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Acronyms and abbreviations

The purpose of this study is to shed light on the labour market situation of women, assess the 
economic benefits of women empowerment in the WB6 economies and recommendations for 
the way forward. Using gender disaggregated data, a comprehensive analysis of the current sit-
uation of gender equality and women empowerment in the WB was performed. The economic 
benefits of gender equality measures were estimated. The economic empowerment of women 
was measured using a women empowerment index. The study also contains stocktaking and 
assessment of key policy areas and measures to reduce gender inequality in WB6 and promote 
economic empowerment of women.

Gender equality and women empowerment: The 
current situation
Access to employment and the quality of working conditions are key factors that impact equal 
access to economic resources and support reductions in gender inequality. Female labour force 
participation has increased to an average of 54% in the WB6 economies (in 2019). However, the 
WB6 economies still lag behind the EU both in terms of labour force participation and gender em-
ployment gaps. In 2019, the WB6 labour force participation and gender employment gaps averaged 
23 pp and 17 pp, respectively. These were around 10 pp and 5 pp wider than in the EU that year.

There is clear evidence of horizontal segregation in the labour market and the existing influence 
of gender stereotypes on women’s occupational and sectoral choices in both the EU and WB6 
economies. This horizontal gender segregation is less pronounced when looking at high-skilled 
occupations, with around 55% of professionals being women in both the EU and WB6 economies. 
While also in line with the EU average, in the WB6 economies, gender differences in entrepreneur-
ship remain. Men are twice as likely to be self-employed with employees.

In the area of money, gender inequality is measured by access to financial resources and based 
on the economic situation. There is much variation in gender pay gaps by occupation. Gender pay 
gap gaps can be as slim as 2% among clerical support workers or as wide as 30% for craft and 
related trades workers. On average, women in WB6 economies earned 16% less than their male 
peers in 2014. Gender gaps in poverty risk are marginal, but with more than one in five people 
earning below 60% of median income over the period 2017-18, the overall poverty risk in the WB6 
economies is larger than in the EU.

Knowledge is a driver for social change and can be a tool for female empowerment, ultimately 
reducing gender inequality. This report found negligible and below EU average gender gaps in 
the rates of early leavers from education in the WB6 economies. In tertiary education, 56% of 
enrolled WB6 students were female over the period 2015-18. This proportion remains high in 
some STEM subjects, where the WB6 economies outperform the EU average. However, the lower 
the educational level attained, the larger the female disadvantage in the labour market. The share 
of lower educational qualifications is large among middle-aged and older women. For those with 

Executive summary

Work

Money

Knowledge
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at most an upper secondary education, employment gaps are 9 pp wider in the WB6 economies 
than in the EU.

The unequal participation of women and men in formal education and work is also a result of 
the differences in the time women and men devote to caring for others, which is often related 
to limited access or availability of other caring options. The share of women in the WB6 who are 
economically inactive due to family or caring responsibilities has been falling over the last five 
years. However, the share of women working as unpaid family workers in the WB region is, on 
average, six times higher than in the EU.

It is important to achieve gender equality in decision-making and economic and political spheres 
because of both the symbolic and educational nature of this achievement, which can shape so-
cial norms and opinions. Most WB6 economies have improved considerably in female represen-
tation in mid-to-senior level management positions over 2015-19. However, the WB6 economies 
remain far from gender parity with a 2019 female mid-to-senior level management position share 
of 29%. This is 5 pp below the EU average. In politics, in both the EU and WB6, women account for 
just one-third of the membership of parliaments and assemblies.

Good health is a major resource for social, economic and personal development and thus a pre-
condition for economic prosperity. In this area, improvements have been made in facilitating 
access to medical and dental care, with a decreasing number of women citing unmet medical 
needs in the WB6 economies. However, women remain 4 pp less likely to have their dental needs 
met than men, and overall medical care access is 1.6 pp below the EU average.

Future prospects of empowerment of women
The impacts of the Covid-19 pandemic have been felt in the WB6 economies as much as in 
the rest of Europe. Before the pandemic, a catching-up process for women was underway, with 
gender gaps narrowing by 2.4 pp between Q2 of 2019 and 2020, across the WB6 economies. 
However, more women leaving the workforce to take on caring responsibilities in the pandemic 
stalled this improvement. Between the first two quarters of 2020 female employment fell by 1 
pp. Employment increased strongly for women in high-skilled occupations (such as managers), 
but those working in services or in low-skilled occupations lost out.

Recent (pre-pandemic) improvements in gender equality in the labour market are also put at risk 
by automation of jobs which risks displacing low-skilled occupations in particular. The number of 
at-risk occupations is expected to increase over the period 2018–30. In the WB6, women have a 
high share of the employment in occupations with high automation potential due to high levels of 
routine cognitive work. At the same time, women are well represented in sectors such as health-
care and social assistance, with low automation potential. Jobs in these sectors could offset the 
displacement of female workers but, at the same time, increase gender segregation.

The removal of gender inequalities in the labour market has been shown to boost economic 
growth and generate lasting benefits into the future. The relationship between the participation 
of women in the labour market and economic development is U-shaped, with the WB6 economies 
currently located somewhere in the middle of that ‘U’, with lower participation rates than other 

middle-income economies. This study finds that WB6 economies could raise their GDP per cap-
ita by 1.5% by 2035 if they undertake rapid action compared to current situation to reduce the 
gender gap in participation rates. If the implementation of additional gender equality measures 
compared to current situation is slower, then, on average, the raise in WB6 GDP per capita is by 
0.7% by 2035. Measures that only lead to closing the gender pay gap would raise the GDP per 
capita by 0.04%-0.13% by 2035 compared to the absence of such measures.

Women Empowerment Index
The analysis of a new Women Empowerment Index as a measurement of women economic em-
powerment in the WB6 and EU economies finds consistent high performance among Northern 
European economies over the period 2017-19. Among the WB6 economies, Albania performs 
the best and has also improved the most, rising ten ranks in the period 2017-19. Over the same 
period, the last two places in the Index ranking were occupied by Bosnia and Herzegovina, and 
Kosovo*. Higher women empowerment scores tend to go along with higher female education-
al attainment, and lower female inactivity due to caring responsibilities. However, in both these 
regards, WB6 performance that is comparable to some EU economies has yet to be reflected in 
accompanying gains by the WEI. A high GDP per capita is not equal to high women’s economic 
empowerment but, here, there is also an association between the two, supporting the idea that 
the goals may be compatible.

Policy recommendations
There are several reasons for gender inequalities in the labour market and employment barriers 
for women. Moreover, many women face multiple inequalities and discrimination across many 
aspects of life. As such, action is needed across a wide range of policy areas to address inequal-
ities and discrimination.

Overcoming gender stereotypes in society and the economy requires a sustainable and com-
prehensive strategy that commits the necessary investment to reduce gender inequalities and 
support economic growth in the long run. All WB6 economies have made efforts in coordinating 
different policy actions and setting up relevant institutions. It is important to continue on this 
path. In particular, efforts need to be continued and intensified to strengthen the coordination 
among ministries and stakeholders at all territorial levels and to implement gender-responsive 
budgeting; again, at all territorial levels. Continuously developing a comprehensive strategy re-
quires regular monitoring of the implementation of measures and policies as well as collecting, 
analysing and publishing gender-disaggregated data. 

Overcoming gender stereotypes and discrimination in the labour market requires a well-developed 
legal framework for anti-discrimination and effective implementation of that framework. It is also 
key for improving career progression and raising the share of women in middle and senior manage-
ment. In addition to raising awareness about all forms of gender discrimination linked to access 
to employment and the workplace, efforts must be made to provide women with support and legal 
advice to report on cases of discrimination, strengthen mechanisms for reporting and detecting 
cases at workplace level, as well as to monitor the implementation of the legal framework. 
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Policies to reconcile work and family life are key to increasing the labour market participation 
rate and employment rate of women as well as to support their career progression. Policies need 
to tackle quality and affordable childcare in urban and rural areas for children of all ages, includ-
ing after-school education and care. This requires substantial investment in public provision of 
childcare centres and support for high-quality private childcare centres. New mechanisms will 
be needed to ensure quality childcare provision, in particular in those economies with low at-
tendance rates of children in early education and care. Improving coverage and attendance of 
disadvantaged groups and those in rural areas is highly relevant in all WB6 economies. Quality 
childcare needs to be built on gender-sensitive pedagogical concepts and be inclusive with re-
gard to vulnerable groups such as minority communities.

In addition, it is key that gender roles are tackled by setting frameworks for paternity leave and 
encouraging fathers to eventually take it up. With a view to alleviating the burden of caring for 
older family members, which typically prevent women more often than men from participating in 
the labour market, it is recommended to expand the provision of quality elderly care in both day 
and residential settings.

While access to full-time work is generally regarded as empowering women economically, a low 
incidence of part-time work may be linked to employment barriers. Introducing flexible work-
ing time and work organisation arrangements would increase the labour market participation of 
women. 

Lengthening working lives of women is important to ensure decent pensions, especially as wom-
en are also more likely to move in and out of the workforce over the course of their lives. It is 
therefore recommended to implement pension reforms to narrow the retirement age gap and in-
crease incentives to remain employed while promoting the implementation of age-management 
approaches. Longer working lives for women can also be supported by measures to help avoid 
(undesired) extended career breaks, promoting stable employment relationships, improving la-
bour market access when re-entering the labour market after a career break; and promoting 
labour market access and targeting active labour market policies at older women. 

To improve the chances of being employed in the formal economy, to reduce unemployment and 
to narrow the gender pay gap, it is important to raise the educational level of women of all ages 
and from all socio-economic groups. It is therefore recommended to continue efforts to provide 
support to pupils and their parents to avoid school drop-outs and, in particular, substantially pro-
mote access to education for girls and women from Roma and Egyptian communities. Providing 
scholarships to girls and young women is a good way to create opportunities for raising educa-
tion levels for those from disadvantaged groups.

Despite improvements in recent years, the gender employment gap is still very large for the low-
skilled and the medium-skilled. Therefore, it is key to continue and intensify efforts to implement 
remedial education and upskilling programmes for middle-aged and older women, since many 
have only a primary-level education. 

Occupational choice is most important for increasing employment prospects, reducing unem-
ployment and inactivity, and increasing wages of women. It is therefore essential to develop and 
implement vocational guidance and orientation (and from an early age) in order to attract more 
young women into STEM study fields and, more generally, into male-dominated occupations (e.g. 
to become technicians, engineers and IT professionals). Conversely, steps must also be taken to 
attract young men into female-dominated occupations (e.g. in the areas of education and health). 
Revising curricula and improving the quality of teaching will help to increase skills in mathemat-
ics and digital skills for both girls and boys, and to overcome gender stereotypes.

In order to reduce the gap in entrepreneurship, and benefit from the entrepreneurial potential of 
women, it is recommended to scale up programmes to support women’s entrepreneurship. These 
programmes should improve women’s access to financial resources (including access to micro-
credit), provide entrepreneurship training and follow-up support to companies recently created 
by women (to sustain entrepreneurial efforts).

It is also advisable to encourage and support women in rural areas to make investments to im-
prove productivity and diversify products and supply chains. Setting up a coordinating unit or one-
stop-shop to promote female entrepreneurship and provide gender-sensitive training to financial 
institutions will also increase the effectiveness of entrepreneurship programmes. Improving ac-
cess to capital also includes improving and enforcing women’s property rights. Collecting gen-
der-disaggregated data from relevant institutions on property rights, company ownership, com-
position of management boards and access to financial resources would add transparency on 
policy progress and help steer future measures.

Public Employment Services, through their placement activities, counselling and implementation 
of active labour market policies, can play an important role in reducing unemployment and in-
creasing employability. These services can also play an important role in promoting the transition 
from informal employment and underemployment into formal jobs. In order for the Public Em-
ployment Services to take over this role effectively it is recommended to strengthen institutional 
capacities of the Public Employment Service and increase budgets for active labour market 
policies. In addition to intensifying and extending counselling, job-search training, employment 
incentives and upskilling measures, it is recommended to scale up start-up programmes for un-
employed women, and provide entrepreneurship training and follow-up support.

Promoting geographical mobility of women by supporting expenses for transportation is another 
way to reduce employment barriers for women, especially in rural areas. Improving cooperation 
with social services at the local level, including childcare and elderly care services, will also help 
women overcome employment barriers. Public Employment Services should also undertake ef-
forts to raise awareness and advise employers about how to eliminate discriminatory behaviour 
in the recruitment process. Finally, it is essential to collect and publish gender-disaggregated data 
on participants by type of active labour market policies, to evaluate active labour market policies, 
and measure outcomes and impacts by gender.
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1 Introduction
The purpose of this research is to shed light on the labour market situation of women in the 
Western Balkans six (WB6) and examine the economic benefits of gender equality and women 
empowerment. 

The study takes a mixed-methods research approach. Desk research and data/statistical analysis 
are used to assess progress over time in the WB6 economies. This quantitative analysis exam-
ines recent historical trends in gender equality indicators but also how women fared in the early 
months of the Covid-19 pandemic (for which data are now emerging). In cases in which gender 
gap indicators are not specifically published by the relevant statistical offices, these indicators 
are instead calculated following the formulas presented in Appendix A of this report. Literature 
reviews were carried out for the automation assessment and policy stocktake.

The economic benefits of greater gender equality are estimated using a scenario-based approach 
drawing on results from earlier CE analysis for EIGE (2017). The Women Empowerment Index is 
constructed as a composite indicator that measures the economic empowerment of women in 
WB6 and EU economies. This has been developed in line with principles set out in the OECD/EC 
JRC (2008) handbook on constructing composite indicators.

A literature review and consultation process have been conducted to assess the state of play and 
progress made in policies to increase the economic empowerment of women in the WB6. Policy 
recommendations were also formulated on this basis. This consultation process has taken place 
in written form, by asking key stakeholders in each WB6 economy (mainly relevant ministries, 
agencies, national statistical offices) to comment on the findings and policy recommendations.

1.1 Structure of the report
The remainder of this study is structured as follows. Chapter 2 provides a statistical overview of 
the situation in the WB6 economies, including an assessment of progress over time, in relation to 
gender equality and women empowerment. Chapter 3 provides an analysis of the Covid-19 pan-
demic to date, an assessment of the potential impacts of automation on women’s labour market 
prospects, and the results from two sets of scenarios of the potential economic benefits of gen-
der equality measures. Chapter 4 presents the Women Empowerment Index developed especially 
for this study. Finally, Chapter 5 presents conclusions and recommendations.

The study includes two appendices. Appendix A covers technical details of the quantitative anal-
ysis (the gender gap calculations and the Women Empowerment Index). Appendix B contains 
individual economy fiches that summarise the main gender equality indicators, the policy review 
and policy recommendations for each WB6 economy.

2 Gender equality and women 
empowerment: the current situation

Demographics and 
economic growth

WB6 economies 
exhibit declining 
population trends

2.1 Introduction
This chapter provides a statistical overview of the situation and progress over the period 2010-19 
or 2015-19, depending on the data availability, in relation to gender equality and women empow-
erment in the WB6 economies. Data availability varies across the WB6, and over time. Where 
possible, the analysis considers the last five years, looking further back if the data allow.

Gender equality and women empowerment affect all areas of life. In structure, the analysis broad-
ly follows the EIGE Gender Equality Index (EIGE, 2020a), considering gender equality across a 
range of domains, with a particular focus on labour market domain. In this way, gender equality 
is examined building on existing work and accepted indicators. Where data permit, this approach 
also allows making comparisons with performance in the EU.

This section provides an initial background in population and GDP, before considering the areas of 
work, money, knowledge time and care activities, power and access to services.

Ageing is one of the megatrends that affects developed economies through the reduction of 
the labour force and its effects on health and social care systems, public finances, and pension 
entitlements. Figure 2.1 shows that the WB6 economies have exhibited this declining trend in the 
population, with both genders similarly affected over time. While the populations of Montenegro 
and the Republic of North Macedonia remained relatively stable in the last two decades, Serbia’s 
population is already in decline. All the WB6 economies are expected to see a considerable de-
cline in their total population by 2050. For the WB6 economies, the old-age dependency ratio1 
rises from an average of 24 in 2020 to 32 and 43 in 2030 and 2050, respectively. Of the WB6 
economies by 2050, Bosnia and Herzegovina is projected to have the highest old-age dependency 
ratio, at 52, while Montenegro will have the lowest, at 39.

1 The old-age dependency ratio 65+/(15-64) is calculated as the ratio of population aged 65+ per 100 population aged 
15-64.
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Figure 2.1: Historical and projected population by gender, 2000-50

Note(s): Incomplete time-series for Kosovo*: the data for 2005 are for 2006, while the data for 2015 are 
for 2014.
Source(s): United Nations, Department of Economic and Social Affairs, Population Division (2019), 
medium fertility assumptions; Kosovo* National Statistical Agency(2020f) (updated 21/02/2018), 
Eurostat (Eurostat, 2016a). Accessed: December 2020.

In terms of GDP per capita, the WB6 economies remain some way below the EU average (see 
Figure 2.2). In the last decade, Albania, Bosnia and Herzegovina, and Serbia remained at a stable 
distance from the EU average (30-40% of the EU average). Montenegro and the Republic of North 
Macedonia have shown an improvement, mainly in the last five years, in the income per capita 
compared to the EU average, but remain no more than 50% of the EU average.

Figure 2.2: GDP per capita (in PPS), 2008-19

Note(s): Data for Kosovo* were not available.
Source(s): Eurostat(2020i). Accessed: December 2020.
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An EIGE study (2017) showed that, by 2050, improving gender equality indicators such as gender 
pay gap and labour market participation gap could lead to an increase in (EU) GDP per capita of 
0.2% and 5.5%, respectively, compared to otherwise. This represents a significant economic op-
portunity that may also be available in the WB6 economies.

Section 2.2 analyses the gender equality in employment, unemployment, labour participation and 
quality of work. Section 2.3 includes a discussion of the gender inequality based on access to 
financial resources and the economic situation. Education and training as a driver for achieving 
gender equality in work is discussed in Section 2.4. Time spent by gender in care activity is anal-
ysed in Section 2.5. Section 2.6 then provides an overview of women’s participation in public life. 
The last aspect analysed from gender perspective in Section 2.7 is access to health and services 
by gender.

Data availability in each indicator differs among WB6 economies.

2.2 Work

WB6 economies 
remain some way 
below the EU GDP 

per capita

••• Key points •••
 } While female labour force participation has increased in the WB6 economies, 

participation remains relatively low, averaging 52% of population aged 20-64 (48% of 
the working-age population) over the period 2010-19. There is a persistent and wide 
gender gap of 24 pp (12 pp higher than the EU average).

 } The WB6 record a persistent gender employment gap of over 15 pp whereas, in the 
EU, the gap is narrower (10 pp).

 } Women in the WB6 are less likely than women in the EU to be employees and more 
likely to be unpaid family members.

 } Women account for relatively higher shares of employment in non-market services 
(and compared to the EU). By occupation, the share of women in high-skilled 
occupations is comparable to that of the EU.

 }  Female unemployment in the WB6 economies tends to be higher than male 
unemployment although Albania and the Republic of North Macedonia are notable for 
having periods in which male unemployment exceeds female unemployment.

In the area of work, different measures are used to analyse the degree to which women and men 
have benefitted from equal access to employment and appropriate working conditions. 

Gender participation in the labour market is analysed using labour force participation (activity) 
and employment rates, and subsequently computing the gender difference. The labour force 
participation rate expresses the labour force as a percentage of the working-age population. In 
contrast, the employment rate expresses the number of people employed as a percentage of the 
working age population. Both indicators are expressed in percentage terms for the population 
aged 20-64, while the gender difference is expressed in percentage points.



Economic Benefits of Gender Equality and Women Empowerment in the Western Balkans sixGender equality and women empowerment: the current situation

18 19

Segregation and quality of work is analysed using three indicators. The first details employment 
rates broken down by broad sectors. The second indicator measures the quality of work, i.e. dis-
aggregating employment status and by the incidence of part-time employment. Employment sta-
tus is employment as employees, self-employed workers with employees, own-account workers, 
and unpaid family workers. The third indicator represents the percentage of employment that is 
part time, based on a common definition of less than 35 actual weekly hours worked.

Where data are available, there appears to be large informal economies in the WB6. In addition to 
unpaid family workers, informal worker also include self-employment in unregistered businesses 
and wage-earning workers without a written contract. In 2019, the share of women in informal 
employment in Albania, in Bosnia and Herzegovina and in Serbia was 8%, 21% and 11%, respec-
tively, out of total non-agricultural employment (World Bank, 2020).

When it comes to participation in the labour market by gender, all members of the WB6 are sig-
nificantly lagging behind the EU average in activity and employment rates. Some progress has 
however been observed since 2010.

In the WB6, a significant gender gap exists in activity rates between men and women. On average, 
over the period 2010-19, 77% of men aged 20-64 in the labour force were employed or were look-
ing for a job, compared to 52% of women. There has been some improvement in female labour 
force participation in most regions, particularly in Montenegro, Albania, and Serbia. But stronger 
growth in male participation rates has meant that the gender participation gap remained stable, 
and wide, at around 24 percentage points (pp) over the period 2010-19. This is wider than the EU 
average of 12 pp over the same period, and which has, in contrast, followed a slight downward 
trend. The Republic of North Macedonia has one of the widest gender gaps in female labour par-
ticipation compared to the EU except Malta, whose gender gap averaged 24 pp over the period 
2014-19.

Of the six economies in the region, Montenegro shows the smallest difference between male and 
female labour force participation and comes closest to the EU average.

Kosovo* represents an outlier among the WB6 economies, with the lowest overall participation 
rates for both genders. In 2019, just 23% of women in Kosovo* were economically active (in the 
labour force), compared to around 67% of men. The gender participation gap, measured as the 
percentage point difference between men and women is also largest amongst the WB6, averag-
ing 47 pp in the last five years.

Gender 
participation

Little change 
in the gender 

participation gap 
over time

Montenegro 
has the 

smallest gender 
participation gap 

among the WB6

Figure 2.3: Gender participation gap, 20-64 age group (in pp)

Note(s): Incomplete time-series for Bosnia and Herzegovina (missing 2010), Kosovo* (missing data 
2010-11), and Montenegro (missing 2010).
Source(s): Eurostat (2020a); Agency for Statistics of Bosnia and Herzegovina (2020); ILO (2020h). 
Accessed in 2020.

As with participation rates, in the WB6 a significant gender gap exists in the employment rate. 
Kosovo* remains an outlier and thus is excluded in the average calculated for the WB region. The 
WB6 average female employment rate was 52% in 2019, which compares to 67% in the EU. The 
WB6 female employment rate is thus 15 pp lower than it is in the EU.

Out of the WB6, in the period 2014-19, Albania has consistently outperformed among the WB6 
economies in female employment. Serbia has demonstrated the largest improvements since 
2010, with female employment rates increasing by 18 pp.

Overall, employment rates for women have improved between 2010 and 2019 for the region as 
a whole, but the employment gap itself has remained relatively constant, only narrowing recently 
due to the exclusion of Kosovo* in the computation of the WB6 average. This points to slower em-
ployment growth for women than for men in most years. Only Montenegro’s gender employment 
gap managed to be below the EU average in three (2014-16) out of the past five years, albeit with 
a continued large gap of 13.3 pp.
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Figure 2.5: Unemployment rate gap, 20-64 age group (in pp)

Note(s):  A negative figure in this chart indicates that the female unemployment rate was higher than the 
male unemployment rate. A positive gap in turn indicates that male unemployment rates were higher than 
female rates.
Unemployment gap for Kosovo* is based on unemployment rates of 15-64 year olds.
Source(s): Eurostat (2020u); Kosovo* Agency of Statistics (2020d); Agency for Statistics of Bosnia and 
Herzegovina (2020); Instat Albania (2020e). Accessed in November and December 2020.

In 2019, female unemployment was highest in Kosovo* (34%), Bosnia and Herzegovina (20%), 
and the Republic of North Macedonia (19%). The corresponding gender gaps were 12 pp and 6 pp 
for the first two of those in that year. Albania stands out as the only WB6 economy to have con-
sistently higher male unemployment than female unemployment over the period 2014-19.This 
gender unemployment gap has been decreasing and measured less than 1 pp in 2019.

Segregation of work can be horizontal or vertical. Horizontal segregation is defined as the concen-
tration of women or men in different types of occupations or sectors, while vertical segregation 
refers to the under-representation of members of each sex in top career and leading positions 
(EIGE, 2020a). The former is analysed in this section, while the latter is analysed in Section 2.6.

In the WB region, the sectoral breakdown of employment by gender is broadly in line with the 
EU average. Over the past five years, the sectoral segregation of employed men and women has 
remained unchanged. Economic sectors which are predominantly male fall under the broad eco-
nomic activity of ‘industry’. Such sectors include Construction, Mining and Quarrying, Electricity, 
Gas and Water Supply, and Manufacturing. In both the WB region and the EU, over 90% of employ-
ees in Construction are male. This result is as expected, as these economic activities are manual 
labour intensive.

In both the EU and WB6, there is clear evidence of horizontal segregation in the labour market 
and the existing influence of gender stereotypes on women’s occupational and sectoral choices. 
Female representation is highest in non-market services which includes caring, education, and 
public administration activities. However, the gender split in such services is actually more pro-

Figure 2.4: Employment rate gap, 20-64 age group (in pp)

Note(s): Incomplete time-series for Kosovo* (missing data for 2010-11), and Montenegro (missing data 
for 2010).
Source(s): Eurostat (2020g); Instat Albania (2020d); Agency for Statistics of Bosnia and Herzegovina 
(2020); Kosovo* Agency of Statistics (2020e). Accessed in November and December 2020.

Kosovo* has the lowest employment rates amongst the WB6. In employment, women aged 20-64 
in Kosovo* are lagging further behind men anywhere else in the WB region, with little improve-
ment over time. A roughly stable 14% of women in the labour force were employed over the period 
2014-18, compared to 48% of men in 2014, which then rose to 53% in 2019. As a consequence, 
the gender employment rate gap is also the largest, at 38 pp in 2019.

As with participation and employment rates, unemployment rates in the WB6 also show evidence 
of gender gaps. The gender unemployment gap shows that the unemployment rate for women 
was 2 pp higher than for men over the period 2014-19. This was still four times the EU average 
unemployment rate gap over the same period (0.5 pp) and has been increasing in the WB region. 
A detailed analysis by educational attainment can be found in Section 2.4.
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nounced in the EU, where nearly 70% of employees are female, compared to 56% in the WB region 
(EIGE, 2017). In Albania and Montenegro, the gender gap in manufacturing sector employment 
is narrowest in the region – respectively 58% and 47% of manufacturing employees are female 
– compared to 10% in Kosovo*. This result is driven by the high concentration of females in the 
textile and footware industry in the WB region– an insignificant sector in the EU economies (Frie-
drich Ebert Stiftung, 2016).

Table 2.1: Share of men employed by broad sector in the EU and 
WB6, 2015-19

EU-27 WB6
2015 2016 2017 2018 2019 2015 2016 2017 2018 2019

Agriculture 65% 67% 66% 67% 67% 59% 60% 59% 60% 60%
Construction 91% 91% 91% 91% 90% 92% 93% 93% 94% 94%
Manufacturing 70% 70% 70% 70% 70% 62% 63% 62% 61% 61%
Mining and quarrying; Electricity, gas 
and water supply

80% 80% 80% 79% 78% 82% 83% 83% 83% 83%

Public Administration, Community, 
Social and other Services and 
Activities

33% 32% 32% 32% 32% 44% 44% 44% 44% 44%

Trade, Transportation, 
Accommodation and Food, and 
Business and Administrative Services

55% 55% 55% 55% 55% 58% 58% 57% 58% 57%

Source(s): Eurostat (2020d); ILO (2020b), Kosovo* Agency of Statistics (2020a). Accessed in November 
and December 2020.

The horizontal gender segregation identified at sectoral level is less pronounced when looking at 
highly skilled occupational choices. Over the period 2014-19, in the WB region, the highest female 
shares of total employment are recorded in high skilled occupations (see Figure 2.6). As illustrat-
ed in Section 2.4 (Knowledge), this outcome stems from higher female educational attainment. 
Occupations with high shares of women include professionals (55%), clerks (51%), and associat-
ed professionals and technicians (46%). These occupations are present mostly into the latter two 
sectors in Figure 2.6 – which can be seen to have nearly an even gender split in the WB region. 
As illustrated in Section 2.3, the continued existence of gender pay gaps signals strong female 
disadvantage in these occupations, despite their high presence.

Gender parity 
is achieved in 

the employment 
share in 

professional 
and clerical 

occupations in 
WB6

Figure 2.6: Female share of employment by occupation (%), 2014-19

Note(s): Incomplete time series for Kosovo* (missing data for 2019).
Source(s): Eurostat (2020f); ILO (2020d); Kosovo* Agency of Statistics (2020c) . Accessed in December 
2020.

Comparisons with the EU are favourable for the WB region. The share of females in professionals, 
associated professionals and technicians are in line with the EU. In both regions, women are es-
pecially underrepresented in manual labour-intensive occupations such as plant and machine op-
erators and assemblers, as well as craft and related trades workers where they made up one-fifth 
and one-tenth of total employment in those occupations over the period 2014-19. This finding is 
in line within the figures in Table 2.1 that indicate manufacturing and construction as sectors with 
around 60% to 90% of male employees.

Among employees in the WB6 economies, a lower share of women was employed in tempo-
rary positions than men over the period 2015-19. In 2019, the average gender gap in the region 
reached 4.5 pp – an increase from 3 pp in 2015. This is unlike the EU average, where women 
are disproportionately more affected by temporary employment than men, with 15.6% of female 
employees working on a temporary basis (1 pp less than men). This compares to 22% of female 
employees working on a temporary basis for the WB region.

In 2019, nearly a third of all female and 36% of male employees worked on a temporary basis in 
Montenegro, representing both the largest female share and the widest gender gap in the WB re-
gion. The lowest temporary employment shares for both genders are recorded in Albania, signal-
ling possibly stronger employment conditions. In 2019, around 10% of men worked in temporary 
employment: double the female share.
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Figure 2.7: Share of temporary employment* by gender (%)

Note(s): *Differences in the definition of temporary employment may exist across economies.
Source(s): Eurostat (2020t); ILO (2020j). Accessed in November and December 2020.

Comparing results of gender inequality by employment status between the WB6 and EU paints a 
telling picture. Both men and women in the WB region are less likely than their EU counterparts 
to work as employees –10 pp more for men and 15 pp more for women. Moreover, the share of 
women working as unpaid family workers in the WB region is, on average, six times higher than in 
the EU. This might be based on better social care systems in the EU economies that allow more 
women to seek paid employment as well as  a higher share of employment in the agricultural 
sector due to seasonal/temporary work.
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Figure 2.8: Employment status of women (average for 2014-19)

Source(s): Eurostat (2020f); ILO (2020c); Kosovo* Agency of Statistics (2020g). Accessed in November 
and December 2020.

In the WB region, the majority of women work as employees or unpaid family workers, albeit the 
employment share in the latter status has been following a downward trend in the past ten years 
(2010-19). However, on average women in the WB region are still more often own-account work-
ers2 than in the EU. This can be explained by sector and gender differences between the EU and 
the WB region. In the WB6, women work in services sectors more often, as highlighted earlier in 
this section.

The prevalence of self-employment for women is lower than that for men. On average, employed 
men are twice as likely to be self-employed with employees or own-account workers than women. 
This reveals gender differences in entrepreneurship. The gap in the WB region is, however, in line 
with the EU, averaging 3.5 pp over 2014-19. The largest gender gaps exist in Montenegro and 
Kosovo*, and which have been increasing since 2016, to 6.5 pp and 7 pp, respectively, in 2018.

Figure 2.9: Gender gap in self-employment with employees, 2014-19

Note(s): Incomplete time-series for Kosovo* (missing data for 2019).
Source(s): Eurostat (2020g); ILO (2020c); Kosovo* Agency of Statistics (2020g). Accessed in November 
and December 2020.

2 An own-account worker is defined as a worker who, working on their own account or with one or more partners, holds 
the type of job defined as a self- employed job, and have not engaged on a continuous basis any employees to work for 
them during the reference period.
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In the WB region, Albania stands out as having the highest share of employed women and men 
working as unpaid family workers. Both genders saw a gradual decline in this share, of around 
5 pp: to 37% of women and 20% of men in 2019. Together with increasing employment rates for 
men and women, this is a positive sign for the Albanian labour market but has not yet helped to 
narrow the gender employment gap. Conversely, Montenegro records some of the highest em-
ployment as employees and lowest shares of unpaid family workers for both genders, over the 
period 2014-19. More women than men worked as employees (13 pp), but women were still twice 
as likely to be unpaid family workers.

Women in the WB region are less likely than in the EU, on average, to work part-time, but remain 
more likely than their WB6 male counterparts. In contrast, part-time employment of men in the 
WB6 economies is higher than the EU average, suggesting a weaker labour market. Over the 
period 2010-19 a consistent 30% of women and 9% of men in employment in the EU have been 
working part-time, compared with 18% and 14%, respectively, in the WB6. 

In 2011, Albania recorded the highest female part-time employment among the WB6, at 57%, but 
improvements in labour market access for women by 2019 shrunk it to half, due to rising female 
participation and full-time employment rates. Kosovo* has the lowest female employment and 
participation rate of all WB6 economies. The fact that Kosovo* also registers the lowest inci-
dence of female part-time employment (6% in 2019) suggests that women are usually in full-time 
employment. At the same time, the part-time employment rate is extremely low in Kosovo*: the 
lack of part-time employment opportunities could be hindering women with caring responsibil-
ities to take paid employment. Note that, since 2014, the share of men in employment working 
part-time was higher than that of full-time employed women in Kosovo*.

Figure 2.10: Incidence of part-time employment of women (%), 2010-19

Note(s): Incomplete time-series for Kosovo* (missing data for 2010-11) and Montenegro (missing data for 
2010).
Source(s): Eurostat (2020p); ILO (2020g); wiiw (2020). Accessed in November and December 2020.
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2.3 Money

••• Key points •••
 } Pay gaps in the WB6 economies are wide, averaging 16% in 2014.

 } There is, however, much variation by occupation from as little as 2% among clerical 
support workers to almost 30% among craft and related trades workers.

 } The gender gap in the risk of poverty in the WB6 economies is relatively narrow, but 
remains high, with more than one in five people earning below 60% of median income 
over the period 2017-18.

In the area of money, gender inequality is measured by access to financial resources and based 
on the economic situation. In terms of financial resources, female and male employees’ month-
ly earnings by occupation are investigated and the gender earnings difference computed3. The 
difference in economic situation of women and men is captured using the indicator of risk of 
poverty4.

For the full set of WB6 economies, there is only data for 2014, while data for 2018 is available only 
for two economies.

In 2014, in terms of financial resources, similar to the EU, the WB region is far from gender parity 
in earnings. Using mean nominal monthly earnings of employees by sex and occupation from 
the ILO (2020i), and computing the percentage difference between male and female earnings by 
occupation, the average pay gap is 16% in the WB region as a whole.

Clear occupational differences in earnings exist. In 2014, skilled manual occupations had the 
widest gender difference in earnings. The gender pay gap is highest in craft and related trades 
occupations, where women earn 27% less than men on average. This is related to few women 
working in high-paid industries, as illustrated earlier. Contributing factors could include possible 
differences in labour productivity (Gui-Diby, Pasali and Rodriguez-Wong, 2017) and weaker bar-
gaining power of women. In high-skilled occupations, the pay gap narrows but remains to the 
detriment of women, with women employed in the medium-skilled occupation of clerical support 
earning only 2% less than men.

3 The difference is expressed in the purchasing power standard (PPS), which accounts for the differences in price 
levels between WB6 economies. The earnings of employees relate to the gross remuneration in cash and in-kind paid to 
employees for time worked.
4 Risk of poverty is defined as the share of persons with an equivalised disposable income below the risk-of-poverty 
threshold, which is set at 60% of the national median equivalised disposable income (after social transfers).
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Table 2.2: Gender earnings gap for WB region, 2014
2014

Craft and related trades workers 27%
Plant and machine operators, and assemblers 25%
Elementary occupations 20%
Service and sales workers 17%
Professionals 14%
Technicians and associate professionals 13%
Managers  8%
Clerical support workers 2%

Total 16%
Note(s): Data for Albania and Kosovo* unavailable for 2014.
Source(s): ILO (2020i). Accessed in November and December 2020.

For Serbia, and Bosnia and Herzegovina, data are available for 2018, while for Kosovo* data are 
available for 2017. Bosnia and Herzegovina has managed to reduce its gender earnings gap in all 
but the high-skilled occupations (professionals and managers). Serbia’s gender earnings gap has 
generally improved with the notable exception of medium-skilled occupations, though women’s 
earnings remain 15% below men’s, on average. Similar to Serbia, Kosovo* reported an average 
gender pay gap of 15% in 2017, thereby outperforming Bosnia and Herzegovina. In Kosovo*, the 
pay gender gap spans from -6% in agricultural occupations (women earning more than men) to 
+44% (women earning less than men) in craft and related trades ( Kosovo* Agency for Gender 
Equality, 2020).

Overall, it is necessary to interpret this gender pay gap with caution. The data are not adjusted for 
hours worked5, and are also susceptible to outliers as mean not median earnings had to be used 
due to data availability. This way, the earnings gap will be wider the more women work less than 
full time due to, for example, caring responsibilities. 

In the EU, over the period 2015-19, an average of 17% of people were earning less than 60% of 
the national median equivalised disposable income. This rate was slightly higher for women, of 
whom 17.6% were at risk of poverty over the same period. For the WB region, the risk of poverty 
is higher for both genders and the gender gap is also marginal (less than 1 pp in most years). In 
the years for which data are available for four out of the WB6 economies (2017-18), an average of 
23.6% of the population earned below 60% of median income. Montenegro stands out, as a higher 
proportion of men were at risk of poverty compared to women in 2017 and 2018 but the gender 
differences in exposure remain small.

5 The incidence of part-time is comparatively low in WB6, except in Albania. The analysis of the part-time incidence by 
sector could bring further information.

Smaller gender 
poverty risk gap 

in WB6 than in EU, 
but higher overall 

risk

Figure 2.11: Gender gap in at-poverty risk, 2016-18

Note(s): Data for Bosnia and Herzegovina, and Kosovo* unavailable.
Incomplete time series for Albania (missing data for 2016).
A positive gap in this case indicates that more men than women are at risk of poverty.
Source(s): Eurostat (2020b); Instat Albania (2018). Accessed in November and December 2020.
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••• Key points •••
 } The rate of early leavers from education in the WB6 shows little difference between 

men and women and these rates are lower than in the EU. However, this average for 
the WB6 belies great variability in the region.

 } With the exception of Bosnia and Herzegovina, gender gaps in digital skills are 
relatively narrow in the WB6 economies but, overall, the level of digital skills in the 
region is some way below that in the EU.

 }  In tertiary education, women account for a higher proportion of students than men. 
These proportions often remain high in STEM subjects. However, wider and persistent 
gender gaps in the WB6 economies at lower levels of qualifications remains a cause 
for concern.

Education and training throughout the course of their life provide women and men with the 
knowledge and skills needed to enable successful participation in society, through secure and 
high-quality jobs. As such, knowledge is a driver for social change and can be a tool for female 
empowerment, ultimately reducing gender inequality.

In this section, gender inequalities in education participation, educational attainment and result-
ing labour market consequences, as well as gender segregation in tertiary education are dis-
cussed. The former is measured by the percentage of female early leavers and the percentage of 
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Following the International Standard Classification of Education (ISCED) system, an investigation 
into employment by educational attainment shows that the higher the attained educational level, 
the higher the employment rate, and the lower the unemployment and inactivity rates for both 
genders. However, gender gaps are still observable.

Employment rates are highest for men and women with tertiary education (tertiary education cor-
responds to ISCED levels 5-8). In the EU, the gender gap in employment rates is largest amongst 
women and men educated to a maximum of lower secondary school level (ISCED levels 0-2). 
Whereas, in the WB region it is widest for those with medium educational attainment (ISCED 
levels 3-4).

In the EU over the period 2015-19, gender gaps in employment are evident at all levels of educa-
tional attainment but are narrower at higher levels of education:

 } low educational attainment: the employment rate for men is 16 pp higher than for women;

 } at most upper secondary education (ISCED level 3-4): 12 pp higher for men; and

 } tertiary education: 7 pp higher for men.

For low- and high-educated people, the gender gap in the WB6 economies is roughly in line with 
the EU. However, for those with at most an upper secondary education, the employment gap is 9 
pp wider in the WB6 economies than in the EU.

Figure 2.13: Gender gap in employment by educational attainment (in 
pp), 2015-19

Note(s): Incomplete time series for Bosnia and Herzegovina (missing data for 2019).
Source(s): Eurostat (2020g); Instat Albania(2020b); Kosovo* Agency of Statistics (2020b); wiiw (2020). 
Accessed in December 2020.

female tertiary students and their employment rates6. Gender segregation in the area of knowl-
edge is measured by the percentage of women and men by field of study.

Participation in education
Over the period 2015-19, in the WB region, around 8.8% of women and 8.7% of men were leaving 
education before attaining at most a lower secondary education level. This compares favourably 
to 12.9% of men and 8.9% of women being early leavers from education, on average, in the EU. 
The magnitude of the gender gap in early leavers remains smaller in the WB6 than in the EU, 
where women are more likely to remain in education than men.

Gender gaps exist particularly in Albania, which exhibits the highest percentage of early leavers 
amongst the WB6 economies and has more male than female early leavers (18.3% versus 16.4% 
in 2018). In the Republic of North Macedonia, the result is reversed, with the majority of early 
leavers being female (2.4 pp more in 2019).

Figure 2.12: Gender gap in early leavers (in pp), 2015-19

Note(s): Incomplete time series for Kosovo* (missing data for 2016).
Incomplete time series for Albania (missing data for 2019).
Source(s): Eurostat (2020c). Accessed in November and December 2020.

While the percentages of men and women leaving education are very close in the WB6, when it 
comes to tertiary education the gender gap is favourable to women. Over the period 2015-18, 
across the WB6 economies for which data are available (Kosovo*, Montenegro, the Republic of 
North Macedonia, and Serbia), a constant share of students enrolled in tertiary education (56%) 
were female – this is in line with a 54% average for the EU over the same period (Eurostat 2020). The 
gender gap is slightly wider for postgraduate studies, driven by over 60% of postgraduate students 
in Serbia being female, but since 2015 the number of male Master’s and PhD students has been 
rising in the region.

6 Early leavers are defined as 18-24 year olds with at most lower secondary education who are not involved in any 
education or training
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While the gender employment gap has stagnated at all educational levels in the EU, in the WB 
region a narrowing of the gap has occurred over the period 2015-19 across all educational levels 
– this is due to the exclusion of Kosovo* from the computation of the regional average. Low-edu-
cated women in the Republic of North Macedonia stand the worst chances of employment com-
pared to their male counterparts (among the WB6 the gender gap is widest), while the gender gap 
in Albania is lowest in the region and stood at 11.5 pp in 2019. Regarding medium educational 
attainment outcomes, female employment outcomes have been closest to those of males in 
Montenegro over the period 2015-19. But the gender gap has been increasing, to 17.1 pp in 2019; 
a rise of 7 pp since 2015. Gender parity in employment rates of the most educated was achieved 
in Montenegro in 2018.

As with the EU, the gender gap in the WB6 is smallest amongst the highly educated: those people 
with tertiary education of undergraduate to doctoral degrees (ISCED levels 5-8). In Kosovo*, the 
gap between male and female employment rates is widest, standing at 23 pp in 2019. On the 
other hand, Montenegro and the Republic of North Macedonia have recorded the smallest gaps. 
The former achieved gender parity in 2018 followed by a positive gender gap in 2019: the female 
employment rate in this cohort was 2 pp higher than for males.

Women’s higher educational attainment, as illustrated earlier in this section, is reflected in a gen-
der gap favourable to women when it comes to unemployment rates by educational attainment. 
In the WB region, unemployment rates used to be highest for both genders amongst the me-
dium-skilled, but in 2019 this has shifted to the least educated people. The gender gap for the 
two most skilled groups has been positive for women, meaning that over the period 2015-19 the 
incidence of unemployment amongst those with tertiary education was 4 pp lower and amongst 
those with secondary education 3 pp lower for women than for men with the same qualifications. 
However, unemployment rates for those educated with secondary qualifications remain roughly 
twice as high as the EU average – reflecting weaker labour markets in the WB region. 

In 2019, in Albania, unemployment rates were lowest for the least-educated women (ISCED levels 
0-2), whilst in Serbia unemployment rates were lowest among intermediate qualified women and 
those with tertiary education. In the same year, gender gaps were closest to parity in Serbia for 
the lowest and highest qualified (0.8 pp and -1.1 pp respectively), and narrowest in the Republic 
of North Macedonia for those with intermediate qualifications (-0.6 pp).

The gender 
employment gap 
is slowly closing 

in WB region

Unemployment 
rates by education 
indicate a gender 

gap favouring 
women

Near gender 
parity in 

unemployment 
rates for 

intermediate 
qualified women 
in Serbia in 2019

Figure 2.14: Gender gap in inactivity rates by educational attainment 
in WB6 and EU, 2015-19

Note(s):  Incomplete time series for Montenegro (missing data 2015-17, 2019) and Kosovo* (missing data 
2015-18).
Educational levels are classed using the International Standard Classification of Education (ISCED 2011).
Source(s): (Eurostat, 2020l); (ILO, 2020f) Accessed in December 2020.

In general, for the WB6 as a region and the EU, the lower the educational level attained, the more 
women rather than men are inactive, i.e. the larger the female disadvantage. The jumps in inac-
tivity rates between the lowest and medium educational levels are substantial, and average 30 
pp in the WB region. The additional gain for attaining education at the highest level (moving from 
ISCED11 levels 3-4 to levels 5-8) pays off more for women than men when it comes to inactivity 
rates. In 2019, the difference in inactivity rates between education levels 3-4 and 5-8 averaged 7 
pp for men and 19 pp for women in the WB region.

The magnitude of the difference in male and female inactivity rates is smaller in the EU than in 
the WB region at education levels below tertiary education (ISCED11 0-4). Highly educated men 
and women are least likely to be inactive. The gender gap among those with the highest qualifica-
tions was historically positive over 2015-17 for the WB region, suggesting female outperformance 
relative to men as female inactivity rates were lower than male inactivity rates. The gender gap 
has been narrowing however, and finally led to a negative gender gap in 2019 (-3.2 pp). Thus, 
in the WB region in 2019, the share of highly educated women who were economically inactive 
was higher than men’s share. Over 2015-19, the gender gap in inactivity rates has remained un-
changed across the three educational levels in the EU. Contrarily, in the WB region more low- and 
medium-educated women seem to be entering the labour force than their male counterparts, as 
inactivity rates have been falling and the gender gap has been slowly decreasing over the period 
2015-19.
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Educational segregation
More women than men are enrolled in tertiary education. However, their share by field of study dif-
fers. Among EU and two of the WB6 economies, an approximately even gender split was achieved 
in social sciences and humanities fields of study. This is in line with the findings illustrated in 
Section 2.2, as (non-market) services sectors have been female-dominated over the period 2015-
19. In 2018, gender segregation was particularly strong in STEM subjects. In Information and 
Communication Technologies (ICT) courses, as well as in engineering, manufacturing, and con-
struction, men were over-represented. This is again in line with data on employment by sector 
(see Section 2.2). In 2019, these shares corresponded to just 29% of Montenegrin and 22% of 
Serbian ICT specialists being female (Eurostat 2019). In the EU, roughly one-fifth of students in 
ICT courses were female. To the extent that the share of women in STEM jobs is similar, we might 
not expect any medium-term improvements in the gender composition of the workforce by sec-
tor/specialisation.

In the Republic of North Macedonia and Serbia, where the female share of employment in the 
trade, transportation, accommodation and food, and business and administrative services sec-
tors was highest amongst the WB6 economies (43% and 47% in 2019 respectively), the gender 
gap was slightly smaller: approximately 30% of students were women. This could reflect gender 
stereotypes and different expectations of women and men in society.

Noteworthy, when disaggregating STEM subjects into sub-fields, the Republic of North Mace-
donia and Serbia have higher shares of female students in natural sciences, mathematics, and 
statistics subjects than the EU. The Republic of North Macedonia has established a solid female 
dominance in this field, increasing its share of 65% of female STEM students from 2015 further, 
with a difference of 21 pp to the EU average by 2018. The performance in terms of female enrol-
ment in the STEM field results from a combination of two aspects. First, ICT companies in the 
economy are playing a substantial role in promoting the enrolment of women in technological 
fields of study. Second, many people in the science fields are actually training for teachers, an 
occupation where women are overrepresented (RCC, 2020).

Albania ranked among the top five out of 114 economies in 2017, achieving near gender parity 
(49%) in the share of female STEM graduates (World Bank, 2019). Albania and Bosnia and Herze-
govina perform similarly, the latter has 53% of STEM students being female. In Albania a significant 
gap in engineering remains, however. Only 5% of girls have a degree in engineering. A 2020 report 
by the RCC highlights possible stereotypes perceiving STEM as a masculine field incompatible with 
the women’s home responsibilities (RCC, 2020). For Serbia, this figure stands at 40%. Data from sev-
eral universities in Kosovo* from 2017/18 also indicate a gender gap in the field of study. Women 
are more likely than men to be enrolled in tertiary education, however fields of study with the highest 
female share were in the social sciences (Education (93%), Philology (81%), and Philosophy (69%)), 
whilst men were most represented in the field of Mechanical Engineering (79%). However, the share 
of women in ICT fields of study has been rising recently (RCC, 2020).

Comparison with EU economies shows the clear outperformance of the WB region compared 
to peers such as Slovenia (30%), Spain (30%), and Germany (27%) (World Bank, 2019). However, 
gender parity is still lacking, and women are expected to benefit less from the opportunities re-

Republic of North 
Macedonia’s and 

Serbia’s share 
of female STEM 

students is higher 
than the EU’s…

… especially in the 
natural sciences, 

mathematics, and 
statistics

sulting from the digitalisation and robotisation of the economies than men. This is due to deeply 
rooted prevailing social norms and attitudes that lower the female incidence in STEM fields of 
study and related jobs. Progress in the divide of labour and care within the household is slow to 
take place (RCC, 2020).

Table 2.3: Share of women enrolled in tertiary education by field of 
study, 2018

EU-27
Republic of North 

Macedonia Serbia
Education 78% 69% 78%
Arts and humanities 64% 65% 66%
Social sciences, journalism and information 64% 60% 66%
Business, administration and law 55% 55% 61%
Natural sciences, mathematics and statistics 49% 70% 66%
Information and Communication Technologies (ICTs) 18% 31% 27%
Engineering, manufacturing and construction 26% 44% 38%
Agriculture, forestry, fisheries and veterinary 50% 36% 49%
Health and welfare 72% 71% 72%
Services 47% 44% 50%

Note(s): The darker the shade, the higher the share of women enrolled in tertiary education in that field 
of study.
Data for Montenegro, Albania, Bosnia and Herzegovina, and Kosovo* unavailable.
Source(s): Eurostat (2020s). Accessed in December 2020.

Over the period 2015-19, employment outcomes for recent graduates have improved for both 
genders across WB6 economies (for which data were available), as well as in the EU. In the Re-
public of North Macedonia, the gender gap is positive, meaning female graduates showed slightly 
higher employment rates than their male counterparts. The data show high female employment 
outcomes in 2015 (7.6 pp). Serbia, on the other hand, records a negative (to the detriment of 
women) graduate gender employment gap of similar magnitude to the EU (4.4 pp in 2015), albeit 
unlike the EU, Serbia managed to reduce it by 1.2 pp by 2019.

Figure 2.15: Gender gap in employment of graduates, 2015 and 2019

Note(s): 2015 and 2019 data for Montenegro, Albania, Bosnia and Herzegovina, and Kosovo* unavailable.
Source(s): Eurostat (2020k). Accessed in December 2020.
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A comparison of PISA results for mathematics performance for the WB6 economies between 
2015 and 2018 shows that girls outperform boys in the Republic of North Macedonia and Albania 
in both years – widening the gender gap in the former. In Montenegro and Kosovo*, girls under-
perform, but, in Kosovo*, girls have been catching up to boys. Overall girls and boys in the four 
WB6 economies mentioned perform below the OECD average. Montenegro comes closest, but 
girls and boys remain 63 and 68 points below the 2018 OECD average, respectively.

Table 2.4: PISA scores in mathematics by gender, 2015 and 2018
Boys Girls Gender differences

2015 2018 2015 2018 2015 2018
Albania 408 433 418 440 10 7
Kosovo* 365 365 356 363 - 9 - 2
Montenegro 417 433 416 425 - 1 - 8
Republic of North Macedonia 366 390 373 398 7 8
OECD (37 economies) 494 495 489 493 -5 2

Note(s): Data unavailable for Bosnia and Herzegovina, and Serbia.
Source(s): OECD (2020a). Accessed in December 2020.

A further gender gap in the area of knowledge exists when it comes to above basic digital skills. 
In a changing economic environment where digitalisation is advancing, the possession of digital 
skills becomes important if workers want to take advantage of these new economic possibilities. 
Digital skills are thus key to the economic empowerment of women.

Table 2.4 illustrates that, in 2019, the four WB6 economies for which data are available all report 
lower levels of digital skills than the EU, for both genders. In the Republic of North Macedonia, 
gender parity in the possession of digital skills exists, while Serbia recorded a male skill advan-
tage of a small margin. On the other hand, in Bosnia and Herzegovina, a gender skill gap of 4 pp 
existed in 2019 – in line with the EU gap.

Table 2.5: Share of individuals with above basic digital skills by 
gender, 2019

Male Female
Bosnia and Herzegovina 10% 6%
Kosovo* 14% 15%
Republic of North Macedonia 15% 15%
Serbia 21% 19%
EU 33% 29%

Note(s): Data unavailable for Montenegro, and Albania.
Source(s): Eurostat (2020o). Accessed in December 2020.
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••• Key points •••
 } High shares of women not in work in the WB6 economies cite family and caring 

responsibilities as reasons for not working, i.e. to provide unpaid care.

 } In the WB6, the share of women in the population who are inactive due to family or 
caring responsibilities has been falling over the last five years, but remains higher than 
the EU average.

The unequal participation of women and men in formal education and work is also a result of the 
differences in the time women and men devote to caring for others. In the EU, the Work-Life Bal-
ance Directive adopted in June 2019 was introduced to increase the participation of women in the 
labour market and the take-up of family-related leave (parental and carers’ leave) and introduced 
the right to request flexible working arrangements. This initiative is driven by the stable share of 
women in the EU population over time that are inactive due to family or caring responsibilities 
(15.9% in 2019). An improvement in employment policy such of this Directive can help to lift the 
barrier that prevents these women entering the labour market.

In the WB6, the share of women in the population who are inactive due to family or caring respon-
sibilities has been falling over the last five years but remains higher than the EU average. Of the 
WB6, Serbia is the closest to the EU average with 17.4% of women inactive due to family or caring 
responsibilities in 2019. The Republic of North Macedonia is the furthest away from the EU aver-
age (and thus has the highest rate among the WB6) with 46.4% of women inactive due to family or 
caring responsibilities in 2019. The Republic of North Macedonia has also seen a 5 pp decrease 
in this share in 2015-19 period. Montenegro has a 25.5% share of inactive women due to family or 
caring responsibilities, and among those women few are inactive due to looking after children or 
incapacitated adults (1.6% in 2019 compared to 8% in the EU) and many are inactive due to other 
family or personal responsibilities (38% in 2019 compared to 7.9% in the EU).

Unpaid care work consists of direct, personal and relational care activities, such as feeding a baby 
or nursing an ill partner; and indirect care activities, such as cooking and cleaning (ILO-Interna-
tional Labour Office, 2018). Figure 2.16 shows that family or caring responsibilities are the main 
reason for inactivity among women. While in Serbia fewer women are inactive due to this reason 
than in the EU, in the Republic of North Macedonia, almost all women cite family/caring respon-
sibilities as a reason for not working.

While Eurostat does not publish relevant data for Kosovo* or Albania, other research finds that:

 } in Kosovo*, over 50% of women report personal or family obligations as the primary reason 
for their inactivity on the labour market (Koettl-Brodmann and Hempel, 2018)

 } in Albania, these obligations are the primary reason for around 30% of women (Atoyan and 
Rahman, 2017)
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Figure 2.16: Share of inactive women with family or caring 
responsibilities, 2019

Note(s): Data for Albania, Bosnia and Herzegovina, and Kosovo* unavailable.
Source(s): Eurostat (2020m). Accessed in December 2020.

On the one hand, tradition and culture in the WB region is likely to pose obstacles to women’s par-
ticipation in the labour market (Atoyan and Rahman, 2017). The available evidence suggests that 
access to care services (perhaps to alleviate the extensive responsibilities of women highlighted 
above) is a significant obstacle for women.

In Bosnia and Herzegovina, the major obstacle to female employment is the low availability of 
childcare and elderly care (WB and wiiw, 2020). In Kosovo*, nearly half of employees rely primarily 
on family members’ unpaid labour for childcare and 14% of women report the lack of childcare 
as a main obstacle to their employment (Kosovo* Women’s Network, 2016). In 2019, the share 
of children aged less than 3 years in formal childcare was 13% in the Republic of North Mace-
donia and 17.2% in Serbia. In both economies, this share has increased in the last five years, by 
7 pp and 3 pp in Republic of North Macedonia and Serbia, respectively. The Covid-19 pandemic 
might, however, hinder further improvement as women face increased caring responsibilities due 
to lockdown decisions.

2.6 Power

Gender imbalances in decision-making in the economic and political sphere have persisted for 
years at a global level. However, it is important to achieve gender equality in such public environ-
ments because of the symbolic and educational nature of this achievement, which can shape 
social norms and opinions. Female empowerment in the economic domain is measured by the 
share of women in middle and senior management positions. In addition, female representation 
in politics is analysed by an indicator of the share of women in national parliaments and regional/
local assemblies.

All WB6 economies except for Serbia have shown considerable improvement in female repre-
sentation in mid-to-senior-level positions over 2015-19. However, this representation still falls far 
below gender parity, with only 29% of managers being female in 2019. The region also falls short 
of the EU average, which saw women’s share in management of 33% in the same year. Albania 
has seen the strongest increase in female representation, more than doubling from 19% in 2015 
to 41% in 2019. In the same year, Bosnia and Herzegovina remained below the WB6 average, with 
only a quarter of management staff being female. Kosovo* is the lowest performing economy, 
with 18% of management staff being female in 2018.

Figure 2.17: Share of women in middle and senior management (%)

Note(s): Incomplete time series for Kosovo* (missing data for 2015-16).
Source(s):ILO (2020e). Accessed in December 2020.

Additionally, few women have the power to shape the economic future of their respective econ-
omy. The WB region manages to consistently outperform the EU average since 2018, though 
a substantial gender gap persists. In 2020, 30.6% of members of key decision-making bodies 
in central banks were female in the WB region. Albania and Bosnia and Herzegovina achieved 
gender parity in 2020. This is noteworthy especially in Bosnia and Herzegovina, which saw only 
25% of middle to senior management in private firms being female – suggesting slightly better 
chances of female empowerment in the public sector. In Kosovo*, no women were working in key 
decision-making bodies inside the central bank in the same year.
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••• Key points •••
 } Female representation in mid- and senior-level management has been increasing in the 

WB6 economies, but remains below the EU average.

 } Women remain under-represented in politics, accounting for less than one-third of the 
membership of parliaments and assemblies. 

 } The share is similar for key decision-making bodies in central banks.
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Table 2.6: Female representation in key decision-making bodies with-
in national central banks

2018 2019 2020
Albania 44.4% 44.4% 50%
Bosnia and Herzegovina 50.0% 50.0% 50.0%
Kosovo* 0.0% 0.0% 0.0%
Montenegro 12.5% 14.3% 16.7%
Republic of North Macedonia 28.6% 33.3% 33.3%
Serbia 22.2% 33.3% 33.3%
EU 20.4% 24.3% 24.6%
WB6 26.3% 29.2% 30.6%

Source(s): EIGE (2020b). Accessed in December 2020.

Similar to female representation in central banks, in the political domain, women still make up 
less than 50% of members of parliaments and assemblies in 2020. In the WB region and the EU, 
an average of 32% of members were female, an increase in each of more than 2 pp from 2018. 
With less than one-third of people engaged in political decision-making being female, women 
empowerment has still a long way to go.

Figure 2.18: Representation of women in national parliaments/
assemblies in 2020

Note(s): Data unavailable for Kosovo*.
Source(s): EIGE (2020c). Accessed in December 2020.
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••• Key points •••
 } Unmet medical needs are more prevalent in the WB6 economies than in the EU and 

women are more likely to have unmet medical needs. 

 } These shares have tended to fall over time in most WB6 economies, but gender gaps 
persist.

 } There is also a gender gap in access to dental healthcare.

The importance of equal access to healthcare cannot be understated as good health is a major 
resource for social, economic and personal development and thus an important aspect of quality 
of life. Health is a precondition for economic prosperity. Therefore, gender access to healthcare 
is analysed using two different measures. First, the evidence on the share of people who self-re-
port unmet medical or dental needs is reviewed based on the 2016 European Income and Living 
Conditions Survey (Eurostat, 2020n)7. Second, using data from the 2016 European Quality of Life 
Survey (Eurofound, 2016), the gender differences in those reporting unmet dental care needs due 
to affordability constraints are assessed.

When it comes to access to healthcare services, over the period 2014-18, on average, in Monte-
negro, the Republic of North Macedonia, and Serbia, 3.8% of men and 4.8% of women reported 
unmet medical needs (based on the European Income and Living Conditions Survey). This is ap-
proximately 1.6 pp above the average in the EU Member States for both genders.

Montenegro and the Republic of North Macedonia have shown considerable improvement in 
overall access to healthcare. Since 2014, Montenegro has reduced its share of women reporting 
unmet medical needs by two-thirds by 2018. The Republic of North Macedonia has recorded gen-
der parity in healthcare access in 2017, but a gap has since opened up as access has improved 
for men but remained unchanged for women. However, in Serbia, both genders reported increas-
ing difficulty in access to healthcare over 2016-18, though the gender gap has narrowed to 0.6 pp.

7 In this survey, three reasons are given as to why the person did not seek or did not have the treatment they thought 
they would require. They are reasons of cost, distance to healthcare facility, and time constraints. Data are expressed 
as percentages within the population aged 16 and older.
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Figure 2.19: Share of people with self-reported unmet medical needs

Note(s): Data unavailable for Albania, Bosnia and Herzegovina, and Kosovo*.
Source(s): Eurostat (2020r). Accessed in December 2020.

As well as unmet medical needs, considerable dental care access problems stemming from af-
fordability constraints exist for both genders, while gender inequality also persists. Access to 
dental care is the lowest in Albania, where 75-80% of men and women faced difficulties in dental 
care provision.

With the exception of Montenegro, where 50% of men compared to 47% of women reported un-
met dental care needs in 2016, in the three WB6 economies for which data are available, the gen-
der gap is negative. In 2016, the share of women in Albania and the Republic of North Macedonia 
who experienced dental care access problems was around 4 pp higher than of men, this gap is in 

line with the EU average. Differences in the levels to the EU average are substantial for those two 
economies, standing at a staggering 41 pp for the former and 6 pp for the latter. Serbia has the 
furthest to go when it comes to gender parity in dental care access: 8 pp more women reported 
unmet needs compared to men.

Figure 2.20: Gender difference in access to dental healthcare (in pp), 
2016

Note(s): Data unavailable for Bosnia and Herzegovina, and Kosovo*.
Source(s): Eurofound (2016). Accessed in December 2020.

MaleFemale

SerbiaRepublic of North MacedoniaMontenegro EU-27

2017 20182015 20162014
1

2

3

4

5

6

8

7

10

9

Sh
ar

e 
of

 p
eo

pl
e 

re
po

rt
in

g 
un

m
et

 m
ed

ic
al

 n
ee

ds

Very low 
affordability of 

dental care in the 
WB region 

Women are more 
often affected 

by unaffordable 
dental care than 
men in the WB6

Pe
rc

en
ta

ge
 p

oi
nt

s 
(p

p)

-8
-7
-6
-5
-4
-3
-2
-1
0
1
2
3

EU-27SerbiaRepublic of
North Macedonia

MontenegroAlbania



Economic Benefits of Gender Equality and Women Empowerment in the Western Balkans sixFuture prospects for women empowerment

44 45

3 Future prospects for women empowerment

3.1 Introduction
This chapter provides an analysis of the possible changes brought about by Covid-19 (Section 
3.2) and automation (Section 3.3) on gender equality and women empowerment in the WB6 econ-
omies. Section 3.4 then provides an estimation of the possible impact on economic growth in the 
WB6 economies as a result of increasing women’s participation in the workforce and closing the 
pay gap between women and men.

3.2 Covid-19 impacts on women empowerment

••• Key points •••
 } Between 2019Q2 and 2020Q2, gender gaps in employment have been narrowing 

across the WB region and the EU.

 } Higher negative impacts on female employment were observed in 2020Q2 than in 
2020Q1, likely due to women leaving the workforce to take on caring responsibilities.

 } The Republic of North Macedonia achieves gender parity in (high) unemployment rates 
in Q2 2020.

 } EU employment by occupation was hit more severely than in WB6 due to lockdown 
measures.

 } Female employment impacts differ across occupations and economies. Often, women 
in high-skilled occupations, such as managers, experienced a strong increase in 
employment, whilst those in services workers and low-skill occupations lost out.

Based on the analysis presented in the previous chapter, women in the WB6 economies are pre-
dominantly represented in the services sectors. Over the period 2010-19, gender gaps in employ-
ment and pay persisted. Due to measures to prevent the widespread of the virus, in 2020 the glob-
al economy is expected to contract by 7.6%8, with WB6 economies contracting between -2.5% 
(Serbia) and -12% (Montenegro) (IMF, 2020). Given the economic implications of the Covid-19 
pandemic for the WB6 economies in 2020, this section presents the analysis of the effects of the 
pandemic on gender gaps in the labour market in the WB region and the EU.

At the beginning of the Covid-19 pandemic in Europe, i.e. at the end of the first quarter of 2020 
(2020Q1), employment rates in the EU and WB6 economies were slightly higher for both genders 
compared to the same quarter in the previous year. Gender gaps narrowed during this period. In 
the second quarter of 2020 (2020Q2) compared to the same period in 2019, the impact of the 
Covid-19 pandemic became visible. In the WB6 economies, employment rates fell on average 

8 They figures represent the percentage change in Gross domestic product, constant prices.

Employment rates 
fell more for men 
than women due 

to Covid-19

by 3.2 pp for men and 0.9 pp for women. The decline in employment rates between the first two 
quarters of 2020 stood at 1.7 pp for men, and 1.6 pp for women.

Between 2019Q2 and 2020Q2, gender gaps in employment have been narrowing across the WB 
region and the EU. In Montenegro, male employment rates between 2019Q2 and 2020Q2 fell by 5 
pp more than female employment rates. Insofar as this positive trend continues into third quarter, 
it brings women one step further to parity in employment rates.

However, employment rates overall remain low compared to the EU. Additionally, the fact that 
employment rates for women fell less than for men is not a positive outcome as more women are 
dropping out of the labour force (for example, in Serbia the number of women exiting the labour 
force was twice the number of males).

Table 3.1: Covid-19 impact on employment rates by gender (%)

2019 Q1 2019 Q2 2020 Q1 2020 Q2
2019Q2-
2020Q2

2020Q1-
2020Q2

M F M F M F M F Δ gap Δ gap
Albania 67.4 53.3 68.4 54.6 68.7 54.2 66.2 53.2 -1pp -2pp
Kosovo* 43.0 13.3 45.9 13.7 44.0 14.1 36.2 12.1 -8 pp -6 pp
Montenegro 61.0 48.0 64.5 49.3 59.6 49.1 56.4 46.0 -5 pp ±0 pp
Republic of North 
Macedonia

63.2 44.4 64.9 43.6 64.9 46.1 63.3 45.4 -3 pp -1 pp

Serbia 64.0 53.4 67.5 54.3 66.1 55.3 66.6 53.7 ±0 pp +2 pp
EU 72.9 62.4 73.8 63.2 73.2 62.8 72.1 61.7 ±0 pp ±0 pp
WB6 (excl. Kosovo* 
and Bosnia and 
Herzegovina)

63.9 49.8 66.3 50.5 64.8 51.2 63.1 49.6 -2 pp ±0 pp

Note: The quarterly data for Bosnia and Herzegovina were not available for 2019, so it was excluded from 
the analysis.
Source(s): Eurostat (2020h); Instat Albania (2020d); Kosovo* Agency of Statistics (2020e), Regional 
Cooperation Council (2021). Accessed in December 2020.

Similar to employment rates, unemployment rates slightly increased for men, to 13.2%, while they 
fell by 1.7 pp for women to an average of 13.3% in the WB region (excluding Kosovo*, and Bosnia 
and Herzegovina). This has led to a narrowing of the gender gap in the unemployment rate by 2 
pp overall, with the lowest gap in the Republic of North Macedonia in 2020Q2 (though, admitted-
ly, these unemployment rates are the highest of any in the WB6 economies). A decrease in the 
unemployment rate gaps between the first two quarters of 2020 exists, with Serbia even experi-
encing a reduction in unemployment for both genders. This might be explained by the definition 
of this indicator since during the pandemic, those who might otherwise have been unemployed 
may have stopped looking for work.

Gender gaps in 
employment rates 
have narrowed 
between Q2s 2019-
20…

… and fewer 
women in the 
labour force

The Republic of 
North Macedonia 
achieves gender 
parity in (high) 
unemployment 
rates in Q2 2020
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Table 3.2: Covid-19 impact on unemployment rates by gender (%)

2019 Q1 2019 Q2 2020 Q1 2020 Q2
2019Q2-
2020Q2

2020Q1-
2020Q2

M F M F M F M F Δ gap Δ gap
Albania 12.8 12.3 12.1 11.8 11.5 12.4 12.6 12.4 0pp -1pp
Kosovo* 25.4 31.6 22.8 32.7 23.0 30.6 25.7 31.4 -4pp -2pp
Montenegro 13.8 16.9 13.4 16.3 15.8 17.6 15.6 15.9 -3pp -2pp
Republic of North 
Macedonia

18.7 17.0 15.7 20.5 16.8 15.8 17.0 16.9 -5pp 1pp

Serbia 12.8 12.6 10.2 11.5 9.9 10.6 7.4 8.0 -1pp 0pp
EU 7.0 7.7 6.5 7.0 6.5 7.2 6.8 6.8 -1pp -1pp
WB6 (excl. Kosovo* 
and Bosnia and 
Herzegovina)

14.5 14.7 12.9 15.0 13.5 14.1 13.2 13.3 -2pp 0pp

Note: The quarterly data for Bosnia and Herzegovina were not available for 2019, so it was excluded from 
the analysis.
Source(s): Eurostat (2020w); Instat Albania (2020e); Kosovo* Agency of Statistics (2020d), Regional 
Cooperation Council (2021). Accessed in December 2020.

The disaggregation of female employment figures by occupation reveals the unequal effect the 
Covid-19 pandemic has had by gender. A comparison of employment rates between 2019Q1 and 
2020Q1 suggests that the gender gap was closing. This points towards a general catching up 
process for women that was underway before the pandemic hit these economies. On the basis of 
data available, Covid-19 may have risks arresting this improvement and may lead to the situation 
deteriorating once more.

In 2020Q2, during lockdown measures, a comparison of female employment with 2019Q2 levels 
reveals a harder impact across occupations in the EU than in the WB6 economies. This is due to 
earlier, tighter, and longer lockdown measures that were implemented in the EU economies. Low-
skilled occupations were especially affected, after already suffering a drop in employment of 8% 
between 2019 and 2020. In addition, women in medium-skilled occupations such as clerical and 
sales positions saw their employment in these occupations decline.

In Montenegro, over the period 2019Q2-2020Q2, employment of women in managerial positions 
increased by 45%, but they still represent only one-third of employment in this occupation. In 
Montenegro, female craft and related trade workers also saw strong employment growth (19%) 
between the two quarters while male employment in this occupation shrunk by 22%. Despite the 
need for consumer staples at any point during the economic cycle, employment of female agricul-
tural workers fell across Montenegro, the Republic of North Macedonia, Serbia, and the EU. This 
was most strongly the case in the Republic of North Macedonia, where employment was reduced 
by one-third – double the decrease in male employment. This was due to travel restrictions on 
seasonal workers.

Larger impact 
on female 

employment by 
occupation due to 

Covid-19

EU employment 
by occupation 

was hit more 
severely than 

in WB6 due 
to lockdown 

measures

Decline in 
employment 

of skilled 
agricultural, 
forestry and 

fishery workers

Table 3.3: Female employment growth by occupation, 2020Q2 vs 
2019Q2

Montenegro

Republic 
of North 

Macedonia Serbia EU
Managers 45% 7% 4% -2%
Professionals -17% 15% 4% 5%
Technicians and associate professionals -1% 18% -10% 1%
Clerical support workers -14% 22% 4% -1%
Service and sales workers -4% -5% -2% -8%
Skilled agricultural, forestry and fishery 
workers

-10% -33% -2% -3%

Craft and related trade workers 19% -19% -2% -3%
Plant and machine operators and 
assemblers

N/A 1% 1% -8%

Elementary occupations -7% 7% -15% -11%

Note(s): Data unavailable for Albania, Bosnia and Herzegovina, and Kosovo*.
Cells were colour coded by strength of growth.
Source(s): Eurostat (2020w). Accessed in December 2020.

Between the first two quarters of 2020 female employment in each occupational group shrunk 
more in Montenegro and Serbia than in the EU. However, the different structures of the EU and 
WB6 economies reflect the magnitude of employment decreases by occupation. The EU recorded 
its largest drops in female employment in services and low-skilled jobs such as elementary and 
plant and machine operating/assembling occupations where female employment decreased by 
between 2% and 4% (see Table 3.4).

In some occupations, women were more affected than men, but this did not occur across all 
occupations and it varies across economies. Female services workers were more affected than 
their male colleagues in the Republic of North Macedonia, whilst in Montenegro and Serbia wom-
en working as elementary workers were more affected by the Covid-19 pandemic. In high-skilled 
occupations such as managers, women experienced a strong increase in employment in Monte-
negro and the Republic of North Macedonia, growing by 14% and 51% respectively between the 
first two quarters of 2020 (compared to no growth in the EU). The growth rates are higher than for 
males, but this could be due to lower numbers of women overall. Conversely, women profession-
als, another high-skilled occupation, were negatively affected in Montenegro and Serbia. In VET 
occupations, such as technicians and associate professionals, women lost their jobs between 
the first two quarters of 2020 in Serbia and the EU. Skilled female agricultural workers in Monte-
negro appear to have benefitted during the crisis, regaining some of the lost employment from 
2019 as mentioned earlier, but overall growing 10 pp more than their male counterparts. Due to 
travel restrictions, services occupations bore the brunt: female employment decreased between 
Q1 and Q2 of 2020, falling by 14%: 9 pp more than male employment in that occupation.

There were larger 
drops in female 
employment in 
Montenegro and 
Serbia than in the 
EU

Female 
employment 
impacts 
differ across 
occupations and 
economies
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Table 3.4: Female employment growth by occupation, 2020Q2 vs 
2020Q1

Montenegro

Republic 
of North 

Macedonia Serbia EU
Managers 14% 51% -1% 0%
Professionals -12% 1% -2% 0%
Technicians and associate professionals 4% 1% -8% -2%
Clerical support workers -20% 7% -4% -1%
Service and sales workers -1% -14% 0% -4%
Skilled agricultural, forestry and fishery 
workers

23% -9% -2% 8%

Craft and related trade workers -10% 7% -6% -1%
Plant and machine operators and 
assemblers

N/A -1% -1% -2%

Elementary occupations -19% 1% -5% -4%

Note(s): Data unavailable for Albania, Bosnia and Herzegovina, and Kosovo*.
Cells colour indicates the maximum (red) and the minimum (blue) growth rates.
Source(s): Eurostat (2020w), Kosovo* Agency of Statistics (2020c). Accessed in December 2020.

Sectors where female employment was most affected by the Covid-19 crisis vary across econ-
omies. However, as in the case of occupations, the large differences in economic structure be-
tween the EU and WB6 economies result in different sectors bearing the brunt of the Covid-19 
pandemic. Lockdown restrictions in the EU meant that female employment shrunk most in the 
accommodation and food services sector (-20%) between the second quarters of 2019 and 2020.

In Montenegro, between 2019Q2 and 2020Q2, female employment fell mostly in services sectors. 
This is as expected because these sectors are most vulnerable to lockdown restrictions. The 
sharpest drop of 41% was recorded in the ICT sector, followed by a 15% decrease in the human 
health and social work activities sectors. In contrast, male employment in those sectors rose by 
14% and 47% respectively. The decline in female employment in these sectors might be due to the 
withdrawal of women from the labour market due to caring activities (Madgavkar et al., 2020). On 
the other hand, significant gains were made by women employed in professional, scientific, and 
technical activities (58%), and the transportation and storage sector (42%). Female employment 
in services in the Republic of North Macedonia was not affected by the pandemic. In the Republic 
of North Macedonia, the largest decreases were recorded in construction and agriculture, both 
of which were highlighted in an ILO report as ones in which women were most vulnerable to 
Covid-19’s sectoral impacts (ILO, 2020a). The third-most affected sector was the accommodation 
sector (-13%). A similar picture arises in Serbia, where the primary sector and construction were 
most affected, while female employment in accommodation services remained stable despite 
the reduction in other economies.

In the first two quarters of 2020, sectors that recorded heavy female employment losses were the 
ICT sector in Montenegro (-42%), the transportation and storage sector in Serbia (-38%), as well 
as administrative and support services in Montenegro and Serbia (-29% and -44% respectively). 
In each of these sectors, the incidence of employment decreases was higher for women than for 

2020 saw a 
drop in female 

employment 
in the 

accommodation 
and food services 

industry in EU

2020 also saw a 
drop in female 
employment in 

construction 
and agriculture 

in three WB6 
economies

Higher impacts 
were observed in 

2020Q2 than in 
2020Q1

men. This is likely due to women taking on more caring responsibilities as schools closed (March 
2020 for Montenegro, the Republic of North Macedonia, and Serbia) (OECD, 2020c, 2020d). In 
contrast, the largest employment losses in the EU were in the accommodation and food services 
industry, driven by the lockdown measures.

Table 3.5: Growth in female employment by sector, 2020Q2 vs 
2020Q1

Montenegro

Republic 
of North 

Macedonia Serbia EU
Agriculture, forestry, and fishing 39% -4% -5% 7%
Manufacturing -17% 0% -4% -1%
Construction NA 25% -45% -2%
Wholesale and retail trade, repair of motor 
vehicles and motorcycles

6% -9% -5% -2%

Transportation and storage 8% -38% -1% -1%
Accommodation and food service activities 1% -26% 19% -12%
Information and communication -42% 55% 20% 5%
Financial and insurance activities 0% 6% -25% -3%
Professional, scientific, and technical 
activities

-7% 35% -3% 1%

Administrative and support service 
activities

-29% 29% -44% -3%

Public administration and defence; 
compulsory social security

-16% 10% 1% 0%

Education -9% -3% 2% -2%
Human health and social work activities 5% -1% -3% 0%
Arts, entertainment, and recreation 11% -4% 4% -1%
Other service activities -5% 3% 4% -3%

Note(s): Data unavailable for Albania, Bosnia and Herzegovina, and Kosovo*.
Sectors where fewer than two economies reported figures are excluded.
Cells with red indicate highest growth in the share of female employment, while cells with blue indicate 
lowest growth in the share of female employment (per column).
Source(s): Eurostat (2020e). Accessed in December 2020.

Any decreases in employment for either gender have to be interpreted in light of the structure of 
the WB6 economies. Given varying degrees of informality across sectors, the actual employment 
impact might be higher than official numbers suggest (ILO, 2020a).

3.3 Impact of automation and the future of work

••• Key points •••
 } The number of occupations with most of their job profiles at risk of automation is 

expected to increase over the period 2018–30, putting at risk recent improvements in 
gender equality in the labour market.
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 } Research has shown that most safe job profiles are in high-skilled occupations like 
legislators, and managers. Most ‘at risk’ job profiles are found in clerks, craft and 
related trades workers, and elementary occupations.

 } Women and men face a similar scale of potential job losses and gains, but in different 
occupations or sectors.

 } In the WB6, women have a high share of employment in occupations with high 
automation potential due to routine cognitive work. At the same time, women are well 
represented in sectors such as healthcare and social assistance, with low automation 
potential. Jobs in these sectors could offset the displacement of female workers.

 } The progress toward gender parity in work could be impeded should gender equality 
measures fail to consider underlying labour market trends such as automation.

The Covid-19 pandemic puts at risk the recent improvements in gender equality in the labour mar-
ket since women are disproportionately represented in industries that are expected to decline the 
most (Madgavkar et al., 2020). However, this pandemic is not the only risk to gender equality. The 
automation of jobs risks displacing many workers, especially those in low-skilled jobs. Since the 
publication of the study of Frey and Osborne (2017), many studies have attempted to estimate 
the risks of automation on employment.

Suta et al (2021) mapped job profiles at risk of automation in the Republic of North Macedonia. 
The mapping of job profiles was done based on the list of occupations from Josten and Lordan 
(2020) which was translated into detailed ISCO-08 occupations. Jobs (an occupation in a sector) 
were labelled as follows:

 } ‘Safe’ if the number of four-digit job profiles that are non-automatable within the two-digit 
occupation is higher than the number of four-digit job profiles that are automatable;

 } ‘At risk’ if the number of four-digit job profiles that are non-automatable within the two-digit 
occupation is less than the number of four-digit job profiles that are automatable;

 } ‘Balanced’ if the number of four-digit job profiles that are non-automatable within the two-
digit occupation equals the number of four-digit job profiles that are automatable.

Suta et al (2021) found that most safe job profiles are in high-skilled occupations like legislators, 
senior officials, managers, and professionals. Most ‘at risk’ job profiles are found in clerks, skilled 
agricultural workers, craft and related trades workers, plant and machine operators and assem-
blers, and elementary occupations.

In Section 2.2, the analysis of the employment by gender and occupation in the WB6 economies 
was presented. In Montenegro, women dominate employment in the broad occupations of pro-
fessionals and clerks. Professionals occupation is safe from automation while the clerk occupa-
tion is at risk. In Albania, women have a higher share of employment in professionals than men, 
and most jobs profiles in this broad occupation are considered safe from automation. However, 

women are also well-represented in elementary occupations (47% of employment in 2019), and 
most jobs profiles in this broad occupation are ‘at risk’ of automation. In Bosnia and Herzegovina, 
and Serbia, women dominate the employment in the broad occupations of professional, market-
ing, sales, and service workers, and clerks. The women in the first two broad occupations are less 
likely to be affected by automation, while women in clerical occupations are more likely to be 
displaced by automation.

Figure 3.1 shows future job prospects based on the 2018 Cedefop Skills Forecast (Cedefop, 
2020) by occupation and by risk of automation. The number of occupations with most of their job 
profiles at risk of automation is expected to increase over the period 2018–30 in the Republic of 
North Macedonia. Service and sales staff, operators and assemblers and workers in elementary 
occupations are occupations with a high share of total employment. Based on the 2018 Cedefop 
Skills Forecast (Cedefop, 2020), some of these occupations are expected to continue to expand 
in the future. Furthermore, professionals and associate professionals seem to have good pros-
pects in terms of job profiles which are either ‘safe’ or ‘balanced’, and in the Republic of North 
Macedonia, these two broad occupations represent a high share of current employment. Women 
are well represented in these two occupations, but also in ‘at risk’ job profiles such as operators 
and assemblers and elementary occupations.

Figure 3.1: Employment change (absolute numbers) by occupation 
and risk of automation, the Republic of North Macedonia, 2018–30

Source(s): taken from Suta et al (2021).

The McKinsey Global Institute (2019) found that women and men face a similar scale of potential 
job losses and gains, but in different occupations or sectors. In the emerging economies, women 
have a high share of employment in many occupations with high automation potential due to rou-
tine cognitive work, such as clerical support or service worker roles. These occupations account 
for 52% of potential female job displacements worldwide. At the same time, women are well rep-
resented in sectors such healthcare and social assistance, with low automation potential. Jobs in 
these sectors could offset the displacement of female workers.
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Gender equality measure should take into account the changes in the labour market due to these 
new technologies. Otherwise, the progress toward gender parity in work which is already slow 
could face a growing gap or women could be left further behind.

3.4 Economic benefits

growth leads to more employment opportunities for women in the economy, with other comple-
mentary macroeconomic and structural policies required to maintain the gains in female labour 
participation and employment over time (Atoyan and Rahman, 2017). The causality is true also in 
the opposite direction, i.e. higher female participation increases growth (see later in this section). 

In Bosnia and Herzegovina, the increase in GDP per capita from 2015 to 2019 was not associated 
with much change in female participation. Bosnia and Herzegovina also has the closest gender 
participation gap to the EU average. Albania has a higher female participation rate than Bosnia 
and Herzegovina, and Montenegro, but lower GDP per capita than both economies. 

Figure 3.2: Female labour participation vs. economic development, 
2015 and 2019

Source(s): World Bank WDI database (2020).

As a prelude to the economic analysis of improved gender equality, an analysis is performed on 
how the gender gap in labour force participation varies across EU Member States and WB6 econ-
omies. Following the EIGE report (EIGE, 2017), the gender gaps in participation rates of men and 
women are calculated as:

where P_ratew is the activity rate of women aged 20 to 64 and P_ratem is the activity rate of men 
from the same age group, based on Labour Force Survey data.

Figure 3.3 shows the gender gaps in participation rates among EU and WB6 economies. In 2019, 
one of the lowest gender gaps in participation rates among EU economies was in Lithuania 
(3.4%), where the female participation rate was 96.6% of the equivalent male rate. In 2019, one 
of the lowest gender gaps in participation rates among WB6 economies was in Serbia, where the 
female participation rate was 82% of the male rate.

••• Key points •••
 } A positive relationship between female labour participation and GDP per capita exists. 

This is visible among WB6 economies, which, on average, have higher GDP per capita 
and also higher female participation rates.

 } Removing gender inequalities in the labour market boosts economic growth in the 
medium-term and the economic effects persist into the long-term.

 } The effect of reducing gender pay gaps is also positive but smaller, and the increase in 
GDP per capita flattens after 15 years.

 } Closing both gender participation and gender pay gaps are worthwhile for equality 
reasons and both outcomes also lead to economic stimulus.

This section describes two sets of scenarios that were developed to estimate the economic im-
pacts of gender equality measures. These scenarios are compared to a baseline case that shows 
the continuation of current trends.

The first set of scenarios looks at the economic impacts of increased female labour participation. 
The scenarios are based on the implementation of gender equality measures that lead to increas-
es in female participation by 2035. The second set of scenarios quantifies the possible economic 
effects of closing the gender pay gap in the WB6 economies. 

The relationship between the participation of women in the labour market and economic develop-
ment is U-shaped (Atoyan and Rahman, 2017). Female labour force participation rates are high in 
low-income economies because women need to work in family enterprises or the informal sector. 
With economic development, female participation decreases initially, due to both social barriers 
and competition from men. It increases again thereafter, with continued improvement in educa-
tion for women being linked with high economic development.

In the EU (in the right-hand side of the ‘U’), the gender gap in labour force participation is lower 
than in the WB6 economies (as presented in Section 2.2). A cross-regional comparison for 2015 
shows that the WB6 economies lie somewhere in the middle of the ‘U’, with lower participation 
rates than other middle-income economies9 (Atoyan and Rahman, 2017).

Figure 3.2 shows the positive relationship between female labour participation and GDP per cap-
ita in both 2015 and 2019. Among WB6 economies, on average, the economies that have high-
er GDP per capita also have higher female participation rates. High and sustainable economic 

9 World Bank definition.
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Figure 3.3: Gender gaps in activity rates (female rates as a % of male 
rates)

Note(s): Incomplete series for Bosnia and Herzegovina, and Kosovo*
The economies were ordered using the gender gap in 2019.
Source(s): Eurostat (2020a); Kosovo* Agency of Statistics (2020c); Instat Albania (2020e); Agency for 
Statistics of Bosnia and Herzegovina (2020).
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In the last decade, among the EU economies, the largest improvement in the gender participa-
tion gap was in Malta (a 21 pp reduction between 2011 and 2019). However, some economies, 
such as Romania, saw a widening of the gender participation gap (2 pp in the case of Romania). 
Among WB6 economies for which there are data covering the last decade, an improvement has 
been observed, with Serbia registering the largest improvement, although less than in Malta. Mon-
tenegro is the only WB6 economy which achieved its smallest gap in 2015, before the participa-
tion gap increased once more, due to a much faster increase in male participation rates than for 
females. For all other WB6 economies (for which data are available for all three years), 2019 saw 
the narrowest gender participation gap.

Higher participation rates increase labour supply. This has two effects. In the short run, there is 
likely to be an immediate increase in unemployment because it will take time for labour demand 
to respond to the increase in the supply. It will be necessary for wage rates to adjust downwards 
for this to happen, which could boost employment and industry competitiveness. At a macroeco-
nomic level, a larger workforce increases potential output, or productive capacity, which will also 
affect firms’ pricing behaviour. In the long run, higher rates of economic growth lead to higher 
employment levels, negating the initial increase in unemployment.

The potential economic gains from gender equality in the WB6 economies are informed by the 
assessment of EU economies in the EIGE study on the Economic Benefits of Gender Equality in 
the European Union (EIGE, 2017). Using the original estimation results from the EIGE study, the 
economic impacts are estimated by first deriving a GDP effect per unit change in the gender gap. 
These estimates are then applied to the potential changes in participation rate gaps in the WB6 
economies.

The estimates of future changes in the gender gap in participation rates presented in Table 3.6 
are based on assumptions to 2035 about the effectiveness of gender equality measures. The first 
step is to estimate the future baseline gender gaps in participation rates in 2035 by projecting 
historical data forward (15 years), reflecting past policy trends and assuming some further policy 
changes in the future (to the extent that they are reflected in the historical data). The second step 
produces estimates of the potential decrease in gender gaps in participation rates as a result 
of additional gender equality measures (which cannot be predicted based on historical data). It 
must be acknowledged that implementing additional gender equality measures may be difficult 
in practice and this current exercise focuses on the potential impacts if such measures were 
successfully implemented. Based on the EIGE report (EIGE, 2017), the approach produces sets of 
scenarios, each assuming a different rate of implementing additional gender equality measures 
by 2035 compared to the baseline:

 } Rapid progress, assuming a higher rate of implementation of additional gender equality 
measures.

 } Slow progress, assuming a slower rate of implementation of additional gender equality 
measures.
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in gender 
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Higher 
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rates lead to 
better economic 
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The current trend describes the gender gap in participation rates by 2035 assuming that the size 
of the labour force (total number of employed and unemployed people) and the overall population 
develop according to projecting historical data forward.

More specifically, the current trend estimates were calculated as follows: 

 } The participation rates of men and women aged 20 to 64 in the labour market in the period 
2010-19 were extracted from Eurostat (2020a); Kosovo* Agency of Statistics (2020b); Instat 
Albania (2020b); Agency for Statistics of Bosnia and Herzegovina (2020).

 } The total gender gap in participation rates for the period 2010-19 was calculated according 
to the formula presented earlier in the section.

 } The improvement in the gender gap in participation rates in the last five years is assumed 
to continue to 2035. For example, if the gender gap in participation rates decreased by 5 pp 
in the last five years (2015-19), then a maximum of 15pp decrease can be expected by 2035 
(2020-35).

 } The male participation rates remain unchanged in the period 2019-30. This is a strong 
assumption for the WB6 economies as there is room for improvement in male participation. 
This assumption is, however, in line with the one made for EU economies in the EIGE report. 
This way, the labour force increase will be based on women and it is thus easier to capture 
the economic benefit of women’s participation. Moreover, higher male participation would 
also boost economic outcomes.

Table 3.6: Baseline (continuation of historical trends) (%)

2015 2016 2017 2018 2019
Change 

2015-19 (pp)
2035 

estimate
Albania 25.3 22.2 24.7 22.6 19.9 - 5.4 9.1 
Bosnia and 
Herzegovina

35.6 37.1 36.0 37.2 34.2 - 1.4 30.1 

Kosovo* 68.7 68.7 69.9 71.5 65.5 - 3.1 59.3 
Montenegro 17.1 19.7 19.9 20.5 18.7 -1.0* 15.7 
Republic of North 
Macedonia

32.9 34.5 34.0 33.1 28.9 - 4.0 20.8 

Serbia 22.4  20.5 19.3 19.2 18.1 - 4.3 7.4 
WB6 26.7 26.7 26.7 26.4 23.7 -3.0 16.6 

Notes: WB6 average excludes Kosovo* as an outlier that strongly influences the overall average.
* Value for Montenegro was calculated based on 2016-19.
Source(s): Cambridge Econometrics estimates based on Eurostat (2020a); Kosovo* Agency of Statistics 
(2020c); Instat Albania (2020e); Agency for Statistics of Bosnia and Herzegovina (2020).

In the period 2015-19 in the WB region, the gender participation gap narrowed by 3 pp. In the 
case of WB6 economies, except Montenegro, the gender participation gap closed in the period 
2015-19, by around 5pp in Albania as the maximum and by 1 pp in Bosnia and Herzegovina as the 
minimum. Montenegro closed its gender gap by 1 pp in the period 2016-19, while achieving its 
lowest value in 2017. By assuming a linear trend downwards, the WB6 economies will reduce the 
gender participation gap by 7.1 pp on average, but a considerable gender gap of 16.6% remains. 

There is heterogeneity within the six economies. By 2035 Albania will reduce the gender partici-
pation gap by around 11 pp reaching a 9% gender gap, while Bosnia and Herzegovina will reduce 
the gender participation gap by 4.2 pp, reaching a 30% gender gap. Table 3.6 shows that only Al-
bania and Serbia were on a trend downwards in the period 2015-19. For Bosnia and Herzegovina, 
Kosovo* and the Republic of North Macedonia, up-and-down trends were observed in the period 
2015-19, but in 2019 the gender gaps were below their 2015 levels.

In Table 3.6, in contrast to other WB6 economies, the gender participation gap in Montenegro was 
on an upward trend in the period 2015-19 and the 2019 value is above that of 2015, which is also 
the lowest gender participation gap in the period 2011-19.

For the WB6 economies, two scenarios are considered to describe the possible progress in nar-
rowing the gender gap in labour market participation by 2035. The slow progress scenario as-
sumes that the future gender equality measures put in place will decrease the gender gap by 0-13 
pp than on current trends (called the baseline). The rapid progress scenario assumes that the 
future gender equality measures put in place will decrease the gender gap by 0-20 pp more than 
on current trends. These two assumptions for the reduction in the gaps in WB6 economies are in 
line with assumptions made in the EIGE report for EU economies with high gender gaps in partic-
ipation rates. Figure 3.3 shows that in economies such as Malta with high gender inequality, the 
gain from implementing additional gender equality measures is higher than in economies where 
gender inequality is already low.

Table 3.7 shows how the assumed decreases in the gender gap in participation rates compares 
against estimates based on current trends (the baseline). On average, in the WB region, the gen-
der participation gap is expected to drop by 11pp and 15 pp under the slow and rapid progress 
scenario respectively. Without additional gender equality measures, the gender participation gap 
is expected to decline by 27%. Among the WB6 economies, Albania is expected to have the nar-
rowest gap. In Albania, where female participation is currently 20% lower than male rates, by 2035 
this gap will be reduced to 7% in a slow progress scenario and to 5% in a rapid progress scenario. 
This is an improvement on the 9% projected in the baseline with no additional action. In Bosnia 
and Herzegovina, where female participation is currently 34% lower than male rates, by 2035 this 
gap will be reduced to 30% in the baseline, to 23% in a slow progress scenario and to 15% in a 
rapid progress scenario.

Table 3.7: Estimates of the gender gap in participation rates in 
different scenarios (%)

2019
Baseline

2035
Slow progress 

by 2035
Rapid progress 

by 2035
Albania 19.9 9.1 6.8 4.6 
Bosnia and Herzegovina 34.2 30.1 22.6 15.0 
Kosovo* 65.5 59.3 53.3 44.4 
Montenegro 18.7 15.7 11.8 7.8 
Republic of North Macedonia 28.9 20.8 15.6 10.4 
Serbia 18.1 7.4 5.5 3.7 
WB6 23.7 16.6 12.5 8.3 

Notes:  WB6 average excludes Kosovo* as an outlier that strongly influences the overall average.
Source(s): Cambridge Econometrics estimates.
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Raising female labour participation to close the participation rate gap will increase labour supply 
as a result of additional women entering the labour force. An increase in the labour supply will, in 
turn, increase the productive capacity of the WB6 economies. The growth rates of GDP per capita 
as a result of an increase in the female labour force participation rates in the EU from the EIGE 
study were used in this study. In 15 years (2015-30), the EU is expected to improve in GDP per 
capita by between 0.8% (slow scenario) and 1.5% (rapid scenario) as a result of reducing the gap 
by up to 13pp and 20pp, respectively (EIGE, 2017). Table 3.8 shows the potential increase in GDP 
per capita by 2035 in the WB6 economies as a result of increased female labour participation in 
the period 2020-35 (15 years). The results in terms of GDP per capita are driven only by the rate 
of implementation of gender equality measures, and are on top of any other economic measure 
already included in the baseline.

An increase in labour participation of women of 2.5% (slow scenario) and 5% (rapid scenario) 
compared to the baseline can lead to an increase in GDP per capita of 0.4% and 0.8%, respectively, 
in Albania compared to otherwise by 2035. The higher the increase in female labour participation 
(i.e. the lower the final gender gap), the greater the impact on GDP per capita. For example, in the 
rapid scenario, the increase of 21.5% in labour participation in Bosnia and Herzegovina compared 
to the baseline could lead to an increase of 3.3% in GDP per capita by 2035. Kosovo* has the 
widest gap in participation to close; therefore, the economic benefits of closing it by 2035 are 
between 2.1% and 5.6%. For the WB6 economies, on average, an increase in female participation 
by 5% under a slow progress scenario and 10% under a rapid progress scenario will raise GDP per 
capita by 0.7% and 1.5%, respectively, by 2035 compared to the baseline.

Table 3.8: The effect of closing the gender participation gap on GDP 
per capita

Female labour force 
participation rates GDP per capita

%difference 
from Baseline 
Slow progress 

2035

%difference 
from Baseline 

Rapid progress 
2035

%difference 
from Baseline 
Slow progress 

2035

%difference 
from Baseline 

Rapid progress 
2035

Albania 2.5 5.0 0.4 0.8
Bosnia and Herzegovina 10.8 21.5 1.5 3.3
Kosovo* 14.5 36.4 2.1 5.6
Montenegro 4.7 9.3 0.7 1.4
Republic of North Macedonia 6.6 13.1 0.9 2.0
Serbia 2.0 4.0 0.3 0.6
WB6 5.0 10.0 0.7 1.5

Notes: WB6 average excludes Kosovo* as an outlier that strongly influences the overall average.
Source(s): Cambridge Econometrics estimates.

The above results are based on the assumptions that male participation rates remain stable by 
2035 and that the WB6 economies will react to the change in labour participation rates similarly 
to the EU economies. As shown by EIGE (2017), there are potential impacts beyond 2035 since 
there are strong lagged effects, with many of the benefits accruing only after 2035. For example, 
improvement in EU GDP per capita as a result of improvement in EU female labour participation 
rises from 0.8%-1.5% in 2030 to 3.2%-5.5% in 2050.

The gender pay gap is defined as the difference between the average gross hourly earnings of 
men and the equivalent earnings for women, expressed as a percentage of the average gross 
hourly earnings of men without correcting for national differences in individual characteristics of 
employed men and women (Eurostat, 2016b). Therefore, the smaller the pay gap the better is the 
performance in this indicator.

The gender pay gap is likely to result from a variety of factors such as: differences in educational 
attainments; lower wages in the sectors and occupations in which women are concentrated; dif-
ferences between female and male participation rates in part-time and full-time work, which are in 
turn influenced by women’s care responsibilities; and discrimination in pay between women and 
men performing equal work or work of equal value (ILO, 2018).

The future trends in the gender pay gap are the result of additional gender equality measures. 
For example, the gender pay gap can also be reduced by increasing women’s labour market par-
ticipation and reducing education inequalities in the labour market. Increasing the labour market 
participation of women may be associated with fewer women taking career breaks and thus 
leading to improved women’s hourly earnings. The higher the educational level, the lower is the 
educational inequality in employment between men and women and the lower the differences in 
hourly earnings.

As Figure 3.5 shows, the total gender pay gap varies substantially across economies. In 2018, 
Luxembourg had the lowest gender pay gap at 1.4% of male hourly earnings. This was consider-
ably lower than the EU average of 14.1%. Estonia had the highest gender pay gap at 21.8% of male 
hourly earnings. Albania and Serbia are both below the EU average in terms of gender pay gap, 
with 10.7%10 and 9.6% of male hourly earnings, respectively. This means that both economies are 
performing better than the EU average.

In 2014, the gender gaps in Albania, Montenegro, Republic of North Macedonia and Serbia were 
below the EU average of 15.7% of male hourly earnings, thus performing better in this indicator.

A reduction in gender pay gaps was observed in more than half the EU and WB6 economies in 
Figure 3.4 over the period 2014-18. In most cases, pay gaps (in hourly earnings) have closed by 
around three percentage points or less between 2014 and 2018, although a few economies have 
seen more significant reductions of between four and seven percentage points over the same 
period. Gender pay gaps increased in 11 economies over this period, most notably in Malta by 2.4 
pp. Both in Albania and Serbia, gender pay gaps increased from 2014 to 2018 by less than 1 pp.

The EU’s gender pay gap narrowed over the period 2014-18 by 1.6 pp, but women’s gross hourly 
earnings were still on average 14.1% below those of men in the EU in 2018. The gender gap has 
been on a decreasing trend since 2012, when women’s relative gross hourly earnings peaked at 
an average of 16.4% below those of men.

10 This figure was taken from Instat Albania (2020c) and it includes more sectors than in the Eurostat definition of gen-
der pay gap in unadjusted form. According to Eurostat (2020j), the gender pay gap in unadjusted form was 6.8% in 2018.
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Figure 3.4 Change (pp) in pay gap 2014-18, by economies

Note(s): Missing series for Bosnia and Herzegovina, and Kosovo*. Incomplete series for Montenegro. The 
different definition of gender pay gap in Albania. Economies are sorted from smallest to largest gender 
gap.
Source(s): Eurostat (2020j); Instat Albania (2020c)
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Figure 3.5 Gender pay gap in unadjusted form (%)

Note(s): Missing series for Bosnia and Herzegovina, and Kosovo*. Incomplete series for Montenegro, 
Republic of North Macedonia and Serbia. Value for Ireland in 2018 is from 2017. Different definition of 
gender pay gap in Albania.
The economies were ordered using the gender gap in 2018.
Source(s): Eurostat (2020j); Instat Albania (2020c)
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To reduce the gender pay gap, higher wages need to be paid to women, while male wage rates 
remain unchanged. In the economy, higher wage rates lead to a reallocation of resources from 
businesses to households. The net effects of this increase may be either positive or negative, 
depending on how households spend their additional income, and how businesses react to high-
er labour costs. An increase in consumption in response to an increase to household incomes 
seems likely but initial benefits within the economy could be cancelled out if businesses react by 
increasing prices in response.

As mentioned above, there are many factors that influence the existence and size of the gender 
pay gap. Therefore, it is difficult to identify the link between the pay gap and the single issue of 
equal pay for equal work. The estimates of future changes in the gender pay gap, by economy, are 
based on assumptions to 2035 about the effectiveness of gender equality measures to reduce 
it. The estimates for the future baseline gender pay gaps in 2035 are produced by projecting his-
torical data forward, reflecting past policy trends and assuming some further policy changes in 
the future. The estimates of the potential decrease in gender pay gaps are driven by additional 
gender equality measures (additional to the baseline measures). Based on the EIGE (2017), the 
approach makes two sets of assumptions on the rate of implementing additional gender equality 
measures by 2035:

 } Rapid progress, assuming a higher achievement of gender equality measures.

 } Slow progress, assuming a slower achievement of gender equality measures.

There is scarce information on WB6 economies’ gender pay gap evolution over time. Only for 
Albania the data series has more than two data points. As shown in Figure 3.4, small increases 
in gender pay gaps in Albania and Serbia were recorded over the period 2014-18. A reasonable 
assumption would be that gender equality measures will ensure that, at least, the 2018 gap does 
not widen by 2035.

Given the lack of historical data, the assumptions on the rapid and slow reductions in gender pay 
gap are based on the EU economies. For the slow scenario, WB6 economies are assumed to re-
duce their gender pay gap by slightly less than the EU average reduction over 2014-18, i.e. by 1.5 
pp by 2035. For the rapid scenario, the WB6 economies are assumed to reduce their gender pay 
gaps by 4 pp, i.e. the reduction in gender pay gap for Luxembourg which was the best performing 
EU economy in 2018.

Raising female gross hourly earnings to close the gender pay gap will increase labour costs. An 
increase in income levels will, in turn, increase consumption in the WB6 economies. The growth 
rates of GDP per capita as a result of an increase in the female gross hourly earnings in the EU 
from the EIGE study are applied. Male gross hourly earnings are assumed not to directly change 
relative to the baseline scenario and female gross hourly earnings increase so that the pay gap is 
reduced to the values implied above. Table 3.9 shows the potential increase in GDP per capita by 
2035 in the WB6 economies as a result of increased female gross hourly earnings in the period 
2020-35.

Since the reduction in pay gap is assumed to be the same for all WB6 economies, the impact on 
GDP per capita is the same as well. Closing the gender pay gap by 1.5 pp compared to the base-
line can lead to an increase in GDP per capita of 0.01% in the WB6 economies by 2035. A reduc-
tion of 4 pp in gender pay gap by 2035 could lead to an increase of 0.07% in GDP per capita. These 
results are in line with EIGE (2017), which shows that the GDP effects of this scenario are much 
lower than the results of increased female labour market participation, with a 0-0.2% increase in 
EU GDP per capita over the 2030-50 period.

Table 3.9: The effect of closing the gender pay gap on GDP per 
capita (%)

%difference from Baseline 
Slow progress 2035

%difference from Baseline 
Rapid progress 2035

Albania 0.04 0.13
Bosnia and Herzegovina 0.04 0.13
Kosovo* 0.04 0.13
Montenegro 0.04 0.13
Republic of North Macedonia 0.04 0.13
Serbia 0.04 0.13
WB6 0.04 0.13

Source(s): Cambridge Econometrics estimates.

As mentioned above, the impact of a reduction in gender pay gap on GDP is lower at least partly 
because there are offsetting effects between higher incomes and higher labour costs. In the long 
run, firms increase prices in order to restore their profit margins, which reduces real incomes in 
the economy and puts downwards pressure on output and GDP from around 2045 onwards.

Closing the gap in labour participation rates brings a higher economic impact than closing the 
gap on gross hourly earnings. The EIGE report (EIGE, 2017) shows that closing the participation 
rates gap leads to lasting economic effects into the future, i.e. the economic benefits continue to 
increase linearly up to 2050. In the case of earnings, closing the gap leads to less economic effect 
into the future as the increase in the GDP per capita flattens after 15 years. 

Overall, closing both gender gaps is worthwhile for equality reasons and both lead to economic 
stimulus.
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4.1 Introduction
The Women Empowerment Index (WEI) measures the performance of WB6 and EU economies in 
terms of the economic empowerment of women. Economic empowerment of women is essential 
for the achievement of sustainable development through poverty eradication and inclusive eco-
nomic growth (UN Women, 2013).

The WEI is based on the same conceptual framework as the PwC Women in Work Index (PwC, 
2018). It also follows the same methodological choices in terms of normalisation and aggrega-
tion methods, but uses a different weighting scheme for the indicators. Due to data availability 
and correlation analysis, two indicators differ from the ones used in the Women in Work Index. 
The methodological approach used to develop the Index is in Appendix A (WEI – technical notes).

The five indicators that make up the WEI are: 

1. Share of females in middle and senior management; 

2. Female labour force participation rate; 

3. Gap between female and male employment rates;

4. Female unemployment rate; and

5. Share of female employees in full-time employment.

All the chosen indicators measure, in some way, economic empowerment of women. Female 
labour participation is the cornerstone of economic empowerment and depends on many so-
cial and economic aspects. Once participating in the labour market, women often face gender 
discrimination which can lead to fewer employment opportunities than men (i.e. a wider gap 
between female and male employment rates), to a minority of them being in senior positions 
(i.e. a lower share of females in middle and senior management), and to being employed in more 
vulnerable positions (i.e. a lower share of female employees in full-time employment). Higher 
unemployment of women might also discourage other women from entering the labour market.

The Index presented in this chapter represents a weighted average of the five indicators, leading 
to a score between 0 and 100, where higher scores indicate greater women empowerment.

This chapter presents and discusses the WEI results (Section 4.2) and how the Index performs in 
relation to other similar indicators (Section 4.3).

4 Women Empowerment Index 4.2 Women Empowerment Index – results

••• Key points •••
 } The highest levels of women empowerment were recorded in Northern Europe11  

economies such as Latvia and Lithuania, with little change in the overall ranking over 
2017-19.

 }  In 2019, Bosnia and Herzegovina, and Kosovo* were ranked last in the Index.

 } Among WB6 economies, Albania performed the best and has improved the most over 
2017-19, rising from 28th in 2017 to 18th in 2019.

 } Higher women empowerment scores go along with higher female educational 
attainment, and lower female inactivity due to caring responsibilities. A high GDP 
per capita is not required to empower women but may follow naturally from female 
empowerment.

In 2019, in the WB6 the WEI average score was 52.4 out of 100 while the EU average score was 80 
out of 100. Figure 4.1 shows that two Northern European countries (Latvia and Lithuania) topped 
the Index, and by some distance, with scores of nearly 100. High overall scores are achieved 
by having scores above the average in all components of the Index. Other Northern European 
countries such as Sweden and Denmark had below-average performance in at least one Index 
indicator.

11 The region Northern Europe is based on the geographic regions defined under the Standard Country or Area Codes 
for Statistical Use of the United Nations Statistics Division and it includes the following EU economies: Denmark; Esto-
nia; Finland; Ireland; Latvia, Lithuania; and Sweden.
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na, and Kosovo* was by far the lowest among the WB6 and EU economies, scoring 45.9 and 27.4, 
respectively, placing them last in the Index.

Over 2017-19, some variation in the rankings of WB6 and EU economies is observed, though the 
top two places were consistently occupied by Latvia and Lithuania. In terms of scores, progress 
has been made by most economies, as Figure 4.2 shows, with increasing scores over time. For 
economies where scores have decreased over the period, the decrease was small (with the ex-
ception of Luxembourg which scored much better in 2018).

Figure 4.2: Women Empowerment Index, 2017-19

Source(s): Cambridge Econometrics calculations.

Figure 4.1: Women Empowerment Index – rank and scores, 2019

Source(s): Cambridge Econometrics calculations.

In 2019, in terms of women empowerment indicators, the WB6 economies underperformed rel-
ative to many EU economies. There is, however, some variation in the women empowerment 
scores among the WB6 economies. For example, Albania recorded the highest score in the WEI 
and thus performed the best out of the six economies, ranking 18th in the overall Index, and above 
other Southern Europe12 economies such as Greece, Spain, and Italy. Montenegro followed, rank-
ing 24th with a score of 70.9 out of 100. Women empowerment in 2019 in Bosnia and Herzegovi-

12 The region Southern Europe is based on the geographic regions defined under the Standard Country or Area Codes 
for Statistical Use of the United Nations Statistics Division and it includes the following EU and WB economies: Albania; 
Bosnia and Herzegovina; Croatia; Greece; Italy; Malta; Montenegro; Portugal; Serbia; Slovenia; Spain; and the Republic of 
North Macedonia.
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Table 4.1: Women Empowerment Index for the WB6, 2019 ranking
Index score

(2019)
Overall rank

(2019)
Index score 

(2017)
Overall rank

(2017)
Albania 75.1 18 54.8 28
Montenegro 70.9 24 63.1 25
Serbia 62.4 28 54.2 29
Republic of North Macedonia 53.0 30 41.0 31
Bosnia and Herzegovina 45.9 32 34.6 32
Kosovo* 25.4 33 19.8 33

Note(s): The WB6 economies are ordered based on their 2019 rank in the Women Empowerment Index, 
not in protocol order, for readability purposes.
Source(s): Cambridge Econometrics calculations.

In the WB6, all economies have improved their scores between 2017 and 2019. Albania stands 
out for having both the highest score and the greatest improvement in score over the period. 
Albania increased its score by 20 points, from 55 to 75, by improving its performance across all 
the component indicators of the Index. In doing so, Albania climbed ten ranks and rose past Mon-
tenegro, which had a higher overall score in 2017 (see Table 4.1) and slightly above Luxembourg, 
Austria, Germany and Belgium (see Figure 4.2). Albania’s improvement in the Index shows both 
the scale of the task for WB6 economies to match EU levels of women empowerment but also 
that such improvements are possible.

Over the period 2017-19, Montenegro, the Republic of North Macedonia, and Serbia improved 
their ranks by one. Bosnia and Herzegovina, and Kosovo* retained their ranks in the overall In-
dex over 2017-19, remaining in the last two places. Nevertheless, progress has been made in all 
six economies. The Republic of North Macedonia, and Bosnia and Herzegovina improved their 
scores by roughly 11 points each. The Republic of North Macedonia achieved this increase by 
improving substantially in three out of the five indicators, while Bosnia and Herzegovina did so by 
improving in four out of the five indicators. The results show encouraging improvements among 
the WB6, with some now ranked higher than EU economies. Overall, though, the gap remains wide 
between the EU and WB6 averages.

These improving results are driven most by the indicators for the gender employment gap and 
the share of women in full-time employment. These indicators carry the most weight in the Index. 
However, in most economies, high performance in these two indicators goes hand-in-hand with 
high performance in female participation and female unemployment13.

13 In the construction of the Index, a lower unemployment rate means higher performance in the indicator.
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Table 4.2: WB6 economies by selected key indicator (in percent), 
2017-19

Gap between male and female 
employment rates

Share of female employees in FT 
employment

2017 2018 2019 2017 2018 2019
Albania 22.9 22.3 20.2 71.9 74.0 75.6
Bosnia and Herzegovina 39.6 39.8 38.3 84.5 85.1 86.0
Kosovo* 73.0 73.2 70.6 94.8 95.8 NA
Montenegro 12.4 13.5 10.5 89.3 91.3 91.9
Republic of North Macedonia 46.4 39.3 33.7 87.8 85.1 82.5
Serbia 39.8 37.7 37.6 74.9 76.8 76.8

Source(s): Cambridge Econometrics calculations.

Table 4.2 shows Albania’s improvement in the share of women in full-time employment and its re-
duction in the gender employment gap, by almost 3 pp. Together with improvements in the other 
three indicators that make up the Index, Albania moved from 28th to 18th place overall in 2019, as 
well as first among the WB6. In 2017, 71.9% of women were employed full-time while, two years 
later, the figure stood at 75.6%. Progress in female labour force participation has also been made, 
as noted in Section 2.2. However, for this indicator, the rankings of the WB6 economies relative to 
EU peers have remained mostly unchanged.

4.3 Women Empowerment Index and other 
indicators/indices
Figure 4.3 and Figure 4.4 show the relationship between the WEI scores and other indicators that 
have been used in the measurement of Gender Equality Sustainable Development Goals.

As detailed in Section 2.4, the gender gap in tertiary educational attainment in the WB6 is often 
positive. More women than men obtain higher education degrees, which allows them to find high 
qualified jobs and thereby raises the possibility of attaining middle or senior management roles 
– one of the indicators in WEI. This positive relationship is illustrated by the clear upward trend in 
Figure 4.3, which emphasises that higher women empowerment goes hand-in-hand with higher 
female educational attainment.

The higher 
female tertiary 
educational 
attainment, the 
higher the female 
empowerment 
score 
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Figure 4.3: Relationship between the WEI and the gender gap in 
tertiary educational attainment

Note(s): Excludes Albania, Bosnia and Herzegovina, and Kosovo*.
The larger the gap, the more women rather than men are attaining tertiary education levels.
Red dots are WB6 economies, while teal dots are EU economies.
Source(s): Cambridge Econometrics calculations; Eurostat (2020q).

In almost all EU and WB6 economies, more women than men obtain tertiary qualifications (ISCED 
levels 5-8). The one exception is Austria where gender parity prevails.

The best performing economies in terms of female tertiary educational attainment are also those 
that have the highest scores in the WEI. For example, Latvia (the highest ranked economy by 
the WEI) has a tertiary education gap of 15 pp between women and men. When it comes to the 
gender gap in educational attainment, Montenegro, the Republic of North Macedonia, and Ser-
bia outperform several EU economies, including Austria and Greece. However the WEI scores of 
these WB6 economies tend to be lower than the aforementioned EU economies. The implication 
is that, while women in the WB region are more likely to hold higher qualifications, and to an ex-
tent comparable to some EU economies, this is yet to translate into comparable improvements in 
employment or women empowerment.

When it comes to economic inactivity due to caring responsibilities, the picture is reversed: the 
larger the gender gap, the worse for women economic empowerment. A large gap between wom-
en and men in terms of caring duties that leave them out of the labour market appears, albeit 
weakly, to negatively affect an economy’s WEI score.

Generally, gender gaps in economic inactivity due to caring responsibilities remain high in all WB6 
and EU economies, as shown in Section 2.5. The smallest gaps are mostly in rich Northern Eu-
ropean economies such as Sweden and Denmark. In line with the earlier analysis in this chapter, 
Figure 4.4 shows that the WB6 economies tend to have lower Index scores. However, with respect 
to the gender gap, Montenegro and Serbia outperform small EU economies like Cyprus and Malta, 
which score better by the Index.

Figure 4.4: Relationship between the WEI and the gender gap in 
inactivity due to caring responsibilities

Note(s): Albania, Bosnia and Herzegovina, and Kosovo* data not available.
The more negative the gap, the more women relative to men are inactive due to caring responsibilities.
Red dots are WB6 economies, while teal dots are EU economies.
Source(s): Cambridge Econometrics calculations; ILO, 2020f.

Together, Figure 4.4 and Figure 4.5 suggest that measures which economically empower wom-
en (by, for example, reducing the share of women who are economically inactive due to caring 
responsibilities) may go hand-in-hand with higher GDP per capita. However, as Latvia shows, the 
per capita size of the economy is not necessarily associated with a high Index score. Sweden and 
Denmark have higher GDP per capita but do not outperform Latvia on the Index.

This is encouraging for WB6 economies, who all find themselves on the left-hand side of Figure 
4.4, with lower GDP per capita in purchasing power parity terms. Thus, to empower women in the 
labour market, a strong economy is not the only requirement. Albeit, as detailed in Section 3.4, 
higher female participation, one of the WEI indicators, can lead to higher GDP per capita.
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Figure 4.7: Relationship between the WEI and the ‘Work’ sub-pillar of 
the EIGE gender equality index

Note(s): EIGE Index does not include Bosnia and Herzegovina, and Kosovo*.
Red dots refer to WB6 economies.
Source(s): Cambridge Econometrics calculations; EIGE, 2020a.

Overall, given the small number of indicators used to construct the WEI, and the emphasis on 
labour market indicators, the correspondence between the WEI and similar efforts by other or-
ganisations shows broad agreement in the assessment of gender equality and empowerment. 
As Figure 4.6 and Figure 4.7 show, the ranking of economies remains essentially the same, with 
Greece and Italy most closely resembling the WB6 economies. Differences in scores at a detailed 
level are due to methodological differences.

Figure 4.5: Relationship between the WEI and GDP per capita

Note{s): Red dots are WB6 economies, while teal dots are EU economies.
Source(s): Cambridge Econometrics calculations; World Bank, 2020.

A comparison of WEI scores with those from the ‘Economic participation and opportunity’ sub-pil-
lar of the World Economic Forum’s Global Gender Gap Index (World Economic Forum, 2019) indi-
cates broad agreement between the two measures14. Figure 4.6 shows similar patterns of scores 
in the two indices for the WB6 economies, especially the ranking of Albania and Montenegro. The 
ranking of the six economies is also identical in the two indices.

The association between the WEI and the ‘Work’ sub-pillar of the EIGE Index (2020a) is weaker15. 
The reason for this is that the WEI includes indicators from both the EIGE index’s ‘Work’ and ‘Pow-
er’ domains. However, the ranking of the WB6 economies is the same in the EIGE index and the 
WEI. 

Figure 4.6: Relationship between the WEI and the ‘Economic participa-
tion and opportunity’ sub-pillar of the Gender Gap Index

Note(s):  WEF Index does not include Kosovo*.
Red dots refer to WB6 economies.
Source(s): Cambridge Econometrics calculations; World Economic Forum, 2019.

14 A linear regression of the WEI scores on the WEF scores yields an equation with an R2 (a statistical measure of good-
ness-of-fit) of 0.48. In the context of a cross-sectional analysis of this type, such a value suggests that the WEF scores 
have relatively good explanatory power with respect to the WEI scores.
15 Here, the R2 is just 0.12, which suggests much weaker correspondence between the WEI and the EIGE scores, com-
pared with the WEI and the WEF scores.
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5.1 Conclusions
The WEI average score for the WB6 economies is some way below the EU average. Despite recent 
progress in a number of key indicators regarding gender equality in the WB6, gender gaps remain 
large, in particular in participation and employment rates, and pay. Female shares in middle-to-se-
nior management and entrepreneurial positions are also still low. In these respects, there remains 
much potential in the WB6 economies for economic empowerment of women and, in turn, im-
proved economic outcomes.

At present, the impact of the Covid-19 pandemic on the labour market for women is not clear-cut, 
since the impact varies by occupation. Women are, however, more likely than men to have moved 
from employment to inactivity rather than into unemployment. The analysis in Chapter 3 also only 
captures the changes in the first two quarters of 202016, during which many measures were imple-
mented to preserve employment. There remains high uncertainty about the long-term economic 
and labour market impacts of the Covid-19 pandemic. 

Driving forces for changes in the labour market are linked to automation and digitalisation. As 
shown in Section 3.3, women in routine jobs are more likely to be negatively impacted by automa-
tion, while non-routine work may be positively impacted. It will be essential to equip women with 
the skillsets that allow them to adapt to these economic transformations and benefit from this 
structural change. Increasing the employment of women and reducing skills mismatches also 
represent important opportunities to overcome skills shortages in the region.

An important reason for gender inequality is linked to gender stereotypes and patriarchal culture 
in society and the economy. In particular, caring responsibilities and the limited access to afford-
able and quality family care and gender inequality in the time spent on these activities prevent 
women from taking up employment and/or lead to career breaks that have negative effects on 
career development. Discriminatory behaviour also prevents women from being well-represented 
in senior and middle management positions and among entrepreneurs (UN Women, 2013). Gen-
der segregation with regard to occupational choices and low levels of education among older 
generations also contributes to the weaker position of women in the labour market. Nevertheless, 
all WB6 economies have developed policy approaches to overcome the sources of inequalities, 
although efforts vary by policy area and economy.

The long-term opportunity and challenge for the WB6 lies in improving the economic empower-
ment of women. As shown by the WEI, this involves increasing women’s labour market participa-
tion, reducing their unemployment, closing the gender employment gap and increasing access to 
better jobs. As shown in Section 3.4, the economic empowerment of women has the potential for 
wider benefits through economic growth. Economic empowerment of women is also associated 
with the broader pathway to become a highly developed economy.

16 These two quarters of the data were available at the time when the analysis was performed.
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Section 3.4 has, in particular, shown the potential economic benefits for the WB6 economies of 
closing the gender participation gap. The first set of scenarios presented in Section 3.4 considers 
alternative rates at which gender participation gaps might narrow in the future. This involves a 
comparison between a baseline, in which progress is similar to that seen since 2015, and two 
scenarios of faster progress (‘small progress’ / mild acceleration and ‘rapid progress’ / significant 
acceleration). To achieve the outcomes of the different scenarios in terms of enhanced GDP, the 
coverage of the recommended measures, the level of needed social investments, the rapidity with 
which activities are being developed varies among WB6 economies. This means that for slow and 
rapid scenarios, activities and measures will need to be (considerably) intensified and up-scaled, 
in particular in those economies lagging most behind. Also, because current and projected gen-
der gaps differ across the WB6 economies, the target gaps also vary in size and ambition. This 
could entail significant action on the part of individual WB6 economies. 

The impact of closing the gender pay gap is less marked, but could still generate economic ben-
efits. The gender pay gap is not only linked to discriminatory behaviour, but also to gender segre-
gation and sectoral allocation of labour. Thus, policies to tackle the gender pay gap may also have 
a positive impact on reducing the gender employment gap. 

Different measures require different amounts of time and effort to take effect. In particular, mea-
sures to reduce gender stereotypes must be sustained: effects may not become visible until fu-
ture generations but, equally, could be long-lasting. The policy approaches recommended in the 
next section are interlinked and reinforce each other, emphasising the need for a comprehensive/
wide-ranging package of measures.

5.2 Policy recommendations
The following policy recommendations are valid for all WB6 economies, although these econ-
omies do start from quite different levels in the achievement of gender equality. The detailed 
stocktake and assessment of policy progress in the six Western Balkan economies and some 
economy-specific recommendations are set out in Appendix B.

As there are multiple reasons for inequalities in the labour market and employment barriers for 
women, policies need to address both inequalities and discrimination. The different policies and 
strategies are strongly interlinked as the relationship between, for example, education and the 
labour market makes it clear. A comprehensive strategy is thus necessary to effectively increase 
economic empowerment of women. All WB6 economies have made efforts to set up relevant 
institutions and introduce coordination and gender-responsive budgeting mechanisms. It is im-
portant to continue on this path and to effectively implement relevant strategies. In particular, the 
following recommendations are made: 

 } Include a gender dimension in all strategies that are relevant for the economic 
empowerment of women. This calls for the need to:

 » Continue improving coordination among ministries and stakeholders at all territorial lev-
els in order to develop and implement measures to increase economic empowerment of 
women. 
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 » Systematically scrutinise laws, law proposals, regulations of institutions and policy mea-
sures in terms of their impact on women’s access to employment and quality of employ-
ment, including career progression.

 } Implement gender-responsive budgeting at all territorial levels. Important progress needs to 
be made in particular in Bosnia and Herzegovina and Kosovo*.

 } Regularly monitor the implementation of measures aimed at promoting economic 
empowerment of women and increase monitoring scope so as to assess, in detail, all 
planned activities in the various strategies and programmes.

 } Ensure sustainable domestic financing of measures with sizeable budgets to support 
substantial increases in women’s participation in the labour market. This is important since 
several measures are currently financed by international donors. The longevity of such 
financing is not guaranteed.

 } Continue efforts to collect and display gender-disaggregated survey data as well as 
administrative data on policy implementation.

 » Regularly calculate the gender wage gap, adjusted for hours worked and differentiated by 
occupational group and sector.

 » Regularly update the Women Empowerment Index developed in this report, and continue 
with other comprehensive monitoring exercises (e.g. Serbia is now calculating the EIGE 
Gender Equality Index for the third time).

 » Conduct detailed analysis of employment simultaneously by gender, sector of activity and 
occupation (at two- and three-digit ISCO levels).

 » Monitor working conditions by gender.

 } Adopt and implement an employment strategy in Bosnia and Herzegovina, as is done in 
other economies in the region.

It is important that the legal framework against discrimination is not only well established but 
also well implemented in all WB6 economies. This means that mechanisms need to be in place to 
support the implementation of the law and women need to be aware of their rights, which is often 
not the case in WB6 economies. Reducing discrimination renders labour market participation 
more attractive for women and, in the long run, also reduces gender stereotypes by sector and 
occupation. It is also key for improving career progression and raising the share of women in mid-
dle and senior management. In addition to setting up the legal framework, it is recommended to:

 } Raise awareness about all forms of gender discrimination linked to access to employment 
and the workplace. The target groups involved in awareness raising activities should be 
the employers, chambers of commerce, social partners, education institutions, labour 
inspectorates, and legal institutions.

 } Provide women with support and legal advice to report on all cases of discrimination.

 } Monitor the reported cases of gender discrimination and sexual harassment.

 } Strengthen institutional capacities to effectively implement the legal framework protecting 
women from gender discrimination, in particular, in Bosnia and Herzegovina and Kosovo*.

 } Make sure labour law is implemented and ensure that posted vacancies are formulated in 
a non-discriminatory way. Strengthen control mechanisms (e.g. labour inspectorates and 
workplace representation).

Policies to reconcile work and family life are key to increase the labour market participation rate 
and employment rate of women and support career progression. Policies need to tackle child and 
elderly care, and working hours, since family duties are frequently a barrier to women being active 
in the labour market. In addition, it is crucial that gender roles and gender stereotypes are tackled 
and that there are policies targeted at men to involve them in caring responsibilities.

While access to full-time work is generally regarded as empowering women economically, a low 
incidence of part-time work may be linked to employment barriers. The lack of flexible working 
time arrangements may prevent women from being active in the labour market if they cannot find 
a solution to their caring responsibilities.

In particular, it is recommended to:

 } Continue to expand access to affordable and quality childcare:

 » Improve the quality of childcare for children younger than 3 years, and more generally at 
pre-school age, and extend after school childcare for younger pupils17. The absence of 
sufficient childcare options is especially acute in Kosovo* and Bosnia and Herzegovina. 
It is vital that childcare offerings for young children are made available at scale. This 
requires substantial investment in publicly provided childcare centres and promoting the 
development of quality private childcare centres.

 » Develop a system to accredit public and private childcare offers and monitor quality of 
childcare. This should include public subsidies for private childcare provision as well as 
education and accreditation programmes to prepare caregivers and care-entrepreneurs.

 » Continue to expand childcare facilities in rural areas. 

 » Monitor the quality of childcare (in terms of child-to-nurse ratios, pedagogical concepts 
and opening hours).

 » Monitor attendance rates of children of all ages in public and private childcare institutions 
and in out-of-school care arrangements. This requires the systematic collection and pub-
lication of economy- and local-level data to show regional and urban/rural performance.

 } Implement gender-sensitive pedagogical concepts in early childhood education and care, 
as breaking gender stereotypes needs to start at an early age. Those economies that have 
already started with this strategy (e.g. Kosovo*) should continue their efforts.

 } Expand the provision of quality elderly care in the form of day-care and residential care.

 } Avoid disincentives for employers to employ young women and improve employment 
protection for pregnant women. Policies should make sure that the bulk of maternity leave 

17 See for good practices in this area e.g. Eurofound (2020).
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and support during parental leave is paid through social security contributions and taxes, 
rather than by employers.  

 } Encourage fathers to take parental leave using the following strategies:

 » Develop a sustainable awareness raising strategy for employers, as this is likely to be a 
long-term process. 

 » Monitor take-up of parental leave and paternal leave by fathers, to be able to investigate 
the reasons for low take-up rates. 

 » Introduce rules for non-transferable paternal leave and increase awareness about the im-
portance of fathers taking leave18. 

 » In Bosnia and Herzegovina, harmonise parental leave across the different entities, dis-
tricts and cantons of the economy.

 } Promote the implementation of flexible working time schemes: 

 » Increase incentives to reduce weekly working hours in order to permit more mothers to be 
employed19. This would be especially relevant for Kosovo*, Montenegro and Bosnia and 
Herzegovina, where part-time employment was below the region’s average in 2019 along-
side wide gender employment gaps and/or comparatively low female employment rates.

 » Introduce working time accounts to allow for better time management for parents and 
support reconciliation of work and family life.

 » Encourage companies to implement teleworking for parents.

Employment rates of older workers are lower than for prime age workers. There is an important 
gender gap in the retirement age, with women retiring at younger ages than men. Lengthening 
working lives is important to ensure decent pensions (in particular for women who are also more 
likely to have disrupted working lives). 

In particular, it is recommended to:

 } Continue to narrow the gender gap in retirement age by raising the statutory retirement age 
of women. 

 } Implement policies that allow combining work and pensions, in line with OECD good 
practice20. 

 } Promote employment of older workers outside the agricultural sector and further reduce 
age discrimination and promote implementation of age management approaches. Raise 
awareness of the benefits of employing older men and women.

 } Lengthen working lives of women through the provision of support that helps to reduce 
(undesired) extended career breaks, promoting stable employment relationships, improving 
labour market access when re-entering the labour market after a career break, promoting 

18 See for practices in the European Union and OECD: Janta and Tewart, (2018), OECD (no date),and OECD, (2019).
19 Part-time employment does not necessarily mean working only half-days. Reduction of working hours by a few hours 
can already make a difference for parents.
20 OECD (2020b)

labour market access, and targeting active labour market policies at older women. Improve 
access to formal employment for women in order to improve their access to pensions.

Access to education and the vocational choices made at secondary and tertiary level impact 
strongly the employment chances, career prospects and wage development of women. As shown 
in this study, employment rates of well-educated women are higher than the ones of men. Low-ed-
ucated women and men are more often employed in the informal sector, with low-income levels, 
no contributions to the public pension system and limited access to health services in some econ-
omies. To improve chances of being employed in the formal economy, to reduce unemployment 
and to narrow the gender pay gap, it is not only important to raise the education levels of women 
but also to reduce horizontal skills mismatches (through pursuing VET or university subjects for 
which there is less demand in the labour market) and reduce occupational gender segregation.

While in general enrolment of young women in tertiary education has increased substantially 
compared to previous generations, middle-aged and older women have mostly a low level of 
educational attainment and are less well equipped than men with the skills required in the labour 
market. It is, therefore, recommended to:

 } Increase further the educational level of women, in particular of young people from 
disadvantaged socio-economic backgrounds by:

 » Providing support to pupils and their parents to avoid school drop-outs. Early school leav-
ing should be further reduced and gender gaps narrowed (in particular, in Albania and 
Bosnia and Herzegovina, it has been the case for several years that more girls than boys 
have dropped out of school).

 » Substantially promoting access to education for girls and women from Roma and Egyp-
tian communities.

 » Providing scholarships to girls and young women.

 } Develop and implement vocational guidance in order to attract more young women into 
STEM, as well as into generally male-dominated occupations, and conversely attract young 
men into female-dominated occupations (e.g. in the areas of education and health). 

 » Although young women already represent a higher share of students and graduates in 
STEM than in many EU Member States (including in engineering and computer sciences), 
there is much room to increase these shares further, in particular in computer sciences 
and engineering. It is thus recommended to attract women to IT study fields in general 
and to expand study places accordingly. For example, it is recommended to continue with 
the implementation of ‘girl’s days’ in Albania and introduce them in economies where they 
are not conducted yet. 

 » Scale up ICT study places for men and women.

 » Continue to implement activities to foster the interest of pupils, and in particular of girls, 
in technology.

 » Promote access to VET, in particular in those occupations that are in demand, including 
currently male-dominated occupations in the craft sector. Likewise promote young men 
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to take up female-dominated occupations, such as nursing. Scrutinise curricula and re-
form them to ensure they are gender sensitive and not paving the way for segregation.

 » Collect and regularly publish gender-disaggregated statistics on women’s participation in 
research, and education in VET and tertiary education by field of study. Several economies 
in the region, but not all (e.g. Bosnia and Herzegovina), already publish disaggregated 
data on women’s participation in tertiary education by study field.

 } Increase the number of female members in the Academy of Science and Arts and 
encourage women to become scientists (e.g. in Montenegro and Serbia women are largely 
underrepresented).

 } Implement remedial education and upskilling programmes for middle-aged and older 
women, since a large share only have primary education. Despite improvements in recent 
years, the gender employment gap is still very large for the low-skilled and the medium-
skilled.

 } Revise curricula and textbooks to:

 » Overcome gender segregation and traditional gender roles (in particular in Bosnia and 
Herzegovina. Other economies in the region have already started the process and are 
encouraged to continue their efforts).

 » Improve employability of young people through revising curricula to include skills that are 
in demand in the labour market. This should extend to the inclusion of practical training 
elements in the curricula (in particular in Bosnia and Herzegovina). Some economies in 
the region are piloting changes and reforms in their VET systems in order to strengthen 
or introduce work-based learning modules. These economies are encouraged to continue 
their efforts and to monitor the employability of graduates, differentiated by gender.

 » Improve the quality of teaching in order to increase skills in mathematics and digital skills 
for both girls and boys, and to reduce the gender gap (in particular in Kosovo* and Mon-
tenegro21).

The gender gap in entrepreneurship is large. Women have more difficulty in accessing finance, 
guidance and entrepreneurship training. Moreover, they are often disadvantaged with regard to 
property rights or are not aware of their rights. In order to raise the economic empowerment of 
women it is crucial to increase women entrepreneurship. It is recommended to:

 } Scale up programmes to support women’s entrepreneurship in order to improve access of 
women to financial resources (including access to microcredit), provide entrepreneurship 
training and support companies recently created by women (to sustain entrepreneurial 
efforts). 

 » In Bosnia and Herzegovina, it is recommended to improve implementation of laws and 
regulations to boost gender equality, especially in the context of obtaining credit. It is also 
recommended to develop dedicated support programmes like partial credit guarantee 
schemes and counterpart guarantees to expand the supply of credit to female-led micro 
enterprises and SMEs.

21 Note that data are not available for Serbia and Albania.

 } Set up a coordinating unit or one-stop-shop to promote female entrepreneurship (e.g. 
this would be relevant in the Republic of North Macedonia) or designate a stakeholder 
that would coordinate the diverse public and private programmes to support women’s 
entrepreneurship and entrepreneurial learning (e.g. this would be advisable in Serbia).

 } Encourage and support women in rural areas to make investments to improve productivity 
and diversify supply and supply chains.

 } Implement enforcement of women’s property rights: 

 » For example, with regard to property rights concerning agricultural land, as set out in the 
national Strategy for Gender Equality in Albania. 

 » In Bosnia and Herzegovina: amend the land registry laws to enable the non-registered 
spouse to register as co-owner of the property acquired during marriage without the con-
sent of the already-registered spouse; and simplify the land registration process for the 
non-registered spouse. 

 » In Kosovo*: implement the right to property and inheritance for women in order to in-
crease ownership. 

 } Advisory services to financial institutions should be provided in order improve credit risk 
assessment, develop new products, and expand services to female-led micro enterprises 
and SMEs.

 } Provide guidance for women to set up businesses, to increase productivity of businesses 
and to maintain their businesses’ profitability. This includes organising entrepreneurship 
training programmes for women.

 } Initiate and coordinate mentorship programmes for women.

 } Improve reporting of: 

 » Gender-disaggregated data on entrepreneurship. For example, the Statistical Agency of 
Serbia should collect and publish data on the shares of businesses owned by women. 
This would also be relevant for other economies in the region.

 » Access to financial resources, by financial institutions.

 » Gender-disaggregated data on land property.

 } Include entrepreneurship education in curricula of VET and tertiary education. This should 
include dedicated entrepreneurship training to low-educated women.

Public Employment Services, through their placement activities, counselling and implementation 
of active labour market policies can play an important role in reducing the unemployment of 
women and men, and increasing their employability. These services can also play an important 
role in promoting the transition from informal employment and underemployment into formal 
jobs. They may also prevent women from becoming inactive or support them to become active in 
the labour market. In order for the Public Employment Services to take over this role in an effec-
tive way it is recommended to:

Promote 
entrepreneurship

Access to 
employment 
services and active 
labour market 
policies
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 } Strengthen institutional capacities of the Public Employment Service, in particular:

 » by increasing the number of staff

 » through gender-sensitive training of staff

 } Collect and publish gender-disaggregated data on participants by type of active labour 
market policy. 

 } Evaluate active labour market policies and measure outcomes and impacts by gender.

 } Intensify efforts to place women into formal employment. Women registered with the 
Public Employment Services often belong to disadvantaged groups (low-skilled, older 
women, women living in rural areas and women from minority groups) and are more likely 
to be inactive, informally employed or underemployed. It is important to increase efforts to 
reach out to this group of women and activate them. Promoting their transition to formal 
employment will help to reduce in-work poverty rates. 

 } Develop and implement dedicated start-up programmes for unemployed women, and 
provide entrepreneurship training and follow-up support. Budgets for entrepreneurship 
programmes for unemployed women should be significantly scaled up.

 } Significantly increase budgets for upskilling mid-level and low-skilled unemployed adults. 

 } Increase regional mobility by providing transportation support to unemployed women if they 
take up employment (e.g. in the form of vouchers).

 } In addition to active labour market policies, it is recommended to invest in public 
transportation, including in rural areas. 

 } Implement measures to substantially reduce youth unemployment rates (e.g. by promoting 
internships, promoting trial employment and employment incentives). This should include a 
gender perspective in the Youth employment strategy as well as in the Strategy for inclusion 
of Roma and Egyptian communities, for example in Albania and other economies which 
have not included the gender dimension yet.

 } Provide upskilling for women returning to the labour market after a childrearing break, and 
for women to adapt their skills to economic and technological change.  The focus of these 
upskilling and reskilling efforts for women should be on helping them into occupations that 
are in demand in the labour market, in particular those for which there are skills shortages.

 } Strengthen capacities of social services at local level. This includes improving cooperation 
with social services at the local level, including child care and elderly care services, to help 
women overcome employment barriers. 

 } Strengthen services provided to employers and raise awareness to eliminate discriminatory 
behaviour in the recruitment process. It should be ensured that vacancies registered at the 
PES are presented in a gender-neutral manner. 

Agency for Statistics of Bosnia and Herzegovina (2020) Labour Force Survey BH, Agency for 
Statistics of Bosnia and Herzegovina. Available at: http://www.bhas.ba/Calendar/Catego-
ry?id=13&page=5&statGroup=13&tabId=0 (Accessed: 16 December 2020).

Atoyan, R. and Rahman, J. (2017) Western Balkans: Increasing Women’s Role in the Economy. IMF 
Working Paper 17/194. IMF Working Paper. Available at: https://papers.ssrn.com/sol3/papers.
cfm?abstract_id=3124396.

Baci, E. (2019) Country report Gender equality. How are EU rules transposed into national law? 
Albania 2019.

Cedefop (2020) Cedefop Skills Forecast 2018. Available at: https://www.cedefop.europa.eu/en/
events-and-projects/projects/skills-forecast.

Dokmanovic, M. (2016) Gender Analysis for Serbia. European Commission. Available at: http://
europa.rs/files/Gender_Equality/Gender-Analysis-Serbia-dec-2016.pdf.

Duell, N. (2020) Skills shortages and labour migration in the field of information and communica-
tion technology in Canada, China, Germany and Singapore. Geneva: International Labour Organi-
zation. Available at: https://www.ilo.org/global/meetings-and-events/WCMS_755663/lang--en/
index.htm.

EIGE (2017) Economic Benefits of Gender Equality in the European Union. Luxembourg: Publica-
tions Office of the European Union. Available at: https://eige.europa.eu/gender-mainstreaming/
policy-areas/economic-and-financial-affairs/economic-benefits-gender-equality.

EIGE (2020a) Gender Equality Index, European Institute for Gender Equality. Available at: https://
eige.europa.eu/gender-equality-index/2020.

EIGE (2020b) Gender Statistics Database: Central banks: governors, deputy/vice-governors, and 
members, European Institute for Gender Equality: Gender Statistics. Available at: https://eige.eu-
ropa.eu/gender-statistics/dgs/indicator/wmidm_bus_fin__wmid_centbnk (Accessed: 16 Decem-
ber 2020).

EIGE (2020c) Gender Statistics Database: National parliaments: presidents and members, Europe-
an Institute for Gender Equality: Gender Statistics. Available at: https://eige.europa.eu/gender-sta-
tistics/dgs/indicator/wmidm_pol_parl__wmid_natparl/metadata (Accessed: 16 December 2020).

Eurofound (2016) European Quality of Life Survey 2016 - Q67b, Eurofound database. Available at: 
https://www.eurofound.europa.eu/data/european-quality-of-life-survey (Accessed: 13 December 
2020).

6 References



Economic Benefits of Gender Equality and Women Empowerment in the Western Balkans sixReferences

84 85

Eurofound (2020) Out-of-school care: Provision and public policy. Luxembourg: Publications Of-
fice of the European Union. Available at: https://www.eurofound.europa.eu/publications/custom-
ised-report/2020/out-of-school-care-provision-and-public-policy.

European Commission (2019a) Albania 2019 Report. Accompanying the document “Communi-
cation from the Commission to the European Parliament, the Council, the European Economic 
and Social Committee and the Committee of the Regions. Commission staff working document 
COM(2019) 260 final.

European Commission (2019b) Economic Reform Programme of Serbia (2019-21) - Commission 
Assessment. Brussels: European Commission. Available at: https://ec.europa.eu/neighbour-
hood-enlargement/sites/near/files/serbia_2019-2021_erp.pdf.

European Commission (2019c) Key Data on Early Childhood Education and Care in Europe - 2019 
Edition. Luxembourg: Publications Office of the European Union. Available at: https://eacea.
ec.europa.eu/national-policies/eurydice/content/key-data-early-childhood-education-and-care-
europe-%E2%80%93-2019-edition_en.

Eurostat (2016a) Candidate countries and potential candidates: population - demography [CPC_
PSDEMO]. Available at: https://ec.europa.eu/eurostat/databrowser/view/cpc_psdemo/default/
table?lang=en (Accessed: 10 December 2020).

Eurostat (2016b) Glossary:Gender pay gap (GPG), Eurostat Statistics Explained. Available at: 
https://ec.europa.eu/eurostat/statistics-explained/index.php/Glossary:Gender_pay_gap_(GPG) 
(Accessed: 6 January 2021).

Eurostat (2020a) Activity rates by sex, age and citizenship (%) [LFSA_ARGAN], Eurostat database. 
Available at: https://ec.europa.eu/eurostat/databrowser/view/lfsa_argan/default/table?lang=en 
(Accessed: 16 December 2020).

Eurostat (2020b) At-risk-of-poverty rate by sex [TESSI010], Eurostat database. Available at: https://
ec.europa.eu/eurostat/databrowser/view/tessi010/default/table?lang=en (Accessed: 16 De-
cember 2020).

Eurostat (2020c) Early leavers from education and training by sex [SDG_04_10], Eurostat database. 
Available at: https://ec.europa.eu/eurostat/databrowser/view/sdg_04_10/default/table?lang=en 
(Accessed: 16 December 2020).

Eurostat (2020d) Employment by sex, age and economic activity (from 2008 onwards, NACE Rev. 
2) - 1 000 [LFSA_EGAN2], Eurostat database. Available at: https://ec.europa.eu/eurostat/data-
browser/view/lfsa_egan2/default/table?lang=en (Accessed: 16 December 2020).

Eurostat (2020e) Employment by sex, age and economic activity (from 2008 onwards, NACE Rev. 2) 
- 1 000 [LFSQ_EGAN2 ], Eurostat database. Available at: https://ec.europa.eu/eurostat/databrows-
er/view/lfsq_egan2/default/table?lang=en (Accessed: 16 December 2020).

Eurostat (2020f) Employment by sex, age, professional status and occupation (1 000)[LFSA_EGAIS], 
Eurostat database. Available at: https://ec.europa.eu/eurostat/databrowser/view/lfsa_egais/de-
fault/table?lang=en (Accessed: 16 December 2020).

Eurostat (2020g) Employment rates by sex, age, and citizenship (%) [LFSA_ERGAN], Eurostat 
database. Available at: https://ec.europa.eu/eurostat/databrowser/view/lfsa_ergan/default/
table?lang=en (Accessed: 16 December 2020).

Eurostat (2020h) Employment rates by sex, age and educational attainment level (%) [LFSQ_ER-
GAED], Eurostat database. Available at: https://ec.europa.eu/eurostat/databrowser/view/lfsq_er-
gaed/default/table?lang=en (Accessed: 16 December 2020).

Eurostat (2020i) GDP per capita in PPS [TEC00114], Eurostat database. Available at: https://ec.eu-
ropa.eu/eurostat/databrowser/view/tec00114/default/table?lang=en (Accessed: 16 December 
2020).

Eurostat (2020j) Gender pay gap in unadjusted form [SDG_05_20], Eurostat database. Available at: 
https://ec.europa.eu/eurostat/databrowser/view/sdg_05_20/default/table?lang=en (Accessed: 
6 January 2021).

Eurostat (2020k) Graduates by education level, programme orientation, sex and field of education 
[EDUC_UOE_GRAD02], Eurostat database. Available at: https://ec.europa.eu/eurostat/databrows-
er/view/educ_uoe_grad02/default/table?lang=en (Accessed: 16 December 2020).

Eurostat (2020l) Inactive population by sex, age, and educational attainment (1000) [LFSA_IGAED], 
Eurostat database. Available at: https://ec.europa.eu/eurostat/databrowser/view/LFSA_IGAED__
custom_381349/default/table?lang=en (Accessed: 16 December 2020).

Eurostat (2020m) Inactive population not seeking employment by sex, age and main reason 
[LFSA_IGAR], Eurostat database. Available at: https://ec.europa.eu/eurostat/databrowser/view/
lfsa_igar/default/table?lang=en (Accessed: 16 December 2020).

Eurostat (2020n) Income and living conditions [ilc], Eurostat database. Available at: https://ec.eu-
ropa.eu/eurostat/web/income-and-living-conditions/data/database (Accessed: 16 December 
2020).

Eurostat (2020o) Individuals’ level of digital skills [ISOC_SK_DSKL_I], Eurostat database. Available 
at: https://ec.europa.eu/eurostat/databrowser/view/isoc_sk_dskl_i/default/table?lang=en (Ac-
cessed: 16 December 2020).

Eurostat (2020p) Part-time employment as percentage of the total employment, by sex and age (%) 
[LFSA_EPPGA], Eurostat database. Available at: https://ec.europa.eu/eurostat/databrowser/view/
lfsa_eppga/default/table?lang=en (Accessed: 16 December 2020).

Eurostat (2020q) ‘Population by educational attainment level [EDAT_LFSE_03]’. Available at: eu-
rostat.ec.europa.eu (Accessed: 1 January 2021).



Economic Benefits of Gender Equality and Women Empowerment in the Western Balkans sixReferences

86 87

Eurostat (2020r) Self-reported unmet need for medical care by sex [TESPM110], Eurostat database. 
Available at: https://ec.europa.eu/eurostat/databrowser/view/tespm110/default/table?lang=en 
(Accessed: 16 December 2020).

Eurostat (2020s) Students enrolled in tertiary education by education level, programme orientation, 
sex and field of education [EDUC_UOE_ENRT03], Eurostat database. Available at: https://ec.eu-
ropa.eu/eurostat/databrowser/view/educ_uoe_enrt03/default/table?lang=en (Accessed: 16 De-
cember 2020).

Eurostat (2020t) Temporary employees by sex, age and main reason[LFSA_ETGAR], Eurostat 
database. Available at: https://ec.europa.eu/eurostat/databrowser/view/lfsa_etgar/default/
table?lang=en (Accessed: 16 December 2020).

Eurostat (2020u) Unemployment rates by sex, age and citizenship (%) [LFSA_URGAN], Eurostat 
database. Available at: https://ec.europa.eu/eurostat/databrowser/view/lfsa_urgan/default/
table?lang=en (Accessed: 16 December 2020).

Eurostat (2020v) Unemployment rates by sex, age and citizenship (1,000) [LFSA_UGAN], Eurostat 
database. Available at: https://ec.europa.eu/eurostat/databrowser/view/lfsa_ugan/default/
table?lang=en (Accessed: 1 January 2021).

Eurostat (2020w) Unemployment rates by sex, age and educational attainment level (%) [LFSQ_UR-
GAED], Eurostat database. Available at: https://ec.europa.eu/eurostat/databrowser/view/lfsq_ur-
gaed/default/table?lang=en (Accessed: 16 December 2020).

Frey, C. B. and Osborne, M. A. (2017) ‘The future of employment: How susceptible are jobs to 
computerisation?’, Technological forecasting and social change, 114, pp. 254–280.

Friedrich Ebert Stiftung (2016) Wage and Labour Conditions of Shoe and Garment Workers in Al-
bania. Available at: https://library.fes.de/pdf-files/bueros/albanien/13137.pdf (Accessed: 16 De-
cember 2020).

Gender Equality Agency of Bosnia and Herzegovina (2018) Gender Action Plan of Bosnia and Her-
zegovina 2018-2022. Ministry of Human Rights and Refugees of Bosnia and Herzegovina. Avail-
able at: https://arsbih.gov.ba/project/gender-action-plan-of-bosnia-and-herzegovina-2018-2022/.

Government of Albania (2019) National Review for Implementation of the Beijing Platform for Ac-
tion - Beijing +25 (Looking at top five priorities). Government of Albania. Available at: https://un-
ece.org/fileadmin/DAM/RCM_Website/Albania.pdf.

Gui-Diby, S. L., Pasali, S. S. and Rodriguez-Wong, D. (2017) What’s Gender Got to Do with Firm Pro-
ductivity? Evidence from Firm Level Data in Asia. 17/01. Bangkok: ESCAP. Available at: https://
www.unescap.org/sites/default/files/MPFD_WP-17-01_Gender%20and%20Productivity.pdf.

IDRA Research & Consulting (2020) Analysis of Gender-responsive family friendly policies in Alba-
nia. Available at: https://idracompany.com/files/news/Expanding%20Choices%20Legal%20Anal-
ysis%20FF%20Policies%20Eng.pdf.

IDRA Research and HDPC (2020) Nationwide Local Governance Mapping in Albania 2020 - STAR2 
Project. Consulting and Human Development Promotion Center. Available at: https://idracompa-
ny.com/files/Local%20Governance%20Mapping%20in%20Albania.pdf.

ILO (2018) Global Wage Report 2018/19: What lies behind gender pay gaps. Geneva: Inter-
national Labour Organization. Available at: https://www.ilo.org/global/publications/books/
WCMS_650553/lang--en/index.htm.

ILO (2020a) Covid-19 and the World of Work: Rapid Assessment of the Employment Impacts and 
Policy Responses (Serbia). Geneva: International Labour Organization. Available at: https://www.
ilo.org/wcmsp5/groups/public/---europe/---ro-geneva/---sro-budapest/documents/publication/
wcms_754624.pdf (Accessed: 16 December 2020).

ILO (2020b) Employment by sex and economic activity -- ILO modelled estimates, Nov. 2019 (thou-
sands) | Annual [EMP_2EMP_SEX_ECO_NB_A], ILOSTAT. Available at: https://ilostat.ilo.org/data/ 
(Accessed: 16 December 2020).

ILO (2020c) Employment by sex and status in employment -- ILO modelled estimates, Nov. 2019 
(thousands) | Annual [EMP_2EMP_SEX_STE_NB_A], ILOSTAT. Available at: https://ilostat.ilo.org/
data/ (Accessed: 16 December 2020).

ILO (2020d) Employment by sex, occupation and marital status (thousands) | Annual [EMP_TEMP_
SEX_OCU_MTS_NB_A], ILOSTAT. Available at: https://ilostat.ilo.org/data/ (Accessed: 16 Decem-
ber 2020).

ILO (2020e) Female share of employment in managerial positions  [SDG_0552_OCU_RT_A], Interna-
tional Labour Organization. Available at: www.ilo.org (Accessed: 16 December 2020).

ILO (2020f) Inactivity rate by sex, age, and education (%) [EIP_DWAP_SEX_AGE_EDU_RT_A], 
ILOSTAT. Available at: www.ilostat.ilo.org (Accessed: 16 December 2020).

ILO (2020g) Incidence of part-time employment by sex -- Common definition (%) | Annual [EMP_
PTER_SEX_RT_A], ILOSTAT. Available at: https://ilostat.ilo.org/data/ (Accessed: 16 December 
2020).

ILO (2020h) Labour force participation rate by sex and age [EAP_2WAP_SEX_AGE_RT_A], ILOSTAT. 
Available at: https://ilostat.ilo.org/data/ (Accessed: 16 December 2020).

ILO (2020i) Mean nominal monthly earnings of employees by sex and occupation -- Harmonized 
series | Annual [EAR_4MTH_SEX_OCU_CUR_NB_A], ILOSTAT. Available at: https://ilostat.ilo.org/
topics/wages/ (Accessed: 16 December 2020).

ILO (2020j) Share of temporary employees by sex (%) | Annual [EES_XTMP_SEX_RT_A], ILOSTAT. 
Available at: https://ilostat.ilo.org/data/ (Accessed: 16 December 2020).

ILO-International Labour Office (2018) Care work and care jobs for the future of decent work. Ge-
neva: International Labour Organization. Available at: https://www.ilo.org/global/publications/
books/WCMS_633135/lang--en/index.htm.



Economic Benefits of Gender Equality and Women Empowerment in the Western Balkans sixReferences

88 89

IMF (2020) World Economic Outlook: A Long and Difficult Ascent. October 2020. Washington, 
DC. Available at: https://www.imf.org/en/Publications/WEO/Issues/2020/09/30/world-econom-
ic-outlook-october-2020.

Instat Albania (2018) Income and Living Conditions in Albania - At risk of poverty rate by age 
groups and sex, Instat Albania. Available at: http://www.instat.gov.al/en/themes/social-condi-
tion/income-and-living-conditions-in-albania/#tab2 (Accessed: 16 December 2020).

Instat Albania (2020a) 2020 - Women and Men in Albania. Instat Albania. Available at: http://www.
instat.gov.al/media/7376/burra-dhe-gra-2020.pdf (Accessed: 1 January 2021).

Instat Albania (2020b) Employment rate by sex, age group, education level, type and year, Statis-
tical Agency of Albania. Available at: http://databaza.instat.gov.al/pxweb/en/DST/START__TP__
LFS__LFSV/NewLFSY014/table/tableViewLayout2/?rxid=c3a640e4-c91a-42ad-b123-17b80e55
eb23 (Accessed: 16 December 2020).

Instat Albania (2020c) Gender pay gap per employee by occupation-goups and sex 2014 - 
2019, Statistical Agency of Albania. Available at: http://databaza.instat.gov.al/pxweb/en/DST/
START__PKP__PTV/NewPKP0001/table/tableViewLayout2/?rxid=856f3f0c-5cb6-481f-ac38-
48aa4e17b599 (Accessed: 16 December 2020).

Instat Albania (2020d) Labour Force Survey, Employment Rate, Instat Albania. Available at: 
http://www.instat.gov.al/en/themes/labour-market-and-education/employment-and-unemploy-
ment-from-lfs/#tab2 (Accessed: 16 December 2020).

Instat Albania (2020e) Labour Force Survey, Unemployment Rate, Instat Albania. Available at: 
http://www.instat.gov.al/en/themes/labour-market-and-education/employment-and-unemploy-
ment-from-lfs/#tab2 (Accessed: 16 December 2020).

Janta, B. and Tewart, K. (2018) Paternity and parental leave policies across the European Union. 
Assessment of current provision. European Commission. Available at: https://op.europa.eu/en/
publication-detail/-/publication/a8464ad8-9abf-11e8-a408-01aa75ed71a1/language-en.

Josten, C. and Lordan, G. (2020) ‘Robots at Work: Automatable and Non-automatable Jobs’, in 
Zimmermann, K. F. (ed.) Handbook of Labor, Human Resources and Population Economics. Cham: 
Springer International Publishing, pp. 1–24. doi: 10.1007/978-3-319-57365-6_10-1.

Koettl-Brodmann, S. and Hempel, K. M. (2018) Improving the Integration of Women in Koso-
vo’s Labor Market: What can the Public Employment Agency do? The World Bank. Available 
at: https://documents.worldbank.org/en/publication/documents-reports/documentde-
tail/147651536212494453/improving-the-integration-of-women-in-kosovos-labor-market-what-
can-the-public-employment-agency-do.

Kosovo* Agency of Statistics (2020a) Economic activity by sex 2012-2019, Kosovo* Agency of Sta-
tistics. Available at: https://askdata.rks-gov.net/PXWeb/pxweb/en/askdata/askdata__Labour%20
market__02%20Annual%20labour%20market__Pun%C3%ABsimi/lfs05.px/?rxid=376b254f-f423-
4a69-83b7-b01dfe35e86a (Accessed: 16 December 2020).

Kosovo* Agency of Statistics (2020b) Employment by educational level, and year, Kosovo* Agen-
cy of Statistics. Available at: https://askdata.rks-gov.net/PXWeb/pxweb/en/askdata/askda-
ta__Labour%20market__02%20Annual%20labour%20market__Pun%c3%absimi/lfs02.px/table/
tableViewLayout1/?rxid=c3e44c2e-1aff-4e4a-b55b-2ca64a485a50 (Accessed: 16 December 
2020).

Kosovo* Agency of Statistics (2020c) Employment by occupation and gender, Kosovo* Agen-
cy of Statistics. Available at: https://askdata.rks-gov.net/PXWeb/pxweb/en/askdata/askda-
ta__Labour%20market__02%20Annual%20labour%20market__Pun%C3%ABsimi/lfs12.px/?rx-
id=376b254f-f423-4a69-83b7-b01dfe35e86a (Accessed: 16 December 2020).

Kosovo* Agency of Statistics (2020d) Number of unemployed and unemployment rate by sex, and 
age group, Kosovo* Agency of Statistics. Available at: https://askdata.rks-gov.net/PXWeb/pxweb/
en/askdata/ (Accessed: 16 December 2020).

Kosovo* Agency of Statistics (2020e) Numri i i të punësuarve dhe shkalla e punësimit sipas 
gjinisë dhe grup moshës, 2012-2019 [number of employed people and employment rate], Kosovo* 
Agency of Statistics. Available at: https://askdata.rks-gov.net/PXWeb/pxweb/en/askdata/ask-
data__Labour%20market__02%20Annual%20labour%20market__Pun%C3%ABsimi/lfs01.px/?rx-
id=376b254f-f423-4a69-83b7-b01dfe35e86a (Accessed: 16 December 2020).

Kosovo* Agency of Statistics (2020f) Population projection according to single age up to 85+, 
gender and years 2017-2061 (medium variant), Kosovo* Agency of Statistics. Available at: https://
askdata.rks-gov.net/PXWeb/pxweb/en/askdata/askdata__09%20Population__Population%20
projection__Population%20projection,%202017-2061/popm01.px/?rxid=376b254f-f423-4a69-
83b7-b01dfe35e86a (Accessed: 16 December 2020).

Kosovo* Agency of Statistics (2020g) Statusi i punësimit sipas gjinisë 2012-2019 [employment 
by status], Kosovo* Agency of Statistics. Available at: https://askdata.rks-gov.net/PXWeb/pxweb/
en/askdata/ (Accessed: 16 December 2020).

Kosovo* Women’s Network (2016) Who cares? Demand, supply, and options for expanding child-
care availability in Kosovo. Prishtina, Kosovo*. Available at: https://beamexchange.org/resourc-
es/1157/.

Madgavkar, A. et al. (2020) COVID-19 and gender equality: Countering the regressive effects. McK-
insey Global Institute. Available at: https://www.mckinsey.com/featured-insights/future-of-work/
covid-19-and-gender-equality-countering-the-regressive-effects.

McKinsey Global Institute (2019) The future of women at work: Transitions in the age of automa-
tion. McKinsey Global Institute. Available at: https://www.mckinsey.com/featured-insights/gen-
der-equality/the-future-of-women-at-work-transitions-in-the-age-of-automation.

MoHSP, Expertise France and WB (2020) Gender Equality Index for the Republic of Albania 2020. 
Ministry of Health and Social Protection of the Republic of ALbania. Available at: http://www.instat.
gov.al/media/6661/gender_equality_index_for_the_republic_of_albania_2020.pdf.



Economic Benefits of Gender Equality and Women Empowerment in the Western Balkans sixReferences

90 91

OECD (2019) Indicator PF2.5 : Trends in leave entitlements around childbirth. Available at: http://
www.oecd.org/els/family/PF2_5_Trends_in_leave_entitlements_around_childbirth.pdf.

OECD et al. (2019) SME Policy Index: Western Balkans and Turkey 2019: Assessing the Imple-
mentation of the Small Business Act for Europe. Paris: OECD Publishing. Available at: https://doi.
org/10.1787/g2g9fa9a-en.

OECD (2020a) Education in the Western Balkans. doi: 10.1787/764847ff-en.

OECD (2020b) ‘Promoting an Age-Inclusive Workforce’. Available at: https://www.oecd-ilibrary.
org/content/publication/59752153-en (Accessed: 1 January 2021).

OECD (2020c) The Covid Crisis in Montenegro. Paris: OECD Publishing. Available at: https://www.
oecd.org/south-east-europe/COVID-19-Crisis-in-Montenegro.pdf (Accessed: 16 December 2020).

OECD (2020d) The Covid Crisis in Serbia. Paris: OECD Publishing. Available at: https://www.oecd.
org/south-east-europe/COVID-19-Crisis-in-Serbia.pdf (Accessed: 16 December 2020).

OECD (no date) Length of maternity leave, parental leave, and paid father-specific leave. Available 
at: https://stats.oecd.org/index.aspx?queryid=54760 (Accessed: 1 January 2021).

OECD and EC JRC (2008) Handbook on constructing composite indicators: methodology and user 
guide. OECD publishing.

Office of the Prime Minister, Republic of Kosovo* Agency for Gender Equality’ (2020) Gender Pay 
Gap in Kosovo*.

PwC (2018) PwC Women in Work Index: closing the gender pay gap. Available at: https://www.
pwc.co.uk/economic-services/WIWI/women-in-work-index-2018.pdf.

Regional Cooperation Council (2021) Employment rate (quarterly). Available at: https://www.esap.
online/observatory/indicators/3/empoyment-rate-quarterly (Accessed: 26 January 2021).

Regional Cooperation Council (RCC) (2020) Mapping of gender-related policies, programmes and 
mechanisms on gender disparity in STEM in Western Balkans. Available at: https://www.rcc.int/
pubs/107/mapping-of-gender-related-policies-programmes-and-mechanisms-on-gender-dispari-
ty-in-stem-in-western-balkans.

Republic of Albania Council of Ministers (2016) National Strategy for Development and Integration, 
2015-2020. Available at: http://dap.gov.al/images/DokumentaStrategjik/NSDI_2015-2020.pdf.

Republic of Albania Council of Ministers (2020) Economic Reform Programme, 2020-2022. 
Available at: https://financa.gov.al/wp-content/uploads/2020/03/Economic-Reform-Pro-
gramme-2020-2022.pdf.

Risteska, M., Memeti, M. and Samardzic Janokva, O. (2020) Mapping gender-related policies, pro-
grammes and mechanisms in STEM in Western Balkans. Skopje: Regional Cooperation Council.

SIPRU Government of the Republic of Serbia (2016) Gender Equality Index for the Republic of 
Serbia. Measurement of Gender Equality in the Republic of Serbia 2016. SIPRU Government of the 
Republic of Serbia. Available at: https://eurogender.eige.europa.eu/posts/launch-serbian-gen-
der-equality-index.

Suta, C. et al. (2021) ‘Mapping the future of “at-risk” jobs: a case study for Istanbul and North 
Macedonia’, in CHANGING SKILLS FOR A CHANGING WORLD: Understanding skills demand in a 
changing world. Edited by ETF experts Anastasia Fetsi, Ummuhan Bardak and Francesca Rosso. 
ETF. Available at: https://www.etf.europa.eu/en/publications-and-resources/publications/chang-
ing-skills-changing-world-understanding-skills-demand.

The Vienna Institute for International Economic Studies (wiiw) (2020) Part-time employment 
share, SEE Jobs Gateway. Available at: https://data.wiiw.ac.at/seejobsgateway-q.html (Accessed: 
16 December 2020).

UN Women (2013) Economic empowerment of women. New York: UN Women. Available at: 
https://www.unwomen.org/-/media/headquarters/attachments/sections/library/publica-
tions/2013/12/un%20women_ee-thematic-brief_us-web%20pdf.pdf?la=en.

UN Women (2018) Albania marks International Day of Women and Girls in Science for the first time. 
Available at: https://eca.unwomen.org/en/news/stories/2018/02/albania-marks-international-
day-of-women-and-girls-in-science-for-the-first-time (Accessed: 1 January 2021).

United Nations (2019) ‘World Population Prospects 2019’. Department of Economic and Social 
Affairs, Population Division. Available at: https://population.un.org/wpp/.

WB and wiiw (2020) Western Balkans Labor Market Trends 2020. World Bank Group.

wiiw (2020) Employment rate, SEE Jobs Gateway. Available at: https://data.wiiw.ac.at/see-
jobsgateway-q-7261324c1cd44690782975c61.html (Accessed: 16 December 2020).

World Bank (2017) Promoting Women’s Access to Economic Opportunities: Kosovo. Washington, 
DC: World Bank Group. Available at: https://openknowledge.worldbank.org/handle/10986/29587.

World Bank (2019) ‘There are fewer female than male STEM graduates in 107 of 114 economies’. 
Available at: https://blogs.worldbank.org/opendata/there-are-fewer-female-male-stem-gradu-
ates-107-114-economies.

World Bank (2020) ‘World Development Indicators (WDI) - Data Bank’. Available at: https://data-
bank.worldbank.org/source/world-development-indicators (Accessed: 17 December 2020).

World Economic Forum (2019) Global Gender Gap Report 2020. Available at: http://www3.wefo-
rum.org/docs/WEF_GGGR_2020.pdf.



Economic Benefits of Gender Equality and Women Empowerment in the Western Balkans sixAppendices

92 93

Appendix A - Methodological notes 
A.1 Notes for Chapter 2: The current situation in gender equality and women 
empowerment
The labour force participation rate shows the labour force as a percentage of the working-age 
population. In contrast, the employment rate expresses the number of people employed as a per-
centage of the population. In this report, the employment rate is presented for those aged 20-64. 
The unemployment rate is defined as the number of people unemployed as a percentage of the 
labour force; again, in this study, the figures are for the 20-64 age group.

Employment shares by status are calculated as female/male employment in each of the four sta-
tuses (employee, self-employed with employees, own-account worker and unpaid family worker) 
as a share of total female/male employment (see equation A.1.1).

(A.1.1)

Female share =
female employment in status X

∑ female employment

The incidence of female employment in each sector or occupation is calculated as shown in 
equation A.1.2.

(A.1.2)

Female share =
female employment in sector/occupation X

∑ male+female employment in X

For ease of understanding, absolute rather than relative gender gaps are used in each part of 
Chapter 2 (Work, Money, Knowledge, Time in care activities, Power, and Access to Services). 
These are calculated as percentage-point differences between the male and female rates, as 
shown in equation A.1.3:

(A.1.3)

Gap = male employment rate - female employment rate

By describing the gender gap in this way, equation A.1.3 makes clearer the extent to which women 
need to catch up for each indicator. In Chapters 3 and 4, a relative gender gap was calculated (see 
equation 3.1). Both approaches are equally as viable, as the calculation method only affects the 
magnitude of the difference, not its direction or statistical significance.

A.2 WEI – technical notes
The Index was constructed based on the PwC Women in Work Index (PwC, 2018). It follows the 
same methodological choices in terms of normalisation and aggregation methods and uses the 
different weights as the PwC Women in Work Index. The methodological decisions made in con-

Appendices structing the Index have implications for the subsequent interpretation and understanding of the 
results. In this section, an overview is given on how the Index was constructed.

The Index covers 33 economies from the EU and the WB6.

The WEI uses annual data up to 2019 and was backcast over the period 2017 and 2018 to show 
the evolution over time in women empowerment in the WB and the EU economies.

The WEI builds on the theoretical framework of the PwC Women in Work Index (PwC, 2018). The 
PwC Women in Work Index is calculated as the weighted average of five indicators: the gap in fe-
male and male pay; the female labour participation rate; the gap between female and male labour 
force participation rates; the female unemployment rate; and the share of female employees in 
full-time employment (PwC, 2018).

In terms of indicator selection, the WEI differs from the original PwC index by:

 } excluding the gender pay gap indicator owing to a lack of data for WB6 economies, 
replacing the indicator with the share of women in middle or senior management positions

 } replacing the gender gap in labour participation (which, statistically, resembles very closely 
the female labour participation rate) with the gender gap in employment rates

The PwC Women in Work Index penalises wider gender pay gaps with the rationale that earnings 
equality underpins the fundamental principle of equal pay for equal work (PwC, 2018). Among the 
drivers of a smaller gender pay gap is the share of employers who are female - PwC(2018) found 
that, in economies with higher proportions of females as employers (in this case, self-employed 
with employees), pay gaps are often narrower. Among the drivers of a wider gender pay gap 
are: the gap between female and male labour force participation rates, and the share of females 
employed in services. The impact of the latter indicator is often due to the high incidence of part-
time work and low earnings in most services sectors. On this basis, the female share in middle 
or senior management was selected to replace the gender pay gap that encompasses all these 
drivers. In general, middle and senior management requires a higher level of education which is 
in turn linked to higher earnings. This management indicator also encompasses a level of deci-
sion-making similar to, but at a lower level than, females as employers. Moreover, jobs in middle 
and senior management are also of better quality compared to part-time work in low-paid service 
sectors. Therefore, if more women are in these positions of power, then it is more likely that more 
women will be inclined to enter the labour market, thus reducing the gender gap in participation 
rates.

The PwC Women in Work Index also uses as an indicator the gap between female and male la-
bour force participation rates which, in the sample formed of WB6 and EU economies, was found 
to have a very high negative Pearson correlation (-0.93) with the female labour participation rate. 
In line with the OECD/EC JRC (2008) handbook on constructing composite indicators, if there is 
a high degree of correlation between two indicators, then an element of double counting may be 
introduced into the index. Therefore, the gender gap in participation rates was replaced with the 
gender gap in employment rates, calculated as follows:

Coverage

Time

Indicators in the 
Index



Economic Benefits of Gender Equality and Women Empowerment in the Western Balkans sixAppendices

94 95

(A.2.1)

employment rate gap = ( 1 -
female employment rate

) * 100
male employment rate

The correlation analysis between the indicators also revealed that the share of female employees 
in full-time employment was significantly22 negatively correlated with the female labour force 
participation rate, the gap between female and male employment rates, and the female unem-
ployment rate. In the case of the latter two, the negative correlation was a result of a change in the 
direction of these two indicators (so that an increase in the indicator suggests a better outcome). 
The interpretation of the negative correlation would be that higher shares of women in full-time 
employment are associated with lower female participation, wider employment gaps and higher 
unemployment.

The OECD/EC JRC (2008) handbook on constructing composite indicators suggests that it is 
generally desirable not to have negative correlations. If there are such negative correlations, it 
means that either the desired direction of the indicator is wrong or that there are trade-offs be-
tween indicators. Despite the general desirability, keeping this indicator in the Index is preferred 
because it captures an important feature of the measured phenomenon, i.e. the quality of jobs 
that drive women’s participation in the labour market in the EU and WB6 is lower than for men.

The table below shows the list of indicators included in the WEI and the rationale behind each 
choice.

Table A.1: Indicators included in WEI
Indicator Rationale for inclusion

Share of females in middle 
and senior management

The female share of employment in managerial positions conveys the number of 
women in management as a percentage of employment in management. It indicates 
the role of women in decision-making and access to higher-paid jobs.

Female labour force 
participation rate

Female economic participation is the cornerstone of economic empowerment, 
which is a function of the level of skills and education of women, working conditions, 
and broader cultural attitudes in the economy (e.g. towards shared childcare and 
distribution of labour at home).

Gap between female and 
male employment rates

Equality in employment rates reflects more equal job opportunities.

Female unemployment rate The female unemployment rate reflects the economic vulnerability of women. Being 
unemployed can have longer-term impacts in the form of skills erosion, declining 
pension contributions and increased reliance on benefits.

Share of female employees 
in full-time employment

The higher this share, the lower the share of women in part-time employment. Part-
time employment may adversely affect earnings, pensions and job security. However, 
a low value in this indicator might also capture the individual preference for part-time 
jobs to fit flexibly with caring roles.

 
Source(s): Cambridge Econometrics and PwC (2018).

For the WEI, a complete dataset for 2019 would mean, for each economy, 33 observations for 
each of the five indicators. Since the dataset is not complete for this year, cold deck imputation 
was used, i.e. missing values were replaced with values from previous years.

22 At the 5% significance level.

For Luxembourg, there was not data in all years for the female share in middle or senior manage-
ment indicator. In this case, no imputation approach was adopted which conceptually is equiv-
alent to imputing the missing value with the weighted mean of the values observed for Luxem-
bourg of the other indicators in the Index.

Outliers can polarise the scores and bias the rankings of the Index. To detect possible outliers, 
all indicators were checked for absolute skewness greater than 2, and kurtosis greater than 3.5. 
Following this rule, winsorisation was applied to replace the outlying values with the nearest value 
that lay within the detection threshold. This was applied to the female labour force participation 
rate and female unemployment rate for Kosovo*.

To ensure that all indicators have a common scale, which renders them comparable, they were 
normalised using the z-score method (see the formula below). The direction of the indicators was 
considered during the normalisation. This can take the value of -1, when the lower the indicator 
value, the better the performance by the indicator; or +1 otherwise.

(A1.2)

Normalised indicator =
Indicator-mean

* direction
standard deviation

The mean and standard deviation are calculated based on the sample of 33 economies in 2019 
to allow for comparisons across economies and across time for each economy.

The Index score is calculated as the weighted arithmetic average of the indicator scores. The 
weighted arithmetic average is easy to interpret, but is based on the assumption of perfect com-
pensability between indicators, i.e. a good performance in one indicator can offset the bad per-
formance in another indicator.

The weights of each indicator used to construct the Index are presented in the table below. The 
weights were chosen based on the pairwise correlation coefficient between the indicators. Higher 
weight was given to the indicators which are less correlated with the other indicators.

Table A.2: Weights of indicators included in WEI
Indicator Weight (%)

Share of female in middle and senior management 20%
Female labour force participation rate 10%
Gap between female and male employment rates 25%
Female unemployment rate 20%
Share of female employees in full time employment 25%

These weights also ensure that none of the indicators is overly driving the Index, i.e. the correla-
tion between the Index and any individual indicator does not exceed 0.8.

To ease the interpretation of the Index, the scores are rescaled to form the Index with values be-
tween 0 and 100. The rescaling method used was min-max based on the 2015-19 values.

Missing data and 
imputation

Outliers

Normalisation

Aggregation 
method and 
weights

Rescaling
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Appendix B - Economy fiches
The economy fiches consist of two parts. The first part includes a summary data table that pres-
ents selected indicators on the labour market, education, leadership, and access to services over 
the period 2017-19. Arrows display whether each economy’s indicator has improved or wors-
ened over time. To provide context, the best (highest of lowest depending on the indicator) value 
amongst the WB6 economies over that period is highlighted for each indicator in a separate 
column. In addition, for each indicator, the final column presents the distance of the economy’s 
best value over the period 2017-19 to the EU 2019 value. At the bottom of each data table, where 
possible given data availability, a brief summary of the gender employment gap impact of the 
Covid-19 pandemic is supplied.

The second part of the economy fiches contains a stocktaking and assessment of key policy ar-
eas, as well as of measures to reduce gender inequality and to promote the economic empower-
ment of women in WB6. Recommendations for the way forward are made for each economy. The 
review of strategies, legislative framework, measures and institutions in place and related policy 
recommendations have been based on a review of literature and policy documents as well as on 
a consultation process with key stakeholder. This consultation process has taken place in written 
form, by asking key stakeholder in each WB6 economy (mainly relevant ministries, agencies, na-
tional statistical offices) to comment on the findings and policy recommendations.

B.1 Albania
Key facts, 2019

GDP, current price bn USD 15.3
Population (000's)  2,854 
_ of which female, % 50.1%
Employment rate, % (aged 20-64) 67.2%
Unemployment rate, % (aged 20-64) 11.6%

Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)
1. Labour market indicators
1.1. Activity rates
1.1.1 Male activity rate, % (aged 20-64) 84.3% 84.5% 84.4% MK (2017) 84.4% ± 0 pp

1.1.2 Female activity rate,  % (aged 20-64) 63.5% 65.4% 67.6% AL (2019) 67.6%  - 5  pp

1.2. Employment rates

1.2.1 Male employment rate,  % (aged 
20-64) 72.1% 73.9% 74.7% AL (2019) 74.7%  - 4  pp

1.2.2 Female employment rate,  % (aged 
20-64) 55.6% 57.4% 59.7% AL (2019) 59.7%  - 8  pp

1.3. Precarious employment share

1.3.1 Incidence of part-time employment in 
women, % 25.5% 22.8% 21.6% XK (2018) 5.4%  - 8 pp

1.3.2 Share of women in temporary 
employment, % 8.0% 5.9% 5.6% AL (2019) 5.6%  - 10 pp

Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)

1.3.3 Share of women working as unpaid 
family workers, % 26.8% 28.7% 29.0% ME (2019) 3.6% + 27  pp

2. Education
2.1. Transition to work

2.1.1 Male early leavers from training, % 21.6% 18.3% 17.5% BS (2019) 4.0%  + 6 pp

2.1.2 Female early leavers from training, % 17.2% 16.4% 15.1% BS (2019) 3.5%  + 7 pp

2.1.3 Share of women enrolled in tertiary 
education, % 59.7% 59.7% 59.7% AL (2019) 59.7% N/A

2.1.4 Recent male graduates in 
employment, % 67.1% 59.3% 60.1% RS (2018) 77.5%  - 28 pp

2.1.5 Recent female graduates in 
employment, % 53.8% 51.2% 57.5% ME (2018) 71.9%  - 25 pp

2.2. Skills

2.2.1 Share of men with above basic digital 
skills, % (aged 16-74 ) N/A N/A N/A RS (2017) 22.0% N/A

2.2.2 Share of women with above basic 
digital skills, % (aged 16-74) N/A N/A N/A RS (2019) 19.0% N/A

3. Leadership and empowerment
3.1. Money matters

3.1.1 Share of women at risk of poverty 23.9% 23.8% N/A XK (2017) 18.9%  N/A

3.1.2 Gender pay gap, % 10.5% 10.7% 10.1% RS (2018) 9.6% N/A

3.2. Female representation in decision-
making bodies

3.2.1 Share of women in middle and senior 
management, % 22.7% 31.6% 41.3% AL (2019) 41.3%  + 4 pp

3.2.2 Share of women in parliament and 
national assemblies, % N/A 29.3% 29.8% MK (2019) 39.2% - 2 pp

4 Access to services
4.1. Medical care

4.1.1 Share of women reporting inadequate 
access to medical care, % N/A N/A N/A MK (2018) 2.4% N/A

4.2. Public services
Share of women among the 
registered unemployed 52.8% 52.4% 52.6% MK (2017) 43.4% N/A

The impact of Covid-19 on gender gaps in local employment:
The gender employment gap narrowed by 4.8 pp between 2019 Q2 and 2020 Q2. In 2020Q2, 57.9% of men 
and 45.8% of women were employed.

Policy recommendations
Since 2017, the responsible public authority for gender equality and combating domestic violence 
has been the Ministry of Health and Social Protection (MHSP). 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 of Health and Social Protection. There 
shall be gender equality officers (GEOs) appointed in every ministry to deal with gender equality 

Comprehensive 
policy approach 
and institutions
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issues; similarly, every municipality shall appoint one or several local GEOs in their structures. 
The Deputy Prime Minister (DPM) was appointed in 2018 as the national coordinator for gender 
equality and is authorised in this role to strengthen gender equality mechanisms at the central lev-
el23. The Alliance of Women Parliamentarians, which was established in 2013 and re-composed in 
2017, is the result of a lobbying movement initiated by women deputies with the aim of promoting 
gender equality in Parliament and advocating for gender mainstreaming in laws.

The Minister of Health and Social Protection also chairs the National Council of Gender Equality 
(NCGE)24 (MoHSP, Expertise France and WB, 2020). The NCGE is composed of nine representa-
tives of line ministries at the rank of deputy minister and top management, as well as three rep-
resentatives of civil society. It is the highest advisory body in charge of issues related to gender 
equality, and of ensuring gender mainstreaming in all fields, especially in political, social, econom-
ic and cultural fields.

The National Strategy on Gender Equality and its Action Plan 2016-2020 is focused specifically 
on gender. The National Strategy for Gender Equality and its Action Plan 2016-2020 is the third 
of this kind and the new National Strategy for Gender Equality and its Action Plan 2021 – 2030 is 
now in the process of preparation. 

The preparation of the strategy was supported by international partners such as UN Women and 
UNDP. The four strategic aims are: (i) economic empowerment of women and men; (ii) equal 
participation of women in politics and public decision-making; (iii) reduction of gender-based 
violence and domestic violence; (iv) strengthening of the coordination and monitoring role of 
the National Gender Equality Mechanism as well as awareness raising of the society on gender 
equality. The strategies have been evaluated.

For the economic empowerment dimension, key strategic documents are also Albania’s Econom-
ic Reform Programme (ERP) 2020-2022 (Albania Council of Ministers, 2020) and the National 
Strategy for Development and Integration (NSDI II) 2015-2020 (Albania Council of Ministers, 
2016). The ERP contains measures in various policy fields which are expected to have a pos-
itive impact on women employment, such as start-up support, trade policies, development of 
broadband, broader access to financial resources, easing activities in the tourism sector, target-
ing active labour market policies on women and using the Social Fund to improve the social care 
system. NSDI contains mainly targeted measures to promote female entrepreneurship, improve 
their role in agriculture and professional education. 

Gender Responsive Budgeting (GRB) is also part of the NSDI. GRB is also included in the man-
agement of the budget system through amendments to the relevant law (2016). The law on local 
self-government finances (2017) has created opportunities for effective involvement of GRB in all 
phases of the local financial management cycle (annual and medium-term budget programming, 
monitoring and reporting, evaluation and audit) by Local Government Units (LGUs).

23 Order of Prime Minister No. 32, dated 12.2.2018 “On appointing the national coordinator for gender equality”
24 Law No. 9770, date 18.12.2008 “On Gender Equality in Society”

For the period 2019-2021, from a total of 75 budget programmes there are 37 budget programmes 
that include GRB. Meanwhile, 10 LGUs have prepared and approved the Local Action Plans for 
Gender Equality, where the application of GRB is one of the foreseen actions.

Gender issues are also addressed in some other sectoral strategies and action plans (e.g. Action 
Plan for Supporting Entrepreneurial Women 2014-2020, in compliance with the Strategy for De-
velopment of Business and Investments 2014-2020, the National Strategy for Employment and 
Skills), although missing in some key strategic documents (e.g. Strategy for the Development of 
Pre-University Education 2014-2020, National Action Plan for Integration of Roma and Egyptians 
in Albania, 2016-2020). 

Recommendations: 

 } Include a gender dimension in all strategies that are relevant for the economic 
empowerment of women. 

 } Continue to regularly monitor implementation of measures and increase the scope of 
monitoring so as to assess, in detail, all activities planned in various strategies and 
programmes.

Albania has specific equal treatment legislation, which is generally in conformity with most of 
the EU gender equality directives (Baci, 2019). The Law on Gender Equality in society (LGE) from 
200825 regulates fundamental issues of gender equality in public life, and its main purpose is to 
provide effective protection from gender discrimination. It provides a definition of gender equal-
ity, gender-based discrimination and gender-based harassment. The Law specifies rules for gen-
der-neutral recruitment, e.g. employers and labour intermediation actors shall be obliged to “not 
include gender discrimination elements in the job vacancy announcement”, “apply equal criteria in 
all recruitment processes”, “promote equal distribution between women and men in different job 
positions … through training…”, “create equal and appropriate working conditions””, “provide equal 
pay for equal value”, “take measures to stop discrimination, harassment and sexual harassment 
towards employees”26.  The law specifies what is meant by discriminatory actions for employers 
(Article 17). Article 24 and 25 rule the prohibition of gender-based inequality and promote gender 
equality in education. The Law also specifies the main stakeholder responsible for its implemen-
tation, namely the Ministry of Labour, the National Employment Service, the State Inspectorate 
of Labour, the State Social Services, the Minister responsible for gender equality issues in coop-
eration with other relevant ministries and institutions (Article 18).  The Law on Protection from 
Discrimination of 201027 regulates the implementation of and respect for the principle of equality 
in relation to different grounds of discrimination. Legislative amendments have been adopted 
on the employment and workplace environment for women, defining and reversing the burden of 
proof in cases of sexual harassment (European Commission, 2019a).

25 Law No. 9970, dated 24 July. English version of the law available at: 
https://www.osce.org/albania/36682?download=true  
26 Article 16 of Law No. 9970 in the English translation
27 Law No. 10 221, dated 4.2.2010. English version of the law available at: 
https://kmd.al/wp-content/uploads/2019/06/law-brochure-english.pdf.  
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Baci (2019) assesse implementation of the legislative framework and concludes that there is a 
continued need for related awareness and dialogue within courts on uniform interpretation and 
the application of the relevant legal framework.

Recommendations:

 } Continue to improve legislative framework to fully comply with EU directives related to 
gender equality and discrimination.

 } Raise awareness about all forms of gender discrimination linked to access to employment 
and in the workplace. Target groups of awareness raising activities should be employers, 
Chambers, social partners, education institutions, labour inspectorates and legal 
institutions.

Offering quality childcare is a key policy area to lift barriers for women with children to participating 
in the labour market. Up to the age of 3, children are provided early childhood care in centre-based 
settings (çerdhe).  From age 3 years up to 6 years, children may attend a centre-based child care 
institution (kopshte) free of charge. From age 5, preparatory classes (klasat përgatitore), which 
aim to help children to get ready for primary education, are available (European Commission et al., 
2019). In 2018 the enrolment in preschool education was 76.3% in Albania as compared to 95.4% 
in the EU (MoHSP, Expertise France and WB, 2020). Girls were enrolled less often in kindergarten 
than boys (76.3% and 81.6% respectively) (Instat Albania, 2020a).

According to data provided by the Department of Statistics in the Ministry of Education, Sports 
and Youth, the enrolment rate of those aged 3-6 years old in childcare institutions (kopshte) was 
80% in the school year 2017/2018 (European Commission et al., 2019). Places are offered part-
time and full-time. Opening hours and availability of full-time care places may be a decisive factor 
in rendering the reconciliation of work and family life possible. 

In order to enhance economic empowerment of women in rural areas the National Strategy on 
Gender Equality and its Action Plan 2016-2020 foresee the provision of nurseries and kinder-
gartens in rural areas (MoHSP, Expertise France and WB, 2020). “Local Governance Mapping in 
Albania 2020” report prepared for the Ministry of Interior28 shows that men and women are rather 
satisfied with the administration of kindergartens in their municipalities. It is important to regular-
ly monitor participation rate in childcare by socio-economic background. 

The Economic Reform Programme 2019-2021 prepared by the government of Albania intends to 
improve the quality of early childhood education by increasing the number of nurses and peda-
gogical staff and to reduce the number of children per staff. It is planned to increase the number 
of nurses from 4,410 to 4,850 in order to reduce the number of children per nurse29. 

The lack of childcare provision for children (e.g. up to the age of 12) attending school is likely to 
deter mothers from taking up work. The Ministry of Education, Sport and Youth has started the 
“Let’s do Homework” initiative, where students remain at school for an additional two hours after 

28 The local governance mapping was undertaken as part of UNDP Albania’s STAR2 project and is funded by the Euro-
pean Commission, the governments of Sweden, Italy, Switzerland and USAID (IDRA Research and HDPC, 2020).
29 Government of Albania, Economic Reform Plan 2019-2021

the school period ends to do their homework and other extracurricular activities (MoHSP, Exper-
tise France and WB, 2020). 

Recent changes to the Labour Code aim to support work-life balance for working parents, by 
introducing, for example, the possibility of teleworking. However, there is no monitoring of the 
implementation of these changes (EC 2019 progress report Albania).

Maternity leave is possible for up to one year, with a minimum of 35 days before and 63 days after 
the birth of the child (European Commission et al., 2019). It is financially covered at 80% based 
on the average of the net base salary of the previous twelve months. The remaining 180 days 
are covered at 50% on the same basis. Maternity Leave is financially covered only if the woman 
has been insured for at least 12 months30. According to the Law on Social Security in Albania, 
fathers have the right to take paternity leave after the 63-day mandatory period for mothers31. 
Amendments to the Labour Code, first introduced in 2015, also allow each of the parents to re-
quest parental leave. Parental leave in total is four months until the child becomes six years old 
and cannot be taken for less than a week. Each parent can claim it individually. Parental leave is 
neither paid nor transferable (MoHSP, Expertise France and WB, 2020). The Labour Code allows 
fathers to take three days of leave at the time of childbirth, which shall be financially covered by 
the employer. To compare, in majority of EU Member States, fathers are offered paid paternity 
leave and 13 EU Member States offer at least two weeks of well-paid paternity leave. Paternity 
leave is important to reduce the employment gap among young adults, as well as to break gender 
stereotypes. There is no monitoring on the take up of parental leave by fathers. 

Recommendations: 

 } Implement dedicated policies for more working time flexibility and shorter working weeks to 
allow more women to take up employment. 

 } Continue to improve the quality of childcare at pre-school age and extend after-school 
childcare for younger pupils. 

 } Continue to expand childcare facilities in rural areas. Monitor the quality of childcare (in 
terms of children per nurse, pedagogical concepts and opening hours). 

 } Encourage fathers to take parental leave and develop a sustainable awareness raising 
strategy for employers, as this is likely to be a long-term process.

The 2015 pension reforms gradually rose the retirement age of women. Currently, eligibility for a 
pension and the minimum retirement age are classified into three groups. In 2019, the average 
retirement age for accessing an old-age pension was 61 years for women and 65.1 years for 
men, and 55.8 years for mothers with many children, and to access a reduced pension it was 58.9 

30 Across the EU, parental leave is an individual right in 16 Member States. While 13 Member States offer a well-paid 
parental leave, only in 10 is this period of well-paid leave equal to or longer than 8 weeks. 10 EU Member States have a 
period of leave reserved for fathers, but this entitlement can often be transferred to mothers. European Commission 
(2018), Paternity and parental leave policies across the European Union.
31 If the mother does not meet the criteria to benefit from maternity leave, insured fathers for the first 150 days can 
benefit 80 percent of the average net base salary of the last twelve months. The remaining days are covered at 50 
percent on the same basis. Paternity leave is financially covered by the Social Insurance Scheme (IDRA Research & 
Consulting, 2020).
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years for women and 62.6 years for men (Instat Albania, 2020a). In 2056, the retirement age for 
both women and men for the three categories will be 67 years old and require 40 years of work 
experience32. This measure is likely to reduce the gender employment gap for older workers in 
the long-term. 

The activity rates of older men and women increased quite significantly between 2017 and 2018, 
for those aged 55-64 as well as for those aged 65+ (reaching 11.7% for women and 19.8% for men 
in 2019). The gender gap in activity rates of those aged 25-29 as well as for prime age workers 
(25-54 years) was 13 pp (Instat Albania, 2020a).

Recommendations: 

 } Continue to narrow the gender gap in retirement age. 

 } Implement policies that allow to combine work and the receipt of pensions, in line with 
OECD good practice (OECD, 2020b)

Access to education and vocational choices made at secondary and tertiary level strongly impact 
employment and career prospects and wage development. 

The educational level of young women is significantly higher than it was for previous genera-
tions. Among older cohorts (65+), the share of women who obtained only basic education stood 
at 76.2%, whereas for men it was 56.8%. Only 5.5% of women belonging to this age group have 
completed higher education, compared to 13.0% of men. The level of educational attainment 
improved substantially for the population aged 25-39 and the gender gap among highly-educated 
people even reversed while the gender gap among low-educated people significantly narrowed: 
in the academic year 2018-19, 37.7% of women have completed higher education compared to 
25.8% of men. For the same age group, 42.7% of women have completed basic education, as 
compared to 37.9% of men. In the academic year 2018-19, about two-thirds of university students 
were women (Instat Albania, 2020a). 

Albania is quite advanced in implementing gender parity among university professors (40.7% of 
professors were female in 2018/2019). Although nearly as many women graduated in STEM as 
men33, further improvements can be made to attract girls and young women into STEM, and in 
particular into informatics. In 2018/19, 5.3% of women graduated in engineering, manufacturing 
and construction (as compared to 17.3% among men) and 3.7% in ICT (as compared to 8.6% 
among men). Young women graduated more often than men in natural sciences, mathematics 
and statistics, often with the objective to become a teacher (Instat, Women and men in Albania 
2019). Research shows that it is key to attract young women to technology, including ICT from 
young ages (Duell, 2020). Progress has been made recently as, in 2018, Albania implemented the 
International Day of Women and Girls in Science for the first time .

The National Strategy on Employment and Skills 2014-2020 sets the objective to assess whether 
the VET curricula are gender-sensitive. Other objectives include awareness raising on VET and 

32 http://www.issh.gov.al/wp-content/uploads/2014/02/Ligji-nr-7703-date-11-05-1993-ndryshuar-deri-ne-mars-2017.
pdf
33 In 2018/19, 45.7% of graduates in ICT were women. Women represented 37.4% of graduates in engineering, manufac-
turing and construction and 76% of graduates in natural sciences, mathematics and statistics.

an outreach programme for girls and women in rural areas, promotion of entrepreneurial learning 
and women’s entrepreneurship as a key competence, as well as offering entrepreneurship and 
leadership programmes (see also below) (MoHSP et al. 2020). A corresponding gender-sensitive 
strategy at pre-primary, primary and tertiary level of the education system is missing, however.

Recommendations: 

 } Although Albania already fares comparatively well, continue to develop and implement 
vocational guidance in order to attract more young women into STEM as well more generally 
into male-dominated occupations, and conversely attract young men in female-dominated 
occupations (e.g. in the areas of education and health). Attract both young men and 
women in IT study fields in general and expand study places accordingly. Continue with the 
implementation of “Girl’s Days” (UN Women, 2018). Promote access to VET, in particular in 
those occupations that are in demand, including male-dominated occupations in the craft 
sector. Also promote young men to take up female-dominated occupations, such as nurses.

 } Adapt curricula to reduce gender stereotypes beginning from a young age.

 } Implement remedial education and upskilling programmes for middle-aged and older 
women, since a large share only has a primary education. 

 } Promote access to education to girls and women from Roma and Egyptian communities.

In 2018, only 25.7% of business owners and administrators were women, a decline compared 
to 2017 (29.7%). The number of women borrowers was only half of the number of men and the 
average amount of loans obtained by women was only half as high (during the period 2013-16). 
The share of female borrowers has recently increased (41% in 2018). Although promoting en-
trepreneurship of women has been a policy priority, the gender gap is still large (Government of 
Albania, 2019).

An advisory group for coordinating and monitoring the implementation of the action plan on 
the support of women entrepreneurship (2014-20) was mandated to bring together and coordi-
nate women’s entrepreneurship actions among public, private and non-government institutions. 
In practice, however, the advisory group – which consisted of seven ministries, the Institute of 
Statistics and the Bank of Albania – has been convened only four times and has not met since 
the lead ministry, the Ministry of Economic Development, Tourism, Trade and Entrepreneurship, 
was dissolved in September 2017 (OECD et al., 2019). Nevertheless, some progress has been 
made, as the legal framework related to loans and women enterprises has been improved with 
the approval of the Action Plan for Supporting Women Entrepreneurs 2014–2020 (Government of 
Albania, 2019). Smaller projects to promote entrepreneurship of women have been implemented 
over the period 2014-17, benefiting 77 women entrepreneurs through dedicated finance for the 
creative economy, competitiveness, innovation and start-ups. The Municipality of Tirana has run 
a dedicated fund to support aspiring women entrepreneurs to prepare business plans, funding 22 
women through grants. Annual events, such as ‘Women of the Year’ and ‘The Golden Bee’, have 
been effective at raising the visibility of women entrepreneurs (OECD et al., 2019).

An increased budget has been decided for promoting female entrepreneurship. In 2018, the share 
of women beneficiaries of support schemes granted by the Albanian Investment Development 

Human capital 
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Not all jobseekers register with the PES. More female unemployed have registered with the PES 
than male34. This may be linked to lower skill levels of unemployed women, more older female un-
employed and less well developed professional networks. The National Strategy for Employment 
and Skills 2014-2022 sets the objective to carry out gender-sensitive profiling and counselling 
of unemployed jobseekers. In 2019, more men than women participated in training measures 
offered by the National Employment Agency, while more women than men participated in employ-
ment incentive measures (Instat Albania, 2020a).

Figure B.2: Ratio registered unemployed to LFS unemployed, in %

Source:  LFS and administrative data received by RCC.

Women participate more often in active labour market policies (ALMPs) then men; the share of 
women among participants was 59% on average between 2015 and 201835. Out of seven em-
ployment incentive programmes, one has been targeted at single mothers and child-mothers. 
There are various employment incentive programmes that target women and women in vulnera-
ble groups, such as the programme to encourage employment of unemployed jobseekers in diffi-
culty, and the programme to encourage employment of unemployed female jobseekers from spe-
cial groups. The latter programme is designed to integrate into the labour market marginalised 
women such as: Roma women, former trafficked women, older women, women suffering from 
disabilities, and women victims of violence (MoHSP, Expertise France and WB, 2020). However, 
neither the Youth Employment Strategy (2014-2020) nor the National Action Plan for Integration 
of Roma and Egyptians in Albania 2016-2020 contain a gender perspective (MoHSP, Expertise 
France and WB, 2020). It needs to be noted that the overall budget for ALMP is low as compared 
to EU Member States (EC 2019, Progress Report Albania).

Roma and Egyptians account for 7.8% of registered jobseekers nationwide, although they rep-
resent only 3.7% of those who have been placed into jobs. In principle, Roma have priority in 
employment promotion programmes, with the aim of lowering the unemployment rate, especially 

34 The share of women among registered jobseekers was 53.2% in 2019 (Instat Albania, 2020).
35 Government of Albania/NEES, National Strategy for Employment and Skills 2014-2022, progress report 2018.

Agency was 46.0%, an increase compared to 2017 (37%) (Instat Albania, 2020a). The support 
of women varied by the type of support scheme: in 2019, the share of women supported by the 
Innovation Fund was 30.8%, by the Start-up Fund 78.9%, by the Competitiveness Fund 6.9% and by 
the Creative Economy Fund 80% (Instat Albania, 2020a). The Project dubbed ‘Promoting employ-
ment, self-employment and entrepreneurship through regional cooperation for women and youth’ 
aimed to establish bridges of cooperation and exchange of experiences among the best-perform-
ing municipalities in the region. Through this project, 12 women and 12 young people participated 
in an entrepreneurial learning programme (according to information of OSCE). 

Recommendations:

 } Scale up programmes to support women’s entrepreneurship in order to improve women’s 
access to financial resources, provide entrepreneurship training and follow-up/support 
companies recently set up by women to sustain entrepreneurship. 

 } Encourage and support women in rural areas to make investments to improve productivity 
and diversify supply and supply chains. 

 } Implement enforcement of women’s property rights in agricultural land as foreseen in the 
National Strategy for Gender Equality to support economic empowerment of rural women. 

The number of unemployed women jobseekers increases with age, while the data show the op-
posite for men. Data show that more than half of unemployed female and male job seekers have 
completed only a primary or lower secondary education (Instat Albania, 2020a).

Slightly more women than men have been registered with the Public Employment Service (PES). 
The stock of registered unemployed fell quite significantly between 2015 and 2019. This drop 
may be linked to recent reforms of the PES. 

Figure B.1: Stock of registered unemployed by gender, Albania

Source: Administrative data of the National Employment Service of Albania.
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for Roma women, and increasing the educational level of children, as a preventive measure for 
social exclusion. In principle, Roma also benefit from free vocational training and have priority in 
employment incentive programmes.

The National Strategy on Social Protection 2015-2020 sets out the objective to provide integrated 
social services at the local level. Among the target groups are women heads of households. The 
National Strategy for Employment and Skills 2014-2020 seeks to better target social protection 
and increase coverage of vulnerable women and at the same time activate them (MoHSP). Imple-
mentation of these strategies has only just started, and more efforts need to be made to increase 
institutional capacities and cooperation at the local level (EC, 2019, Progress Report Albania). 
Progress has been made in implementing an in-work benefit scheme (ESPN report on in-work 
poverty in Albania, 2019).

Recommendations:

 } Increase budget for ALMPs.

 } Provide upskilling for women returning to the labour market after a childrearing break, and 
for women to adapt their skills to economic and technological change.

 } Strengthen capacities of social services at local level. Improve cooperation with social 
services, including with childcare and elderly care services, to help women overcome 
employment barriers. 

 } Include a gender perspective in the Youth Employment Strategy as well as in the Strategy for 
inclusion of Roma and Egyptian Communities.

 } Provide entrepreneurship programmes to unemployed women.

B.2 Bosnia and Herzegovina
Key facts, 2019

GDP, current price bn USD 19.9
Population (000's)  3,301 
_ of which female, % 51.0%
Employment rate, % (aged 20-64) 49.7%
Unemployment rate, % (aged 20-64) 15.8%

Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)
1. Labour market indicators
1.1. Activity rates
1.1.1 Male activity rate, % (aged 20-64) 71.3% 71.7% 71.3% MK (2017) 84.4% - 13 pp

1.1.2 Female activity rate,  % (aged 20-64) 45.6% 45.0% 46.9% AL (2019) 67.6% - 25 pp

1.2. Employment rates

1.2.1 Male employment rate,  % (aged 
20-64) 58.1% 59.5% 61.6% AL (2019) 74.7%  - 17 pp

1.2.2 Female employment rate,  % (aged 
20-64) 35.1% 35.8% 38.0% AL (2019) 59.7%  - 29 pp

1.3. Precarious employment share

1.3.1 Incidence of part-time employment in 
women, % 15.5% 14.9% 14.1% XK (2018) 5.4%  -16 pp

1.3.2 Share of women in temporary 
employment, % 16.2% 15.7% N/A AL (2019) 5.6% N/A

1.3.3 Share of women working as unpaid 
family workers, % 7.3% 6.7% 6.5% ME (2019) 3.6%  + 5 pp

2. Education
2.1. Transition to work

2.1.1 Male early leavers from training, % 5.3% 5.6% 4.0% BS (2019) 4.0%  - 8 pp

2.1.2 Female early leavers from training, % 4.8% 5.2% 3.5% BS (2019) 3.5%  - 5 pp

2.1.3 Share of women enrolled in tertiary 
education, % N/A N/A N/A AL (2019) 59.7% N/A

2.1.4 Recent male graduates in 
employment, % N/A N/A N/A RS (2018) 77.5% N/A

2.1.5 Recent female graduates in 
employment, % N/A N/A N/A ME (2018) 71.9% N/A

2.2. Skills

2.2.1 Share of men with above basic digital 
skills, % (aged 16-74 ) N/A N/A 6.0% RS (2017) 22.0% - 23 pp

2.2.2 Share of women with above basic 
digital skills, % (aged 16-74) N/A N/A 10.0% RS (2019) 19.0% - 23 pp

3. Leadership and empowerment
3.1. Money matters

3.1.1 Share of women at risk of poverty N/A N/A N/A XK (2017) 18.9% N/A

3.1.2 Gender pay gap, % N/A N/A N/A RS (2018) 9.6% N/A
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Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)

3.2. Female representation in decision-
making bodies

3.2.1 Share of women in middle and senior 
management, % 26.1% 25.4% N/A AL (2019) 41.3%  N/A

3.2.2 Share of women in parliament and 
national assemblies, % N/A 21.1% 21.1% MK (2019) 39.2% - 10 pp

4 Access to services
4.1. Medical care

4.1.1 Share of women reporting inadequate 
access to medical care, % N/A N/A N/A MK (2018) 2.4% N/A

4.2. Public services
Share of women among the 
registered unemployed 53.6% 55.2% N/A MK (2017) 43.4%  N/A

The impact of Covid-19 on gender gaps in local employment:
N/A

Policy recommendations
The Law on Gender Equality in Bosnia and Herzegovina and the National Gender Action Plans 
form the main cross-cutting framework for protecting women from discrimination and enhanc-
ing gender equality. The third Gender Action Plan of Bosnia and Herzegovina 2018-2022 (2018), 
prepared by the Gender Equality Agency at the Ministry of Human Rights and Refugees of Bosnia 
and Herzegovina, was adopted in 2018. The Action Plan sets out measures to strengthen the 
coordinating role of the Gender Equality Agency. This involves in particular conducting and sup-
porting research on gender-related issues as well as regular collection, analysis and publication 
of gender-disaggregated data in areas related to the economic empowerment of women. The 
action plan also sets the objective to strengthen institutional capacity to apply international and 
domestic standards in the area of gender equality, to introduce gender-responsive budgets, and 
establish appropriate institutional mechanisms for gender equality with the task to coordinate 
implementation of these measures. The action plan also envisages conducting information and 
awareness raising campaigns in order to promote gender equality.

Responsibility for the implementation of measures in the action plan lies with legislative and 
executive institutions and bodies at the central and entity level, cantonal bodies and bodies of 
local self-government units. Corresponding budgets are adopted by the responsible institutions 
at all levels of authority. Therefore, the Gender Action Plans at central level remains vague in the 
different policy fields. 

There is still no employment strategy in place for the entire economy. The Republika Srpska entity 
has an employment strategy for 2016-20, while the Federation entity has not adopted an employ-
ment strategy yet (European Commission, 202036). 

36 European Commission (2020), COMMISSION STAFF WORKING DOCUMENT Bosnia and Herzegovina 2020 Report Ac-
companying the Communication from the Commission to the European Parliament, the Council, the European Economic 
and Social Committee and the Committee of the Regions 2020 Communication on EU Enlargement Policy, SWD(2020) 
350 final, Brussels, 6.10.2020

Comprehensive 
policy approach 
and institutions

Legal framework 
against 
discrimination

Recommendations:

 } Improve coordination among ministries and stakeholders at all territorial levels in order to 
develop and implement measures to increase economic empowerment of women. 

 } Implement gender budgeting at all territorial levels. 

 } Ensure sustainable financing of measures with sizeable budgets to support increased 
women’s participation in the labour market.

 } Collect and display gender-disaggregated survey data as well as administrative data on 
policy implementation.

 } Adopt and implement an employment strategy in the Federation of Bosnia and Herzegovina.

 } Organise benchmarking exercise and benchlearning activities between the entities, district 
and cantons about measures and practices that are effective in enhancing economic 
empowerment of women37.

The Law on Gender Equality in Bosnia and Herzegovina regulates, promotes and protects gender 
equality and guarantees equal opportunities to all citizens, both in the public and private spheres 
of society; and prevents direct and indirect discrimination against gender. The Law prohibits dis-
crimination based on gender in work and in labour relations. Among other issues, it specifical-
ly addresses areas of equal pay, equal access to and conditions for education, differentiated 
treatment related to pregnancy, and maternity leave and benefits. In addition, labour laws of the 
entities form part of the regulatory framework. In practice the enforcement of non-discrimination 
legislation remains low (European Commission 2020). 

The Law provides a framework for a gender institutional mechanism that implements and moni-
tors the implementation of the Law. It mandates a gender quota of 40% in the public sector bodies 
at all levels of authority in Bosnia and Herzegovina (central, entity, cantonal and municipal levels). 
There is, however, no monitoring of the implementation of the quota system. 

Recommendations:

 } Strengthen institutional capacities to effectively implement the legal framework protecting 
women from gender discrimination.

 } Raise awareness about all forms of gender discrimination linked to access to employment 
and in the workplace. Target groups of awareness raising activities should be employers, 
Chambers, social partners, education institutions, labour inspectorates and legal 
institutions.

 } Provide women with support and legal advice to report on cases of discrimination.

 } Monitor the implementation of the Law (e.g. on the quota system and reported cases of 
gender discrimination).

 } Scrutinise whether the legal framework is in line with EU and international standards in all 
areas relating to gender equality (as foreseen in the Third Action Plan for Gender Equality).

37 Switzerland provides examples for benchmarking employment policies. See Duell, N., P. Tergeist, U. Bazant and S. 
Cimper (2010), Activation Policies in Switzerland, OECD Social, Employment and Migration Working Papers Nr. 112, 
www.oecd.org/els/workingpapers
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In 2017, only 4.6% of children aged 0-2 and 17.1% of those aged 3-5 were enrolled in early child-
hood education and care, a significantly lower share than in Albania, Montenegro, the Republic 
of North Macedonia and Serbia, and far below EU average. The enrolment rate of children from 
Roma communities is only 3%. Although progress has been made in recent years, enrolment is 
far too low to permit more women to be employed. Usually, early childhood education institutions 
(predškolske institucije) combine nursery (jaslice) groups for under-3s and kindergarten (dječiji 
vrtić) groups for children from the age of 3 until their enrolment in primary school. However, some 
early childhood education institutions have only groups for older children (3-5-year-olds). Early 
childhood education and care falls under the overall responsibility of 12 responsible ministries of 
education: one for the entity Republika Srpska, one for each of the ten cantons in Federation of 
Bosnia and Herzegovina and one for the Brčko District (European Commission, 2019). In some 
cantons legislation on early childhood education and care is missing. From the age of five, pre-
school is compulsory in the Federation of Bosnia and Herzegovina and the Brčko District for up to 
five hours per week. The compulsory early childhood education programme lasts 150-180 hours 
depending on the canton and entity. In Republika Srpska, early childhood education at the age of 
five is not compulsory, but it is fully implemented for ten hours per week during the period from 
March to June before the child starts primary education (European Commission, 2019c). The big-
gest challenge is quality standards in early childhood education and care, particularly in the areas 
of human resources, materials, and curriculum (World Bank, 2017).

In most EU economies, parents in rural areas face greater difficulties in accessing childcare ser-
vices for school-age children. Eurofound shows, for the European Union, that the opening hours 
as well as the quality of childcare is decisive for the parents’ decision to use them and thus has 
an important impact on female employment (Eurofound, 2020). Cost is another significant bar-
rier, affecting parents on lower incomes. The absence of available childcare options, including 
for children of school age, can force working mothers to make alternative arrangements, ranging 
from engaging informal care to taking the decision to work part time. These findings are likely to 
be valid as well for Bosnia and Herzegovina.

The supply of elderly care is characterised by the lack of day-based services and the limited num-
ber and expense of residential care centres. The main challenge consists of improving staff train-
ing and qualifications of staff in order to provide quality services. The World Bank has proposed a 
number of highly relevant policy recommendations to improve care services (World Bank, 2017).

The Third Gender Action Plan for Bosnia and Herzegovina 2018-2022 sets the objective to im-
prove measures to reconcile business and private life, including maternity and paternity protec-
tion, improving the provisions of paid maternity leave, paid parental leave for both parents, as well 
as special measures that make it easier for employees to reconcile professional and family ob-
ligations. The European Commission (2020) points to the need to introduce a uniform minimum 
level of maternity leave benefits and protection throughout the economy. 

Recommendations:

 } Substantially increase childcare offers for young children (to double and triple capacities 
in the medium-term). This requires substantial investment in publicly provided childcare 
centres.

Reconciling work 
and family life

 } Implement public subsidies to private childcare provision and use and create education and 
accreditation programmes to prepare caregivers and care-entrepreneurs.

 } Develop a system to accredit public and private childcare offers and monitor quality of 
childcare.

 } Implement gender-sensitive pedagogical concepts in early childhood education and care, as 
breaking gender stereotypes needs to start at an early age.

 } Expand the provision of quality elderly care in the form of day-care and residential care.

 } Harmonise parental leave across the different entities, districts and cantons of the 
economy. Introduce a rule for non-transferable paternal leave and increase awareness about 
the importance of fathers taking that leave. 

 } Promote the implementation of flexible working time schemes, e.g. by increasing incentives 
for part-time employment. 

The retirement age is 65 for both men and women. The phasing out of early retirement lasts lon-
ger for women than for men in the Federation of Bosnia and Herzegovina, while the gender gap in 
early retirement rules is not phased out in the Republika Srpska (here, early retirement is possible 
at age 60 with 40 years of contributions for men; and at age 58 with 35 years of contributions for 
women38). The activity rate of older women (55-64) is fairly low (at 28.7% in 2019Q2, compared to 
51.7% for men in the same age group).

Recommendations:

 } Improve access to formal employment for women in order to improve their economic 
situation once they reach retirement age. 

 } Raise awareness of the benefits of employing older men and women, reduce age 
discrimination and promote implementation of age-management approaches.  

There is a gap in access to education mainly with regard to the most vulnerable groups. While on 
average 97.6% of children attend primary and 84.6% attend secondary education, the correspond-
ing shares among Roma children were 69% for primary and 23% for secondary education (Euro-
pean Commission, 2020). According to a survey, Roma women have on average around 3.9 years 
of education, one-third that of non-Roma women (World Bank, 2017). Almost every second young 
person in Bosnia and Herzegovina who has left the formal educational system stays at the level 
of three-year secondary education or lower, which is significantly below the EU average. Financial 
problems are the main reason for termination of education. To remedy this barrier, scholarships 
do exist. However, only 7% of pupils and students are receiving a scholarship for education. 

In terms of levels of education in the population, in 2018 14.8% of employed persons had com-
pleted primary or lower education, 68.2% secondary education, and 16.9% tertiary education39. 
The main weakness of the education system is considered to be that it does not prepare young 
people well for the labour market. A key challenge is found in difficult school-to-work transition, 

38 World Bank (2020), Bosnia and Herzegovina: Pension Policy Challenge in 2020.
39 Government of Bosnia and Herzegovina (2019), Economic Reform Programme for 2019-2021.
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which affects more women than men: in 2018, youth unemployment rate (15-24 years old) for 
men reached 35.4% and 45.5% for women. More progress has been made over the past years to 
reduce youth unemployment, though it should be investigated what role emigration has played to 
reduce youth unemployment.

While reforms of education systems are being developed, strategic documents do not contain a 
specific gender dimension. Data on the gap in participation in education between boys and girls 
for the whole population in Bosnia and Herzegovina, as well as for the entities, should be moni-
tored and published regularly. 

At tertiary education level, segregation with regard to study fields has been recorded. Women 
tend to choose more often than men the following study fields (in descending order): medicine, 
education, arts and humanities, and law, while young men prefer more often to study ICT, secu-
rity studies and criminology, and civil engineering. Women outnumber men only in mathemat-
ics (mainly with the objective of becoming mathematics teachers), whereas in technology every 
fourth, and in engineering every third, student is a woman. According to the Gender Action Plan 
2018-2022 only 10% of women are educated in fields such as mechanical and electrical engi-
neering. Once employed, 30% are employed in the growing ICT sector (Risteska, Memeti and Sa-
mardzic Janokva, 2020). 

The involvement of women in research is comparatively high, at 47% of women researchers, 
which stands above the Central and Eastern European percentage of about 40% (Risteska et al., 
2020, referring to UNESCO data). 

Some activities are carried out to encourage women to enrol in STEM40 and to promote female 
scientists. IT GIRLS is an initiative set up in 2016 with a training workshop on the basics of web-
site development for girls aged 13-15. STEM European Researchers Night has been held in Bos-
nia and Herzegovina since 2012. The aim of the event is to raise awareness of research and in-
novation in the economy, support researchers and promote the achievements of local scientists, 
innovators and entrepreneurs, encouraging young people to consider science a potential career 
(Risteska, Memeti and Samardzic Janokva, 2020).

Recommendations: 

 } Collect and publish regularly gender-disaggregated statistics on women’s participation in 
research, and education in VET and tertiary education by field of study. 

 } Invest substantially in the education of Roma girls and women.

 } Scale up ICT study places for men and women.

 } Attract more women into engineering study fields.

 } Implement vocational guidance that attract girls and young women to pursue studies and 
VET in currently male-dominated professions for which there is demand; and boys and 
young men to enrol more often in female-dominated study fields. 

 } Continue to implement activities to foster interest of pupils, and in particular of girls, in 
technology.

40 Science, Technology, Engineering, Mathematics

 } Revise curricula and textbooks in order to overcome gender segregation and traditional 
gender roles.

 } Provide support to pupils and their parents to avoid school drop-outs. 

 } Improve employability of young people through revising curricula to include skills demanded 
by the labour market. Include practical training elements in the curricula.

 } Provide remedial education and upskilling to low-educated adult women. 

According to the World Economic Forum’s gender report, Bosnia and Herzegovina is ranked 59 
out of 77 economies on the Female Entrepreneurship Index (female entrepreneurs in Bosnia and 
Herzegovina rank particularly low on innovation and research and development expenditure) 
(World Bank Group, 2018). Likewise, the SME Policy Index 2019 shows a gender gap in entre-
preneurship (OECD et al., 2019). The most recent enterprise survey41 for manufacturing firms in 
Bosnia and Herzegovina shows that 27.2 percent of small and medium sized enterprises (SMEs) 
are female-owned and only 9.3 percent enterprises have majority female ownership (World Bank 
Group 2018)42. 

The gender gap in managerial positions is large. Only 24.1% of firms have a woman as a manager, 
although this is above the regional average. Moreover, only 9.3% include female participation in 
ownership, which is lower than the regional average. Female-owned businesses are on average 
smaller in scale than those owned by men in terms of sales, costs, employees, and volume of 
profits43.

Only 26.8% of property owners44 are women. This situation has been relatively constant over the 
past decade. Between 2003 and 2013, approximately 70% of men owned property; a period during 
which ownership among women increased by only 3 pp (World Bank 2017, referring to data of FAO 
and World Bank 2014). Although the civil code protects women’s right to property ownership, in 
practice, discriminatory practices linked to traditional views on women’s roles prevail, and women 
often lack information about their rights and the services available for guidance and information.

Women face multiple financial constraints to set up and develop businesses. Concentration 
in low-productivity activities and small business sizes both result and magnifies financial con-
straints. The financing gap of female-led business is larger than for male-led businesses. (World 
Bank Group, 2018). 

According to an assessment by the OECD (OECD et al., 2019), policy on women’s entrepreneur-
ship has improved since 2016. However, this is partly led by international donors and long-term 
sustainability is thus not ensured. The inclusion of women’s entrepreneurship within the wider 
economic policy landscape remains weak45. 

41 http://www.enterprisesurveys.org/data/exploreeconomies/2013/bosnia-and-herzegovina#gender
42 World Bank Group / International bank for Reconstruction and Development (2018),   Access to finance for female-led 
micro, small & medium-sized enterprises in Bosnia and Herzegovina.
43 World Bank (2017), PROMOTING WOMEN’S ACCESS TO ECONOMIC OPPORTUNITIES, Policy Note.
44 With property registered in their name.
45 Since the 2016 assessment, an informal working group supported by Gesellschaft für Internationale Zusammenar-
beit (GIZ) and chaired by the Ministry of Foreign Trade and Economic Relations ensures dialogue and coordination on 
women’s entrepreneurship developments among policy makers from all entities, including business and civic interest 
groups. OECD et al., 2019.
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At entity level, the Council for Women’s Entrepreneurship in the Republika Srpska demonstrates 
the leadership role of the Chamber of Commerce in prioritising women’s entrepreneurship through 
policy engagement, training and international networking. The Council provides important institu-
tional support for women’s entrepreneurship as part of the government’s SME strategy, and over-
sees the implementation of a dedicated women’s entrepreneurship development programme. The 
Government of the Republika Srpska has also adopted a Women’s Entrepreneurship Development 
Strategy for the period 2018-22. In the Federation of Bosnia and Herzegovina, a women’s entre-
preneurship strategy development working group led by the Federal Ministry for Development, 
Entrepreneurship and Crafts provides the basis for a more established advisory body on women’s 
entrepreneurship. There are a few examples of grants to support women-owned businesses at 
cantonal level. In the Brčko District a women’s entrepreneurship action plan is being drafted. Mon-
itoring and evaluation of women’s entrepreneurship activities still needs to be improved46. 

Recommendations:

 } In line with the recommendations of the World Bank and the International Bank for 
Reconstruction and Development, it is recommended to improve the implementation of laws 
and regulations to boost gender equality, especially in the context of obtaining credit. It is 
also recommended to develop dedicated support programmes like partial credit guarantee 
schemes and counterpart guarantees for expanding supply of credit for female-led micro 
enterprises and SMEs.

 } Advisory services to financial institutions should be provided in order to allow for improved 
credit risk assessment, develop new products, and expand services to female-led micro 
enterprises and SMEs.

 } Provide guidance for women to set up businesses, to increase productivity of businesses 
and to maintain business profitability. 

 } Initiate and coordinate mentorship programmes for women. 

 } Improve reporting of gender-disaggregated data by financial institutions and monitor 
gender-disaggregated data on land property.

 } Amend the land registry laws to enable the non-registered spouse to register as co-owner 
of the property acquired during marriage without the consent of the spouse who is already 
registered; and simplify the land registration process for the non-registered spouse.

 } As set out in the Third Gender Equality Plan, organise entrepreneurship training programmes 
for women.

While in 2019 women represented only 37.9% of all employed aged 15-64, they represented 47.6% 
of the unemployed, according to Labour Force Survey data. The unemployment rate for women 
(19.7%) was higher than the unemployment rate for men (14.2%). Around three-quarters of un-
employed men and women were long-term unemployed. Women registered more often with the 

46 Since the 2016 assessment, an informal working group supported by Gesellschaft für Internationale Zusammenar-
beit (GIZ) and chaired by the Ministry of Foreign Trade and Economic Relations ensures dialogue and coordination on 
women’s entrepreneurship developments among policy makers from all entities, including business and civic interest 
groups. OECD et al., 2019.

Public Employment Service: 55.1% in 2018. In addition, given the high economic inactivity rate 
among women, the challenge for active labour market policy is large. During 2018, 33,088 regis-
tered unemployed participated in an active labour market policy. This is a very low number given 
that, in 2018, there was a stock of 451,700 registered unemployed. Nevertheless, this represents 
some progress given that the number of participants more than doubled between 2017 and 2018, 
and the budget was increased by 23.3%. Most (90%) active labour market policies (ALMPs) were 
employment incentives. Only 4.4% of participants were in entrepreneurship measures and only 
5.6% of all participants took part in a training measure47. Budgets for ALMPs will need to be 
increased substantially in the future. No data on the gender split of participants in active labour 
market policies have been made available. Institutional capacities must be strengthened to deliv-
er effective employment services to unemployed men and women (European Commission 2020).

Recommendations:

 } Strengthen institutional capacities of the Public Employment Service and upscale budgets 
for active labour market policies.

 } Collect and publish gender-disaggregated data on participants by type of active labour 
market policy. 

 } Intensify efforts to place women into formal employment.

 } Develop and implement dedicated start-up programmes for unemployed women, and 
provide entrepreneurship training and follow-up support. Significantly scale up budgets for 
entrepreneurship programmes for unemployed women.

 } Significantly increase budgets for upskilling unemployed adults. 

 } Provide transportation support to unemployed women if they take up employment (e.g. in 
forms of vouchers).

 } Improve cooperation between social and family services and employment services at the 
local level in order to overcome employment barriers for women.

 } Implement measures to substantially reduce youth unemployment rates (e.g. by promoting 
internships, promoting trial employment, employment incentives). 

47 Administrative data, collected by RCC.
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B.3 Kosovo*
Key facts, 2019

GDP, current price bn USD 8.0
Population (000's)  1,796 
_ of which female, % 49.7%
Employment rate, % (aged 20-64) 30.1%
Unemployment rate, % (aged 20-64) 25.7%

Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)
1. Labour market indicators
1.1. Activity rates

1.1.1 Male activity rate, % (aged 20-64) 75.1% 72.7% 67.3% MK (2017) 84.4%  - 25 pp

1.1.2 Female activity rate,  % (aged 20-64) 22.6% 20.7% 23.2% AL (2019) 67.6%  - 49 pp

1.2. Employment rates

1.2.1 Male employment rate,  % (aged 
20-64) 54.0% 52.6% 53.0% AL (2019) 74.7% - 26 pp

1.2.2 Female employment rate,  % (aged 
20-64) 14.6% 14.1% 15.6% AL (2019) 59.7%  - 51 pp

1.3. Precarious employment share

1.3.1 Incidence of part-time employment in 
women, % 8.3% 5.4% 6.2% XK (2018) 5.4%  - 24 pp

1.3.2 Share of women in temporary 
employment, % 21.7% 21.4% 22.1% AL (2019) 5.6% + 7 pp

1.3.3 Share of women working as unpaid 
family workers, % 7.5% 5.5% 5.0% ME (2019) 3.6%  + 4 pp

2. Education
2.1. Transition to work

2.1.1 Male early leavers from training, % 11.4% 9.3% 8.0% BS (2019) 4.0%  - 3 pp

2.1.2 Female early leavers from training, % 13.1% 9.9% 8.4% BS (2019) 3.5%  ± 0 pp

2.1.3 Share of women enrolled in tertiary 
education, % N/A 55.7% 56.0% AL (2019) 59.7% N/A

2.1.4 Recent male graduates in 
employment, % N/A N/A N/A RS (2018) 77.5% N/A

2.1.5 Recent female graduates in 
employment, % N/A N/A N/A ME (2018) 71.9% N/A

2.2. Skills

2.2.1 Share of men with above basic digital 
skills, % (aged 16-74 ) 4.0% N/A 14.0% RS (2017) 22.0%  - 19 pp

2.2.2 Share of women with above basic 
digital skills, % (aged 16-74) 6.0% N/A 15.0% RS (2019) 19.0%  - 14 pp

3. Leadership and empowerment
3.1. Money matters

3.1.1 Share of women at risk of poverty 18.9% N/A N/A XK (2017) 18.9% N/A

3.1.2 Gender pay gap, % N/A N/A N/A RS (2018) 9.6% N/A

Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)

3.2. Female representation in decision-
making bodies

3.2.1 Share of women in middle and senior 
management, % 15.4% 18.4% 14.3% AL (2019) 41.3%  -19 pp

3.2.2 Share of women in parliament and 
national assemblies, % N/A 31.8% 32.0% MK (2019) 39.2% ± 0 pp

4 Access to services
4.1. Medical care

4.1.1 Share of women reporting inadequate 
access to medical care, % N/A N/A N/A MK (2018) 2.4% N/A

4.2. Public services
Share of women among the 
registered unemployed 45.0% 45.4% 45.7% MK (2017) 43.4% N/A

The impact of Covid-19 on gender gaps in local employment:
The gender gap in employment narrowed by 8.6pp between 2019Q2 and 2020Q2, this stems from a 
large decrease in the gap in the first two quarters of 2020 (-5.8 pp). But in the same period, female 
unemployment rose by 18pp.

Policy recommendations
The Agency for Gender Equality, located in the Office of the Prime Minister, prepared the Kosovo* 
Programme for Gender Equality 2020-202448. The first plan covered the period 2008-13. The new 
plan was drafted with active participation of working groups, representatives of institutions, civil 
society, partners, and local and international organisations49. The agency’s tasks include: con-
ducting research on gender inequality; coordinating measures and policies; and monitoring the 
implementation of measures and policies to reduce gender inequalities. 

The Kosovo* Programme for Gender Equality 2020-2024 plans highly relevant activities to im-
prove skills, reconcile work and family life and combat discrimination in the labour market. The 
three strategic pillars are (i) economic empowerment and social welfare, which includes the ob-
jective to increase the employment rate among women from 12.3% in 2017-18 to 17% by 2021-22 
and 20% by 2024; (ii) human development, roles and gender relations; and (iii) women’s rights, 
access to justice and security. The related Action Plan 2020-2022 has a budget cost of €13.8m50. 
The bulk of the budget is donor financed. To catch up and keep pace with reducing gender in-
equality in the region it will be crucial to maintain financing over a longer period and thus to adapt 
the national budget accordingly. 

The National Development Strategy 2016-2021 sets objectives for policy action in different areas 
in order to enhance gender equality. The Government Programme 2020-2023 sets the objective 
to improve the social and economic position of women through a cross-sectoral approach. The 
government has also set an objective to strengthen institutional mechanisms for gender equality 

48 https://abgj.rks-gov.net/assets/cms/uploads/files/Programi%20i%20Kosov%C3%ABs%20p%C3%ABr%20Barazi%20
Gjinore%202020-2024%20-%20ANGLISHT.pdf
49 https://womensnetwork.org/the-agency-for-gender-equality-and-government-pledge-to-advance-gender-equality/
50 https://abgj.rks-gov.net/assets/cms/uploads/files/AGE%20Kosovo%20Program%20for%20Gender%20Equality%20
2020-Legal2024.pdf
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and for protection from discrimination through rigorous implementation of the relevant legis-
lation and the Ombudsperson’s recommendations51. The legal obligation for gender-responsive 
budgeting, as set out in the Law on Gender Equality, amended in 201552, has so far only been im-
plemented partially at national level. A sub-legal act on the implementation of gender-responsive 
budgeting was in the process of finalisation at the time of writing (January 2021).

Recommendations:

 } Implement gender-responsive budgeting.

 } Ensure sustainable financing of measures with sizeable budgets to support substantial 
increases in women’s participation in the labour market.

 } Collect and display gender-disaggregated survey data as well as administrative data on 
policy implementation.

The labour law prohibits discrimination in employment and occupation in respect of recruit-
ment53, training, promotion of employment, terms and conditions of employment and dismissal. 
The Law on Gender Equality stipulates the obligation of introducing temporary specific measures 
to reduce gender inequality, including through quotas (Risteska, Memeti and Samardzic Janokva, 
2020). Although discrimination in the recruitment process is not allowed, gender-specific vacan-
cies are still posted, according to a study conducted in 201754. The implementation of quota rules, 
or their absence, should be monitored.

Secondary legislation for the implementation of the Law on Protection from Discrimination has 
not been adopted. Overall, institutions perform poorly in processing and investigating cases of 
discrimination (European Commission, 2019)55. Progress has, however, been made recently in the 
public sector. In order to implement the regulatory framework within the public administration, 
the Prime Minister signed the “Policy against Sexual Harassment in Public Administration” on 25 
November 2020, which was prepared by the Kosovo* Gender Studies Centre, in cooperation with 
the Office for Good Governance (OGG). The policy had already been initiated, in 2008, with the 
financial support of USAID56. 

Recommendations:

 } Strengthen institutional capacities to effectively implement the legal framework protecting 
women from gender discrimination.

 } Raise awareness about all forms of gender discrimination linked to access to employment 
and in the workplace. Target groups of awareness raising activities should be employers, 
Chambers, social partners, education institutions, labour inspectorates and legal 
institutions.

51 See Kosovo* Programme for Gender Equality 202-2024
52 Kosovo* Programme for Gender Equality
53 An announcement or publication of a job vacancy cannot contain words or phrases that discriminate based on 
gender
54 http://www.institutigap.org/documents/48043_Raporti-Final%20analize%20punesimi%20i%20grave.pdf
55 European Commission, 2019, Kosovo* Progress Report
56 https://womensnetwork.org/after-years-of-advocacy-kgsc-pushes-the-adoption-of-the-policy-against-sexual-ha-
rassment-in-public-administration-in-kosovo

 } Implement the labour law and monitor whether posted vacancies are formulated in a non-
discriminatory way. 

 } Provide women with support and legal advice to report on cases of discrimination.

Traditional gender roles, family responsibilities and limited access to quality and affordable child 
and elderly care are major employment barriers for women. Outward migration of men further 
reduces their possibilities to combine work and family lives (World Bank, 201857).

The part-time employment rate for women is low (4.3% in 2019 Q258). This is the lowest rate in 
the region and far below the EU average59. Although a high share of part-time employment can be 
a sign of unequal access to the labour market and career progression, a low share of part-time 
employment linked to a low employment rate, as is the case in Kosovo*, indicates that employers 
may not be offering suitable working hours for women which would permit them to balance work 
and family life60.  

Article 49 of the Labour Law regulates the principles, conditions and criteria for the use of ma-
ternity leave61. The law is generous in protecting mothers, but at the same time it disincentivises 
hiring women (World Bank 2018). The employer has to pay 70% of the salary for six months for 
women on maternity leave, and at the same time has to hire a new person for 6-12 months as 
temporary replacement62. In most of the EU Member States, a distinction is made between ma-
ternity leave (benefits received by mothers amounting mostly to a 70-100% replacement rate of 
wages, but in general for significantly shorter periods than 12 months) and parental leave (with 
quite varying earnings replacement rates, or even unpaid) (ICF, 2017). OECD average maternity 
leave was 19.1 weeks in 2016, the length for paid maternity leave and parental leave was 52 
weeks on OECD average, the average length for paid father-specific leave was 8.2 weeks and the 
average length of parental leave with job protection was 65.7 weeks63. The generosity of paternity 
and parental leave varies greatly across the EU (Janta and Tewart, 2018).

In the EU, maternity leave is mainly financed through a contribution-based social security system, 
or it is tax financed. In a few economies, employers need to contribute to the financing for mater-
nity leave64. In Kosovo*, there is evidence that, due to the prospect of maternity leave, pregnant 

57 World Bank (2018), Improving the integration of women in Kosovo’s labor market: What can the Public Employment 
Agency do?
58 WIIW and World Bank (2020), Labour Market Trends in the Western Balkans 2020.
59 In EU-28, 31% of women aged 20-64 were in part-time employment compared with 8% for men, in 2018. https://
ec.europa.eu/eurostat/de/web/products-eurostat-news/-/DDN-20190621-1.
60 https://abgj.rks-gov.net/assets/cms/uploads/files/AGE%20Kosovo%20Program%20for%20Gender%20Equality%20
2020-2024.pdf
61 https://gzk.rks-gov.net/ActDetail.aspx?ActID=2735
62 See Kosovo* Programme for Gender Equality
63 OECD Family Database indicator PF2.5 “Trends in leave entitlements around childbirth”; https://stats.oecd.org/index.
aspx?queryid=54760
64 For example, in Germany, employers need to compensate for the gap between payments made by health insurance 
and the employee’s full salary for a period of 14 weeks. Thereafter, parents are eligible for parental leave. In Greece, 
employers have to pay for half to one month. Thereafter, women receive a social security allowance for the remaining 
period. In Finland, allowances for maternity leave compensate for 70-90% of previous salaries up to a certain ceiling 
(with lower rates for women with high salaries). Many collective agreements specify that the employer guarantees 100% 
of salary for the first three months, compensating for any gap. ICF (2017), Study on the costs and benefits of possible 
EU measures to facilitate work-life balance for parents and care givers – Annexes, Study for the European Commission, 
- Directorate General for Justice and Consumers
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women are dismissed from work, especially those employed in the private sector. According to 
Kosovo*’s Law on Labour, an employed mother is entitled to twelve (12) months of maternity 
leave, while fathers are entitled to two days of paid leave and two weeks of unpaid leave upon a 
child birth or adoption. The Kosovo* Programme for Gender Equality 2020-2024 sets the strategic 
objective to amend Labour Law in order to guarantee parental leave, maternity leave, and paterni-
ty leave in accordance with the EU Work-Life Balance Directive.

Participation of children in early childhood education and care is very low in Kosovo*. In 2014/15, 
2.3% of children aged 0-3 had access to childcare and 26.5% of those aged 3-6 were enrolled in 
pre-primary education65. This share is lower than in other economies of the region and in the EU, 
as well as in the Europe and Central Asia region66. 

The National Development Strategy 2016-2021 aims to increase enrolment of children in pre-
school institutions by 5,000 children annually by 2021, by building public kindergartens and in-
creasing involvement in private institutions (Kosovo* Programme for Gender Equality). The Koso-
vo* Programme for Gender Equality 2020-2024 sets the strategic objective to provide access to 
quality social and family services, including residential care centres and day-care for the elderly 
and people with disabilities.

Recommendations:

 } Remove the obligation of employers to compensate for salary losses in case of maternity 
leave. Maternity leave and parental leave benefits should be financed out of the social 
security system or taxes and the burden spread over the whole economy and/or whole 
society. 

 } Reform parental leave, maternity leave, and paternity leave, in accordance with the EU Work-
Life Balance Directive. Encourage fathers to take parental leave.

 } Substantially enhance enrolment rates of children in early childhood education and care and 
invest heavily in public and private childcare facilities.

 } Continue to develop and implement gender-sensitive pedagogical concepts in early 
childhood education and care, as breaking gender stereotypes needs to start at an early 
age67.

Unlike most economies in the region, there is no difference in retirement age between men and 
women before receiving the basic pension68. However, since the employment rate of women is 
extremely low, a low percentage of pension recipients are women. This puts them at higher risk 
of old-age poverty (15% in 2016)69.

65 Farnsworth, Nicole, Adelina Berisha, Erica Browne, Nerina Guri, Donike Kastrati, and Gresa Rrahmani. 2016. Who 
Cares? Demand, Supply, and Options for Expanding Childcare Availability in Kosovo. Pristina: Kosovo* Women’s Net-
work.
66 World Bank (2017), PROMOTING WOMEN’S ACCESS TO ECONOMIC OPPORTUNITIES, Policy note.
67 Building on the AGE manual in preventing gender stereotypes in text books https://abgj.rks-gov.net/assets/cms/
uploads/files/ENG-ManualSteriotipetGjinore-ENG(1).pdf
68 World Bank (2020),- Kosovo-Pension-Policy-Challenges-in-2020
69 Kosovo* Programme for Gender equality

Recommendations:

 } Improve access for women to formal employment in order to improve their economic 
situation once they reach retirement age. 

 } Raise awareness of the benefits of employing older men and women, reduce age 
discrimination and promote implementation of age-management approaches.

Women in Kosovo* have significantly lower levels of education than men with 50% of women of 
working age having no more than a lower-secondary education, compared to 27% of men70. The 
percentage of women aged 25-64 who have completed tertiary education remains at 8%, while 
the percentage of men is 14.3%. While the educational level of younger cohorts has significantly 
increased, girls growing up in precarious conditions or belonging to marginalised groups still have 
less access to education. Thus, among social assistance recipients, more boys than girls attend 
upper secondary education. In 2013, 8.8% of girls and women were not enrolled in secondary 
education compared to 1.2% of boys and men. A large number of girls, especially those coming 
from marginalised communities such as Roma, Ashkali and Egyptians, are left out of school in-
stitutions at all levels, particularly in higher education. In accordance with the Kosovo* Education 
Strategic Plan 2017-2021, the inclusion of children of Roma, Ashkali and Egyptian communities 
in primary education is planned to increase by 10%, and in lower- and upper-secondary education 
by 20%. Implementing these objectives would be an important step and progress will need to be 
sustained. The Kosovo* Programme for Gender Equality 2020-2024 seeks to reduce the NEET 
rate (those not in education, employment or training, as a percentage of the population in the 
relevant age group) from 30% in 2017/2018 to 20% by 2024. 

Girls participate significantly less in VET, with a share of just 39% in the 2015/16 school year. 
Instead, women are either less qualified or highly qualified. The enrolment rate of young women 
in tertiary education is higher than for men71, as it is in other economies in the region. However, 
there is a strong gender segregation as regards the field of study; again, like in other economies in 
the region. Women are overrepresented in the fields of education, philology, philosophy and med-
icine, while men dominate in physical education and sports, agriculture, mechanical engineering, 
computer engineering, construction and architecture72. There are plans to increase student en-
rolment in underrepresented majors by 30% and the number of women in technical directions by 
20%. While these are ambitious objectives, there is no encompassing strategy to tackle gender 
segregation, e.g. through revising school material, adapting curricula and orienting young girls 
early on to technology.

A third of students enrolled in STEM73 were women. Among STEM subjects, more women than 
men studied mathematics (mainly to become teachers). There was nearly gender parity among 
students in computer sciences as in some other Western Balkan economies, e.g. Montenegro 

70 World Bank (2017), Promoting Women’s Access to Economic Opportunities. Kosovo*. Policy Note.
71 During the academic year 2014/2915, 50.2 per cent of women of age group 18-25 were studying in higher education, 
a higher rate than the total participation of 43.5 per cent. Kosovo* Programme for Gender Equality.
72 Kosovo* Programme for Gender Equality, referring to UNDP 2017.
73 Science, Technology, Engineering, Mathematics.
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and in contrast to many EU economies where the share of female ICT students is much lower74. 
Thus, the economy has an important potential for economic empowerment of women in the area 
of ICT, in which a skills shortage exists worldwide. However, only about a third of students in en-
gineering are women, and their share was particularly low in mechanical engineering75.

Recommendations:

 } Invest heavily in the education of women.

 } Scale up ICT study places for men and women.

 } Attract more women into engineering study fields.

 } Implement vocational guidance that incentivises girls and young women to pursue studies 
and VET in currently male-dominated professions for which there is high demand; and boys 
and young men to enrol more often in female-dominated study fields. Vocational guidance 
should also encourage women to prepare and take up occupations in the areas of energy, 
water, environment and others, as recommended in the Kosovo* Programme for Gender 
Equality 2020-2024.

 } Provide scholarships to girls and young women as recommended in the Kosovo* 
Programme for Gender Equality 2020-2024.

 } Revise curricula and textbooks in order to overcome gender segregation and traditional 
gender roles.

 } Introduce activities to foster interest of pupils, and in particular of girls, in technology.

 } Provide support to pupils and their parents to avoid school drop-outs. 

 } Provide remedial education and upskilling to low educated adult women. 

Women have limited access to assets and productive inputs (World Bank 2018). Kosovo* scores 
below the average of economies in the region in terms of entrepreneurisal learning and women 
entrepreneurship. Progress in this area has been poor between 2016 and 2019, according to an 
OECD assessment76. Only around one-fifth of enterprises were owned by women in the first quar-
ter of 202077. The vast majority of the direct beneficiaries of government subsidies and grants for 
agriculture were men. In 2017 women received 17% of the Kosovo* Investment and Enterprise 
Support Agency (KIESA) grants for their enterprises, and men 83%. Women-owned enterprises re-
ceived 25 times less funds as subsidies, which is disproportionately low even considering current 
low rates of entrepreneurship (Kosovo* Programme for Gender Equality). 

The government has set an objective in the Kosovo* Programme for Gender Equality to provide 
financial support, access to micro-credit and financing programmes through credit mergers in 
order to increase the engagement of women in entrepreneurship and increase women-owned 
businesses, as well as exercise of the right to property and inheritance.

74 https://eige.europa.eu/publications/work-life-balance/eu-policies-on-work-life-balance/women-in-ict
75 Kosovo* Programme for Gender Equality https://womensnetwork.org/wp-content/uploads/ and Risteska et al. /RCC, 
2020. 2018/10/20130529105303566.pdf
76 OECD/ETF/EU/EBRD (2019), SME Policy Index: Western Balkans and Turkey 2019: Assessing the Implementation of 
the Small Business Act for Europe, SME Policy Index, OECD Publishing, Paris. https://doi.org/10.1787/g2g9fa9a-en
77 https://ask.rks-gov.net/media/5509/statistical-repertoire-of-economic-enterprises-in-kosovo-q1-2020.pdf

Recommendations: 

 } Improve access to credit and micro-credit for women.

 } Implement the right to property and inheritance for women, in order to increase ownership. 

 } Provide advisory services to financial institutions in order to ease access to financial 
resources for women.

 } Provide guidance for women to set up businesses, increase business productivity and 
maintain business profitability. 

 } Initiate and coordinate mentorship programmes for women. 

 } Improve reporting of gender-disaggregated data by financial institutions and monitor 
gender-disaggregated data on land property.

 } Develop and implement dedicated programmes to increase women entrepreneurship.

The Strategy of the Ministry of Labour and Social Welfare (2018-2022)78 includes women as a tar-
get group. Target groups for active labour market policies are women from rural areas and wom-
en without income. While women represent 21.3% of all employed, their share among the unem-
ployed according to the Labour Force Survey is 25.6% (in 2018). Against this background, women 
are overrepresented among registered unemployed. However, unlike the situation in Albania and 
Montenegro, women remain underrepresented among the Employment Agency’s participants in 
active labour market policies: while women represent around 45% of all registered jobseekers, 
they only represent 34% of participants in active labour market policies and 27% of trainees in 
Vocational Training Centres (in 2016). Female participation in active labour market policies has 
improved compared to 2016 (World Bank 201879). However, the overall budget for active labour 
market policies is low in the light of substantial labour market problems. The unemployment rate 
for men was 22.7% in 2019Q2 and 32.7% among women (aged 15+). In 2019Q2, 74% of women 
had been unemployed for more than one year (WIIW and World Bank 2020)80. 

The aforementioned strategy aims to address occupational gender segregation, e.g. through vo-
cational guidance and scholarships81; however there is no evidence of implementation. Nor has 
guidance for career counselling prepared by MEST been adopted and implemented82. The school-
to-work transition is also more difficult for women than men. In 2018, 64.7% of young women 
were unemployed, as compared to 51.5% of young men83.

There is no integrated strategy for the delivery of social and employment services at local lev-
el84, although this would be very useful in order to reduce labour market barriers for women, in 

78 https://mpms.rks-gov.net/en/wpdm-package/strategjia-sektoriale-2018-2022/
79 World Bank (2018), Improving the integration of women in Kosovo’s labor market: What can the Public Employment 
Agency do?
80 WIIW and World Bank (2020), Labour Market Trends in the Western Balkans 2020.
81 Kosovo* Programme for Gender Equality 2020-2024
82 Kosovo* Programme for Gender Equality 2020-2024
83 Kosovo* Programme for Gender Equality 2020-2024
84 Sectoral Strategy for Employment and Welfare 2018-2020 https://kryeministri-ks.net/wp-content/uploads/2019/08/
Strategjia-Sektoriale-e-MPMS-2018-2022_ALB-1.pdf
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particular in rural areas and in areas with a high presence of marginalised groups. Unlike other 
economies in the region, Kosovo*’s latest revised action plan on the integration of marginalised 
Roma and Ashkali communities neither includes measures specifically targeting these commu-
nities with active labour market policies nor measures specifically targeting women from these 
communities85. The causes of gender disparities in employment in these communities include 
early marriage of girls, lower level of education compared to men, and gender stereotypes86.

Lack of public transport is considered an important obstacle to women’s participation in the la-
bour market, especially for women living in rural areas and suburbs of cities87.

Transition to formal employment represents a major challenge. A Kosovo*-wide survey showed 
that about 30% of women in the private sector work without a contract88.

Recommendations:

 } Strengthen institutional capacities of the Public Employment Service and upscale budgets 
for active labour market policies.

 } Intensify efforts to place women into formal employment.

 } Implement start-up programmes for unemployed women and provide entrepreneurship 
training and follow-up support.

 } Provide transportation support to unemployed women if they take up employment (e.g. in 
forms of vouchers).

 } Invest in the public transportation system.

 } Improve cooperation between social and family services and employment services at the 
local level in order to overcome employment barriers for women.

 } Implement measures to substantially reduce youth unemployment rates (e.g. by promoting 
internships, promoting trial employment, employment incentives). 

85 European Commission, 2019.
86 Strategy for Integration of Roma, Ashkali and Egyptian Communities. Cited in Kosovo* Programme for Gender Equal-
ity 2020-2024.
87 Kosovo* Programme for Gender Equality 2020-2024
88 Kosovo* Programme for Gender Equality 2020-2024

B.4 Montenegro
Key facts, 2019

GDP, current price bn USD 5.5
Population (000's) 628
_ of which female, % 50.6%
Employment rate, % (aged 20-64) 60.8%
Unemployment rate, % (aged 20-64) 15.2%

Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)
1. Labour market indicators
1.1. Activity rates

1.1.1 Male activity rate, % (aged 20-64) 77.0% 78.6% 79.2% MK (2017) 84.4%  - 5 pp

1.1.2 Female activity rate,  % (aged 20-64) 61.7% 62.5% 64.4% AL (2019) 67.6%  - 8 pp

1.2. Employment rates

1.2.1 Male employment rate,  % (aged 
20-64) 65.2% 66.7% 67.5% AL (2019) 74.7%  - 11 pp

1.2.2 Female employment rate,  % (aged 
20-64) 51.4% 52.9% 54.2% AL (2019) 59.7%  - 13 pp

1.3. Precarious employment share

1.3.1 Incidence of part-time employment in 
women, % 10.7% 8.7% 8.1% XK (2018) 5.4%  - 22 pp

1.3.2 Share of women in temporary 
employment, % 28.8% 30.5% 30.5% AL (2019) 5.6%  -15 pp

1.3.3 Share of women working as unpaid 
family workers, % 3.9% 3.8% 3.6% ME (2019) 3.6% + 2 pp

2. Education
2.1. Transition to work

2.1.1 Male early leavers from training, % 5.6% 4.4% 5.2% BS (2019) 4.0% - 7 pp

2.1.2 Female early leavers from training, % 5.2% 4.9% 4.9% BS (2019) 3.5% - 4 pp

2.1.3 Share of women enrolled in tertiary 
education, % 55.5% 55.3% 55.6% AL (2019) 59.7% N/A

2.1.4 Recent male graduates in 
employment, % 63.9% 68.3% N/A RS (2018) 77.5%  N/A

2.1.5 Recent female graduates in 
employment, % 66.7% 71.9% N/A ME (2018) 71.9%  N/A

2.2. Skills

2.2.1 Share of men with above basic digital 
skills, % (aged 16-74 ) 16.0% N/A N/A RS (2017) 22.0% N/A

2.2.2 Share of women with above basic 
digital skills, % (aged 16-74) 12.0% N/A N/A RS (2019) 19.0% N/A

3. Leadership and empowerment
3.1. Money matters

3.1.1 Share of women at risk of poverty 23.0% 23.5% N/A XK (2017) 18.9% N/A

3.1.2 Gender pay gap, % N/A N/A N/A RS (2018) 9.6% N/A
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Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)

3.2. Female representation in decision-
making bodies

3.2.1 Share of women in middle and senior 
management, % 25.4% 23.8% 28.2% AL (2019) 41.3%  - 9 pp

3.2.2 Share of women in parliament and 
national assemblies, % N/A 23.5% 25.3% MK (2019) 39.2%  - 6 pp

4 Access to services
4.1. Medical care

4.1.1 Share of women reporting inadequate 
access to medical care, % 3.2% 2.8% N/A MK (2018) 2.4% N/A

4.2. Public services
Share of women among the 
registered unemployed 55.1% 59.0% N/A MK (2017) 43.4%  N/A

The impact of Covid-19 on gender gaps in local employment:
The gender employment gap remained stable between Q1 and Q2 2020, after having narrowed by  1.1 pp 
between Q2 2019 and Q2 2020.
Female employment gains were made in the agcitultural sector (+39%), losses were recorded in the ICT 
and administrative services sectors.
Skilled female agricultural workers benefitted from the crisis (29% growth), regaining some of the lost 
employment from 2019 and overall growing 10 pp more than their male counterparts.

Policy recommendations
The Department for Gender Equality of the Ministry of Human and Minority Rights is in charge 
of monitoring, preparing strategic documents and coordinating relevant actors. Gender equality 
policies require cooperation and coordination of the Ministry of Human and Minority Rights, the 
Department for Gender Equality, all ministries and government authorities, the Parliament of Mon-
tenegro, public institutions, local self-government bodies and civil society89. The Department for 
Gender Equality organises training for different target groups in order to strengthen capacities of 
institutions to implement gender equality principles according to the law. 

In 2019, the National Gender Equality Index for Montenegro was developed by the State Statistical 
Office of Montenegro (MONSTAT) in cooperation with the Ministry of Human and Minority Rights, 
following EIGE’s methodology90. The Gender Equality Index score for Montenegro was 55, below the 
EU average of 67.4; below the score obtained by Albania in the same year (60.4); and below that 
of the Republic of North Macedonia (62). Montenegro’s score was nearer to the score of Serbia 
(55.8) in the previous year. The gap between Montenegro and the EU average was largest for the 
dimensions of ‘money’, ‘power’ and ‘time’. The gap for dimensions ‘knowledge’ and ‘employment’ 
was lower, but still significant. Only for the ‘health’ dimension was Montenegro near the EU average. 

89 Council of Europe, Gender Equality Commission, Activities and measures at the national level  contributing to the 
achievement of the objectives of the Council of Europe Gender Equality Strategy 2018-2023, 2019, 15 January 2020, 
GEC(2019)8Rev. The Law on Gender Equality stipulates that all state authorities, state administration and local self-gov-
ernment bodies, public institutions, public companies and other legal entities with public authority, as well as business 
organisations, other legal entities and entrepreneurs are obliged to assess and evaluate the impact of the decisions and 
activities on the position of women and men (Gender Equality Action Plan 2017-2021).
90 The index was developed with the support of the European Institute for Gender Equality (EIGE) and the United 
Nations Development Programme (UNDP) in Montenegro, under the remit of the project ‘Support to Anti-Discrimination 
and Gender Equality Policies’, funded by the EU.

Gender equality issues are also included in the National Strategy of Sustainable Development 
2030 (NSSD), prepared by the Ministry of Sustainable Development and Tourism, in coopera-
tion with other ministries and adopted in 2017. As one of its key challenges the Strategy names 
the lack of ultimate political commitment to empower women and achieve gender equality. The 
Strategy also notes limited resources for measures to reduce inequalities91. The Strategy defines 
objectives to remedy this situation. By 2030, Montenegro pledged to eliminate political, econom-
ic and other gender-based discrimination, eliminate human trafficking and sexual exploitation, 
achieve equal participation in unpaid work and equality in employment, and strengthen national 
mechanisms for gender equality92. The objective for 2030 includes to have a minimum of 40% of 
women represented in political decision-making bodies at the national and local levels. 

In 2017, the Ministry of Human and Minority Rights developed the Action Plan for Achieving Gen-
der Equality 2017-2021 and related implementation plans. It is the third time that this type of 
strategic document is elaborated. To this end a cross-sectoral working group was established. 
The action plan addresses eight of the areas of the Beijing Declaration, including gender equality 
in the economy, gender-sensitive education and institutional mechanisms for the implementation 
of gender equality policies. The relevant ministries are obliged to report annually to the Ministry of 
Human and Minority Rights on the implementation of measures under this plan, as well as other 
activities aimed at ensuring gender equality. In May 2019, the government adopted the report 
on the implementation of the Beijing Declaration and Platform for Action93, which contains an 
assessment of progress made on gender-sensitive policies. 

Progress has been made at local level. There are memorandums of cooperation signed with all 23 
municipalities, expanding the network of coordinators; 18 municipalities adopted their decisions 
on gender equality; in 12 municipalities Councils on Gender Equality were formed; 10 municipal-
ities adopted local action plans; and 7 municipalities allocated special funds for implementation 
gender equality activities. Since 2012, more than 1,700 employees in local governments received 
training in gender equality94.

Recommendation: 

 } Continue with strengthening coordination of gender-sensitive policies at national and local 
level. 

 } Relevant budgets need to be allocated to invest in measures for the economic 
empowerment of women, across the different policy fields.

 } Regularly calculate the gender wage gap and conduct detailed analysis by sectors of 
activity. 

91 Government of Montenegro, Strategy for Sustainable Development 2030
92 Government of Montenegro, National Strategy for Sustainable Development 2030, 2017, p. 297, https://mrt.gov.me/
en/ministry/174209/National-Strategy-for-Sustainable-Development-by-2030-NSSD.html
93 Ministry of Human and Minority Rights, Montenegro (2019)
94 Council of Europe, Gender Equality Commission, Activities and measures at the national level  contributing to the 
achievement of the objectives of the Council of Europe Gender Equality Strategy 2018-2023, 2019.  15 January 2020, 
GEC(2019)8Rev
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The legal framework for gender equality has been developed over the past few years. In 2007 the 
Law on Gender Equality was passed, with amendments made in 2015 and 2017 to align with the 
EU acquis communautaire. The Law on Prohibition of Discrimination identifies special forms of 
discrimination, including sexual harassment and discrimination in provision of public services in 
the spheres of labour, education and professional training95. In 2015, amendments to the law stip-
ulated that the ombudsman should be in charge of protection against direct and indirect gender 
discrimination96. In December 2019, the Parliament enacted a new Labour Law, meant to bring 
national law in line with EU directives 2006/54/EC on equal opportunities in employment and 
92/85/EEC on pregnant workers, although further progress still needs to be made regarding align-
ment to the latter directive. According to the European Commission’s assessment, the legislative 
framework on gender-based discrimination has had limited impact due to weak implementation 
of existing measures (European Commission, 202097).

Recommendations: 

 } Raise awareness about all forms of gender discrimination linked to access to employment 
and in the workplace. Target groups of awareness raising activities should be employers, 
Chambers, social partners, education institutions, labour inspectorates and legal 
institutions.

 } Provide women with support and legal advice to report on cases of discrimination. 

 } Monitor implementation of the legislation.

A major cause of the gender pay gap identified by the Action Plan for Gender Equality in Monte-
negro is the difficulty, especially for women, of balancing work and family life to provide care to 
children and the elderly. Patriarchal patterns and stereotypes were also identified as barriers. Ac-
cording to a survey conducted by the Montenegrin Employers Federation ’Women in Management 
in Montenegro’98, barriers preventing women from gaining leadership positions also point to: the 
fact that fathers do not take parental leave; stereotypes and prejudices about women; and (linked 
to the previous factors) the lack of sufficient work experience and managerial competence of 
women.

One key policy area is therefore the provision of care for children and elderly family members. 
Early childhood education and care is delivered in centre-based pre-school settings (predškolsko 
vaspitanje i obrazovanje - jaslice i vrtić), which are the responsibility of the Ministry of Education. 
Programmes for children under the age 3 are called jaslice (nursery), while children aged 3 to 6 
attend kindergarten (vrtić) groups; primary education starts thereafter. Early childhood education 
and care is offered in full-day, half-day or three hours per day educational programmes and is free 
of charge. The legal basis for home-based childcare has been established, although this type of 

95 Council of Europe, Gender Equality Commission, Activities and measures at the national level  contributing to the 
achievement of the objectives of the Council of Europe Gender Equality Strategy 2018-2023, 2019.  15 January 2020, 
GEC(2019)8Rev
96 Monstat et al., Gender Equality Index 2019
97 European Commission (2020), Commission Staff Working Paper, Montenegro 2020 Report, Brussels 6.10.2020, 
https://ec.europa.eu/neighbourhood-enlargement/sites/near/files/montenegro_report_2020.pdf
98 http://poslodavci.org/en/publications/women-in-management-inmontenegro

Legal framework 
against gender 
discrimination

Reconciling work 
and family life 

provision is not yet in place (European Commission, 2019). In 2017, 23.7% of children aged 0-2 
years were enrolled in early childhood education centres. This was higher than in the Republic of 
North Macedonia and Bosnia and Herzegovina, and similar to Serbia. Montenegro is second in 
the region, after Albania, when it comes to enrolment of children aged 3-5, with a rate of 68.1%99. 
This is, however, lower than the EU average. In Montenegro, more boys than girls are enrolled 
in early childhood education100.  The available data do not indicate the share of full-day care, 
which is an important indicator given the low incidence of part-time employment (4.9% of women 
worked part-time in 2018101).

The objective, as set out in the National Strategy of Sustainable Development 2030, is to ensure 
that all girls and boys have access to quality development, care and pre-primary education in early 
childhood. The aim is to increase the capacity of pre-primary institutions in line with the OECD 
average by increasing the number of constructed facilities. This will involve planned increases 
in budgets for pre-primary education (current state: 0.38% of GDP). The strategy also aims to 
increase the coverage of children with alternative pre-primary educational programmes (shorter 
programmes, interactive services and three-hour programmes). This is likely to better prepare 
girls for primary school, though this objective does not facilitate female employment.

The National Strategy for Sustainable Development points out that social services and child pro-
tection services for Roma communities are not sufficiently well developed. There are no appropri-
ate measures identified for women from ethnic communities living in rural areas, large families, 
unemployed parents or single parents.

The Amendments to the Law on Social and Child Protection from 2015 (‘Law on Mothers’) strong-
ly discouraged mothers with three or more children and 15-25 years of work experience, or the 
very long-term unemployed, to work102. As a result approximately 17,000 women withdrew from 
the labour force. The Law was removed in 2017 but, by this time, many of these women could 
not return to their previous work (Monstat and Ministry of Human and Minority Rights, Gender 
Equality Report 2019). 

Montenegro has introduced parental leave and there is anecdotal evidence that fathers have 
started to use this in recent years, although data are not available. Montenegrin labour legislation 
does not prescribe non-transferable parental leave solely for fathers103, as is the case in a num-
ber of EU economies (e.g. Germany). Stronger take up of parental leave by fathers would help to 
reduce gender stereotypes.

Working conditions tend to be more flexible for men than women. The percentage of women who 
said that it would be very easy for them to take an hour or two off during working hours to take 

99 Administrative data. There are no data for Kosovo*.
100 The share of girl was 47.4% in the school year 2019/2020 and has only slightly increased in recent years. Statistical 
Office of Montenegro, Ministry of Justice and Human Rights (2020), Men and Women in Montenegro 2019.
101 WIIW and World Bank, Labour market trends in Western Balkans, 2020
102 Women who had three children and 25 years of employment and women who had four or more children and at least 
15 years of employment were entitled to monthly payments of EUR 336 (70% of the average monthly net salary. Mothers 
of three or more children who had been registered as unemployed for 15 years or more were entitled to monthly pay-
ments of EUR 192 (40% of the average monthly net salary).
103 Monstat et al., 2019, Gender Equality Index
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care of personal matters was 15.8% compared to 23.9% of men104. In December 2019, a new labour 
law was adopted to increase flexibility in various areas, including the deployment of employees 
outside the employers’ premises (e.g. telework)105. Nevertheless, it remains to be seen whether this 
law will be implemented in a way that will substantially help women reconcile work and family life. 

Recommendations: 

 } Implement dedicated policies for more working time flexibility and shorter working weeks, 
allowing more women to take up employment. Encourage companies to implement 
teleworking for parents.

 } Continue to improve the quality of full-time childcare at pre-school age and childcare for 
younger pupils. 

 } Continue to expand childcare facilities in rural areas. Monitor the quality of childcare (in terms 
of children per nurse, pedagogical concepts and opening hours). Increase coverage of children 
from Roma communities attending childcare facilities and develop appropriate integration 
strategies. 

 } Encourage fathers to take parental leave and develop a sustainable awareness raising strategy 
for employers, as this is likely to be a long-term process.

The retirement ages of men and women still differ. In 2016, the retirement ages were 65 years and 6 
months for men and 60 years and 9 months for women with 15 years of contributions. The previous 
pension reform in 2014 led to the decision to increase the pension age to 67 years and to eliminate 
the gender gap in the long run. The pension age is expected to increase to 67 years by 2025 for men 
and by 2041 for women106. Early retirement is possible from the age of 62 under certain conditions. 
The employment rate among those aged 65+ increased from 1.7% in 2014 to 6.8% in 2017. This was 
a stronger increase compared to change in the employment rate for those aged 54-64 (from 48.1% 
to 52.8% over the same period)107.

The typical working life for women in Montenegro in 2017 was 27.9 years, while the working life 
expectancy for men was 34.4 years. The reasons for the gender gap are manifold, and encompass 
differences in retirement age, significantly more frequent career breaks among women, difficulties 
in returning to the labour market, and termination of contracts due to maternity (especially in the 
case of short-term contracts)108. This impacts the pension levels of women and puts them at great-
er risk of old-age poverty.

Recommendation: 

 } Lengthen working lives of women through reducing extended (involuntary) career breaks, 
promoting stable employment relationships, improving labour market access when re-

104 European Working Condition Survey EWCS, 2019
105 EC (2020), Progress Report 2020
106 Or 40 years of service for men (no age requirement) and 35 years 9 months service for women with 55 years 9 
months of age (rising to 40 years of service and 60 years by 2033, no age requirement after 2033), World Bank (2020), 
Montenegro: Pension Policy Challenges 2020.
107 ETF (2018), Skills mismatch measurement in Montenegro
108 Monstat and Ministry of Human and Minority Rights, Gender Equality Report 2019

entering the labour market after a career break, promoting labour market access and 
targeting active labour market policies at older women.

 }  Raise awareness of the benefits of employing older men and women, reduce age 
discrimination and promote implementation of age-management approaches.

When looking at the educational levels of women across age groups, a split in educational out-
comes can be seen. Data for 2017 show that 21.1% of women graduated at a tertiary level com-
pared to 18.6% of men. However, 80.8% of the population with no education at all (11,324 citi-
zens) were women, and 73% of those with incomplete primary school education were women too, 
quite likely mainly from older generations109. This duality stems from girls and women catching 
up recently in the sphere of education. The educational level of women has significantly improved 
over time, with older generations substantially more likely to only have a basic education. Nev-
ertheless, there are still marginalised groups of women with unequal access to basic educa-
tion: still, fewer girls than boys are attending full-time primary schools (their share was 47.7% in 
2019/2020) and there has been no improvement in this since 2015110. 

Access to education and the vocational choices made at secondary and tertiary level impact 
strongly employment prospects, career prospects and wage development. Women with upper 
secondary education are more exposed to the risk of working in mismatched occupations as 
compared to their male peers (ETF, 2019). 

In 2019, 56.7% of graduates from tertiary education were women and their share among post-grad-
uates at master’s level was even higher, at 61.6%. Among recipients of scholarships for talented 
pupils and best students, including at PhD level, the majority were women (63.3% on average 
between 2012/13 and 2019/20) (Monstat et al. 2020). 

Unlike the situation in EU economies, the majority of those employed in the ICT sector in Monte-
negro are women (3,000 out of 5,300)111. Also, in professional, scientific and technical activities 
there were slightly more women than men employed (6,700 out of 13,100), as well as in the 
financial sector. In other sectors, strong gender segregation can be observed (in particular in 
manufacturing, construction, transportation, health and social work, personal services, educa-
tion) (Monstat et al. 2019).

In order to attract women to STEM, it is important to foster the interest of young girls in tech-
nology from a young age. There are a few programmes in place, in line with international good 
practice (Duell, 2020). Tinker is part of Devoxx4kids and is introducing children to programming. 
Amplify, another NGO, implemented the Montenegrin Girls in STEM programme aimed at em-
powering young girls to discover STEM disciplines. The programme offered a five-month, weekly 
after-school programme for 50 girls from elementary schools in Podgorica to learn more about 
robotics and programming.

Women are strongly underrepresented in the Academy of Science and Arts: 6.7% of members in 
the department for natural sciences were women, 14.3% in the department of social sciences, 

109 MONSTAT & Ministry of Human and Minority Rights, Men and Women in Montenegro, 2018
110 Statistical Office of Montenegro, Ministry of Human and Minority Rights in Montenegro (2020), Men and Women in 
Montenegro
111 https://eige.europa.eu/publications/work-life-balance/eu-policies-on-work-life-balance/women-in-ict
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0% in the department of humanities and 10% in the department of arts (Monstat et al. 2019). Al-
though some measures are relevant for women in STEM, the gender action plan overlooks STEM 
(Risteska, Memeti and Samardzic Janokva, 2020).

The Gender Equality Action Plan 2017-2021 commits to mainstreaming gender in research by 
introducing specific measures to address gender equality amongst researchers. The indicator 
measuring the effect is related to increased levels of knowledge of employees in higher education 
about gender equality (Risteska, Memeti and Samardzic Janokva, 2020).

Recommendations: 

 } Adapt curricula to reduce gender stereotypes beginning from a young age.

 } Implement remedial education and upskilling programmes for middle-aged and older 
women, since a large share only have primary education. 

 } Promote access to education to girls and women from Roma and Egyptian communities.

 } Continue to promote access of women to tertiary education, in particular to STEM study 
fields. 

 } Increase female members in the Academy of Science and Arts and encourage women to 
become scientists.

According to the Governmental Plan for Achieving Gender Equality, women own only 4% of all real 
estate, 8% of land, 14% of vacation homes and 9.6% of enterprises112. According to agriculture 
census data from 2010, 13% of holders of family farms were women, while 66% of family mem-
bers working in family farms were women. Women are also not well represented in managerial 
positions, with only 22.9% of board members in the largest quoted companies in Montenegro 
being women (on average from 2015 to 2019) (Monstat et al. 2019).

The objective of the Action Plan for Achieving Gender Equality 2017-2021 is to increase employ-
ment of women. The objectives of the Strategy for Sustainable Development 2030 encompass 
reforms so as to ensure that women receive the same access to ownership and control over land 
and other forms of property, financial services, heritage and natural resources. Different strate-
gies are in place to promote female entrepreneurship: the Strategy for Development of Women’s 
Entrepreneurship 2015-2020 (under the Ministry of the Economy), the Strategy for Lifelong En-
trepreneurial Learning 2020-2024 and the Strategy for Development of Micro, Small and Medium 
Enterprises in Montenegro 2018-2022, which aims to promote female, youth and social entrepre-
neurship. A range of specific activities include the introduction of low interest loans and tax cuts 
for women who would like to start their own business, organisation of training sessions and skills 
development workshops, and development of public campaigns to encourage women to start 
their own businesses (Monstat et al. 2019113). 

112 Ministry of Human and Minority Rights, Government of Montenegro, Plan for Achieving Gender Equality with the 
Implementation Programme for the period 2017-2021  and Ministry of Human and Minority Rights, Government of 
Montenegro, Plan for Achieving Gender Equality with the Implementation Programme for the period 2017-2021 (cited in 
Monstat et al. 2019, Gender equality index).
113 Citing: Ministry of Human and Minority Rights, Government of Montenegro, Plan za postizanje rodneravnopravnosti 
s programom sprovođenja za period 2017-2021, 2017, p. 26 (Plan for Achieving Gender Equality with the Implementation 
Programme for the period 2017-2021)

Financial support to women’s entrepreneurship has been improved following the adoption of the 
Strategy for Development of Women’s Entrepreneurship. Montenegro’s Investment Development 
Fund has increased the number of credit lines targeted at women and facilitated procedures for 
obtaining them. During 2018, through three credit lines, 39 credit applications worth €1.2m were 
approved114. In the area of employment policies, smaller measures were implemented, and13 un-
employed women benefitted in 2019, representing 40% of all beneficiaries (Monstat et al. 2019). 

In 2017, 2018 and 2019, the Montenegrin Women’s Political Network, comprising representatives 
of 16 ruling and opposition parties in Montenegro, launched a project ‘Supporting Anti-Discrimi-
nation and Gender Equality Policies’ with an initiative targeting local self-government budgets to 
introduce a new local mechanism for supporting women’s entrepreneurship115. Special budget 
lines for female entrepreneurship were introduced in 14 Montenegrin municipalities in their 2018 
and 2019 budgets, which have allocated a total of €110,000 for 2018 and €158,000 for 2019 for 
this purpose. 

Recommendations:

 } Scale up programmes to support women’s entrepreneurship, including entrepreneurship 
training and support to recently set-up women’s companies, to sustain entrepreneurship. 

 } Include entrepreneurship education in curricula of VET and tertiary education.  Provide 
dedicated entrepreneurship training to low-educated women.

 } Improve conditions to access ownership (e.g. of land). 

 } Provide guidance to female entrepreneurs on ways to increase the productivity of their 
businesses.

 } Provide advisory services to financial institutions with the objective of easing access to 
financial resources for women. 

Since 2016, more women than men have been registered as unemployed with the Public Employ-
ment Service (PES). In 2018, 59% of registered unemployed people were women. According to 
administrative data, the number of men and women leaving the unemployment register has been 
rather similar and has not changed much over time. 

114 European Council (2020), Implementation of gender equality policy 2019
115 Financed under IPA II
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Figure B.1: Stock of registered unemployed, Montenegro

Source: Administrative data provided by RCC.

Not all jobseekers register with the Employment Agency of Montenegro (the PES). While the ratio 
of registered unemployed to the number of unemployed according to the LFS was 0.74 in 2018, 
this ratio was 1.28 for women. The implication is that more unemployed women are registering 
with the PES than is implied by the LFS. This could mean that these women are not immediately 
available for work or are underemployed. 

Women participate more often in active labour market policies (ALMPs) than men. During the first 
11 months of 2019, 55.4% of participants were women. However, the budget for ALMPs is small 
and decreased in 2019116. Only 2,037 unemployed persons participated in ALMPs in 2019, out of 
a stock of 37,000 registered unemployed and more than 100,000 unemployed according to LFS 
data. Roma and Egyptian communities are underrepresented among the unemployed registered 
with the PES and further decreased (747 in 2019). Some targeted measures were implemented, 
such as the National Employment Agency’s active employment measures (129 Roma, men and 
women, were temporarily employed in 2019). In the area of health, three Roma health mediators 
are employed in three municipalities117.

Recommendations:

 } Increase the budget for ALMPs and strengthen PES capacities.

 } Include gender sensitiveness in career counselling in order to reduce gender segregation.

 } Provide upskilling for women returning to the labour market after a childrearing break, and 
for women to adapt their skills to economic and technological change.

 } Strengthen capacities of social services and access to health services at local level. 
Improve cooperation with social services, including with childcare and elderly care services 
to help women overcome employment barriers. 

116 Government of Montenegro, Economic Reform Programme 2020
117 European Commission, Progress Report Montenegro 2020

B.5 Republic of North Macedonia
Key facts, 2019

GDP, current price bn USD 12.7
Population (000's)  2,083 
_ of which female, % 50.0%
Employment rate, % (aged 20-64) 59.2%
Unemployment rate, % (aged 20-64) 17.2%

Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)
1. Labour market indicators
1.1. Activity rates

1.1.1 Male activity rate, % (aged 20-64) 84.4% 84.2% 83.4% MK (2017) 84.4%  ±0 pp

1.1.2 Female activity rate,  % (aged 20-64) 55.7% 56.3% 59.3% AL (2019) 67.6%  - 13 pp

1.2. Employment rates

1.2.1 Male employment rate,  % (aged 
20-64) 65.6% 66.6% 69.7% AL (2019) 74.7%  - 9 pp

1.2.2 Female employment rate,  % (aged 
20-64) 43.7% 45.2% 48.4% AL (2019) 59.7%  - 19 pp

1.3. Precarious employment share

1.3.1 Incidence of part-time employment in 
women, % 12.2% 14.9% 17.5% XK (2018) 5.4%  - 12 pp

1.3.2 Share of women in temporary 
employment, % 12.3% 12.9% 14.8% AL (2019) 5.6%  ±0 pp

1.3.3 Share of women working as unpaid 
family workers, % 10.9% 10.0% 9.7% ME (2019) 3.6% + 8 pp

2. Education
2.1. Transition to work

2.1.1 Male early leavers from training, % 8.3% 5.6% 5.9% BS (2019) 4.0%  - 6 pp

2.1.2 Female early leavers from training, % 8.7% 8.5% 8.4% BS (2019) 3.5% ±0 pp

2.1.3 Share of women enrolled in tertiary 
education, % 55.6% 55.5% N/A AL (2019) 59.7% N/A

2.1.4 Recent male graduates in 
employment, % 61.5% 55.5% 59.0% RS (2018) 77.5%  - 29 pp

2.1.5 Recent female graduates in 
employment, % 51.5% 55.2% 62.7% ME (2018) 71.9%  - 20 pp

2.2. Skills

2.2.1 Share of men with above basic digital 
skills, % (aged 16-74 ) 14.0% N/A 15.0% RS (2017) 22.0%  - 18 pp

2.2.2 Share of women with above basic 
digital skills, % (aged 16-74) 10.0% N/A 15.0% RS (2019) 19.0%  - 14 pp

3. Leadership and empowerment
3.1. Money matters

3.1.1 Share of women at risk of poverty 22.0% 22.0% 22.0% XK (2017) 18.9% + 5 pp

3.1.2 Gender pay gap, % N/A 16.7% N/A RS (2018) 9.6% N/A
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Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)

3.2. Female representation in decision-
making bodies

3.2.1 Share of women in middle and senior 
management, % 22.5% 28.2% 28.2% AL (2019) 41.3%  - 9 pp

3.2.2 Share of women in parliament and 
national assemblies, % N/A 37.9% 39.2% MK (2019) 39.2%  + 7 pp

4 Access to services
4.1. Medical care

4.1.1 Share of women reporting inadequate 
access to medical care, % 2.5% 2.6% 2.4% MK (2018) 2.4% ±0 pp

4.2. Public services
Share of women among the 
registered unemployed 43.4% N/A N/A MK (2017) 43.4% N/A

The impact of Covid-19 on gender gaps in local employment:
The gender employment gap narrowed by 0.9 pp between Q1 and Q2 2020. In contrast, it narrowed  by 3.4 
pp between Q2 2019 and Q2 2020.
The transportation and water supply sectors experienced the largest decreases in female employment 
between Q1 and Q2 2020 (-38%). Female employment in the ICT sector increased by 75%.
Female employment in managerial occupations increased by 51% between Q1 and Q2 2020, compared to 
a 14% reduction in services and sales occupations.

Policy recommendations
A recent assessment by the European Commission stresses that there is no systematic approach 
to addressing gender equality in Republic of North Macedonia. Proposed activities primarily tar-
get capacity-building aimed at identifying and introducing the gender dimension into the work of 
the administration and other public bodies. Implementation of planned activities is often slow or 
is still pending (Kotevska, 2020)118. 

The Ministry of Labour and Social Policy, in cooperation with the State Statistical Office, has cal-
culated the national gender equality index, following the methodology developed by the European 
Institute of Gender Equality (EIGE). The Gender Equality Index score for the Republic of North 
Macedonia was 62119 out of a maximum of 100, below the EU average of 67.4, but above the score 
of other economies in the region (Albania scored 60.4, Montenegro 55, and Serbia 55.8120). The 
gap with the EU average was largest for the ‘money’ dimension, while the Republic of North Mace-
donia was close to the EU-28 score for the ‘employment’ and ‘knowledge’ dimensions121. Multiple 
discrimination affects Roma women, women living in rural areas, and women with disabilities in 
particular (Kotevska 2020).The employment rate for the Roma women is as low as 8%122.

118 Kotevska, Biljana (2020), Country report Gender equality. How are EU rules transposed into national law? North 
Macedonia 2020, European Commission, European Network of legal experts in gender equality and non-discrimination.
119 Indicators based on 2015 data. BASHEVSKA, Marija (2019), Gender equality index for North Macedonia 2019: mea-
suring gender equality, Skopje: UNDP-UN Women, 2019.
120 Monstat et al., gender equality index 2019
121 These gaps were displayed for EU-28.
122 Government of North Macedonia (2019), Revised Employment and Social Programme 2022. https://www.mtsp.gov.
mk/content/pdf/dokumenti/2020/1.4_esrp.pdf

Despite the progress in conducting research on gender inequalities and its reasons, monitoring 
of policy implementation shows some weaknesses. Available data for monitoring policy progress 
are often not timely or comprehensive.

The Strategy for Gender Equality 2013-2020 contains basic measures for systemic inclusion of 
equal opportunities for women and men into the processes of creating and implementing policies 
and budgets123. The government planned to establish a special body for gender equality to work 
on integration of gender perspective in policy-making processes and budgeting, which was the 
task entrusted to the Equal Opportunities Department within the Ministry of Labour and Social 
Policy. The details of that plan were presented in the 2018 National Action Plan for Gender Equal-
ity 2018-2020. Progress made in 2017 and 2018 included a gender-responsive budgeting project 
and the appointment of a legal representative to identify cases of unequal treatment of women 
and men. In cooperation with UN Women, the Ministry of Labour and Social Policy implemented 
a project to develop a module for gender mainstreaming for civil servants and its integration into 
the training programme of the Ministry of Information Society and Administration124.  In coopera-
tion with UN Women, the Ministry of Labour and Social Policy discussed and agreed the need to 
open a regional centre for gender-responsive budgeting and knowledge sharing125. Government 
funding for activities to enhance gender equality remains low and the main pool of financial re-
sources comes from donors from outside the economy (Kotevska 2020).

Recommendation: 

 } Strengthen the coordination of gender-sensitive policies at national and local level and 
create a coordinating unit within the government. 

 } Relevant budgets need to be allocated to invest in measures for the economic 
empowerment of women across the different policy fields. These should structurally form 
part of the national budget and not depend on funding by international donors. 

 } Regularly calculate the gender wage gap and conduct detailed analysis by sector of 
activity. Collect gendered data on policy implementation of policies and monitor timely 
advancements, conduct evaluation of policies and publish the results.

In 2010, the first comprehensive equality and non-discrimination legislation was adopted. In 
2019, a new Law on Prevention and Protection against Discrimination was adopted to align with 
international definitions. It also strengthened the role of the Commission for Protection against 
Discrimination. The general legislation on gender equality is the Law on Equal Opportunities for 
Women and Men adopted in 2012126, replacing the law of 2006, which was considered as too 
weak in terms of institutional setting for the enforcement of the law. 

123 https://eca.unwomen.org/en/where-we-are/north-macedonia/national-planning-and-budgeting
124 Committee on the Elimination of Discrimination against Women reviews the report of the Former Yugoslav 
Republic of Macedonia , 1 November 2018, https://www.ohchr.org/EN/NewsEvents/Pages/DisplayNews.aspx?News-
ID=23816&LangID=E
125 https://www.ohchr.org/EN/NewsEvents/Pages/DisplayNews.aspx?NewsID=23816&LangID=E
126 This law defines equal opportunities for women and men, equal treatment, discrimination on grounds of sex, direct 
and indirect discrimination, harassment and sexual harassment, full equality of women and men, equal representation, 
and gender mainstreaming.
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Overall, in recent years the transposition and implementation of the EU gender equality acquis in 
the Republic of North Macedonia has been improving (Kotevska, 2020). The main challenge lies 
in the implementation of gender equality legislation. Sanctions are not considered to be effective, 
dissuasive or proportionate. While both the Ombudsperson and the equality body have compe-
tences and work with gender equality cases, there is no independent body dealing with gender 
equality that provides visibility to the gender equality mandate.  A new law on gender equality has 
been in preparation since 2020.

Recommendation: 

 } Raise awareness about all forms of gender discrimination linked to access to employment 
and in the workplace. Target groups of awareness raising activities should be employers, 
Chambers, social partners, education institutions, labour inspectorates and legal 
institutions.

 } Strengthen institutional capacities to implement the legislative framework addressing 
gender equality. 

 } Provide women with support and legal advice to report on cases of discrimination. 

Early childhood education and care is part of the education system for children from the age of 8 
months until they enter primary education. There are also home-based childcare services127. The 
educational part of the activities falls under the responsibility of the Ministry of Education and 
Science, whereas the care and organisation of the work of pre-school institutions falls under the 
responsibility of the Ministry of Labour and Social Policy in cooperation with the municipalities 
(European Commission, 2019c).

In 2017, 16.2% of children aged 0-2 and 33.7% of children aged 3-5 were enrolled in early child-
hood education and care. This was a lower rate than in Montenegro, Serbia and Albania. In partic-
ular, participation of 3-5 year olds was very low as compared to these three economies and to the 
EU average (the EU benchmark is 95% enrolment in pre-school education128). Only in Bosnia and 
Herzegovina was the participation of children in early childhood education and care even lower 
(European Commission, 2019). It is mainly women who care for their children and grandchildren 
(Bashevska 2019). The number of preschool facilities is insufficient particularly in rural areas 
(European Commission 2020). There are no data available on out-of-school care for pupils. A 
study conducted by Eurofound shows that, in a number of EU economies and Norway, take-up of 
out-of-school care for children aged approximately between 3 or 6 and 12 years is above 50% (in 
particular in those economies with a high share of female employment)129. In Slovenia, for exam-
ple, in the 2015-16 school year, 83% of pupils from the first to the fifth grades enrolled in extended 
stay in elementary schools. In most EU economies, parents in rural areas face greater difficul-
ties in accessing childcare services for school-age children. Eurofound shows, for the European 
Union, that the opening hours as well as the quality of childcare is decisive for parents’ decision 

127 Natural persons who provide home care for children of preschool age and a service provided by agencies for the 
provision of childcare services. 
128 European Commission (2020), Commission’s assessment of the Economic Reform Programme of North Macedonia 
2020-2022.
129 Considered age brackets vary by economy

to use them and thus has an important impact on female employment (Eurofound, 2020). Cost is 
another significant barrier, affecting parents on lower incomes. The Strategy for Education 2018-
25 plans to significantly increase the share of children in pre-school education and introduce a 
compulsory year of pre-primary education130.

Part-time employment of women was average in the region and below the EU average. There is no 
reported policy to encourage flexible working time for men and women. 

Recommendation: 

 } Expand substantially (full-time) places in early childhood education and care, including in 
rural areas. 

 } Expand affordable care facilities for children of school age (including during holidays).

 } Monitor the quality of childcare (in terms of children per nurse, pedagogical concepts and 
opening hours). Increase coverage of children from Roma communities to attend childcare 
facilities and develop appropriate integration strategies. 

 } Implement dedicated policies for more working time flexibility.

 } Put a system in place that would encourage fathers to take parental leave and develop a 
sustainable awareness raising strategy for employers, as this is likely to be a long-term 
process.

The retirement age for women is 62 years, while it is 64 years for men, if they have a record of 
at least 15 years of pensionable service131. A change in the pensionable age was adopted under 
the amendments to the Labour Law in July 2014, which stipulated that workers can decide to 
postpone their retirement by up to three years (subject to a maximum of 65 for women and 67 for 
men) beyond the existing official retirement age132. 

The duration of the working life of women in the economy is, on average, less by 12 years com-
pared to the working life of men. This is the second-lowest level of average working life for wom-
en when compared to the EU economies (Bashevska, 2019). 

Recommendations: 

 } Raise the retirement age of women and eliminate the gender gap in retirement age. 

 } Lengthen working lives of women through reducing extended (involuntary) career breaks, 
promoting stable employment relationships, improving labour market access when re-
entering the labour market after a career break, promoting labour market access and 
targeting active labour market policies at older women.

 } Keep women in employment for longer, raise awareness about the benefits of employing 
older men and women, reduce age discrimination and promote implementation of age-
management approaches.  

130 OECD (2019), “The education system in the Republic of North Macedonia”, in OECD Reviews of Evaluation and 
Assessment in Education: North Macedonia, OECD Publishing, Paris., https://doi.org/10.1787/079fe34c-en
131 https://www.financethink.mk/en/pension-system-of-macedonia/
132 Maja Gerovska Mitev (2017), ESPN Thematic Report: Assessment of Pension Adequacy in the former Yugoslav 
Republic of Macedonia, European Commission.
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In 2017, 37% of women and 24% of men had not attained an upper-secondary education. The 
educational attainment of young Macedonians (aged 20–24) is improving over time and is high-
er than the EU-28 average. Nevertheless, in 2017 the NEET133 rate was high, and slightly higher 
for women (25.9%) than for men (23.9%). Despite recent improvements, these rates remain well 
above the EU-28 average (10.9%). Boys and girls from Roma communities have less access to 
early childhood education and care and to general education. On average around 17% of children 
at pre-school age are attending kindergartens. Only 75% of Roma children aged 6-18 years old are 
enrolled in schools. Lack of financial resources, remoteness and discrimination are among the 
main reasons for low participation134. There has not been significant policy progress to remedy 
this inequality.

In 2017, 91% of young people had completed at least upper-secondary education and the gender 
gap was very small. Among those aged 30-34, the rate of women who obtained tertiary education 
(36.8%) was higher than that of men (24.6%), as is the case in many other economies in the region 
(ETF, 2019135). Gender segregation in the choice of study fields was, however, still marked, as in 
other economies in the region. 15.7% of female students chose STEM136 study fields, compared 
with 27% of male students. Conversely, women are overrepresented in the fields of education, 
health and welfare, humanities, and art (Bashevska, 2019). When looking at the share of women 
among graduates in just the academic year 2018/19 the gender gap is less marked, since the 
enrolment rate of women in tertiary education is higher: women represented 65.5% of graduates 
in science, 46% in technology, 40% in engineering and 65% in mathematics. The high share of 
women graduating in mathematics is linked to their choices to become mathematics teachers. 
Thus, the share of women among STEM graduates is comparatively high, and largely above the 
region’s average in the field of engineering. One possible explanation for this is foreign investment 
in industry zones and skills shortages. These two factors may encourage women to pursue engi-
neering studies (Risteska, Memeti and Samardzic Janokva, 2020).

A number of smaller programmes, mainly financed by international donors, have been imple-
mented to encourage girls to opt for STEM study fields, in particular IT137. However, the Higher 
Education Strategy 2018-2025 is not gender sensitive and does not contain measures that would 
encourage women to study STEM fields (Risteska et al., 2020).

Recommendations: 

 } Adapt curricula to reduce gender stereotypes beginning from a young age.

 } Implement remedial education and upskilling programmes for middle-aged and older 
women. 

 } Promote access to education for girls and women from Roma and Egyptian communities.

133 Not in employment, education or training.
134 Government of North Macedonia (2019), Revised Employment and Social Programme 2022.
135 ETF (2019), Skills mismatch measurement North Macedonia.
136 Science, Technology, Engineering and Mathematics.
137 In ICT most impactful is the DigiGrirls programme organised across the world as part of the Microsoft’s YourSpark 
Initiative. Digital Girls was organised in 2018 in North Macedonia in Skopje and Tetovo. The Programme aims to encour-
age girls to code, programme and come up with new innovative ideas in the IT world.

 } Continue to promote access of women to tertiary education, in particular to STEM study 
fields. Include a gender dimension in the Action Plans of the Education Strategy. 

 } Offer vocational guidance in a way that reduces gender segregation in the field of study.

The Republic of North Macedonia scores poorly in terms of entrepreneurship learning and wom-
en entrepreneurship and there has been no progress in this area between 2016 and 2019, accord-
ing to an OECD assessment (OECD et al., 2019). The Ministry of Economy had not finalised the 
Women’s Entrepreneurship Strategy 2017-2020 by 2019. The Strategy for Development of Wom-
en Entrepreneurship in the Republic of North Macedonia (2019 - 2023) was adopted in 2019138. 
Under the ‘Measure for financial support to women’s entrepreneurship’ it is planned to spend 
MKD 2m to subsidise 16 enterprises owned and managed by women. The Ministry of Economy 
allocated MKD 2.5m in its budget for financial support to women’s entrepreneurship. The funds 
were used for procurement of tools and equipment, improvement of business premises and intro-
duction of software solutions. At the initiative of the Ministry of Labour and Social Policy and the 
National Federation of Farmers, the National Programme for Agriculture and Rural Development 
2018-2022 was amended in terms of the eligibility criteria for measure 115 to provide ‘Support to 
active female members of agricultural households’139. While these measures are relevant steps 
to promote female entrepreneurship, more efforts need to be undertaken to catch up with female 
entrepreneurship. 

The Ministry of Economy has made some modest financial incentives available to strengthen the 
capacity of business support organisations140, NGOs and other associations supporting women’s 
entrepreneurship (OECD et al., 2019). With the support of the World Bank, in 2019, the Ministry of 
Labour and Social Policy was to start implementing a project for the economic empowerment of 
women through amending legislation on property  rights141. The programme of the Government 
of Republic of North Macedonia 2020-2024 plans to provide support for youth and women entre-
preneurship through grants of €5,000-15,000 for starting their own businesses and a tax exemp-
tion for all newly established private enterprises set up by young people up to 30 years of age or 
women, as long as the turnover is below MKD 3m142.

Recommendations:

 } Set up a coordinating unit or one-stop-shop to promote female entrepreneurship. 

 } Facilitate access for women to financial resources to set up and maintain a company.

 } Scale up programmes dedicated to supporting women’s entrepreneurship.

 } Provide entrepreneurship training to women and follow-up support to companies recently 
set up by women to sustain growth and productivity.

 } Include entrepreneurship education in curricula of VET and tertiary education.  

 } Provide dedicated entrepreneurship training to low-educated women.

138 Government of North Macedonia (2019), Revised Employment and
139 Government of North Macedonia, Revised Employment and Social Programme 2022.
140 In 2017 the budget was EUR 35 000.
141 https://www.ohchr.org/EN/NewsEvents/Pages/DisplayNews.aspx?NewsID=23816&LangID=E
142 https://eacea.ec.europa.eu/national-policies/en/content/youthwiki/32-administration-and-governance-former-yu-
goslav-republic-macedonia
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The Employment and Social Reform Programme 2020 was adopted by the Government of the 
Republic of North Macedonia in August 2017. The Government revised the programme in 2019 
and extended it to 2022143. The budget for active labour market policies was increased more than 
three-fold between 2014 and 2020144. During 2017, only 2.3% of registered unemployed participat-
ed in an active labour market policy. Gender segregated data are not available.   

Long-term unemployed and young people are the main target groups for active labour market pol-
icies145. Long-term unemployment, in particular very long-term unemployment (four years or more 
for adults, two years or more for young people), and the low educational levels of unemployed 
men and women are key challenges for active labour market policies. In 2018, 38.4% of long-term 
unemployed were women, according to LFS data146. Unemployed women registered more often 
than unemployed men with the ESARNM, the PES of the Republic of North Macedonia, since their 
share among registered unemployed was 43.4% in 2017, while their share on LFS unemployed 
was 37.9%147. The revised Employment and Social Strategy 2022 does contain target indicators 
and objectives for young people and long-term unemployed to participate in active labour mar-
ket policies, but information specifically about women is not available. The Republic of North 
Macedonia was the first non-EU economy to introduce an adjusted form of the Youth Guarantee 
and created a specific youth unit within the PES148. The Revised Employment and Social Reform 
Plan 2022 intends to continue to strengthen the institutional capacity of the Public Employment 
Service. 

Recommendations:

 } Increase budget for ALMPs to bring unemployed women into work. 

 } Intensify cooperation with local social work centres and social and family services and 
strengthen capacities of local social services. Improve cooperation with social services, 
including with childcare and elderly care services to help women overcome employment 
barriers. 

 } Publish timely gender-disaggregated data on participation in ALMPs on the website of the 
Public Employment Service ESARNM (yearly and monthly).

 } Strengthen services provided to employers and raise awareness about eliminating 
discriminatory behaviour in the recruitment process. Ensure gender neutral formulation of 
posted vacancies. 

 } Include gender sensitivity in career counselling in order to reduce gender segregation.

 } Develop a gender perspective in the Youth Guarantee in order to address specific gender-
related issues in the work-to-school transition.

 } Provide upskilling for women returning to the labour market after a childrearing break, and to 
women to adapt their skills to economic and technological change.

143 Government of North Macedonia, Revised Employment and Social Programme 2022.
144 https://eacea.ec.europa.eu/national-policies/en/content/youthwiki/32-administration-and-governance-former-yu-
goslav-republic-macedonia
145 Government of North Macedonia (2019), Revised Employment and Social Programme 2022
146 Data compiled by RCC. The share of women among unemployed was 37.6% the same year.
147 Data collected by RCC. More recent data are not available at the website of the Employment Agency. LFS data were 
retrieved from Eurostat.
148 EC 2020, Assessment of ERP 2020-2022

B.6 Serbia
Key facts, 2019

GDP, current price bn USD 51.4
Population (000's)  8,772 
_ of which female, % 51.0%
Employment rate, % (aged 20-64) 65.2%
Unemployment rate, % (aged 20-64) 10.6%

Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)
1. Labour market indicators
1.1. Activity rates

1.1.1 Male activity rate, % (aged 20-64) 78.8% 80.2% 80.1% MK (2017) 84.4%  - 4 pp

1.1.2 Female activity rate,  % (aged 20-64) 63.6% 64.8% 65.6% AL (2019) 67.6%  - 7 pp

1.2. Employment rates

1.2.1 Male employment rate,  % (aged 
20-64) 68.5% 70.5% 72.1% AL (2019) 74.7%  - 7 pp

1.2.2 Female employment rate,  % (aged 
20-64) 54.5% 55.8% 58.2% AL (2019) 59.7%  -9 pp

1.3. Precarious employment share

1.3.1 Incidence of part-time employment in 
women, % 25.1% 23.2% 23.2% XK (2018) 5.4%  -7 pp

1.3.2 Share of women in temporary 
employment, % 21.6% 21.3% 21.9% AL (2019) 5.6% + 6 pp

1.3.3 Share of women working as unpaid 
family workers, % 9.4% 8.9% 8.6% ME (2019) 3.6% + 7 pp

2. Education
2.1. Transition to work

2.1.1 Male early leavers from training, % 6.3% 6.8% 6.5% BS (2019) 4.0% - 5 pp

2.1.2 Female early leavers from training, % 6.1% 6.8% 6.7% BS (2019) 3.5% - 2 pp

2.1.3 Share of women enrolled in tertiary 
education, % 56.0% 56.6% N/A AL (2019) 59.7% N/A

2.1.4 Recent male graduates in 
employment, % 70.6% 77.5% 72.7% RS (2018) 77.5%  - 15 pp

2.1.5 Recent female graduates in 
employment, % 60.6% 63.1% 69.5% ME (2018) 71.9%  - 14 pp

2.2. Skills

2.2.1 Share of men with above basic digital 
skills, % (aged 16-74 ) 22.0% N/A 21.0% RS (2017) 22.0%  - 12 pp

2.2.2 Share of women with above basic 
digital skills, % (aged 16-74) 17.0% N/A 19.0% RS (2019) 19.0%  - 10 pp

3. Leadership and empowerment
3.1. Money matters

3.1.1 Share of women at risk of poverty 26.0% 24.0% 23.6% XK (2017) 18.9%  + 7 pp

3.1.2 Gender pay gap, % N/A 9.6% N/A RS (2018) 9.6% N/A
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Value 
2017

Value 
2018

Value 
2019

Best economy 
(year)

Prog-
ress

2019: 
Distance 
to EU-27 

(pp)

3.2. Female representation in decision-
making bodies

3.2.1 Share of women in middle and senior 
management, % 30.3% 29.8% 33.6% AL (2019) 41.3%  - 3 pp

3.2.2 Share of women in parliament and 
national assemblies, % N/A 37.4% 37.3% MK (2019) 39.2% + 6 pp

4 Access to services
4.1. Medical care

4.1.1 Share of women reporting inadequate 
access to medical care, % 5.3% 6.1% 5.2% MK (2018) 2.4% + 3 pp

4.2. Public services
Share of women among the 
registered unemployed 52.1% 52.9% 54.2% MK (2017) 43.4% N/A

The impact of Covid-19 on gender gaps in local employment:
The gender employment gap widened by 2.1 pp between Q1 and Q2 2020 due to female employment 
shrinking whilst male employment rates increased slightly to 66.6%.
Female employment shrunk by most on the construction and administrative and support sectors (-45%), 
whilst it grew by 20% in the ICT sector.
Female technicians and associate professionals experienced the largest decrease in employment rates 
(-8%).

Policy recommendations
Serbia has a comprehensive gender policy framework, consisting of the National Strategy for 
Gender Equality 2016-2020 and the Implementation Action Plan (2016-2018), as well as the Strat-
egy for Prevention and Protection against Discrimination and Implementation Action Plan (2014-
2018) (OECD et al., 2019). The evaluation of the National Action Plan for Gender Equality 2016-
2018, supported by UN Women, stresses an uneven implementation of different policy areas and 
success had been regarded as limited by 2018. However, progress has been made in gender-sen-
sitive budgeting. The action plan has been less successful or not successful in delivering gender 
sensitive formal education, increased public awareness of the significance of gender equality, 
equal participation of rural men and women, equal participation of men and women in parenting 
roles and economy of care and in the area of gender studies. Lack of financial resources, frag-
mented, small scale interventions, and a lack of coordinated action are among the key factors 
that inhibit more effective implementation in some areas of the action plan149.

A Coordination Body for Gender Equality has been established by the government with a mandate 
to coordinate, monitor and support developing a national strategy and support its implementa-
tion. Although the body produced important documents, its human and financial resources were 
considered to be insufficient by the external evaluator of the National Action Plan for Gender 
Equality (Powell et al. 2019150). The establishment of focal points for gender issues in the differ-
ent ministries was not implemented as planned. On the positive side, gender-responsive budget-
ing teams are established in all budget institutions. The Law on Budget System stipulated gradual 

149 https://www2.unwomen.org/-/media/field%20office%20eca/attachments/publications/2019/evaluation%20
nap%20for%20ge/evaluation%20nap%20for%20ge%202016-2018_compressed.pdf?la=en&vs=2559
150 Powell, A. et al. (2010), Evaluation of the NAP for Gender Equality 2016–2018.

introduction of gender-responsive budgeting in the planning, implementation and reporting on 
budgets at all levels. Also, over the past decade, many local institutions for gender equality were 
established at local-government level. This helps to raise awareness about gender equality but, 
ultimately, it is the political commitment to allocate sufficient budgets for measures to enhance 
economic empowerment of women that renders activities effective. The institutional framework 
will be strengthened through the establishment of the Ministry of Human and Minority Rights and 
Social Dialogue, as well as the Commissioner for Protection of Equality151. This ministry is tasked 
with activities related to gender equality and anti-discrimination policy with the aim of promoting 
gender equality in Serbia, as well as other tasks determined by law152. 

Serbia was the first economy of the region for which the national gender equality index was calcu-
lated (in 2016), following the methodology developed by the European Institute of Gender Equality 
(SIPRU, 2016). The index was calculated again in 2018 and a third national Gender Equality Index 
is expected to be finalised in the second quarter of 2021.The Gender Equality Index score for 
Serbia was 55.8 out of a maximum of 100 (in 2018). This was below the EU average of 67.4, as 
well as the scores of the Republic of North Macedonia (62) and Albania (60.4). Serbia’s score was 
nearer that of Montenegro 55153.

As in other economies in the region multiple discrimination represents a challenge. Young wom-
en, in particular those from Roma communities, and in a rural context, belong to the most disad-
vantaged groups in terms of education and access to decent work (World Bank 2016154). 

The high share of unpaid women working as helping family members in the agricultural sector is 
another key issue, as it is in other economies of the region. The National Action Plan intends to 
ease access for this group to resources for agricultural production and to promote women to set 
up their own businesses (Powell at al. 2019). However, other measures would be relevant as well. 
According to research on the situation of rural women, the decrease in non-agricultural employ-
ment opportunities, the unwillingness of employers to employ young women with children, the 
lack of information on available jobs and the lack of childcare services are perceived as the main 
obstacles to formal employment155.

Recommendations: 

 } Strengthen the institutional capacities for effective coordination of gender-sensitive policies 
at national and local level. 

 } Develop integrated strategies to promote economic development in rural areas offering 
quality jobs for women, support mobility of women, and significantly increase availability of 
family services.

151 The Minister took office in October 2020.
152 Law on Ministries, Article 12, paragraph 3. The Sector for antidiscrimination and gender equality, previously part of 
the Ministry of Labour, Employment, Veteran and Social Policy, will be part of newly established Ministry of Human and 
Minority Rights and Social Dialogue.
153 Which have been calculated at a later stage.
154 World Bank (2016), Women’s Access to Economic Opportunities in Serbia, http://socijalnoukljucivanje.gov.rs/
wp-content/uploads/2016/11/Womens-Access-to-Economic-Opportunities-in-Serbia.pdf
155 Beker, K. et al. (2017) Situation of rural women in Serbia Report. Shadow Report to the Committee for the Elimina-
tion of All Forms of Discrimination against Women regarding the Fourth Reporting Cycle of Serbia. Belgrade, cited in 
Powell et al. 2019.
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 } Relevant budgets need to be allocated to invest in measures for the economic 
empowerment of women across the different policy fields. Structurally, these should form 
part of the national budget and not depend on funding by international donors. 

 } Regularly calculate the gender wage gap and conduct detailed analysis by sectors of 
activity. Collect gender-disaggregated data on implementation of policies and monitor 
timely advancements, conduct evaluation of policies and publish the results.

Gender-based discrimination is prohibited by the Law on the Prohibition of Discrimination. Gen-
der equality is regulated by the Law on Equality of Sexes, which should be replaced by a new law 
on gender equality to align with the EU acquis communautaire156. The priorities of the Ministry of 
Human and Minority Rights and Social Dialogue related to gender equality consist of (i) adoption 
of the new Law on Gender Equality and (ii) adoption of the new law on same-sex partnership.

The Employment Strategy 2016-2020 planned to improve legislation to more effectively control 
working conditions and discrimination in the labour market, stimulate and secure unionisation of 
women, introduce internal mechanisms for protection against discrimination and reporting on 
gender-balanced human resources policies within companies and institutions, respect principles 
of equal pay and stimulate flexible working arrangements (SIPRU Government of Serbia, 2016). 
The new Employment Strategy 2021-2026 and the related Action Plan are to be adopted by the 
end of February 2021. One of the proposed measures is to improve the employment status of 
women, as part of the objective to improve the position of hard-to-employ categories of unem-
ployed persons in the labour market.

Recommendations: 

 } Raise awareness about all forms of gender discrimination linked to access to employment 
and in the workplace. Target groups of awareness raising activities should be employers, 
Chambers, social partners, education institutions, labour inspectorates and legal 
institutions.

 } Strengthen institutional capacities to implement the legislative framework addressing 
gender equality. 

 } Provide women with support and legal advice to report on cases of discrimination. 

 } Monitor reported cases of gender discrimination.

The Gender Equality Index Report for 2018 indicates that women still care for children and elderly 
and perform household work much more often than men. Availability of childcare facilities is an 
important precondition for women to be employed. According to administrative data, 25% of chil-
dren aged 0-3 attended early childhood education and care in 2017. This is the highest rate in the 
region. Among those aged 3-5.5, enrolment rate was 61.8% (European Commission et al., 2019), 
a rate similar to Montenegro, but below Albania and the EU. The number of pre-school institutions 
should be increased (World Bank, 2016).

Nurseries (jaslice) are available for children from 6 months to 3 years of age, and kindergarten 
(vrtić) for children from 3 to 5.5 years. These voluntary programmes consist of general half-day 

156 The new law was not adopted by 2018. Powell et al. 2019.

or full-day educational activities. The pre-school preparatory programme is mandatory for all chil-
dren and lasts at least nine months, for four hours per day. Early childhood education and care are 
provided and financed by local authorities (European Commission et al., 2019). There are no data 
available on out-of-school care for pupils. A study conducted by Eurofound shows that, in a num-
ber of EU economies and Norway, take-up of out-of-school care for children aged approximately 
between 3 or 6 up to 12 years is over 50% (in particular in those economies with a high share of 
female employment)157. In Slovenia, for example, in the 2015/16 school year, 83% of pupils from 
the first to the fifth grades enrolled in extended stay in elementary schools. In most EU econo-
mies, parents in rural areas face greater difficulties in accessing childcare services for school-age 
children. Eurofound shows, for the European Union, that the opening hours as well as the quality 
of childcare is decisive for parents’ decision to use them and thus has an important impact on 
female employment (Eurofound, 2020). Cost is another significant barrier, affecting parents on 
lower incomes. The absence of available childcare options can force working mothers to make 
alternative arrangements, ranging from engaging informal care to taking the decision to work part 
time. These findings are likely to be valid as well for Serbia. 

To date, the objectives of the aforementioned action plan for gender equality with regard to men 
taking parental leave have been too vague and only awareness raising measures have been 
planned (Powell et al. 2019). Economic incentives would be more powerful, e.g. through splitting 
the possibility of taking parental leave and introducing non-transferable parental leave for fathers 
during the first months after the child’s birth.

Recommendations: 

 } Expand (full-time) places in early childhood education and care, including in rural areas. 

 } Provide sufficient childcare support for school-age children in order to permit both mothers 
and fathers to be employed. Monitor attendance of children of all ages in out-of-school care 
arrangements. 

 } Implement dedicated policies for more working time flexibility.

 } Monitor the quality of childcare (in terms of children per nurse, pedagogical concepts and 
opening hours). 

 } Increase coverage of children from Roma communities attending childcare facilities and 
develop appropriate integration strategies. 

 } Put a system in place that would encourage fathers to take parental leave and develop a 
sustainable awareness raising strategy for employers, as this is likely to be a long-term 
process.

The pension reform of 2014 committed to gradually raising the retirement age of women to 
match that of men. This transition will take place between 2015 and 2032158. Since the start of 
the reforms, activity rates of women aged 55-64 have increased substantially from 29.5% in 2015 
to 42.5% in 2019Q2.

157 Considered age brackets vary by economy
158 http://documents1.worldbank.org/curated/en/577021533802173505/pdf/124854-PPAR-P096823-P090418-PUB-
LIC-Disclosed-8-9-18-Serbia-Local-Services-PPAR.pdf
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Recommendations: 

 } Continue targeting active labour market policies at older women.

 } Lengthen working lives of women through reducing career breaks, promoting stable 
employment relationships, improving labour market access when re-entering the labour 
market after a career break, and promoting labour market access.

 } Further reduce age discrimination and promote implementation of age-management 
approaches.  

The education levels of both men and women have been rising. However, women are still over-
represented among those who have not completed upper secondary education (35% of women 
and 23% of men in 2015). The share of population with lower levels of education was higher than 
in those EU economies that joined in 2004 and later (18%)159. It is mainly older generations who 
have low educational attainment. However, some groups are still at high risk of obtaining only a 
low level of education. Early school drop-out rates of Roma girls are still high and one of the main 
causes is the high prevalence of early and forced marriages. Among young women (15-24) living 
in Roma settlements, literacy rates were 85.4% compared with 98.6% on average among all young 
women in Serbia160. An earlier study revealed that, among young women from the poorest 60% of 
households in same settlements, the literacy rate in 2014 was 70%. Among Roma girls, net atten-
dance rates in secondary school were only 15% (Powell et al. 2019).

Women have seen more progress than men in tertiary education. In 2016, more women complet-
ed tertiary education than men, which is typical for economies in the region (higher schools and 
university)161. However, segregation in the choice of study fields persists: men were dominant in 
the fields of informatics and communication technologies (74%) and engineering, manufacturing 
and civil engineering (63%). Nevertheless, the female share of graduates in STEM162 fields was 
43%. As in other economies in the region, women outnumbered men only in mathematics (in 
order to become teachers). While women are well represented at all levels of higher education, 
they only represent 10% of women among members of the National Academy of Science and Arts 
(Risteska, Memeti and Samardzic Janokva, 2020). 

The university-to-work transition is difficult for both men and women. The employment rate of re-
cent graduates (aged 20-34) was 56.9% in 2017, and well below the EU average of around 80%163.

The National Action Plan for Gender Equality set the objective to increase gender-sensitive cur-
ricula content in primary and secondary education. (Powell et al. 2018). A new Law on Textbooks 
has been adopted, prescribing removal of gender stereotypes from textbooks. In the 2017/18 
school year more than 1,700 teachers, expert assistants and managers employed in education 
received training on gender equality and gender-based violence and discrimination. According to 

159 European Commission (2019), COMMISSION STAFF WORKING DOCUMENT ECONOMIC REFORM PROGRAMME OF 
SERBIA (2019-2021) COMMISSION ASSESSMENT, SWD(2019) 169 final, Brussels, 11.4.2019
160 https://www.unicef.org/serbia/media/16076/file/MICS%206%20Multiple%20Indicator%20Cluster%20Survey.pdf 
161 Women represented 56% of enrolled students and 58% of those who graduated.
162 Science, Technology, Engineering and Mathematics.
163 European Commission 2019, Assessment of the Economic Reform Plan of Serbia 2019-2021.

information from the Institute for Improvement of Education, preparation of the new curriculum 
and syllabi oriented towards those outcomes is also underway (Powell et al. 2019).

Recommendations: 

 } Increase substantially the enrolment rate of Roma girls at all levels of education. 

 } Continue to adapt curricula to reduce gender stereotypes beginning from a young age.

 } Implement remedial education and upskilling programmes for middle-aged and older 
women. 

 } Continue to promote access of women to tertiary education, in particular to STEM study 
fields. 

 } Offer vocational guidance in a way that reduces gender segregation in the field of study.

In 2019, Serbia scored higher than other economies in the region in the area of women’s entrepre-
neurship, according to an OECD assessment (OECD et al. 2019). The same assessment shows 
significant improvements between 2016 and 2019, but more effort is still required. Although the 
share of businesses owned by women in Serbia is not known, other evidence suggests that wom-
en are poorly represented among entrepreneurs and business owners. The share of entrepre-
neurial women has been increasing, from 7.9% in 2007 to 14.9% in 2011 and to 31.7% in 2014. 
However, only 19.6% of female entrepreneurs run enterprises, according to the gender analysis 
report for Serbia (Dokmanovic, 2016). 

Conditions for starting a business have improved by simplifying administrative procedures, im-
proving the reliability of property registration and facilitating access to finance. Serbia has also 
been gradually building the policy and legislative basis for developing entrepreneurial learning 
as a multisectoral government priority, and as part of an overall policy framework for national 
entrepreneurship support and human resource development. Entrepreneurial learning in Serbia is 
gradually moving to the cross-curricula integrated key competence approach. Entrepreneurship 
key competences are included in the curricula at several education levels. These policies are not 
gender specific. However, the Strategy for Supporting the Development of Small and Medium 
Enterprises, Entrepreneurship and Competitiveness 2015-2020 and its action plan includes wom-
en’s entrepreneurship as its sixth pillar (OECD et al., 2019). 

Between 2016 and 2018, special emphasis was placed on support for non-agricultural activities 
in rural areas. Measures were also implemented to provide credit with lower interest rates specif-
ically to women (Powell et al. 2019). In addition, the Public Employment Service is offering start-
up support to unemployed women.

Within the regulatory framework, there were also changes with the potential to ease access to 
land and other real estate property for women. An evaluation of the regulatory changes has not 
been carried out so far. According to the independent evaluation of the National Action Plan for 
Gender Equality, a lack of information about women’s rights in this regard continues to hinder 
implementation (Powell et al. 2019).
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Numerous government and non-governmental organisations (NGO) cooperate to support wom-
en’s entrepreneurship under a variety of programmes and strategies. These include the Ministry 
of Economy, Development Agency of Serbia, National Employment Agency, Women’s Business 
Association (WBA), Serbian Chamber of Commerce, Development Fund and Export Credit and 
Insurance Agency of Serbia. However, coordination of these approaches is lacking (OECD et al., 
2019).

Recommendations:

 } The Statistical Agency of Serbia should collect and publish data on the shares of businesses 
owned by women.

 } Designate a stakeholder to coordinate the diverse public and private programmes to support 
women’s entrepreneurship and entrepreneurial learning.

 } Scale up programmes dedicated to supporting women’s entrepreneurship.

 } Provide entrepreneurship training to women, differentiated by socio-economic status 
and regional context, and support companies recently created by women (to sustain 
entrepreneurial efforts). 

 } Improve data collection on women’s entrepreneurship and assess the impact of various 
policies and measures on women’s entrepreneurship.

The unemployment rate of women was slightly higher than for men (11.5% and 10.4% respective-
ly in 2019, according to Labour Force Survey data). Youth unemployment among women has de-
creased substantially, but was still high in 2019164, at 26.4% (compared with 23.2% for men). Data 
for 2017 show that Roma women, young women in rural areas and women aged 45 and over had 
the highest inactivity rates (Powell et al. 2019). In 2017, the unemployment rate of Roma women 
(50%) was considerably higher than of Roma men (33%)165.

Unemployed women tend to register more often with the Public Employment Service than their 
male counterparts. In 2019, 54.2% of registered unemployed with the Public Employment Service 
were women, while women represented 47.5% of unemployed according to the Labour Force 
Survey (Eurostat, 2020v).

Funding for implementing active labour market policies (ALMPs) is very low (2017: 0.08% of 
GDP). Only around 3% of registered unemployed people have been included in measures such 
as training, employment and self-employment subsidies or public works (European Commission, 
2019).

One strategic area of the National Employment Strategy 2016-2020 is dedicated to the promo-
tion of economic participation of women from vulnerable groups, including rural women, Roma 
women, women over 60 years of age, young women, pregnant women, women with dependent 
children, women of minority sexual orientation, victims of violence, women with disabilities, sin-
gle mothers, women from ethnic minority groups, unemployed and unskilled women. Planned 

164 Second quarter, WIIW and World Bank, Labour Market Trends in the Western Balkans 2020.
165 UNDP, World Bank, Roma at Glance, Serbia 2018. Cited in Powell et al., 2019

measures include encouraging women’s entrepreneurship, self-employment, and employment, 
and specific measures for women exposed to the risks of multiple vulnerability (Roma, refugees, 
displaced women, victims of violence) (SIPRU, 2016). Support can be provided through active 
labour market policies. However, progress has been slow so far, as the situation of the vulnerable 
groups has not significantly improved.

Recommendations:

 } Increase budget for ALMPs to bring unemployed women into work. 

 } Intensify cooperation with local social work centres and social and family services, and 
strengthen the capacity of local social services. Improve cooperation with social services, 
including with childcare and elderly care services to help women overcome employment 
barriers. 

 } Publish timely gendered data on participation in ALMPs (yearly and monthly).

 } Include gender-sensitivity in career counselling in order to reduce gender segregation.

 } Provide upskilling for women returning to the labour market after a childrearing break, and to 
women to adapt their skills to economic and technological change.
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