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INTRODUCTION

n 2020, the impact of Covid-19 on the labour
market accelerated the development trends
of the labour market toward new skills and
further underlined the need for public sec-
tor support and intervention. Osnabriick Decla-
ration 2020 on vocational education and train-
ing as an enabler of recovery and just transitions
to digital and green economies' highlights that
a strong partnership with social partners is vi-
tal for achieving the objectives and deliverables
for sustainable competitiveness, social fairness,
and resilience.
In line with the above, we notice that despite
some positive trends of continuous local im-
provements in participation employment and
unemployment rates, all labour market indica-
tors deteriorated in 2020 but remained better
than the 2018 levels?. Rising labour force partic-
ipation (from 64.2% in 2015 to 69.6% in 2019 for
the age group 15-64) has driven growth in labour
supply, despite a decreasing working-age popu-

1 https://www.cedefop.europa.eu/files/osnabrueck_
declaration_eu2020.pdf

2  More specifically, solid employment growth averaging

3.7% in the 2015-2019 period helped lower the unemployment
rate (15-64) from 17.5% to a record-low 12%.

lation due to lower fertility rates and emigration®.
The Government of Albania has been proactive to
approach local employment challenges through
the endorsement of strategic documents such as
the government program 2021 - 2025 * aligned®
with the EU integration requirements for the
country, the National Strategy on Employment
and Skills (2014-2020) has been extended recon-
firming policy goals and priorities or enabling
even specific instruments tailored to relieve the
measures for access of foreigners to the internal
market®. In 2021, the Ministry of Finance and
Economy (MFE) completed analytical work on
the development of the Youth Guarantee Scheme
(YGSY’, also aiming to support youth access to the
labour market. Also, regarding VET qualifica-
tions, progress has been made with the Albanian

3  But during 2021, the unemployment rate returned to levels
of 2019, marking 11.2% for the age 15+ and 12% for the age
15-64, as per official data published by INSTAT.

4 https://www.kryeministria.al/wp-content/uploads/2021/10/
Government-Program-2021-2025.pdf

5  Re-confirmed the focus to advance with labour

market policies and social welfare reforms that foster equal
opportunities, decent work and well-being of the population,

6 Law No.79/2021 “On Aliens”

7 With support from the EU IPA 2015 SREPVET project
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Qualifications Framework (AQF) adopted by the
European Qualifications Framework (EQF) Ad-
visory Group.

But the pace of reforms is impacted by the many
challenges ahead, such as improving the capac-
ities of NAES® (at the central, regional, and lo-
cal level), improving the quality and diversity of
VET offer in line with labour market demands
or engaging the private sector in VET and employ-
ment services®. According to arecent ETF report,
“unemployment rates vemain al two-digit levels,
wages ave low, the shave of unskilled jobs pariicu-
larly in the informal sector is high, and vulnerabil-
ity at work is also high°. While the importance
of human capital and its role in the economy is
also highlighted by the Word Bank in June 2021
“Albania needs to refocus atlention on the pre-cvi-
sis (vef. Covid-19) reform agenda and accelerate

8 To expand the scale, quality and reach of employment
services and ALMMs

9 hittps.y/financa.gov.al/wp-content/uploads/2021/06/NESS-
Annual-Progress-Report-2020.pdf

10 “How Migration, Human Capital and The Labour Market
Interact in Albania”- European Training Foundation, 2021

its long-term economic growth rale, including by
Spurving productivity growth, building human
capital, and supporiing investment". On the lahour
supply side, this means investing in people and sup-
poriing workers in their traunsitions lowavds better
employment.”

The topic was voted by IC business members
as a key private sector concern in January 2022,
while Secretariat has come across the skills is-
sues since 2015 (Informality 2015, Tourism 2018,
BPO 2018, etc.). The current document aims to
prioritise some interventions relying upon the
private sector’s perception on /zow fo tackle the
unavailahility of skills from an MSME' perspec-
tive - with a focus on information on vecrvuitment
channels and training; simplify business access (o
the vight information? How to change the model for
voung people? What aboul lahony informality?

11 WB Albania Country Economic Memorandum-
September 2021 https.//openknowledge.worldhank.org/hitstream/
handle/10986,/36926/P1752090acdh7604a0918d0aa310774d0ea.
pdfZsequence=1&isAllowed=y

ON THE AVAILABILITY OF
THE WORKING FORCE AND
QUALITY OF SKILLS

METHODOLOGY

The analysis is based on an all-inclusive method-

ology which consists in:

1. Desk Research - Consultation of strategies,
documents, laws and bylaws, and national
and international reports on workforce chal-
lenges in Albania

2. Analvsis of official information from second-
ary sources (INSTAT, WB, Eurostat, etc.) and
key information/data related to direct inter-
views with labour force ecosystem stake-
holders.

3. Swuthesis of the findings and recommenda-
tions to date, presented in national and inter-
national reports from several actors on the
labour force and components related to it.

4.  Skills Need Analyses (2015, 2017)

5. FEvidence on business perception on challeng-
es faced on the availability and quality of la-
bour force and suggestions on how to tackle
this immediate issue based on a Question-
naire conducted through Google Form. The
link was sent by email through our Manage-
ment Information System to a total of 10000
businesses in all 12 regions. We received a
total of 253 anonymous responses. To anal-
yse the data, the method of simple random
sampling? was chosen. The data gathered

12 Random sampling is the purest form of probability where

6.

7.

from the survey were analysed in detail,
also focusing on the gender perspective,
and the concrete results are presented in
the findings section of this report.

FEoidence on yvoung age perception of challeng-
es faced during their work experience was
based on an online questionnaire conduct-
ed in collaboration with the Young Profes-
sionals Network and the Economic Faculty
of the University of Tirana; The question-
naire was conducted through Google Form,
and the link was also published on our so-
cial media platforms. We received a total of
262 anonymous responses. To analyse the
data, the method of simple random sam-
pling was chosen.

29 consultation meetings with 37 public & pri-
vate sector representatives during September
- October 2022 in Tirana, Shkodra, Durrés,
Gjirokastra, Saranda and Berat.
Organisation of a focus group meeling with
youth representatives to validate the find-
ings of the questionnaire and receive possi-
ble recommendations and suggestions on
how to tackle job seekers’ main challenges in
the labour market.

each member of the population has an equal and known
chance of being selected.


https://financa.gov.al/wp-content/uploads/2021/06/NESS-Annual-Progress-Report-2020.pdf
https://financa.gov.al/wp-content/uploads/2021/06/NESS-Annual-Progress-Report-2020.pdf
https://openknowledge.worldbank.org/bitstream/handle/10986/36926/P1752090acdb7604a0918d0aa310774d0ea.pdf?sequence=1&isAllowed=y
https://openknowledge.worldbank.org/bitstream/handle/10986/36926/P1752090acdb7604a0918d0aa310774d0ea.pdf?sequence=1&isAllowed=y
https://openknowledge.worldbank.org/bitstream/handle/10986/36926/P1752090acdb7604a0918d0aa310774d0ea.pdf?sequence=1&isAllowed=y
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CONTEXT

A. A snapshot of Albanian firm's structure
and employment rate
Albania’s economic structuve is dominated hy

number of employees from 81.6 % in 2019 and
realised 79.7 % of turnover compared with 78.9
% in 2019. 74.0 % of total investments came

MSMEs and is oviented mainly towavds the trade

from MSMESs, compared to 68.2 % in 2019.

sector, which has the highest percentage of the to-

By sector, in terms of employment, micro-enter-

lal number of enterprises, 39.2%. The number
of active economic enterprises in 2020 was
102,574, which decreased by 1.5 % compared to
2019. According to the latest data published by
INSTAT in 2020, 99.8 % of active enterprises
were MSMEs, the same percentage as in 2019.
MSMEs have employed 819 % of the total

[GITXA Number of employees as per company size

prises have the highest percentage of employment
rate in the accommodation and food services
sector. Meanwhile, small enterprises have the
highest employment rate in the construction
sector at 31.4 %. Medium-sized enterprises
have the highest employment share in the
manufacturing industry sector at 37.3 %.

number of employees 2016 in % 2017 2017 in % 2018 in % 2019in % 2020 in %
of total of total of total of total of total

Micro (1-9 employed) 194,015 4% 192,817
Small (10-49 employed) 87,796 19% 95,574
Medium-sized (50-249 employed) 98,491 21% 107,171
SMESs (1-249 employed) 380,302  81% 395563
Large(250+ employed) 89,363 19% 97,350
Total 469,665 100% 492,913

Source: INSTAT

39% 194,867 38% 196,403 37% 186,400 37%
19% 102,950 20% 114,451 22% 111,347 22%
22% 113,911 22% 122,330 23% 114,767 23%

80% 411,727 80% 433,184 82% 412,514 82%

20% 103,979 20% 97,669 18% 91,472 18%

100% 515,706 100% 530,853 100% 503,986 100%
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[EIMEEA Structure of employment by economic activity and size class of enterprises, 2020

‘ Structure of employment by economic activity and size class of enterprises, 2020

Services 39.7% 17.3% 20.7%

Transport & information & communication 33.1% 19.9% pAR)

Accommodation & food services

69.7% 21.3% 8.2%

Trade 54.8% 25.4% 14.1%

Construction 17.9%

31.4% 34.2%

Electricity, gas, water supply & waste manag. 4.5%10.5% 25,6%

Manufacturing 16.1%

Mining & quarrying 14.3%

m Micro (1-9 employed)
Medium-sized (50-249 employed)

21.3% 37.3%

29.9% 23.5%

m Small (10-49 employed)
Large(250+ employed)

Source: INSTAT, Statistics on Small and Medinm FEnterprises, 2020

Considering that the MSMES ave the hackhone of  B. Current employment promotion

the local economy, we focused our analysis mainly
on them. We mainly relied on published docu-
ments and the in-house Secretariat’s records of
business concerns on the availability and qual-
ity of the workforce (2015-2022). In this regard,
we initiated our analysis focusing more on the
private sector’s approach, such as (1) access to
labour-market information, (2) work culture,
(3) innovation & skills, and (4) undeclared la-
bour. The Secretariat consulted the following
mentioned international and national reports®.
They capture the issue from different perspec-
tives and help to create the context for debate
for the mixed audience of IC.

13 Secretariat has summarised herein, findings and
recommendations only from the main reports and does not
claim to have consulted all the reports covering issues related
to the labour force.

programs
The employment promotion programs were
approved in 2020, aiming to foster the cor-
relation between the employees’ needs and
qualifications and employers’ demand, incen-
tivising more work integration and sustain-
able employment rather than wage subsidy.
Additionally, the programs were designed to
create opportunities for a larger pool of em-
ployees and employers, benefiting from them
in the following pillars: (1) Employment Pro-
gram'; (2) Self-Employment Program®; (3)

14 Wage-subsidy, which is a one-year subsidized
employment contract, where the needs of the jobseekers are
matched to the profile of the employers, the wage is defined
based on the market salary rate, and the duration of the
subsidy is defined based on the vulnerabilities of the jobseeker
- (DCM No. 17, dated 15.01.2020)

15 Self-Employment Programme, which is a start your
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On-the-job training Program'®; (4) Internship
Program'; (5) Community Employment Pro-
gram®. In addition to the above, employment
promotion programs to support the market
reintegration of workers laid off during the
Covid-19 crisis were introduced”. The follow-
ing data could be extrapolated in the EU Prog-
ress Report 2022. /n 2021, Alhania continued
the implementation of the veformed Employment
Promotion Programmes (EPPs) packages in all
regions with a focus on the most vulnerable ones.
A total of 4835 jobseekers benefited from the
EPPs during 2021 (60.2 % women and 39.8 %
men). During 2021, 326 former heneficiaries of
social assistance henefited from the employment
promotional programmes. Close monitoving of
this programme alongside employment promo-
tional measurves will he cvucial fo ensure a long-

business programmes that provides financial grant and support
for unemployed jobseekers, who have a proven, viable and
marketable business idea and plan; - (DCM No. 348, dated
29.04.2020)

16 On-the-job training, which targets jobseekers who do
not have any qualifications, and trains them at the workplace,
providing a subsidy for the duration of 4 months period for all
types of professions, based on an approved training plan, and
supervised by a trainer of the employer - (DCM No. 17, dated
15.01.2020)

17 Internship program, which ensures quick transition to the
labour market of the recent graduates, in the same of similar

18 Community employment, which is a programme with a
clear focus on workforce training and is designed to place

the work experience offered near the labour market, and in

line with the local employment opportunities, implemented in
partnership with community and NGO/voluntary organizations -
(DCM No. 535, dated 08.07.2020)

19 Active labour market program to support the labour
market reintegration of workers that self-declare to have been
informally employed and laid-off as result of the COVID-19
pandemic. This program subsidizes 12 months of social and
health insurance contributions of workers and employers -
(DCM no. 608, dated 29.7.2020) Active labour market program
to support the labour market reintegration of formal workers
laid-off as result of the COVID-19 pandemic until June 23,
2020. Wage subsidies (aligned to the minimum wage) for 2-4
months and social insurance contributions for 4-8 months are
provided to employers willing to hire recently laid-off workers -
(DCM no. 608, dated 29.7.2020)

term solution jor heneficiaries of the economic
aid scheme. Nore data are provided in Key
Finding Section, part 5.

C. Local workforce - Migration and
Emigration impacts
The workforce is diminishing, probhably
mainly due to emigration and migration
within the countyy. Accorvding to data published
by INSTAT®, in January 2022, the population in
Albania decveased by 1.3% compared lo the pre-
vious vear. During 2021 the natural population
increase (births-deaths) was -3,296 inhabitants,
marking for the first time a negalive naturval in-
crease. The number of immigrants in 2021 was
9,195, and the number of emigrants was 42,048.
Net migration (the difference between immii-
grants and emigrants) experienced an increase
in absolute value, compared to the previous vear:
Srom -16,684 (o -32,853 inhabitants in 2021,
To hetter avgument the decreasing of the labour
Jorce a further analyses is needed.
Comparing data from the year 2017 lo January
2022, it is noticed that the most significant
decrease in population is rvecorvded in the
age group of 10-14, 15-19, 20-24 and 45-49,
vespectively, with 16.8%, 17.1%, 20% and 12.1%.
Meanwhile, there is an increase in population
inthe age group 60-64, 65-69, 70-74 and 80-
84. The decrease of contvibutors to the social and
health system due to the shrinking of the young
workforce and the increase of pension age in the
country will, in turn, create structural issues in
the Social and Health System in the long run. Ac-
cording fo the Pension Policy Document drawn
up by the government, in 2030, there will he as

20 http://instat.gov.al/en/themes/demography-and-social-
indicators/population/publication/2022/population-of-albania-
1-january-2022/

many individuals paying contvibutions as pen-
Stoners.
Migrvation within the country also has a
significant impact on the population of the
administvative units of Alhania and, conse-
quently, on the working force availability hy
region. In 2020, at the distvict level, only Tirana
and Durves had a positive internal migration,
rvespectively, with 6112 and 2499 (morve arvivals
than departures). All other counties had negative
nel internal migration during 2020, in pariicu-
lar the counties of Dibra and Elhasani, with -1845
and -1289. If we refer to unemployment data, the
counties of Lezha and Viora recorded the highest
unemployment rate duving the yeav 2021, while
Kukés and Gyirokastra vecorded the lowest unem-
plovment vate in 2021, respectively, 4% and 4.7%.
Emigration is a generval trend, and the United Na-
tions’ global estimate is that there were avound
281 million international emigrants in the wovld
in 2020 (which equals 3.6% of the total global
population, with an incvease of 0.2 p.p from the
vear 2015) and Europe heing the largest destina-
tion, 87 million migrants”. Accovding to IOM
data, the latest available estimates indicate
that there were voughly 169 million migrant
workers avound the world in 2019, account-
ing for nearly two-thivds (62%) of the global
stock of international migrants. As this gen-
eral trend continues, countries ave initiating pol-
icies lo prolect and increase their working force
fo deal with the consequences of living people.
There is also noted an incveasing tvend of foveion
workers, mainly from East and Asia, that choose
Albania as a place for work through employment
agerncies.

21 IOM - https://publications.iom.int/books/world-migration-
report-2022

n
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D. National Employment and skills strategy
(NESS 2014-2020)22

NESS 2014-2020 and its action plan were
launched in November 2014 with the overall goal
of promoting quality jobs and skills opportuni-
ties for all Albanian women and men through
their lifecycles. In 2019, following the midterm
review of the strategy, its implementation time-
frame was extended until 2022%. Composed
of four main strategic pillars, the NESS aimed
to address these main challenges in the labour
market:

1. Ineffective employment promotion
measures, not fully inline with the needs
of the registered unemployed; limited
offering of employment services; poor
monitoring of employment relations;
limited involvement of social partners.

2. A highly centralised system with low
responsiveness to local needs; a dichot-
omy between vocational education and
vocational training; and inadequate
monitoring and evaluation approaches
that can measure the quality, as well as
quantity of vocational education, train-
ing, and lifelong learning.

3. Disparities between urban and rural ar-
eas in terms of employment and educa-
tion; limited economic diversification in
rural areas; low levels of economic activ-
ity and rural off-farm employment; the

22 In this Section are listed only the Strategy and acts

that are directly related to the employment. IC Secretariat
acknowledges that the approval of Business and Investment
Development Strategy (BIDS), 2021-2027 although its
horizontal approach, has a crosscutting impact in the
employment challenges.

23 New Strategy on NESS is expected to be approved within
2022.
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life-long cycle of working poverty and
social exclusion.

4. Fragmented and uncoordinated gover-
nance in the field of employment and
VET; skills mismatch in two forms:
over-qualification and under skilling
resulting in a skills shortage.

NESS was subject to review by the Annual

Progress Report 2020, which evidenced the im-

plementation of strategy and made a scan of it
in the frame of the Covid-19 crisis. Summarising
its findings “Zabour market supporit in tevmns of re-

Skilling and upskilling, strengthened ALMPs, better
targeting of those at the margins of the labour mar-
ket, review of labour market regulations, and en-
suving the adequacy of social prolection measures

will remain pavticularly relevant in the medinm

tevm as Albania enters the recovery period’.

New Strategy “On Employment and Skills for peviod

2023-2030”is under discussion and shall be ap-

proved in the upcoming months.

E. INTERNATIONAL REPORTS

EU Progress Reports for Albania, respec-
tively, 2021** and 2022, provide the follow-
ing important insights®:

a. Access to the labour market dimension26: \

» Albania’s competitiveness is hindered
by a lack of entrepreneurial and tech-
nological know-how, significant levels
of informality, unmet investment needs

24 EU Progress Report for Albania, October 2021

in human and physical capital, and
low spending on R&D. The significant
pre-existing gaps in skills and educa-
tion have probably widened due to the
COVID-19 related lockdowns and dis-
tance learning.

C. Education and innovation dimension27:

» The number of higher education gradu-
ates increased, but progress on vocation-
al training is limited, and funding for ed-
ucation and research remained low. The
share of university graduates among the
25-29 age group increased hugely over
the last decade, to 40.8 % in 2019, but the
labour market transition remains chal-
lenging... Although medium and large

enterprises ranked an inadequately edu-
cated workforce as the third of their top

three business obstacles, they are not

able to absorb the increasing number of

graduates.
» Work-based learning has been highly

impacted by the effects of the pandem-
ic and the difficulties encountered by
the private sector, and the ongoing cri-
sis is disclosing the urge for reskilling
and upskilling. Qualification standards
and framework curricula for most VET
programs are being modernised, even
though some Albanian schools still lack
the teaching skills and adequate equip-
ment to put them into practice.

» Efforts to improve the labour market
relevance of education and vocational
training progressed, but skill mismatch-
es and high unemployment of young
people persist. The share of young peo-

ple in tertiary education among the 20-
24 age group gradually increased, from
12.3% in 2016 to 14.9% in 2021. Still, the
shares of young people in vocational
training or upper secondary education
hardly changed®.

C. Informal lahour - undeclared work di-

mension’:

» The informal economy remains sig-
nificant, with the share of informal
employment at 29,1% in the non-agri-
cultural sector (LFS 2020). The highest
percentage of informal employment
was reported in trade activities, includ-
ing hotel bar and restaurant (4.2%),
manufacturing (3.2%) and construction
(7.6%), according to the ILO (2020).

2. Albania Country Economic Memoran-

dum (CEM) - “WB Background note on
supporting an adaptive and resilient la-
bour force - September 2021”. This back-
ground note is one of several analytical
contributions to the 2021 Albania Country
Economic Memorandum (CEM). It empha-
sises that: “Until the early 2020s, Albania’s
labour market was trending in a positive dirvec-
tion, evidenced by increased employment and
Jemale labour force participation. Despile these
gains in employment, however, lahour produc-
tivity in Albania is low and has stagnaled in re-
cent years. Infact, Alhania’s lahour market con-
tinues lo be chavaclerised by a highly informal
workforce, a lavge shave of which is active in the
agvicultural sector. At the same time, household
incomes vemain low, with a hisher prevalence of
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poverty among self-emploved and unemploved

than wage emplovees. While the contvibution of
labhour earnings to poverty reduction is limited,
employment status is closely associated with in-
come level, suggesting that wage employment is
Still centval to securing a household's wellbeing”
ILO, in its 2021 report “Overview of the In-
formal Economy in Albania™*’, announced
that informal employment in Albania is
56.7% of the total number of employees re-
ported by the Labour Force Survey conduct-
ed by INSTAT in 2019. Of the total informal
workers, 63.9 per cent belong to the agricul-
tural sector, 12.6 per cent to the trade sector,
7.6 per cent to construction, and 4.2 per cent
to restaurants and hotels.

Hidden Economy in the Western Bal-
kans 2020: Trends and Policy Options-
November 2020% calculates the Hidden
Employment Index in the Balkan region. It
reflects the existence of any of five prac-
tices common in the hidden economy: (1)
Working without a written contract with
the employer; (2) The “official” remuner-
ation written in the contract is lower than
the wage actually paid to the employee,
as agreed upon verbally between the two
parties; (3) The employee has no social se-
curity coverage; (4) The base for the social
security contributions paid is the amount
written in the contract, and not the higher
amount actually received; (5) There is no
health insurance on the main job. As re-
lates to Albania, it gives a relevant finding:
“.nAlbania, nearly half (46%) of all respon-
dents engaged in a main joh veporting either

25 For purposes of our analysis references are made on both
Reports, considering the timing of their launch.

26 EU Progress Report for Albania, October 2021- pages 56-57 27 EU Progress Report for Albania, October 2021- pages 58,101

30 Overview of the informal economy in Albania
28 EU Progress Report for Albania, October 2022, page 59. 31  https://seldi.net/wp-content/uploads/2020/11/Hidden-
29 EU Progress Report for Albania, October 2021- pages 90, 91 economy-in-the-Western-Balkans-2020-brif.pdf


https://www.ilo.org/wcmsp5/groups/public/---europe/---ro-geneva/---sro-budapest/documents/genericdocument/wcms_751313.pdf
https://seldi.net/wp-content/uploads/2020/11/Hidden-economy-in-the-Western-Balkans-2020-brif.pdf
https://seldi.net/wp-content/uploads/2020/11/Hidden-economy-in-the-Western-Balkans-2020-brif.pdf

W W W .

having no contract at all or receiving some
part of theiv salary unofficially (cash in hand
orin an envelope’.

Balkan Barometer 2022%* provides im-
portant insights into the business owners,
managers and senior executives in WB
economies across Socio-economic-envi-
ronmental topics. It identifies that at the
regional level, structural problems continue
lo exert challenges for the lahour markels; in
particular;, the lack of appropriate skills and la-
bhour force emigration intensified the pressure
on the available labour, affecting the increase
of wages. Additionally, it identifies some re-
gional labour market challenges; for exam-
ple, 67% of WB youth ave thinking ahout leav-
ing and working abroad®.

F. RELEVANT NATIONAL REPORTS ON
LABOUR INFORMALITY

1.

Study of the VET systemin Albania- 2020%*
states that “despite the veform efjorts, there is
still a promounced lack of skills and skill shovt-
ages in the labour mavket in Albania, which is
mainly due o insufficient cooperation hetween
the world of school and the world of work”
Recommendations for Tackling Unde-
clared Work in Albania- 2018% focuses on
the informal labour dimension describing
the extent, character and drivers of the un-
declared economy in Albania and providing
a set of recommendations for tackling the
phenomenon.

32 This document is prepared and developed in cooperation
between Regional Cooperation Council and the ACIT Centre &
Finance Think.

33 BalkanBarometer2022- pocket edition
34 Page 9
35 Brunilda Kosta with Colin C Williams
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C. ALIGNMENT OF INSTITUTIONAL
MEASURES TACKLING SEVERAL
COMPONENTS RELATED TO THE LABOUR
FORCE

The main institutions responsible for the imple-
mentation of employment and skills policies are:

1.

National Agency for Employment and

Skills (NAES)

NAES are the administrative institutions and

providers of employment services, self-em-

ployment education and professional train-
ing, an integral part of MFE. NAES'’s subordi-
nates are the Regional Directorate and Local

Employment Offices, the Regional Director-

ate of Vocational Training and Vocational

Education Secondary Schools.

National Agency for Vocational Educa-

tion and Training and Qualifications

(NAVETQ)

The agency was established as a public bud-

getary legal entity under the MFE. NAVETQ

exercises its activity in the:

» - creation and continuous evaluation of
the unified system of professional qual-
ifications;

» - the qualification and continuous train-
ing of the teaching staff in education and
professional training.

Currently, the Albanian Qualifications

Framework is approved in line with the Eu-

ropean Qualifications Framework while the

Agency is developing frame curricula for dif-

ferent professions.

State Labour Inspectorate and Social Ser-

vices (SILSS)

The mission of the State Inspectorate that

covers the field of work is control, monitor-

ing, counselling, notification, formation,
mitigating conflicts, prevention and sanc-

tioning. The Inspectorate has the following
tasks:

ensure the implementation of legal pro-
visions on working conditions and the
protection of employees in the exercise of
their profession, on the duration of work,
wages, insurarnce, hygiene and welfare,
the employment of children, minors and
wormen, as well as on other issues closely
related to them, to the extent that labour
inspectors are tasked with ensuring the

15

ON THE AVAILABILITY OF
THE WORKING FORCE AND
QUALITY OF SKILLS

implementation of these provisions;
provide data and technical advice to the
employer and the employee on the most
efficient means of reviewing the legal
provisions;

notify the responsible authority of defi-
ciencies and abuses which are not spe-
cifically covered by the legal provisions
inforce, as well as propose the necessary
tools and instruments to improve the sit-
uation.


C://Users/User/Downloads/Balkan%20Barometer%202022%20-%20BO.pdf
C://Users/User/Downloads/Balkan%20Barometer%202022%20-%20BO.pdf
C://Users/User/Downloads/Balkan%20Barometer%202022%20-%20BO.pdf
C://Users/User/Downloads/BalkanBarometer2022_pocket_edition_final_prw.pdf
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KEY FINDINGS

The findings in this working document are
the vesull of an analysis hased on a defined
methodology with the objective of hringing
inlo a lwofold perspective the immediate
challenge of the availability and quality of the
workforce in the countvy: (1) the perspective
of the private seclor and (2) the perspective of
_voungjobseekers to halance expectations and
jacts.
As mentioned above, imporiant vesources
in identifyving the main findings include (@)
analysis of the velevant legal, vegulatory and
institutional framework; (h) business per-
ceplions evidenced in questionnaives filled
out hy 253 companies (25% female owner)
and 29 meetings held duving period Sep-
tember — Octoher 2022 with public hodlies at
different levels of government, associations
and bhusiness chambers, companies with
activity in different sectors, vavious experts

in the field, projects of donors working in the
Jield of working force (c) questionnaire filled
out hy 262 young people as well as (d) the or-
Zanisation of two focus groups with youth 10
attendees and experts in the field.

A. AVAILABILITY OF WORKFORCE

1. 'The unavailability of the labour force*®
in the country has become a crucial chal-
lenge for almost 3 out of 4 companies
(74%). The high migration of the population,
especially among young generations, and
current global workforce demand have prob-
ably®" significantly contributed to reduced la-
bour force availability in the country.

36 Quantity and quality

37 A further analysis could be initiated on direct impact of
emigration of young people and relevant labour market.

[ETEEN Mobility of population

‘ Population mobility in Albania
I

39,905
S 43,835
2,876,591 2,870,324 2,862,427

2017 2018 2019 2020 2021

M Total population M Emigrant Immigrants

Source: INSTAT

MY Labour Force availability

Are you currently facing difficulties
in securing the labor force?

H Yes HNo

Source: Secretariat Survey, Seplember 2022

2. Whereas all sectors of the economy face
difficulties securing the labour force, the
trade, construction and industry sectors
seem to suffer the most® (more than 90% of
companies), while Information and Commu-
nication and agriculture sectors declare to
face fewer difficulties in finding a workforce.

38 A further analysis by sector would be advisable to identify
the reasons behind
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MY Labour Force Availability as per Sectors

‘ Are you currently facing difficulties in securing the labor force?
[

armation and Communication |GG 54%
Senvices N 65%

rodation/Food/Tourist agency | ENEGNNINGINGENENEEEEEN 75%
Trade | I, 92%
Construction N 927
industry - . 92
yriculture, forestry and fishing | DN 577%

0% 20% 40% 60% 80% 100%

Source: Secretaviat Survey, September 2022

From a gender perspective, 71% of male entre-
preneurs declared to face difficulties in finding
a workforce versus 67% of female ones. Mean-
while, 67% of companies say women are more
willing to work than men.

C. EFFECTIVENESS OF CHANNELS FOR

IDENTIFYING WORKFORCE

1. Private agencies and universities (pub-
lic/private/Vocational schools) are per-
ceived as the most used chanmnels in find-
ing a workforce (although hy only about
one-fifth of the respondent companies),
while official employment offices ave
less used (only by 15% of companies). In
the meantime, 30% of companies (70%
of which are male entrepreneurs) that re-
sponded to the questionnaire state that
they never thought to address their need
for workers with institutions that work in
this direction.

2. While the overall effectiveness of the
channels used by companies for identi-
fying the workforce generally remains
relatively low, the most positive col-
laboration/channel in finding employ-



ees is marked with universities (mainly
through individual contacts with profes-
sors) and private employment agencies.
Based on consultations held with compa-
nies, employment offices were not con-
sidered by them as effective channels for
searching qualified workforce due to their

[GIMEN Where do companies find their employees

If you encounter difficulties in securing the workforce,
‘ which institution do you turn to first for support?

et e | %
pivte corers | 2%
Universities (public/private 0,
/vocational schools) _ 19%
wororss | 15%
Online publications/personal 0
knowledge/references - h
Municipality - 4%
oA [l 2%

Chamber of Commerce [ 1%

0% 5% 10% 15% 20% 25% 30%  35%

Source: Secretaviat Survey, September 2022

C. LOW WAGES AND WORK CULTURE®®

- PERTINENT ISSUES IN THE ALBANIAN

LABOUR MARKET

1. Lowwages are perceived as adominant fac-
tor of dissatisfaction and discouragement
for employees/job seekers in the local pri-
vate sector labour market, according to the
data collected by the Secretariat on a question-
naire with 262 young people, with about one-

39 Defined as a cumulative effect of practices, employer

and employee attitudes, beliefs and behaviors, organisational
policies, leadership practices and workplace amenities, that
make up the regular atmosphere in a work environment.
Several projects and initiatives are cooperating with schools

to improve the situation /tips.//skillsforjobs.al/sq/publications,
aftesite-e-huta-tani-pjese-e-ofertes-mesimore-ne-shkollat-e-mesme-
profesionale/: https://skillsforjobs.al/sq/publications/perfshirja-
e-aftesive-digjitale-dhe-te-buta-ne-planifikimin-lendor/; https://
skillsforjobs.al/sq/integrimi-i-aftesive-te-buta-plaformen-online-
ne-planet-mesimore/;
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reputation of dealing only with marginal-
ised and low-skilled persons and not hav-
ing access to the qualified job seekers they
need. From a gender perspeclive, male and

Jemale entreprencurs had the same patlern,
considering universities as the most positive
collaboration.

Positive experience in finding employees

Which of the following have you had a positive
‘ collaboration with regarding finding your employees?

I
SV S Ry
thought of it as an option
0,
With universities _ 17%
Winprivzte - | 14%
employment agencies
With the 8%
Employment Offices -
With public vocational - 6%

training centers

With experienced
company employees - 6%

engaged in training centers

With private training 3%
centers/agencies .

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

fifth of the employees/job seekers mentioning
it as main labour market challenge.

Main challenges in the labour market

In your general opinion, what are the biggest
employment problems in the economic
‘ sector where your company operates?

I
Work culture (responsibility, 0,
of the workforce
after be%g trained 6%
Low wages offered
compercd o s 3%
The education system 0,
does not respond to the _ 12%
needs of the economy

Hi%h fiscal burden _ %

for employment
i f 4%
e, I
0% 5% 10% 15% 20% 25% 30%
Source: Secvelariat survey with voung people,
September 2022

GIMEEN Motivation in employment

Based on your experience, what do you consider
‘ to be the 3 most motivating points in employment?

soer ot | 2%
Recognition and evaluation
Work environment with comfortable o
conditions (work tools/cleanliness _ 15%
/suitable temperature/etc.)
Introductory training and continuing _ 15%
professional education
Clear procedure on career
growth opportunities _ 15%
Fedoily | 7%
The possibility of networking 0,
through social activities - 5%
and the spirit of cooperation
0% 5%  10%  15%  20%  25%  30%

Source: Secvelavial survey with voung people,
September 2022

Referring to data published by INSTAT*, for the
economic activities of industry, construction and
services, the average hourly labour cost per em-
plovee in full-time units in Albania is lower than
in EU¥ member and candidate countries. The av-
erage hourly labour cost* per employee in full-time
units in our country is 3.1 euros. Then there are
countries such as Serbia and Bulgaria with an av-
erage labour hourly cost per employee in full-time
units of 6.2 and 6.5 euros, respectively®.

But, while still low wages remain one of the main
attractions of foveign investment in the country, we
evidence it as a major obstacle to the curvent labony
markel issues even hy the privale secloy ifself. So, in

40 http://instat.gov.al/al/publikime/librat/2022/anketa-e-
kostos-s%C3%AB-pun%C3%ABs-2020/

41 Subject to further analyses including productivity impact

42 Labour costs consist of expenses for salaries and

bonuses, plus other costs such as costs for social insurance
contributions and other costs paid by the employer. The largest
part of the labour cost is represented by the costs for wages
and bonuses, followed by the costs for insurance contributions.
In 2020, the share of non-salary costs was highest in France
(32.1%), Sweden (31.6%), while lower in Lithuania (2.9%),
Romania (4.9%).

43 Norway and Denmark have the highest average hourly
labour cost of 47.3 and 45.3 Euro respectively
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our survey, only 13% of responders (companies)
(65% male entrepreneurs) consider low wages
as the fourth problem in line (see below figure 11).
Probably, it is a moment to further reflect on what
Fkind of foreign divect investment should he tavgeted
inthe country?!
When asked about emigration, young gener-
ations are not attracted merely by a job or a
salary - they look for a sustainable perspective
in social, financial and professional terms as
well. When asked why they want to leave the country,
_young people do not priovitize anymore the salary of-
fered but the quest for more social, financial sustain-
ability and professional development prospects.

IR Motivation of youth to emigration

If you were to consider employment outside
‘ Albania, what would be the primary reason:

I
For more social and 0,
financial sustainability _ 42%
coneee |
professional development
soavoecs | I %
For a better social life - 7%

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%
Source: Secretavial survey with young people,
September 2022

1. Work culture seems to remain a strong
factor negatively impacting the labour
market both from the employers’ and the
employees’/job seekers’ point of view.
When asked about their motivation, in ad-
dition to salary, youth identified the work
environment and clear procedures for career
growth as the three most motivating points.
All three are linked to the organisation’s
work culture.



https://skillsforjobs.al/sq/publications/aftesite-e-buta-tani-pjese-e-ofertes-mesimore-ne-shkollat-e-mesme-profesionale/
https://skillsforjobs.al/sq/publications/aftesite-e-buta-tani-pjese-e-ofertes-mesimore-ne-shkollat-e-mesme-profesionale/
https://skillsforjobs.al/sq/publications/aftesite-e-buta-tani-pjese-e-ofertes-mesimore-ne-shkollat-e-mesme-profesionale/
https://skillsforjobs.al/sq/publications/perfshirja-e-aftesive-digjitale-dhe-te-buta-ne-planifikimin-lendor/
https://skillsforjobs.al/sq/publications/perfshirja-e-aftesive-digjitale-dhe-te-buta-ne-planifikimin-lendor/
https://skillsforjobs.al/sq/integrimi-i-aftesive-te-buta-plaformen-online-ne-planet-mesimore/
https://skillsforjobs.al/sq/integrimi-i-aftesive-te-buta-plaformen-online-ne-planet-mesimore/
https://skillsforjobs.al/sq/integrimi-i-aftesive-te-buta-plaformen-online-ne-planet-mesimore/

20

www.investment.com.al

2. Entrepreneurs’ mentality and leadership
practices seem to scare away many job
seekers, especially the young generation,
from the local labour market. While the
availability of the labour force remains cru-
cial, 7z 7s still evidenced an inappropriate atten-
lion/mentality of the private sector with regavd
to the lahour market, probably impacting the
motivation and satisfaction of employees in
the respective companies. As per the young
generation (16-29 years) perception, the
main problems faced in the labour market
as per their experience are low wages, the
mentality of employers in terms of respon-
sibility, correctness, communication, etc.

Therefore, work culture and unsuitable qual-

ifications among job seekers remain the most

recurring concerns for employers. This is also
highlighted both in the Skills Need Analysis

(SNA) 2017 and the SNA 2014. While compa-

nies list work culture as the first factor that ham-

pers labour productivity and company growth,
job seekers consider it as the third factor after
low wages and company owners’ mentality.

[ZIMEXA Employment problems — private sector

In your general opinion, what are the biggest employment
‘ problems in the economic sector where your company operates?

I
Work culture (responsibility,
of the workforce
o I %
after being trained
Low wages offered _ 13%
compared to claims
The education system _ 0
does not respond to the 12A'

needs of the economy

0,
tign fiscal burcen [ 7%

for employment

Unpreferred professions - 4%

or work positions

0% 5% 10% 15% 20% 25% 30%

Source: Secretariat survey, September 2022

[GETMEEEA Employment problems — youth
perspective

In your general opinion, what are the 3 most important
employment problems in the economic sector

‘ where you are/aspire to be employed?

I

w wages offered compared to claims

B O 6%
The mentality of the employer towards
he employees (responsibility, correctness, o
communication, safety, stability, etc.) _ 16%
Work culture of employees (responsibility, _ 13%
rectness, communication, work ethics, etc.)
1e education system does not respond _ 12%
to the needs of the economy
Insufficient qualification of staff _ 11%
Employees leave _ 0,
after being trained 8%
Unpreferred professions 0,
or work positions _ 7%
High fiscal burden 0,
for employment - 5%
Other, eg illegal work, - 3%

transport, etc
0% 5% 10% 15% 20% 25% 30%

Source: Secretarial suvvey with young people,
September 2022

From a gender perspective, the top 3 most sig-
nificant employment issues for female entrepre-
neurs are work culture, inadequate qualification
of the workforce and low wage, while for male
entrepreneurs top 3 main issues are work cul-
ture, inadequate qualification of the workforce
and employee leaving after being trained.

3. Lack of soft skills* is identified as a per-
manent issue in young and older employ-
ees during our consultation meetings and
supported by survey data.” The World Eco-
nomic Forum suggested in its Future of Jobs
Report that by 2025, complex problem-solv-
ing, critical thinking, creativity, people man-
agement and emotional intelligence would
be among the most important skills required

44  Soft skills refer to both character traits and interpersonal
skills that will influence how well a person can work or interact
with others and covers a wide range of skills as diverse as
teamwork, time management, empathy and delegation

45  https://www.weforum.org/agenda/2016/01/the-10-skills-
you-need-to-thrive-in-the-fourth-industrial-revolution/

in the workplace. The importance of these
soft skills is often undervalued, and there is
far less training provided for them than hard
skills such as coding. Consultation meetings
with companies and survey with voung
job seekers confirm this challenge. Survey
data show that 49% of the workforces have
received some soft skills training in their job.
The visk of not veceiving the vight training is pres-
ent probably due lo the fact that training is oflen
divected hy the company’s managers themselves,
who in turn may not have the vight training.

[EIMEEEN Soft Skills Training

Was part of the training provided by your employer
also training for soft skills (communication/customer
‘ service/time management/group work/respect/etc)?

49%

Yes

0% 10% 20% 30% 40% 50%

Source: Secretaviat survey, Seplember 2022

Data from the NAES* confirm that in 2019 under
the support of GIZ, the Start Smart package for
the development of soft skills of unemployed job
seekers began implementation in all Vocational
Training Centres, which is expected to influence
the development of employability skills. During
year 2021, 1503 registered jobseekers participat-
ed in this training.

46 https://akpa.gov.al/wp-content/uploads/2021/09/
BULETINI-STATISTIKOR-2020.pdf
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Apart from including soft skills in the curricula,
another issue to consider is linked to the identifi-
cation of the importance of these skills in the pro-
cess of teaching and communication in school
(teacher-student, student-student, student-lead-
er, parent-teacher relationships). Programme
Skills4Jobs which supports 10* Vocational Edu-
cation and Training institutions (VET) is work-
ing in this direction®.

D. MISMATCH OF SUPPLY AND DEMAND ON

SKILLS

1. From the supply side, we evidence that the
education system, although perceived as a
source of qualification and culture of the
lahour force, its mismatch with the needs
of the private sector vemains on the lop
three issues as relates to the expectations in
termns of the qualification of the workforce.
This is more present to sectors of touvism, indus-
lry and services.

[GIMEEZN Challenges faced by different sectors of
the economy — Private Sector

In your general opinion, what are the biggest
employment problems in the economic sector
‘ where your company operates?

" TOURISM

Unpreferred professions
or work positions I EEEG_— 13.2%
Inadequate qualification
of the workforce G 13,2%
The education system
does not respond to the G 0Y
needs of the economy 24 SAJ

Employees leave 1 1,8%

after being trained
Low wages offered | EG— 94%
compared to claims

High iscalburcen - p— 16.9%

or employment

Work culture (responsibility, — IEGEG—— 20.7%
correctness, communication)

0% 5% 10% 15% 20% 25% 30%

47  What We Do - Skills For Johs
48  Soft Skills: Now Part of Vocational Schools’ Teaching Program -
Skills For Jobhs



https://skillsforjobs.al/publications/soft-skills-now-part-of-vocational-schools-teaching-program/
https://skillsforjobs.al/publications/soft-skills-now-part-of-vocational-schools-teaching-program/

In your general opinion, what are the biggest
employment problems in the economic sector
where your company operates?

W W W .

2.

INDUSTRY

Unpreferred professions |l 0
or work positions 6'1 A)
Inadequate qualification R 0,
of the workforce 20.4 A)
The education system

does not respond to the I 18,4%
needs of the economy

Employees leave | NN 10.2%
after being trained

L fered  pm— 12,29
e 12.2%

High fiscal burden 0,
g%or employment I 8-1 A)
Work culture (responsibility, I 0,
correctness, communication) 24.4 A)

0% 5% 10% 15% 20% 25% 30%

ICT
Unpreferred professi
O work posiions e 10,8%

Inadequate qualification
of the woriforce  IEEE— 17.3%

The education system

does not respond to the GG 0,
needs of the economy 1 9-5 AJ

Employees leave 0
after bel¥1g trained 0 A’

Low wages offered 0,
compared to claims — 6-5 AJ

High fiscal burdk
Sor orpoyment I 17,4%

ok e eSO D B8 90/
correctness, communication) L/0

0% 5% 10% 15% 20% 25% 30%

SERVICES

Unpreferred professions 0,
o woncpostons e 14.5%
Inadequate qualification
of the workiorce  IEE—— 16.2%
The education system
does not respond to the G y
needs of the economy 28 A’

Employees leave 0
after bel);lg trained — 4'7Al

L ffered

comparatito s 5.9%

High fiscal burd

‘%orgr%%\o;]r;]eennt ] 11.2%

Work culture (responsibility, 0,
correctness, communicationj  EEEEG_—_—_——— 19.5%

0% 5% 10% 15% 20% 25% 30%

Source: Secretaviat Survey, September 2022
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Although skills incompatibility is ac-
cepted as a systematic issue, most of the
companies confirm that they do not have
a dedicated fund for the training of their
employees. According to data published by
INSTAT, in 20204 only 0.1% of labour costs
was dedicated to vocational training of per-
sonnel, with a decline of 0.3 p.p.* compared
to 2016. In EU countries, this indicator was
1.08% during year 2016,

Figure 15. Budgeting for trainings

Does your company have a dedicated
‘ fund for employee training?

\
occasionally . 6.85%
No 54.8%

v I

0 0.1 0.2 03 0.4 0.5 0.6 0.7 0.8

Source: Secretaviat Survey on lnnovation, 2021

Figure 16. Structure of Labour Cost in Albania

‘ Structure of Labor Cost
\
84.0%,-85.6%
a3 1% 01% 02% 1%
‘ 04%/ 12%  0.2%
Wages  Employer’s social ;;unal _Oti;er Taxes

and Salary contributions  training costs  expenditures

Source: Labour Cost Survey 2016, 2020

49 COVID19 may have influenced this trend
50 Latest data published by EUROSTAT

We also notice that in 2016, Information and
Communication, as well as Financial and Insur-
ance companies had the highest budget share
dedicated to vocational training. While 2020 fig-
ures show a decline in this share in all sectors of
the economy.

Vocational Training Costs as per sectors

Vocational training costs 2016 2020
B Mining and quarrying 0.21 0.02
C Manufacturing 0.74 0.22
D Electricity, gas, steam, and air conditioning 0.01 0.52

E Water supply; sewerage, waste management
and remediation activities

F Construction 0.07 0.09
G Wholesale and retail trade; repair of motor

0.18 0.14

vehicles and motorcycles L g
H Transportation and storage 0.02 0.05
| Accommodation and food service activities 0.22 0.14
J Information and communication 1.40 0.11
K Financial and insurance activities 1.45 0.03
L Real estate activities 0.05 0.00
el\l/ICtFi’\;ﬁggzsmnal, scientific and technical 0.97 011
N Administrative and support service activities 0.63 0.09
P Education 0.05 0.05
Q Human health and social work activities 0.21 0.12
R Arts, entertainment and recreation 0.01 0.08
S Other service activities 0.11 0.09

=11 -%[:M Vocational training cost as per company

size

Vocational training costs 2016 2020
upto 10 0.42 0.13
10-49 employees 0.3 0.08
50-249 employees 0.49 0.14
250-499 employees 0.3 0.21
500-999 employees 0.19 0.23
1000 or more employees 0.73 0.01

Source: INSTAT, Labour Cost Survey, 2020
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According to INSTAT, in L.CS 2020 compared to LCS
2016, due lo the pandemic peviod, through the deci-
sious taken hy the Albanian government lo prevent
the spread of Covid-19 and provide economiic assis-
lance lo husinesses, expenses for professional lrain-
ing, lahour taxes and other expenses were reduced,
but the subsidies veceived hy enterprises increased.

3.

Our survey data show that companies
generally use their internal resources to
train their employees without consider-
ing the deliverance of professional train-
ing through outsourcing. Consultation
meetings also confirmed that companies
train their staff using their experienced
employees as trainers and/or reorganis-
ing and/or replacing staff. Companies do
consult with experts about training need
advice, but they solve the training problem
within their company. When using external
resources for training their staff, they gener-
ally refer to universities and private employ-
ment agencies.

[ZTEEEN Where do you seek information about
training needs

Where (institution/expert/other)
do you first seek information
‘ about training need advice?

I
cosurs | 2%

) N 22%

Economist/ 0,
Accounting Expert _ 17A'

ntenet | 10%
oot know | 9%
Nowhere _ 8%
e | 5%
rivate Centre | 3%
Donor . 1%

0% 5% 10% 15% 20% 25%
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EIMEEIN Actions to address the skills shortage

What actions does the company take to address
‘ the skills shortage of existing employees?

Increased training

wrmrecomos [T T 30%
compgglyu(l;ggfg\g;}irzlgighn% _ 23%
Replacement of staff _ 14%
rércnﬂ%g%r‘}ferpnes%oy%gsf _ 12%
Use external consultancy _ 10%

Training outside the company _ 10%

Application for a state emp\o%/mem
scheme (employment promotion funds) I 1 ly
and professional qualification 0

0% 5% 10% 15% 20% 25% 30% 35%

Sources: Secretaviat Survey, September 2022

4. Despite being trained, employees often
leave. This is highlighted as a main chal-
lenge by companies, third in line and
confirmed during the Secretariat’s con-
sultations with companies operating in
different economic sectors (16% of com-
panies confirm this). The leaving of trained
employees is also exacerbated by the in-
creasing demand for qualified workforce in
the European countries (Italy, Germany, etc.).

[GIMEE2A Turmover of employees

In your general opinion, what are the biggest
employment problems in the economic
‘ sector where your company operates?

|
oorcuture fespersity, | 25
nadeaugte uaiicator . N 21%
aargres o | 16%
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Source: Secretaviat Survey, September 2022

[EETEEZ Where do you train your employees

With which of the following have you had positive
‘ cooperation regarding the training of your employees?

\
With none / Never thought
el N /¢
(]
With private
employment agencies _ 17%
With public vocational
ptraming centers - 7%
With experienced compan:
eﬁjp\oyee_s engape -
in training centers 6%

With private training centers - 6%
0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

E. OTHER
1. Regavdless of employment promotion pro-
grams (0.02% of GDP*"), companies report
a lack of information about the possi-
hility of benefiting from them. 81% of the
companies have not benefited from the In-
centives Schemes presented by the govern-
ment to boost employment. This probably
may be related to the lack of information on
these schemes, or they consider them to en-
tail too much bureaucracy.
Referring to official data published by NAES®,
a total of 751 entities have benefited from the
implementation of the 2020 programs, of
which 171 are last year’s applications (which
continue to be funded this year), and 580 are
new projects this year. Of the total beneficiary
entities, 29% exercise their activity in the pro-
cessing industry, 13% in accommodation and
food service and 12% in wholesale and retail
trade, and vehicle repair. From the implemen-
tation of the employment promotion programs

51 Figure reported by NAES during our consultation meetings

52  https://akpa.gov.al/wp-content/uploads/2021/09/
BULETINI-STATISTIKOR-2020.pdf

for 2020, about 4146 unemployed jobseekers
have been employed, trained through work
and completed professional internships.

[GTEEEN Benefits from Incentive schemes

Which of the employment incentive
‘ schemes have you benefited from?

\
owaitoane - | ©'%

Incentive program through the
employmant of persons Who Decame 0 3%
unemployed as a result of COVID-19

Community Public Works Program 0%

Incentive program through 0
's)elgemp\oymegm I 1A’

Program to promote employment
rough Brofessionalpprgctices . 5%

The employment promotion 0
program’t)hr)t;ughjopb training . 5A’

The employment promotion 5%
program thoyugh engp\oyment . /

5% 16% 25% 35% 45% 55% 65% 75% 85%

Source: Secretaviat Survey, September 2022

2. During our consultation with companies
and professional schools in the field, we
received comments such as the lack of de-
sire to work due to other “options”, the de-
sire to earn a lot and quickly as well as the
loss of the value of knowledge creating a
“model” among young people in the coun-
try. This was not within the cove scope of our
study and probably needs another analysis
since it influences the well-functioning of
the lahour market.

3. Improving the governance of the ecosys-
tem by clearly linking vision, coordination
and institutional support and cooperation
of all actors involved - remains an essen-
tial tool for the possibility of matching the
demands of the private sector and the of-
fer in the labour market.

4. Companies do not see internship pro-
grams as an effective means to gain fu-
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ture employees and students, and as a
result, they do not appreciate these op-
portunities due to a lack of integration
into “real work” and a lack of payment.
Internships are considered just a piece of
paper for most students, especially in uni-
versities. A different perspective was no-
ticed in internships at vocational schools,
where students/professors claimed that
the internship was very useful and, in
several cases, resulted in the direct em-
ployment of the student. Also, positive
internship models run at foreign or local
companies are appreciated by young peo-
ple as a benchmark model for other com-
panies. The reference is made to Antea
Cement, Easy Pay, Vodafone, Banka Kom-
bétare Tregtare, Procredit Bank or others,
which have a clear corporate governance
policy that supports young people’s access
to the labour market. However, the prob-
lem remains for the micro and small
companies that prevail in Albania and
face several competition issues.

As regards access to the labour market, EU
citizens are eligible to work in Albania
without a work permit, in line with the
law on foreigners under which nation-
als of an EU Member State or Schengen
country legally residing in Albania do not
need a work permit or business registration
certificate. Immigration admission policies
do not present obstacles to the permanent
settlement of EU workers’ family mem-
bers. The law also addresses one of the
shortcomings of the previous legislation on
aliens (relevant mostly for non-EU citizens),
integrating the unique permission, which
guarantees a single application procedure
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for foreigners who intend to work and stay
in the territory of the Republic of Albania.
Also, it improves and clarifies the dead-
lines, time and procedures for getting the
unique permit by reducing administrative
obstacles.

F. UNDECLARED LABOUR - A PERSISTENT
FORM OF INFORMALITY IN THE ECONOMY
1. Despite consecutive efforts undertaken
since 2015, still as of October 2022 - Infor-
mality, in particular, informal work (more
in construction, industry, IT) is perceived
as a threat hampering employees’ earn-
ings and life insurance in the long run>*
The Hidden Employment Index* between
2016 and 2019 has increased in five of the
six Western Balkans countries by a factor
of between 2.4% and 12.4%. Albania ranks
third in the region, with a hidden employ-
ment index of 47%, after Kosovo and Bosnia
and Hercegovina.

[ETEE2ZY Hidden employment index 2016-2019

What actions does the company take to resolve
lack of skills of existing employees?

m2016 mW2019
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0%

Kosovo Bosnia and Albania Serbia North Montenegro
Hercegovina Macedonia

53 Figures remain proxy in spite of relevant publications of
donors and local media.

54 SELDI estimation

[EIMEEIA Workers without written contract on
the main job or receiving higher than the declared
remuneration (2019, in %)

‘ Hidden Employement Index
\
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Source: SELDI

2. Data show that under-declaration of re-
ceived employee remuneration remains
the most common type of hidden employ-
ment. This fact is also confirmed on the Sec-
retariat’s survey during September 2022,
with 253 companies working in different
sectors of the economy in the country.

[GIMEELA Nature of Informality

Please rate the nature of
‘ informality in your sector, 2022

o | ¢

o |

No registration 43%

oo | =

0% 10% 20% 30% 40% 50% 60%

Informal work in different sectors of the
economy

‘ Informal work in as per sector, 2022
\

IcT 54%

oo |

Industry 54%
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Source: Secretaviat Survey, September 2022

During 2021%, the State Inspectorate of Labour
and Social Services conducted 7039 inspections
in private and public subjects. These inspections
covered 184206 working places, 9.5% more than
the previous year. During these inspections, 1570
workers were found without an individual con-
tract, 1.4% more than in 2020. According to data
published hy the luspectorate, there is a decrease in
informal workers identified duyving 2021.

Number of Informal Workers identified
during Inspections

‘ Informal workers
|

0 200 400 600 800 1000 1200 1400

Source: State Inspectorate of Labour and Social Services

55  https://inspektoriatipunes.gov.al/wp-content/
uploads/2022/03/Analize-vjetore-2021-ISHPSHSH-per-
web-23032022.pdf
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Another issue identified by business-
es as a factor leading to undeclared
employment is the unfair competition
of non-licensed operators in different
segments and sectors e.g., travel tour
operators and tourism agencies which
are subject to different licensing systems
and regulatory requirements but in prac-
tice, compete in the same market. Accord-
ing to many businesses, this is due to the
non-adequate enforcement of regulatory
standards. Some entrepreneurs state that
the high number of businesses operating
in small markets and areas leads to infor-
mality and unfair competition.
Fragmentation jeopardises employment
issues as well, creating room for lower/
undeclared wages. Meanwhile, standard-
isation of services, for example in the
tourism sector, is difficult to achieve
due to informality. Informal companies
do hamper proper market functionality in
terms of prices, wages, and standards.
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RECOMMENDATIONS™

IMPROVE WORK CULTURE AND
EMPLOYMENT SUSTAINABILITY
PROSPECTS.

Business Chambers/Associations to consid-
er specific training/workshops/information
packages with MSMEs’ owners (CEOs) on
shifting their mindset toward human capital
value creation, therefore seeing their employ-
ees as their main asset and not as an operation-
al cost. Training their experienced staff on how
to mentor/coach new interns/staff is also very
important and an issue identified by labour of-
fices and VET schools while training their prac-
titioners in different businesses.

56 The recommendations in this working document are
based on the above findings and try not to repeat the ones
approved in the previous IC meetings. The key issues are:
How to tackle human capital in an MSME ecosystem which
includes recruitment and training; How to simplify the access
to information for MSMEs? How to create e systemic labour
market information system? How to change the model for
young people? What about informality?

To address the labour shortage in short and me-
dium - terms as well as productivity increase,
MSMEs’ owners should strive to make work
more sustainable by increasing remunera-
tion, health and well-being packages for em-
ployees, clear career paths and salary struc-
ture. Business Chambers/Associations should
be a crucial factor in transmitting to their mem-
bers that they should be proactive rather than
reactive while approaching the challenges of
recruiting a qualified workforce by planning well
ahead their needs and increasing the expendi-
tures for their staff qualifications™.

From the business community, additional in-
vestment in technology and automation is a
must to keep up with the new business trends.

57 Responding somehow also to competition from the public
sector jobs and conditions.

In this direction, it is necessary to strength-
en the cooperation and involvement of the
chambers of commerce and vocational
training centres in ongoing reskilling and
upskilling through professional training
of middle-aged job seekers and new-entry
staff. This should be considered not as a
cost but as an investment and a solution to
ongoing labour shortages. Business leaders
must look ahead and consider how their op-
erations will change to get ahead of the talent
shortage.

Education of prospective employees and
employers about labour legislation and em-
ployment contracts - rights and obligations.
Employment offices and recruiting companies
should be responsible for consulting them,
and centres of professional education should
cascade short training to the candidates on the
main issues of employment that could include
(a) Job description and responsibilities; (b) Re-
muneration and applicable tax and social and
health charges; (c) notice period and cause for
termination; (d) Holiday pay and sick leave; (e)
working hours, organisation rights; (e) how
to resolve grievances and where to report the
employers’ breach of labour legislation.

INCREASE THE ACCESS TO JOB
OPPORTUNITIES

To empower the role of the recruitment
and intermediary employment platforms,
NAES should consider increasing the pro-
motion at the national and local level of the
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centralised platform puna.gov.al. Wider
scale promotion of this platform can create
synergy and share information among several
factors such as businesses, business associ-
ations and chambers of commerce, employ-
ment offices and job seekers.

The NAES should widen its focus and scope
to attract and serve a wider range of em-
ployers and job seekers. This would include
revising types of content published for each
job vacancy and using a wider range of dis-
tribution channels for job announcements
(including webpage, social media, radio/TV,
etc.).

NAES should strengthen the capacities of
its local level offices to play an increasing
role in the identification of job openings from
local businesses, increasing promotion to
local job seekers through various local chan-
nels, attracting job seekers, as well in interme-
diation and facilitation of local labour market,
going beyond marginalised groups.

Chambers of commerce to become more
proactive in the direct connection between
the vacancies of their members and job
seekers through publication, promotion, em-
ployment fairs and by endorsing at industry
level regulatory compliance with labour leg-
islation and improvement of working condi-
tions, especially in labour-intensive industries
and discouraging informality practices of un-
declared work.
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STRENGTHEN COOPERATION AND
COORDINATION AMONG LABOUR
MARKET SUPPORT ACTORS

MFE should consider different tools to in-
crease awareness of the current mechanisms
in place that support employment through
sustainable cooperation at the local level
among business chambers of commerce - em-
ployment offices - vocational schools - voca-
tional training centres - Municipalities:

» Increasing awareness campaigns regarding
employment promotion programs at the lo-
cal level;

» Increasing awareness campaigns about its
ability to gather job seekers of different pro-
fessions and skills.

To reduce the informality, in addition to re-
inforcing the control and business formalisa-
tion efforts, MFE can consider including me-
dia as an important player to inform citizens
about the negative consequences of engaging
in the informal economy and the benefits of
reported work or also encourage the presenta-
tion of cases of undeclared work to the public (it
could positively affect companies and their deci-
sion not to engage in such activities).*

Facilitating re-entry to the labour force of
retired professionals as a means to address
shortages in professions like doctors, nurses,

58 Considering the 33 Dissecting the illicit practice of wage
underreporting: some evidence from Croatia, Josip Franic ©
International Labour Organization 2021 10 interests of society.

engineers, etc., especially in regions other than
Tirana. This can create opportunities to transfer
knowledge in both directions.

For consistency, still relevant
recommendations approved in the IC
meetings during 2015-2022, are:

RECOMMENDATION 1

Systematic engagement of the private sector

in skills development (VET, Higher Education

and Employment)

»  Structuring the relationship and format of Uni-
versity - Business cooperation by the responsi-
ble institution as clearly identified in the new
Smart Specialization Strategy being drafted.
Some possible forms of cooperation are (1) the
creation of an online platform where business
issues are collected and shared with universi-
ties based on their area of specialisation, and
based on these issues, graduation/master’s or
PhD topics are oriented based on practical is-
sues/problems/data needs - raised by the pri-
vate sector (2) open hours with innovative busi-
nessmen - former students, who have proven
to be successful in their professional life invit-
ed by universities to share their experience,
challenges and success in an open discussion
with students (3) improving the curriculum by
adapting it to the skills required by the market
starting from high schools and universities by
expanding practical skills together with theory
(4) Regular orientation of students towards the
market work, through periodic consultations
with business associations.

» Structuring links between academia /busi-
nesses and financial institutions to find ways
to finance students’ start-up ideas based on
the identified needs of SMEs. An example of

mediating agents could be the Local Eco-
nomic Development structures (e.g., Aule-
da-Vlora or Teuleda-Shkodra) that can sim-
plify mediation and monitoring/follow-up
processes.

» Creation of a web platform: AIDA, Business
Community, Universities, etc., to support the
Business in personnel requests, diploma
topics/project proposals to be implemented
by the business sector.

» To help businesses in the BPO sector not to
look for qualified staff themselves through
all the means, with a huge waste of time, but
to conclude cooperation agreements with
the relevant institutions. A great help in find-
ing staff would be to create a database that
contains candidates with the skills required
by the BPO.

RECOMMENDATION 1

Ensuring sound evidence-based governance

of labour market and VET policies

»  Creation of concrete incentive policies on the
professional education with a focus on IT
and digital skills.

»  Assessment of possible connections between
supply chain firms (SMEs/Corporations/
FDI) in certain sectors, considering a “holis-
tic” approach to the framework of policies
and standards (macro level) with the aim
that even the support functions that facilitate
compliance financing (traceability) with in-
ternational standards to be determined in co-
herence with the roles, rules, and interaction
of the actors. In this process, the addressing
of the problems related to the “gap” between
the “skill supply” and the needs of the indus-
try that wants to be integrated into the global
chain should also be considered. It should be

»

»
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clearly defined in which direction the human

capital will be oriented in certain areas of the

economy that have different requirements

for the type and quality of the workforce e.g.,

tourism requires other skills than transport.

Sectoral approach on adapting employment

policies and improving the workforce’s skills

in the direction of priority sectors for sustain-
able economic development. This should be
done through:

- A clear regulatory framework, but also
through the establishment of standards
and criteria for implementation, as well
as through incentive instruments.

- Creation of a systematic cooperation
format (platform) between schools and
businesses in order to create consortia
with actors: businesses-providers of
professional services-civil society, em-
ployment offices, career offices, etc., op-
erating in priority.

Considering that the integration of MSME
in the international value chain is not only
related to cost or technology but also to the
change of business models and organisa-
tional culture (MFE/AIDA in cooperation
with business associations and chambers of
commerce) should accelerate institutional
support in the implementation of programs
to improve the management of Micro, Small
and Medium Enterprises in training on in-
ternationalisation, through partnerships
between the government/AKPA /industries/
professional schools/universities/donors:

- Targeted training for specific groups of
managers, stich as young entrepreneurs
and exporters, to invest more in corpo-
rate management and research and de-
velopment structures.



»

»

»

»

W W W .

- Dedicated training for start-up busi-
nesses
- Training for managers of SMEs even
outside urban areas, encouragement of
entrepreneurship through the general
education system and improvement of
the “holistic” approach to the culture of
entrepreneurship.
The government should enable the leasing
of state buildings in support of the creation
of training centres for resizing the training of
the workforce as per market requirements.
Referring to informality in the form of unreg-
istered employment in the tourism sector,
it is possible to support businesses through
schemes for subsidising social and health
contributions for employees on a minimum
1-year contract for the low season period.
For the BPO sector, set up a working group
(INSTAT, AIDA, BPO Association, MAS,
etc.) to enable scanning of the sector, the
accuracy of data, cooperation model within
the framework of vocational education and
training-VET and business.
Capacity building and monitoring of Em-
ployment Offices should correspond with
employment and qualification programs fit-
ting to the needs of BPO businesses.

RECOMMENDATION 1
Supporting and promeoting lifelong quality
and inclusive education

»

Accelerating the structuring of modern and
industry-focused education to provide qual-
ity and highly skilled jobs, thus contributing
to greater, sustainable, and faster growth of
companies. As a broad issue, it should help
to better connect academic faculties, sci-
ence and technology instruments (e.g. parks,

»

»

»

»
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science centres, etc.) through their collab-
oration with industry, as it aims to create a
highly skilled workforce and develop basic
knowledge of society.

Encouraging cooperation between uni-
versities by creating a consortium based
on the specific areas of specialisation of
the member universities. Based on sev-
eral pieces of expertise, this consortium
serves as a practical training centre for en-
terprises and enables the sustainability of
knowledge transferred from projects that
support innovation in different sectors of
the economy.

The legal framework for interns and sea-
sonal workers should be adapted to the na-
ture of this employment scheme. Claims for
this employment scheme are treated simi-
larly to that of full-time employees, “impos-
ing” unnecessary costs of employing staff
for seasonal employment schemes or as
trainees. At the national level, there is a dis-
cussion regarding improving the engage-
ment conditions of apprentices to acquire
knowledge during the education cycle.

In the BPO sector, consider integrating basic
knowledge at certain levels of education, fo-
cusing on analytical skills (problem-solving),
foreign languages, Microsoft skills, and com-
munication skills. Practices should be stan-
dardised and become part of the curriculum
- business model project - faculty - teaching
practice. Accreditation of universities should
consider monitoring state-business rela-
tions to effectively implement internships as
part of the curricula.

Adapting university curricula for specific
industries by implementing projects and
teaching subjects at the local business prem-

»

ises. Flexibility in the provision of knowledge
by public universities through innovative
short-term programs in partnership with
business: Business Academy (1-3-day in-
tensive programs in a specific field such as
managementand operations consulting, tax-
es, drafting business plans, feasibility stud-
ies, etc.) Certificates obtained after success-
ful completion are accredited by the Ministry
of Education as an added value for access to
the labour market.

Discussion with actors on establishing a
BPO Academy for workforce retraining, by
licensed trainers, under the support of the
central or local government in the public-pri-
vate partnership model (Protik) or TEDA
model.
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RECOMMENDATION 1
Digital transformation of VET and employ-
ment services

»

»

To improve skills in the ICT sector, free on-
line training packages and respective certi-
fications in digital skills, entrepreneurship,
financial education, youth, women, etc., are
needed. A form of stimulation could also be
the creation of an online government plat-
form (e.g. Albania Digital Solidarity) where
companies that offer such online services at
reduced or free prices are listed.

Initiative for creating a “pool of talents” in the
IT sector identified through competitions or
other activities that can be organised in co-
operation with IT professional schools and
universities or high schools.



34 35

ON THE AVAILABILITY OF
THE WORKING FORCE AND
QUALITY OF SKILLS

a. SAMPLE PROFILE - 253 COMPANIES

ANNEX |
FINDINGS OF THE LABOR

Company age ‘ Size of your business according to last year's turnover
\
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QUALITY SURVEY
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1. OBJECTIVE & METHODOLOGY

SU RVEY 1. Labor shortage
2. Workforce finding channels
OBJ ECT'VE 3. Workforce training
4. Problems in the labor market
5. Informality
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‘ Are you an Exporter?
\

METHODO_ 1. Structured questionnaire

2. Emailed to about 10,000 companies
3. Questionnaires completed anonymously online by 253
LOGY businesses
4. The survey includes data reported during the period
July - September 2022
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B Soletrader M Limited liability company

Joint stock company I Branch of foreign companies 0% 10% 20% 30% 40% 50% 60% 70% 80%




The largest shareholders/Partners (with
‘ over 50% of shares) of your business are:
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What is the average number of employees in your business?

b. INFORMALITY - BUSINESS PERCEPTION

Please rate the nature of
‘ informality in your sector, 2022
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Please rate the nature of
informality in your sector, 2018
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Please rate the nature of
‘ informality in your sector, 2019
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‘ Please rate the nature of informality in your sector, 2022
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I— 62%
54%

I 65%

It is confirmed that tax
avoidance and Informal
work are the two most
widespread forms of
informality for 2022 as well,
although with decreasing
trends year after year

Informa wiork ‘41%56%
cornstor [ — (5%
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According to gender perception,
female entrepreneurs perceive
more informality than male
entrepreneurs.

The most widespread form of informality for
female entrepreneurs is undeclared work, while
for male entrepreneurs undeclared work and tax
evasion are valued equally.



c. INFORMALITY - AS PER
SECTORS

Please estimate the nature of
informality in your sector, 2022
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d. AVAILABILITY OF WORKFORCE

Are you currently facing difficulties
in securing the labor force?

HYes HNo

26%

Companies are experiencing difficulties in finding
labor and 74% of them declare that they have a
shortage of labor

In your opinion, the most
‘ interested in employment are:

o I

0% 10% 20% 30% 40% 50% 60%  70%

As per gender perception, 67% of female entrepreneurs
declare that they face difficulties in securing workforce and
71% of male entrepreneurs.

36% of respondents say that women are more interested
in employment than men (82% of female and 62% of male
respondents)

e. CHANNELS OF FINDING
WORKFORCE

If you encounter difficulties in securing
the workforce, which institution
‘ do you turn to first for support?

None of the above | 30%
Private company GGG 22%
Universities (public/private . 19%

/vocational schools)
Work offices | EEG— S 15%
Online publications/personal | — %

knowledge/references
Municipality | 4%
ADA W 2%
Chamber of Commerce [ 1%
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30% of the respondents declare that they do not use any
specific channel for securing the labor force;

Private employment companies and Universities/Vocational
Schools are the Institutions most used by companies in finding
a workforce, for male and female entreprenuers.

Which of the following have you
had a positive collaboration with
‘ regarding finding your employees?
\

With none/l never

thought of it as an option | 45%
with universities | 17%
With private 9
employmemagencies | 14%
With the Employment Offices B 8%
With public vocational

training centers | 6%

With experienced compan

employees engaged i% | . 6%

With private trainint 9
ceP}ters/agencieg L] 3%

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

Meanwhile, the most positive cooperation in finding the workforce
turns out to be with Universities/Professional Schools;

Behavior is the same, for male and female entrepreneurs.

The cooperation is mainly realized through personal contacts with
teachers/school leaders as well as through internships.
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f. PROFESSIONAL SKILLS

What actions does the company take to address
the skills shortage of existing employees?

Increased trainin 0,
witn s corpary NN 30%

Solutions within the | G 23%

company (reorganization)

Replacement of staff | 14%
Improving the method of 0,
recr?ming gnew employees | I 12%
Use external consultancy | 10%
Training outside the company [ — 10%

Application for a state employment
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and professional qualification

0% 5% 10% 15% 20% 25% 30%

In general, companies do not budget for training their employees;
They try to find solutions to the lack of professional skills within their
companies; the same behavior is observed in all companies,
regardless of the number of employees or gender;

What actions does the company take to address
the skills shortage of existing employees?
‘ (up to 9 employees)

35%

Increased trainin 0,
witi t conpeny NN 30%

Solutions within the s 21%
company (reorganization)
Replacement of staff | 15%
Improving the method of 0
recr?nting %ew employees - 1 A’
Use external consultancy [ . 12%
Training outside the company _ 11%
Application for a state employment 00/
| 0%

scheme (employment promotion funds)
and professional qualification

0% 10% 20% 30%

40%



f. PROFESSIONAL SKILLS

What actions does the company take to address
the skills shortage of existing employees?

‘ (10 - 49 emplyees)

|

Increased trainin
withinlhecompan?/ | e— I

Solutions within the | Y
company (reorganization) 25 A’

Replacement of staff  p——— 14%

Improving the method of
recrﬂitinggnew employees I 14%

Use external consultancy 8%

Training outside the company o a—— 11%

Application for a state employment
scheme (employment promotion funds) Y
and professional qualification - 1 A’

0% 5% 10% 15% 20% 25% 30%

What actions does the company take to address
the skills shortage of existing employees?

‘ (over 50 emplyees)

I

Increased trainin
Wil the corpary  E————— 347

Solutions within the
company (feorganiation;  — 26%
Replacement of staff [ — 12%

Improving the method of
recrﬂilinggnew employees  I— 17%

Use external consultancy [~ | 5%

Training outside the company

mm 5%
Application for a state employment
scheme (employment promotion funds) OIy
and professional qualification 0

0% 10% 20% 30% 40%

With which of the following have you
had positive cooperation regarding
the training of your employees?

With none / Never thought
of it as an option

With universites  — 18%

oo eeessss— 6%

Winprivate  — 17%
employment agencies
With public vocational
ptraining centers 7%
With experienced compan:
employees engage
in training centers

With private training centers [ | 6%

6%

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%
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g. COUNSELING ON TRAINING

Where (institution/expert/other)
do you first seek information
‘ about training need advice?

Consultants 24%
MFE/DPT/AIDA/Institutions 22%

Economist/Accounting Expert

Internet

| do not know

nowhere

5%

Company resources
Private Centre 3%
1%

0% 5% 10% 15% 20% 25%

Donor

f. LABOR MARKET PROBLEMS

In your general opinion, what are the biggest
employment problems in the economic
sector where your company operates?

Work culture (responsibility, |
correctness, cémnﬁumcam}%) BT IO 26%

Inadequate qualification T
4 of th% workforce 21%

Employees leave ,
i [ —————— ]
after %ellag trained 16%

Low wages offered ey
compare% to claims 13%
The education system does not
respond to the needs i the economy N 12%
High fiscal burden 1
or employment N 7%

Unpreferred professions
e orwopk positions 4%

0% 10% 20% 30%

According to employers, the problems in labor market are:
1-Culture towards work

2- Inappropriate qualification

3-Employees leave after being trained

Low wages are more important for female entrepreneurs.
They ranked it 3rd biggest problem

Universities are considered the best way to train employees
by companies by both female and male entrepreneurs;
Public/private training centers are very little used by
companies in the country

h. LABOR MARKET PROBLEMS

In your general opinion, what are the biggest employment
‘ problems in the economic sector where your company operates?
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TOURISM

Low wages offered compared to claims

Employees leave after being trained

Work culture (responsibility,
correctness, communication

Unpreferred professions or work positions

High fiscal burden for employment

The education system does not respond
to the needs of the economy

Inadequate qualification of the workforce

INDUSTRY

Low wages offered compared to claims

Employees leave after being trained

Work culture (responsibility,
correctness, communication

Unpreferred professions or work positions

High fiscal burden for employment

The education system does not respond
to the needs of the economy

Inadequate qualification of the workforce

g. EMPLOYMENT PROMOTION SCHEMES

T 13%
I 13%
| —— ki

m 2%

%%
BT 17%
T 21%

0% 5%

- 6%

10%

15%

20%

25%

B 20%
s 18%

I 10%

o 12%
8%
B O 24%

0% 5%

10%

Which of the employment incentive
‘ schemes have you benefited from?

15%

20%

25%

30%

30%

None of the above NN 51%

Incentive program through the
employment of persons who became [l 3%
unemployed as a result of COVID-19

Community Public Works Program 0%

Incentive program 0
through self—emp[ioy%nent 1 1/°

Program to promote employment 0
t%rough professional practices & 5A'

The employment promotion 9
program’t)hr\{)ugh j(g]b training 0 SA)

The employment promotion 0
program th’?oggh em[[])loyment, L SA’

5% 15% 25%

35%

45%

55%

65%

75%

85%

ICT

| ———1 b

[ m— W
. 20%

0%

7%

. 17%

B oo 28%

0% 5% 10% 15% 20% 25% 30%

SERVICES

[ ——
W 16%

E O 28%
e 5%

6%

I 1%
. 19%

0% 5% 10% 15% 20% 25%  30%

Companies believe that the boost to
employment will come from:

- Reducing Informality

- Reduction of Corruption

- Creation of a serious and modern database of
interaction between the employer and the
employee, and its promotion;

- Added control in public/private Universities for
degrees awarded

- Increasing training in secondary schools on
education and work culture

- The rise of real Trade Unions

- Payment of internships

- Registration of employees with a special status
during training periods of several months

- Reduction of insurance for employees under 25
years



CONCLUSIONS

»

»

»

»

»

»

The next epidemic in the country “the departure of the labor force*

Companies do not have clear channels for finding manpower,
Universities and private employment companies are the most
used channels; Employment offices are thought of as offices that
mainly help the marginalized population and are not seen as a
source of labor force provision;

Companies do not budget for the training of their employees, but
try to fill the gaps with internal resources;

Work culture (more pronounced in the service sector), Lack of
qualifications (more pronounced in ICT) and leaving employees
after training (more pronounced in Industry) are the 3 primary
problems in employment.

The tourism and ICT sectors also consider inconsistencies
between the needs of the market and what the education system
offers in the country as primary problems.

Employment incentive packages have not been utilized by
business
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FINDINGS OF THE SECRETARIAT'S

SURVEY "0ON THE WORKFORCE
CHALLENGES"

a. OBJECTIVE & METHODOLOGY

The topic was voted by KI members

as an emergency challenge

SURVEY
OBJECTIVE

METHODO-
LOGY

The mini-survey with young people was undertaken
to compare the findings from the survey with the
business and to obtain the perception of the youth
regarding this current challenge of the country

Structured questioner

Sent by email Economic Faculty, UT & Young
Professionals Network

Facebook — Target age 16-29 years;

262 anonymous questioners completed online
from during September - October 2022
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b. SAMPLE - 262 QUESTIONERS

‘ Age group

6% M 16-29 years old M 30-40 years old over 40 years old

The survey mainly targeted the young age group of 16-29 years
262 completed questioners

93% of which competed by 16 — 29 years old

c. MOTIVATION IN WORK

Based on your experience, what do you consider to
be the 3 most motivating points in employment?

25%

Salary offered

Recognition and evaluation of my work by the superior

Work environment with comfortable conditions
(work tools/cleanliness/suitable temperature/etc.)

Introductory training and continuing professional education

Clear procedure on career growth opportunities

Flexibility %
The possibility of networking through social
activities and the spirit of cooperation

5%

0% 5% 10% 15% 20% 25% 30%
» Salary
» Recognitation and evaluation of work
» Work environment

In contrast to the above, the age of 30-40 years old
evaluates Introductory training and continuing
professional education to 3rd place
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Based on your experience, what do you consider to be the
3 most motivating points in employment? 16 - 29 years old

2%

Salary offered

Recognition and evaluation of my work by the superior

Work environment with comfortable conditions|
(work tools/cleanliness/suitable temperature/etc.)

Introductory training and continuing professional education

Clear procedure on career growth opportunities
0,
Flexibility %

The possibility of networki_n% through social
activities and the spirit of cooperation

0% 5% 10% 15% 20% 25% 30%

Based on your experience, what do you consider to be the

| 3 most motivating points in employment? 30 - 40 years old

Salary offered

33%
Recognition and evaluation of my work by the superior

Work environment with comfortable conditions|
(work tools/cleanliness/suitable temperature/etc.)

Introductory training and continuing professional education

Clear procedure on career growth opportunities

10%
Flexibilty

%

%
0% 5% 10% 15% 20% 25% 30% 35%

The possibility of networki_n% through social
activities and the spirit of cooperation

d. EDUCATION AND WORK

Did the knowledge gained during your education (professional/
University/Post-University training) serve you in your current job:

Somehow 50%

» Link University/Vocational School — Labor market
» 39% agree that education is necessary

Context:

No 10% The entrepreneur appreciates education, although in many
cases they emphasize that the education system and the
skills required in the labor market, especially soft skills, do
not match; - (Survey and consultation with businesses)

Yes 39% , . . o
In particular, this year business cooperation with
universities/vocational schools/employment offices has

0% 10% 20% 30%  40% 50% 60% increased (Consultations with businesses)
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. TRAINING IN THE WORKPLACE g. EMPLOYMENT CHALLENGES - EMPLOYER VERSUS EMPLOYEE

Was part of the training provided by your employer . .
also training for soft skills (communication/customer In your general opinion, what are the biggest employment

problems in the economic sector where your company operates?

| service/time management/group work/respect/etc)?

»  Soft skills are being valued more than Somehow 26%
technical skills in the labor market
» They are considered very important in
all professions
» 49% admit to being trained in soft skills No 26%

Context:
- Work culture and soft skills are considered
insufficient by the private sector valuing the 0
workforce, not only among young people. UEs 49%
- Willingness to learn/career growth — lacking
among young people (business perception)

0% 10% 20% 30% 40% 50%

f. CHALLENGES IN THE LABOR MARKET

In your general opinion, what are the 3 most important employment

| problems in the economic sector where you are/aspire to be employed?

| 26%

Low wages offered compared to claims

~The mentality of the employer towards the employees
(responsibility, correctness, communication, safety, 1ablll?y, etc.)

Work culture of employees (responsibility,
correctness, communication, work ethics, etc.)

The education system does not
respond to the needs of the economy

Insufficient qualification of staff

Employees leave after being trained

Unpreferred professions or work positions

High fiscal burden for employment
3%

0% 5% 10% 15% 20% 25% 30%

Other, eg illegal work, transport, etc

Work culture (responsibility, correctness, communication)
Inadequate qualification of the workforce

Employees leave after being trained

Low wages offered compared to claims

The education system does not respond to the needs of the economy
High fiscal burden for employment

Unpreferred professions or work positions

h. EMIGRATION - WHY?

If you were to consider employment outside

| Albania, what would be the primary reason:

BT TN 26%
BT T 21%
T 16%
B 13%

2%
%
I 4%
0% 5%  10%  15%  20%  25%  30%

For more social and
tnano sssaraoy MM, /2%

» Why do young people want

s I
professional development to leave the country?

simvorocs I 72%
For a better social life - 7%

0% 5% 10% 15% 20% 25% 30%

Context:

The private sector is looking for new ways

to secure the labor force, mainly from abroad,
for which they state that they have cultivated
the culture of work which seems to be
missing in the labor force in the country

35% 40% 45%
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TOPICS FOR DISCUSSION

1. HOW DO YOU GET INFORMATION REGARDING
JOB OFFERS?

2. 1S5 SALARY THE MAIN REASON FOR LEAVING®?

3. WHAT SHOULD BE CHANGED IN THE
EMPLOYER'S MENTALITY?

4. DO YOU THINK WORK CULTURE IS MISSING
AMONG YOUNG PEOPLE?

5. WHAT SHOULD CHANGE IN THE
RELATIONSHIP: UNIVERSITY/VOCATIONAL
SCHOOLS/PRIVATE SECTOR/INTERNSHIPS?

6. INFORMALITY — DO YOU ACCEPT IT, OR ARE
YOU AGAINST IT*?

o’
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