.1.a Increase 
collaboration with 
Commissioner for 
Protection from 
Discrimination in 
identifying and reporting 
cases of discrimination  
Activity 1.1.1.b Conduct 
awareness raising activities 
with women in the labour 
market to increase level of 
information  
Activity 1.1.1.c Provide free 
legal aid to women 
reporting GBD in the labour 
market  
Activity 1.1.1.d Conduct a 
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study on labour unions’ 
policies to tackle GBD in the 
labour market  

 NSGE Specific Objective I.3.2. 
Implementation of the ILO 
Convention C190 on the 
“Eliminating violence and 
harassment in the world of work” 
after it has been ratified, and the 
implementation of the relevant EU 
directives on equality and 
nondiscrimination in the world of 
work. 

 

Sub-measure 1.1.2 
Implement legal 
changes to adopt the 
ILO Convention 190 

Activity 1.1.2.a Conduct 
awareness raising activities 
with women on harassment 
in the workplace  
Activity 1.1.2.b Conduct an 
assessment of the impact of 
ratification of ILO 
Convention on situation of 
harassment in the 
workplace 
Activity 1.1.2.c Increase 
collaboration with state 
institutions to efficiently 
implement the relevant 
legal framework  
Activity 1.1.2.d Conduct 
advocacy with legislators 
on improving the legal 
framework for addressing 
sexual harassment in the 
workplace  

1.2 Property 
rights 

EU GAP III:  
Thematic Area: Climate Change 
and Environment 
Thematic Objective 3:  
Women, men, girls and boys, in all 
their diversity, addressing climate 
change in their daily lives and 
preserving the natural environment 
are supported 

Ensure full enjoyment 
of women’s property 
rights  
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Indicator:  
Number of changes in legislation or 
new laws or amendments adopted in 
partner country to enshrine the 
equal access to property, including 
land, credit and inheritance rights of 
women and girls 

 
NSGE: 
Specific Objective 1.2 
Increased access of women, young 
women, and girls in all their 
diversity to financial services and 
products and productive resources 

 NSGE Measure 1.2.1: Informing 
women, young women, and girls 
in all their diversity, on the 
improved legislation regarding 
their property rights, with a focus 
on the right of ownership over 
agricultural land, as well as 
strengthening the capacities of 
professionals to enable the 
exercise of these rights. 

Sub-measure 1.2.1 
Inform women on 
their property rights 

Activity 1.2.1.a Conduct 
informative meetings with 
women, especially from 
rural areas, on property 
rights 
Activity 1.2.1.b Connect 
women, especially from 
rural areas with free legal 
aid services connected to 
property rights 
Activity 1.2.1.c Conduct 
community meetings, 
especially among those 
engaged in agriculture to 
encourage respect for 
women’s property rights 
Activity 1.2.1.d conduct a 
research study on women’s 
access to property  

1.3 Gender-based EU GAP III Ensure  
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violence Ensuring freedom from all forms 
of gender-based violence.  
Thematic Objective 1:  
Women, men, girls and boys in all 
their diversity are better 
protected from all forms of 
gender-based violence in the 
public and private 
spheres, in the work place and 
online through legislation and 
effective enforcement 
 
NSGE Strategic Goal III  

Reduction of all forms of harmful 

practices, gender-based violence and 

domestic violence. 

 

implementation in the 
legal framework of 
CEDAW concluding 
observations and 
GREVIO outstanding 
recommendations  

  Sub-measure 1.3.1  
Address gender-based 
violence in the public 
and private sphere  

Activity 1.3.1.a Conduct 
awareness raising 
campaign on gender-based 
violence at home and at 
work  
Activity 1.3.1.b Engage with 
youth (university and high 
school students) as actors 
of change to reject any form 
of gender based violence  
Activity 1.3.1.c Continue 
providing services to 
women survivors of 
violence in the form of 
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psycho-social counselling 
and free legal aid  
Activity 1.3.1.d Engage in 
long-term socio-economic 
reintegration of survivors 
of violence with a specific 
focus on employment 
opportunities  
Activity 1.3.1.e Engage 
private companies through 
corporate social 
responsibility to support 
survivors of violence, 
especially through 
employment opportunities  

 
II. Investing 
in care 
economy 

2.1 Work-life 
balance 

EU GAP Specific Thematic 
Objective 2: Improved policy, 
legal framework and access to 
care services enabling equal 
division of domestic and care 
work between women and men 
 
 
NSGE Specific Objective 1.1:  
Implementation of improved 
legal framework and policies 
enabling an equal division of 
unpaid domestic and care work 
between women and men, young 
women and young men, girls and 
boys 

Increase overall public 
investment in care 
economy with an 
emphasis on childcare, 
elderly care and 
disability care 
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  Sub-measure 2.1.1  
Strengthen existing 
Labour Code 
provisions on 
maternity, paternity 
and parental leave  
 

2.1.1.a Conduct monitoring 
of paid maternity, paternity 
and parental leave 
legislation to map the gaps 
in implementation  
 
2.1.1.b Use data from 
research to lobby changes 
in legislation and oversight 
mechanisms  
 
2.1.1.c Join other partners 
to lobby for harmonization 
of EU Work-Life Balance 
directive 

  Sub-measure 2.1.2 
Social care 
infrastructure is 
strengthened to 
promote equal division 
of care work between 
men and women 

2.1.2.a Monitor 
implementation of social 
care policies  
2.1.2.b  
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  Sub-measure 2.1.3: 
Adopt the 2019 EU 
Directive on Work-Life 
Balance  

2.1.3.a Issue public 
declarations on adoption of 
the Directive  

2.1.3.b Conduct meetings 
with decision-makers to 
advocate for adoption of 
the Directive 

2.1.3.c Conduct a legal 
analysis of the relevant 
legislation to identify gaps  

  Sub-measure 2.1.4  

Promotion of shared 
responsibilities within 
the household 

2.1.4.a Organize awareness 
raising 
campaign/behavioral 
change campaign on shared 
responsibilities within the 
household in the 
community  

 

2.1.4.b Pilot school 
curricula on gender 
equality, with a specific 
focus on care 
responsibilities  
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III. 
Participation 
in the labour 
market  

   

 

3.1 Women’s 
employment 

EU GAP III  

Thematic Area: Promoting 
economic and social rights and 
empowering girls and women 

 

NSGE Specific Objective I.2. 
“Increased access of women, young 
women, and girls in all their 
diversity to financial services and 
products and productive resources 

 

Empower women 
economically and 
financially 

 

Sub-measure 3.1.1  

Ensure gender 
mainstreaming of 
employment 
institutions and 
policies 

Activity 3.1.1.a Conduct an 
in-depth analysis of 
employment promotion 
institutions from a gender 
perspective  

 

Activity 3.1.1.b Monitor 
employment and other 
related national strategies 
to ensure that gender 
mainstreaming is 
implemented in practice  
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Activity 3.1.1.c Conduct 
advocacy with government 
institutions to better 
connect different national 
strategies on employment 
and gender equality  

 

Activity 3.1.1.d Lobby for a 
new law on gender equality 
that reflects current needs 
for women’s economic 
empowerment.  

 
Sub-measure 3.1.2  

Increase women’s 
participation in the 
labour market  

Activity 3.1.2.a Conduct in-
depth study on segregation 
of labour between men and 
women to understand 
motivations and constraints 

 

Activity 3.1.2.b Conduct 
awareness raising 
campaign on the value of 
women’s employment and 
participation in the labour 
market 



44 
 

 

Activity 3.1.2.c Design new 
programmatic 
interventions on women’s 
employment, especially in 
rural areas 

Activity 3.1.2.d Conduct a 
study on the impact of 
informal labour market on 
women’s economic and 
financial situation  

 

 
  Sub-measure 3.1.3  

Reducing the gender 
pay gap 

Activity 3.1.3.a conduct 
awareness raising 
campaign with women on 
negotiating employment 
contracts and provisions of 
the labour code 

Activity 3.1.3.b Conduct 
awareness raisin campaign 
with private companies 
that can serve as role 
models in bridging the 
gender pay gap  

Activity 3.1.3.c Collaborate 
with relevant government 
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institutions to target 
sectors with the highest 
gender pay gap  

3.3 Women’s 
Entrepreneurship 

EU GAP III 

Thematic Area: Promoting 
economic and social rights and 
empowering girls and women 

 

Specific Thematic Objective 4: 
Women in all their diversity have 
improved access to 
entrepreneurship opportunities, 
including social entrepreneurship, 
alternative livelihoods and 
strengthened participation in the 
green and circular economy 

 

NSGE Specific Objective 1.2.2: 
Stimulation and support for the 
entrepreneurship of women, 
young women, and girls in all 
their diversity (from rural areas, 
ethnic minorities, persons with 
disabilities, LBTI+, the elderly, 
single mothers, survivors of 
violence/trafficking, etc.) 
including for innovative ideas on 
environmental economy and 
digitalization 

Increase women’s 
entrepreneurship 

 

Sub-measure 3.3.1 
Support women’s 
entrepreneurship and 
employment in non-
traditional sectors 

Activity 3.3.1.a Review 
existing legal framework on 
entrepreneurship from a 
gender perspective  

 

Activity 3.3.1.b Conduct 
awareness raising 
campaign especially with 
young women on the value 
of entrepreneurship in the 
economy  

 

Activity 3.3.1.c Increase 
entrepreneurship skills of 
survivors of violence to 
integrate in the labour 
market  

 

Activity 3.3.1.d Conduct an 
assessment of the barriers 
of women’s 
entrepreneurship with 
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specific recommendations 
for the government 

 

Activity 3.3.1.e Design new 
initiatives for women’s 
entrepreneurship with a 
focus on the STEM field 

 

Activity 3.3.2.e Collaborate 
with institutions to identify 
the needs and constraints 
of young women before 
they finish university  

3.4 Women in VET   

EU GAP III 

Specific Thematic Objective 6: 
Reduction in gender disparities in 
enrolment, progression and 
retention at all levels of education 
and lifelong learning for women, 
men, girls and boys 

 

NSGE: No measures identified in the 
NSGE 

Increase women’s 
employment from VET  

 

 Sub-measure 3.4.1: 
Increase women’s 
participation in VET  

Activity 3.4.1.a Conduct 
awareness 
raising/information 
campaign with women and 
girls to enroll in STEM/VET 
courses 

 

Activity 3.4.1.b Assess the 
level of gender 
mainstreaming of VET 
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courses offered in Albania 

 

Activity 3.4.1.c Assess the 
accessibility of selected VET 
courses by women to 
identify obstacles and gaps  

 

Activity 3.4.1.d Conduct 
campaigns on women in 
STEM to break down 
gender barriers and 
segregation of courses  

 
 



 
 
 

 

 

 
 
 

Co-funded by 
the European Union 
 

Co-funded by the Swedish 
International Development 

Cooperation Agency 
 

Implemented by: 
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