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Title: Shadow Report on the Implementation of Article 11 of the Convention on the Elimination of All Forms of Discrimination Against Women (CEDAW) in Albania
Presented by the Gender Alliance for Development Centre representing the Albanian Coalition for Labour Rights
To the Committee on the Elimination of Discrimination Against Women (CEDAW)


The Albanian Coalition for Labour Rights is a collaborative effort, uniting prominent organizations such as Centre for Labour Rights (CLR)[footnoteRef:1], Gender Alliance for Development Center (GADC)[footnoteRef:2]; National Union of Call-Centre Operators (SKOT)[footnoteRef:3]; Union of Health Sector employees (SPSHSH)[footnoteRef:4]; Organization "Social Justice";[footnoteRef:5]  Egyptian, and Roma Youth Movement (LRER)[footnoteRef:6]. Our collective mission is to champion and protect the labor rights of Albania's workforce. [1:  Official website: https://clr.al/ ]  [2:  Official website: https://gadc.org.al/ ]  [3:  Official website: https://skot.al/ ]  [4:  Official Facebook page: https://www.facebook.com/profile.php?id=100069563514765 ]  [5:  Official website: https://drejtesisociale.al/ ]  [6:  Official website: https://lrer.org/ ] 

In presenting this report to the Committee on the Elimination of Discrimination Against Women (CEDAW), we seek to offer a comprehensive perspective on the employment situation in Albania, particularly in accordance with Article 11. While Albania's government aspires to align its legal and policy framework with international standards and European Union requirements, certain sectors, there are industries such as clothing and footwear production, the cleaning sector, call centers, health sector, and oil manufacturing that still fall short in providing workers full rights and adequate protection from Albanian institutions.
Collective agreements and labor unions, despite their presence, have struggled to ensure the practical realization of workers' rights. In the realm of compensation, many workers fail to attain a living wage, with most receiving only the official minimum wage or slightly more. The observance of paid leave rights is inconsistent, and an efficient mechanism for reporting these violations remains absent. What is clear is the imperative for heightened monitoring of working conditions and the full-scale implementation of the legal framework within these sectors.
Overview of Progress 
Acknowledging certain progress made by Albania in implementing Article 11 of CEDAW concerning women's employment rights, there are several crucial considerations: 
Labor Force Statistics
According to the Institute of Statistics (INSTAT), in 2022, the labor force is estimated to be 1,457,959 persons, where males account for 53.7 % of the labor force and females 46.3 %. Employment is estimated at 1,298,380 persons, from which males account for 54.0 % and females 46.0 %. Compared to 2021, employment increased by 3.0 % while the unemployment rate (for 15-74-year-olds) decreased by 0.6 percentage points.[footnoteRef:7] [7:  Albanian Labour Market_Instat Report: https://www.instat.gov.al/media/11851/tregu-i-punes-2022.pdf] 

· Although the labor market has significant demands for work, improved working conditions, higher wages, and increased job security, it has resulted in a reduction in the number of job seekers. This situation is also accompanied by labor force emigration to European countries, particularly to Germany.
National Skills and Employment Strategy (NSES)
The extension of the National Skills and Employment Strategy (NSES) 2020- 2030 is noted, but it is crucial to scrutinize the efficacy of these revisions. The mere inclusion of gender equality indicators does not necessarily translate into tangible improvements for women in the workforce. It's essential to evaluate the actual impact of these changes on women's employment opportunities and rights. [footnoteRef:8] [8:  Albanian National Skills and Employment Strategy  https://konsultimipublik.gov.al/Konsultime/GeneratePDF/561 ] 

· Critical Examination of Revisions: While extensions and updates to this strategy are positive steps, it's crucial to assess the effectiveness of these changes in achieving the intended goals.
· Importance of Impact Evaluation: To ensure the effectiveness of the strategy, it's essential to conduct rigorous impact evaluations. This means assessing whether the changes made to the strategy are leading to real-world improvements in women's access to employment, job conditions, and overall rights in the workforce.
· Monitoring and Accountability: Beyond just evaluation, monitoring progress over time and holding relevant stakeholders accountable for achieving gender equality goals is essential. This involves collecting and analyzing gender-disaggregated data to identify areas where progress is lacking and taking corrective actions as needed.
Quality of Employment
While there has been an increase in women's employment rates, it is essential to delve deeper into the quality of employment. Are these jobs offering fair wages, decent working conditions, and opportunities for career growth? Mere statistical improvements in employment rates may not equate to meaningful advancements in women's lives.
· In the clothing and footwear industry, significant issues persist concerning working conditions, salaries, and the limited or nonexistent discussion of career advancement. Some women have remained in the same job position for over 10 years without experiencing any substantial salary increases.
· The quality of employment in the call center sector in Albania presents a mixed picture, with several challenges impacting the work conditions of employees. Many employees in Albanian call centers work on short-term contracts, leading to job insecurity. Additionally, the demanding nature of the job, which often involves night shifts and tight schedules, can affect work-life balance. There are concerns about relatively low wages and limited opportunities for career advancement, which can impact overall job satisfaction. Addressing these challenges and improving the quality of employment in the call center sector remains an important consideration for both employers and policymakers in Albania.
· The quality of employment in the health sector in Albania is subject to various challenges, While the sector plays a critical role in delivering healthcare services, healthcare workers face issues related to wages, working conditions, and access to professional development. Low salaries for healthcare professionals, including doctors and nurses, are a significant concern which can lead to job dissatisfaction and even emigration in search of better opportunities. The work environment in some healthcare facilities may also be challenging, with issues related to equipment, overcrowding, and inadequate infrastructure. Moreover, healthcare workers may have limited access to training and development opportunities, hindering their career advancement. These challenges underscore the need for continued efforts to improve the quality of employment in the healthcare sector in Albania, ensuring that healthcare professionals are motivated, adequately compensated, and equipped to provide quality healthcare services to the population.
· The quality of employment in the oil sector in Albania faces several challenges, as indicated by various reports and analyses. The sector has struggled with issues such as job security, workplace safety, and environmental concerns. According to the Albanian Ministry of Infrastructure and Energy (2020), fluctuations in oil prices on the global market have led to job insecurity for workers in the sector, with periodic layoffs and uncertainties about the future. Additionally, concerns related to workplace safety have been raised, particularly in oil extraction and refining operations, emphasizing the need for strict adherence to safety regulations. Environmental challenges, including the impact of oil extraction on the natural environment, also play a role in shaping the quality of employment in the sector. Addressing these challenges and promoting sustainable practices within the oil sector in Albania are vital for ensuring the well-being of workers and the long-term viability of the industry.
· The quality of employment in the cleaning sector in Albania is very challenging.  The difficulties faced by this sector, which is one of the most vulnerable, greatly affects the working conditions of the employees, where the majority of them are girls and women.  The employees are not notified of the employment contract, which means that they are not informed about their rights and obligations.  The payment of employees is often below the minimum wage defined in Albanian legislation.  Employees work in shifts, where the night shift is not paid according to difficulty.  Moreover, the health and life of the employees is constantly at risk due to the nature of the work and lack of sufficient equipment.  The right to weekly and annual holidays is not respected.  Employees are not provided with the necessary clothing and work tools.  There is also a lack of a communication mechanism between the employer and the employees, which makes it more difficult to address the challenges of the sector.  Improving the conditions and quality of employment in the cleaning sector remains an immediate need in Albania.
Clothing and Footwear Industry
Also in a general overview, the number of active enterprises in Albania has increased over the past three years. Data indicates progressive development in the number of enterprises in the country over the last decade, with a decrease in registered enterprises in 2019 and an increase in the subsequent two years. This trend is also reflected in the clothing and footwear sector, which experienced a decline in enterprises in 2019 and growth in 2021.[footnoteRef:9] By the end of 2021, there were 591 enterprises producing clothing or parts thereof and 209 enterprises producing footwear or parts thereof.[footnoteRef:10] According to data from the General Directorate of Taxes for 2021, about 26% of these enterprises are exclusively involved in "CMT" (Cut, Make, Trim) activities or are part of the Active Processing Regime.[footnoteRef:11] [9:  Business Registers: https://www.instat.gov.al/media/10065/regjistrat-e-biznesit-2021.pdf]  [10:  IBID]  [11:  Albania Business Registers: https://www.instat.gov.al/media/10065/regjistrat-e-biznesit-2021.pdf] 

Gender Disparities in Employment
Despite some progress, significant gender disparities persist in employment rates. Women continue to lag behind men, both in terms of participation in paid employment and in facing a disproportionate burden of unpaid family work. According to a report by the Institute of Statistics, Albanian women spend an average of 38 hours per week on housework, cooking, and childcare, while men devote significantly less time, approximately 14.5 hours per week, to these tasks. The same report on gender indicators in Albania reveals that, on average, Albanian women dedicate 343 minutes to unpaid work per day, equivalent to 5 hours and 43 minutes, which is six times more than the amount of unpaid work performed by men.[footnoteRef:12] Rather than celebrating modest improvements, addressing these disparities should be a primary focus:  [12:  Man and Women in Albania: https://www.instat.gov.al/media/11027/burra-dhe-gra-2022.pdf ] 

· The respective laws should be implemented and enforced
· Support for Work-Life Balance
· Education and Skills Development 
· Promotion of women in leadership
· Awareness and Sensitization
· Support for women entrepreneurs 
· Functioning of the legal protection and complaint mechanisms 
· Data collection and monitoring 
Labor Code and Legal Framework
Albania's legal framework ostensibly provides equal rights and protection for workers across all industries. The Labor Code[footnoteRef:13] has undergone substantial revisions in recent decades and ostensibly aligns with international standards and EU directives. Regarding labour law, the implementation of the amended Labour Code is underway. Twenty-five (25) EU regulations in the field of occupational safety and health have been transposed as well, covering areas such as safety at work, equal treatment between women and men etc. [footnoteRef:14]  [13:   Labour Code: https://qbz.gov.al/preview/c1c18a6c-5f3e-457d-b931-de505b3c7ed0 ]  [14:  International Labour Organization, https://www.ilo.org/wcmsp5/groups/public/---europe/---ro-geneva/---sro-budapest/documents/publication/wcms_689355.pdf ] 

· On bipartite social dialogue, some progress was made with the ratification of the ILO Convention 190 on “Violence and Harassment in the World of Work”. [footnoteRef:15] However, challenges persist in enforcing these rights, particularly in areas concerning contract issues, overtime work and annual leave etc. [15:  Progress Report Albania 2022, Neighbourhood and Enlargement, EU, pg. 91 https://neighbourhood-enlargement.ec.europa.eu/system/files/2022-10/Albania%20Report%202022.pdf ] 

· Despite the enactment of the Law on Safety and Health at Workplace in 2010[footnoteRef:16], its effective implementation remains a persistent challenge. Regulatory oversight and fines imposed through established procedures have struggled to ensure compliance with this law, particularly within industries such as manufacturing and construction. [16:  Law on Safety and Health at Workplace: https://www.dpshtrr.al/sites/default/files/downloads/dokumente/Ligji%20Nr.10237%2C%20dat%C3%AB%2018.02.2010%20%E2%80%9CP%C3%ABr%20Sigurin%C3%AB%20dhe%20Sh%C3%ABndetin%20n%C3%AB%20Pun%C3%AB%E2%80%9C.pdf ] 

· The 2020 update to the Law on Protection from Discrimination in Albania[footnoteRef:17] marked notable progress. Notably, the shift from the burden of proof previously resting on the accusing party, to now requiring the accused party to prove non-discrimination in the workplace, stands out as a significant achievement. [17:  Law on Protection from Discrimination: https://www.kmd.al/%C3%ABp-content/uploads/2021/05/2.pdf ] 

· In the clothing and footwear industry, predominantly comprising women and girls, workers encounter issues related to their employment contracts. According to the data gathered, a substantial number of them only sign these contracts without retaining a copy. Furthermore, they frequently face problems such as unpaid annual leave and occasional denials, while also adhering to current workload norms (repartition quotas).[footnoteRef:18] [18:  Arqimandriti M/ 2023 Study Report: Analysis of the situation of employees in the clothing and footwear sector in Albania] 

· Discrimination and harassment based on gender is prevalent in call centers. Women experience sexism, gender-based comments, or even sexual harassment from colleagues or supervisors. The high-stress nature of call center work has negative effects on employees' physical and mental health, and women are more susceptible to these effects due to additional stressors such as caregiving responsibilities. Women in call centers face difficulties in organizing or joining labor unions to advocate for their rights due to employer resistance or fear of retaliation.
· Traditional gender roles and stereotypes persist, affecting the perception of women's abilities in certain medical specialties or leadership positions. Discrimination and harassment, including gender-based bias and sexual harassment, occur in healthcare settings. The healthcare sector often demands long and irregular hours, which can be particularly challenging for women who also have family and caregiving responsibilities.
· Women and girls in the Security Prison sector are underrepresented following traditional stereotypes and beliefs. On the winning candidate's list published by the General Directory of Prisons for the role of Security Guard in 2022, there is a ratio of 80 % male and 20% female representation [footnoteRef:19] highly affected by traditional gender roles.  [19:  General Directory of Prisons Albania, https://dpbsh.gov.al/rezultatet-perfundimtare-te-testimit-te-kandidateve-per-punonjes-te-rolit-te-baze-ne-policine-e-burgjeve/ ] 

Gender Pay Gap
In 2022, Albania witnessed a nearly 2-percentage-point increase in the gender pay gap, signifying deeper labor market inequality between women and men. According to INSTAT, this gap stood at 6.2% in 2021. The same report indicates that, on average, men earn 6.12% more than women in the workforce. The most significant disparity is found in the industrial sector, with a 27.2% gap, followed by the finance and insurance sector at 18.3%[footnoteRef:20] [20:  Labor market, education and wages: https://www.instat.gov.al/al/temat/tregu-i-pun%C3%ABs-dhe-arsimi/pagat/ ] 

The existence of a gender pay gap, especially in the manufacturing sector, is concerning. Albania must take concrete actions to close this gap and ensure equal pay for equal work. A 24.6% pay gap in the manufacturing sector underscores the systemic issues that women face in the labor market.[footnoteRef:21] [21:  IBID] 

While lower than the average EU countries, Albania’s gender pay gap is also the result of women’s lower participation in the labour market, and it is higher in sectors where women are concentrated. The concentration of women and girls in the informal economy and in a few sectors also acts as a break on the overall economic growth of the country, when there is growing consensus that Albania needs to increase productivity and diversify employment and education opportunities (e.g. towards science, ITC, and entrepreneurship). 
Women's participation in business increased during the last decade, with 25.4%. of women owning or managing a business. However, the majority of women’s enterprises are undercapitalized micro/small businesses in mostly informal and lower value-added sectors (e.g. in manufacturing and agriculture). Women’s active participation in private sector development remains low, especially for women in rural areas, and the impact of discriminatory gender norms and behaviours is found at all levels. 
The gender gap in access to credit has not decreased over the years. In addition, while women formally enjoy equal rights to inheritance and ownership of land and property, over 80% of land titles remain in the name of the “head of household” (mainly husbands, fathers-in-law, brothers, fathers, grandfathers), thus limiting women’s entitlements to productive resources such as registering a business, credit, and extension services, as well as their options to leave a violent relationship.[footnoteRef:22] [22: Advancing gender equality and the empowerment of all women and girls in Albania, A position paper by the United Nations in Albania, https://albania.unwomen.org/sites/default/files/Field%20Office%20Albania/Attachments/Publications/2021/06/UN%20Albania_gender%20equality%20position%20paper_GEEW_final.pdf   ] 

Sectoral Analysis
The coalition calls attention to the need for further analysis of employment trends in different sectors. While the agricultural sector's decline is noted, it's essential to assess the quality of jobs in growing sectors like the clothing and footwear industry. Are these jobs secure, and are they protected by fair labor practices?

Workplace Safety and Health
Workers in clothing and footwear factories often grapple with safety and health-related issues. The absence of adequate heating and cooling systems creates a challenging work environment, having extreme summer and winter temperatures inside the workplace. Exposure to chemical substances and direct contact with these agents frequently results in physical problems such as allergies or body pain. Female workers in these factories, in particular, face significant hazards and health concerns as a result of these conditions. 
For the workers in the call center sector, the prolonged hours of sitting and repetitive tasks in the call center led to ergonomic problems, including musculoskeletal disorders. High-stress environments, dealing with irate customers, and strict performance metrics can contribute to mental health issues such as stress, anxiety, and burnout. Constant talking and the use of headsets lead to voice strain and vocal health problems for call center employees. Irregular hours, including night shifts and weekends, disrupt work-life balance and affect overall well-being.
Healthcare workers, especially during pandemics, are at risk of exposure to infectious diseases, making infection control and prevention a top priority. Witnessing traumatic events, dealing with patient suffering, and working long hours contribute to high levels of stress, compassion fatigue, and burnout among healthcare workers. Some healthcare employees have also experienced violence from patients or visitors, posing a safety threat to employees.
Workers in the oil industry are at risk of exposure to hazardous chemicals and materials, which can lead to long-term health issues. Oil extraction and refining operations involve physical risks, including fires, explosions, and accidents. Many oil industry jobs require employees to work in remote and isolated locations, which impacts mental health and access to medical care.
Corrections officers and prison staff face the risk of physical harm from inmates, making security a top priority. Working in a prison environment can be emotionally taxing, leading to high levels of stress, anxiety, and PTSD among staff. Overcrowded prisons lead to heightened tension and increased safety concerns for prison workers.
In some municipalities, the cleaning sector is managed by private companies, which sign contracts for the provision of the service. As a result of the lack of monitoring by the municipalities that have contracted them as well as by the labor inspectorate, the employees of the cleaning sector, most of whom are girls and women of the Roma and Egyptian minorities, are exploited by private companies, violating their basic rights. Female employees in this sector working non-stop throughout the year has negatively affected the work-life balance. Female employees also face risks and concerns of gender and racial discrimination, as well as sexual harassment by shift supervisors. This has caused problems of a psychological and social nature for female employees. Also, the very low and not dignified payment has affected the general well-being of their families, especially for women heads of families. Also, they are exposed to the risk of accidents and harassment of different natures from irresponsible persons. This risk is more pronounced during the night shift since the nature of the work is such that employees are exposed to the street.

Unemployment Rates and Public Employment Services
Celebrating a reduction in unemployment rates is praiseworthy, but it's crucial to delve into the underlying causes of this decrease. Are women able to secure high-quality job opportunities, or are they sometimes compelled to accept positions that fall short of fully utilizing their skills and qualifications? The provision of accessible public employment services is indeed a positive step. However, the coalition emphasizes the need for transparency and accountability in ensuring these services genuinely benefit disadvantaged groups, including women. Merely offering services is insufficient; their effectiveness must be rigorously assessed.
Unionization
Currently in Albania there are no genuinely effective trade union organizations, particularly at the enterprise or sector levels. Consequently, they struggle to garner trust and support from disorganized workers and often fail to gain recognition from both state institutions and private employers.
However, over the past five years, we've witnessed the emergence and establishment of new labor unions. These unions are gradually addressing the pressing need for improved organization and more proactive roles for unions in general. This development instills a sense of hope for transformative change. Encouraging signs of collective organizing have surfaced in several sectors, including the oil and gas, telecommunications (including call centers), mining, and health sectors. These emerging initiatives can be seen as the seeds of a revitalized labor movement.
In the textile industry sector, there are currently four trade unions vying for representativeness. Two of them have been in existence for years, while the other two are relatively new additions. Despite the competitive landscape and the aspirations of these unions to represent the textile industry workforce, it's essential to acknowledge that the overall impact and positive change in terms of unionization within this sector remain limited. Union membership continues to represent a relatively small portion of the textile industry workforce. This suggests that while there is competition among unions for influence, the broader unionization efforts within the sector have not yet yielded significant results, and a considerable portion of the workforce remains unorganized.
Vocational Training
While the enrollment of women in vocational training courses is encouraging, it is essential to monitor whether these programs actually increase women's employability and result in job placements that provide financial stability. Instruction no. 14, dated 27.05.2021 "On the way of organization and activity of educational and professional training institutions"[footnoteRef:23] discourages uneducated Roma/Egyptian girls from attending professional courses, as one of the main criteria is a 9-year education diploma. Meanwhile, Roma and Egyptian girls and women have not finished the 9-year school, but have abandoned education in the 4-5th grade. [23:  Schools of Pre-university Vocational Education: https://csl.edu.al/wp-content/uploads/2023/05/udhezim-2021-05-27-14.pdf ] 

Encouraging the Provision of Supporting Social Services
The aspiration for parents to effectively harmonize their family duties with their professional obligations and active participation in public life stands as a fundamental societal necessity. Regrettably, in Albania, the prevalence of such child-care amenities near the workplace or put in function by the companies, remains disproportionately low, creating a substantial gap in their accessibility. This scarcity not only presents challenges for working parents but also constitutes an impediment to the overarching pursuit of gender equality and the simultaneous fulfillment of familial and occupational responsibilities.
To address this pressing gap and facilitate a more balanced work-life equilibrium for parents, it becomes imperative for Albania to take proactive measures that endorse and sustain the expansion of child-care facilities near the workplace. In doing so, the government can instigate an environment in which parents, particularly women, are better equipped to pursue their careers, engage in public life, and contribute to the country's development without having to compromise their family's well-being.
In terms of gender equality, the scenario where more women choose to work from home and more men return to the office can lead to greater gender inequality in the workplace and the reinforcement of stereotypical domestic roles. This, in turn, can hinder career potential for women – both in terms of income and career advancement. It is therefore necessary for women to have more flexible working hours, telecommuting options, and other support to help them create a better work-life balance. Combining technology with changes in workplace structure can increase company productivity, as male and female employees can work remotely and at different times to optimize their focus and balance work with other responsibilities, thus improving personal productivity.[footnoteRef:24] [24:  Recommendations and conclusions of the Regional Conference on Remote Work in the WB6, http://clr.al/2022/11/4489/ ] 

The investment in a comprehensive network of conveniently situated, high-caliber child-care facilities transcends being merely a workforce enhancement; it signifies Albania's unwavering commitment to nurturing gender parity and societal inclusivity.
[bookmark: _Hlk145315353]Based on the provided information, the main conclusions and recommendations from the Albanian Coalition for Labour Rights in the report to the Committee on the Elimination of Discrimination Against Women (CEDAW) are summarized as follows:
Main Conclusion 
Labor Rights and Protections: Despite the Albanian government's attempts to bring its legal framework in line with international standards, shortcomings persist in various sectors, such as clothing and footwear manufacturing, the cleaning industry, call centers, healthcare, and the oil sector. 
Gender Disparities in Employment: Substantial gender disparities persist in employment rates, with women trailing behind men. Women also carry a disproportionate burden of unpaid family responsibilities. Gender-based discrimination and harassment are prevalent issues across different sectors, including call centers, healthcare, and correctional facilities.
Gender Pay Gap: In 2022, Albania experienced an increase in the gender pay gap, revealing deeper gender inequality within the labor market. This disparity is most glaring in the industrial sector, highlighting systemic challenges that need addressing.
Safety and Health Challenges: Employees across various sectors contend with significant safety and health issues, encompassing extreme temperature conditions, exposure to harmful substances, ergonomic considerations, and mental well-being challenges. These particular challenges have a more pronounced impact on women working in these fields, underscoring the urgency of addressing these critical concerns.
Quality of Employment: Employment quality varies across sectors, posing challenges related to working conditions, job security, salaries, and opportunities for career advancement. The clothing and footwear, call center, healthcare, oil, and cleaning sectors all exhibit concerning employment quality issues.
Unionization and Labor Movements: Albania faces a deficit of effective trade unions at both the enterprise and sector levels. Encouragingly, new labor unions are emerging, offering hope for revitalizing the labor movement. Notable progress is being made in sectors like oil and gas, telecommunications, mining, and healthcare, where collective organizing efforts are gaining traction.
Recommendations:
· Assessing NSES Impact: Conduct a comprehensive evaluation of the National Skills and Employment Strategy (NSES) to gauge its effectiveness in achieving gender equality goals. Ensure that the changes implemented translate into real-world enhancements in women's access to employment, job conditions, and overall rights.
· Monitoring and Ensuring Accountability: Establish a robust monitoring system to track progress over time and hold stakeholders accountable for achieving gender equality objectives. Thoroughly analyze gender-disaggregated data to pinpoint areas requiring corrective actions.
· Enhancing Employment Quality: Place strong emphasis on improving the quality of employment across various sectors by addressing concerns related to working conditions, wages, job security, and career progression.
· Closing the Gender Pay Gap: Implement concrete measures to narrow the gender pay gap, especially in sectors with a significant female workforce. Encourage women's participation in higher-paying sectors and facilitate their access to credit.
· Promoting Workplace Safety and Health: Vigorously enforce safety and health regulations, particularly in sectors prone to safety hazards. Prioritize the well-being of workers by addressing workplace safety issues.
· Promoting Work-Life Harmony: Champion the cause of flexible working hours and remote working possibilities, facilitating women in attaining a more balanced work-life equilibrium. Additionally, commit resources to establish a widespread network of conveniently situated childcare facilities in proximity to workplaces, offering invaluable support to working parents.
· Strengthening Unionization: Foster the growth of effective trade union organizations, particularly at the enterprise and sector levels, to safeguard workers' rights and interests.
· Sector-Specific Analysis: Undertake in-depth analyses of employment trends across various sectors, evaluating the quality of jobs and their impact on women's employability and financial stability.
· Improving Public Employment Services: Ensure that public employment services genuinely benefit marginalized groups, including women, by providing transparent and accountable services.
· Revision of the public procurement legislation: Specifically, the determination as a criterion for disqualifying companies from the competition, if the municipality has information that does not respect the basic rights of employees, as well as to terminate the contract if violations of the basic rights of employees are found during the implementation of the contract.
· Eliminating Discrimination and Harassment: Implement and enforce anti-discrimination laws diligently, fostering secure work environments for women by proactively tackling concerns related to discrimination and harassment.
· Investment in Education and Skill Enhancement: Devote resources to educational and skill development initiatives designed to elevate women's employability and broaden their entry into higher-paying employment prospects.
· Uplifting Women Entrepreneurs: Nurture and empower women entrepreneurs by streamlining their access to credit and furnishing essential resources to fuel the expansion of their enterprises.
· Advancing Gender Equity: Promote awareness and sensitize society to the paramount significance of gender equality and women's rights within the professional sphere.
· Implementing Legal Frameworks: Ensure the effective implementation of the amended Labor Code and other labor-related laws, especially concerning contract matters, overtime, and annual leave.
· Equalizing Access to Credit: Address gender disparities in accessing credit and actively promote equal rights regarding inheritance, land ownership, and property rights.
· Fostering Sectoral Growth: Examine job quality in emerging sectors and uphold fair labor practices and job security.
· Monitoring Vocational Training: Continuously monitor the efficacy of vocational training programs in enhancing women's employability and securing job placements. Revising of the legislation for professional training, removing as a criterion the 9-year diploma in certain branches for uneducated Egyptian Roma girls-women.
· Child-Care Facility Investment: Invest in a widespread network of conveniently located childcare facilities near workplaces to provide essential support to working parents, particularly women.
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· International Labour Organization: https://www.ilo.org/wcmsp5/groups/public/---europe/---ro-geneva/---sro-budapest/documents/publication/wcms_689355.pdf 
· Labor Inspectorate, annual report 2019: https://inspektoriatipunes.gov.al/wp-content/uploads/2021/05/Raport-Vjetor-2019.pdf 
· Labor Inspectorate, annual report 2020: https://inspektoriatipunes.gov.al/wp-content/uploads/2021/05/Raport-Vjetor-2020.pdf
· Labor Inspectorate, Statistical Analysis and Inspection Indicators: https://inspektoriatipunes.gov.al/wp-content/uploads/2021/05/Raport-Vjetor-2019.pdf 
· Labor market, education and wages:  https://www.instat.gov.al/al/temat/tregu-i-pun%C3%ABs-dhe-arsimi/pagat/
· Law No. 10 221, dated 04.02.2010, ON PROTECTION AGAINST DISCRIMINATION (Amended by Law No. 124/2020) (Updated): https://www.kmd.al/wp-content/uploads/2021/05/2.pdf 
· Law No. 10 237, dated 18.2.2010, on health and  safety at work: https://www.dpshtrr.al/sites/default/files/downloads/dokumente/Ligji%20Nr.10237%2C%20dat%C3%AB%2018.02.2010%20%E2%80%9CP%C3%ABr%20Sigurin%C3%AB%20dhe%20Sh%C3%ABndetin%20n%C3%AB%20Pun%C3%AB%E2%80%9C.pdf 
· National Strategy for Employment and Skills 2019 – 2022: https://financa.gov.al/wp-content/uploads/2020/10/Publikim_AL_Strategjia-Komb%C3%ABtare-p%C3%ABr-Pun%C3%ABsim-dhe-Aft%C3%ABsi-2019-2022.pdf 
· National Strategy for Gender Equality 2021-2030: https://shendetesia.gov.al/wp-content/uploads/2022/02/WEB_Strategjia-Kombëtare-AL.pdf 
· Progress Report Albania 2022, Neighbourhood and Enlargement, EU, pg. 91: https://neighbourhood-enlargement.ec.europa.eu/system/files/2022-10/Albania%20Report%202022.pdf
· Recommendations and conclusions of the Regional Conference on Remote Work in the WB6: http://clr.al/2022/11/4489/
· Schools of Pre-university Vocational Education: https://csl.edu.al/wp-content/uploads/2023/05/udhezim-2021-05-27-14.pdf 	
· The Labor Code of the Republic of Albania (Updated in 2015): https://qbz.gov.al/preview/c1c18a6c-5f3e-457d-b931-de505b3c7ed0 

The Albanian Coalition for Labour Rights
· Centre for Labour Rights (CLR) - https://clr.al/
· Gender Alliance for Development Center (GADC) - https://gadc.org.al/
· National Union of Call-Centre Operators (SKOT) - https://skot.al/ 
· Union of Health Sector employees (SPSHSH)- https://www.facebook.com/profile.php?id=100069563514765 
· Organization "Social Justice" - https://drejtesisociale.al/ 
· Egyptian, and Roma Youth Movement (LRER) - https://lrer.org/  

Contact details:
Mirela Arqimandriti
Executive Director
Gender Alliance for Development Center
Web page: www.gadc.org.al
Mob: +355682059301                               
Address: Rr."Abdyl Frasheri”, P.10/1, Tirana, Albania │P.O. Box 2418
E-mail: marqimandriti@gadc.org.al          
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