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55 | Executive summary

The purpose of this study is to provide a review of the state of play in the labour market in Montenegro
through gender lenses, considering some of the key gender gaps such as the gender gaps in employment,
unemployment and pay, uneven gender participation across sectors and to develop recommendations
to reduce such gaps. These recommendations aim at enhancing employment opportunities for women
and vulnerable groups, contributing thus to increased, sustainable economic growth and social inclusion.

Legally, gender equality was enforced by the adoption of Law on Gender Equality in 2007 and
equalization is ensured in all fields of life, including employment, wages and ownership. All kinds of
discrimination are prohibited by the Constitution as the major legal act in Montenegro. However, the
gender equality index (Monstat, 2019)' in Montenegro shows that women in Montenegro are significantly
behind the average of the European Union members (EU 28). For Montenegro this index was calculated
to be 55.0 against 67.4 for the EU28. This gap was largest for the domains of money (20.7 percentage
points) and power (16.8 percentage points).

The Montenegrin economy, prior to 2020, achieved steady growth in its Gross Domestic Product
(GDP), employment, and wages. As a small open economy, Montenegro is very dependent on trade,
tourism and public administration, these characteristics made the impact of the Covid-19 pandemic
crisis particularly severe. The main challenges in strengthening competitiveness and ensuring long-term
inclusive growth have been recognized by the Government of Montenegro. For the period 2021-2023 the
main Government objectives are: (i) increasing labour market activity, (ii) strengthening the regulatory
environment and (jii) formalizing the economy. Through 20 planned measures to be implemented, the
focus is towards industrial, ICT and green economy developments to create new jobs in these new
sectors and industries. These measures are also expected to mitigate key gaps: regional, gender, age,

educational and income, and enable balanced growth in terms of industries, regions and gender.

The labour force above |5 years of age in Montenegro amounts to around 42% of the total population.
The activity rate for total population above |5 years of age amounted to 46.7%: 53.7% among men and
40.3% for women.? Although wage statistics are not structured by gender, there are estimations that
women earned only 86.1% of the average men’s salary in Montenegro,* although on average women
in employment are better educated than employed men.* There is also an unemployment gender gap,
especially among youth in the 15-29 age group. Tourism, trade and public administration employ most
of the labour force, with a higher participation of women in these sectors, but these sectors are also
LR e

| Statistical Office of Montenegro (MONSTAT), Department for Gender Equality of the Ministry for Human and Minority
Rights Montenegro, European Institute for Gender Equality (EIGE), United Nations Development Programme (UNDP) in

Montenegro, 2019, Gender Equality Index.
Available at: https://www.me.undp.org/content/montenegro/en/home/library/womens_empowerment/GEI2019.html.

2 Statistical office of Montenegro, 2021. Monthly statistical reviews.
Available at: http://monstat.org/cg/publikacije_page.phplid=1876.

3 UNDP in Montenegro, 2019, Gender Equality Index Montenegro — 2019,
Available at: https://www.me.undp.org/content/montenegro/en/home/library/womens_empowerment/GEI2019.html

4 Foundation for the Advancement of Economies, 2010-2011. Gender Pay Gap in the Western Balkan Countries: Evidence
from Serbia, Montenegro and Macedonia. Available at: https:/fren.org.rs/wp-content/uploads/2020/01/Policy-Brief-EN.pdf.


https://www.me.undp.org/content/montenegro/en/home/library/womens_empowerment/GEI2019.html.
http://monstat.org/cg/publikacije_page.php?id=1876
https://www.me.undp.org/content/montenegro/en/home/library/womens_empowerment/GEI2019.html
https://fren.org.rs/wp-content/uploads/2020/01/Policy-Brief-EN.pdf.
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characterised by relatively low wages. The public sector employs 40% of labour force, while 23% of
self-employed are women. Relatively little is known about the size of the informal economy and the
incidence and extent of unpaid work.*

Considering this state of play, the Study provides further analysis and review of gender gaps in the
labour market. The Study explores several quantitative and qualitative dimensions of the labour market
in the Montenegrin economy, aiming at providing the state of play, not only of the key statistics publicly
available, but also of the legal framework, processes and procedures of public employment services
provided to jobseekers in Montenegro. In addition, the Study documents key active labour market
policies and recent developments in the entrepreneurship landscape of the economy.

The Study includes a review of institutional and regulatory frameworks targeting employment and gender
policies. Frameworks have been established but enforcement is uneven and the adopted indicators
frequently neglect the gender domain.

One of the visible gender blindness in policies and measures targeting development or support can be
found in the financial and non-financial measures adopted as a response to the Covid-19 pandemic
crisis by the Government of Montenegro. The Covid-19 pandemic crisis had a very strong impact on
the economy of Montenegro. Two phases of crises can be defined: lockdown in 2020 and recovery
in 2021. During the recovery period the effects of the previous lockdown became even more visible,
especially in terms of rising unemployment. Considering the gender aspect of the Covid-19 impact on
employment, women were overall in a better position, as more women are employed in the public or
NGO sectors, since the private sector was mostly affected by the crisis. On the other side, women
were disproportionately affected by the crisis as a consequence of increased work-load and schooling
at home and more cases of domestic violence were registered. Conclusions on how the crisis and
corresponding measures affected women were drawn from available statistical data and studies, as
the gender aspect was not considered during the planning process nor explicitly in the measures
implemented by the Government of Montenegro.

The report includes analysis of the key public institution targeting employment and unemployment
reduction, the Public Employment Service (PES) in Montenegro. The PES is the central institution
for unemployed persons and is implementing employment measures with a budget of 0.94% of
Montenegrin GDP. Registration with PES for unemployed attracts various benefits: unemployment
allowance, education programs, participation in Active Labour Market Policies (ALMPs), and application
for probation work after graduation from university and match-making with employers. Between 2018
and 2021 more women were registered with the PES than men. The PES succeeds in placing between
30-40% of registered unemployed. However, only 6.4% of Montenegrin companies, both private and
public, are registered with PES as looking for workers.®

Active Labour Market Policies (ALMPs) implemented in Montenegro and amounted to 10.57% of
total PES budget, or 0.73% of GDP in average for a period 2018-2020. In 2020 only 3.4% of jobseekers
registered with PES were part of ALMPs and 63% of them were women. Most of the unemployed
benefit from the ‘Public work’ and ‘Keep it clean’ programs — over 50%. The majority of the budget

NN

5  Statistical office of Montenegro, 2021. Monthly statistical reviews. Available at:
http://monstat.org/cg/publikacije_page.php?id=1876.

6 Employment Agency of Montenegro, November 2021. Monthly statistical bulletin. Available at:
https://www.zzzcg. me/wp-content/uploads/2021/12/11-Novembar-BILTEN-1.2021..pdf.


http://monstat.org/cg/publikacije_page.php?id=1876
https://www.zzzcg.me/wp-content/uploads/2021/12/11-Novembar-BILTEN-11.2021..pdf

for ALMPs is allocated to these programs which do little to raise the employability of the unemployed,

though programmes encouraging self-employment have also been introduced.’

Although in Montenegro females accounted for less than one quarter (23.33% in 202l) of all
entrepreneurs (Tax and Custom Administration, 2020),® the institutional and strategic framework
targeting business development is only now taking gender domain into consideration. The recognized
key challenges for women entrepreneurs are: a complex and unfavourable business environment, limited
access to finance, insufficient non-financial support and a lack of strong networks and representation on
key decision-making bodies.” Recent policy papers recognize the importance of the encouragement of
female entrepreneurship and announced the establishment of key institutions and supportive programs.

Based on this Study findings for each segment, key challenges identified through this analysis can be
grouped as follows: (i) weak enforcement of legislation and inadequate set of indicators; (ii) relatively
passive institutions related to employment, including PES and formal and Vocational Educational
Training (VET) education institutions and their relatively weak coordination and alignment with the
labour market and labour force needs; (iii) limited availability of gender-structured statistics for key
data: wages, property ownership and company ownership; (iv) weak implementation of measures and
interventions proposed by international and domestic supportive partners.

The review of women’s position in the labour market led to the Identification of the above key challenges
and the following recommendations targeting.

I. Legaland regulatory framework - monitoring and enforcement of the legislation and sub-legislation
framework should be performed with specified indicators for further improvements and a non-
discriminatory tool for equal welfare distribution should be established, such as the introduction
of a social benefit card.

2. Governance, functions,and human resources—programs should be designed upon the beneficiaries’
needs and structured by gender-specific needs, while data collection and its evaluation should be
systematically undertaken.

3. Policies, programmes, and budgets — adoption, enforcement and promotion of policies and
programmes should emphasize the importance of women’s inclusion and budgets should be
gender sensitive at all stages; and

4. Entry points for civil society — findings and reports done by the civil sector, as well as
recommendations need to be more gender sensitive in all fields, including the labour market,
while positive cases of female advocacy and inclusion should be publicised.

T
7 lbid.

8  Ministry of Economic Development Montenegro, 2021. Strategy for the development of female entrepreneurship in
Montenegro 2021-2024. Available at: https://www.gov.me/cyr/dokumenta/0a95b4be-c3f4-4f9b-8c36-964d9684c885.

9  Ibid.


https://www.gov.me/cyr/dokumenta/0a95b4be-c3f4-4f9b-8c36-964d9684c885
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L 2 Introduction

Montenegro has continued to progress towards EU accession by opening all chapters of the EU acquis
and closing three chapters. Since 2000, Montenegro has improved its macroeconomic and fiscal situation,
and unemployment was falling before the Covid-19 pandemic. Since 2011, the economy has been a net
creator of formal jobs and the overall labour force participation rate has increased. The Montenegrin
economy disproportionately relies on trade and tourism, with most of employees working in these
sectors receiving relatively low wages. The economy also has a large public administration sector and
substantial external debt.

The large number of long-term unemployed together with the low rate of job creation in the formal
sector present one of the key problems for Montenegrin society and as a consequence the incidence
of poverty is rising, while a significant number of youth leave the economy.'® Increased passivity in job-
seeking amongst welfare recipients and greater reluctance to accept low paid, formal employment have
been identified as additional challenges.

The Covid-19 pandemic caused all the key economic indicators to fall. 2020 was marked with a
lockdown and a fall in all economic activities, which resulted in urgent one-off direct financial support
for the employed and some other vulnerable groups. 202| was marked as the recovery period, but the
economy faced strong decreases in employment, wages, and increased retail prices. A newly-elected
Government was established at the end of 2020 and at the beginning of 2021 it continued the delivery
of financial support, along with structural reforms of the economy. The new recovery framework
included: raising the minimum wage from EUR 250 to EUR 450, introduction of childcare allowance for
all children, improving the business environment with establishment of a Guarantee Fund, continuation
of the reform of the PES of Montenegro through digitalization - ITS capacity building, etc.'" The budget
for implementation of the proposed measures was adopted in the Montenegrin Assembly as the Law
on Budget 2022.

During 2021, the PES was recognized as the key institution for providing support to unemployed, its
work was analysed and the need for reforms was recognised. One of the most important results that
came out from that analysis was that the number of beneficiaries of various allowances and financial
benefits had increased, while the number of beneficiaries of ALMPs and other support programs had
actually decreased."”

The gender gap in employment since 2018 has averaged |1.2%, while the share of women participants in
labour supportive programs decreased in 2020 to 30%, in comparison to 54% in 2019 and 50% in 2018.

T
[0 Regional Youth Cooperation Office (RYCO), 2020. A better region starts with youth. Available at:
https://www.rycowb.org/?p=8900.

Il Government of Montenegro, 2021. Reform program for more inclusive and sustainable economic development of
Montenegro ‘Europe Now!'. Available at:
https://wapi.gov.me/download-preview/0da%6f51-771a-4bf0-b6c5-91091805a73elversion=1.0.

|2 Ministry of Economic Development Montenegro, 2021. Economic Reform Program for Montenegro 2021-2023. Available
at: https://www.gov.me/en/documents/993f6bc7/-bace-4ec/-b49a-f58419ec9804.


https://www.rycowb.org/?p=8900
https://wapi.gov.me/download-preview/0da96f51-771a-4bf0-b6c5-91091805a73e?version=1.0.
https://www.gov.me/en/documents/993f6bc7-bace-4ec7-b49a-f58419ec9804
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The share of women entrepreneurs is increasing and they account for a quarter of all entrepreneurs,

whilst the private sector employs around 60% of the total active labour force in the economy.

Women'’s involvement in budgetary planning, monitoring and distribution remains at a low level, while
gender responsible budgeting is in the initial phase only.

In general, the appropriate structures and frameworks to support women in employment have been set
and the next step is to implement and enforce the regulations. A basis for optimism is that the recently
adopted and enforced strategic papers and programs, as well as those notified for the first quarter
of 2022, envision economic recovery and support full inclusion of all society groups. Programs and
strategies are mostly related to promoting economic diversification, support for existing companies and
job-seekers and development of new sectors.
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3 Methodology

This Study is prepared based on a mixed method approach which is used to delve deeper into the
labour market in Montenegro, addressing issues from a structural and gender perspective, focusing on
the roles and status of women in the Montenegrin labour market. The methods used to complement
data collected include qualitative and quantitative methods. An in-depth analysis was carried out to
identify issues related to the gender employment, gender pay, and gender care gaps.

3.1 Qualitative methods

Qualitative methods are used to provide a more in-depth analysis of the statistical data analysed in this
Study. Several categories of qualitative methods were employed to provide relevant information for the
study:

Desk research

The core activity of the desk research is the review of the public data and reports. Thus, desk research
of recent publications and economies statistics and documents form the bulk of the data sources that
are used in this report. Previous publications have proven crucial in the preparation of a coherent
report and the design of a future policy framework. To avoid repetition and duplication, the desk
research focused on updating the information presented in previous publications and delve into a
deeper analysis of the gender equality issues identified in those reports, in order to come up with
concrete recommendations on the factors that determine the current inequalities in the labour market.
The qualitative desk research is focused on:

® Collection of statistical data on the labour market and economic indicators from the Institutes of
Statistics, Gender Equality Indexes, EU reports, WB reports, UN reports, ILO reports and other
international publications.

® Review of policy-level practices in the economy, institutional setting and governance of the sector
and labour market policies, assessed through gender-sensitive lenses.

® In depth analysis of the gender equality gaps and challenges identified in the published
reviews to provide a more comprehensive analysis of the issues identified and propose policy
recommendations.

One on one interviews

In-depth interviews with key stakeholders were undertaken based on a mapping of stakeholders
conducted by the research team at the beginning of the research work. The in-depth interviews focused
on a better understanding the data collected through desk research and quantitative methods, reform
processes and current active policies in the Montenegrin labour market. Interviews with ministries in



15

charge of implementing economy-level employment strategies helped identified areas of achievements

and improvements in their implementation in practice. The interviews had open-ended questions and
structured questions.

Below is the list of categories included in the stakeholder mapping.'®
Group | — Government official.

Group 2 — Development Governmental Agencie.

Group 3 — Academia and independent expert.

Group 4 — Development partners/CSOs directly related to the employment issues and donors in
Montenegro that conduct relevant projects.

Specific interview guides were prepared and followed. These interview guides were adapted to the
context and organisational structures operating within the governance framework in Montenegro.

3.2 Quantitative methods

The report employed statistical data and their analysis, from government sources such as the Statistical
Office of Montenegro (MONSTAT), Public Employment Service of Montenegro, General Secretary of
the Government of Montenegro and the Tax and Custom Administration of Montenegro.

In the case of the Montenegrin economy, there was a wealth of publicly data available. Such data were
collected during the desk research period. They were further analysed using statistical instruments to
create a clear picture of what these data meant in the light of the gender equality agenda and achieving
its goals, with a particular focus on employment.

In addition, recently published studies by the RCC, such as the Gender Equality and Women
Empowerment (GEWE) Study of 2021, RCC ESAP Western Balkans alignment with the EU Pillar of Social
Rights (EUPSR) of 2021, EU PES reports, reports from EIGE, WB, ILO, IMF and other organizations were
used for the literature review. The data analysis was carried out under a gender equality perspective to
address the objectives of the Study.

NN
I3 See Annex 2 for the list of stakeholders in each economy.
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3.3 Limitations of the study and research
methods

®

®

Lack of certain official and accurate data (e.g. for wages) disaggregated by gender made this study
rely on estimates reported in previous analyses.

The low level of gender-segregated data made publicly available by public institutions is considered
a crucial limitation of this study.

The level of responsiveness, including availability, timeframe and extent of data, has affected
the overall disclosure of data in the report and its cut-off date. Key data on employment, active
enterprises and economic growth for the Montenegrin economy were not published for 2021.
Notwithstanding this, efforts were made to obtain such data, and include developments in the
second quarter of 2021.

The data used for purposes of gender gap analysis were already processed by the Montenegrin
National Statistics. Obtaining micro-data for an independent Oaxaca-Blinder decomposition
procedure was possible, but not within the timeframe of this report, due to the Microdata Policy
employed by the Institute of Statistics.



@ 4 The Montenegro
Study Chapters

4.1 State of Play

4.1.1 Social norms in Montenegro

Montenegro has been recognized as a patriarchal society and after the World War Il gender equalization
started with introduction of socialism as the governing system in society. It took more than 50 years
to introduce gender equality as specific legislation. The starting point in achieving gender equality in
Montenegro in all aspects is the Law on Gender Equality," adopted in 2007, amended in 2010 and 2015,
which prescribes that ,,gender equality shall mean equal participation of women and men, as well as persons
of different gender identities in all spheres of public and private sector, equal position and equal opportunities
to exercise all rights and freedoms and use personal knowledge and skills for development of society, as well
as realize equal benefits from work achievements.“ This Law actually opened many discussions, and raised
many dilemmas within institutions and in the broader society. Some institutions’ representatives and
individuals tried to minimize the impact of this Law by giving it little prominence and failing to enforce or
comply with the legislation. Still, in a predominantly patriarchal society, such as Montenegro, it can be
considered that ensuring space for public discussion of discrimination, harassment, mobbing, etc. were
the positive consequences of the Law.

Gender-sensitive legislation is the starting point for the elimination of gender gaps. Although
consideration of the potential impacts of policies on the positions of women and men is obligatory, this
statutory obligation has frequently been disregarded. This is illustrated in the Labour Law that states (as
a result of strong advocacy exerted by employers) that women employed on short-term contracts who
take pregnancy-related leave would not have that period counted towards the 36-month term required
to obtain an open-ended contract, i.e. permanent employment.

The institutional set-up for gender mainstreaming is weak. Due to limited resources, the Gender
Equality Department within the Ministry of Justice, Human and Minority Rights (previously Ministry
of Human and Minority Rights) is unable to issue opinions on all proposed legislation. In addition, the
Gender Equality Council within the Montenegrin Assembly held only two meetings during its four-year
mandate (2016-2020).

NN
4 "Official Gazette of Republic of Montenegro”, No 046/07, 07/31/2007; “Official Gazette of Montenegro”, No 073/10,
12/10/2010, 040/11, 08/08/2011, 035/15, 07/07/2015.
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Inclusion of women in the decision-making process and gender disaggregation of statistics at all levels
are limited, which constrain the Government’s ability to create, design, implement, enforce and
evaluate policies that would lead to reduced gender gaps. The gender gaps are largest in the domains
of employment, decision-making, finance and health.” There are frequently no detailed gender-
disaggregated statistics to serve as the basis for policy adoption and monitoring. For instance, there are
no reliable statistics on the adjusted and unadjusted gender pay gaps. The key stages in policy making
are not fully implemented, in particular with regard to the interventions following the completion of
public consultations.

Enforcement of legislation is weak. The police and the prosecution service are knowledgeable about
rules and responsibilities when it comes to gender-based discrimination and labour rights. However,
only a few cases lead to prosecution. This would suggest that these institutions lack practical experience
in successfully prosecuting offenders. Labour inspectors are aware of violations in the field of various
rights, but generally are reluctant to investigate cases of potential gender-based discrimination. The
ombudsmen are aware of the legal framework, but have only investigated a limited number of cases of
gender-based discrimination.'®

The Union of Free Trade Unions has paid special attention to the vulnerability of women in the labour
market. Women generally face difficulties in enforcing their labour rights related to maternity leave.
Though women have the right, as a mother, to take unpaid leave until their child is three years old, this
right has been difficult to enforce in practice and has led to the hiring processes which discriminate
against potential mothers. There are also barriers such as the termination of a fixed-term employment
contract, which is not currently covered by the Labour Law.'” The Labour Law, which came into force
in January, 2020 (Article 123) stipulates that the employer can not cancel the contract of employment
to an employed woman during the pregnancy and use of the right to maternity and parental leave.
Notwithstanding this, it is noted that there are other types of employment contracts such fixed-term
employment/service contracts or service contracts which are not covered by the terms of the Labour
Law.

Considering participation in politics, women have had a voting right since 1946, but still female
participation in politics has to be supported by adoption of quotas (min 30% of representatives in the
proposed lists for central-level and local parliaments). A similar situation holds in the decision-making
positions in public companies, or institutions of public interest, where in managing boards women
account for around 20-30% of the members. In the last decade the situation has significantly improved
in educational institutions, particularly in the pre and primary schools’ level, where most employees
are women and recently most directors of these institutions are women as well. In addition to the
education sector, women are also predominant in public, social care and health care sectors. In these
sectors there has also been a gradual increase in the proportion of female managers.

T

I5  Statistical Office of Montenegro (MONSTAT), Department for Gender Equality of the Ministry for Human and Minority
Rights Montenegro, European Institute for Gender Equality (EIGE), United Nations Development Programme (UNDP) in
Montenegro, 2019, Gender Equality Index. Available at:
https://www.me.undp.org/content/montenegro/en/home/library/womens_empowerment/GEI2019.html.

|6 Institut Alternative Montenegro, 2021. Gender mainstreaming: Examples from Montenegro. Available at:
http://media.institut-alternativa.org/2021/03/Orodnjavanje-a-ne-prebrojavanje_eng-2.pdf.

|7 Center for Investigative Reporting, 2019. The position of women in the labor market in Montenegro. Available at:
http://www.cin-cg.me/wp-content/uploads/2019/11/dodatak-zene-novembar-2019.pdf.
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The low level of gender equality in Montenegro was identified as the ‘central problem’ in the “National

Gender Equality Strategy 2021-2025"'® and causes of inequality have been identified in the following
areas:

® Institutional mechanisms for the implementation and supervision of the implementation of gender
equality policies are not sufficiently effective and efficient in protecting women and persons of
other gender and gender identities from discrimination.

® Gender stereotypes, prejudices and the traditional division of roles between men and women are
still very present in all segments of society.

® There remains an insufficient level of participation of women and persons of different gender and
gender identities in areas that provide access to resources and the benefits from the use of those
resources.

Along with the gender rights, the rights of other vulnerable groups have been raised and formally noted.
Adjustment to changing international norms of behaviour and increased awareness of those norms,
together with the formal adoption of anti-discrimination policies have contributed towards a slow but
gradual reduction in these discriminatory gaps.

4.1.2 Analysis on the State of Play

The second part of this chapter provides a detailed analysis of the state of affairs in the following areas:
gender gaps in the labour market, labour force participation in different sectors of the economy, gender
care gap as a “vector” to reduce gender gaps in the labour market. The data analysed in this Chapter
were obtained from the Statistical Office Montenegro (MONSTAT),” Labour Force Survey, third
quarter of 2021 (21Q3).

4.1.3 Key Labour Market Indicators and gender gap.

In Montenegro, over the period of 2018-21Q3 the average employment rate in population older
than |5 years of age for men was 51.57%, while for women it was 40.43%. The highest employment
rate was recorded in the third quarter of 2019 (50.95%). Considering that GDP in 2018 and 2019 had
steady growth averaging nearly 5% (Figure 1), the advent of Covid-19 led to a rapid and heavy fall in
GDP, followed by an equally fast and large recovery in 202|. The overall employment rate has been
more stable but has followed a broadly similar path to that of GDP. There were very strong increases
in employment rates in the second and third quarters of 2021.

NN

I8  Ministry of Justice, Human and Minority Rights Montenegro, 2021. National Strategy for Gender Equality in Montenegro
2021-2025 with the Action Plan 2021-2022. Available at: https://www.zzzcg. me/wp-content/uploads/2022/02/Nacionalna-
strategija-rodne-ravnopravnosti-2021-2025.-godine-sa-Akcionim-planom-202-2022.-godine.pdf.

|9 Statistical Office of Montenegro, 2021. Labor Force Survey (LFS). Available at:
http://monstat.org/cg/page.phplid=1897&pageid=22.


https://www.zzzcg.me/wp-content/uploads/2022/02/Nacionalna-strategija-rodne-ravnopravnosti-2021-2025.-godine-sa-Akcionim-planom-2021-2022.-godine.pdf
https://www.zzzcg.me/wp-content/uploads/2022/02/Nacionalna-strategija-rodne-ravnopravnosti-2021-2025.-godine-sa-Akcionim-planom-2021-2022.-godine.pdf
http://monstat.org/cg/page.php?id=1897&pageid=22

ZO Women Employment Study
for Montenegro

Figure 1. Quarterly employment rates among population above 15 years of age and quarterly
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Quarterly data shows consistent seasonal changes, with employment typically increasing in the second
and third quarters of the year. This is as expected, given the large tourism industry in Montenegro.

The employment gender gap was at the highest level in the second quarter of 2019 (Figure 2),
which had the second highest level of total employment, while the statistics surprisingly show that the
employment gender gap was negative in the 4™ quarter of 2018.

In parallel with the employment level increase, the quarterly data shows that the employment gender
gap was typically higher in the second and third quarters. The same pattern is recorded in the 2020
and 2021, although labour market was affected by Covid-19 crisis. The average employment gender gap
among the population aged 15+ was 11.2% for the period Q1.2018 to Q3.2021.

Figure 2. Quarterly employment rates and gender gap among population above 15 years of age, %
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Analysis of the employment gender gaps over the 2018-2021 period by age groups shows that, the gap

increases with age. The lowest gender employment gap is among the youngest population, the average
employment gender gap in the 15-29 age group was 7.2%, in comparison to the [1.8% gap among the
employed in the 15-64 age group and |1.2% among the employed older than |5 years of age (Figure 3).
Neither the season/quarters nor the crisis period significantly affected the employment gender gap by
age structure.

Figure 3. Quarterly employment gender gap by age groups, %
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The average participation rate of women in the labour force (aged |5+) in Montenegro in the
period 2018 — 21Q3 amounted to 44.3% and this rate was quite stable, with less than 3% variation

(Figure 4). However, the employment gender gap varied significantly, typically growing in the second
quarters over the observed years and declining in the first quarters.

Figure 4. Employment gender gap and women'’s participation rate
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Women accounted for on average 44.3% of labour force in the period of 2018 — 202I and the gender
gap varied between 9 — 13 % (Figure 5). The lowest gender gap in participation was recorded in the first
quarter of 2020 (9.27%), while the highest was in the third quarter of 2018. Gender gaps in participation
were typically with highest rates in periods with the lowest employment (Ist and 4th quarters), being
lower when the employment is highest. This suggests that men are more likely than women to find and
keep employment, even temporary or seasonal employment.

Figure 5. Gender gap in labour force participation
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The participation rate of women in the labour force is similar for all age groups, while the
lowest average participation of women (39.8%) is recorded among population in age 15-24, presumably

reflecting those in schooling and those on maternity leave. The highest participation rate of women was
in the age group of 25-49 in the first quarter of 2021 which reached 47.9%.

Figure 6. Participation of women in labour force by age groups, %
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Gender employment gap by education: Although more women than men in Montenegro in age

group 15-89 had completed secondary general education and tertiary education (Figure 7), there are
also more women than men with less than secondary education completed. However, it should be
noted there are only 2.9% of persons in age 15-89 in the third quarter of 202| that completed less than
primary education. A much higher proportion of the population had completed secondary vocational
education (36.5%) and tertiary education (21.9%).

Figure 7.  Gender structure by education, 2021Q3, %
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As shown in Figure 8, a higher proportion of employed males had completed secondary vocational
education (45.4%) than had females (40.3%). Over two-thirds of employed males had completed
vocational schooling compared to less than half of females. However, while 38.3% of employed women
had completed tertiary education, only 25.4% of employed men had done so.

Figure 8. Education structure of employed men and women, average 2018-21Q3, %
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Gender gap in unemployment: Asiillustrated in Figure 9, since 2018 male and female unemployment
rates have remained broadly similar over a range of 12.9% to 22.0%. Against the normal seasonal trend,
male and female unemployment rates increased in the third and fourth quarters of 2020, only to fall
back below the long-term rates in the first three-quarters of 2021. During these last two years, the
female rate has been more volatile, but in 2021 it fell significantly below the male unemployment rate.

Figure 9. Unemployment rates by gender, age group 15+, %

25.0

20.0

15.0

10.0

5.0

Q118 Q218 Q318 Q418 Q119 Q219 Q319 Q419 Q120 Q220 Q320 Q420 Q121 Q221 Q321

[ Men s Women
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Unemployment rates do not vary significantly across age groups for both men and women, with the
exception of the age group of 15-29 where the unemployment rates are significantly higher than the
average for men (28.7%) and women (27.1%). This suggests that those leaving full-time education are
having difficulties in transitioning into permanent employment.

Analysis of the education structure of unemployed men and women shows that 50% of unemployed
men and 47.4% of unemployed women completed secondary education. Almost the same percentage
of both, unemployed men and women (23.5% and 23.0%, respectively) completed less than secondary
education and somewhat more unemployed women completed tertiary education. Comparison with
the data presented in Figure 10, suggests that unemployment rates are higher among those with lower
levels of completed education. The gender unemployment gap is the smallest for the most highly
educated category.
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Figure 10. Unemployment rates and gender gap among unemployed, 202103, %
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Source: Monstat, Labour Force Survey (LFS), 2021.

As per the long-term unemployment, there were slightly more men (10.8%) than women (8.3%)
registered as unemployed for over a year in the total active population, in the third quarter of 2021. The
long-term unemployment share in the total unemployment is on average very high in Montenegro at
around 65.5%, with men’s long-term share of total unemployment being slightly higher, 66.2% to 64.7%.

Gender gap among the self-employed: Since 2018 women have accounted for around a quarter
of the self-employed in Montenegro. As illustrated in Figure |1, the female share of the self-employed
tended to rise during the period of the initial emergence of COVID-19 pandemic.

Figure 11. Self-employed: participation of women
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4.1.4 Gender gaps in the different sectors

Economic sectors in Gross Value Added: The largest contributors to Montenegrin Gross Value
Added (GVA) during the period of 2018-2020 were the wholesale and retail trade and repair of motor
vehicles and motorcycles sectors with average contribution of 12.3%, followed by agriculture, forestry
and fishing (7.4%), administrative and support service activities (7.2%) and accommodation and catering
services (6.6%). On the other side, the trade, transport, accommodation and food service activities had
the highest impact on the GDP increase in this period, particularly in second and third quarters of 2021.
The three sectors that employed the most men and women on average for the period from 2018 to
December 21, 2021 were education (16.97%), wholesale and retail trade, repair of motor vehicles and
motor recycles (16.38%) and accommodation and food service activities (13.97%).

Employment by sector, by gender: A majority of employed women are also employed in these
three sectors. During the period from 2018 to December 21, 2021, on average 24.03% of employed
women were employed in education, 18.38% in wholesale and retail trade, repair of motor vehicles and
motor recycles and 13.13% in accommodation and food service activities. The pattern of participation
of women across the different sectors of the economy has been fairly constant over the last few years.
There is evidence of the segregation of women in certain sectors and occupations. In the non-residential
care and social work activities 89% of all employees in 202| were female (Table |), education (83%),
other service activities (76%), human health services and residential care and social work activities (74%
in each) and financial and insurance activities (70%). Male employees dominate the following sectors:
electricity, gas, steam and air conditioning supply and mining and quarrying, each employed less than
20% of women (18% and 1%, respectively).

Table I. Participation of women in economy sectors, 2018—2021

Women participation
2018 2019 2020

Economy sectors

Non-residential care and social work activities 97% 94% 89% 89%
Education 82% 84% 83% 83%
Other service activities 66% 68% 74% 76%
Human health services 75% 75% 71% 74%
Residential care and social work activities 76% 77% 79% 74%
Financial and insurance activities 59% 68% 57% 70%
Activities of extra-territorial organizations and 100% 67% 50% 69%
bodies

Wholesale and retail trade, repair of motor 66% 66% 66% 65%
vehicles and motor recycles

Activities of households as employers; 0% 33% 67% 60%
undifferentiated goods- and services-producing

activities of households for own use

Arts, Entertainment and recreation 50% 53% 56% 58%
Real estate activities 45% 46% 45% 55%
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Women participation
2018 2019 2020 2021

Economy sectors

Public administration and defence, compulsory 49% 53% 49% 55%
social security

Accommodation and food service activities 55% 58% 54% 54%
Unknown 52% 57% 62% 54%
Professional, scientific and technical activities 58% 60% 58% 53%
Information and communication 55% 60% 53% 50%
Manufacturing 45% 45% 44% 40%
Administrative and support service activities 45% 48% 46% 39%
Agriculture, forestry and fishing 43% 40% 45% 33%
Transport and storage 30% 33% 27% 29%
Water supply, sewerage, waste management and 20% 20% 25% 26%
remediation activities

Construction 25% 24% 17% 23%
Electricity ,Gas, Steam and air conditioning supply 1% 30% 7% 18%
Mining and quarrying 7% 7% 18% 1%

Source: Monstat, Labour Force Survey (LFS), 2021.

Sectoral state of play and development strategies: In recent years, Montenegro has achieved
strong economic growth, encouraged by the implementation of major investment projects, the growth
of the tourism sector and private consumption. However, the COVID-19 crisis and a continuing need
to adjust to global trends and evolving market preferences, showed that further diversification of the
economy is needed.

The planned structural reforms are aimed at implementing employment policies, which include
improving the development of the current key sectors and those that are focused on new activities in
line with global markets and trends: ICT, digital economy, green economy and circular economy. These
sectors should generate more jobs, especially for the more highly educated job-seekers.

Skills needs assessment towards higher employment: SMEs/private sector account for around
70% of Montenegrin value added and employ around 60% of total employed persons. Regardless of the
relatively high unemployment rate, private companies report a lack of suitable applicants to fill their
vacancies. So far attempts to improve the match between the knowledge and skills developed in the
education system with the needs of Montenegrin employers have had very limited success. A common
explanation for these failures has been the rigid and inflexible educational system inherited from the
past. The current provision of vocational education is also very limited in terms of offered programs
and the skills developed.

4.1.5 Gender pay gaps, forms of employment

Average wages by sector, by gender: The average monthly net salary in 21Q3 in Montenegro
amounted to 531.67 EUR, while data by gender is not available in official statistics. Average wages
vary considerably across sectors (Table 2) and amongst the highest paying sectors only financial and



28 Women Employment Study
for Montenegro

insurance activities has a high proportion of female employees. It should be mentioned that although
70% of women work in financial and insurance activities, only a few of them hold senior management
and decision-making positions.

Women usually are not represented in high decision-making position in companies/institutions/
organization with high profit margins or turnovers. Women only hold a significant proportion of senior
positions in the educational, health/old/child care services and social services sectors. By matching data
onaverage salary and participation of women by sectors, itis notable that there is a significant participation
of women in some well-paid sectors. However, in Montenegrin companies and institutions, women are
rarely at the top or mid-management positions which command the highest wages. Additionally, the
gender employment gap is also significant in well-paid sectors, such as electricity, gas steam and air
conditioning supply and mining and quarrying. These sectors employ 0.42% of employed persons and
among them only 0.1% of women, while financial and insurance activities sector employ only 0.5% of all

employed and 0.55% of all women.

Table 2. Average salary by economy sector and women participation by sector, 2021Q3

Economy Sector

Average Salary Participation of

(EUR) women (%)
Financial and insurance activities 974.33 70.37
Electricity, gas steam and air conditioning supply 929.67 18.33
Mining and quarrying 714.33 .11
Information and communication 695.67 50.00
Human health and social work activities 652.67 7443
Real estate activities 610.67 54.92
Puinc. administration and defence, compulsory social 603.67 543
security
Education 549.67 83.26
Transport and storage 510.00 28.65
Water.su.pply, s.ev.\/érage, waste management and 496.33 25 87
remediation activities
Construction 476.00 23.43
Agriculture, forestry and fishing 463.00 33.33
Other service activities 448.33 75.71
Professional, scientific and technical activities 445.67 53.34
Arts, Entertainment and recreation 426.00 58.45
Accommodations and food service activities 408.67 53.85
Wholesale and retail trade, repair of motor vehicles and 398.33 6573
motor recycles
Manufacturing 386.33 39.79
Administrative and support service activities 357.00 39.20

Source: Monstat, Labour Force Survey (LFS), 2021.

Employed women by the ownership of employer: Public institutions, including central or local
government, NGO sector, publicly owned enterprises employ 41.8% of the employed in Montenegro.
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A slightly higher proportion of all employed women work in this sector (45.0%) than all employed men

(38.7%). The private sector, including private companies or enterprises and entrepreneurs or private
households employ 60.9% of all employed men and 54.5% of all employed women. Women'’s share of
total employment is the lowest in the public enterprises where the salaries are among highest in the
economy (additional data on share of employed women by the ownership of employer are presented
in Figure 12).

Figure 12. Share of employed women by the ownership of employer, 202103

ENTREPRENEUR OR PRIVATE HOUSEHOLD

PRIVATE COMPANY OR ENTERPRISE (INCLUDING THOSE
WITH SOMEPRIVATE CAPITAL PARTICIPATION

PUBLICLY OWNED ENTERPRISE
CENTRAL OR LOCAL GOVERNMENT; NGO

TOTAL

70

Source: Monstat, Labour Force Survey (LFS), 2021.

Employment status, by gender: Among family workers in Montenegro, a majority were women
(54.6%), while only 25% of the self-employed were females in the 3rd quarter of 2021 (Figure 13). These
shares have been fairly stable over the period since 2018. Those who are reported as family workers do
not necessarily receive a regular wage, or pay obligatory social, health and pension insurance or receive
any other benefits from employment.

Figure 13. Share of employed women by employment status, 2103
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Occupations, by gender: Based on the data on women employment by occupations shown in
Figure 14, it is evident that there is a significant degree of occupational crowding of female workers in
Montenegro. Occupations where women represent a majority of workers include professionals (64%),
market, sales, and service workers (54.3%), elementary occupation (50.6%) and associated professionals
and technicians (57.3%).
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Figure 14. Share of women in employment by occupation, 2103
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Time spent on paid work and duration of contract, by gender: Across all sectors in 2021Q3,
men on average spent more hours per week at work than women, by 3.2 hours. The typical working
week was higher than 40 hours per week for both men and women. Part-time working opportunities
are rare in Montenegro with only 2.8% of female and 1.2% of male workers in part-time employment in
2021Q3. However, whilst the proportion of part-time workers has been fairly stable in recent years, the
large increase in the statutory minimum wage in 2022 is expected to lead to many previously full-time
workers having to switch to part-time contracts. In 2021Q3, 70.9% of employed women and 63.3% of
employed men had signed permanent employment contracts.

Informal employment: Regarding the informal work engagement (or who were fully or partially
included in the informal economy) there are no data at the aggregate level or by gender and no data
exists on wages in this sector. One estimation is that informal employment accounts for 25-33% of
the labour force in Montenegro® and that data is frequently cited in analysis and projections/plans/
programs conducted by the international organizations, CSOs and the Government of Montenegro.
The failure to register employees may result from employers seeking to avoid paying compulsory social
insurance or the legal minimum wage (with minimal compulsory social insurance).

4.1.6 Gender gaps in unpaid work

Child care: Although the obligation to support children in Montenegro is prescribed by the Family
Law, in practice it often happens that in case of non-payment of monthly alimony by a father who does
not exercise parental rights, mothers are burdened with enforcement proceedings, seeking assistance
from the government that guarantees child support and social assistance.

NN
20 World Bank Group, The Western Balkans, Reviving up the engines of growth and prosperity, 2017,
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Unpaid work by gender: For Montenegro, there is no time use data showing the extent of gender

gaps in the allocation of time between paid work, unpaid work (care and household work) and leisure.
According to the Gender Map of Montenegro,?' care for the upbringing and education of children, care
for the elderly and people with disabilities for at least one hour per day during Covid-19 pandemic in
2020 was disproportionately undertaken by women (87%), though a majority of men also had care
responsibilities (56%).22 This unequal distribution of responsibilities significantly affects the quality of life
of women in terms of their inability to participate in public life, social activities, meeting cultural needs,
sports, recreation, volunteering and charity. In short, women have less time to devote to creating
social connections and networks, which greatly affects their connection to other areas of life beyond
business and family commitments. The balance between business and private life is disturbed through
the increasing occurrence of extended working hours and changes in the work schedule, which has a
negative effect on women’s employment opportunities.?

Access to care services: Employed women have full access to public health services. However,
amongst vulnerable groups, women with disabilities, lesbians, bisexuals, transgender women, women
from minority ethnic communities (Roma and Egyptian), and rural women access is still not satisfactory.
More than 6% of women living in rural areas do not have health insurance. In 2017 report, the CEDAW
Committee recommended that Montenegro implement social and health protection measures for
women living in rural areas, especially those engaged in unpaid jobs or in the informal sector, who need
free social and health services, including services for protection from domestic violence and access to
preschool institutions.

Monetary value of unpaid work: During the pandemic, it has been asserted in published reports
that women did 92% more unpaid work and care for others than men. The projected monetary value of
this work and care was 122 million euros for the three months of the pandemic during the second and
third quarters of 2020. The forthcoming recovery strategy provides an opportunity for the economy to
secure a new social contract that prioritizes social justice and gender equality®.

4.1.7 Conclusions and recommendations

Although a modern democratic system has been established decades ago, Montenegro is still perceived
as a patriarchal society with men dominating the leading positions. Although treated the same in the
labour market by legislation, statistics show that women are not equally present in the labour market.
Women experience: fewer employment and promotion opportunities, even amongst the better
educated, are crowded into lower-paying occupations and sectors and undertake the overwhelming
majority of family work.

LR e

21 United Nations Development Programme (UNDP) in Montenegro, Ministry for Human and Minority Rights Montenegro,
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Employment status is one of the key indicators that affects the quality of life as it contributes to individual
independency. Therefore, gender equality, individual independency and prosperity cannot be achieved
without adequate roles in the labour market. Therefore, gender equality should be promoted in the
labour market. In comparison with other fields in Montenegro, women’s status in the labour market is
at a lower level than their status in politics, media, education and health.

In order to achieve the full implementation of gender equality in the labour market, all aspects of
policies should be addressed: data collection and monitoring, participation in decision-making and
budget planning.

4.2 Covid-19 Recovery

The pandemic Covid-19 had a profound impact on societies and economies around the world. In the
most difficult times of isolation in the first half of 2020, the world faced major challenges (lockdown,
disrupted supply chain, etc.) Services such as tourism, catering, hotels, transport companies, beauty
salons, fitness centres, etc. were particularly affected. This Chapter presents measures that were
implemented and with what impact, future measures that are planned to be introduced and assesses
whether the gender perspective has been adequately included in the recovery process.

4.2.1 Response and outcomes

The Gross Domestic Product of Montenegro in 2020 declined by 13%, largely due to the Covid-19
crisis and its unpreparedness to face such a strong external shock. Many economic and social experts
agree that the decrease would have not been that high, had adequate risk analysis been previously
prepared in major economy sectors and if the economy was more diversified. Instead, the strongest
decrease was recorded in sectors with highest contribution to previous economic growth, namely
tourism (accommodation and catering) and trade and crafts sectors.

At the very beginning of the Covid-19 crisis in Europe (mid-March 2020), Montenegro introduced
measures to limit the spread of the virus and protect the population health. In addition to measures
that limited social life and limited border crossings, Government restricted or suspended the operations
of a large number of companies. These restrictions had significant consequences for individual
enterprises and economic activity more generally. Companies in sectors with highest employment were
predominantly closed at the beginning of crisis, the second quarter of 2020, while during the summer
tourism season, entrance of foreign tourists was banned. Domestic consumption was also reduced
due to the lockdown. According to the enterprise survey conducted by the Montenegrin Employers
Federation,? the Covid-19 pandemic had adversely affected the revenues of Montenegrin companies
in the second half of 2020, almost 90% of companies recorded a decline in revenue compared to the
same period in 2019.
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Considering the gender aspect of the Covid-19’s impact on employment, women were in initially and

at the first sight in a better position as more women were employed in the public (education) or NGO
sectors and the private sector was mostly affected by the crisis. However, the high representation of
women in these sectors that turned into a work-from-home system (education, administration, etc.),
made their position even more difficult as they became even three times more burdened with unpaid
care (for children, older family members and those in poor health) and domestic work than men.
Additionally, the sector that was most directly affected with pandemic was health services, where 71%
of employed were women in 2020.

The strategic instruments and policies related to crisis management and planning activity were not
prepared or introduced in 2020 in Montenegro at the economy or local levels. Instead, an urgently
established National Body consisted of representatives of relevant (almost all) ministries and institutions,
including health, financial, social, etc. implemented measures targeting the entire economy and certain
population groups. During 2020, two packages of measures were implemented. The “National
Budget Law 2020” was urgently revised and amended in June 2020, after the first two measures were
implemented. The Law was amended mainly to create preconditions for additional borrowing for a third
set of measures introduced in the first quarter of 2021. Gender related budgeting was not implemented
and there was little direct acknowledgement of the need to target gender imbalances in the labour
market when formulating and implementing these measure.?’

As of 2021, the Government (nominated on December 4, 2020) introduced and implemented a new
set of measures in 202| which included further structural support and some legislation and strategic
amendments and adjustments. Legislation amendments were mostly related to fiscal adjustments, while
strategic amendments were related to structural adjustments for most vulnerable economy sectors and
SMEs.

The first two responses implemented measures targeting some vulnerable groups with one-off financial
assistance: those having to leave employment to care for children below || years of age due to closed
schools and kindergartens, debt burdened citizens by postponing repayments and those in the agriculture
sector. Incentives introduced with the second package of support measures aimed to support the
retention of workers by reducing the labour tax wedge. For new staff recruited before 3| December
2020, their employer was exempted from paying income tax and contributions to pension and disability
insurance (up to the amount of the gross average wage for the previous year) over the following 2 years.
In contrast, programmes for skill upgrading or short-time working schemes to support job transition,
remain less developed.?® The first package of measures, estimated to cost EUR 280.6 million, while the
second package of measures was estimated at EUR 39.2 million.

Based on the analysis of previous measures and expressed needs of the economy, in January 2021,
the Government adopted measures to support the economy and citizens for the first quarter of 2021,
estimated at around EUR 163 million. The main goals of support measures from this package were:
support for vulnerable categories of the population, support for maintaining employment levels and
new employment, improving the liquidity of economic entities, creating conditions for increasing the
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number of tourists and achieving the stability of agricultural markets. These measures also provide for
amendments to a set of tax laws. A new set of economic measures consisted of both short and long-
term measures and it included one-time support for the most vulnerable categories of the population.
Long term measures were defined as developmental ones and they included supporting IT initiatives to
open up new possibilities for Montenegro, sustainable tourism, agriculture, fishery and food processing,
as well as energy. Developmental principles were set as follows: sustainable development, science and
innovation, balanced regional development, green transition, investments in human capital through
education and increased participation of women and youth.

The target groups for all three sets of measures implemented were not presented in a gender sensitive
way and it is not possible to estimate the specific effects on women and men, as there are no publicly
available data and reports on beneficiaries that are disaggregated by sex. As for the agricultural sector,
general data show that women account for a very small share of their total employment (less than
4%), and women make up only a third of the agricultural workforce. According to the data from the
agricultural census, women make up only 12.9% of the holders of family farms. In addition, women are
a distinct minority among the seasonally engaged labour force on farms (16.3%).%” The extent of their
participation in the second measure is not known.

Despite measures related to the Covid-19 pandemic to support the service sectors, many Montenegrins
remained without means of subsistence and many were at risk of unemployment and poverty. With
reduced government revenues, expenditures on social measures were under pressure. This affected
those who had informal or low-paid jobs, which can be declared redundant at will. The data show
that the Covid-19 pandemic affected the work regime of Montenegrin companies. In response to the
crisis, 28% of companies cut working hours, while 22% suspended operations. 7% of micro, small and
medium enterprises sent employees on unpaid leave or reduced wages.*° Once again, no breakdown of
these figures by the gender of those affected is available.

4.2.2 Gender aspect of Covid-19 recovery measures

None of the measures applied the principle of equality in women'’s participation and there are no
indications that a gender-lens was applied in any of the measures introduced. No information is available
on the extent of consultations with women or their involvement in the decision-making, nor is data
available on the number of women who have applied or have benefited from these measures. The
impact of the current coronavirus pandemic is partly dependent upon prevailing social norms and
unequal power relations. Women spend an average of the equivalent of eight years of their lives doing
unpaid work at home and caring for family members and others.

A rapid assessment of the social impact of the Covid-19 pandemic conducted by the UN system in the
economy showed that about 18% of employees experienced a reduction in wages, while 14% reported
the loss of their jobs. Out of those who reported losing their job in September 2021, most respondents
were employed in accommodation and food services, followed by sale of non-food products, while
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the survey conducted in May 2020 showed that the greatest jobs lost was recorded in the hospitality

industry, followed by the construction industry. Salary reduction was most likely in accommodation and
food service business, followed by the central or local administration jobs. One-third of all respondents
in September 202| reported that theirincome fell by 30% or more. Those citizens whose income actually
increased account for 13% of the total. Compared to the May 2020 findings, the share of those whose
income increased grew from 3% to 13%. Although still almost half of all 2021 respondents expected
a lower income, this constitutes an improvement compared to the 60% of respondents who were
expecting that a year earlier. This could be taken as early indications of the strong recovery evident in
the data for GDP and total employment.*'

Women predominate in most of sectors significantly affected by the pandemic. About one third of
employed women (35%) were on paid leave due to the pandemic in 2020, one in ten was on unpaid leave
(6%), while nearly one third worked part-time (29% of employed men compared to 31% of employed
women). Paid leave and salary reductions were most prevalent in the transport, tourism and hospitality
sectors, while unpaid leave was more common in the manufacturing and construction sectors.

Considering women entrepreneurs and women business owners during the Covid-19 pandemic
period, the Montenegrin Employers Federation conducted the research entitled “Impact of Covid-19
on business of women entrepreneurs in Montenegro” at the end of 2020%. The key conclusions drawn
are as follows:

® 85% of women entrepreneurs, in the third and fourth quarters of 2020, recorded a decline in
income compared to the same period in 2019;

® 38% of women entrepreneurs predict a full recovery of their business, while 34% state that they
will have to implement additional cost-cutting measures to enable the recovery of their business;

® 16% of women entrepreneurs envisage temporary closure, and 7% permanent closure of
companies they own;

® 39% of respondents estimated that they would need more than a year to recover after the crisis,
while 43% of women entrepreneurs stated that this period would range from 6 months to one
year;

® 83% of women entrepreneurs do not plan redundancies due to the consequences of the Covid-19
crisis;
® Regardingthe Government’s economic measures from the second half of 2020, 37% of respondents

said they could have been better, 34% of women entrepreneurs said the measures were inadequate,
while 2% said that the Government’s support measures had saved their companies;

® As many as 85% of women entrepreneurs stated that they would need additional economic
support measures to maintain their business.
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The lockdown introduced due to the Covid-19 pandemic also contributed to the sharp increase in the
number and severity of cases of domestic violence. The NGO Women'’s Safe House received 46% more
calls in the period from March 16 to June |, 2020, than in the same period in 2019. During May 2020,
the number of victims of gender-based violence to whom the shelter provided accommodation was
60% higher than in the same period previous year. The National SOS Line reported an increase in the
number of calls from victims seeking their support by 18%.

4.2.3 Planned further recovery measures

A draft of the Economic Reform Programme for 2021-2023* was submitted to the European Commission
in the first quarter of 2021. In relation to the impact of Covid-19 pandemic on the economy several
challenges were raised: (I) the positive labour market trends that were observed before March 2020,
were negatively impacted by the COVID-19 pandemic and the ensuing contraction of economic activity;
(2) the most vulnerable groups in the labour market remained women, young people and the low
skilled while long-term unemployment continued to be a structural challenge; (3) while female inactivity
remained high, an increased participation in early childhood education and care was expected to support
their access to employment in the future; (4) despite the numerous, long-term activation programmes in
place, these continued to be largely ineffective in activating the working-age population; (5) informality
remained an obstacle to improving labour market outcomes; (6) a skills mismatch continued to be a
significant challenge, particularly for young people; (7) prior to the COVID-19 pandemic, enrolments in
dual VET education** were rising significantly; (8) participation in lifelong learning had further decreased
to 2.5% of the post-15 population in 2019 (down from 3.2% in 2018), less than a quarter of the EU-
27 average (10.8%), and there were limited opportunities for re- and up-skilling; (9) social support
schemes, including unemployment benefits and social assistance schemes, were in place, but were not
effective in protecting the most vulnerable segments of the population or in activating the inactive and
unemployed population.

Based on these challenges, several further measures were proposed related to: budget, fiscal policy,
structural reforms, investment; private sector strengthening and digitalization. In the context of the
Green and Digital transition, the intention is to prioritize investment flagships from the EU Economic
Investment Plan for Western Balkans and corresponding project proposals with a view to taking
these forward actively and expediently. From these, |-3 flagships are related to road improvement
investments; 4-6 related to energy; 7 is related to waste management towards the circular economy; 8
refers to digitalization; 9 targets increasing the private sectors’ competitiveness and the tenth flagship is
to introduce youth guarantee.
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4.2.4 Conclusions and recommendation

Official statistics for 2020 show that:

® GDP decreased by 13%;
employment decreased by 13.2%;
unemployment rate increased to 20%;

®
®
® tax administrators collected 30% less revenues;
®

wages increased by 1.3%, while consumer prices decreased by 0.3%;

® the number of companies and self-employed persons decreased by one quarter (25%).

As for the first three quarters of 2021, the continuing effects of the crises included further decreases in
employment, though the gender gaps in employment and wages remained at almost the same level, but
the share of employed in public sector continued to grow.

Statistical data are frequently available only for the entire labour force, with limited disaggregation by
gender, and there is no or very limited evidence that a gender perspective was taken into consideration
when policy decisions were made. Given this, for the Covid-19 crisis only limited assessment could be
made about the extent to which women were facing greater difficulties at work and in supporting their
families than men.

The implications of policies for the present gender gaps in the labour market should be taken into
consideration from onset of the decision-making process and also further during the implementation
and monitoring of the measures adopted. Only then will it be possible to implement effective policies to
improve the position of women and reduce gender gaps. The first steps in this process need to be to:

® enforce legal regulations that relate to gender equality,

® ensure gender responsive budgeting,

® strengthen support programs in governmental and non-governmental institutions to promote
women’s equality in the labour market.

4.3 Governance of Employment policy and
institutional strengthening

During 2021, the Government of Montenegro continued with the implementation of policies for
achieving its set goals and objectives. Increasing aggregate employment is one of the key challenges and
all developing policies and institutions are focused on this objective. With that aim, and based on the
current situation and institutional structure, the Government created some new bodies, updated old
or created new strategic documents. The legislation, policy and institutional framework are examined
in this Chapter.
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4.3.1 An overview of the governance of employment
policy

Employment growth is the focus of almost every institutions’ strategic plan as itis among the top priorities
in the development agenda. Employment, social and health policies whilst within the competence of
several different public administration bodies need to complement each other and together focus on
the raising the quality of life of citizens and creating and protecting equal opportunities for all. Together
these policies cover different areas related to ensuring inclusive growth, social cohesion and improved
health care. Employment, social and health policies need to be closely inter-linked, and their synergy
should ensure economic development with a fair distribution of resources and equal opportunities for
all.

The institutions with the mandate to implement employment policies identified through adopted
legislation and with designated budgets are the following:

Ministry of Finance and Social Welfare is responsible for preparing proposals for the current
economic policy of Montenegro and monitoring its implementation, preparation, planning, drafting and
execution of the budget. In addition, it also has the responsibility to prepare regulations in the field of
social and child protection and pension and disability insurance.

Ministry of Economic Development directs activities at enhancing competitiveness of the
economy, the investment environment and cooperation with the business community. The business
environment is continuously being improved, facilitating easier conduct of business operations for
small and medium-size enterprises and strengthening entrepreneurship. A business-friendly climate is
being created, establishing preconditions that will result in the development of modern Montenegrin
industries. Strategic planning of tourism development is pursued with the objective of developing a
sustainable, green, smart and inclusive all-year-round tourism industry. The previous Ministry of Labour
and Social Welfare was transformed into the Directorate for Labour and Employment under the
Ministry of Economic Development and continued to undertake employment policies and measures.

Ministry of Education, Science, Culture and Sports is implementing systemic changes, aimed
at achieving interdepartmental synergy and improving the workforce through: creating a high-quality
education system, accessible to all; investing in science and fostering scientific research; the protection
and preservation of cultural goods, as important elements of identity and long-term resources for
sustainable development; encouraging the development of sport and the affirmation of sports which are
relevant to the promotion of Montenegro at the international level; creation and improvement of youth
policy and the development of school, scientific, cultural and sports infrastructure.

Public Employment Service (PES) of Montenegro is a legal entity that has the status of a public
fund-holder and performs activities related to employment in accordance with the Law on Mediation
in Job Placement and Rights Arising from Unemployment, other regulations and the Statute of the PES.

Human Resources Administration is an independent body of public administration. It was
established in 2004, by the Decree on the organization and manner of work of public administration
bodies, as a central body for managing employment in public and governmental institutions. The Human
Resources Administration has a role to play, inter alia, in supporting public administration reform, guided



39

by the basic principles covered by the Public Administration Reform Strategy. By setting the conditions

for professional public administration, this body aims to be an initiator of changes in the field of human
resources management. This institution is in charge of implementing the Law on professional training of
persons with acquired higher education.

Competitiveness Council was established in February 202 by the Government of Montenegro.
The Competitiveness Council aims to contribute to greater competitiveness of the economy and
faster economic growth of the economy. This includes, not only work on improving processes and
procedures, but also proposing structural reforms to improve competitiveness. It also has responsibility
for drafting a plan to combat the grey economy, improving the labour market and employment. One
of the important tasks of the Council is to publicly promote the importance of dialogue between the
private and public sectors with the aim of improving competitiveness, creating a stimulating business
environment and improving the quality of life of citizens. The Competitiveness Council involves all
ministries, representatives of all employers’ associations, including two associations of women employers
to have a rotating annual mandate within the Council.

Agency for the Peaceful Settlement of Labour Disputes was established in 2008 by the
Government of Montenegro. It has responsibility for promoting out-of-court settlements of collective
and individual labour disputes with the objective of promoting the development of a social dialogue in
Montenegro. The Agency, as an independent institutional service for out-of-court settlement of labour
disputes, seeks to professionally and efficiently resolve collective and individual labour disputes (within
30 days), thereby creating conditions for the improvement in the business environment in Montenegro.

4.3.2 Legal and Policy Framework

The labour market regulatory framework has been revised in the most recent Labour Law.* The recently
adopted Labour Law, which entered into force in January 2020, is designed to increase flexibility in the
labour market through various reforms, including temporary employment agencies and more flexible
employment contracts such as the transformation of employment contracts from fixed to indefinite
and from full to part-time and vice versa. It also promotes a more comprehensive regulation of labour
relations from the aspect of employee protection, through an employment contract, which will provide
the employee with the right to: rest periods regular payment of wages and regulate working hours. The
Ministry in charge of labour affairs cooperates with the social partners, The Montenegrin Employers
Federation, the Federation of Trade Unions of Montenegro and the Union of Free Trade Unions of
Montenegro, as appropriate representatives of employers and employees to adopt a new General
Collective Agreement.

Montenegro strives for economic development by reforming the labour market in order to provide
a favourable business environment that attracts investors, to create opportunities for creating high-
quality jobs and increasing employment. Reducing unemployment is also a key priority,* as specified in
the new “National Employment Strategy 2021-2025”. These objectives are planned to be achieved by
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improving the business environment, increasing competitiveness and promotion of economic growth
through employment growth.

The Directions of Development of Montenegro 2018-2021 envisaged strengthening active labour market
policies in the direction of increasing their: effectiveness, focus, scope and areas covered with the
target of increasing overall employment, especially among young people, people with disabilities and
other vulnerable groups of the population. Improving the position of women in the labour market is
mainly provided through special support measures for the development of entrepreneurship and self-
employment at the central and local levels. The latter is also recognized as one of the Government’s
priorities in the field of labour and social welfare, and is further elaborated through an Action Plan on
Gender Equality and the Strategy for the Development of Women’s Entrepreneurship. It is important
to mention that sectoral strategic documents aimed at improving the quality of life of certain specific
groups of the population (Roma population, LGBT population, PWD, minority peoples, youths) also
include within their specific objectives increasing employability.

The Economic Reform Program 2021-2023 notes the need for additional regulation of the labour market,
which is further conditioned by the outbreak of the COVID-19 pandemic. The necessary health
measures that have been applied and are still being applied, have affected the functioning of the labour
market. Many companies, especially micro, small and medium, were particularly affected by the crisis
and require additional measures to be taken by the Government of Montenegro in order to overcome
their problems.

Additional relevant strategic documents include:

@® Strategy for the development of micro, small and medium enterprises in Montenegro 2018-2022;
Lifelong Entrepreneurial Learning Strategy 2020-2024;

Strategy for the Development of Women’s Entrepreneurship of Montenegro 2021-2024;
Strategy for Social Inclusion of Roma and Egyptians in Montenegro 2021-2025;

Youth Strategy 2017-2021;

Strategy for improving the quality of life of LGBTI people in Montenegro for the period 2019-2023;

© ®© ® ® ® ©®

Strategy for protection of persons with disabilities from discrimination and promotion of equality
for the period 2017-2021;

® Minority Policy Strategy 2019-2023.

Gender-responsive governance and budgeting: In 2020, initial steps towards the introduction of
gender-responsive |local policies were made and this includes gender-responsive budgeting. The Ministry
of Finance and Social Welfareissued an Instruction related to the preparationand assessment of theimpact
analysis of decisions and other regulations of local self-government bodies, which specifically includes
a gender dimension. The “National Strategy on Gender Equality 2021-2025" prescribed coordination,
monitoring and evaluation of the performance of gender equality policies and the introduction of gender
responsive budgeting in the public financial management system. The governmental bodies charged with
implementation have already conducted and organized several training sessions for the relevant public
administrators.
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4.3.3 Conclusions and recommendations

Montenegro lags behind most other economies in the region in mainstreaming gender budget processes.
The budgetary reform process is ongoing. The analysis of the introduced measures suggests that the
economic assessment of the impact of COVID-19 on women and men in Montenegro has highlighted
the need for the budget processes to be more gender sensitive and responsive and efficiently provide
programs and measures that will ensure just and needs-based public funds spending. More needs to be
done in the area of legislation that will allow for the integration of a gender perspective into budgets, and
improvements in transparency, increased public involvement in policy-making as well as setting clear
targets and monitoring outcomes.

In order to achieve improvements in gender equality in institutions and in implementation of the above
set of legislation and policies, it is recommended that Montenegrin institutions and policies consider
applying the following:

® Develop comprehensive mechanisms for monitoring the state of play in the labour market,
particularly employment trends, inactivity and unemployment by gender, gender gaps across
different dimensions, for the purpose of informed decision-making in the domain of gender
sensitive employment policies.

® The creation of coordination and consultation mechanisms in all bodies to increase the efficiency
and effectiveness of the measures implemented.

® Ensuring sufficient budgetary allocations to improve the labour market policies, with particular
focus on the gender dimension.

4.4 Public Employment Service
Montenegro?

In this Chapter, the Public Employment Service of Montenegro and the Active Labour Market Policies
(ALMPs) that the PES implements are examined.

4.4.1 About PES Montenegro

The PES is the central institution in the labour market of Montenegro and it is authorized to implement
employment policies by the Law on Mediation in Job Placement and Rights Arising from Unemployment,
other regulations and its Statute conforms to the Conventions of the International Labour Organization.
The main goal of the PES is to help the unemployed to find suitable employment as soon as possible,
whilst at the same time improving the overall quality of job matches in the labour market and raising the
average level of skill of the workforce.
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The basic functions of the PES Montenegro are as follows: labour market research, mediation in
employment; advising and informing employers and the unemployed on employment opportunities;
keeping records in the field of employment; securing unemployment insurance rights; organizing
the training and education of unemployed persons; providing vocational guidance, information and
counselling; preparing analytical, planning and information bases for proposing, implementing and
evaluating employment policies; preparation and implementation of active employment policy measures;
adapting the information system to changes in the labour market and providing public information;
analyses of occupational development and occupation nomenclature; implementation of international
employment agreements and cooperation in the field of employment at the international level. These
functions are complemented by the performance of many other tasks and interdisciplinary activities;
analytical-statistical data processing accounts and financial affairs; legal, personnel and general affairs;
publishing activity; maintenance and development of a unified information system and other activities in
the field of employment, in accordance with the Law and other regulations.

In 2020, the total PES budget amounted to EUR 39 346 697, which was 0.94% of GDP. Excluding the
budget for ALPMs and Unemployment Benefits, the PES budget amounted to EUR 18 283 662 in 2020,
which was a 46% of total in 2020. ALPMs’ budget (9% share of the total PES budget) decreased in 2019
by 15% and increased in 2020 by 7%, while the budget for unemployment benefits increased by 37% in
2019 and 9% in 2020 and accounted for 45% of the overall budget (Figure 15).

Figure 15. PublicEmployment Service Montenegro budget, EUR million

2020

2019

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
[ PES Budget s Unemployment Benefits m  ALMPs
Source: PES Montenegro, 2021
The PES Montenegro currently has 304 employees and they are distributed in 25 offices all over the

economy. As per the number of registered unemployed persons in November 2021, each PES employee
covers |76 unemployed.
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Figure 16. Legislation, strategies and structure of PES in reaching unemployed*®
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4.4.2 Unemployed with PES

Since 2014, the ratio of the percentage of unemployed registered with the PES to the total unemployed

as measured by the Labour Force Survey undertaken by the Statistical Office ranged from 70% in 2014

to 137% in October 2021 as presented in the Table 3. The number of unemployed registered with PES

was increasing over recent years, while the number of unemployed recorded in the official statistics

declined. These trends suggest an increase in the intensity of job search among some groups of the

unemployed and a simultaneous increase in the number of discouraged workers. However, as explained

below, recent legislative and administrative changes have distorted comparisons over time, especially

for the female unemployed.

NN
38 Number of unemployed in November 2021.
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Table 3. Unemployed registered with PES and Statistical Office

Unemployed registered

Unemployed registered

Ratio unemployed

with PES with Statistical Office with PES /
Total no. Women % Total no. Women % unemplo'ye'd wieh

statistics
2014 33284 48.4% 47500 45.5% 70%
2015 34587 48.9% 47200 44.7% 73%
2016 42844 52.1% 48300 43.1% 89%
2017 50509 54.7% 43900 46.9% 115%
2018 43613 58.7% 42500 43.5% 103%
2019 36694 58.2% 43400 46.1% 85%
2020 41612 58.5% 47800 45.6% 87%
X-2021 5524] 60.1% 40400 38.4% 137%

Source: Monstat, Labour Force Survey (LFS), 2021Q3; PES Montenegro, Monthly Bulletin, October 2021,

The ratio of female to male registrations with the PES has been increasing in recent years, but in 2021
there appears to have been a major fall in the number of female unemployed who have registered with
the Statistical Office. However, the latter fall may reflect seasonal factors and changing administrative
and legislative practices. Since 2016, there have been more women registered with PES then male
unemployed persons, this gap has typically been increasing since 2016.

Table 4 provides a more detailed breakdown of female registrants with the PES. Women make up a
slightly higher proportion of the long-term unemployed and almost two-thirds of the disabled registrants

are female.
Table 4. Participation of women in the PES registry (%)

% of women in each group 2018 2019 2020 202]
Registered unemployed jobseekers 59% 58% 59% 60%
Unemployment benefits recipients / / / 59%
Social assistance recipients 51% 51% 51% 54%
Duration of unemployment
0 - 6 months 58% 59% 59% 58%
6 - 12 months 60% 62% 57% 62%
| -3 years 64% 64% 61% 61%
over 3 years 43% 50% 58% 59%
Roma 50% 51% / 55%
Disabled 54% 60% 60% 62%

Source: PES Montenegro, Monthly Bulletin, October 2021.

The gap is highest among those with a low and middle level of completed education, and lowest among
jobseekers with high education. Around half of the unemployed men and women registered with the
PES have completed a medium level of education, as presented in the Figure |7.
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Figure 17. Structure of unemployed men and women registered with PES by education level, in average
fora period 2018 - 202103

MALE MALE
HIGH EDUCATION LOW EDUCATION
12.73% - 34.03%

FEMALE
HIGH EDUCATION
15.41%

FEMALE
LOW EDUCATION
37.36%

MALE FEMALE
MEDIUM EDUCATION MEDIUM EDUCATION
53.24% 47.23%

Source: Monstat, Labour Force Survey (LFS), 21Q3.

When considering the level of completed education of registrants with the PES, there are more
registered women than men in each educational category. Over time the tendency has been for this
negative gender gap to increase. Currently the highest gender gap is among the unemployed with low
level of completed education (-5.1%), while the lowest is among those with highest (-1.8%).

Figure 18. Gender gap among unemployed with PES, in absolute numbers
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Box 1. The increased number of PES registrants

The enforcement of the Law on Social and Child Protection (Official Gazette of Montenegro, No
27/2013, 1/2015, 42/2015 and 47/2015) started as of January Ist 2016. Employed mothers with
three or more children, who have 25 or |5 years of work experience, receive a lifetime monthly
allowance of 70% of the average net salary in Montenegro, earned in the year preceding the year
when the right was exercised. This right included also women who were registered for a scheduled
PES meeting on regularly basis (every 2 months). About 22,000 women in Montenegro qualified for
these payments at the time of the initial Law enforcement. As a consequence, it appears that many
women quit jobs with lower salaries, whilst some pensioners gave up their retirement allowances
and started to register with the PES. Additionally, some of them started or continued to work in the
informal sector. The Constitutional Court of Montenegro pronounced this Law as unconstitutional,
though some of these women continued to receive this allowance for a short while. After less
than one year, all of these women were forced to give up this allowance. At the end of 2021, after
‘mothers of 3+ children’ protested several times, the Assembly announced reinforcement of this
Law with revised conditions and this was included in the Montenegrin Budget Law for 2022. As a
consequence, there are many women now registering again with the PES. An additional reason for
the increased number of unemployed registrations, especially women was the announced increase
in the legal minimum wage to EUR 450 in the Law on Budget 2022. With this net wage increase, the
gross amount that employers pay is reduced (the new gross wage is not including health insurance).
However, many employed previously received a minimum net wage of EUR 250 and it is expected
that many of them will be dismissed or continue to work in the grey zone. The increase in the size

of the unemployment allowance paid by the PES provided an additional motive for the unemployed

to register, some of whom would continue to work in the informal sector. The unemployment
allowance is available for all the unemployed who are fulfilling the conditions prescribed by the Law:
an unemployed person has to be available for work in response to any EAM invitation or at the time
specified for individual consultations, determined by the individual employment plan, and at least
once within a period of 45 days entailing personal attendance for the purpose of preparation for
work and employment.

SOURCE: PES Montenegro 2021, Official Gazette of Montenegro, No 27/2013, /12015, 42/2015 and 47/2015;
Government of Montenegro 2021.

The increase in employment in the first quarter and decrease in last quarter of every year is not only
due to the tourism season, but also due to the Law on vocational training of persons with acquired
high education, which was enforced in 2012. By this Law, persons who graduated from a university
without a previous registered work engagement are able to attend probation work for 9 months with
an employer who has applied for this program. This program is implemented by the Human Resources
Administration and they announce calls for employers and graduated students at the end of the year,
so participants start working in the first quarter of the following year. One of the conditions is that
applicants are registered as unemployed with PES. However, there is no data on how many students
stay at their work placement at the end of the nine months. Based on the increased number of registered
young unemployed in the last quarter of the year, it could be concluded that many of them were again
unemployed after finishing probation work. This program is financed by the Government in full, with
students receiving a very modest wage during that period (EUR 250), while employers’ expenses were
covered by the scheme.
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The PES supported the employment of 39.2% jobseekers on its registry in 2018 through mediation and
other support. This proportion decreased to 38.1% in 2019, 34% in 2020 and 32.3% by November 2021.
The number and the type of supporting programs offered to beneficiaries remained at the same level

over this period, while the number of registered unemployed increased.

Women accounted for around 60% of registrants that were successfully placed by the PES in the period
2018-2021, but this ratio decreased to 57.6% in 2021. This ratio suggests that the PES is equally successful
in finding employment for males and females.

Over the period 2018-2021 period, employment of women with PES support decreased in 2019 by
13.8%, but increased by 1.5% and 20.1% in 2020 and 2021, respectively, as presented in Figure 9.

Figure 19. Trend of total employment and women placed in employment with PES support
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In the period of 2018-2021, most placements by the PES were recorded in the wholesale and retail trade,
repair of motor vehicles and motor recycles, education and accommodation and food service sectors
for both, men and women. A significant increase was recorded in placements in the manufacturing
sector in 2021 for both, men and women.

4.4.3 Employers and vacancies with PES

Statistically, companies in Montenegro are structured by ownership as private companies (two or more
forms of ownership) and public.*’ The number of companies registered in Montenegro increased by
44.5% between 2015 and 2020. During the same period the proportion of companies registered with
PES decreased from 15.5% in 2015 to just 6.4% of all businesses in 2020, as presented in the Figure 20.

NN
39 Analysis included all forms of companies’ ownerships.
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This represents a significant loss in the PES’s share of the vacancies market. Montenegrin employers are
increasingly taking the complete process of recruiting of new staff in house or using commercial job-
finding agencies. The reasons for this change are unclear, though the PES’s share of vacancies has been
falling in many economies in the region.

Figure 20. Companies/employers registered with PES
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Source: PES Montenegro, 2021

All employers registered with PES publish vacancies, but there is no annual data on whether individual
employers published a vacancy or not in a given period. The average annual number of published
vacancies per registered employer with PES for a period 2015-2021 amounted to 10.96 and that ratio
was highest in 2019. The number of vacancies published by PES started its negative trend in 2016 in
comparison to previous year, increased in 2019 and strongly decreased in 2020.

According to PES, most vacancies notified to the PES are related to public works or seasonal jobs and
there are the same groups of employers recruiting and the same group of job-seekers applying for these
jobs.

In 2018 the total number of vacancies notified to the PES was 69.1% of all registered job-seekers, in 2019
that ratio had risen to 89.6% and with the emergence of COVID-19 it dropped to 54.6% in 2020 (Figure
21).
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Figure 21. Number of job-seekers to number of vacancies notified to the PES
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4.4.4 Conclusions and recommendations

The role of the PES in Montenegro as a key mediator between job-seekers and employers is very
important, as high unemployment is one of the key issues in the economy. Data and trends analysis
appear to suggest that the unemployed increasingly perceive this institution as a means of obtaining
some current or future social and financial benefits, rather than as an institution that is to assist them in
finding a job. Those completing their placement on the graduate work experience program, together
with seasonal workers after the tourism season and some of those employed in the informal sector,
often register with PES for getting the unemployment allowance, while their registration also provides
access to public health insurance. Therefore, the number of registered unemployed with PES usually
increases in the last quarter of the year, after the ending of the tourism season and the probation work
for university graduated persons.

In the last quarter of 202l, the Government of Montenegro announced an increase which almost
doubled the previous legal minimum wage. This may have been a “signal” for employers to dismiss
some low-paid but low-productivity workers, as their new gross salary will amount to EUR 563, though
the pension and health contributions will be reduced. In order to avoid job loss, some workers on the
minimum wage stayed at their original workplace, but became unregistered workers. In addition, the
Budget for 2022 envisaged increases in the unemployment allowance for those unemployed registered
with the PES. Therefore, significant numbers of persons registered in the last quarter of 2021. Some
unemployed perceive the PES as the registry for issuing proof of their status.

On the other side, some employers perceive the PES as a means of finding inexpensive workers,
especially for jobs that ‘nobody wants’, ‘one-time’ type of jobs or ‘from-time-to-time’ type of jobs, such
as participants on the Public work and Keep it clean programs.

In addition to ALMPs, the PES is also offering passive employment measures, such as registration
of unemployed and distribution of the unemployment allowances. There is limited evidence of the
development of a dynamic employment plan for each beneficiary and its adjustments and updates
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according to beneficiaries’ needs, or that market research is being regularly and comprehensively
conducted among employers as to how the PES can improve its service to employers.

The recommendation is that the PES is reformed and strengthened, with its programs offered and
also in its approach to beneficiaries and employers. The recommendation is that the PES apply some
modern and updated work practices in order to remain the key actor in unemployment reduction. The
PES needs to introduce an individualized approach to supporting the inclusion of unemployed. Enhanced
cooperation with formal and informal educational institutions to enable creating opportunities for
unemployed, while developing their specific skills, such as digital, green, language and entrepreneurial
and career management skills. In doing so, it is recommended to remember that women represent the
majority of registrants. Additionally, the PES can also initiate activities targeting improved conditions for
women in the labour market by providing better access to quality public services, especially the support
services for childcare and care service for elderly.*

In parallel with the improvement of current programs and introduction of additional supportive activities
addressed to the unemployed, the PES should also work on the development of better and more
comprehensive relations with employers. The recommendation is to actively involve all associations
of employers, to create some surveys among employers to be conducted online on regular basis for
determine their needs and to shape together future programs for improving the speed and quality of
job matches.

4.5 Active Labour Market Policies (ALMPs)
in Montenegro

4.5.1 Strategic document on skills development and
employment

Active Labour Market Policies (ALMPs) in Montenegro are recognized in strategic documents as
important for: increasing labour market efficiency, reducing poverty and promoting social welfare and
economic development.

The relevant strategic documents are: Directions of development of Montenegro 2018-2021; Economic
Reform Program 2021-2023; Strategy for the development of micro, small and medium enterprises in
Montenegro 2018-2022 and Lifelong Entrepreneurial Learning Strategy 2020-2024. The key strategic
document for ALPMs and other areas of employment policy is the National Employment Strategy 2021 -
2025 entitled: “The labour market response to global challenges” adopted in December 2021.

Strategic documents define ALMPs as measures that the PES implements based on available programs
and financial sources. According to the new Strategy, more programs and a higher budget will be

NN
40 Ministry of Economic Development Montenegro, 2021. National Employment Strategy 2021-2025, draft.
Available at: https://www.gov.me/clanak/javni-poziv-nacrt-nacionalne-strategije-zaposljavanja-2021-2025.
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designated for this purpose. Indicators currently set are related to the: number of unemployed and their

structure by gender and vulnerability; number of employers and the number and structure of programs.

Within the “National Employment Strategy 2021-2025”, operational objective 3 is defined as: “Improved
position of the unemployed in the labour market through the efficiency of labour market services and active
employment policy measures and strengthening social inclusion and poverty reduction”. This goal also
corresponds to the EC’s employment guidelines on better functioning of the labour market, with a
special focus on reducing labour market segmentation and improving active labour market measures
and labour market mobility, as well as poverty reduction and equal opportunities for all. It is also
emphasized that it is necessary to better target active employment policy measures and measure their
effectiveness, through timely evaluation and monitoring. This is very important because in the evaluation
of previous ALPMs in Montenegro it was highlighted that it is difficult to fully assess the success of these
programmes as an appropriate monitoring mechanism was still lacking.*!

4.5.2 Analysis of the Active Labour Market Policies
in Montenegro*?

The following section provides a review of active labour market policies implemented in Montenegro
through programs adopted by the Management Board of the PES.

Active employment policy measures are structured and grouped as follows:

® adult education and training;
® employment incentives;
® direct job creation; and

® incentives for entrepreneurship

ALMPs in Montenegro are open only to unemployed people registered with the PES, which is the
authorized institution for their implementation.

Financial sources include the budget, donations and other sources intended for ALPMs. The ALMP
budget is a part of the PES total budget, accounting forl1% of the total on average in the period 2018-
2020.

ALMPs in Montenegro include the following groups of programs:
Public work and Keep it clean

Description: Organized upon a request from an employer, as a one-time job related to some construction,

cleaning or similar work of public interest.

NN

4l Regional Cooperation Council, Ministry of Economic Development Montenegro, July 2021. The Evaluation of Active
Labour Market Policy in Montenegro. Available at: https://www.ceicdata.com/en/montenegro/social-protection/me-benefit-
incidence-unemployment-benefits--active-labour-market-programs-almp-to-poorest-quintile--of-total-unemploymentalmp-
benefits.

42 Data for the Section are obtained from the Public Employment Service Montenegro.
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Table 5. ALMP—The Public work and Keep it clean: beneficiaries, % of women and budget

# of beneficiaries % of women Budget EUR
2018 1345 59 | 680 966.54
2019 629 59 764 239.01
2020 701 58 804 009.31

Source: PES Montenegro, 2021

The budget for this group of ALMPs is the highest as well as the number of beneficiaries. Although jobs
related to construction, cleaning of public areas or some manual, physical, hard work are perceived as
‘typical male’, it is recorded that more women apply and perform these types of jobs, on average 59%
of all beneficiaries.

Training and education

Includes the following programs: Adult education and training; Training for independent work and
Employer training.

Description: ALMPs are intended for the unemployed registered with the PES and employees that become
redundant because their skills are no longer needed due to technological, economic and restructuring
changes. The educational and training programs offered aim to enable participants to increase their
employability through the acquisition of additional skills. Some of these programs are also offered
to those currently employed to help them retain their employment in face of workplace changes. In
Montenegro these programs are organized by the provider of education and training programs or by
the employer. The selection of organizers is undertaken through a public call.

Table 6. ALMP—Adult education and training: beneficiaries, % of women and budget

Adult education and training

# of beneficiaries % of women Budget EUR
2018 1295 53.0 462 793.52
2019 896 50.7 429 335.6l
2020 / / /

Source: PES Montenegro, 2021

Table 7. ALMP—Training for independent work: beneficiaries, % of women and budget

Training for independent work

# of beneficiaries % of women Budget EUR
2018 / / /
2019 238 46.6 517 964.46
2020 228 16.8 419 842.79

Source: PES Montenegro, 2021
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Table 8. ALMP—Employer training: beneficiaries, % of women and budget

Employer training

# of beneficiaries % of women Budget EUR
2018 / / /
2019 239 50.6 263 611.15
2020 250 15.8 269 050.42

Source: PES Montenegro, 2021

As shown above, each of these three programmes (Adult education and training, Training for
independent work and Employer training) is of a small size and only Training for Independent work
has been in operation in each of the latest three years for which data is available. Slightly more women
attended the adult education and training than men, as well as the Employer training in 2019. Only 16.8%
of participants in the Training for independent work program were women in 2020 and 15.8% of those
participating in Employer training in the same year. It is not clear why there was such a large fall in the
proportion of females on the latter two programs in that year.

Simulated employment and entrepreneurship incentive.

Includes the following programs: Stop the grey economy, Innovated program for continuous stimulation of
employment and entrepreneurship and Empower me and | will succeed.

Description: Incentives for entrepreneurship include the provision of financial and professional assistance
to an unemployed person who establishes an entity in form of economic activity, which results in the
founder establishing an employment relationship. Incentives for entrepreneurship also refer to the
provision of financial and professional assistance to an employer who creates new jobs and employs
unemployed persons.

Table 9. ALMP—Stop the grey economy program, % of women and budget

Stop the grey economy

# of beneficiaries % of women Budget EUR
2018 180 57.0 552 105.39
2019 190 62.1 666 927.50
2020 210 16.0 591 293.70

Source: PES Montenegro, 2021

Table 10. ALMP—Innovated program for continuous stimulation of employment and entrepreneurship, % of
women and budget

Innovated program for continuous stimulation of employment and entrepreneurship

# of beneficiaries % of women Budget EUR
2018 100 41.0 499 200.00
2019 56 28.6 280 000.00
2020 13 46.0 65 000.00

Source: PES Montenegro, 2021
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Table I1. ALMP—Empower and | will succeed, % of women and budget

Empower me and | will succeed

" o'f . % of women Budget EUR
beneficiaries
2018 925 58.0 230 465.90
2019 / / /
2020 / / /

Source: PES Montenegro, 2021

This group of ALMPs related to encourage self-employment received the lowest budget as well as the
lowest number of PES beneficiaries and most of them were men in the most recent years.

The program “Empower me and | will succeed” was implemented only in 2018, while the programs
“Stop the grey economy” and the “Innovated program for continuous stimulation of employment and
entrepreneurship” were in operation throughout the entire observed period 2018 — 2020. It is not clear
why the proportion of the participants in the “Stop the grey economy program” who were females
declined so dramatically in 2020.

4.5.3 ALMPs beneficiaries

In 2020, only 3.4% of jobseekers registered with the PES participated in an ALMP. In absolute numbers,
1,402 unemployed persons, which represented a decrease on previous year numbers at a time when
unemployment was rising rapidly. Having in mind that the number of beneficiaries decreased at a higher
rate than the decrease in the ALMP budget, then the cost of each participant increased dramatically
over the period 2018-2020 (Figure 22).

Figure 22. ALMPs Budget per beneficiary, EUR
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Regarding the age structure of ALMP beneficiaries, the largest proportion were aged over 50 with
around 20% participation in 2018, followed by the 25-29 age group (16%). In 2019, a larger share of

participants were in the age groups of 20-24 and 25-29 with 41% of participants (Figure 23).

Figure 23. Age structure of ALMP beneficiaries
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Regarding the educational background of ALMP beneficiaries, the majority were unemployed who had
completed upper secondary education: 56% in 2018.

Figure 24. Education structure of ALMP beneficiaries
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The ALMPs in Montenegro have predominantly targeted those recently unemployed. Unemployed
registered with PES for less than 6 months accounted for most of those who were selected to participate
in ALMPs, their share increased to 98% of participants in 2020. There is no systematic follow-up of
those who have completed ALMP, thus no data is available to assess the value for money of the different
programs.

4.5.4 Conclusions and recommendations

ALMPs in Montenegro, in addition to reducing unemployment, have also targeted a reduction in the
size of the informal economy through self-employment programs and the social inclusion of particularly
vulnerable categories of unemployed persons in the labour market. The budget of allocated funds for
these purposes, EUR 8.7 million, was provided from EU funds under the Sectoral Operational Program
for Employment, Education and Social Policy - SOPEES 2015-2017, IPA 1.

There is a relatively small number of ALMP beneficiaries in Montenegro and that number further
decreased in 2020. PES representatives stated that a survey of beneficiaries found that although
their level of satisfaction with their ALMP was high, participation had not, in general, helped them in
finding an appropriate job. Other questions concern the design of programs and if adequate individual
employment action plans were prepared prior to participation and amended immediately after
completion. Given that the unemployed who attend ALMP (e.g. self-employment program) have to
“sacrifice” unemployment benefits, this may contribute to the explanation why such programs are not
that attractive to the unemployed. It appears that at present it is very difficult to prevent widespread
abuse of the benefit system in Montenegro or reduce significantly the size and distorting effects of the
informal economy. However, when the social card is established in Montenegro, it is assumed that such
behaviour will become more difficult to sustain.

While policy makers and program designers set indicators regarding the number of potential
participants and number of programs, they have to a limited scoped monitored outputs/outcomes
and hence assesses the effectiveness and value for money of the scale and number of ALMPs. Even
during program’s implementation, mid-term monitoring is not regularly planned and post-completion
outcomes were not systemically evaluated. The causes and consequences of the dramatic fall in female
participation in ALMPs in 2020 have yet to be analysed.

As per the quality of program, the employers’ needs and the labour market trends need to be
comprehensively analysed and employers and trade unions’ knowledge and opinions need to be
reflected in the programs’ design. The revised decision-making process needs to also ensure that the
voice of women is present.
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4.6 Women Entrepreneurship

4.6.1 Policy framework

In Montenegro, central and local strategic documents recognize increasing the number and quality of
women entrepreneurs as an important contributor to future economic development. This recognition is
reflected in cross-sectoral approaches and the improvement of programs designed to support women'’s
entrepreneurship outside the field of MSMEs and gender policy. Strategies and policies therefore are
focused on raising the economic empowerment of women as a wider approach and encouraging women’s
entrepreneurship is one of the key elements towards that goal. Also, international organizations focus
some of their activities towards building a favourable business environment and implementing specific
support programs for women entrepreneurs.

The key document targeting development of female entrepreneurship is the Strategy for the development
of female entrepreneurship in Montenegro. That document’s preparation included many relevant
institutions and documents related to the economic development and gender equality coordinated
and led by the Ministry of Economic Development Montenegro, the Department for Improving
Competitiveness and the Sector on Female Entrepreneurship. The first Strategy for the development
of female entrepreneurship was related to the period 2015 — 2020 and implementation of its measures
and activities has significantly improved women’s economic empowerment. However, the further
development of women'’s entrepreneurship requires continuous, systemic support based on synergies
between different public policy programs and measures, and meeting the needs of entrepreneurs
(present and future) and the cooperation (and gender sensitivity) of a wide range of actors in political,
economic and social life.

The new Strategy for the development of female entrepreneurship 2021 — 2024% objectives are:
economic empowerment of women, strengthening the competitiveness of women’s entrepreneurship
and effective public policy that promotes and supports women'’s entrepreneurship.

The implementation of the Strategy aims to achieve the following results:
® Increasing the rate of entrepreneurial activity among women;
Increasing the participation of women entrepreneurs in the total number of companies;
Increasing the number of women occupying managerial positions in companies;

®

O]

® Increasing the employment rate of women;

® Increasing the sectoral and market diversification of enterprises owned by women;
®

Transformation of micro-enterprises of women entrepreneurs into small and medium enterprises.

NN
43 Ministry of Economic Development Montenegro, 2021. Strategy for the development of female entrepreneurship in
Montenegro 2021-2024. Available at: https://www.gov.me/cyr/dokumenta/0a95b4be-c3f4-4f9b-8c36-964d9684c885.
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The

®

key challenges identified in promoting women’s entrepreneurship development are.**

Business environment complexity: lack of systematic, gender-focused analysis of draft
laws and existing laws and further improvement of the regulatory framework; complicated
administrative procedures and lack of electronic availability of public services and information;
unpredictability of legal and tax instruments and specific tax relief for female entrepreneurs;

Funding availability: lack of diversified financial instruments according to the needs of women
entrepreneurs (women-owned start-ups and existing women entrepreneurs with growth
potential), including the provision of guarantees and collateral, low investment in the development
of (internal) capacities of financial institutions and women entrepreneurs in order to improve the
development of mutual cooperation;

Education and human resources capacities: lack of adequate programs within formal
education and non-formal learning on entrepreneurship, lack of skilled workers according to
identified needs of women entrepreneurs and the MSME sector as a whole; insufficiency of
business and consulting service for raising the capacity of business, lack of knowledge and skills
among women to establish a business in typically male dominated sectors;

Insufficient competitiveness of businesses: the absence of tailored services of non-financial
support, business consulting and information provision, in accordance with the needs of women
entrepreneurs (business start-up, development and reaching a stable phase of development and
export readiness);

Networking: poor connectivity of women entrepreneurs with the knowledge centres and
development of innovativeness, the need for new business infrastructures (business centres
and incubators), in order to support women in business through the provision of information,
counselling, education, consulting, mentoring for business start-up and development, poor
networking among businesses and their involvement in clusters, supply and value-added chains.

4.6.2 Statistical overview

The

business registry in Montenegro is under the Tax and Customs Administration within the Ministry

of Finance. The legal obligation for all business entities is to confirm its registration on annual basis by

filling forms, which do not include gender data for entity’s ownership or management. Therefore, the

Tax and Custom Administration collect data on businesses ownership structured by gender only upon

a request of the Ministry of Economic Development, which are further used in the creation of policies,

supportive measures and incentives for women in business.

In 2020, 33 157 medium, small and micro enterprises (MSMEs) were recorded in Montenegro, with
22.87% of them being female-owned. Itis notable that, regardless of the rising total number of companies

registered in Montenegro and the increasing female activity rates, the proportion of MSMEs owned by

women has risen in the last five years (Figure 25) only by a very limited extent.

44

Ibid.
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Figure 25. Women entrepreneurs in Montenegro
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Source: Ministry of Economic Development Montenegro, 2021, Strategy for the development of female
entrepreneurship in Montenegro 2021-2024

There is no recent data on women at the managerial level companies, but the publication “‘Women
in Management in Montenegro’ cites data from the European Institute for Gender Equality (EIGE)
which show that only men were represented (100%) at the position of chairman of the board of listed
companies in 2015 in Montenegro. However, by 2017 10% of the leading positions of these bodies were
occupied by women, which is 3% more than the EU28 average. Having in mind that there are only
few companies listed in the stock exchange in Montenegro and these data refers to those companies,
the Montenegrin Employers Federation conducted a comparative analysis of two own surveys, one
from 2017 and previous one from 2013. According to those surveys, a negative trend was recorded in
participation of women in top management positions: 36.6% in 2017 and 42.4% in 2013.%

One of the main business obstacles for women is related to the very low property ownership among
women (women own only 4% of all real estate, 8% of land and 14% of holiday homes).* The availability
of supportive credit lines for women in business did not help much as one of the conditions for granting
credit is possessing some collateral. Also, some cost-sharing support programs require participants to
fund a large proportion of the overall costs which prevents some women from participating. Therefore,
the announced establishment of a Guarantee Fund is one of the important measures for strengthening
female entrepreneurship. A supportive tool to this measure, is the establishment of gender standards for
financial institutions by the Competitiveness Council, a process that involved an input from associations
of women entrepreneurs among others.

T
45 Ibid.

46 United Nations Development Programme (UNDP) in Montenegro, Ministry for Human and Minority Rights Montenegro,
Austrian Development Agency, 2020. Gender Map. Available at: https://www.rodnamapa.me/.
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4.6.3 Supportive measures and programs

In order to achieve the desired increase in the economic empowerment of women, the Government
of Montenegro together with international development and financial institutions initiated several
programs and is addressing these challenges through:

® Building a favourable environment for sustainable development of women’s entrepreneurship —
inclusion of positive discrimination in all non-financial programs of support by setting quotas.

® Ensuring better access to finances and strengthen competitiveness of women’s business —
establishment of a Guarantee Fund and establishing special programs and financing lines for
women, setting targets for financing institutions;

® Advocacy and positioning of women entrepreneurs — inclusion of female business associations in
decision-making processes.

The Ministry of Economic Development has also created supportive programs to strengthen women'’s
entrepreneurship. Specific supportive measures for women entrepreneurs are related to the Program
for Improving the Economy Competitiveness for 2020 and the Program for Improving the Economy
Competitiveness for 2021. Through these programs, financial and non-financial support was provided
for companies through various program lines. Under each program line, there are additional incentive
for companies with at least 50% of female ownership and that supportis realized through co-financing up
to 80% of eligible costs excluding VAT. Total support through this Program in 2020 was provided for 318
companies and amounted to 4.98 million euros with 33.96% of women-owned companies supported,
with them receiving 25.21% of the total support. In 2021, out of 20! applicants, 41.79% were women,
and successful women applicants received 32.83% of the amount of support provided, which totalled
.13 million euros.*

The Investment Development Fund of Montenegro, as the only Governmental financial institution,
provides a credit line specially designed for women business owners with more favourable credit
conditions, such as lower interest rates, longer grace-period or longer repayment period. However,
business owners, both men and women, often complain about the inefficiency of this Fund’s
administration, which result in lengthy waiting periods and too complicated procedures for obtaining
credits. An additional burden for women businesses owners is their lack of collateral, which is typically
the first request by this Fund. Given these problems, women-owned businesses predominantly have to
rely on commercial banks for funding.

4.6.4 Conclusions and recommendations

In general, the promotion of women'’s entrepreneurship has been a focus of domestic and international
supportive programs and recent and planned measures seem to be promising greater gender equality
in this field in the future.

NN
47 Detailed structure of all program lines is available in the Ministry of Economic Development.
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Implementing the above measures and activities have contributed to significant progress in the

development of women'’s entrepreneurship in Montenegro in recent times. Support for female
entrepreneurship is also reflected through the inclusion of female employers association in all relevant
bodies and in the decision and policymaking processes.

4.7 Good Practice

Self-Employment Grant Program

The Public Employment Service (PES) of Montenegro implemented one of the Active Labour Market
Policies (ALMPs), the “Self-Employment Grant Program” (Program) in the period October 2019
— July 2021. The Self-Employment Grant Program was implemented by the PES in cooperation with
the Ministry of Economic Development and the Ministry of Finance and Social Welfare. The Program
was part of the |8 million euro assistance envelope provided through the Program for Employment,
Education and Social Policy, funded by the pre-accession funds (IPA).

The overall goal of the Program was to increase the efficiency and coverage of active labour market
measures with an emphasis on incentives for self-employment, while the specific objective was
to contribute to employment through financial and non-financial support in order to encourage
entrepreneurship, self-employment and job creation.

The target group of the Program were unemployed persons registered with the PES for at least 4
months prior to the Call announcement and who had expressed interest in self-employment by applying
for dedicated training. Motivational workshops and training for the development of a business plan were
organized, which were then used as part of the application process for potential beneficiaries. Three
Calls were announced and the interest was high: 135 applications in the first Call, 575 applications in the
second and as many as 1,027 applications in the third Call.

Young people (up to 35 years of age), women and long-term unemployed were especially encouraged
to apply through the award of additional points for these categories of applicants: 6 out of 100 points
per each such beneficiary category. The Program resulted in the allocation of self-employment grants of
EURO 3,000 to 7,500 per grant for a total of 459 unemployed people, giving them the opportunity to
improve their livelihoods by starting their own business. Through three implemented calls, the average
participation of women among grantees amounted to 59.29%.

The Government of Montenegro considers the Program successful* and is planning to continue with
the implementation and financing of this Program. The added value of this Program is related to the
methodology that has been developed for this Program and supportive enhanced capacities within PES,
in terms of trained staff and relevant documentation for implementation that has been prepared.

NN
48  Note that the to date, there has been no published e impact evaluation of the Program.
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O\ 5 Conclusions and
> recommendations
to promote gender
equality in the labour
market

This report presented an assessment of the participation and role of women in the Montenegrin labour
market. With an overall objective of women gaining full economic and financial independence and equal
access to economic resources. Women position in the labour market can be considered as the key
factor in achieving this objective. The above review of statistical data and socio-economic findings,
as well as the summary of the institutional and legislation context, indicated the need for additional
government interventions, together with improved monitoring and enforcement and systematic and
regular evaluation of policies.

5.1 Conclusions and recommendations
for addressing gender gaps in the labour
market

5.1.1 Legal and regulatory framework

The employment status of individuals depends on many external and internal factors and it is not just
simply a relation between job-seeker and employer. Being one of the main indicators of economy’s
development, employment also impacts the entire life experience of individuals. Much of the legislation
and sub-legislation framework required to promote the empowerment of women exists in Montenegro,
but its full implementation, monitoring and enforcement remains challenging. Setting the “rules of play”
is only the first stage of achieving an efficient and equitable labour market, the Government needs to
also monitor and evaluate the implementation of legislation in order to assess whether the current
legislative framework is promoting the desired outcomes.
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Despite the legislation in place and institutional efforts to achieve equal position, conditions and

outcomes in the labour market for both men and women, it can be asserted that in practise women are
at times discriminated in the labour market, especially with respect to pregnancy and motherhood. As
the fixed-term contracts enable employers to break or avoid contract extensions, they often prefer to
offer this type of contract when hiring women, especially for those who may become mothers in the
future. When it comes to entrepreneurship, women are in more of an unequal position, as tradition
often prevents them from owning real estate and thus providing the collateral needed to obtain funding
necessary for starting their own business. There are also cases of sexual harassment at work. There are
few lawsuits in this area and the perceived insensitivity of the judiciary to such behaviour is noticeable,
as well as that of other institutions.

Effective regulation requires enforcement, and in addition to the Labour Inspectorate, the Agency for
Peaceful Settlement of Labour Disputes has been established to support the implementation of labour
legislation. However, there is limited publicly available information as to the capacity and effectiveness of
the work of both institutions. The Government has announced plans for strengthening these institutions.

The size of the ‘informal’ economy in Montenegro indicates that the current system of labour inspections
is not fully effective. Therefore, a comprehensive analysis needs to be carried out for the benefit of
workers and the entire economy.

The next step that is recommended to be undertaken is related to the introduction of the social card
for all citizens.

5.1.2 Governance, functions, and human resources

The PES’s programs for job-seekers are not fully designed in accordance to the specific needs of their
beneficiaries, nor are they effectively targeting the key skill gaps in Montenegro. It is recommended that
the PES enhance collection and analysis of the information required to assess the effectiveness of its
placing and training activities and its contribution to promoting gender equality in the labour market.

It is recommended to conduct an in-depth analysis of the PES’s capacities and its programs, as well as a
needs assessment of the individual unemployed and employers on a regular basis (annually). The results
of these analyses need to be presented to educational institutions providing formal and vocational
education to enable these to adjust their curriculums to changing labour market conditions. The lower
participation of women employment in some sectors needs to be an indication to the PES to develop
their specific skills, such as digital, green, language and entrepreneurial skills, and career management
skills along with improved co-ordination with educational institutions, which would further promote
gender equality in the labour market.

It is recommended that the Statistical Office adjust its services and products to better match the needs
of employees, employers and institutions. The data made available should be disaggregated by more
categories. Data disaggregated by gender should be available for all statistical categories: employment
status (including unpaid work), working hours, wages, company ownership, management in companies,
property ownership. The extent of gender inequalities in Montenegro cannot be fully assessed without
these data. For example, to analyse the nature of the barriers faced by female entrepreneurs, data on
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property ownership and other assets held needs to be considered to evaluate their capacity to borrow.
The availability of comprehensive, accurate and timely statistical data is the key prerequisite for effective
policy making.

5.1.3 Policies, programmes and budgets

The newly adopted strategic papers targeting economic development included diversification of the
economy as one of the top priorities, including sectors such as a digitalization and ICT industry, together
with the promotion of both the ‘green’ economy and circular economy. It is crucial that the current and
future labour force get the opportunity to acquire the skills required by these opportunities. These new
industries also create an opportunity to promote gender equality in the Montenegrin labour market.
The current crowding of female employees into specific occupations and industries, characterised
by relatively low pay, is one of the significant reasons for the unfavourable position of women in the
Montenegrin labour market. It is important that women gain a fair share of the employment and training
opportunities that these new industries will create.

As per the budget preparation and execution, a gender perspective should be considered in all phases,
a gender perspective should be applied at all levels.

5.1.4 Entry points for civil society

International and domestic organizations that support employment frequently advocate to the
Montenegrin government institutions the inclusion of a gender perspective in every aspect of their
activities. The reports of the European Commission and of other external monitoring and evaluation
institutions present useful tools.

The Inclusive policy of the Ministry of Economic Development and the Competitiveness Council towards
the associations of women entrepreneurs presents a very positive step forwards and it should be an
example for promoting the inclusion of other female organizations in decision-making processes in the
labour market, e.g. women labour unions. Raising awareness and mobilisation of women in the labour
market is crucial for achieving improvements in their status.
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