INSTITUTE -‘V’ UNIVERSITY of INFORMATION [=8=] . @
OF ECONOMIC o iy Q @ Sav

TECHNOLOGY and MANAGEMENT |1 ol
in Rzeszow, POLAND | Ekonomicky Ustav SAV
SCIENCES Institute of Economic Research SAS

EKOHOMCKN MHCINTYI]

IDENTIFYING THE CAUSES OF LONG-TERM
UNEMPLOYMENT AMONG WOMEN 50+ IN SERBIA AND
NORTH MACEDONIA:

-Key Findings and Policy Recommendations for North Macedonia-

Project Team

Aleksandra Lozanoska, Institute of Economics-Skopje
Zoran Janevski, Institute of Economics-Skopje
Elizabeta Djambaska, Institute of Economics-Skopje
Irina Piperkova, Institute of Economics-Skopje
Kosovka Ognjenovié, Project Leader, Institute of Economic Sciences
Jovan Zubovi¢, Institute of Economic Sciences
Valentina Vukmirovi¢, Institute of Economic Sciences
Boban Nedeljkovi¢, Institute of Economic Sciences
Ivan Lichner, Ekonomicky tstav SAV
Robert Pater, Wyzsza Szkotalnformatyki i Zarzadzania zsiedziba w Rzeszowie
Miroslav Stefanik, Ekonomicky Gistav SAV
Ewa Gatecka-Burdziak, SGH Warsaw School of Economics
Zuzana Kost'dlova, Ekonomicky ustav SAV

e Skopje, February 2026 e

Acknowledgement. This study is conducted as part of the project “Identifying the causes of long-
term unemployment among older women in Serbia and North Macedonia”. The project is co-financed
by the governments of Czechia, Hungary, Poland and Slovakia through Visegrad Grants from the
International Visegrad Fund. The mission of the fund is to advance ideas for sustainable regional
cooperation in Central Europe.



CONTENTS

1. UBBPIIHO PE3BHMME . ..........ccoiiiiiiii e 5
2. EXECUTIVE SUMMARY .....ccoiiiiiiiiiiieiii e 17
3. INTRODUCGTION.......coiiii e 26
3.1. Background and Rationale ...................cccooiiiiiiiii e 26
3.2. Relevance to regional and European priorities .................cccoociiiiiinicinnn, 30
3.3. Objectives of the ProJect ............cccooiiiiiiiiiiiiiii e 31
3.4. Overview of partner institutions and their role................c...ccccoociiiiniinn, 32
4. METHODOLOGY ....oooiiiiiiiiiiiii s 33
4.1. Description of the research design .................ccocoiiiiiii 33
4.1.1. Qualitative component: focus group discussions (FGS) .............c.cccoeviiinennnn. 33
4.1.2. Quantitative component: structured questionnaire...................ccccceriviiennnn 34
4.2. Ethical considerations ................ccoccoiiiiiiiiiie i 36
4.3. Data collection timeline.................cccccoiiiiiiiii 36
4.4. Limitations and challenges ..................c.ccooooiiiii 37
5. CONTEXTUAL OVERVIEW .......coooiiiiiiiiiiii e 37

5.1. Socioeconomic and demographic profile of older women in North Macedonia 37

5.2. Relevant policy frameworks ...............cccocoiiiiiinii s 39
6. FINDINGS ...ttt b e bbb nenneenne e 40
6.1. Qualitative findings: Focus groups results...............c.ccccooiiiiiiiiininic e 40
6.1.1. Focus group with relevant stakeholders .....................ccooi, 40
6.1.1.1. General labour market conditions for women aged 50+........................... 41
6.1.1.2 Challenges and disadvantages faced by women aged 50+........................ 44
6.1.1.3. Existing policies and support measures ................cccococeiiiiiieniinneenenen 47
6.1.2. Focus group with unemployed women S0+ .................ccooiiiiiii, 50
6.1.2.1. Employment history and previous work experience ....................c.ccceeen. 51
6.1.2.2. Barriers to employment................c.cccooiiiiiiiiini 53
6.1.2.3. SKkills, training, and education ....................cccoociiiiiii 55
6.1.2.4. Personal and family circumstances .................ccccoociiiiiii 57
6.1.2.5. Support from institutions and employers .................ccccociiiiiiiii 58
6.1.2.6. Motivational factors.................cccoooiiiiiiiii s 61
6.1.2.7. Support through active employment measures................c.cccoceeriviennnnennn. 63
6.1.3. Differences and similarities between the Belgrade and Skopje regions.......... 65



6.2 Quantitative findings: Survey results by questionnaire modules ....................... 69

6.2.1. Sample characteristics ...............ccoiiiiiiiii 69
6.2.2. EmMployment RISTOTY...........cccoooiiiiiiiiiiiiiic e 71
6.2.3. Job search challenges.................c.cocoiiiiii 72
6.2.4. Financial and emotional impact of unemployment.......................ccooiiinnnne, 74
6.2.5. Needs for support and further plans.................ccocoi i 74
6.2.6. Assistance for unemployed and active labour market policies ....................... 76
6.2.7. Self-assessment of job interview performance .................ccccooeerviiiiiiniiineenen, 78
6.2.8. Comparative insights between the Belgrade and Skopje regions.................... 79
7. EXAMPLES OF GOOD PRACTICES RELATED TO THE EMPLOYABILITY OF
OLDER WOMEN IN THE SLOVAK AND POLISH LABOUR MARKETS............... 81
7.1. Disadvantaged groups activation — Slovakia ...............c.ccoccoiiii, 81
7.1.1. Slovak labour market ..................cocooiiiiiii 81
7.1.2. Slovak Public Employment Service system ...............ccccocviiiiiiiniiiiciicins 84
7.1.3. Jobseeker management with Public Employment Services............................ 85

7.1.4. Evaluation of the programs and measures with a focus on effectiveness toward

The tArget SrOUP .......ooiiiiiiii s 87
7.1.4.1. Activation WOTKS...........ocooiiiiiiiiii e 87
7.1.4.2. Commuting allowance ................cccocoiiiiiiin 88
7.1.4.3. Regional and local employment.................cc.ccoooiiiiie 89
T 144 RESEATT ... 90
T A4S REPAS ..o 91
7.1.4.6. Work in the school Kitchen...................cc.cooiiiii 92
7.1.4.7. We want to be active on the labour market (50+) ............ccccooiiiiieninnne 93

7.1.5. Concluding COMMENLS .............cccooiiiiiiiiie e 94

7.1.6. Proposal for the integration of good practice support measures into local
labour markets — experiences from Slovakia ...................cccoi, 95

7.2. Examples of good practices related to the employability of older women in the

Polish labour market.................ccooiiiiii 96
7.2.1. Socio-institutional and demographic context..................cccooiiiiiiiiiinne, 96
7.2.2. The Polish Public Employment Services (PSZ) system ...............ccccccoecvvveennnne. 97
7.2.3. Wage subsidies as a potentially key element of labour market policy ............ 98
7.2.4. Evidence from targeted activation practices for older individuals ................. 99



7.2.5. OECD evidence — recommendations for the activation of inactive individuals

........................................................................................................................................ 100
7.2.5.1. General activation MEASUTES ..............ccceviiiiiiiiiiniie e 100
7.2.5.2. Role models and returner programmes ................cccoovriieniienininnsneennens 102
7.2.5.3. Employer awareness and combating age discrimination ....................... 104

7.2.6. Concluding COMMENLS ..............ccoooiiiiiiiiiii s 105

7.2.7. Proposal for the integration of good practice support measures into local

labour markets — experiences from Poland ...................c.ccoooiii, 105

8. CONCLUSIONS AND RECOMMENDATIONS ..o 108

8.1. Interpretation of findings ...............cccoei i 108

8.2. Implications for policy and practice with key recommendations ..................... 110

8.2.1. Measures to support the employability of women aged 50+......................... 110

8.2.2 Enhance motivation and self-confidence to improve the employability of women

AGEA SO ..o 114

8.3. Future research..............cooooiiiiiiiii 117

9. REFERENCES. ..... ..ottt ne e e 118
10 APPENDIX ...ttt sttt ettt b et esbe e e be e naeeebeesree s 124

10.1. Focus groups guidelines ................ccccoiiiiiiiiiiii e 124

10.1.1. Focus group discussion — relevant stakeholders...................cccccooiiniinnnnn, 124

10.1.2. Focus group discussion — unemployed women 50+...................ccooininnnnnn. 126

10.2. Survey qUestionNAIIes ............c.ociviiiiiiiiii 128

103 TADIES ...t 135

10.4. List of stakeholders consulted ..................cccoooiiiiiiii 136

11. ACKNOWLEDGMENTS.......tiiiiiiii ettt sttt nne e beennee s 137



1. U3BPIIIHO PE3UME

L4 Heﬂu Ha npoekmom

I'maBHaTa 1en1 Ha OBa UCTpaKyBame € Ja GopMylinpa IPernopaky 3aCHOBAaHHU BP3 PeJIeBaHTHU
EMIIMPUCKU HAOJU 3a YHAIIPEAyBamke Ha IMOJUTUKUTE HACOYEHHM KOH TELIKO BPaOOTIMBUTE
rpyn#, co nocedeH Gokyc Ha xKeHUTe Ha Bo3pacT oA S0 u nmoBeke roJMHU KOU CE€ COOUYBaaT co
J0JArOpoYHa HEBPAOOTEHOCT, BO KOHTEKCT Ha Ma3apoT Ha TpyA BO CKOICKHOT pPEruoH.
Crynujara omndaka HEKOJIKY KOHKPETHHU LEJIH:

e Jla ce uHMIMpPA ¥ MPOIITA00YN JUjAIIOTOT Mely KIIyYHHTE 3aCETHATH CTPaHH CO Lel
BOCIIOCTaBYBambe IMApTHEPCTBA 3a HMIUICMCHTAllMja HA MPEUIOKCHUTE MEPKH |
3ajaKHyBambe Ha CIIOJCJCHATa OArOBOPHOCT BO CIPABYBAHETO CO COLUjAIHUTE H
€KOHOMCKUTE TIOCIISIUIIN OJ1 Pa3BOjOT HAa pabOTHA CHJIa KOja UMa PEJICBAHTHU 3HACHA
Y BELITHHH.

e Jla ce MOTHUBHpAAT U MOTTHKHAT HEBPAOOTEHHUTE KEHU Ha Bo3pacT oa 50+ roauHu 3a
MOAKTHBHO BKJIYYyBamke BO MPOIECHTE HA Oaparme paboTa, co MITO Ke ce MPHUIOHECE
KOH HAIMUHYBAalk€ Ha CTCPCOTUIINTC U IMIPOMECHA HA NICPUCHIMUTEC 3a HUBHATA yJiora u
KarmaluTeTH Ha 1a3apoT Ha TPYI.

e Jla ce 3royieMu jaBHATa ¥ HHCTUTYIIHOHAIHATA CBECT 3a CIICHU(DUIHUTE MTPEAU3BHIIU CO
KOM CE COOYyBaaTr IMOBO3PACHHUTE KEHU U J1a ce 00e30e/u MOIPIIKA 38 CUCTEMCKO H
KOHTHHYHPAHO MOJ00pyBamke Ha HUBHATA MMO3HIIMja NMPEKY aKTUBHO BKIyYyBambe HA
UCTPAKYBAYKUTE WHCTUTYI[MH, HEBIAJHHUTE OpPraHU3allMd M JPYTH pEICBAHTHH
YUHUTCIIN.

e -+ Jla ce uHTErpHpaaT UCKyCTBa U JOOpHU MPAKTHKH O] JBE 3eMju oj Burerpaackara
rpyna co CIMYHM KapaKTePHCTHKH Ha Ma3apoT Ha TPYHA, CO IeN JOMOJHUTEITHO
YHaIpeayBamke Ha MPEMOPAKUTE BP3 OCHOBA HAa EMIHPUCKU JOKa3H JTOOUEHH TPEKY
AHKETHU HCTpaXXyBamwa U QOKYyC IpyIMH.

[TpoekToT Gelre peanu3upaH co CIOPEIMBH IIEJIM Ha J1Ba JIOKAJIHU Nazapu Ha Tpya — Ckomje
Bo CeBepHa Makenonuja u benrpag Bo Cp6uja. Haonure ykakyBaar Ha U3pa3eHH CIMYHOCTH
BO CTPYKTYpPHHUTE MPEAM3BUIIM IITO ja 3aceraar oBaa rpyrna yYeCHUIM Ha Ma3apoT Ha TPYI.
Boenno, mpoekToT ja HarmacyBa moTpebaTta W MOTEHIMJaIOT 3a YHAIpeayBamke Ha
peruoHanHara copaboTka, 0cOOEHO BO paMKHWTe Ha WHUIMjaTuBara ,,OTBopeH bankan®,
Haco4yeHa KOH mpojasabouyBamk€ Ha HMHCTUTYLIMOHAJIHaTa MOBp3aHOCT. Mako aHanu3zara
npuMapHo ce GoKycupa Ha cocTojouTe Bo CKorije, BKIYYSHH CE U KOMITAPAaTUBHHU COTTIETyBabha
on benrpan co men mojacHO uACHTU(UKYBamke Ha Mpallamara MTO OapaaT MOHATaMOIIHA
HUCTpaAXyBadka U I/IHTepBeHI_[I/Ija BO ITOJIUTUKUTE.

o [lennu epynu

Llennara rpymna Ha MIPOEKTOT ja COUMHYBAAT J0JITOPOYHO HEBPAOOTEHHU KEHH Ha Bo3pacT of 50
u moBeke ToauHW BO CKOICKHOT PETHOH, KOM IPETCTaByBaaT €lIeH O] HajCTPYKTYPHO
paHJIMBUTE CETMEHTH Ha ma3apoT Ha TpyA Bo CeBepHa Makenonuja. Mlako BKynHaTa cTanka Ha
HeBpaOOTEHOCT Kaj JKeHUTe Ha Bo3pacT of 50—64 ronuHu Oenexu onarame BO MOCIETHUTE
TOJIMHH, a/IMUHUCTPAaTUBHUTE MOAATOL MTOKaKyBaaT Jieka OBaa BO3pacHa rpyra 1 oHaTamy €



3HAUUTEIHO 3acTaleHa BO peructpupanara HeBpaboreHOCT. JXenute Ha Bo3pacT on 50+
TOIMHU Y4YECTBYBaaT CO IOBEKE O]l eIHa TPEeTHHA O] BKYMHUOT Opoj perucTpupanu
HeBpaOOTeHH >KEHM Ha HAIMOHAIHO HHUBO, MPH IITO OCOOEHO BHMCOKAa KOHIIGHTpalfja €
3abenexxana Bo Cxonckuor peruoH. Hajuspazen e mnpobireMoT co JODKMHATA Ha
HEBpPAaOOTEHOCTA: MOBEKE O/ YETHPU NMETTUHU OJ PETUCTPUPAHUTE KEHHU BO OBaa BO3pACHA
rpyma ce JO0JIrOpoYHO HEBPaOOTEHH, a MHOTY O]l HUB U MET WM MOBEKe TOJIMHHU, IIITO yHaryBa
Ha Jy1a0b0Ka U JIOJITOTPajHa UCKITYYEHOCT O] Ta3apoT Ha TPYII.

On commo-aeMorpad)cku actekT, cTaHyBa 300p 3a XeTeporeHa rpymna, Ho CO IOBeKe 3aeTHHUKU
parnmuBocTH. [lorosieMHOT el WMaar CpeaHO WM IOHHCKO HHMBO Ha oOpa3oBaHuE, a
3HAYUTEIICH MPOIEHT MOCeIyBa 3aCTapCHHU KBaTU(UKAIIMU U BEIITUHU KOU HE OAroBapaar Ha
aKTyeTHHTE Oapama Ha Ma3apoT Ha TPyA. MHOTY Ol HUB UMaar MPETXO0IHO pabOTHO UCKYCTBO,
HAjUYeCTO BO MOHUCKOKBAIM(DUKYBaHU 3aHMMama. Cerak, MpojoJDKeHaTa HEeBpaOOTCHOCT ja
ocnabHyBa HHMBHATa MOBP3aHOCT CO IMAa3apoT Ha TPy, ja HamajayBa camojpoBepOara W ro
OrpaHUu4yBa MPHUCTANOT 10 MPO(HECUOHATHA MPEXKH.

CeMmejHuTe OOBpPCKM HMMaarT IEHTpajdHa yiIora BO OOJMKYBaHKETO HAa HHUBHUTE paOOTHU
TpPaeKTOpUH. 3HAYUTEIICH JIeJ O]l OBHE KEHU 00e30eyBaar HerlaTeHa TprKa 3a Jiela, BHYIIH,
MOCTapy POAUTENN WU compyKHUIM. OBHE OOBPCKM 3a TpHXa, BO KOMOMHalHUja cO
3[PaBCTBCHH OTPaHUYyBarba MOBP3aHU CO BO3PACTa, ja HaMalyBaaT HHUBHATA JIOCTAITHOCT 32
MOJIHO paboOTHO BpeMe WIH 3a mnoMalky ¢uekcuOunaure (GopmMu Ha BpaboTyBame.
TpaauioHaIHUTE POIOBH HOPMH JIOTIONTHUTEIIHO TH 3aI[BPCTYBaaT OYCKyBambara KCHHUTE J1a
I'H CTaBaT CEMEjHUTe OOBPCKHU MpeJ IUlaTeHara padoTa, IITO Pe3ylTHpa CO NMPEKUHU BO
KapuepaTa 1 HaMaJeH KOHTHHYUTET Ha BpaboTyBame BO TEKOT Ha JKUBOTHHOT ITUKITYC.

On ICHUXOJIOIIKK acleKT, JIOJrOpoYHaTa HEeBpaOOTEHOCT MMa 3HayajHU nocienuiu. MHory
’KEHU TpHjaByBaaT HaMaJieHa caMoJI0BepOa, 3roJeMeH CTpec, COolMjaliHa U30Jalrja U naj Ha
MOTHBallMjaTa MOpaad IOBTOPEHU HEyCIEeIIHU o0uau 3a BpaboTyBame. CrepeoTunure
MOBP3aHU CO BO3pacTa M MeplenupaHara AUCKpUMHHALMjAa BO MPOLIECUTE Ha BpaOOTyBame
JOMOJHUTEIHO T'M  3acWiyBaaT 4yBCTBaTa Ha MapruHaiamszanuja. crospemeHo,
HCTPaXXyBambeTO MOKaXyBa JIeKa MOTHBaIMjaTa 3a padoTa OCTaHyBa BHCOKA: TOBEKETO KEHU
jacHO ja u3pasyBaaTr cBojara ompenesnda 3a BpaOOTyBame HAMECTO KOPUCTEHE COLMjaTHa
MOMOII U ja IyiefaaT paborara HE caMO Kako M3BOp Ha MPUXON, TYKy M Kako Har KOH
JOCTOUHCTBO, HE3aBUCHOCT U CUTYPHOCT BO OJIHOC Ha MEH3UCKUTE MpaBa.

Bo nenuna, nonropouno HeBpaboTeHuTe xeHu Haa S0 roquHu Bo CKoIIje MpeTcTaByBaar rpymna
CO 3HAYajHO )KMBOTHO MCKYCTBO, U3PKIIMBOCT U HEJOBOITHO UCKOPUCTEH moTeHImjal. Cernak,
HUBHATa WCKIYYEHOCT O MazapoT Ha TPYA € pe3ylTar Ha MeryceOHOTO [1€jCTBYBame Ha
CTPYKTYpHH OapuepH, HeCOBMarame Ha BEIITHHUTE CO MoOapyBadkara, OOBPCKH 3a TpHXKa,
3IPaBCTBEHH OTpPaHUYyBamkha M WHCTUTYIHMOHAIHU cliabocTu. [lomoOpyBameTro Ha HHUBHaTa
coctojba 6apa TapreTupaHu, BO3PACTHO CEH3UTHUBHU U POJOBO OJATOBOPHHU MHTEPBEHIIUU KOU
HMCTOBPEMEHO K€ UM ja 3ajakHaT BpabOTIMBOCTa, K€ UM ja OOHOBaT caMojoBepbara u ke TH
MpHUCTIOCcO0aT Ma3apHUTE MEXaHU3MHU Ha HUBHHUTE CHIEU(MUIHH MOTPEOH U OKOIHOCTH.



o  Memooonowxu npucman

HcTpaxyBameTo ce TeMenu Ha kKomOuHupan (mixed-methods) uctpakyBauku 1u3ajH, KOj TH
o0eMHyBa KBaJIMTaTUBHUOT M KBAaHTUTATUBHMOT IIpHCTal co Lesd jga ce omndarar u
CTPYKTYpHUTE IMMEH3MM M JMYHUTE HCKYCTBa HAa JOJITOPOYHO HEBPAOOTEHHTE >KEHU Ha
Bo3pact oxa 50+ rogunu Bo CkorckuoT pernod. OBOj mpHUcTan 0BO3MOXXH TPHAHTYJalKja Ha
HAOJUTE M [JOIOJHUTEIHO ja 3ajakHyBa BaJMJHOCTA Ha 3aKIy4OLMTE M IIPENOpaKkuTe 3a
TIOJTUTHKH.

KBanmratuBHaTa koMoHeHTa omndaka nse ¢okyc rpymnu. [IpBara ¢okyc rpyma ru BKIydyBa
KITyYHHTE 3aCErHATH CTPaHH, Mel'y KOM NPETCTABHUIIM HA jaBHU MHCTUTYIMH, ATCHIIMjaTa 32
BpabOTyBame, HEBIAJUHHA OpraHU3alluu, padoToNaBayu M IeHTpHU 3a 00yku. HejzuHara men
Oele 1a TM UCTPAKU WHCTUTYLIMOHATHUTE TIEPCIICKTHBH BO OJTHOC HA COCTOjOMTE HA 1Ma3apoT
Ha TPYyH, CTPYKTYpHHUTE Oapuepu, €PEKTHBHOCTA HA IOCTOJHUTE IOJUTHKH M MOXHHTE
pemennja. Bropara ¢oxyc rpymna Oemie peanuzupana co HEBpaOOTEHH KXEHHM Ha BO3PAacCT O]
50+ romuan ox CKOICKUOT peruoH. [Ipeky momycTpykTyprpaHa TUcKycrja 0ea aHaIu3upaHu
HUBHHUTE pabOTHH OWorpaduu, MEepPUUITUPAHUTE MPEUYKH MPU BpabOTyBame, HEJAOCTUIOT Ha
BCIITUHU, MOTHBAIUCKUTE (HAKTOPH, HCKyCTBAaTa CO WHCTUTYIIMOHAIHA TMOAJPIIKA H
OYCKYyBamaTa BO OJHOC HAa HMJIHOTO BpabOTyBame. KBaIUTATHMBHUOT IMPHCTAll OBO3MOXKH
MoI1a00K0 COTJICyBamkhe Ha TICUXOJOIIKUTE, COIMjATHUTE M KYJATYPHUTE aCIeKTH KOU He
MOJKaT LIEJIOCHO JIa ce Omdarat co CTATUCTUYKH TTOAATOIIH.

KBaHTHTaTHBHAaTa KOMIOHEHTA CE 3aCHOBAIIIE HA CTPYKTYPUPAH MPALIATHUK CIPOBEICH Mery
HeBpaOOTeHH >keHHW Ha Bo3pacT oA 50 u mnoBeke roguHu Bo CkonckuoT pervoH. Co
NpallaTHUKOT ce MmpuOpaa MOJATOIM 32  COLMO-JIeMOrpa)CKUTe KapaKTEepUCTHKH,
o0pa3oBHaTa CTPYKTypa, paboTHAaTa UCTOPHU]a, JOJDKHMHATA HAa HEBPAOOTEHOCTA, OJTHECYBABETO
npu Oapame paboTa, y4eCTBOTO BO OOYKH, KOPUCTEHETO MHCTUTYIIMOHAIHH YCIIYTH, Kako U
(¢uHAHCUCKUTE W EMOLMOHAIHUTE MOCIEIUIM O HpOoJoJDKeHaTa HeBpaOOTEHOCT.
JIOTIOJTHUTETHO, MPAMIAIHUKOT TH HWCHUTYBAIlle MOTHBAIMCKUTE (haKTOpH, mpedepupaHuTe
¢dopMu Ha BpabOTyBame M NEPUUIHMPAHUTE MOTpeOM O] MoAJpIIKa. 3a oOpaboTka Ha
MOJIATOIUTE Oellie MPUMEHeTa IECKPUIITUBHA CTATHCTUYKA aHAIM3a CO LeNT NACHTU(UKYBAbE
Ha KJIIYYHUTE TPEHIOBU M 00paciy BO MPUMEPOKOT.

[Ipubupamero Ha momaronurte Oemie peanu3upaHo BO copaboTka co AreHIMjaTta 3a
BpaboTyBame Ha CeBepHa MakenoHMja, KOja OBO3MOXKM IpHUCTal A0 PETHCTPUpPAHHUTE
HeBpaOOTEeHH KEHH MTPEKY MOTHUBALIUCKH 00yKH. JlononHuTe HO, 0ea BOCIOCTAaBEeHH KOHTAKTH
CO HEBJIA/IMHU OpraHU3aluy U 6ea UCKOPUCTEHH He(POPMAaTHU MPEXH CO 1] 3T0JIEMYBabE Ha
orndarorT Ha UCTUTAHHYKUTE. Mako KOHEYHHOT MPHUMEPOK Oelle pPeJaTHBHO OTPAHWYEH TI0
o0eM, KOMOMHUPAHNUTE KBAIUTAaTUBHU M KBAaHTUTATUBHU JI0Ka3u 00e30eqyBaar ceorndarHa U
KOH3UCTEHTHA CJIMKa 3a MMO03UIfjaTa Ha JOJITOPOYHO HEBpaOOTEHUTE KEeHU Ha Bo3pacT o1 S0+
TOJMHY Ha Ma3apoT Ha TPy BO CKOIICKUOT PETHOH.

CeBKyIIHO, METOJIOJIOIIKMOT TpUcTan Oelle KOHLUMIMpAH Taka INTO T HHTErpupa
CTAaTUCTUYKUTE TOJATOIM, WHCTUTYLIMOHAIIHUTE COTJIelyBakhba W JIMYHUTE HapaTHBH,
00e30emyBajKy IPENopakuTe Ha CTy/ArjaTa 1a OuaT 3aCHOBAHU U HA EMITUPUCKH JIOKa3W U Ha
peallHUTe UCKYCTBA Ha IeJIHATa TPyTIa.



o Knyunu naoou

Wmajku ja mpeaBu MpuMeHaTa Ha KOMIUIEMEHTApPHU MCTPaXXyBayKH METOIHM BO PAMKHTE Ha
oBaa ctyauja (CTaTUCTHYKA aHaIK3a, JUCKYCHH BO (DOKYC TPyNH M aHKETHO HCTPAKYBambe),
NOOMEHUTE PE3yITaTH OBO3MOXKYBAaT ceorndaTHO pa3dbupame Ha MPOOIEMOT Ha IOJITOpOYHATA
HEBPaOOTEHOCT Kaj KeHUTe Ha Bo3pacT o1 S0+ ronuuu Bo CKOMCKHOT peruoH. Bp3 ocHoBa Ha
WHTECTPUPAHUTE EMITUPUCKH JTOKA3H, CE U3/IBOjyBAaT HEKOJIKY CYIITHHCKU HAO M KOU HajjacHO
ja OTCIUKyBaaT CTPYKTypHATa MPUPOA Ha OBOj TPOOIIEM.

Kityunure Haoau ce Mpe3eHTUpaHU BO NPOIOJIKEHHE:

Kayunun naoaun Metoa Ha yTBpAYBame
Honzopounama nespadomenocm kaj scenume 50+ e AJIMUHUCTpPaTHUBHU
umMa cmpyKmypeH, a He npuepemeH Kapakmep. nogatouy/CTaTUCTUYKY OAATOLH
e Xenure Ha Bo3pacT ox 50+ ronuHu e Dokyc rpymna co peiaeBaHTHU
MIpeTCTaByBaaT HECPA3MEPHO BUCOK Y€ BO YHUHUTEIH
BKYITHaTa JOJITOPOYHA HEBPAOOTEHOCT BO o [lpamannux

CKOINCKHOT PErHOH.

e Han 80% ox perucrpupanure XeHU Of 0Baa
BO3pacHa rpyma ce JoJIrOpoYHO HeBpaOOTEeHH, a
52,6% ox aHKETHpaHUTE KEeHU ce HeBpabOTEHH
MOBEKE O] YETHPH TOANHHU.

e 3acerHaTuTe CTPaHU IIOCOYMja JIEKa BaKBaTa
cocToj0a e MoBp3aHa co EKOHOMCKaTa
TpaH3UIINja, 3aTBOPALETO HA TIPETIpHjaTHja U
CTPYKTypHaTa HEyCOIJIaceHOCT IIOMEry
MOHyJaTa ¥ nodapyBaykaTa Ha 11a3apoT Ha

TPYI.
Momueayujama 3a paboma ocmanyea ucoxka u e ®Dokyc rpymna co HeBpaOOTEHH KEHH
HOKpaj npooodicenama UCKAYUeHOCH 00 nA3apom Ha Haj 50 ronuHN

mpyo. [Tpamanank

e [loronemwuor nen ox xenure (78,9%)
NPETHOYHTAAT TIATa HAMECTO COIHjaTHa
TIOMOIII.

e duHaHCHCKATa HE3aBUCHOCT, CUTYPHOCTA BO
OJTHOC Ha TICH3MCKHUTE MPaBa U YyBCTBOTO HA
JIOCTOMHCTBO MPETCTABYBAAT CHITHH
MOTHBAIUCKH (DAKTOPH.

e Kenwure uspasyaar xeida ja OCTaHAT
COIIMjaJTHO aKTUBHU M €KOHOMCKH HE3aBHCHHU.

e JlonropouyHaTa HeBpaOOTEHOCT J0BEA 10
HaMayBame Ha camogoBepOara (27%),
3rosieMeH ctpec (22,9%) u comujanHa
nzonanyja (19,3%).




Bo3pacnama ouckpumunayuja u nepyunupanama
HenpasuyHocm 60 npouecume Ha epadomyesarse ja
nomkonysaam camooogepoama.

UcTpaxyBamero nokaxysa aeka 36,1% ox
HNCIUTAaHUYKUTE CMETAaT JIeKa BO3pacTa
IIPETCTaByBa MIPeUKa 3a BpaOOTyBambe.
22,9% npujaByBaat 4ecTH 010MBaka MPH
arTUIHpame 3a padora.

37% BepyBaaT eKa TMIHUTE BPCKH Ce
MpecyIHH NpU BpaObOTyBambe.

Xennre onuiryBaar Jeka 4ecTo ce
HNEPLUUIIUPAHU KAKO ,,[IPEMHOTY CTapu‘‘ WU
KaKo ,,u3ry0eHa MHBECTHILIHja“ .

OBue BCKyCTBa TOTIOTHUTETHO ja 3aCHiTyBaatT
HejoBepOaTa v JOBEAYBaaT 10 MICUXOJIOLIKO
MOBJICKYBab-€ O N1a3apoT Ha TPYI.

®dokyc rpymna co HeBpaOOTCHH KEHH
"ax 50 romuHU

®dokyc rpyna co peieBaHTHU
YUHATEN

IIpamanauk

Heoocmuzom na eewsmunu e pesynmam na
0Zpanuyer npucman, a He Ha HenOO2ZOMeEEeHOCH.

74% on KeHuTe He moceTyBaie o0yka BO
MOCJICAHUTE ABC TOAWHU, ITIABHO ITOpaan
HEJOCTUT Ha WH(pOpMANNU 1 PUHAHCUCKU
OTpaHNYyBamba.

Peuncu 39% uszpasuie uaTepec 3a 00yKu BO
06HaCTa Ha JUTNTAJIHUTC BEIITHUHU U CTPAHCKHU
Jja3HIIH.

Xenwnre ru nmpemno3naBaaT Gapamara Ha
1a3apoT Ha TPy, HO HEMaaT CTPYKTypHpaH
KOHTHUHYMUPAH IIPUCTAI O JOKUBOTHO YUCH-E.

®okyc rpymna co HeBpaOOTEHH KEHH
"aza 50 roguHU
IIpamanauk

Oob6pckume 3a zpuricama 3a Opy2u 1una u
30pascmeeHume 0ZpAHUUYBAILA 20 0OIUKYBAAM
00Hecysaremo Ha nazapom Ha mpyo.

65% op >)KEHUTE ce TPUXKaT 3a YWICHOBH HA
JIOMaKHHCTBOTO.

37,3% ja moco4yBaat rpmxaTa 3a CeMejCTBOTO
KaKo Tpeyka npu 6apame padoTa.

44% HaBeqyBaat 3ApaBCTBEHH MPOOIEMHU KaKO
MpUYUHA 32 HEBPaOOTEHOCT.
TpaguiioHATHUTE POJIOBH YIIOTH U TIOHATAMY
BJIMjaaT Bp3 KOHTUHYUTETOT Ha BPaOOTYBaHETO
Y TIOJITOTBEHOCTA 3a NpHudakame padoTa.

®dokyc rpyna co HeBpaOOTEHH KEHH
gaza 50 roguHU
[Ipamanuux

Hucmumyyuonannuom ongham e nedogonen u cnaoo
mapzemupan.

73% oJ1 ’KEHUTE HE KOPHUCTENE YCIYTH Ha
AreHnujara 3a BpaboTyBame BO U3MHHATATA
roJIMHA.

l'onem nen on sxennTe noOuBaaT HHPpOpPMAUN
npeky HeopMaTHi KaHAIIH.

Haxo mocrojaT akTUBHM MEPKH Ha Ma3apoT Ha
TPy, THE HE ce CreluMUIHO MTPUCTIOCOOCHH
Ha noTpeduTe Ha xeHuTe 50+.
KomyHukaiujara co oaa IieJiHa Ipyrna u
WHIWBUAYATU3UPAHUOT IIPUCTAIl OCTAaHyBaat
OrpaHNYCHH.

®DoKyc rpymna co peleBaHTHU
YUHUTENIN
Ipamanauk




Emoyuonannume u ncuxonowiKume nocieouyu
00NOJIHUMENHO ja nPoonadouysaam ucKiyueHocma.

e  DHUHAHCHCKUTE TEIIKOTHUH CE€ ITUPOKO
pacnpocTpaHeTy (PeYHcH IMOJIOBHHA O
WCTIUTAaHWYKUTE NIPHjaByBaaT CEPUO3HH
(hMHAHCHUCKH TIPOOIIeMN).

e Hawmanenara camonoBep0a, CTpecoT u
colljajHaTa U30Jalyja ja HamaryBaar
HCTpPajHOCTA IIpH Oapame padboTa.

e [loBTopenuTe 010MBamka cO3AaBaaT
00ecxpabpeHOCT M BHATPEITHA HECUTYPHOCT.

®okyc rpymna co HeBpaOOTEHH KEHH
"ax 50 romuHU
IIpamanank

Ilocmojam uspazenu npegepenyuu 3a cmadunno u
dnexcubunno epabomyearse.

e 50% mpeTnoynTaaT MOJIHO pabOTHO BpeMe,
nozaeka 30,6% mpeTrnounTaaT CKpaTeHO
paboTHO Bpeme.

o  DnekcHOWIHOCTA, CUTYPHHUTE TOTOBOPH H
MPUCTOJHUTE YCIIOBH 3a paboTa ce 0J] KITy4YHO
3HaYCH-E.

e Paborara oj najeunHa BO HajTOJIEM JET Ce
ot(pIa, HajBEPOjaTHO MTOPATU HUCKO HUBO Ha
JUTUTAJIHU BCIITUHU.

®okyc rpymna co HeBpaOOTEHH KEHH
Hazx 50 ronuHu
IIpamanauk

Camospabomyesarbemo ce nepyunupa KaKo
MOMCHOCH, HO € 02DAHUYEHO 00 PeanHu nPeUKuU.

e Enna TpeTuHa pa3MuUCITyBalie 3a 3all0YHYBabE
COTICTBEH OM3HHC, HO OWJIe OTpaHIYEHH O
HEJI0CTHUT Ha (pMHAHCUCKU cpezcTBa (36,1%),
sHaewe (13,3%) u camogoBepoa (12%).

o HedopmanauTe BemTnHu (padHo U3padOTEHH
MPOU3BOJIH, TOTBEHE, IIHEHE, IPUKa)
OCTaHyBaaT HEJIOBOJIHO MPENO3HACHH U
HWHCTUTYIIMOHAJIHO NOAJPKaHH.

®dokyc rpyna co HeBpaOOTEHH KEHH
"aza 50 roguHU

@DoKyc rpymna co peleBaHTHU
YUHUTCIN

IIpamanauk

IIpoonemom e nosexkedumenzuonanen u oapa
UHmMeEpPeeHUUja 00 NoeeKe CeKmopu.
Hckmyyenocra Ha )xerure 50+ o ma3apot Ha TPy
MPOU3JIETyBa 0] MEeI'YCEOHOTO JICjCTBYBahE Ha:

e CTpyKTypHU €KOHOMCKHU IIPOMEHHU

e Ponosu HOpMU

e BospacHa nucKkpUMUHAIU]a

e HecoBmnarame Ha BEIITHHUTE CO

nobapyBavkaTa

e (OOBpCKH 3a rprKa OKOIY IPYTH JIUIA

e VIHCTUTYLMOHAIHHU OIpaHUYYBaba
CranyBa 300p He 32 HETIOATOTBEHOCT Ha JKEHUTE J1a
pabotaT, TyKy 3a CHCTEMCKH Oapuepu H HeJIOBOJIHO
TapreTUPaHy MOJUTHKH.

®dokyc rpymna co HeBpaOOTEHH KEHH
gaza 50 roguHU

®DoKyc rpyna co peJieBaHTHU
YUHUTENN

[Ipamanuux

Heoosonna oocmannocm na yciyzu 3a epadomyearve
CREUUjaIHOo OU3AJHUPAHU 34 ROBO3PACHU JHCEHU.

e JlonropouHo HEBPaOOTEHUTE KEHU HA BO3PACT
on 50+ He ce TpeTHpaar Kako NPUOPUTETHA
MOJTrPyTa BO paMKUTE Ha MOIIUPOKATa
KaTeropuja TEeIIKko BpabOTIMBY JIMNA MTPH
CIIPOBE/TyBaHETO HA MEPKUTE 32 IOJPIIKA Ha
BpaOOTYBamkETO.

®dokyc rpyna co HeBpaOOTEHH KEHH
Hazx 50 ronuHn

®DoKyc rpymna co peJieBaHTHU
YUHUTEIN

Ipamanauk

PeneBanTHN HaIIMOHAITHU
JIOKYMEHTH U CTPaTeTuu
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e [Ipenopaku u npumepu Ha 00OpU NPAKMUKU

[Ipennoxxenure mpenopaku ce (OPMYIHPAHU BpP3 OCHOBA Ha HAOAUTE JOOMEHU IPEKY
NPUMEHETHTE UCTPAXYBaYKH METOIM, KAKO U BP3 OCHOBA HA COIVIEAYyBambaTa MPOU3JIC3EHH O]l
TpKajie3Hara Maca U paborwinHunara onpxanu Bo Ckomje. Pabotmnmaumara Oere
OpraHM3MpaHa co IEJI 1a CE OBO3MOXKH pa3MeHa Ha 3Haekha U IPUMEPH Ha 100pU NPAKTUKU 3a
yHampeyBame Ha MOKHOCTHUTE 3a BpaOoTyBam-e Ha IOBO3PACHH KEHHU Ha Na3apuTe Ha TPYA BO
CnoBauka u Iloscka, co JONOMHUTEIHN OCBPTH peneBaHTHU 3a CeBepHa MakeioHuja.

a) Bp3 ocnosa na ucmpasicysarwemo cnpogedeno npeky ankemama u ¢ooxyc epynume, 3eMajru
2u npedsud cneyugpuyHocmume Ha nokaanuom naszap ua mpyo 6o Ckonje, 6o Cesepna

Maxeoonuja.
IIpenopaku BkiyueHu cTtpaHu
e BosenyBame moceOeH MakeT MEPKH 3a XKEeHH e Biaga, Arennuja 3a
50+ roguHM BO paMKH Ha MOJIUTUKUTE 32 BpaboOTyBame, pejeBaHTHH
BpabOTyBame U POIOBa €THAKBOCT, CO jaCHO WHCTHTYIIHU.

JIe(UHUPAHU KPUTEPUYMH, IETTH U MEXaHU3MH
32 MOHMTOPUHT (BpaOOTyBame, 3aBPILICHU
00yKH, 3a7]p)KyBamke Ha paboTa).

e Arenmujara 3a BpaboTyBame Tpeba 1a BoBee e Brana, Arennuja 3a
CTPYKTypHpaHa MOATOTBHUTENHA (a3a mpej BpaboTyBame
BKITy4yBame Ha HeBpaOoTeHH skeHn S0+ BO
aKTHBHHUTE MEPKH HA 1Ma3apoT Ha Tpya. OBaa
¢aza Tpeba na ondaTy WHAUBHIyaTHA
IMPOLCHKA HAa BCHITUHUTE, MOTI/IBaHI/Ij aTa u
HIO/ITOTBEHOCTA, KaKo U ceornaTHO
UH()OpPMHUpPaAHE 32 TOCTAITHATE MEPKH,
BKIIYYUTCIIHO HUBHUTEC LCJIU, KPUTCPUYMHU 3a
YUECTBO, 0OBPCKH, BpEMETpaeHe, OUeKyBaHN
pe3yiITaTu M MOTEHIINjaTHA TIPHI00UBKH, CO
e ja ce 00e30eau THPOPMUPAHO YIECTBO U
norosieMa e()UKacHOCT Ha ITPOTPAMUTE.

e Arenmujara 3a BpaboTyBame Tpeda 11a ja e Bnana, Arennuja 3a
3ajakHe copaboTkara co CTomaHckaTa kKomopa u BpabotyBame, CTonancka
Opranu3aijara Ha paO0TOIaBauX, UMajKH IO koMopa, Opranuzaiiyja Ha
MPEIBU/] HSJ3MHOTO 3HAYajHO BJIMjaHUE BP3 paboTonaBaun

pa0oTomaBaunTe ¥ HEJ3MHUOT KallalUTeT 32
IMOTTUKHYBalkh€ UHKITY3MBHU IMPAKTHUKW HA
BpaboTyBame. BakBara copaboTka Moxe f1a
npuaoHEeCe KOH Kpenpame ¥ IpoMoLIdja Ha
TapreTUpaHy MOJUTHKHU 3a BpabOTyBame Ha
’KEHH Ha Bo3pacT of 50 u moBeKe rOANHH.

e [IpommpyBame Ha jaBHO (PMHAHCHPAHH, KPATKH e Buana, iokanHa camoymnpasa,
Y MPaKTUYHK OOYKH MpHUJIarofeHu Ha sxeHu 50+ AreHnyja 3a BpaOoTyBame,
(III/II‘I/ITaJIHa IIMCMCHOCT, OCHOBHHU PEICBAaHTHAU MHCTUTYIUH.

KOMIIjYTEPCKH MPOTpaMu, OHJIAjH
KOMYHHKAIIH]ja, YCIYTH 32 KOPUCHUIIH,
cepTudUKaTH 3a HETYBaTEJICTBO, OCHOBH Ha
CTPAHCKH ja3WIH), peallu3upaHy JIOKAIHO U CO
(utekcuOmIIeH pacope/.
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TTomnpmika Ha Gopmanm3ayja Ha THITHYHA
aKTUBHOCTH Ha jkeHu 50+ (HeryBarencTso,
YHUCTEHE, TOTBEHE, PAKOTBOPOH, JOMAIIHO
MIPOM3BOJICTBO HA XpaHa) IMPEKy
MOEIHOCTABEHU MPOLETYPH, MUKPO-
JHULEHIUpambe U HaMaJICHH aIMUHUCTPaTHBHU
Oapuepu.

Bmana, Arenmija 3a
BpaboTyBame, MUHHCTEPCTBO
3a oOpazoBanue, LlenTpu 3a
JIO’KHBOTHO yUCHE.

3ajakHyBame Ha HH(GPACTPYKTypara 3a rprmxa
(mocTamHu yCIyTH 3a CTapy JIMIA, THEBHU
LEHTPH, 3a€IHUYKA TPHUXKa) CO 1Ie] HaMalyBarhe
Ha HEeIUIaTeHara Tprka Koja To OrpaHHIyBa
BpabOTyBamETO.

Binaga, MunuctepcTBo 3a
COIIMjajTHa TTOTUTHKA,

JemMorpaduja U Miaau, JoKaIHa
caMoyTIpaBa.

BoBenyBame 1 CHCTEMCKO MTPOIINPYBabE HA
BO3PACTHO U POJJOBO CEH3UTHBHU CyOBEHIINU 3a
IUTIaTH W/WITA JTAaHOYHU OJIECHYBambha 3a
paboTomaBaun Kou BpabOTyBaaT OITOPOIHO
HeBpaOOTeHH JkeHU Ha Bo3pacT of 50+, co
yTBpJICHAa MUHUMAJTHA JIOJDKUHA Ha IOTOBOPOT
1 00e30e/1eH! PUCTOjHY YCIIOBH 32 paboTa
(dpopmanen noroBop u pefoBHA yIjiara Ha
COIIM]jAJTHU NIPUJIOHECH).

Brnana, Arenmuja 3a
BpaboTyBame, paboToIaBaYH.

BoBenyBame prHAHCHCKN MEXaHU3MH 32
HOJUIPIIKA Ha IPUJIATOICHH YCITYTH 32
nocpelyBame MpH BpadOoTyBambe, KOM Ke TH
HOBP3AaT XMBOTHHUTE BEIITHHHU U paOOTHOTO
HCKYCTBO Ha )KCHHUTE CO KOHKPETHHTE MOTPeOn
Ha paboToAaBavYHTE.

Brnanma, Arenmuja 3a
BpaboTyBame, paboToaBadn.

HuTerpupame Ha MEXaHU3MHU 3a CIIPEYyBabe U
CaHKLMOHHUpamke Ha JUCKPUMUHAILIN]jaTa BO
MOJIMTUKHUTE 32 BPabOTyBambe, BKIIyYUTEIHO U
KaMTamky 32 HHKJIy3H1ja 110 OCHOB Ha BO3pacT U
HACOKH 3a paboTOAaBauuTe 3a MPUIAroAyBambe
Ha pabOTHHUTE MecTa Ha IOBO3PACHH
pabOTHUIIY U JIWIIA CO 3[PABCTBEHU
OTpaHNYyBamba.

Brnana, Areniuja 3a
BpaboTyBame, paboToaBayn.

O06e30enyBame HHTErpUpaHa (prHaHCHCKA U
He(HrHAHCHCKA MTOIPIIKA 32
caMOBpabOTyBambe, IPeKy KOMOMHHUpame Ha
TPaHTOBH W/WITY NTOBOJHU KPEIUTHU CO
MEHTOPCTBO, MOIPIIKA ITPU H3padOTKa Ha
OWM3HHUC-TIIaH, MAPKETUHT MOIPIIKA 1
MOEHOCTABEHU a]MHHUCTPATUBHH MPOIIETYPH.

Arennuja 3a BpaboTyBame,
pEJIeBaHTHU 3aCeTHATH CTPAHHU.

BoBenyBame crienujani3upaH CUCTEM Ha
WHIMBUIYaJIHO BOCH-E HA cIy4aj (case-
management) 3a xeHu 50+, mpexy
Ha3HAYyBame MOCCOHN COBETHHUIIM MIIH
KOHTaKT-TOYKH, CO KOMOMHHpambe Ha MPOICHKA
Ha BpaOOTIIMBOCTA, 3ajaKHYBahE HA
camojioBepOara u aehUHUPAhEe PEATUCTHIHH
HaTeKH KOH BpabOTyBambe.

AreHiyja 3a BpaOoTyBame.

[lonoOpyBame Ha KOMyHHKaLMjaTa 1
TepeHCKUOT omdar npeky penosan CMC/e-
TOIITa N3BECTYBamba 3a CII000AHU PaOOTHU
MECTa U MOKHOCTH 3a 00yKa, Kako

AreHiyja 3a BpaOoTyBame.

12




MPOIIUPYBahE HA TUPEKTHUTE aKTHBHOCTH BO
3aeqHUIATa (cpendu BO Malli TPYITH, IIOCETH BO
PYpaJIHU CPEAMHU, MOOWIHU THMOBH).

IToBp3yBare Ha OOYKHUTE CO KOHKPETHU
c1000aHY PabOTHU MecTa MPEeKy MapTHepCTBa
co paboToaBa4u M MOJIEIH ,,00y4H U
BpaboTH™, co 1e)1 o0ykaTa Jia Ouje MPaKTHIHO
HAacoueHa U TIUPEKTHO J1a BOIU KOH
BpaboTyBame, HAMECTO Jia OCTaHEe OIIITA U
TEOpeTcKa.

Areninuja 3a BpaboTyBambe,
paboTomaBayvm.

O06e30enyBame MOArOTOBKA 38 HHTEPB]Y U
COBETYyBame 3a Oapame paboTa MPUIIarofeHo Ha
MOBO3PACHHM XKCHH (33jaKHYBambE Ha
camozoBepbaTa, AUTHTATHO Oaparme padoTa,
nojpIiKa mpu u3paborka Ha CV), Kako u
BKJIy4yBarbe MOTHBALIMCKH CECHU KaKO
KOHTUHYyHUpaHa IIOAJPIIKA, a HE KaKO
€THOKPATHU aKTHBHOCTH.

Arenimja 3a BpaboTyBame.

[IporrpyBame Ha COBETOAABHATA MOAPIIKA 32
caMoBpa0OTyBamE MPEKy MPaKTUIHA
aJIMAHICTPATUBHA TIOMOII (pETUCTpalyja,
JIaHOLIH, YCOITIACEHOCT CO MPOIIKCH), KaKO U
yIaTyBambe KOH MEHTOPCKU MPEKH U JIOKaTHH
LEHTPH 32 NOAIpPIIKA Ha OU3HHC.

Arennuja 3a BpaboTyBame,
paboTromaBauu, peleBaHTHH
3acerHaTH CTPaHHU.

JenyBame Ha HHCTUTYLIMUTE KaKO TOBEPIUBH
HOCPE/IHUIIN 3 J1a CE JI0jJe 10 HEaKTUBHH U
TEIIKO JOCTAITHU >K€HU (0COOCHO O] pypasiHU
cpeauHu, Anbanku U PoMkn), mpeky
00e30e1yBambe MEHTOPCTBO, TPYITH 332 BPCHUYKA
HOJIPIIKA U TIPHAPYKOA IIPH KOPUCTEHE
WHCTUTYIIMOHAITHH YCITYTH.

Areniuja 3a BpaboTyBambe,
HEBJIaIHH CEKTOP.

CnpoBesyBame Ha IPOrpaMH 3a 33jaKHYBambe
KOM OM ce peain3upale BO 3ae/IHUIATA, a KO
KOMOWHHMpaaT OCHOBH Ha JIATUTATTHH BEIITHHY,
MEKH BEUITHHH, TICHXOJIOIIKA MOJJIPIIKA U
UH(OpMAIMH 32 JOCTATHUTE aKTUBHH MEPKH
Ha 11a3apoT Ha TPY..

Arennuja 3a BpaboTyBambe,
HEBJIaJIMH CEKTOP, JIOKaIHA
caMmoyIpana.

ITonapiika Ha IPU3HABAKETO HA
He(OPMATHUTE BENITUHH MPEKY MUKPO-
KBaJM(PUKALIMK U CTEKHYBah-€ Ha CepTU(HUKATH
(HeryBaresncTBo, FOTBEHE, YHCTEHE,
pakoTBOpPOM), KAKO ¥ ITOMOIII 33 TIPHUCTAI JI0
naszapu (caemMH, IOCPEAHUIH 33 OHJIAjH
npofaxoa, 3a1pyru).

Arennuja 3a BpaboTyBambe,
HEBJIaJIMH CEKTOP, JIOKAJIHA
camoyImpasa, IIEHTPH 3a 00yKa.

IIpuMeHa Ha BO3pacTHO-UHKITY3UBHHU ITPAKTUKH
npy BpaboTyBame (OTCTPaHYBakE BO3PACHH
OrpaHUYyBamka BO OIVIACUTE, CTPYKTYPUPAHH
HUHTEPBjya, CEIEKIMja BP3 OCHOBA Ha BEIITHHH)
1 00e30emyBame KpaTku 00yKH Ha paOOTHOTO
MECTO €O jacHO AeUHUpaHU PaOOTHM 331a4u.

AreHIiyja 3a BpaboTyBame,
paboTomaBaym.

[loakTUBHO KOpHCTEHE Ha CYOBEHIIMH 32 IJIaTH
U TIOJIPIIIKa 32 0OYKH HaMeHeTH 3a sxeHu S0+,
Kako 1 copaboTka co AreHiujara 3a
BpalOTyBambe 3a TAPreTHPaHU BpabOTyBama 1

AreHnyja 3a BpaboTyBambe,
paboTomaBaym.
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MPOTPaMH 32 MOBTOPHO BKITyYyBarhe Ha
ma3apoT Ha TpyA (,,return-ship* Mmomenn).

Bosenysame quiekcubunau Gopmu Ha pabota
KaJie IITO € U3BOIINBO (CKpaTeHO PabOTHO
BpeMe, MPHUIIAroyBamke Ha CMEHH, CIIOJICIICHO
paboTHO MecTo, paboTa 0 10Ma), CO LIeT
yCOTJIaCyBambe CO 3APABCTBEHUTE COCTOjOU U
00OBpCKHTE 32 TPUKa 3a IPYTH JIUIIA, & PUTOa
Ila ce 006e30ean 3amTUTa 0] MO>KHU
3JI0yTIOTPEOH.

Areninuja 3a BpaboTyBambe,
paboTonaBauu.

BocnocTaByBame MEHTOPCTBA KOU Ke
IIOBP3yBaaT IOBO3PACHHU JKEHH CO MOMIIAIH
BpaOOTEHHM CO 11T MOJAPILIKA P JUTHUTATHA
ajanTalyja ¥ pa3MeHa Ha 3Haeme, IITO Ke
npuaoHece KOH Nofo0po 3a1pKyBambe Ha
paboOTHOTO MECTO M MHTETpaIrja Bo paboTHaTa
CpeaMHa.

Areniuja 3a BpaboTyBambe,
paboTomaBaym.

HHBecTupame BO HACOUEHO YHANPEAYBamkbE Ha
BEILITUHUTE, 0COOCHO BO 001acTa Ha
JUTUTATHUTE U ja3WYHUTE KomreTreHuuu. dypu
U YMEpEHO MOoA00pyBamke HA TUTUTAIHATA
MUCMEHOCT MOXKE 3HAYUTEIIHO Aa TO MPOIINUPU
MIPUCTAIOT A0 OIVIACH 33 PaboTa, MOXKHOCTH 32
pabota ox AaneyrHa U aAMUHUCTPATUBHU
MO3HLIUH.

AXKTHBHO KOPUCTEHE HA YCIIYTUTE 32 IMOIAPIIKa
LITO I'M HyZaT MHCTUTYLIMUTE U HEBJIAIUHHOT
cekrop. JKenure ce oxpadbpyBaar ga modapaar
WH/IMBUIyalTU3UpaHH TUTAHOBH 32
BpaboTyBame, peIOBHI HHPOPMAIIH 33 O0YKH
1 OIVIacH, Kako M J]a C€ BKJIyYaT BO aKTHUBHOCTHU
OpTaHU3UpaHH OJ] HEBJIAJMHU OpraHu3alluH
WJIH OTIITHHH.

IIpeno3HaBame U BpeIHYBakhE Ha
HedopmanauTe BemTuHu. CoreyBameTo Ha
HEe(OPMAIHOTO UCKYCTBO KaKo MPETHOCT,
HaMeCTO KaKo ,,HepaOOTHO ' HICKYCTBO, MOXE J1a
ja 3ajakHe camozioBepOaTa 1 Jja OTBOPH
AJITEPHAaTUBHU MOXKHOCTH 32 BPaOOTyBambe.
3ajakHyBame Ha camonoBepOara u
MeryceOHaTa MOAJIPIIKa. YYECTBO BO TPYIH 3a
MOJJIPIIIKA, MEHTOPCKH MTPOTPAMH HITH
MOTHUBALKMCKU paOOTHIHHI MOXeE A3 IOMOTHE
BO 0OHOBYBam€ Ha caMoJ0BepoOara,
HaMallyBame Ha M30JIalijaTa U OJIpIKyBambe Ha
UCTpajHOCTAa MpH Oapame padoTa.
BMmpeskyBameTo BO JIOKaJIHATa 3aeHUIA, HCTO
TakKa, MOXe J]a TO 3TOJIEMH IIPHUCTAIIOT JI0
nH(pOPMAIH U MOKHOCTH.

PazrnemyBame Ha (reKCHOMICH U ITOCTENEH
BJI€3 Ha Ma3apoT Ha Tpyd. Bo cimydan kora
3JPaBCTBEHUTE COCTOjOM MM OOBPCKHTE 3a
IpYKa 3a JIPYTH JIUIA TO OTpaHNYyBaar
MOJHOTO pabOTHO BpEMe, TOrall CKpaTeHOTO

Hespabotenu sxenu 50+ roguuu
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paboTHO BpeMe, (PIeKCHOMITHUTE PacTIOpEH,
CE30HCKaTa paboTa WIIH TIOCTEIIEHOTO
BKITy4dyBambe MpeKy o0yka Ha pabOTHO MeCTO,
MOXaT JIa PETCTaBYyBAAT MIOPEATTHU YEKOPU
KOH CTaOWMITHO BpaboTyBame.

0) Bp3 ocnoea na npumepu na 006pu NPaKmuKy 00 CLOBAYKUOM NA3AP HA MPYO U HUBHAMA

NOMEHYUjaIHa NPUMEHIUBOCH HA MAKEOOHCKUOM Na3ap Ha mpyo

IIpenopayana Mmepka

IpumenausBoct Bo CeBepHa Makenonuja

o [lpumonec v moAApINKa HA JIOKATHO U
pernoHaHo BpaboTyBame

e CopaOotka Mery AreHijara 3a
BpabOTyBam-€ U ONIITHHATE 32 KPEHPAHE
CyOBEHIIMOHUPAHU pabOTHH MeCTa BO
PaMKH Ha ONIITHHCKY/jaBHH
NpeTnpHjaTHja, yCOrIaceH! CO BEIITHUHHUTE
Ha Oaparenurte Ha paboTa.

o KapuepHo coBeTyBame HACOUCHO KOH
3aHUMaa TIOMaJIKy 3aCTalleH! Kaj )KCHUTE

e JKenwnre 50+ mpu u360p Ha 0OyKa 4eCTO
ce OJTy4yBaar ,,CUTYpHHU
crenyjanu3anuy/ paboTHH MecTa, KoM
Haj4YecTO ce BO OrpaHu4eH Opoj (Ha mp.
CMETKOBOJICTBO WJIH 3APaBCTBO).
KapuepHoto coBeTyBame Koe TH HACOUyBa
KOH HETHIIMYHHM 3aHUMama (Ha Tp. Bo3ad
Ha jaBeH aBTOOYC) ce MOKaKaI0 KaKo
Jo0pa IMpakTHUKa BO MoBeke 3eMju Ha EVY.

o KapuepHo coBeTyBame HaJJOMOIHETO CO
oOyka.

o CoserHunuTe Tpeda J1a r'm HACOTyBaaT
OaparenkuTe Ha paboTa KOH OOYKH IITO
OIrOBapaaT Ha HUBHUTE CIIOCOOHOCTH U
Ha JIOKAJTHUTE MOKHOCTH 3a BpabOTyBame,
CO IIeJT JIOTIOJTHUTETHO 33jaKHyBambe Ha
HHUBHATa BPaOOTIMBOCT.
[pexBanudukauckure o0yku Tpeda na
OnaaT ycorIaceHu Co pealHUuTe MOTpeoH
Ha pabOTOIaBaYHTe.

e (O0e30emyBame Ha )KEHUTE KOH Ke Ce
BpaboTaT CO MPUBPEMEHO MPABO Ha JIeJI OJT
COIMjTHUTE HAJTOMECTOIIH.

o IlocTeneHo HaMallyBame HA
HAJOMECTOIUTE IITO TH IpUMaar
HEBPAOOTEHUTE JIMIIA 0 HUBHOTO
OpuIlerke 0] eBHUICHITN]aTa Iopaan
BpaloTyBame, BO epuo 10 12 mecer,
CO IIeJT OJICCHYBarhe Ha TPAH3MIUjaTa KOH
1a3apoT Ha TPY/I.

8) Bp3 ocnosa na npumepu Ha 000pu npakmuxu 00 NOJCKUOM NA3Ap HA MpYo U HUBHAMA

NOMEHYUjATHA NPUMEHIUBOCH 80 MAKEOOHCKUOM Na3ap Ha mpyo

IIpenopauana mepka

Ipumennausoct Bo CeBepHa Maxkenonnja

e (CyOBeHInH 3a IJIaTH.

e TloTeHIMjaTHO MPUMEHIINBA, JTOKOJIKY Ce
00e30e11 MpeLu3HO TapreTHpame, MEPKH
3a 3aJ]P)KyBabE U COOIBETHH
KOMIUUVICMCHTApHU MHTCPBCHIINN.
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IMonnpmika Ga3upaHa Ha HHCTPYMEHTH 32
JIUIa BO TOCEOHU COCTOjOM Ha Ta3apoT Ha
tpya ([omncka, 3akon 2025)

Bucoko npumeHnmBo, co ¢rekcnonineH
MOJIeJT Ha TapreTupame Koj MOXe J1a ce
aJanThpa Ha MHCTUTYLUOHAIHUTE
CHCTEMH BO 3eMjuTe of 3anaeH bankas.

Konuent Ha akTHBanuja npeKy HaCOUyBambe
Ha HeBpaOOTEHHM >KEHH Ha Bo3pacT ox 50+
KOH aHT2)KMaHH BO CEKTOPOT Ha yCIYTH 32
TpIKa.

[MoTeHnuMjaTHO MPUMEHIUBO BO KOHTEKCTH
CO M3pa3eHa HeopMaliHa TpuKa, Ho Oapa
nmapaseaHo HaJMHUHYBambe Ha
CTPYKTYPHHTE M UHCTUTYIIHOHAITHUTE
MPEYKH 332 AKTHBHO BKITyUyBambe.

Mepka 3a CyOBEHIIMOHMPAHO BpabOTyBame
BO CEKTOPOT Ha YCIIyTH 3a Iprka (IIpumep:
nporpamMara ,,AKTUBEH pOIuTen ‘).

[ToTeHmMjaHO MPUMEHIIMBO BO KOHTEKCTH
CO HE/IOBOJICH KalaIuTeT 3a JEeTCKa
IpWXa, IPH LITO MOXKE 12 OTBOPH
crenn(pUIHU HUIIHN 32 BpaboTyBamke Ha
’KEHH O] TOBO3PACHHUTE BO3PACHU TPYIHL.

MHTepBeHIMN HACOYEHU KOH MCUXOJIOIIKA
MOJIPIIIKA ¥ MOTHUBAIUCKO 3ajaKHYBAbE,
BKJIYYHTEIIHO MOTHBAIIUCKO UHTECPB] YHUPAHE
U Pa3BHUBAKE HA MICUXOJIOLIKA OTIIOPHOCT.

Bucoko nmpuMmeHrBa HHTEPBEHIH]a, CO
peNaTUBHO HUCKH TPOIIOLU U MOXKHOCT 32
MPOIINPYBakE, Koja eeKTUBHO TH
HaMaJlyBa MOTHUBALMCKHUTE MPEUKH 32
AKTHUBHO YYECTBO Ha Ma3apoT Ha TPY.

Crenyjanu3upany yCiIyry 3a COLUo-
TICUXOJIONITKA TIOIPIIKA 00e30€IeHH TTPEKY
HaJIBOPEIIHH JJaBaTeNy (ayTCOPCHHT
Mozen).

Bucoko npuMeHnmBa Mepka,
aIMUHHCTPATUBHO OCTBAPJINBA U CO
BHCOKA PEJIEBAaHTHOCT BO KOHTEKCTHU CO
CIIMYHU CTPYKTYPHH NPEUKHU.

PaGorunHuIM 32 0OHOBYBaWkE HA MEKUTE
BEIITHHU.

Bucoxko IMPUMCHJIMBA, CO HUCKHW TPOLIOIA
1 JICCHO NPUMCHJIMBA IPAKTHUKA.

[Iporenka Ha paboTHaTa CIIOCOOHOCT
6azupana Ha MK® pamkara (MeryHnaponana
Kyacugukaiuja Ha GyHKIHOHHPAIHE,
MIOTIPEYEHOCT U 37IpaBje ), BO KOMOWHAIM]ja
CO HAaCOKH 3a paboTofaBayuTe 3a
MPUJIArOIyBak-e Ha PA0OOTHOTO MECTO.

Bucoko npuMennnBa Mepka, co Ores Ha
npenociuBocta Ha MK® pamkara u
aIMUHUCTPAaTUBHATA U3BOJIMBOCT HA
HAaCcOKH 3a paboToaaBavuTe.

MeHTOpCTBa M KPAaTKOPOUHH PAOOTHH
aHraXKMaHH.

CpetHO 10 BUCOKO MTPUMEHITUBA U
W3BOJUIMBA, HO 3aBHCHA O] aKTHBHA
BKJIYYCHOCT M aHT'a)XMaH Ha
paboTOaBaunTe.

3ajakHara MHCTUTYIIMOHATIHA cOpaboTKa
(Arenmnuja 3a BpaboTyBame — COIHjaTHa
3aIlITUTA — COIMjaJIHA CKOHOMHU]a).

CpeHO 10 BUCOKO ITPUMEHIINBA MEPKA,
Koja mmoapa30upa 3acuieHa
WHCTUTYIIMOHAITHA KOOP/IVHAIIN]aA 1 €
OCTBApJIUBA CO JIOTIOTHUTEIHH
aIMUHUCTPATHBHU PECYPCH.

,,OTBOpEHA U IpUjaTeliCKa KaHIleIapuja’ —
MOJIeJ 3a TepeHCKa paboTa CO HEeaKTHBHH
JKEHHU BO PypasTHU CPEVHU.

Bucoko npumeHnmBa, Ouejku mprucTanoT
Oa3upan Ha paboTa BO 3acAHMIIATA €
YCOIJIACEH CO MOCTOjJHUTE PypaIHH,
COLIMjaJIHU ¥ MHCTUTYLIMOHAIHU

CTPYKTYPH.

Pa3BuBame copaboTKa cO COIHMjaTHU
npeTnpujaruja.

CpeTHO IPUMEHIIHBA, 3aBHCHO OJT
Pa3BUEHOCTA, MOIPIIIKATA M KAMTAIUTETOT
Ha COLIMjaTHUTE IPETIPHUjaTHja.

IIporpamu 3a oHMeE JIMIa KOU CE€ BpakaaT Ha
pabota, Kako CTPYKTypHpaH MOJEN 3a
[TOBTOPHO BKJIy4yBam€ 10 MO0JT TEPHOL
Ha TPIKa.

Bucoxko IIPUMCHIIMBA, ITOpaan CIMYHUTE
06pacu1/1 Ha )KCHCKa HCAKTHUBHOCT.
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Monnprka 6azupaHa Ha MO3UTUBHU
npumepH (role models) Bo pamku Ha
MPOrpaMu 3a TIOBTOPHO BKIIYYYBamke Ha
na3apoT Ha TPYI.

Bucoko npuMeHIMBa HHTEPBEHIIH]a, CO
HUCKH TPOIIOITH 1 JICCHA aTanTaOMIHOCT
BO Pa3JIMYHU KYATYPHU KOHTEKCTH.

WNunnmjatuBy 3a mogurame Ha CBECTA Kaj
paboronaBaunTe 3a 6opOa MPOTUB
BO3pacHaTa IUCKPUMHHAILIY]a.

Bucoko npuMennuBa, co orien Ha
HIMPOKATa PACIPOCTPAHETOCT HA
BO3pacHaTa NpUCTPACHOCT U MOXKHOCTA 32
TpaHcdep Ha BAKBH MEPKU BO PA3IHIHH
CUTYAaITHH.

3aeqHUYKY U3ajHUPAHU MPOTPaMH CO
paboTonaBadnTe 3a O0yKa U
npeKBann(uKanmja.

Brcoko mpUMEHITHBA, CO CHIICH
MOTEHITUjaJT 32 e(heKT BO CEKTOPH KaJie
MMa HEJOCTUT Ha BEHITHHH.

IIpomonmja Ha MOOPH MPAKTHKH Kaj
paboTomaBauuTe, CO HarIacyBambe Ha
UCKYCTBOTO, CHTYPHOCTa H MEHTOPCKHOT
KananuTeT Ha MMOBO3PACHUTE JKEHH.

CpenHo 10 BUCOKO NPUMEHIINBA, 3aBHCHO
0J1 OTBOPEHOCTA U aHTAKMAHOT Ha
paboTonaBauuTe.

WHunujatuBy 3a MHKITY3UBHO PErPyTUPAE.

CpenHo 10 BUCOKO IPHUMEHIIMBA U

MPUIAroUIMBa HA CIIEHU(PUYHHUTE YCIOBH
Ha JIOKAJHHUOT Na3ap Ha TPY.L.

2. EXECUTIVE SUMMARY

Overview of the project goals

The main goal of this research is to formulate evidence-based recommendations for
strengthening the policy framework addressing hard-to-employ groups; particularly women
aged 50+ experiencing long-term unemployment, with specific reference to the labour market
of the Skopje region. The study follows several specific objectives:

To foster dialogue among key stakeholders in order to build partnerships for
implementing policy proposals and to promote shared responsibility in addressing the
social and economic costs of developing a labour force equipped with relevant skills
and competencies.

To stimulate and encourage unemployed women aged 50+ to engage more actively in
job-search activities, thereby contributing to a shift in perceptions regarding women’s
roles and capacities within the labour market.

To raise public and institutional awareness of the challenges faced by older women and
to support continued advocacy for improving their labour market position, through the
engagement of research institutions, non-governmental organizations and other
relevant bodies.

To integrate relevant experiences and good practices from two Visegrad countries with
comparable labour market characteristics, refining policy recommendations based on
empirical evidence gathered through surveys and focus group discussions.

The project was implemented with comparable objectives in two local labour markets, the
Skopje region in North Macedonia and the Belgrade region in Serbia. The findings reveal
notable similarities in the structural challenges affecting this specific group of labour market
participants. At the same time, the project builds on the potential for enhanced regional
cooperation, particularly within the framework of Open Balkan initiatives aimed at
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strengthening institutional collaboration. While this study primarily concentrates on the
findings related to the Skopje labour market, comparative insights from Belgrade are
incorporated to identify the issues that need further analysis and policy attention.

e Description of the target group

The target group of the project consists of long-term unemployed women aged 50 and over in
the Skopje region, representing one of the most structurally vulnerable segments of the labour
market in North Macedonia. Although the overall unemployment rate among women aged 50—
64 has declined in recent years, administrative data show that this age group remains heavily
represented within registered unemployment. Women aged 50+ account for more than one third
of all registered unemployed women nationally, with a particularly high concentration in the
Skopje region. Most striking is the duration of unemployment: over four-fifths of registered
women in this age group are long-term unemployed, many for five or more years, reflecting
deep and persistent labour market exclusion.

Socio-demographically, the group is heterogeneous but characterized by several shared
vulnerabilities. The majority have secondary or lower levels of education and a significant
proportion possess outdated qualifications or skills that do not correspond to current labour
market demands. Many have previous work experience, typically in lower-skilled occupations.
Despite this experience, prolonged unemployment has weakened their attachment to the labour
market, reduced confidence and limited access to professional networks.

Family responsibilities play a central role in shaping their labour market trajectories. A
substantial share of these women provide unpaid care for children, grandchildren, elderly
parents or spouses. These caregiving obligations, combined with health limitations associated
with ageing, restrict their availability for full-time or inflexible employment. Traditional gender
norms further reinforce expectations that women prioritize family responsibilities over paid
work, contributing to intermittent careers and reduced employment continuity over the life
course.

Psychologically, long-term unemployment has had significant consequences. Many women
report loss of self-confidence, increased stress, social isolation and diminished motivation
following repeated unsuccessful job search attempts. Age-related stereotypes and perceived
discrimination in hiring processes reinforce feelings of marginalization. At the same time, the
research demonstrates that motivation to work remains strong: most women express a clear
preference for employment over social assistance and view work not only as a source of
income, but also as a pathway to dignity, independence and pension security.

Overall, long-term unemployed women over 50 in the Skopje region represent a group with
substantial life experience, resilience and untapped potential. However, their labour market
exclusion is shaped by the interaction of structural barriers, skills mismatches, caregiving
responsibilities, health constraints and institutional limitations. Addressing their situation
requires targeted, age-sensitive and gender-responsive interventions that simultaneously
strengthen employability, rebuild confidence and adapt labour market structures to their
specific circumstances.
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e Methodological approach

The study applied a mixed-methods research design, combining qualitative and quantitative
approaches in order to capture both the structural dimensions and the lived experiences of long-
term unemployed women aged 50+ in the Skopje region. This approach enabled triangulation
of findings and strengthened the validity of conclusions and policy recommendations.

The qualitative component consisted of two focus groups. The first focus group brought
together key stakeholders, including representatives of public institutions, the Employment
Service Agency, NGOs, employers and training providers. Its objective was to explore
institutional perspectives on labour market conditions, structural barriers, policy effectiveness
and potential solutions. The second focus group was conducted with unemployed women aged
50+ from the Skopje region. Using a semi-structured discussion framework, this session
examined participants’ employment histories, perceived barriers, skills gaps, motivational
factors, institutional support experiences and expectations regarding future employment. The
qualitative method allowed for in-depth exploration of psychological, social and cultural
dimensions that cannot be captured through statistical data alone.

The quantitative component involved a structured questionnaire administered to unemployed
women aged 50 and over in the Skopje region. The survey collected data on socio-demographic
characteristics, educational background, employment history, duration of unemployment, job-
search behaviour, participation in training, use of institutional services and the financial and
emotional consequences of prolonged unemployment. The questionnaire also explored
motivational factors, preferred forms of employment and perceived support needs. Descriptive
statistical analysis was used to identify key trends and patterns within the sample.

Data collection was carried out in cooperation with the Employment Service Agency of North
Macedonia, which facilitated access to registered unemployed women through motivational
training sessions. Additional outreach was conducted via NGOs and informal networks to
increase participation. Although the final sample size was modest, the combined qualitative
and quantitative evidence provides a comprehensive and consistent picture of the labour market
position of long-term unemployed women aged 50+ in the Skopje region.

Overall, the methodological approach was designed to integrate statistical evidence,
institutional perspectives and personal narratives, thereby ensuring that the study’s
recommendations are grounded both in empirical data and in the lived realities of the target

group.
e Key findings

Considering the combination of complementary research methods applied in this study,
statistical analysis, focus group discussions and survey data, the findings provide a
comprehensive understanding of the problem of long-term unemployment among women aged
50+ in the Skopje region. Based on this integrated evidence, several core findings emerge that
most clearly illustrate the structural nature of the issue. The key findings are presented below:
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Findings

Method of identification

Long-term unemployment among women 50+ is
structural, not temporary.

Women aged 50+ represent a disproportionately
high share of long-term unemployment in the
Skopje region.

Over 80% of registered women in this age
group are long-term unemployed, and 52.6% of
surveyed women have been unemployed for
more than four years.

Stakeholders emphasized that this is linked to
economic transition, enterprise closures and
structural labour market mismatches.

e Administrative/statistical data
e Stakeholder focus group
e Questionnaire

Motivation to work remains strong despite prolonged
exclusion.

The majority of the women (78.9%) prefer a
salary over social assistance.

Financial independence, pension security and
dignity are strong motivators.

Women expressed desire to remain socially
active and economically independent.
Long-term unemployment has led to loss of
self-confidence (27%), stress (22.9%) and
social isolation (19.3%).

e Focus group with unemployed
women
e Questionnaire

Ageism and perceived unfair recruitment undermine
confidence.

The study shows that 36.1% believe age
prevents hiring.

22.9% report frequent rejection.

37% believe personal connections are decisive
for employment.

Women described being perceived as “too old”
or a “lost investment.”

This reinforces distrust and psychological
withdrawal from the labour market.

e Focus group with unemployed
women and with relevant
stakeholders

e Questionnaire

Skills gaps reflect lack of access, not unwillingness.

74% did not attend training in the last two
years, mainly due to lack of information and
financial constraints.

Nearly 39% expressed interest in digital and
foreign-language training.

Women understand labour market demands, but
lack structured access to lifelong learning.

e Focus group with unemployed
women
e Questionnaire

Care responsibilities and health constraints shape
labour market behaviour.

65% care for household members;

37.3% identify caregiving as a job-search
barrier;

44% cite health problems as a reason for
unemployment.

Traditional gender roles continue to influence
employment continuity and job acceptance.

e Focus group with unemployed
women
e Questionnaire
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Institutional outreach is insufficient and weakly
targeted.
e 73% of the women did not use ESA services in
the past year.
e Many women receive information informally.
e Active labour market measures exist but are not
specifically tailored to women 50+.
e Communication and personalization are
limited.

Stakeholder focus group
Questionnaire

Emotional and psychological consequences deepen
exclusion.
o Financial hardship is widespread (almost half
report serious financial difficulty).
e Loss of confidence, stress and isolation reduce
job-search persistence.
e Repeated rejection creates discouragement and
internalized self-doubt.

Questionnaire
Focus group with unemployed
women

Strong preference for stable, flexible employment.
e 50% prefer full-time employment; 30.6% prefer
part-time.
o Flexibility, secure contracts and decent working
conditions are crucial.
e Remote work is largely rejected, likely due to
low digital literacy.

Questionnaire
Focus group with unemployed
women

Self-employment is attractive but constrained.

e One third considered starting a business but
were limited by lack of financial resources
(36.1%), knowledge (13.3%) and self-
confidence (12%).

o Informal skills (crafts, cooking, sewing,
caregiving) remain under-recognized.

Questionnaire

Focus group with unemployed
women and with relevant
stakeholders

The problem is multidimensional and requires cross-
sectoral intervention.
Labour market exclusion of women 50+ is driven by the
interaction of:

e Structural economic changes
Gender norms
Age discrimination
Skills mismatches
Care burdens

e Institutional limitations
It is not a problem of women’s unwillingness to work,
but of systemic barriers and inadequate targeting of
policies.

Questionnaire

Focus group with unemployed
women and with relevant
stakeholders

Insufficient availability of employment services
designed specifically for older women.

e Long-term unemployed women aged 50+ are
not treated as a priority subgroup within the
broader category of hard-to-employ individuals
in the implementation of employment support
measures.

Questionnaire

Focus group with unemployed
women and with relevant
stakeholders

Relevant national documents
and strategies

21




e Recommendations and good practice examples
The proposed recommendations are formulated on the basis of the findings generated through
the applied research methods, as well as on the insights emerging from the round table and the
workshop held in Skopje. The workshop was organized to facilitate the exchange of knowledge
and good practice examples for improvement of the employment opportunities for older
women on the Slovak and Polish labour markets, with additional reflections relevant to
comparable countries.

a) Based on research conducted through the survey and focus groups, considering the
local labour market of the Skopje region in North Macedonia

Recommendations

Parties involved

Introduce a dedicated policy package for
women 50+ within employment and gender-
equality frameworks, with clear eligibility,
targets and monitoring (employment outcomes,
training completion, retention).

The government, Employment
Service Agency, relevant
stakeholders.

The Employment Service Agency should
introduce a structured preparatory phase before
enrolling unemployed women 50+ into Active
Labour Market Programmes. This phase should
include an individual assessment of skills,
motivation and readiness, as well as
comprehensive guidance on available measures,
including their objectives, eligibility criteria,
obligations, duration, expected outcomes and
potential benefits, to ensure informed
participation and improve programme
effectiveness.

The government, Employment
Service Agency

The Employment Service Agency should
strengthen its cooperation with the Chamber of
Commerce and the Employers’ Organization,
given their significant influence on employers
and their capacity to shape inclusive
employment practices. Such collaboration can
support the development and promotion of
targeted employment policies for women aged
50 and over.

The government, Employment
Service Agency, Chamber of
Commerce, Employers’
Organization

Expand publicly funded, short, practical
training programmes tailored to women 50+
(digital literacy, basic office software, online
communication, customer service, caregiving
certificates, language basics), delivered locally
(on municipal level) and with flexible
schedules.

The government, Local
government, Employment
Service Agency, relevant
stakeholders.

Support formalization pathways for common
female 50+ activities (caregiving, cleaning,
cooking, crafts, home-based food production)
through simplified regulation, micro-licensing
and reduced administrative burdens.

The government, Employment
Service Agency, Ministry of
education; Lifelong learning
centres.
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Strengthen care infrastructure (affordable
eldercare/day-care services, community care) to
reduce unpaid care burdens that prevent job
search and job retention.

The government, Ministry
social policy, demography and
youth, Local government.

Scale age- and gender-sensitive wage subsidies
and/or tax incentives for employers who hire
long-term unemployed women 50+, with
minimum contract duration and decent work
requirements (formal contract, social
contributions).

The government, Employment
Service Agency, Employers.

Create financial support measures for tailored
job-matching services that connect women's
lifelong skills and experience with employers'
needs.

The government, Employment
Service Agency, Employers.

Embed anti-discrimination enforcement and
awareness in labour policies, including
campaigns on age inclusion and guidance for
employers on adapting workplaces for older
workers and those with health limitations.

The government, Employment
Service Agency, Employers.

Provide integrated financial and non-financial
support for self-employment, combining
grants/loans with mentoring, business planning,
marketing support and simplified
administrative procedures.

Employment Service Agency ,
relevant stakeholders.

Create specialized case-management for
women 50+ (dedicated counsellors or focal
points), combining employability assessment,
confidence-building and realistic pathways to
jobs.

Employment Service Agency.

Improve communication and outreach, via
regular SMS/email alerts on vacancies and
training opportunities and expand face-to-face
community outreach (small group meetings,
rural visits, mobile teams).

Employment Service Agency.

Link training to real vacancies through
employer partnerships and “train-and-hire”
schemes, ensuring that training is practical and
leads to placement rather than remaining
generic.

Employment Service Agency,
Employers.

Offer interview preparation and job-search
coaching adapted to older women (confidence,
digital job search, CV support) and include
motivational sessions as continuous support,
not one-off events.

Employment Service Agency.

Expand guidance on self-employment with
hands-on administrative support (registration,
taxes, compliance) and referrals to mentoring
networks and local business support centers.

Employment Service Agency,
Employers, Relevant
stakeholders.

Act as trusted intermediaries for reaching
inactive and hard-to-reach women (especially
rural, Albanian and Roma women), providing
mentoring, peer support groups and
accompaniment to services.

Employment Service Agency,
NGO sector.
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Deliver community-based empowerment
programmes that combine digital basics, soft
skills, psychological support and information
on available ALMPs.

Employment Service Agency,
NGO sector, Local government.

Support recognition of informal skills through
micro-credentialing and certification routes
(caregiving, cooking, cleaning, crafts) and help
women access markets (fairs, e-commerce
intermediaries, cooperatives).

Employment Service Agency,
NGO sector, Local government,
Training centres.

Adopt age-inclusive hiring practices (removing
age filters, structured interviews, skills-based
recruitment) and offer short on-the-job training
with clear job design.

Employment Service Agency,
Employers.

Use wage subsidies and training support more
actively for women 50+ and cooperate with
ESA on targeted placements and return-ship
schemes.

Employment Service Agency,
Employers.

Introduce flexible work options where feasible
(part-time, shift adjustments, job-sharing,
home-based tasks) to accommodate health and
care responsibilities, with safeguards against
exploitation.

Employment Service Agency,
Employers.

Create mentoring arrangements pairing older
women with younger staff to support digital
adaptation and knowledge sharing, improving
retention and workplace integration.

Employment Service Agency,
Employers.

Invest in targeted skills upgrading, particularly
digital and language skills. Even modest
improvements in digital literacy can expand
access to vacancies, remote work options and
administrative positions.

Actively to use institutional and NGO support
services. Women are encouraged to request
individualized employment plans, ask for
regular updates on training and vacancy
announcements, and participate in community-
based outreach activities organized by NGOs or
municipalities.

Recognize and valorize informal skills.
Viewing informal experience as an asset rather
than as “non-work” can strengthen self-
confidence and open alternative employment
pathways.

Strengthen self-confidence and peer support.
Participation in peer groups, mentoring
programmes or motivational workshops can
help rebuild confidence, reduce isolation and
maintain job-search persistence. Networking
within local communities may also increase
access to information and opportunities.
Consider flexible and gradual entry into
employment. Where health or caregiving
responsibilities limit full-time work, part-time
employment, flexible schedules, seasonal work

Unemployed women 50+
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or gradual re-entry through on-the-job training
may represent realistic intermediate steps
toward stable employment.

b) Based on good practice examples from the Slovak labour market and their potential
applicability to the Macedonian labour market

Recommended measure Applicability to North Macedonia
o Contribution to support local and regional e Cooperation between the PES and
employment municipalities to create subsidized

positions within municipal
companies aligned with jobseekers’

skills.
¢ Career counselling steering towards occupations, e Women 50+ when allowed to select
less common for female workers training specialization by

themselves tend to safe-select few
specializations (e.g. in accounting
or healthcare). Career counselling
steering them out of the usual
occupations (e.g. to public bus
drivers) was considered good
practice in many EU countries

e Career counselling — complemented by training. e Counsellors should advise
jobseekers to enroll in training
courses suiting her abilities and job
opportunities in proximity further
to strengthen employability
potential. Requalification training
should align with the skills
employers actually need.

¢ Providing the successful jobseekers with temporary ¢ Gradually lower the benefits
eligibility of benefits up to 12 months with received by unemployed after exit
decreasing amounts. of register due to the employment.

¢) Based on good practice examples from the Polish labour market and their potential
applicability to the Macedonian labour market

Recommended measure Applicability to North Macedonia

o Wage subsidies o Potentially applicable with careful
targeting, retention incentives, and
complementary measures.

e Instrument-based support for persons in special e Applicable: flexible targeting
labourmarket situations (Poland 2025 Act) model adaptable to Western Balkan
systems.
¢ Activation concept: engaging unemployed women ¢ Applicable where informal
50+ in caregiving roles caregiving is widespread; requires
addressing barriers to participation.
¢ Subsidized employment in care services (e.g., e Applicable if childcare shortages
Active Parent) exist, can create employment

niches for older women.
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e Psychological and motivational interventions
(motivational interviewing, resilience-building)

Highly applicable: low-cost,
scalable, addresses motivational
barriers.

e Specialized socio-psychological support (outsourced
model)

High: administratively feasible and
relevant to similar barriers.

Soft-skills rebuilding workshops

High: low-cost and scalable.

Work-capability assessments based on ICF +
employer guidance

High: ICF framework transferable;
employer guidance feasible.

Mentoring schemes and short-term work placements

Medium-high: feasible; depends on
employer engagement.

Strengthened institutional cooperation (PES—social
welfare—social economy)

Medium-high: requires
coordination; feasible with
administrative investment.

“Open and friendly office” outreach model

High: community-based outreach
aligns well with rural structures.

Database and cooperation with social-economy
enterprises

Medium-high: depends on maturity
of social-economy sector.

Returner Programmes (structured re-entry
pathways)

High: strong relevance due to
similar female inactivity patterns.

Role-model-based support within returner
programmes

High: low-cost, culturally
adaptable.

Employer awareness initiatives to combat age
discrimination

High: age bias is widespread;
awareness measures transferable.

Co-designed training and re-skilling with employers

High: strong potential where
employers face skills shortages.

Employer good-practice promotion (experience,
reliability, mentoring capacity of older workers)

Medium-high: depends on
employer openness.

e Incentives for inclusive recruitment e Medium-high: adaptable to local
labour market institutions.

3. INTRODUCTION

3.1. Background and Rationale

Demographic ageing is increasingly reshaping labour markets, welfare systems and public
policy. The challenges are even more acute in countries where the working-age population is
shrinking and the average age of retirement is rising. Serbia and North Macedonia represent
striking examples of these trends. Both countries are characterized by low fertility rates,
continuous migration abroad and a rising proportion of older adults who remain outside the
labour market. These processes exert strong pressure on economic productivity, public finances
and the sustainability of pension systems.

Women aged 50 and above account for a growing share of the total working-age female
population. This persistent upward trend is observable in both Serbia and North Macedonia.
However, the increase is more pronounced in the Serbian labour market, as evidenced by
Eurostat EU Labour Force Survey (EU LFS) data over the past six years. In 2019, women aged
5064 represented 28.5% of the total female labour force in Serbia and 23.0% in North
Macedonia. By 2024, this proportion had risen to 31.5% in Serbia and 27.5% in North
Macedonia, confirming the continued ageing of the female labour force in both countries.
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Within this broader demographic transformation, the women aged 50 and above who are long-
term unemployed are disproportionately affected. Their disadvantage is visible in both urban
areas of Belgrade and Skopje, where this project is focused. According to the available data,
more than 45% of all registered unemployed women in Belgrade are above 50 years old, while
in Skopje the share is over 39%. These women are often discouraged from seeking work,
struggle with age discrimination and face declining health and skills. When women remain
unemployed for a long time, their likelihood of re-entering the labour market decreases sharply,
creating a permanent exclusion from employment and a higher risk of poverty.

These developments reflect broader structural imbalances in the labour market, whether related
to changes in skill requirements (Janeska & Lozanoska, 2021), shifts in occupational structure,
or firms’ adaptation to technological intensity and competitive pressures. Older workers often
face less favourable labour-market conditions, including longer job transitions and a higher risk
of long-term unemployment (Monteiro & Simdes, 2019). The rapid pace of skill obsolescence
and employers’ lower propensity to invest in training older employees further compounds these
challenges (Ognjenovi¢ & Lozanoska, 2025). When combined with individual factors such as
diminished self-confidence or health-related constraints, labour-market vulnerability is further
intensified (Vukmirovi¢ & Nedeljkovi¢, 2023).

The situation is further aggravated by the adverse relationship between employment and
retirement age. The statutory retirement age for women in both countries is increasing towards
the level of men, while employment opportunities for women over 50 remain limited. This
generates additional pressure on public finances, because the economic inactivity of this group
reduces contributions to pension systems and increases dependency on social transfers.

There is an urgent need to address the structural barriers faced by women aged 50+. The
problem is multidimensional:

e Lower employability due to outdated skills, long employment breaks or limited
education.

o Family responsibilities such as caring for grandchildren or elderly parents, which limit
time and mobility.

o Health concerns which lower physical capacity for work.
o Stereotypes and age discrimination, especially in hiring processes.
o Lack of specialized employment services tailored to older women.

Different researches and strategic documents confirm that the older women have insufficient
digital skills, low confidence, limited knowledge of active labour market programmes and
restricted access to professional support. This reduces their ability to find job vacancies,
prepare adequate CVs, participate in training or benefit from re-employment incentives. At the
same time, the demand for labour is rising due to emerging shortages in many professions, but
older women are rarely targeted as a potential labour reserve. Therefore, it is necessary to
mitigate a clear policy gap, that there is no targeted approach currently exists to address the
unemployment of women over 50 in Serbia and North Macedonia, despite the fact that they are
among the most vulnerable groups in the labour market.

27



Considering this background, this study focuses on older women participating in the labour
market of the Skopje region in North Macedonia, where the structure of long-term
unemployment among women aged 50+ is particularly unfavourable. The research forms part
of a broader comparative project examining labour-market conditions in both the Belgrade
region in Serbia and the Skopje region in North Macedonia.

The National Employment Strategy 2021-2027, adopted by the Ministry of Labour and Social
Policy of North Macedonia, together with the accompanying Employment Action Plan,
provides important evidence and policy directions relevant to unemployed women aged 50+.
The Strategy explicitly identifies older workers, women, low-skilled individuals and the long-
term unemployed as vulnerable groups with weaker labour-market attachment. Statistical
evidence presented in the Strategy shows persistently high inactivity rates among older women.
Namely, the inactivity among women aged 50-59 decreased only marginally from 47.7% in
2011 to 45.8% in 2019, while among women aged 60—64 it declined from 83.2% to 79.4% over
the same period. These figures indicate that a substantial share of older women remain outside
employment and are at risk of long-term labour-market detachment.

The Strategy further highlights the strong relationship between educational attainment and
unemployment among women aged 2564, showing significantly higher unemployment rates
among low-educated women. Given that a large proportion of unemployed women aged 50+
have low or incomplete education, this structural disadvantage directly affects their
employability. In addition, the document emphasizes the impact of care responsibilities on
women’s labour-market participation, a factor particularly relevant for women in later working
life.

The Employment Action Plan operationalizes these priorities through active labour market
measures targeting long-term unemployed persons, low-skilled individuals and social-
assistance beneficiaries. Measures such as training, re-skilling, wage subsidies and
individualized employment services provide the main institutional instruments for improving
labour-market outcomes of unemployed women aged 50+, although the Strategy does not treat
them as a distinct category, but rather within broader vulnerable groups.

In order to reduce the structural gender gaps in all spheres of economic and social life, including
employment and participation in the labour market, the National Strategy for Gender Equality
2022-2027 establishes a comprehensive policy framework. With the strategic vision of
ensuring equal rights, access to resources and opportunities for women and men, the Strategy
reinforces North Macedonia’s commitment to aligning national policies with international
standards and obligations, such as those under the Convention on the Elimination of All Forms
of Discrimination against Women (CEDAW) and other human rights instruments. While the
Strategy does not disaggregate indicators specifically for women aged 50+, its objectives to
integrate a gender perspective across policy sectors and to strengthen women’s economic
empowerment directly support the removal of barriers faced by older women, such as limited
access to continuous education, skills development and decent work. In particular, the
Strategy’s emphasis on gender equality in economic participation and advancement highlights
the need for policy measures that address unequal labour-market outcomes between women
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and men over the life course, including persistent unemployment and lower rates of labour-
force participation among older women.

Complementing this gender framework, the Adult Education Strategy 2025-2030 outlines the
national vision for inclusive and adaptable lifelong learning systems designed to address
demographic challenges and evolving labour-market needs. It emphasizes expanding access to
non-formal and informal learning opportunities, validation of prior learning and development
of digital and green skills, thereby enhancing employability and adaptability among adult
learners. Although the Strategy does not exclusively target women aged 50+, its focus on
increasing participation and inclusion in lifelong learning is directly relevant for older
unemployed women who face barriers to re-entry into the workforce due to outdated skills or
low educational attainment. By promoting lifelong guidance services, improved access to
training and mechanisms such as individual learning accounts, this strategy supports the
acquisition of competences that are essential for the labour-market integration of women later
in working life.

Together, these strategic documents reinforce North Macedonia’s policy orientation toward
advancing gender equality and lifelong learning, both of which are critical to addressing the
multifaceted labour-market challenges experienced by women aged 50 and over.

The Strategy for the Development of Women’s Entrepreneurship 2019-2023, adopted by the
Ministry of Economy of North Macedonia, aims to strengthen economic empowerment and
entrepreneurial participation of women by creating a favourable business climate, enhancing
systemic support mechanisms and promoting coordinated institutional action. The Strategy’s
primary objective is to economically empower women through improved access to
entrepreneurship opportunities, support for business development, creation of new enterprises,
and ultimately increased employment and contribution to overall economic growth. Strategic
priorities include establishing a supportive regulatory and institutional environment, ensuring
access to tailored financial and non-financial services, promoting collaboration with
educational institutions for entrepreneurship training and developing data systems to monitor
women’s entrepreneurial activity. These priorities aim to increase the number of women
starting and developing business ventures and to enhance women’s participation in economic
decision-making. Although the Strategy is not age-specific, its accent on tailored training
programmes, business support infrastructure and enhanced access to finance addresses
structural barriers that disproportionately affect women with lower labour-market attachment,
such as those aged 50 and over, who face greater obstacles in finding employment and may
seek self-employment as an alternative route to economic participation. The Strategy thus
contributes to expanding opportunities for women’s economic engagement, including through
self-employment and business creation, which can be particularly significant for improving
labour-market outcomes among older women.

Taken together, all these important strategies and documents and the related operational
employment plans establish a comprehensive policy framework in North Macedonia aimed at
promoting employment, gender equality, lifelong learning, social inclusion and economic
empowerment. They consistently identify women, older workers, low-skilled individuals and
the long-term unemployed as vulnerable groups and emphasize activation measures, upskilling,
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entrepreneurship support, and improved access to labour-market services. However, although
women aged 50+ fall within these broader priority categories, they are rarely addressed as a
distinct target group with tailored interventions reflecting their specific structural
disadvantages, such as low educational attainment, prolonged labour-market detachment, care
responsibilities, and age-related discrimination. Consequently, while the strategic framework
provides a solid institutional and policy foundation, there remains a need for more targeted,
age- and gender-sensitive measures explicitly designed to address the labour-market challenges
faced by unemployed women over 50.

3.2. Relevance to regional and European priorities

This study aims to provide a clearer understanding of long-term unemployment among women
aged 50 and over and to formulate key recommendations based on empirical findings and the
experience gained from the implementation of effective active labour market measures in the
Visegrad countries, particularly Slovakia and Poland.

Prepared within the framework of a project supported by the International Visegrad Fund,
through the Visegrad+ Grants, the study contributes to the programme’s objective of
strengthening public policy development and institutional partnerships. Through cooperation
between the two Visegrad countries, Slovakia and Poland, and the two Western Balkan
countries, Serbia and North Macedonia, the project seeks to achieve several interrelated goals.

First, by identifying long-term unemployed women aged 50 and over as the primary target
group in the local labour markets of the Western Balkan countries, the project proposes targeted
support measures aimed at mitigating prolonged unemployment among older female labour
market participants. Second, the active involvement of key stakeholders in project activities,
including kick-off meetings, focus groups, round tables and knowledge-sharing workshops,
helps raise awareness of the challenges faced by this group and supports advocacy for policy
priorities that recognise their specific labour market needs. Third, by disseminating the project
results in the Belgrade and Skopje labour markets, the project seeks to present the issue to
decision-makers and policy practitioners, encouraging a broader perspective that extends
further than the analysis of a single pilot region.

The relevance of the project extends beyond national contexts, as population ageing represents
a major policy concern across the European Union. Although Serbia and North Macedonia are
Western Balkan countries, both participate in EU policy alignment processes, including those
related to employment, social inclusion and gender equality. The project therefore draws on
proven European practices and institutional expertise from Slovakia and Poland, whose experts
are directly involved in project activities. Knowledge transfer to the Western Balkans is
facilitated through workshops, expert exchanges and advisory support, particularly in the areas
of active labour market policies and training systems. These countries have accumulated
valuable experience in reintegrating vulnerable groups, including older workers, through
personalised counselling, subsidised employment schemes, employer incentives and
competence-based training. By adapting these experiences to local contexts, the project
contributes to broader regional knowledge exchange, social cohesion and policy learning
within the Visegrad+ framework.
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3.3. Objectives of the project

An upward trend is observed in the share of women aged 50-64 within the total female labour
force of working age, as previously discussed. This trend is present in all four countries,
although it is more pronounced in Serbia and Slovakia, than in North Macedonia and Poland.
According to Eurostat EU LFS data for 2024, the corresponding shares were 31.5% in Serbia,
27.5% in North Macedonia, 30.7% in Slovakia, and 26.4% in Poland. Consequently,
employment rates for women aged 50-64 have also increased, with Poland recording the
largest percentage change, an increase of more than 10% in 2024 compared to 2019. Serbia
and North Macedonia also show notable, though somewhat smaller, increases, reflecting both
growing labour market participation and employment, alongside the continued presence of
unemployment among women with lower employability characteristics. Fertility rates are
declining across the observed countries, with Serbia and North Macedonia exhibiting greater
annual fluctuations, while Slovakia and Poland show a more gradual, linear decline. These
patterns indicate shared demographic trends and illustrate the growing pressures associated
with population ageing.

Additional pressures on labour market functioning, pension systems and social protection
schemes arise from the gradual equalisation of the retirement age for women. In Serbia, for
example, the retirement age for women is expected to reach parity with that of men, which is
65 years by 2030. In North Macedonia, however is still 62 for women and 64 for men, but there
are discussions and proposals in public policy to raise retirement ages in the coming years (e.g.,
to 67 for both sexes), although it is not decided yet.

The overall objective of this research is to provide evidence-based recommendations aimed at
improving the policy framework addressing hard-to-employ individuals, particularly women
aged 50 and over experiencing long-term unemployment. The specific objectives are as
follows:

e To bring together key stakeholders in order to identify solutions, strengthen
partnerships for implementing policy proposals and share the social costs associated
with integrating unemployed individuals, particularly women aged 50 and over into a
labour force equipped with the required competencies.

e To encourage and motivate unemployed women to engage more actively in job search
activities by highlighting the broader presence of job seekers in the labour market and
by reaching out to the growing number of women who are not registered as
unemployed, thereby fostering a more proactive attitude toward employment.

« To raise awareness of the issue and ensure sustained advocacy aimed at improving the
labour market position of older women, by disseminating the study findings and
engaging research institutions, non-governmental organisations and other relevant
stakeholders in employment policy development, including active participation in
working groups responsible for drafting public policy documents and promoting the
integration of strategic measures addressing women’s employment challenges.

e To incorporate relevant policy experiences from the two Visegrad countries, whose
labour market characteristics show similarities with those of Serbia and North

31



Macedonia and to refine recommendations using evidence obtained from a specially
designed survey of unemployed women aged 50 and over, as well as focus groups
involving key actors addressing long-term unemployment among older female labour
market participants in the Belgrade and Skopje regions.

The expected impact of this project is both socioeconomic and institutional. In terms of the
socioeconomic impact, the project should raise awareness of the issue, reduce stigma and
stereotypes, improve motivation and skills among older women and potentially increase labour
market participation. Even small improvements in re-employment rates would reduce poverty
and increase pension contributions for this group. Regarding the institutional impact, Public
Employment Services in both countries will receive analysis of needs, specific
recommendations for training and examples of good practice.

The involvement of experts from Slovakia and Poland will help transfer knowledge,
particularly in areas where they have proven results, such as targeted training and employer
engagement. This transnational cooperation increases the project’s sustainability.

Based on the abovementioned aspects of the project, one can conclude that demographic
ageing, labour market inactivity and rising retirement age have created a highly vulnerable
group consisting of women aged 50+ who are long-term unemployed in Serbia and North
Macedonia. This project responds to a clear and urgent need to support these women by
identifying barriers to employment, increasing skills and motivation, sharing European
experiences and strengthening institutional cooperation.

Through its comprehensive methodology including surveys, focus groups, stakeholder
engagement and knowledge transfer, the project lays a foundation for evidence-based policy
recommendations that can improve the employability of older women, reduce poverty and
promote social inclusion. It is timely, relevant and strongly aligned with wider European
priorities.

3.4. Overview of partner institutions and their role

The leading partner, the Institute of Economic Sciences (IES), has proven experience in

implementing similar projects. Previous projects include assessing the impact of employment
support measures for vulnerable groups and providing expertise to the ministry responsible for
employment in developing the current Employment Strategy. IES coordinated overall project
activities and interactions among project team members, ensuring all deliverables were
completed on time and quality control was maintained during the production of project
outcomes. The IES team participated in developing research instruments, conducted all
fieldwork in Serbia, provided comments on joint documents, and drafted sections of the
summary reports concerning analysis of the main findings and recommendations, except for
the experiences and proposed practices from the two Visegrad countries. The IES team also
communicated with key stakeholders and unemployed women aged 50 and over, organised
events to introduce project activities, discussed preliminary results in round tables, and invited
key participants to the workshop on knowledge exchange. IES concluded this project.

The Institute of Economics-Skopje (IE-Skopje) was selected as a project partner due to its role

in advancing scientific and professional thought in the economic field, through contributions
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to drafting strategies, policy documents, and implementation plans for the development of
specific sectors in the economy of the Republic of North Macedonia. IE conducted the same
part of the project in the Skopje region, ensuring that the activities involving focus groups with
representatives of the same target groups and the survey formed a comparable component of
the overall project. IE prepared the analysis of the main findings and proposed
recommendations based on the summary analysis for North Macedonia. IE organised all events
in Skopje, discussed the preliminary results at round table, hosted the workshop for knowledge
exchange, and ensured the participation of key stakeholders and unemployed women aged 50
and over.

Partners from Slovakia, the Institute of Economic Research of the Slovak Academy of Sciences
(IER SAS), and from Poland, the University of Information Technology and Management in
Rzeszow (UITM), prepared independent chapters for each study, based on these countries’
specific experiences in activating older participants in the labour market. IER SAS and UITM

contributed to the development of research instruments and drew on their extensive experience
in addressing the problems older female participants face due to prolonged unemployment,
skills deficits, personal traits, and other possible reasons that prevent them from seeking
employment, overcoming challenges, and remaining in the labour market as long as possible.
Experts from both institutions participated in the round tables organised in Belgrade and
Skopje, as well as in the workshops, where they encouraged participants to examine the
problem in depth and provide feedback on the proposed solutions.

4. METHODOLOGY

The methodological framework applied in the data collection process is based on a mixed-
methods approach that combines qualitative and quantitative research designs. The qualitative
component consisted of focus group discussions, while the quantitative component involved a
questionnaire survey administered to a predefined sample of respondents.

Two focus groups were organized. The first included key stakeholders in the field of
employment end policy development, while the second comprised unemployed women aged
50 and over residing in the Skopje region, reflecting the study’s focus on local labour market
conditions. The stakeholder focus group was conducted prior to the survey, whereas the second
focus group took place after the survey had been completed. The quantitative component was
based on survey, which was conducted through self-administered printed questionnaires. The
sample was later supplemented with an online version of the questionnaire.

4.1. Description of the research design

4.1.1. Qualitative component: focus group discussions (FGs)

Two focus groups were conducted. The first took place at the Institute of Economics-Skopje
on 27 March 2025 and gathered eleven participants representing key stakeholders of the labour
market and employment policy. Participants included representatives from the the Employment
Service Agency of North Macedonia, Ministry of Economy and Labour, Ministry of Education,
State Statistical Office of North Macedonia, Organization of Employers of North Macedonia,
Public Institution — Adult Education Centre, representative from lifelong learning centre,

33


http://www.ekonom.sav.sk/en
http://www.ekonom.sav.sk/en
https://en.uitm.edu.eu/
https://en.uitm.edu.eu/

NGOs working with women, Federation of Trade Unions of North Macedonia, representatives
from companies and representatives of academia and research organizations.

Participants were selected according to their relevance for the research topic. A preliminary list
of potential participants was prepared and invitations were sent by email, followed by
telephone contact to confirm attendance. Although several invited individuals were unable to
participate due to scheduling constraints, a group of relevant discussants was successfully
assembled. The focus group was moderated by two project team members and lasted
approximately two and a half hours, during which all planned discussion topics were covered.

The primary objectives of the stakeholder focus group were to assess the general labour market
situation of women aged 50+ in Skopje; to identify the specific barriers and disadvantages
faced by this group; to examine employers’ concerns regarding the employment of older
women; to review existing policies and support programmes; to identify gaps and bottlenecks
in current measures and to collect proposals for innovative approaches to improving
employment opportunities for women in this age category.

The discussion was recorded with the participants’ consent, and it was explained that the
recordings would be used solely for transcription and qualitative analysis purposes.

The second focus group involved seven unemployed women aged 50 and over from the Skopje
region and was held on 28 October 2025, at the Institute of Economics - Skopje. Participants
were selected from the women who left their contact in the questionnaire, as well as through
personal contacts.

The focus group aimed to identify the key obstacles faced by unemployed women aged 50+
when seeking employment in the Skopje labour market and to explore their experiences with
active labour market measures, including their perceived usefulness in reducing long-term
unemployment among older women. Within the institutional support framework, this group is
classified as hard-to-place individuals and is therefore eligible for targeted assistance.

The discussion followed the same methodological approach as the first focus group, lasted
approximately two and a half hours and was moderated by two of the project team’s members.
All participants remained present throughout the sessions. The discussion guide included the
following topics: Employment and previous work experience; Barriers to employment; Skills,
training, and education; Personal and family circumstances; Institutional and employer
support; Motivational factors; and Support through employment measures.

The discussion was recorded with participants’ informed consent and used exclusively for
transcription and qualitative research analysis.

4.1.2. Quantitative component: structured questionnaire

Given that the sampling frame consisted of unemployed women registered with the
Employment Service Agency, a non-random sampling approach was adopted. Research units
self-selected to participate in the survey based on information provided by employment
counsellors. The planned sample size was 150 unemployed women aged 50 and over residing
in the Skopje region. The sample criteria included: female unemployed persons aged 50+;
registration with the Employment Service Agency branch office in Skopje; a preference was to
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be long-term unemployed women; representation from both urban and other municipalities;
and diversity in educational attainment. Despite the non-random design, the realized sample
closely reflects the structure of registered unemployed women in terms of average age,
education level and duration of unemployment, thereby supporting the validity of the sample
according to the defined criteria.

The implementation of the questionnaire targeting unemployed women aged 50 and above in
the territory of the City of Skopje proved to be a significant challenge. Faced with difficulties
in reaching these women quickly and efficiently, the Institute of Economics-Skopje entered
into a cooperation agreement with the Employment Service Agency of the Republic of North
Macedonia. This agreement enabled the Agency to assist in administering the questionnaire.
Access to the respondents was organized through motivational training sessions conducted by
the Agency, during which the trainers informed the women about the research and distributed
the questionnaire for completion. Since participation was not a mandatory activity for
unemployed persons, the women were free to decide whether they wished to complete the
questionnaire.

Although the administration of the questionnaire in Skopje, compared to Belgrade, was
prolonged by nearly two additional months, unfortunately many of the women refused to
respond. In order to avoid the risk of ending up with an insufficient number of completed
questionnaires, the project team undertook additional efforts and established contact with non-
governmental organizations working on women-related issues to help distribute the
questionnaire. Through their support, we received an additional number of completed
questionnaires. The final method used to implement the questionnaire involved personal
contacts and friends, through whom we attempted to identify unemployed women over the age
of 50. Ultimately, the total number of completed questionnaires reached 83.

Despite the relatively smaller sample size, given the awareness of the challenges faced by these
women, it can be stated that the majority of the responses reflect the current situation on the
labour market in North Macedonia and the situation of long-term unemployment among
women aged 50 and above in Skopje.

The survey questionnaire consisted of the following modules:

e Demographic and socio-economic profile (age, education, household composition,
income);

o Employment history (previous occupation, duration of unemployment, reasons for job
loss);

e Job search and challenges (frequency and channels, perceived obstacles, self-
assessment, training needs, willingness to attend courses);

o Financial and emotional impact (financial situation and emotional well-being);

e Support and future plans (type of support, employment formats, policy preferences and
expectations);

e Assistance for the unemployed and ALMP (type of assistance, used ALMP, self-
employment);
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Performance on job interview (experiences from the job interviews).

The full questionnaire is included in the appendix of the report, together with a brief
explanation of the survey’s purpose, which employment advisers used when introducing the
study to potential participants.

4.2. Ethical considerations

The project adheres to standard ethical principles:

Informed consent — Participants will receive a written and oral explanation of research
aims, confidentiality and voluntary nature.

Confidentiality and anonymity — Personal identifiers will not be collected or will be
removed during transcription.

Right to withdraw — Women and stakeholders may withdraw at any moment without
consequences.

Sensitivity to vulnerability — Discussions may touch on unemployment, poverty,
discrimination, health or family issues. Moderators will ensure psychological safety and
respectful communication.

Data protection — Data will be stored securely, accessible only to authorised researchers
and used exclusively for research purposes.

No harm principle — The research design avoids any physical, emotional or financial
burden on participants.

Ethical approval was obtained, where required, through institutional procedures in each
country.

4.3. Data collection timeline

Phase Activity Timeframe
Preparatory work Instruments design 2024: Q4 —2025: Q1
Focus groups with stakeholders and 15 April 11, 2025
Lo women (2 FGs) in Belgrade 2": October14 & 20, 2025
Qualitative . .
Focus groups with stakeholders and 1®: March 27, 2025
women (2 FGs) in Skopje 2m: October 28, 2025
Collectlor} of SUTVeys. 15t July — 15" August 2025
L 169 questionnaires in Belgrade
Quantitative t th
. . . 1% July -15" September
83 questionnaires in Skopje
2025
Analysis Data er}try, codlpg, statistical and September — October, 2025
thematic analysis
Trlangulatlon'of results, policy 2025: Q4
roundtables Roundtable in Belgrade 18 of November 2025
Roundtable in Skopje 20" of November 2025
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Phase Activity Timeframe
Dissemination Reports, publications, leaflets 2026: Q1

Workshop in Belgrade 27" of January 2026

Workshop in Skopje 29 of January 2026

This timeline ensures sequential and complementary phases with adequate time for analysis
and integration.

4.4. Limitations and challenges

The research acknowledges several anticipated limitations and challenges:

First, the sample of unemployed women aged 50 and over who were registered as
unemployed may be subject to self-selection bias, as participation in the survey was
voluntary. This could potentially affect the relevance beyond the sample of the findings
at the regional level. However, a post-survey comparison between the realized sample
and official data on registered unemployed women, confirmed a strong correspondence
in terms of age structure, education level and duration of unemployment, supporting
the representativeness of the sample.

Second, ensuring the participation of invited stakeholders proved demanding due to
time constraints and prior professional commitments. Multiple contact attempts were
made, including email invitations, formal letters and follow-up telephone calls, in order
to secure either the attendance of the initially invited individuals or alternative
representatives from the respective institutions. Due to the time constraints of
stakeholders, scheduling focus groups with institutional actors was difficult.

Third, recruiting unemployed women aged 50 and over for the focus group discussions
was particularly challenging. Despite announcements disseminated through digital
channels and the websites of relevant institutions, the response rate remained limited.
Also, there was the fact that the responses may be influenced by recall bias, social
desirability or emotional sensitivity regarding unemployment experience. Some women
may feel discomfort discussing health, discrimination or financial struggles, which may
limit openness in discussions.

It is also important to emphasize that no financial or other material incentives were
offered to participants in the focus groups. Their participation was entirely voluntary,
indicating their genuine interest in the topic and willingness to share personal
experiences and perspectives openly and honestly.

Despite these limitations, combining multiple data sources increased validity, while purposive

sampling ensured relevance to the target groups.

5. CONTEXTUAL OVERVIEW

5.1. Socioeconomic and demographic profile of older women in North Macedonia

The socioeconomic and demographic characteristics of long-term unemployed women aged
50+ can be determined on the basis of statistical evidence derived from the Labour Force
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Survey conducted by the State Statistical Office, as well as from administrative records of the
Employment Service Agency of the Republic of North Macedonia.

The analysis of Labour Force Survey (LFS) data indicates that between 2017 and 2024 the
number of working-age women aged 50—64 steadily declined from 198,009 to 189,862,
representing a decrease of 4.1%. Over the same period, the female labour force in this age
group increased from 86,139 to 90,270 (by 4.8%), while the number of employed women rose
more markedly, from 72,837 to 84,565, reflecting a 16.1% increase. In contrast, the number of
unemployed women decreased sharply by more than 57%, reaching 5,704 in 2024, which
accounts for 15.4% of the total number of unemployed women aged 15-64. Although subject
to certain fluctuations, the number of inactive women aged 5064 also recorded an overall
decline of 11%, amounting to approximately 100,000 persons. Because of these trends, the
unemployment rate among women in this age group fell significantly, from 15.4% in 2017 to
6.3% in 2024.

At first glance, these figures may not seem alarming. However, in the context of persistent
labour shortages, particularly in specific occupations, the ongoing emigration of the working-
age population, and the continuous challenges employers face in filling vacant positions, every
potential worker constitutes an important resource. Therefore, appropriate conditions and
targeted measures should be established to facilitate their effective integration into the labour
market.

Data from the Employment Service Agency refer to registered unemployment. According to
the recent available data (2024), the total number of registered unemployed women in the
country amounts to 51,874, representing 52.3% of all unemployed persons. Of these, 19,403
are women aged 50 and over, accounting for 37.4%. In terms of educational attainment, 71.5%
of women aged 50+ have no education or only primary education, while 8.7% have incomplete
secondary education, meaning that nearly 80% have not completed compulsory education.
Furthermore, 16.2% have completed secondary education and only 3.6% possess higher
education qualifications (including post-secondary education, university degree, master’s and
doctoral studies). With regard to the duration of unemployment, 80.2% of women in this age
group are long-term unemployed (over one year); 28% have been unemployed for 5-7 years
and 13.1% for more than 8 years. By ethnicity, 44.3% are Macedonian, 37% Albanian, and
9.3% Roma.

In the Skopje region the number of registered unemployed women is 11,248, representing
21.7% of the total number on national level. Of these, 4,335 are aged 50 and over (38.5%). The
educational structure shows that 80.1% have no or only primary education, 5.4% incomplete
secondary education, and 10.2% secondary education. Long-term unemployment affects 82.1%
of these women; 31% have been unemployed for 5—7 years and 9.6% for more than 8 years.
Regarding ethnic composition, 23.2% are Macedonian, 56.5% Albanian, and 15.6% Roma.

The presented data indicate that, despite the overall decline in unemployment rates among
women aged 50-64, long-term unemployment remains a serious structural challenge,
particularly for those with low levels of education. The very high share of women without
completed compulsory education, combined with the predominance of long-term
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unemployment, suggests significant barriers to labour market reintegration, including outdated
skills, limited employability and reduced access to quality job opportunities. The situation is
even more pronounced in the Skopje region, where long-term unemployment and low
educational attainment are highly concentrated among women aged 50+. These findings
underline the urgent need for targeted, well-designed active labour market measures, especially
training and upskilling programmes, tailored to the specific needs of this vulnerable group.

5.2. Relevant policy frameworks

The policy framework in North Macedonia establishes a comprehensive basis for advancing
employment, social inclusion and gender equality, particularly for vulnerable groups.
Nevertheless, it does not yet fully address the distinct challenges and labour-market
disadvantages experienced by unemployed women aged 50+. However, the unemployment and
labour-market integration of women aged 50+ in North Macedonia is addressed within several
national strategic and operational policy documents that collectively form the country’s
employment, social inclusion and gender-equality framework.

Labour-market integration of vulnerable groups is more directly addressed in the National
Employment Strategy 2021-2027, adopted by the Ministry of Labour and Social Policy of
North Macedonia, together with the Employment Action Plan 2021-2023. This strategy
explicitly identifies long-term unemployed persons, older workers, women and low-skilled
individuals as priority target groups. It emphasizes active labour market policies (ALMPs),
lifelong learning, skills upgrading and inclusive labour-market services, providing a strategic
framework for interventions targeting unemployed women aged 50+.

Operationalization of these strategic objectives is ensured through the Operational Plans for
Active Employment Programmes and Measures and Labour Market Services (the last one is
for 2025). These annual plans define concrete programmes, including employment subsidies,
training, re-skilling, public works and support for self-employment, with specific provisions
for women, older unemployed persons and long-term unemployed individuals. As such, they
represent the key implementation instruments through which policy measures targeting
unemployed women aged 50+ are applied in practice.

The Strategy for the Development of Women’s Entrepreneurship 2019-2023, adopted by the
Ministry of Economy of North Macedonia, and its accompanying Action Plan provide a policy
basis for promoting women’s economic participation through entrepreneurship, self-
employment and business development support. Although not exclusively focused on older
women, the strategy recognizes structural barriers faced by women with limited access to
finance, skills and labour-market opportunities, which is particularly relevant for women aged
50+.

The Strategy for the Formalization of the Informal Economy 2018-2022 further complement
this framework by addressing informal employment, which disproportionately affects women,
particularly older and low-skilled workers. Measures aimed at formalization, activation and
access to social protection are directly relevant for improving labour-market security and
employability of women over 50.
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Complementary frameworks include the National Strategy for Gender Equality, which
addresses structural gender gaps in employment and economic participation; the Strategy for
Education and Lifelong Learning, which supports adult education and requalification; and
strategic documents of the Employment Service Agency of the Republic of North Macedonia,
which guide activation, counselling and profiling services for unemployed persons.

The strategic documents referring to the social protection establish the foundation for a more
inclusive and sustainable social protection system, focusing on vulnerable groups at risk of
poverty and social exclusion. Given that long-term unemployed women aged 50+ often face
cumulative disadvantages, low educational attainment, prolonged labour-market detachment,
health limitations and limited access to income sources, this framework is particularly relevant.
It promotes improved access to social assistance, social services and activation-oriented
measures designed to support labour-market reintegration.

Taken together, these documents provide a coherent national policy framework that supports
the activation, employability and labour-market integration of older unemployed women, while
highlighting the need for targeted, gender-sensitive and age-responsive measures aligned with
demographic ageing and labour-market shortages.

6. FINDINGS
6.1. Qualitative findings: Focus groups results

6.1.1. Focus group with relevant stakeholders

The focus group with relevant stakeholders was organised to explore and identify the key
obstacles faced by unemployed women in Skopje when looking for employment. The
discussion brought together representatives involved in the creation and implementation of
employment policies, private-sector employers, non-governmental organisations working on
labour-market inclusion of older women and other social partners. The exchange of
perspectives enabled the development of a shared understanding of the challenges involved, as
well as the identification of concrete support mechanisms considered feasible for
implementation. These include innovative labour market measures, initiatives to raise
employers’ awareness of the underutilized female labour force and targeted actions aimed at
improving the employability of older women.

The thematic framework for the focus group was developed based on existing policy
documents, including national strategies and implementation plans, relevant academic and
policy-oriented research, theoretical considerations and expert knowledge.

Participants were selected according to their institutional roles and expertise in the formulation,
implementation and evaluation of economic, social and employment policies, as well as their
involvement in addressing unemployment among older women. The focus group included
representatives from the public employment service in Skopje, relevant ministries, regional
development agencies, local chambers of commerce, employers’ associations, trade unions and
non-governmental organisations working with vulnerable groups. Recruitment was carried out
through formal email invitations and follow-up telephone communication. In addition,
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participants were informed about the focus group during the project’s introductory event, where
they were invited as special guests.

The focus group was designed to last approximately three hours and included a scheduled break
between the main discussion segments. The discussion was organised around four thematic
areas, each further elaborated through guiding questions. The topics were presented using a
PowerPoint presentation in the venue where the session was held. An experienced moderators
facilitated the discussion, ensuring balanced participation and comprehensive coverage of all
themes. At the conclusion of each thematic segment, the moderator guided participants toward
summarising key points and agreed conclusions. The constructive and open atmosphere of the
session contributed to honest and functional interactions among participants.

The focus group discussion was structured around the following thematic areas:
e General labour-market conditions for women aged 50+
e Challenges and disadvantages faced by women aged 50+
o Existing policies and support measures
e Solutions and innovative approaches

Regapding the quality assurance and research control, the moderator played a central role in
maintaining the integrity and flow of the discussion, particularly given the presence of both
labour-supply and labour-demand perspectives. This ensured that all planned topics were
adequately addressed within the allocated timeframe. The moderated format encouraged open
dialogue and balanced participation, contributing to the collection of open, reliable and
unbiased insights. Overall, the research process was conducted in a manner that ensured
objectivity and alignment with the objectives of the focus group.

6.1.1.1. General labour market conditions for women aged 50+

Overview of the labour market situation

At the beginning of the session, participants were provided with statistical data on the labour
market situation in North Macedonia, with a particular focus on unemployed women aged 50+
in the Skopje region. This information served as a common analytical basis for the discussion.

Participants agreed that the labour market situation for women aged 50+ in the Skopje region
is highly unfavourable. More than half of all registered unemployed women in the country are
concentrated in this region, with women aged 50+ accounting for nearly 40% of unemployed
women locally. The discussion highlighted that the majority of these women have very low
educational attainment, with over four-fifths having no education or only primary education.
Long-term unemployment is particularly pronounced, as nearly 83% of unemployed women in
this age group have been without work for several years, many for more than five years.

Participants also pointed out that unemployment among women aged 50+ is more prevalent in
rural areas of the Skopje region and disproportionately affects ethnic minority groups,
particularly Albanian and Roma women. It was further noted that official unemployment
figures underestimate the scale of the problem, as many women from this age group are either
economically inactive or engaged in informal work.
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The discussion converged on the aspect that the disadvantaged position of these women is
shaped by a combination of structural and individual factors. Low educational levels, outdated
qualifications, gender inequality, economic restructuring, traditional social norms, health issues
and declining motivation were repeatedly mentioned. Participants emphasized that re-entry
into employment becomes increasingly difficult the longer women remain outside the labour
market.

Impact of economic developments and crises

Participants reflected on the long-term impact of economic development on women aged 50+,
particularly the country’s transition process. The closure and restructuring of enterprises during
the transition period led to mass job losses, pushing many women into long-term
unemployment. The historically high unemployment rates experienced during this period were
identified as having lasting consequences that continue to shape labour market outcomes today.
The COVID-19 crisis was discussed as an additional shock, although participants noted that its
negative impact was partly mitigated by government support measures. Nevertheless, the
current global economic instability continues to exacerbate existing labour market challenges,
including skills mismatches and limited employment opportunities for women.

Participants pointed out that the situation of the women aged 50+ must be understood within
broader demographic trends, including population ageing, labour force ageing and intensified
emigration abroad. These processes were seen as having critical implications for labour supply
and future employment dynamics.

Sectoral employment opportunities

The discussion identified several sectors in which women aged 50+ are more likely to find
employment. These include care services for older or sick persons, retail, hospitality and
tourism (particularly cleaning and cooking), agriculture, cleaning and maintenance services
and certain crafts.

Participants acknowledged that employment in other sectors is not impossible; however,
women’s lack of confidence in their skills and experience was highlighted as a major barrier.
Representatives from the Employment Service Agency and non-governmental organisations
noted that many women are reluctant to engage in training or reskilling, particularly when jobs
require new or unfamiliar competencies.

In contrast, employers emphasized that women aged 50+, despite skills gaps, often demonstrate
reliability, consistency and strong work ethics derived from life experience. It was also noted
that prolonged unemployment leads to the loss of work habits, suggesting the need for habit-
formation and activation-oriented training. However, participants agreed that willingness to
participate in training is closely linked to financial support, as most women are unwilling or
unable to pay for training themselves.

Reasons for poorer labour market outcomes

Participants identified multiple interrelated demand and supply side factors contributing to
poorer labour market outcomes for women aged 50+. Prolonged absence from employment,
results in skills obsolescence, making it difficult for these women to compete in a rapidly
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changing labour market. Low levels of education, limited digital, soft and entrepreneurial skills
and declining self-confidence further compound their disadvantage.

Health issues associated with age were also frequently mentioned as barriers to employment,
particularly in physically demanding occupations. In addition, persistent gender inequality was
repeatedly emphasized as a structural factor shaping women’s labour market position.
Participants noted that traditional gender roles, expectations within households and employer
perceptions continue to limit women’s access to employment opportunities.

Unwillingness to work versus structural constraints

The issue of unwillingness to work generated diverse perspectives. Some participants argued
that women aged 50+ often demonstrate limited willingness to accept formal employment,
citing caregiving responsibilities, preference for flexible arrangements, or financial support
from family members.

However, representatives from Non-governmental organizations strongly challenged this
interpretation, arguing that what appears as unwillingness is often the result of deep-rooted
gender inequality and social pressure. Women are frequently expected to prioritise unpaid care
work within the household, limiting their autonomy in labour market participation. This
dynamic was noted as particularly prevalent among women from more traditional and
conservative backgrounds.

Participants also discussed the role of informal employment, highlighting that many women
engage in domestic work, caregiving, or agricultural activities as unpaid family workers. Such
arrangements offer flexibility and compatibility with family obligations, making formal
employment less attractive despite its potential benefits.

Health considerations were again raised as a key factor influencing women’s decisions, with
participants noting that fear of worsening health conditions often discourages job acceptance.

Long-term unemployment versus inactivity

The discussion concluded with reflections on the distinction between long-term unemployment
and inactivity. Participants agreed that when unemployment extends beyond four to five years,
the distinction becomes largely nominal. Despite formal registration with employment
services, many long-term unemployed women experience conditions similar to inactivity.

Participants emphasized that regardless of classification, prolonged detachment from the
labour market leads to erosion of skills, confidence, self-esteem and overall well-being. These
factors significantly reduce employability and contribute to a cycle of continued unemployment
or inactivity, underscoring the need for targeted activation and support measures.

Key discussion points:

e Women over 50 make up a significant portion of the unemployed population,
particularly in the region of Skopje.

e The labour market is undergoing demographic and structural changes, including the
emigration of younger workers and technological transformation, but older women are
often not positioned to take advantage of these shifts.
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e Education and qualifications remain a major barrier, especially among women from
rural or low-income urban areas who often lack secondary or vocational education.

o Participants emphasized that structural unemployment among women aged 50+ is
closely tied to gendered social roles, patriarchal norms and a lack of institutional
outreach tailored to this age group.

The conclusion is that there is a strong consensus that the problem is not merely economic, but
deeply cultural and systematic. Effective intervention requires a cross-sectoral approach
involving education, employment and social policy institutions.

6.1.1.2 Challenges and disadvantages faced by women aged 50+

Challenges women aged 50+ face in accessing job

The discussion on this thematic area was focused on identifying the structural, social and
individual challenges that women aged 50+ face in accessing, retaining and succeeding in
employment. Participants approached these challenges from the perspectives of employers,
public institutions, civil society organizations and training providers, highlighting the
multifaceted nature of labour market disadvantage among older women.

Access to employment and the role of age and gender bias

Participants identified age as a significant limiting factor in hiring decisions. From the
employers’ perspective, women aged 50+ are often perceived as lacking up-to-date knowledge
and job-specific skills, particularly in sectors undergoing rapid technological and
organizational change. Employers expressed concern about the return on investment in training
older women, given their shorter remaining working life. Health-related issues were also
frequently cited, with employers noting higher absenteeism due to illness or caregiving
responsibilities for elderly family members or grandchildren.

In addition, employers reported that some women in this age group show reluctance to
participate in training or to adapt to changes in job requirements, which further reduces their
attractiveness as potential hires. These perceptions contribute to both explicit and implicit age
bias in recruitment processes.

From the perspective of public institutions, a central challenge lies in motivating women aged
50+ to engage in active labour market measures and to accept available job offers.
Representatives from the Employment Service Agency noted that some women refuse formal
employment in order to retain social assistance benefits while continuing to work in the
informal economy.

Civil society representatives emphasized that these patterns must be understood in the context
of gender inequality. Many women internalize feelings of inferiority in relation to men and
younger workers, reinforcing low self-confidence and fear of failure. Traditional gender roles
within families and society further constrain women’s choices, as many lack either the desire
or the perceived ability to change long-established ways of life. NGO research was cited
indicating that a proportion of women appear disengaged from formal employment, being
relatively satisfied with informal work arrangements and social transfers.
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Despite these challenges, participants agreed that ongoing labour shortages on the Macedonian
labour market should prompt greater recognition of the potential contribution of women aged
50+. Employers highlighted their life experience, reliability and work discipline as valuable
attributes, particularly in comparison to younger cohorts.

The role of education, skills and work experience in women’s employability

There was broad consensus that low educational attainment, lack of digital skills and limited
access to continuous learning significantly reduce employability among women aged 50+.
Long-term unemployment was identified as a critical factor contributing to skills obsolescence
and reduced competitiveness.

Participants emphasized that rapidly changing job requirements require continuous upskilling,
particularly in digital and transversal skills. Greater participation in training and lifelong
learning programmes offered by the Employment Service Agency and other institutions was
seen as essential for improving employment prospects. However, low motivation, fear of
failure and limited confidence, often prevent women from taking advantage of these
opportunities.

Training providers strongly underlined the positive impact of skills development, particularly
digital skills, on job retention and career development. Participation in training increases
confidence, competence and productivity, while reducing stress and fear of workplace change.

Updated skills enable women aged 50+ to access a broader range of employment opportunities,
including remote work, administrative roles, customer service, healthcare support and self-
employment. Participants agreed that continuous skills development is crucial not only for
labour market entry but also for long-term employment stability and advancement.

Psychological and health-related barriers

Psychological factors emerged as a major constraint in the job-seeking process. Participants
noted that many women aged 50+ perceive themselves as “too old” or “not skilled enough”,
particularly after prolonged periods outside paid employment due to caregiving or homemaking
responsibilities. Fear of rejection, lack of self-confidence and anxiety related to new
technologies and fast-paced work environments often discourage women from applying for
jobs.

Health-related challenges further complicate labour market participation. Physical health
limitations may restrict the types of jobs women can perform, while mental health issues such
as anxiety or depression, often linked to social isolation or long-term unemployment, reduce
motivation and energy for job search.

Employers confirmed that these factors affect job retention, citing absenteeism, low motivation
for skills development and difficulties balancing work with family responsibilities. Participants
stressed the importance of continued institutional support through employability programmes,
alongside incentives for employers, such as training subsidies or tax benefits when hiring older
women.
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Employment opportunities and age-inclusive sectors

Participants agreed that caregiving responsibilities represent one of the most significant barriers
to job retention and career progression for women aged 50+. Many women continue to provide
care for elderly or ill family members and grandchildren even after entering employment,
creating ongoing challenges in meeting job demands.

Long-term unemployment exacerbates these difficulties by reducing skills, work experience
and self-confidence, limiting opportunities for advancement. Flexible working arrangements,
such as part-time work or flexible hours, were discussed as potential solutions that could
facilitate labour market entry and retention. However, employers expressed concerns about
operational feasibility and the potential misuse of such flexibility.

The discussion identified several sectors that tend to be more age-inclusive and offer
opportunities for employment and advancement. These include healthcare and social care,
education support roles, retail and customer service, administrative and office work, hospitality
and tourism and various forms of self-employment.

Participants noted that many women already possess relevant experience for these sectors,
often acquired through informal work. Formalizing these activities through targeted support
and training could improve job quality, income security and long-term prospects. Overall,
participants concluded that sectors valuing reliability, interpersonal skills and life experience,
while also offering opportunities for learning, are best positioned to integrate women aged 50+
into the labour market.

Overall, the discussion revealed that labour market disadvantage among women aged 50+
results from the interaction of age and gender bias, skills mismatches, caregiving
responsibilities, health constraints and long-term disengagement from formal employment.
Addressing these challenges requires coordinated action across employment services, training
systems, employers and social policies.

Key discussion points:

e Older women face health-related limitations (e.g., menopause, chronic conditions)
which are not accommodated in many working environments.

o Digital illiteracy and the absence of lifelong learning opportunities prevent
reintegration into the labour market.

e Many women have lost motivation and self-confidence, often after years outside the
labour force due to caregiving responsibilities or job loss.

o Stereotypes regarding the productivity and adaptability of older women persist among
employers.

o Family dynamics, especially in traditional or rural settings, often reinforce economic
dependence on male family members, making job-seeking less likely.

e Opportunities for women 50+ are concentrated in informal sectors, such as caregiving,
cleaning, domestic crafts and seasonal or part-time work.
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o These jobs are often low-paid, insecure or physically demanding, limiting the potential
for stable reintegration.

e There is very limited availability of part-time or flexible work arrangements, although
there is significant interest from older women in such formats.

o Participants noted a mismatch between the formal training programs being offered and
the actual job opportunities available to this demographic.

Beyond technical skills, this group requires mental health support, social reactivation and
targeted motivational strategies. Programs should address not only women, but also their
families and communities, to shift perceptions and expectations. Employment programs should
consider non-standard job formats (e.g., part-time, home-based, job sharing) and actively
recognize informal skills (e.g., caregiving, cooking, manual skills) through certification or
micro credentialing.

6.1.1.3. Existing policies and support measures
Overview of institutional support framework

This thematic area reviewed the existing policy framework, programmes and institutional
mechanisms supporting unemployed women aged 50+ on the labour market. The discussion
brought together perspectives from public institutions, employers, civil society organizations
and training providers, highlighting both the scope of existing measures and the gaps in their
implementation.

Social protection and employment-related benefits

Participants discussed the benefits available to unemployed women aged 50+ who are
registered with the Employment Service Agency. It was clarified that, under current legislation,
women in this age group are entitled to the same rights and benefits as other unemployed
persons. These include access to health insurance in accordance with healthcare regulations, as
well as monetary compensation for those who meet the eligibility criteria. In addition,
unemployed women who are within 18 months of meeting retirement conditions, but lack the
required minimum insurance period, are entitled to pension and disability insurance coverage
until they fulfil the necessary requirements. Women who are materially deprived and unable to
secure means of subsistence through other regulations may also qualify for social financial
support, subject to income and property criteria. Participants noted that while this framework
provides a basic safety net, it does not in itself address employability barriers or ensure labour
market reintegration.

Active labour market policies and programmes

The Operational plan for active employment programmes and measures and labour market
services was 1dentified as the key strategic and operational document guiding employment
policies in North Macedonia. Participants highlighted that the Plan is based on principles of
equal regional, ethnic, gender and age representation and that measures are designed to be
inclusive rather than targeted exclusively at a single group, in order to avoid discrimination.
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The Plan encompasses a broad range of measures, including employment subsidies, support
for job creation and self-employment, on-the-job training, training for professional
qualifications aligned with employers’ needs and programmes for home and community care
services. Women aged 50+ are included among the target groups alongside long-term
unemployed persons, young people and NEETs.

Participants discussed the use of performance indicators to monitor programme outcomes, with
the State Statistical Office and other institutions tracking success rates over several years.
Particular attention was given to start-up grants, which require beneficiaries to undergo
entrepreneurial training. Employers and business representatives emphasized the value of
practical exposure to real business operations, noting that initiatives for formalizing already
existing informal activities tend to be more successful than entirely new ventures.

However, divergent views emerged regarding the effectiveness of start-up grants. Some
participants expressed concerns about political misuse and questioned their real impact, while
representatives of state institutions stressed that monitoring mechanisms, inspections and
multi-year evaluations are in place to ensure accountability and assess effectiveness.

Outreach, fieldwork and institutional cooperation

Participants from the Employment Service Agency emphasized that, although programmes are
generally well designed, reaching unemployed women aged 50+, particularly those in rural
areas, remains a significant challenge. Limited access to digital tools, low institutional trust
and reluctance to participate in formal information sessions reduce programme reach.

The discussion highlighted that conventional communication methods are often ineffective for
this group. Instead, informal, face-to-face outreach within local communities was identified as
the most successful approach. Small group meetings, typically involving five to ten women,
were seen as particularly effective in building trust and encouraging participation.

NGO representatives stressed the crucial role of women’s organizations and local coordinators,
who often serve as trusted intermediaries. Participants agreed that closer cooperation between
state institutions, municipalities and NGOs, potentially formalized through memorandums of
cooperation, could significantly improve outreach, counselling and programme
implementation. Limited financial resources and staffing constraints within the Employment
Service Agency were identified as major obstacles, which could be partly mitigated through
stronger inter-institutional collaboration.

Career guidance, counselling and mentorship

Participants confirmed that all registered unemployed persons, including women aged 50+, are
entitled to career guidance and counselling services provided by the Employment Service
Agency. These services include vocational testing, interviews, information on labour market
demand and individual counselling aimed at aligning personal interests and abilities with
labour market opportunities.

While career guidance is formally available, participants suggested that its effectiveness for
women aged 50+ depends on tailored approaches that address confidence, motivation and
realistic employment pathways. Although mentorship was not discussed as a formalized
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system, participants implicitly acknowledged its potential value, particularly when delivered
through NGOs, peer networks, or employer-based initiatives.

Reaching unregistered and inactive women aged 50+

The discussion also addressed the challenge of reaching unemployed and inactive women aged
50+ who are not registered with the Employment Service Agency. Participants emphasized that
many of these women possess valuable skills acquired through unpaid household work,
caregiving, agriculture or informal economic activities. However, these skills are often
unrecognized by the women themselves and therefore they usually remain outside the formal
labour market.

Cleaning, cooking, caregiving and agricultural services were identified as areas with labour
demand, but many of these activities operate within the informal economy. Participants
questioned whether existing state mechanisms are sufficient to formalize these services and
support women’s labour market entry. While progress has been made, additional regulatory
and support mechanisms were deemed necessary.

A specific example discussed was the registry of trained caregivers maintained by the Red
Cross of the Republic of North Macedonia. Participants noted that low awareness of this
registry, even among public institutions, illustrates broader coordination failures. Strengthening
cooperation and information exchange between government institutions, municipalities,
NGOs, the Red Cross and training providers was identified as a key priority.

Social norms, care responsibilities and structural constraints

NGO representatives highlighted that patriarchal norms and traditional gender roles,
particularly in rural areas, remain major barriers to labour market participation. Even when
women are supported to find employment, many eventually withdraw due to family
expectations or caregiving responsibilities for grandchildren or elderly relatives.

Participants shared examples of women leaving paid employment despite successful
placement, underscoring the tension between labour market activation policies and deeply
rooted social norms. The high cost of formal caregiving services further reinforces women’s
withdrawal from the labour market.

An illustrative policy example was discussed involving subsidies for agricultural machinery
granted to women farmers in 2022. In practice, this measure led to increased formal registration
of women, as men registered businesses in their wives’ names to access subsidies. While this
resulted in short-term improvements in women’s employment statistics, participants expressed
uncertainty about the long-term sustainability of such effects.

Overall, the discussion revealed that while a comprehensive policy and programme framework
exists to support unemployed women aged 50+, its effectiveness is constrained by limited
outreach capacity, weak inter-institutional coordination and persistent social norms.
Strengthening cooperation between state institutions, municipalities, NGOs and community-
based actors, alongside more tailored, trust-based outreach, emerged as a critical condition for
improving labour market outcomes for this group.
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Key discussion points:

e A comprehensive policy and institutional framework exists to support unemployed
women aged 50+, but it is general and insufficiently tailored to their specific labour-
market barriers.

e Social protection benefits provide a basic safety net (health insurance, monetary
compensation, pension coverage close to retirement), yet they do not ensure
employability or reintegration.

e Active labour market measures include women aged 50+ as a target group, but mixed
views persist on their effectiveness, particularly regarding start-up grants and their
real labour-market impact.

e Outreaching remains a major challenge, especially in rural areas. The most effective
measures to overcome this are face-to-face, community-based approaches and NGO
involvement.

e Career guidance services exist, but their impact depends on tailored counselling
addressing confidence, motivation and realistic job pathways.

e Many inactive and unregistered women possess valuable informal skills, which
remain unrecognized and difficult to formalize.

e Patriarchal norms and care responsibilities continue to constrain women’s
employment, often undermining policy interventions.

e Opverall effectiveness is limited by weak coordination, limited institutional capacity
and persistent social norms, highlighting the need for stronger cooperation and
targeted outreach.

This focus group highlighted that unemployment among women aged 50+ is not a marginal
issue, but one that intersects with core societal structures such as gender, age, education and
health. Addressing it effectively will require a multidimensional strategy that empowers the
women themselves while simultaneously transforming the environments in which they live and
seek work.

6.1.2. Focus group with unemployed women 50+

The second focus group was organized on October 28, 2025 at the Institute of Economics -
Skopje and brought together unemployed women aged 50 and over from the Skopje region.
The focus group aimed to explore the lived experiences of older unemployed women and to
gain deeper insight into the key barriers preventing their entry and retention in the labour
market. The objective was to better understand the factors influencing long-term
unemployment, including skills gaps, motivation, health and family constraints, as well as
women’s perceptions of institutional and employer support and potential solutions for
improving their labour market inclusion.

A qualitative focus group methodology was applied to capture in-depth perspectives and shared
experiences of unemployed women aged 50+. This approach enabled interactive discussion
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and collective reflection on labour market challenges, institutional support mechanisms and
individual coping strategies. A semi-structured framework, covering work experience, barriers
to employment, skills and training needs, personal and family circumstances, institutional
support and motivational factors, guided the discussion.

Participants were selected based on the following criteria: women aged 50 and over, registered
as unemployed and residing in the Skopje region. The selection aimed to ensure diversity in
educational background, employment history, duration of unemployment and family
circumstances. Recruitment was carried out with the support of relevant institutions and local
networks, ensuring voluntary participation.

The focus group was conducted in a safe and supportive environment to encourage open and
honest discussion. A friendly and respectful atmosphere was established from the outset,
enabling participants to freely share their experiences, perceptions and opinions. The
discussion was moderated by experienced facilitators and each session was structured around
specific thematic areas to ensure coherence and comprehensive coverage of the research
objectives.

The focus group discussion was structured around the following thematic areas:
e Work experience
e Barriers to employment
e Skills, training and education
e Personal and family circumstances
e Support from institutions and employers
e Motivational factors
e Support through active employment measures

6.1.2.1. Employment history and previous work experience

Participants reported diverse employment histories, with most having previous experience in
the private sector or self-employment. However, their career trajectories were strongly shaped
by family responsibilities, caregiving duties and traditional gender roles. Long-term
unemployment, exceeding four years for most participants, is widespread and often linked to
job loss, health problems or family-related interruptions. Women emphasized that age
discrimination, reduced motivation following prolonged unemployment and the legacy of
economic transition significantly limit re-employment opportunities, regardless of education
or prior experience.

Overview of participants’ employment backgrounds

The discussion began with an exploration of participants’ previous work experience. The
women participating in the focus group reported diverse employment trajectories. With the
exception of one participant who had never been formally employed, most women had work
experience in the private sector and one participant had previously owned a company.
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Participants emphasized that their employment histories were strongly shaped by their roles
within the family. Many reported prolonged interruptions in paid employment due to childcare
responsibilities, caregiving for elderly family members or other unpaid household duties. These
responsibilities often took precedence over labour market participation and significantly
influenced their long-term attachment to employment.

One participant shared a particularly illustrative experience, explaining that following a
divorce, she lost both her ownership stake in a jointly run company and her employment. As a
single parent responsible for her children, she faced significant difficulties re-entering the
labour market. Most participants reported being unemployed for more than four years, with
only one woman experiencing a shorter unemployment spell of approximately one year. In this
case, unemployment resulted from health-related issues and the absence of appropriate job
reassignment that would have matched her qualifications, experience and changed health
condition, ultimately forcing her to leave employment.

Work experience and re-employment prospects

Participants expressed a shared perception that prior work experience does not necessarily
translate into improved re-employment prospects for women aged 50+. While acknowledging
the broader economic context and the long and difficult transition process in North Macedonia,
women consistently emphasized the role of family responsibilities, social norms, gender
inequality and health conditions as more decisive barriers than formal education or
qualifications.

Several participants highlighted that even women with higher education—such as degrees in
law or engineering—remain unemployed despite being willing to accept jobs below their
qualification level. Participants noted that they had previously participated in training or skills-
upgrading programmes, yet these efforts had not significantly improved their employment
outcomes. Long periods outside the labour market were identified as particularly unfavorable,
as they eroded motivation and made re-entry increasingly difficult over time.

Reasons for long-term unemployment

The discussion identified multiple, interrelated factors contributing to long-term
unemployment among women aged 50+. Participants reflected on the historical impact of
economic restructuring and enterprise closures during the transition period, which led to
widespread job losses and long-lasting labour market exclusion.

At the individual level, participants pointed to age discrimination in hiring processes, skills
mismatches, especially in digital and technical domains, as well as the health problems that
restrict work capacity. Family obligations, particularly caregiving for elderly parents or
grandchildren, were described as major constraints limiting the ability to accept full-time or
inflexible employment.

Low wages, insufficient institutional support for retraining and limited availability of flexible
work arrangements were cited as additional disincentives. Repeated unsuccessful job searches
contributed to declining self-confidence and loss of motivation, reinforcing cycles of prolonged
unemployment.

52



Withdrawal from job search and job acceptance

Participants described job searching as a demanding and discouraging process. Although many
were willing to accept entry-level or lower-skilled positions, such as office administrator or
sales assistant, they reported that job interviews frequently revealed excessive job
requirements. Employers were perceived as combining multiple roles into a single position
while offering minimal wages, creating expectations that participants felt were unrealistic and
unfair.

Participants emphasized that such practices, combined with a lack of sensitivity to their age
and health conditions, contributed significantly to their demotivation. They reported feeling
perceived as a burden rather than as potential contributors, which discouraged them from
applying for or accepting job offers.

Another recurring theme was the perceived importance of personal connections,
recommendations and political affiliations in securing employment in both the private and
public sectors. Participants widely agreed that merit-based recruitment was often secondary to
informal networks.

Informal employment and working without contracts

The discussion also addressed experiences with informal employment and working without
signed contracts. Participants acknowledged that traditional gender roles and employer
perceptions place older women in a disadvantaged position in the formal labour market, often
leaving informal work as the only viable option.

Women were acutely aware of the negative consequences of informal employment, particularly
the lack of pension and social insurance coverage, which they viewed as critical for future
security. Nevertheless, many reported accepting such work out of necessity. Typical informal
jobs included cleaning, sales, hairdressing, sewing and similar services.

Despite recognizing the risks, participants described informal work as a means of securing
income, maintaining a sense of usefulness and preserving self-esteem. For many, it represented
a coping strategy in the absence of accessible and appropriate formal employment
opportunities.

Overall, the discussion revealed that women’s labour market trajectories are deeply shaped by
family roles, gender norms and structural barriers rather than by lack of work experience alone.
Long-term unemployment emerges not as a consequence of individual choice, but as the
cumulative outcome of economic restructuring, inadequate institutional support, persistent
discrimination and constrained employment conditions.

6.1.2.2. Barriers to employment

Perceived employment barriers and labour market exclusion

Participants in the focus group consistently emphasized that distinctions between short-term
unemployment, long-term unemployment and inactivity are of limited relevance from their
perspective. Instead, they stressed that prolonged detachment from employment fundamentally

53



undermines their knowledge, skills, self-confidence, self-esteem and overall well-being. These
cumulative effects significantly constrain their ability to re-enter the labour market.

Women demonstrated a clear awareness of ongoing demographic and structural changes in the
labour market, including the emigration of younger workers and rapid technological
transformation. Despite recognizing these shifts, participants reported that they are rarely
positioned to benefit from emerging opportunities. Age-related barriers were described as
particularly pronounced, as women felt they lacked up-to-date skills required for many
positions and faced substantial difficulties in acquiring new competencies.

Participants perceived employers as largely unwilling to invest in their training, citing age and
shorter remaining working lives as key reasons. As a result, women aged 50+ were often
described as being viewed as “lost investments.” Health-related issues associated with ageing
were also identified as major barriers, with participants reporting that employers frequently
prioritize younger candidates due to concerns about absenteeism and reduced work capacity.

In addition, women noted that adapting to workplace changes often requires more time and
support, including access to tailored training. However, such opportunities were described as
limited or inaccessible, further reinforcing labour market exclusion.

Intersection of age, gender and structural disadvantages

Participants unanimously agreed that age and gender discrimination, combined with
interrupted career trajectories, lack of professional networks and limited or outdated
qualifications, represent the primary reasons for high unemployment rates among women aged
50+. Career breaks related to caregiving responsibilities were seen as particularly negative, as
they weaken labour market attachment and reduce access to professional contacts.

Women expressed a strong perception that institutional support mechanisms are insufficiently
responsive to their needs. Many argued that the role of public employment institutions requires
substantial reassessment and strengthening in order to provide more dedicated, targeted and
proactive support for this demographic group. Participants also highlighted the underutilized
potential of private employment agencies, suggesting that they could play a more active
intermediary role between jobseekers and employers.

Several practical suggestions were raised to improve labour market access. Participants
proposed the use of SMS-based notification systems to inform them about available training
opportunities funded by the government or employers, as well as the regular dissemination of
up-to-date job vacancies via email. Such tools were seen as practical, low-cost measures that
could significantly reduce the burden of job searching and improve access to employment
opportunities.

Perceived strengths and untapped potential

Despite the extensive barriers discussed, participants highlighted their life experience,
reliability and consistency as key strengths that remain undervalued in the labour market. In
comparison with younger workers, women emphasized their strong work ethic, sense of
responsibility and commitment, suggesting that these attributes could be better leveraged if
supported by appropriate institutional mechanisms and employer incentives.
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The discussion revealed that key barriers are the limited digital and technical skills, declining
health and employers’ reluctance to invest in training older workers. Participants frequently
reported feeling perceived as a “burden” rather than as a resource. Structural labour market
changes, weak job mediation and insufficient institutional responsiveness further aggravate
exclusion. Participants expressed dissatisfaction with the Employment Service Agency,
particularly regarding communication and outreach and suggested systematic use of digital
channels (e.g. SMS and email notifications) to improve access to information.

Based on the abovementioned, the barriers to employment for women aged 50+ are not limited
to skills deficits alone, but are deeply embedded in age and gender bias, inadequate institutional
mediation and limited access to tailored training and information. Addressing these barriers
requires a shift from passive employment services towards more proactive, targeted and trust-
based support mechanisms.

6.1.2.3. SKkills, training, and education

Labour market knowledge and skill requirements and perceived skills gaps

Labour market demands increasingly prioritize digital literacy, language skills, adaptability and
certified competencies. Many women aged 50+ lack these skills due to limited access to
lifelong learning.

Participants demonstrated a clear understanding of the skills and competencies increasingly
required in the contemporary labour market. They noted that ongoing processes of
digitalization, globalization and economic restructuring have significantly altered job
requirements, with employers placing growing emphasis on a combination of technical, digital
and soft skills.

Women identified basic and advanced digital skills, such as the use of office software, online
communication tools and digital platforms for work and sales, as particularly important.
Foreign language proficiency, especially English, as well as possession of vocational licenses
and certificates confirming professional qualifications, were also perceived as key prerequisites
for employment. In addition, participants recognized that employers increasingly value
adaptability, communication, teamwork, problem-solving skills and the ability to learn and
apply new technologies.

Despite this awareness, many women reported substantial difficulties in meeting these
requirements. Limited access to continuous education and training throughout their working
lives, combined with long periods of unemployment, has resulted in outdated skills and a lack
of formal certification. While participants emphasized their extensive work experience,
reliability and strong interpersonal skills, they acknowledged that these attributes are often
insufficient to compensate for missing digital competencies or officially recognized
qualifications. This mismatch between their existing skills and labour market demands was
described as a major barrier to employability and a significant source of insecurity and reduced
self-confidence during job search.
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Training needs and institutional support

Participants stressed that improving access to education and training tailored to women aged
50+ is essential for enhancing employability. They emphasized the need for short, practical and
accessible training programmes that respond to their specific learning needs, pace and life
circumstances. Lifelong learning opportunities were seen as particularly important, especially
when combined with recognition of prior learning and informal work experience.

Women highlighted the importance of targeted digital literacy and foreign language training,
alongside career guidance and motivational support. Such integrated approaches were viewed
as necessary not only to improve technical skills, but also to rebuild confidence and encourage
active engagement in job search.

Participants also underlined the need for stronger coordination between educational
institutions, the Employment Service Agency and employers. Better alignment between
training content and actual labour market needs was perceived as a prerequisite for effective
reintegration, ensuring that training leads to real employment opportunities rather than
remaining a formal requirement without tangible outcomes.

Retraining, skills upgrading and employment prospects

There was broad consensus among participants that retraining and skills upgrading can play a
crucial role in reducing unemployment among women aged 50+. Participants recognized that
rapidly changing working conditions affect all workers, regardless of age and that continuous
skills development is essential for maintaining employability.

Women expressed willingness to participate in training and lifelong learning programmes,
provided that such opportunities are accessible, relevant and supported by institutions.
Engagement in training was seen as a necessary step towards regaining labour market relevance
and increasing chances of employment.

Recognition of informal skills and creative activities

An important suggestion that emerged from the discussion was the recognition and valorization
of skills acquired through informal and creative activities. Participants described a wide range
of products they create in their free time, including handmade jewellery, knitted hats, gloves
and scarves, sewn clothing items and homemade food products. These activities were often
perceived as hobbies rather than economic opportunities, despite requiring significant skill,
effort and creativity.

Participants suggested that targeted measures providing financial and logistical support for the
promotion and market placement of such products could help transform informal skills into
recognized sources of income. Supporting the presentation, certification and marketing of these
products was seen as a way to acknowledge women’s existing competencies, enhance self-
esteem and facilitate entry into formal or semi-formal economic activities.

Overall, the discussion highlighted that skills deficits among women aged 50+ are not solely a
result of individual shortcomings, but reflect long-standing gaps in access to continuous
education, certification and institutional support. Addressing these challenges requires a dual
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approach: upgrading formal skills in line with labour market needs, while recognizing informal
competencies already possessed by this group.

As a conclusion, participants identified retraining and short, practical, targeted training
programmes as critical for improving employability. They also stressed the importance of
recognizing informal skills acquired through life experience and supported initiatives to
formalize and commercialize creative and home-based activities, such as handmade products
and food preparation.

6.1.2.4. Personal and family circumstances

Impact of personal and family responsibilities on employment

Participants consistently emphasized that personal and family circumstances play a decisive
role in shaping their labour market trajectories. Care responsibilities, including caring for
spouses, elderly parents and grandchildren, were described as dominant factors influencing
both job search behavior and the ability to retain employment. These responsibilities are deeply
rooted in traditional gender roles, which continue to assign unpaid care work primarily to
women.

Many participants reported that long-standing societal expectations position women as primary
caregivers, often at the expense of their professional aspirations. Participants noted that such
perceptions undermine self-confidence and reduce motivation to seek employment, particularly
when combined with fears of not being able to meet job expectations due to skills gaps or health
limitations.

Health-related issues were also highlighted as an important constraint, affecting both the type
of work women can perform and their willingness to engage in employment that may
jeopardize their physical well-being. These combined pressures often result in withdrawal from
active job search or reluctance to accept available positions.

Despite these challenges, participants acknowledged that labour shortages in the Macedonian
labour market could represent an opportunity for women aged 50+. They agreed that, with
adequate motivation, skills upgrading and institutional support, their life experience, reliability
and consistency could be better utilized. Participants compared these attributes with what they
perceived as lower commitment and stability among younger workers, arguing that their
potential contribution remains underestimated.

Drawing on their personal experiences, participants offered several recommendations aimed at
improving labour market inclusion for women facing similar challenges. They emphasized that
many women aged 50+ possess valuable informal skills acquired through caregiving,
homemaking, hairdressing, typing and other activities, which remain unpaid and unrecognized
in the formal economy. Participants argued that formal recognition of such skills requires
targeted legal and regulatory changes.

They stressed the importance of accessible and flexible vocational training programmes
tailored to older women, including part-time, online or locally delivered courses. Training
should focus on sectors aligned with both local labour demand and women’s interests, such as
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healthcare, education support, retail, hospitality and basic administrative services. Improving
digital literacy was identified as a cross-cutting priority.

Participants also highlighted the need for career counselling and mentoring services to support
women in identifying suitable employment opportunities, preparing CVs and navigating job
interviews. Flexible working arrangements, including part-time employment and adaptable
working hours, were viewed as essential for balancing paid work with ongoing family
responsibilities. Overall, participants acknowledged that successful labour market integration
requires a comprehensive and coordinated approach rather than isolated measures.

Accepting jobs below expectations: Conditions and limits

Participants generally agreed that accepting jobs below their initial expectations may be
necessary as a pathway out of unemployment. However, they clearly distinguished between
compromise and exploitation. A job was considered acceptable if it offered regulated working
hours, appropriate equipment, clearly defined responsibilities aligned with qualifications and
health conditions and respectful treatment regardless of age or gender.

The main point of contention was not the level of work itself, but the conditions attached to
many job offers. Participants reported that job advertisements frequently combine
responsibilities from multiple positions into a single role, while offering only minimum wages.
For example, positions advertised as sales assistants often require digital skills, proficiency in
office software, invoice preparation, inventory management and foreign language skills,
without corresponding compensation.

Participants emphasized that such expectations make many job offers economically and
physically unsustainable, particularly given their health constraints and caregiving
responsibilities. As a result, they cannot afford to accept jobs that demand high levels of
responsibility and continuous upskilling while offering minimal financial security.

The discussion demonstrates that personal and family circumstances are not peripheral but
central to understanding women’s labour market behavior. Employment decisions among
women aged 50+ are shaped by the intersection of caregiving responsibilities, health
limitations, gender norms and the quality of available jobs. Policies aimed at increasing
employment in this group must therefore address not only employability, but also job quality,
flexibility and social support systems.

In conclusion, traditional gender roles and caregiving responsibilities remain major constraints
on labour market participation. Health issues, self-doubt and reduced motivation further limit
job search efforts. Nevertheless, participants highlighted that demographic decline and labour
shortages in North Macedonia create an opportunity to reassess the role of older women in the
workforce. They stressed that maturity, reliability and extensive life experience should be
recognized as assets rather than barriers.

6.1.2.5. Support from institutions and employers

Expectations from employment services and state institutions

Participants emphasized that institutional support for unemployed women aged 50+ should
move beyond generic employment measures and focus explicitly on overcoming long-term
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unemployment, the digital divide, age- and gender-based stereotypes and the undervaluation
of women’s experience. Women stressed that they seek employment options that ensure
financial independence, stability and a degree of control over working time, particularly in light
of persistent family and caregiving responsibilities.

Participants highlighted that their maturity, life experience and work ethics should be treated
as assets rather than liabilities. In this context, they expressed a strong preference for secure
and sustainable employment solutions, rather than short-term or temporary interventions that
do not address their long-term economic security.

A major barrier identified was the gap in digital skills and difficulties keeping pace with
technological change. Participants argued that broad or theoretical training programmes are of
limited value and should be replaced with practical, short and targeted digital training that leads
to immediate improvements in employability. Following prolonged unemployment,
psychological support and confidence-building interventions were also seen as essential
components of effective support.

Women proposed that institutions expand targeted grants and training for self-employment,
building on existing self-employment measures. Such support was viewed as particularly
effective because it bypasses employer-related barriers and enables women to leverage their
existing skills. Participants also stressed the importance of training in essential workplace tools,
including Microsoft Office, email communication, basic database management and specialized
skills for remote work, such as freelancing and virtual administrative support. They expected
the Employment Service Agency to play a more active role in connecting them with employers
in sectors such as administration, accounting, education and elder care. Structured programmes
enabling women to transfer their experience through mentoring younger workers were also
considered highly valuable.

Role of private employment agencies

Participants reported limited reliance on private employment agencies, perceiving them as
largely uninterested in older, long-term unemployed women. According to the participants,
private agencies tend to focus primarily on younger jobseekers, leaving older women excluded
from their services.

As a result, participants placed greater expectations on the Employment Service Agency to
adopt a more proactive and interactive role. They repeated the importance of targeted grants
and self-employment measures, including innovative approaches such as combined family-
based self-employment schemes (for example, supporting joint self-employment initiatives
involving unemployed women aged 50+ and younger family members). Such measures were
seen as practical ways to overcome employer reluctance and promote intergenerational
economic activity.

Employers’role in labour market integration

Participants viewed employers as central actors in improving employment outcomes for
women aged 50+. They stressed that employers should be encouraged to make greater use of
active labour market measures and subsidies provided by the Employment Service Agency.
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Beyond existing incentives, participants suggested that employers, in cooperation with
business associations, should advocate for higher or longer-lasting subsidies specifically
targeted at hiring long-term unemployed women over 50. Structured workplace programmes
that allow women to gradually re-enter employment, supported by mentoring arrangements
with younger workers, were identified as particularly effective. Flexibility in work organization
was also seen as critical for enabling sustainable employment while accommodating health and
family-related constraints.

Importance of other institutions and actors

Local municipalities were identified among the most crucial institutions for addressing long-
term unemployment among older women. Participants emphasized that municipalities are the
closest institutional actors to citizens and can play a key role in outreach, guidance and trust
building. By working closely with local offices of the Employment Service Agency,
municipalities could help bridge communication gaps and compensate for limited institutional
capacity and staffing constraints.

Non-governmental organizations were also recognized as vital intermediaries. Participants
highlighted NGOs’ ability to reach vulnerable women, provide mentorship, guide them towards
suitable training opportunities and support them throughout the job application process. NGOs
were perceived as particularly effective in offering personalized, trust-based support.

The role of career guidance services was strongly emphasized. Participants stressed the need
for career counsellors trained in addressing prejudice, rebuilding self-confidence and
supporting older women in identifying realistic and dignified employment pathways.

Institutional relevance and need for coordination

When asked to assess institutional relevance, participants consistently ranked the Employment
Service Agency as the most important actor, given its direct role in job matching, training
provision and counselling. The Ministry of Economy and Labour and local municipalities were
also identified as key institutions responsible for designing and implementing targeted
employment measures and providing social support at the community level.

Educational and academic institutions were seen as important partners in retraining, mentoring
and entrepreneurial skills development, while NGOs contributed through empowerment,
motivation and personalized guidance. Participants stressed that effective cooperation and
coordination among all these institutions is essential for achieving sustainable labour market
integration of women aged 50+.

The discussion highlights that institutional support for women aged 50+ must be proactive,
coordinated and tailored to their specific life circumstances. Effective interventions require not
only skills development and financial incentives, but also psychological support, flexible
employment arrangements and strong cooperation between public institutions, employers,
municipalities, educational bodies and civil society.

Considering all previously said, it was clear that the participants called for targeted institutional
support, including practical digital training, psychological counselling and accessible self-
employment grants. They emphasized the need for stronger cooperation between the
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Employment Service Agency, NGOs, local municipalities and academic institutions to deliver
personalized and trust-based assistance. Employers were encouraged to make greater use of
wage subsidies, value older women’s experience and develop mentoring schemes linking older
and younger workers. Local municipalities were identified as the most accessible entry point
for unemployed women aged 50+, particularly at the community level. NGOs and career
guidance services were seen as essential providers of mentoring, counselling and
empowerment. Effective coordination among municipalities, the Employment Service Agency,
NGOs and the Ministry of Economy and Labour was considered crucial for overcoming long-
term unemployment among older women.

6.1.2.6. Motivational factors

Awareness of labour market position and structural constraints

Participants demonstrated a clear and realistic awareness of their position on the labour market.
They acknowledged that women aged 50+ are rarely the first choice for employers and are not
a primary target group in the design of employment measures, given the non-selective nature
of public labour market policies. This awareness contributed to a shared perception of being in
an unfavorable position when seeking employment.

Despite these structural constraints, participants did not express resignation. Instead, they
articulated a range of motivational factors that continue to encourage their interest in labour
market participation, even under adverse conditions.

Key motivators for labour market participation

Participants emphasized that their motivation to seek employment is shaped by a combination
of financial, social and personal factors. Financial security emerged as the most dominant
motivator. The need for a stable and regular income was closely linked to financial
independence, long-term security and the ability to meet retirement eligibility requirements.
Continued employment was seen as a way to ensure pension contributions, reduce dependence
on family members and maintain independence in later life.

Beyond financial considerations, participants highlighted the importance of keeping a sense of
usefulness, independence and self-worth. Employment was perceived as a source of dignity
and social recognition, providing opportunities for social interaction, learning and personal
development. Many women associated work with feeling valued and included in society, rather
than marginalized or dependent.

Learning new skills and engaging with other people were also identified as important
motivational drivers, particularly for women seeking to remain mentally active and socially
connected. Expectations from future employment included respect, flexibility and the
opportunity to contribute accumulated life and professional experience.

Individual motivational priorities

When reflecting on personal priorities, participants consistently identified financial stability,
social interaction, personal fulfilment and self-worth as the most important motivating factors.
For some women, health-related considerations played an additional role. Access to health and
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social insurance was described as a critical source of security, particularly for those managing
chronic health conditions.

Specific personal circumstances further shaped motivation. One participant emphasized
financial independence as essential due to her responsibility for caring for an elderly family
member. Another highlighted the necessity of stable employment as a single parent following
marital separation, stressing the need to secure her children’s future.

One participant described how employment would alleviate the psychological burden of being
the sole income provider in a household where both spouses are unemployed. While she
currently supplements household income through informal sewing work at home, she viewed
formal employment in the textile sector as a pathway to stable income, reduced stress and
improved quality of life.

Across the group, participants agreed that employment would enhance self-confidence,
improve mental and physical well-being and support continued social engagement.

Influence of motivation on job preferences

Motivational factors strongly influenced the type of employment participants were willing to
accept. Stable and secure jobs offering regular income, social and health insurance and safe
working conditions were clearly preferred. Participants expressed openness to jobs that enable
social interaction, learning opportunities and meaningful contributions to their communities.

Flexibility emerged as a critical condition, particularly for women with health limitations or
ongoing caregiving responsibilities. Supportive work environments that acknowledge personal
constraints and value experience were seen as essential for sustainable employment.

Participants also expressed interest in self-employment as an alternative pathway, provided that
adequate institutional support is available. This support was understood to include not only
financial assistance, but also professional guidance, business planning support and legal and
administrative advice. Self-employment was viewed as a way to combine income with
flexibility, independence and skill utilization.

Additional factors encouraging job acceptance

Several practical and contextual factors were identified as decisive in accepting a job offer.
These included a respectful and supportive workplace culture, reasonable working hours,
proximity of the workplace to home and fair wages. Stable employment contracts and
opportunities for professional development were also considered important.

Participants stressed that recognition of prior experience and skills, as well as a healthy work—
life balance, would significantly increase their willingness to accept employment. Feeling
appreciated and having the opportunity to contribute meaningfully to an organization were
described as powerful motivators.

Factors contributing to demotivation

Participants identified multiple factors that discourage job search and job acceptance. Low
wages and unstable or short-term contracts were among the strongest demotivating factors, as
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they fail to provide sufficient financial security. Poor working conditions, lack of respect from
employers and limited opportunities for advancement or training further reduced motivation.

Health issues, long commuting distances and difficulties in balancing work with family
responsibilities were also cited as significant barriers. Participants expressed particular
frustration when their qualifications and work experience were undervalued or when age
discrimination limited their employment opportunities.

The discussion indicated that women aged 50+ remain strongly motivated to work, despite
structural exclusion and repeated setbacks. Motivation is driven not only by economic
necessity, but also by the pursuit of dignity, independence and social inclusion. However,
motivation alone is insufficient in the absence of decent job quality, institutional support and
age-sensitive employment practices.

A conclusion is that the financial stability, independence and preparation for retirement
emerged as the strongest motivators for labour market participation. Social interaction,
personal fulfilment and a sense of usefulness were also highly valued. Many women expressed
willingness to accept jobs below their initial expectations, provided that working conditions
are fair, dignified and compatible with their health and skills. Self-employment was viewed as
an attractive option when supported by adequate institutional, financial and academic
assistance. Employment was perceived not only as a source of income, but as a pathway to
dignity, self-confidence and improved mental well-being.

6.1.2.7. Support through active employment measures

Awareness and access to active employment measures

Participants demonstrated a relatively high level of awareness of the active employment
measures implemented by the Employment Service Agency of the Republic of North
Macedonia. They were familiar with various forms of support, including financial assistance
for unemployed persons, information on job vacancies, active employment programmes and
measures, training opportunities and support for self-employment.

However, despite this general awareness, participants expressed dissatisfaction with the way
information about active employment measures is communicated. Many women reported that
they often learn about available programmes through informal channels, such as personal
contacts, friends or acquaintances, rather than through systematic communication from the
Employment Service Agency. Participants emphasized that information provision should be
more frequent, transparent and structured, suggesting regular communication via email or SMS
as a practical improvement. They perceived existing communication practices as insufficiently
proactive and not tailored to their needs.

Perceived gaps in targeting women aged 50+

Participants consistently noted that existing active employment measures are not specifically
designed to address the needs of long-term unemployed women aged 50+. While measures are
formally open to multiple categories of unemployed persons, women felt that they are
effectively disadvantaged when competing with younger jobseekers who possess greater
mobility, digital skills and fewer health or family constraints.
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A particular concern was raised regarding eligibility criteria for certain measures. Participants
cited the example of self-employment support, which is restricted to unemployed persons
below a certain age threshold, thereby excluding women aged 50+ or limiting their access.
According to the participants, none of the existing measures are explicitly targeted at
unemployed women over 50, which significantly reduces their chances of benefiting from state
support. They agreed that the introduction of measures specifically dedicated to this group
would represent a major step forward in improving their employment prospects.

Experience with existing support measures

Participants reported direct experience with a wide range of active employment measures,
including job search assistance, employment counselling, preparation of CVs and motivation
letters, support for self-employment, wage subsidies, training for occupations in demand,
public and municipally beneficial work, employment mediation upon employer request and on-
the-job training.

All participants had attended motivational training sessions, through which they also became
informed about the present project addressing the challenges faced by unemployed women
aged 50+. While acknowledging the value of these measures, participants expressed the view
that interaction with the Employment Service Agency should be more continuous and
personalized, rather than limited to sporadic contacts linked to specific programmes.

Assessment of the relevance of active employment measures

Participants emphasized that nearly all active employment measures are relevant for improving
employment opportunities for women aged 50+. Nevertheless, they identified several
interventions as particularly important.

Support for self-employment was considered one of the most effective measures, as it enables
women to generate income independently and engage in flexible forms of work that are
compatible with their health conditions and family responsibilities. On-the-job training,
designed in cooperation with employers, was also highlighted as highly valuable, as it allows
women to acquire practical, job-specific skills directly linked to available positions.

Personalized career counselling and vocational guidance were viewed as essential for
identifying realistic employment pathways, strengthening job-search skills and rebuilding
confidence after prolonged unemployment. Wage subsidy programmes were seen as crucial
incentives for employers, helping to offset perceived risks associated with hiring older women.
Motivational and activation programmes were described as particularly important for re-
engaging long-term unemployed women and supporting their gradual reintegration into the
labour market.

Messages to state institutions and policy implications

In their concluding reflections, participants addressed a clear message to relevant state
institutions. They emphasized that women aged 50+ represent a valuable but underutilized
segment of the labour force, whose potential can only be realized through inclusive, age-
sensitive and human-centered employment policies.
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Participants stressed the need to strengthen lifelong learning and skills development
opportunities, particularly in digital literacy and occupations in demand on the labour market.
Support for self-employment should be expanded beyond financial assistance to include
mentoring, especially from academic and professional experts, to assist women in business
planning, market research and legal compliance.

The Employment Service Agency was encouraged to adopt a more interactive and supportive
role, with motivated staff working in closer cooperation with NGOs, volunteers and local actors
to provide continuous and personalized assistance. Such collaboration was seen as essential for
building trust and ensuring sustained engagement.

Finally, participants emphasized that institutions should approach unemployed women aged
50+ not merely as statistical categories, but as capable individuals with experience, resilience
and a strong desire to contribute meaningfully to society and the economy.

The discussion revealed that while a wide range of active employment measures exists, their
impact on women aged 50+ is limited by insufficient targeting, weak communication and
competitive access conditions. Improving effectiveness requires dedicated measures, proactive
outreach and a more personalized, trust-based approach that recognizes both the structural
barriers and the human dimension of long-term unemployment.

The main point from the discussion on this thematic area is that the participants were generally
aware of existing active employment measures but viewed them as insufficiently targeted to
women aged 50+. The most valued interventions included self-employment support, on-the-
job training, personalized counselling and wage subsidies for employers. Participants stressed
the need for more interactive engagement with institutions and inclusive policies that recognize
older women as capable contributors rather than marginalized jobseekers.

The findings demonstrate that unemployed women aged 50+ in North Macedonia face
multiple, overlapping barriers to employment rooted in economic transition, entrenched gender
norms, skills mismatches and institutional limitations. Despite these challenges, women in this
age group remain motivated to work and possess significant experience, resilience and
adaptability.

Effective labour market reintegration requires comprehensive, age-sensitive policies that
prioritize lifelong learning, digital upskilling, flexible work arrangements and support for self-
employment and entrepreneurship. Strengthened cooperation among state institutions, local
municipalities, NGOs, employers and academic institutions is essential to unlock the full
potential of this underutilized segment of the labour force and to promote inclusive and
sustainable employment outcomes.

6.1.3. Differences and similarities between the Belgrade and Skopje regions

While overall labour market conditions for women aged 50 and over are largely comparable in
the Belgrade and Skopje regions, particularly regarding to the unfavourable age structure of
registered female unemployment, which indicates a significant share of women in the 50+ age
group, certain differences remain, primarily in the scope and design of institutional support
available to this age group. These include the following:
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e Labour markets tend to move in similar directions, reflecting the persistent status of
long-term unemployed women and highlighting the importance of youth policies due
to high unemployment and the uncertain transition from school to work. Unfavourable
demographics and structural changes put pressure on young people, who often seek
opportunities abroad and are more willing to adapt to technological changes. These
shifts affect older women to a lesser or even negative extent due to significant gaps in
digital literacy and lower propensity to mobility.

e Sectors providing employment opportunities in the Belgrade region, such as hospitality,
tourism, tailoring and other crafts, agriculture, healthcare, and especially caregiving
services in social welfare institutions for the elderly, are similar to those in the Skopje
region. However, pronounced informal employment is present in the North Macedonian
labour market to an even greater extent. Some changes in Serbia's regulatory system
have reversed an otherwise growing trend in informal employment. The institutional
framework for seasonal employment in agriculture in Serbia has contributed to the
formalisation of work. The institutional framework is evolving further with the
extension of this practice, considering the establishment of a special law that will
involve the hospitality, tourism, domestic assistance, and residential building
maintenance sectors — sectors that predominantly employ women, including older
women — ensuring more formal employment and greater security.

e Regarding support through active labour market policy measures, neither Serbia nor
North Macedonia provides specialized employment services tailored specifically to this
age group of unemployed women. However, in the Serbian employment support
system, implemented through the National Employment Service, a special category of
hard-to-employ individuals is recognized. This broader group includes people aged 50
and over, women, and the long-term unemployed, but no specific effort is made to
increase employment opportunities specifically targeting women aged 50 and over who
are long-term unemployed.

e To reach and activate inactive individuals not recorded in the unemployment register,
the Belgrade branch office of the National Employment Service introduced an activity
aimed at reaching inactive individuals. Although this measure is primarily targeted at
young people, older women may also benefit from accessing information in local
communities designed to inform the non-employed about opportunities and encourage
them to become active in their job search. However, for this measure to be effective, a
good communication strategy with potential beneficiaries, specifically women aged 50
and over, is of primary importance. There is still limited knowledge about the effects of
this measure. The labour market in the Skopje region still lacks institutional outreach
tailored to women aged 50 and over.

The similarities identified through the views of relevant stakeholders include the following
general trends:

e Low employment prospects for women aged 50 and over in both labour markets are
linked to a lack of digital and other transversal skills, an inadequate level of education
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or insufficient qualifications at both secondary and tertiary levels, prolonged absence
from the labour market, reduced motivation to search for jobs, and health or other
personal issues that make reintegration of older women into the labour market more
difficult.

Employment opportunities through subsidies for self-employment are institutionally
available in Serbia via support from the National Employment Service, Ministry of
Economy, Development Fund, and RADEI. However, administrative inconsistencies
and security measures prevent older women from accessing these funds. Although self-
employment grants from the National Employment Service are available, a small
number of women 50+ are interested in using these grants, mainly due to a lack of self-
confidence and insufficient additional resources to ensure the sustainability of such
business ventures. In North Macedonia, employment support measures include women
aged 50 and over as a target group, but there is limited knowledge about the
effectiveness of start-up grants and their actual impact on the labour market.

In addition to personal and structural barriers to entering the labour market under fair
and inclusive conditions, employers’ concerns and age discrimination also hinder
higher hiring rates among older women. A lack of age-inclusive working environments,
limited flexible employment options, and low tolerance for health issues or caregiving
responsibilities place older female workers in a group perceived as less productive and
less employable. This situation characterises both labour markets, despite recent
developments indicating that older workers in general are valued for their experience,
reliability, and dedication.

When considering women'’s self-evaluation of employment opportunities in the Belgrade and

Skopje labour markets, based on focus group conclusions consisting of unemployed women
aged 50 and over, there are almost no significant differences between the two markets, except

for cultural and ethnic divisions, which are less apparent in the Belgrade region. There are some
common conclusions worth mentioning:

Women rated the reasons for long-term absence from the labour market, giving the
greatest weight to personal factors, both in significance and variety, followed by
structural and economic factors. Personal factors include health and physical
limitations, family and caregiving responsibilities, psychological issues, lower
flexibility regarding variable schedules and work formats, feelings of disrespect and
undervaluation of their experience connected to lower actual wages, and facing age
discrimination in the form of age-related scepticism from employers due to doubts
about productivity and adaptability. There is also a mismatch between advertised and
actual job conditions, leading to disappointment and withdrawal. Structural factors are
primarily embodied in skills mismatch, which arises because older workers may
develop barriers due to not adapting to technological shifts, particularly given
employers’ lower intent to train older workers and provide upskilling. Economic factors
in both countries are linked to late and prolonged transitions.
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All these factors constitute barriers to employment. In addition to those already
mentioned, women in particular highlighted age and gender bias, inadequate
institutional mediation between unemployed women and potential employers, limited
access to active labour market policy measures — especially tailored training — absence
of tailored counselling and career guidance, and poor flow of information about support
measures. The absence of motivational factors may also create a barrier to more active
engagement in job searching. Therefore, keeping motivational factors high on the
priority list can help older women regain self-confidence and adopt a more active
approach to job searching.

When requirements for skills, training, and education are considered, women
highlighted the importance of their own experience in the job search process. Among
basic skills, they identified gaps in digital skills and foreign languages, in addition to
job-related skills, which are usually provided in the workplace. Some soft skills are in
high demand, such as adaptability, communication, teamwork, problem-solving, and
the ability to learn and apply new technologies. Therefore, potential needs for tailored
training can be linked to improving these skills, along with increasing access to lifelong
learning opportunities. Unemployed women aged 50 and over would rely more on
institutional support. Recognition of prior knowledge and micro-credentialing are
highlighted as methods of increasing the skills portfolio.

Among personal and family circumstances, care responsibilities were identified as the
main factors limiting job search activities and the ability to retain employment. When
institutional support is restored, women prioritise external support, such as organizing
networking workshops, increasing public employment service adviser awareness, and
reducing employer prejudice, as key to improving employment opportunities for older
women. Women emphasized that proactive outreach and communication from
institutions are insufficient. In some cases, they mentioned support from informal
groups and non-governmental organisations involved in issues of women's well-being.
Women expect that support should explicitly focus on overcoming long-term
unemployment, digital gaps, age- and gender-based stereotypes, and the undervaluation
of women’s experience.

Regarding the hiring process, women agreed that employers could play a valuable role
by providing guidance and mentoring to help them understand what is expected of
candidates in the labour market. They further emphasized that employers’ involvement
should focus on sharing clear expectations and guidance, while systemic support from
public employment services should be improved to connect women with suitable job
opportunities. In relation to creating conditions for the employment of older women,
employers should be encouraged to make greater use of active labour market policy
measures and employment subsidies. These require a more inter-sectoral approach to
involve all relevant parties.
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6.2 Quantitative findings: Survey results by questionnaire modules

The structured questionnaire was conducted among unemployed women aged 50 and over in
Skopje, with the aim of better understanding their socio-demographic profile, employment
history, job-search behavior and the financial and emotional consequences of long-term
unemployment. The survey examined not only who these women are (age, education,
household situation, income), but also what they have experienced on the labour market
(previous jobs, duration of unemployment, reasons for job loss) and how they experience the
process of looking for work (barriers, skills gaps, attitudes towards training and support
services). By combining descriptive statistics with qualitative comments from respondents, the
analysis identifies key structural and personal obstacles, such as care responsibilities, health
problems, age discrimination, insufficient training opportunities and weak institutional support
and translates them into concrete policy recommendations. In this way, the questionnaire serves
as an evidence-based tool to design more targeted measures for improving the employment
prospects, economic security and social inclusion of women aged 50+.

Conducting the questionnaire among unemployed women aged 50 and over in the city of
Skopje was a challenge. Faced with the difficulty of easily and quickly reaching these women,
the Institute of Economics-Skopje signed a cooperation agreement with the Employment
Service Agency of the Republic of North Macedonia. This agreement enabled the Agency to
assist in administering the questionnaire. Access to these women took place through
motivational trainings organized by the Agency, during which the staff delivering the trainings
informed the women and handed out the questionnaire for them to fill in. Since this was not a
mandatory activity for an unemployed person, the women could decide whether they wanted
to complete the questionnaire.

Although the administration of the questionnaire in Skopje, compared to Belgrade, was
prolonged by almost two additional months, a considerable number of women refused to
participate in the survey. In order to avoid the risk of obtaining an insufficient number of
completed questionnaires, additional efforts were undertaken, including establishing
cooperation with non-governmental organizations working on women’s issues to support the
distribution of the questionnaire. Through these organizations, a number of additional
completed questionnaires were collected. The final approach used for questionnaire
implementation involved personal networks and informal contacts to identify unemployed
women over the age of 50. Ultimately, 83 completed questionnaires were obtained.

Despite the relatively small sample size, taking into account the well-documented challenges
faced by this target group, the majority of the responses are considered to adequately reflect
the current labour-market situation in North Macedonia and the position of long-term
unemployment women aged 50+ in Skopje.

6.2.1. Sample characteristics

The average age of the surveyed women is 55. Nearly two-thirds (65%) have secondary
education, 8.4% only primary education and 2.4% have no education. In the group of surveyed
women, 9.6% have post-secondary education and 14.5% have higher (university) education

(Figure 1).
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Almost three quarters (74%) live in an urban municipality. More than 60% are married and
over one-fifth (21%) have never been married.

According to the responses, 65% of the women stated that there are persons in their household
for whom they care. Most of them care for children or grandchildren (almost 52%), while 29%
care for older persons and 13% for their husbands. This confirms that women in the targeted
age group have family obligations and care responsibilities for other members of the household.

Figure 1. Educational level of women 50+

NO EDUCATION PRIMARY SECONDARY POST-SECONDARY HIGHER
EDUCATION EDUCATION EDUCATION EDUCATION

Source: Own calculations

Regarding income, 5.1% have income up to 8,000 MKD (around 130 euros), 15.4% between
8,001 and 20,000 MKD (130-325 euros) and more than 46% have household income between
20,000 and 50,000 MKD (325-815 euros) (Figure 2). Taking into account the cost of living,
the high prices of basic products and utility costs, the income of the majority of surveyed
women is insufficient for a decent standard of living.

Figure 2. Household income of women 50+

80.001-110.000 DENARS 13
50.001-80.000 DENARS
20.001-50.000 DENARS
8.001-20.000 DENARS
UP TO 8.000 DENARS

DON'T KNOW

0,0 10,0 20,0 30,0 40,0 50,0

Source: Own calculations
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From the obtained data, it can be concluded that most of the surveyed women aged 50+ belong
to the group with secondary education and predominantly live in urban areas. A significant
share have family responsibilities and care for other household members, which increases their
overall burden and can affect their ability to participate in the labour market. Although some
of them have income, it is usually at a low or moderate level, insufficient to secure a decent
standard of living, especially under conditions of rising living costs. These indicators point to
the economic vulnerability of women in this age group and the need for targeted measures to
improve their financial and social situation.

6.2.2. Employment history

The questionnaire results show that 71.6% of the women have some prior work experience.
The most common jobs they previously held were shop assistants, clerks (although many did
not specify what kind), cleaners, cooks, caregivers, economists, etc. These answers were
expected, particularly bearing in mind that most unemployed women have only secondary or
primary education.

The data show that 15.4% have been out of work for 1-3 years and 52.6% for 4 or more years,
which confirms our assertion that women aged 50 and over belong to the group of long-term
unemployed. Regarding the question of how long they have been actively looking for work,
among those who responded, one quarter (25.3%) have been looking for 1-8 years, 16.9% have
actively sought work for 10-20 years and 4.8% have attempted to find employment for more
than 20 years.

When it comes to the main reason why they are not working, 48.6% of the women stated the
family reasons, 45.8% because they were laid off, 44% due to health problems, 40% because
of unsatisfactory working conditions, 30.6% due to a lack of necessary skills and knowledge
and 27.8% because they lack relevant work experience (Figure 3).

Figure 3. Reasons for unemployment of women 50+

INFLUENCE OF CULTURAL AND RELIGIOUS FACTORS

I LACK RELEVANT WORK EXPERIENCE

I HAVEHIGH COMMUTING COSTSTO GET TO WORK

| LACK THE NECESSARY SKILLS AND KNOWLEDGE

| FEEL DISCRIMINATED AGAINST BECAUSEI AM A WOMAN

| FEEL DISCRIMINATED AGAINST BECAUSE OF MY AGE

| LEFT THE JOB DUE TO UNSATISFACTORY WORKING CONDITIONS
DUE TO FAMILY OBLIGATIONS

| HAVEHEALTH PROBLEMS

1 LOST MY JOB BECAUSE | WAS LAID OFF

60

Source: Own calculations
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These figures correspond to the insights obtained from the focus group discussions with the
women. Among other reasons mentioned, which were not on the list of offered responses, were
the end of a project, closure of the company where they worked, expiry of contract, the COVID
crisis, seasonal work, etc.

The data clearly show that the majority of surveyed women have previous work experience,
but face long-term unemployment. They mainly come from lower-skilled occupations, such as
sales assistants, cleaners, cooks and administrative workers, which is in line with their
predominantly secondary or primary education. The fact that more than half have been
unemployed for more than four years and that some have been actively seeking work for over
two decades, points to serious and persistent barriers to their reintegration into the labour
market.

The main reasons for unemployment are multifactorial: family responsibilities, health
problems, dismissals and a lack of appropriate skills and experience. These findings confirm
the conclusion from the focus groups that women over 50 face combined personal, structural
and institutional obstacles. Among the most important are insufficient support for reconciling
family and professional life, limited opportunities for retraining and age discrimination in the
labour market.

6.2.3. Job search challenges

The survey data show that the most important problems and challenges which women are
facing in the job-search process are obligations to care for family members (37.3%), the
personal belief that their age prevents them from being hired (36.1%), health problems (28.9%),
frequent rejection when applying for jobs (22.9%) and difficulties using digital technologies
(22.9%) (Figure 4).

Figure 4. Problems and challenges in the process of job searching
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| LACK THE NECESSARY SKILLS AND QUALIFICATIONS

| FEEL DISCRIMINATED AGAINST BECAUSE| AM A WOMAN

I BELIEVE THAT MY AGE PREVENTS ME FROM BEING EMPLOYED

I HAVE RESPONSIBILITIES TO CARE FOR MEMBERS OF MY HOUSEHOLD

| HAVE HEALTH PROBLEMS THAT PREVENT ME FROM WORKING

40

Source: Own calculations
In assessing their skills related to the jobs they are seeking, 37% of the women consider their
skills satisfactory, 19.8% believe they need to improve their skills and 14.8% that they need
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new skills. This shows that the women themselves are aware of today’s labour market
conditions, which require of them to upgrade their knowledge and skills (Figure 5).

Figure 5. Assessment of skills in relation to the job they are seeking

B My skills are satisfactory
H | need improvement and
upgrading of my skills

# | need new skills

m | don’t know

Source: Own calculations

It is disappointing that almost 74% of the surveyed women have not participated in any training
to improve their knowledge and skills in the past two years, while 6.3% were interested, but
did not know where to start looking. Asked why they had not taken part in any training, more
than 62% of the women replied that they were unaware of opportunities to participate in such
programmes. Given that the focus group discussions highlighted women’s lack of financial
resources to independently finance training, there is a clear need to increase both the
availability of and access to training programmes organized by the competent institutions and
financed by state institutions. Among those who did participate in some training, 21.7%
attended trainings organized by the Employment Service Agency, and 10.8% in trainings
organized by employers. Abovementioned results lead to the conclusion that there is a need to
change the way in which these women can receive more direct information about available
trainings.

Regarding the types of basic-skills trainings almost 39% opted for foreign language courses
and the same share for digital skills. As for the type of training to improve their job-related
skills, the most prominent were computer skills (37.3%), communication skills and workplace
adaptation (32.5%).

The results indicate that women over 50 face multiple barriers in the job-search process
stemming from both personal and structural factors. The most frequent obstacles are care-
related family responsibilities, health limitations, age and limited digital competencies. These
factors significantly reduce their competitiveness in the labour market and increase their
insecurity when applying for jobs. Although some women consider their skills satisfactory,
many are aware that they must upgrade or acquire new competences. However, almost three
quarters have not participated in any training in the past two years, mainly due to a lack of
information and financial resources. Poor awareness of available programmes and limited
access to institutional services further deepen their passivity. The strong interest in foreign-
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language, digital and communication skills trainings shows that these women are willing to
invest in their own development, provided they are given adequate support and access.

6.2.4. Financial and emotional impact of unemployment

The responses to the question of how unemployment has affected women’s financial situation
confirm that one of the most severe consequences is not having enough money for a decent
life. Almost 49% of the women stated that unemployment has caused serious financial
difficulties and a little over 47% reported partially severe, but somewhat manageable financial
difficulties. Almost 72% of the surveyed women have not received any financial support in the
past two years, while 15% have received unemployment benefits. Unemployment also affects
the emotional state of women: 27% have lost self-confidence, 22.9% feel stress and anxiety
and 19.3% feel socially isolated.

Unemployment has deep and multi-layered consequences on the lives of women over 50, with
the most pronounced being financial and emotional. Most of them face serious or partially
tolerable financial difficulties, indicating that long-term unemployment directly undermines
economic security and the possibility of a decent life. The lack of regular income, combined
with limited access to financial support from institutions, places these women in a particularly
vulnerable position. Beyond the economic aspect, unemployment has a strong emotional
impact because some women experience loss of self-confidence, increased stress and anxiety,
and social isolation. These psychological effects further reduce their motivation and ability to
reactivate on the labour market, creating a cycle of discouragement and withdrawal from active
economic and social life.

6.2.5. Needs for support and further plans

For unemployed women, the support they need to return to work is an extremely important
segment. Given the possibility to choose multiple answers, the most important forms of support
identified were the following: workplace flexibility (36.1%), career counselling or job-search
assistance (34.9%) and skills-upgrading or retraining programmes (32.5%). These responses
confirm earlier statements by the women that, due to family care responsibilities and health
problems, they need workplace flexibility, but also that in order to be competitive on the labour
market they must upgrade their skills and receive career guidance (Figure 6).
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Figure 6. Support that would help women return to work

PSYCHOLOGICAL SUPPORT
FINANCIALASSISTANCE

CONNECTIONS TO HELP ME GET EMPLOYED
FLEXIBILITY IN THE WORKPLACE

CAREER COUNSELLING OR HELP IN FINDING A JOB
SUPPORT FOR STARTING A BUSINESS

TRAINING FOR UPGRADING SKILLS OR FOR RETRAINING

Source: Own calculations

Half of the surveyed women stated that the most suitable option for them would be a full-time
job in a company or institution, 30.6% preferred part-time work, and 16.7% would start their
own business (Figure 7). Among those who answered, as many as 68% would not accept remote
work (working from home or online), which we assume is due to insufficient computer skills.
Among those who said they would be willing to work remotely, the most important reasons
were flexible working hours (30.1%) and the opportunity to balance work and domestic
responsibilities (24.1%).

Figure 7. Forms of work

M Full-time work in a
company/institution

M Part-time work in a
company/institution

® To start my own business

Source: Own calculations

The results show that unemployed women over 50 are aware of the type of support they need
for reintegration into the labour market. Most of them point to workplace flexibility, career
counselling and skill-upgrading trainings as key preconditions for employment. This confirms
that many face family responsibilities and health limitations, for which they need greater
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adaptability in working conditions. Women show interest in traditional forms of employment,
with half of them preferring full-time and a third of them part-time jobs, while a relatively
small share would start their own business. Although only a small number are prepared for
online work, this reluctance likely stems from a lack of digital literacy rather than resistance to
new forms of employment. The interest in flexible work conditions and self-employment
indicates that, given adequate support and training, these women could become a more active
and productive segment of the labour force.

6.2.6. Assistance for unemployed and active labour market policies

During the period of the questionnaire, 88.3% of surveyed women stated that they were not
receiving any benefits from the Centre for social work. Among those who did, 22.9% received
an allowance due to disability and 10.8% guaranteed minimum assistance. When asked, if they
had a choice, whether they would prefer to receive regular social assistance or a salary, 21.1%
would choose social assistance and 78.9% a salary.

Regarding if they had used any services of the Employment Service Agency in the past year,
almost 73% stated that they had not and only 27% had. This means that only those women who
had actually used the Agency’s services responded to the following four questions about the
type of support/service they had received. Among the more frequently used services were:
motivational trainings (32.5%); assistance in job search (profiling and preparation of Individual
Employment Plans, employment counselling, preparation of CVs and cover letters) (24.1%);
receiving information on active employment programmes and measures (22.9%); professional
orientation and career counselling (13.3%); and job placement (upon employer request)
(13.3%) (Figure 8).

Figure 8. Type of support/service from Employment service agency
JOB MEDIATION (UPON EMPLOYER REQUEST)

PROFESSIONAL ORIENTATION AND CAREER COUNSELLING

RECEIVING INFORMATION ABOUT ACTIVE PROGRAMS
AND EMPLOYMENT MEASURES

ASSISTANCE IN JOB SEARCHING

MOTIVATIONAL TRAININGS

Source: Own calculations

The usefulness of the services was assessed on a three-level scale: very satisfied, satisfied and
dissatisfied. For the most commonly used services, women generally indicated that they were
satisfied. What stood out, however, was that for job-placement services (upon employer
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request), 31.6% of the women who used this service stated that they were dissatisfied. Among
those who used some type of support or service from Employment Service Agency, 65.1%
remained unemployed afterwards, while 12% reported that they had found a job.

While unemployed, only 34% of the women had considered starting their own business, but
had not done so for various reasons. Specifically, 36.1% did not start their own business
because they lacked sufficient resources, 13.3% due to a lack of knowledge and 12% because
of low self-confidence. The importance of employment for women aged 50+ is also reflected
in their responses to the question of what would matter most if they had the chance to work.
For 75.9% that would be the salary, for 53% a greater chance of earning their own pension
rights and for 49.4% working conditions (Figure 9).

The results show that the majority of unemployed women over 50 do not use social or
institutional support, even though they are in an economically vulnerable position. A striking
88.3% do not receive any benefits from the Centre for Social Work and among those who do
receive some assistance, it is most often disability allowance or guaranteed minimum
assistance. It is notable that nearly four out of five women (78.9%) prefer a salary to social
assistance, indicating a strong desire for economic independence and active labour-market
participation.

Figure 9. What is most important for women if they have the chance to be employed
HIGHER CHANCE FOR PENSION
GAINING EXPERIENCE

CAREER ADVANCEMENT
IMPROVEMENT OF SKILLS

WORK ENVIRONMENT

WORKING CONDITIONS

JOB/SALARY STABILITY

Source: Own calculations

At the same time, the data reveal limited use of the services of the Employment Service Agency.
Namely, 73% of the women did not contact the institution in the preceding year. Among those
who did, the most common forms of support were motivational trainings, counselling and job-
search assistance, but the effects were limited, because only 12% succeeded in finding
employment after using these services. This point to insufficient effectiveness of active labour-
market measures and the need for greater accessibility and adaptation of these measures to the
needs of this age group.
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Although one third of the women have considered self-employment, the main obstacles are
lack of financial resources, knowledge and self-confidence. At the same time, their priorities
clearly show that employment is not only a source of income, but also a way to secure pension
rights and better working conditions, underscoring the importance of active policies to support
their economic independence.

6.2.7. Self-assessment of job interview performance

The questionnaire includes questions related to women’s success when they attend job
interviews. In response to whether they were satisfied with how they presented themselves at
the last interview, 52.5% were satisfied, 8.8% were not and as many as 25% had never attended
a job interview. Among those who were not satisfied with their last interview, when asked what
they would change for the next one, almost 34% said they would not change anything, 26.5%
believe they need additional training to improve their knowledge and skills and 19.3% would
like to have greater self-confidence in order to make a better impression.

Asked what they think is most important for getting hired, 61% answered work experience,
almost 50% choose good education and practical knowledge and nearly 45% being in what
they consider the most productive age. It is also important that 37% of the women feel that
good personal connections are important for getting a job.

Finally, from the comments and suggestions written by some of the women, a few key points
can be singled out. Some indicated that they had never received a call from Employment
Service Agency offering them a job interview with a company. For others the opinion is that
they cannot be employed because all hiring is done through connections and political
affiliation. In addition, some women think that they lack self-confidence to more courageously
engage in job search. At the and, in their own view, basic human rights are violated when a
candidate’s age is a decisive factor in recruitment.

The results indicate that experience with job interviews among women over 50 is limited and
often burdened with feelings of insecurity and distrust in the system. It is also important that
the respondents believe work experience and education are key for employment, yet 37% think
that personal connections and party affiliation play a decisive role, reflecting their sense of
injustice and mistrust in the transparency of the labour market. The women’s comments further
confirm the perception of high levels of clientelism, age discrimination and institutional
passivity. This creates frustration, loss of motivation and a feeling that efforts to seek work are
not valued.

Questionnaire results conclusion

The research on the situation of unemployed women aged over 50 in North Macedonia clearly
shows that this group faces a complex combination of economic, social and institutional
barriers that hinder their reintegration into the labour market. Although most women have
previous work experience, usually in lower-skilled occupations, long-term unemployment,
limited training opportunities and age discrimination contribute to their continued
marginalization.
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Socio-demographic data show that most women have secondary education, live in urban areas
and carry significant family obligations, caring for children, grandchildren or older persons,
which further restricts their availability for work. Low incomes and a lack of social support
lead to economic insecurity, while prolonged unemployment results in loss of self-confidence,
stress and social isolation.

Most women do not participate in skills-upgrading trainings, mainly due to a lack of
information and financial resources, even though they express strong willingness to learn,
especially in the areas of digital competences and foreign languages. At the same time, there is
a low level of utilization of Employment Service Agency services, pointing to insufficient
institutional proactivity and a need for better communication and outreach work.

In the job-search process, women face age discrimination, clientelism and nepotism, which
generate feelings of injustice and discouragement. For them, employment is not only a source
of income, but also a way of ensuring a dignified life, personal independence and pension
security.

Overall, the results indicate that a comprehensive strategy is needed for the economic and social
activation of women over 50, combining programmes for re-skilling and digital education,
flexible forms of employment, psychological support, improved institutional coordination and
active measures to combat discrimination based on age and gender.

Only through an integrated approach and full utilization of their potential, these women can be
re-included in economic flows, contribute to a more inclusive, and fair labour market, which
represents an important step towards sustainable development and social cohesion.

6.2.8. Comparative insights between the Belgrade and Skopje regions

The structure of the samples of unemployed women aged 50 and over in the Belgrade and
Skopje regions is similar, despite differences in the total number of sample units realized in
these two regions (Table A10.3.1 in the Appendix). The average age of respondents is 56 in
Belgrade and 55 in Skopje. Women with secondary education are somewhat more represented
in Skopje (65.1% compared with 56.8% in Belgrade), while those with tertiary education are
more represented in Belgrade (34.9% compared with 24.1% in Skopje). The distribution by
type of settlement is similar in both samples, while long-term unemployed women are more
represented among respondents in Belgrade (71.9%) than in Skopje (68%). A significantly
higher proportion of unemployed women aged 50 and over in Belgrade were previously
employed (88.6%), while the survey conducted in Skopje includes 71.6% of unemployed
women with work experience. Caregiving duties are more common among unemployed
women aged 50 and over in Skopje (65%) than in Belgrade, where only two-fifths of women
currently have these responsibilities.

Considering the perceived barriers to employment, women in both regions cited age bias and
caregiving responsibilities as the most common obstacles. Women in the Skopje region also
identified health issues as a threat, while in the Belgrade region, women often reported
disappointment due to frequent job rejections, which discourages them from continuing their
job search. The percentage of women who responded to these questions is higher in Belgrade
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(40%), whereas in Skopje (22.9%), women were more hesitant to answer, which may also
indicate disappointment.

More than three-fifths of women in the Belgrade region are satisfied with their skills, while in
the Skopje region only slightly more than one-third of women aged 50 and over reported
satisfaction. Additionally, one-third of these women indicated a need to improve their current
skills or acquire new ones. A significant number of women did not answer this question, stating
that they could not independently assess their skill level. Two basic skills training areas are
most frequently mentioned in both regions, particularly those addressing gaps in digital and
foreign language competences. In job-related skills training, self-assessed needs include
computer, communication, and work adaptability skills. Women believe that the main factors
that would help them return to work are not skills, but rather personal connections (68.1% of
women aged 50 and over in Belgrade) and flexible job opportunities (36.1% of women aged
50 and over in Skopje). Skills are rated as the third most important factor in both regions.

The representation of unemployed women aged 50 and over who received support through
active labour market policy measures from the public employment service is rather limited in
both regions. However, when considering services related to information, mediation, and
counselling provided by employment advisors, the proportion of women receiving these
services is disproportionately higher. Survey results show that more than three-fifths of
unemployed women aged 50 and over in the Belgrade region received some type of support
from the public employment service, including general information about services for the
unemployed, employment mediation, and participation in job fairs. More than half of women
in this age group received some form of professional orientation and career counselling, as well
as assistance with active job searching. In the Skopje region, the number of women receiving
support from the public employment service is also limited. Those who did receive support
identified it as information about ALMP, employment mediation, professional orientation and
career counselling, and assistance with job searching, with the proportion of women ranging
between 13.3% and 24.1%. Motivational training was offered to a somewhat higher percentage,
exceeding one-third of unemployed women aged 50 and over.

More women in the Skopje region than in the Belgrade region are interested in self-
employment (34% compared to 27.3%). Among those interested, the main reasons for not
starting a business are lack of resources and lack of self-confidence. If unemployed women
aged 50 and over were given the opportunity to work, they would value employment stability,
a regular salary, and an increased chance of earning a pension. Although most women aged 50
and over in both regions were satisfied with their performance at the last interview, a proportion
of women (one-quarter in Skopje and over 15% in Belgrade) have no experience attending job
interviews. This is closely linked to self-confidence and the potential for early withdrawal from
the labour market, indicating that support measures in active job search should place particular
emphasis on these issues.
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7. EXAMPLES OF GOOD PRACTICES RELATED TO THE EMPLOYABILITY OF
OLDER WOMEN IN THE SLOVAK AND POLISH LABOUR MARKETS

7.1. Disadvantaged groups activation — Slovakia

7.1.1. Slovak labour market

The population ageing has significantly shaped the labour market landscape in Slovakia over
the past decades (Figure 25). This has also affected the employment prospects of the active-
age population over 50 years. Most striking is the increase in the participation rate development
of women aged 50-64 years, which almost tripled between the end of the 20 century and the
period after 2019, during which it stabilized at around 67-68%. Changes in the demographic
structure have led to citizens over 50 constituting a sharply increasing proportion of the
economically active population, with a share of almost one-third in 2024 (Table 6).

Figure 25 Economic activity, labour market participation and population developments
(thousands of persons)
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Progressing ageing of the population over the coming 20 years will make the age cohort of 50
to 64 years (for females and males together) close to 40% of the active-age population. This
will lead to a more pronounced need to implement targeted measures for this age group. Slovak
legislation has acknowledged this group as having severe difficulties finding job opportunities
since the very early years of the existence of the Slovak Republic. In Act 387/1996 on
employment, a group of citizens older than 50 years (among others) was defined as requiring
increased care in job placement. This perception was further reinforced by the new Act 5/2004
on employment services, which redefined the target group of interest as disadvantaged job-
seekers.

Over the last decade, the number of unemployed has significantly dropped. While in the
aftermath of the global financial crisis (GFC), the total number of unemployed was peaking
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(together with population in active age, Figure 25) above 400 thousand just before COVID-19
kicked in, the number of unemployed in the country decreased to below 187,000. Following
the COVID-19 period, the labour market gradually stabilized, and the unemployment rate
steadily returned to pre-pandemic levels. However, in 2025, the Slovak labour market began to
show the first signs of cooling. Currently, the unemployed are having difficulty finding jobs,
and outflows from unemployment are decreasing.

Table 6. Share of citizens over 50 years in the active age population

1998

2004

2005

2010

2015

2019

2024

Women 50+

12.8%

14.5%

14.6%

15.2%

14.8%

15.0%

16.3%

Men 50+

9.2%

11.0%

11.3%

13.0%

14.2%

14.3%

14.7%

Source: Eurostat [demo_pjan].

Weaker labour-market attachment among older women has also been identified and discussed
by OECD (OECD, 2022, Fodor et al., 2022). Once older women exit employment, they have
lower re-employment prospects than men. Their disadvantaged labour-market position is often
connected to structural factors. Older women are more likely than men to care for other family
members and usually leave the workforce earlier. When looking at the development of the
population of unemployed aged over 50 years, this cohort would be among the losers, given
their prospects in the labour market. Even though their total numbers declined, the share of the
aged over 50 years of age in total employment surpassed 25% in 2025 (Figure 26). The share
of the unemployed (aged below 25 years), also thanks to the active labour market policies
implemented after the GFC, targeting them specifically, shrank from almost 18% in 2012 to a
11 — 12% range in the 2020s. This should also be partially attributed to more positive attitudes
from employers toward this group of job seekers compared with cohorts aged over 50 (Winton
and Subosa, 2023). After refocusing on the structure of the population of unemployed people
over 50 by gender, there is a clear divide in how successful males or females were. In the post-
crisis period, the share of men was higher than that of women. However, strong demand from
employers for manual workers in Slovakia during the economic boom period suited the male
population slightly better. Just before the pandemic, 15% of the unemployed in Slovakia were
women aged 50 or older. During the first year of COVID-19, this share slightly decreased as a
result of the significant financial support for employment retention in sectors of social care and
kindergartens, from which more than 23 thousand women over 50 years benefited (compared
to fewer than 2 thousand men in the same age category).
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Figure 26 Unemployment and share of disadvantaged groups, 2012-2025
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The recent developments and comparisons clearly document that women over the age of 50
represent one of the most vulnerable groups on the Slovak labour market. The educational
structure of this group is almost normally distributed, with the majority of unemployed having
completed secondary education. This educational structure was significantly altered only
during the pandemic period (years 2020 and 2021), when large numbers of tertiary-educated
individuals registered as unemployed (Figure 27). Women without any formal education are
almost absent from the unemployment registers. The education structure of women over 50 and
of all women in the unemployment register is very similar. The only exception is the pandemic

period, during which tertiary-educated women over 50 temporarily increased their presence in
the register.

Figure 27 Education structure in the unemployment register (stock of women, total, and age
50+)
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When examining the participation of the target group in active labour market policies
(ALMPs), the heterogeneity across education groups is clear. To measure how probable it was
that women over 50 years in a given education group participated in ALMP, we calculated the
participation ratio (Figure 28). This ratio is the share of unemployed women 50+ participating
in ALMPs in a given year relative to all unemployed women 50+ in the same year. We observe
heterogeneity by education level. Women aged 50+ with a tertiary education have higher
participation rates in ALMPs than lower-educated women in the same age group. The spike
among tertiary-educated women over 50 in 2020 is related to financial support for employment
retention in kindergartens. Only at the peak of the economic cycle in 2018 and 2019
participation ratios across education groups converge.

Figure 28. Participation ratios in ALPMs of women over 50 years
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7.1.2. Slovak Public Employment Service system

The Central Office of Labour, Social Affairs and Family (COLSAF)?, a budget organization of
the Ministry of Labour, Social Affairs and Family of the Slovak Republic, is responsible for
the public employment service (PES) in Slovakia. COLSAF operates 46 PES offices that
provide employment services and activities related to social affairs at the regional level. These
regional offices serve as the front office where unemployed people come to register as job
seekers, apply for benefits, receive job mediation and counselling services, or apply for active
labour market policy programmes

Based on the European Commission’s Labour Market Policy (LMP) methodology, the active
labour market policies (ALMPs) are classified as LMP measures and could be grouped into 5
measures:

1. Training,

2. Employment incentives,

3. Supported employment and rehabilitation,
4. Direct job creation,

! In Slovak Urad préce, socialnych veci a rodiny (UPSVaR).
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5. Start-up incentives.

The provision of employment services, such as active labour market policy measures, is based
on the profiling system of job seekers or clients. Profiling of job seekers is conducted by
caseworkers at PES regional offices and serves as a guide for determining which type of
intervention could be offered to them. Job seekers are classified according to whether they
belong to a disadvantaged group or not. COLSAF defines the following categories of job
seekers considered disadvantaged in the Slovak labour market: under 26 years of age, over 50
years of age, long-term unemployed (at least 120 consecutive months), lower-educated,
without regular paid employment for at least 12 consecutive months, a third-country national
granted asylum, a single adult living with one or more dependents, and with a disability.> These
categories define the eligibility criteria for ALMP participation. The longer the period in the
unemployment register, the more ALMPs are provided to job seekers.

In Slovakia, eligibility for receiving unemployment benefits, in addition to being registered as
a job seeker, depends on the period of registered employment (at least 2 years within the last 4
years preceding registration). After fulfilling the requirements, a job seeker applies for the
benefit at the Social Insurance Agency. Unemployment benefits are paid for up to 6 months,
and the amount depends on the gross salary earned in the last 2 years before the unemployment
registration. For individuals who registered as unemployed and applied for unemployment
benefits after January 1, 2026, the benefit amounts are gradually reduced over a 6-month
period. Previously, job seekers were still eligible to receive 50% of a daily assessment,
calculated based on gross income from the 2 years before unemployment registration.

7.1.3. Jobseeker management with Public Employment Services

Public Employment Services (PES) in Slovakia operate under a standardised administrative
process that governs interactions between jobseekers and labour offices from registration until
exit from unemployment, whether through employment, inactivity, or transition into long-term
unemployment. The process begins with formal registration as a jobseeker, which establishes
eligibility for unemployment-related services and, where applicable, income support. At this
stage, basic socio-demographic characteristics, employment history, and formal qualifications
are recorded. The initial interaction focuses primarily on administrative compliance and
eligibility verification rather than on a comprehensive assessment of employability or labour-
market risks. While job seekers are formally assigned to a caseworker, the intensity and depth
of early engagement vary widely depending on local capacity constraints and workload.
Systematic profiling of job seekers by their risk of long-term unemployment is not embedded
in the registration process, limiting the ability to differentiate early service pathways across
client groups.

In the early months following registration, PES activities concentrate mainly on job matching,
vacancy referrals, and monitoring of job search obligations. For a large share of jobseekers—
particularly those with recent work experience—this phase is sufficient to facilitate re-
employment without additional support. However, in the absence of structured profiling, this
early phase does not consistently distinguish between job seekers with high re-employment

2 Section 8 of Act No. 5/2004 Coll. on Employment Services.

&5



potential and those facing latent or cumulative disadvantages. As a result, individuals at risk of
prolonged unemployment may remain in a relatively passive service track during a period when
preventive intervention would be most effective. This limitation is particularly relevant for
older job seekers (50+), especially women, whose employability constraints may not be
immediately visible but tend to intensify rapidly with unemployment duration.

Assignment to active labour market policy measures typically occurs after an initial period of
unsuccessful job search or when job seekers meet predefined administrative criteria. These
measures include wage subsidies, public employment schemes, training and retraining
programmes, and various forms of activation support. In practice, access to ALMP measures is
influenced by a combination of budgetary availability, programme eligibility rules, and
administrative discretion, rather than by a systematic assessment of expected effectiveness for
individual jobseekers. This can lead to:

e carly participation of low-risk individuals in costly measures with limited additional
impact,
e delayed access to intensive support for high-risk individuals, particularly those
accumulating multiple disadvantages.
For job seekers aged 50+, especially women, delayed entry into training or tailored activation
significantly reduces the likelihood of sustainable labour market reintegration.

If re-employment is not achieved within 12 months, jobseekers transition into long-term
unemployment, marking a qualitative shift in their status within the PES system. At this stage,
employability typically deteriorates due to skill depreciation, reduced employer interest,
declining motivation, and potential health constraints. Although long-term unemployed
individuals are formally prioritized in PES strategies, interventions at this stage are more
resource-intensive and less effective than earlier preventive measures. The system thus
increasingly shifts from activation toward containment, particularly for older job seekers with
limited retraining opportunities. For women aged 50+, long-term unemployment often
coincides with increased caregiving responsibilities and weak labour demand in their previous
occupations, further reinforcing labour market detachment.
The final stage of job seeker management at PES represents exit from the unemployment
register, which can occur through the following channels:

e placement into employment,

e transition into inactivity (e.g., early retirement, caregiving),

e administrative deregistration due to non-compliance,

e prolonged unemployment with repeated participation in short-term measures.
From a policy perspective, exits to inactivity—particularly among older women—represent a
loss of labour supply potential rather than a successful outcome of PES interventions.

Overall, the current PES process in Slovakia is procedurally coherent but only weakly
differentiated across job seeker groups. The lack of early profiling and structured service
pathways increases the risk that jobseekers at high risk of long-term unemployment—
especially women aged 50+—are identified too late, when policy options are more costly and
less effective (Ministry of Finance, 2017). This underscores the importance of reorienting PES
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processes toward early risk identification, differentiated service tracks, and preventive
intervention, in line with international good practice and fiscal efficiency considerations.

7.1.4. Evaluation of the programs and measures with a focus on effectiveness toward the
target group

In evaluating the effectiveness of ALMPs, we assess measures provided by the Slovak PES to
women aged 50 and older and focus on employment placement as the desired outcome of the
job seeker management process. We evaluate their participation during the pre-pandemic
period (2018 and 2019). We compare participants in the ALMPs (treated group) with
unemployed women in the same age cohort who did not participate in ALMPs (control group).
The period before COVID-19 was selected to avoid the unusual labour market conditions that
accompanied the era and, secondly, to ensure a long enough period to evaluate the effects of
participation on the measure or program. Although a plethora of programs and measures was
implemented to improve job seekers' prospects of finding employment, there was not a single
measure exclusively targeting women over 50.

In the evaluation, we looked at the following programs and measures®:

e Activation works,

e Commuting allowance,

e Regional and local employment,

e Restart,

e REPAS,

e  Work in the school kitchen,

e We want to be active on the labour market (50+).
We follow the approach described in detail in Stefanik et al. (2022), but use double/debiased
machine learning (Chernozhukov et al., 2018) to estimate treatment effects. We used the R
package “causalweight” by Bodory and Huber (2019).

7.1.4.1. Activation works

Activation works involve unskilled activities, such as cleaning and maintaining public spaces,
auxiliary work in maintaining buildings and areas, or processing and disposing of waste. They
are organized by municipalities or PES offices through the following options. Activation works
can be implemented through the following options. Activation work organized by
municipalities can be carried out on a voluntary basis by unemployed recipients of assistance
in material need who receive an allowance. Second, it can be implemented through ALMP
organized by the PES offices. Third, they can be linked to the requirement to participate in
activation work in order to earn the basic material need benefit. According to Petra$ (2020)
activation work managed by municipality do not increase employability of average participant,
in case of ALMP track the probability increase by 1 pp on the other hand if the activation work
represent path to basic benefit the probability of finding a job reduces by 1-2 pp. Activation
work is often perceived in Slovakia as synonymous with performing minor municipal services,

3 We exclude measures targeting young unemployed job seekers.
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and several assessments suggest (e.g., Mytna-Kurekova et al., 2013) that its impact on
increasing employment is minimal.

The effects of the activation work on women over 50 years on their chances of finding a job
more than 4 years after participating in the measure are depicted in Figure 29. The results show
the estimated employment probability for the treated group compared with that of the control
group of similar unemployed women over 50 years old. Over the first 2 quarters after
participation, the probability of finding a job is approximately 3 pp lower, reflecting the lock-
in effect of the measure. After this point, the probability of finding a job increases and stabilizes
around 4 pp after 2 years of participation. However, this improvement in the chances is not
statistically different from 0, indicating no effect.

Figure 29. Average treatment effects of activation works on the registered employment of
treated
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7.1.4.2. Commuting allowance

This measure was implemented as a monthly commuting allowance to partially cover
employees’ travel costs between their permanent/usual or temporary residence and the place of
employment. To be eligible for the support, job seekers had to be registered for at least 3
months, be from households receiving material-needs assistance, or be persons in material need
immediately prior to commencing employment. The allowance amounts to up to EUR 150 per
month, while the exact value of the contribution was determined by the distance between the
residence and the workplace. The maximum duration is six months. The period should be
extended up to 12 months for employees who were classified as disadvantaged unemployed
prior to taking up employment (including women over 50 years).
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Figure 30. Average treatment effects of commuting allowance on the registered employment
of treated
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The results indicate that the probability of women over 50 years receiving the allowance is
approximately 50 pp higher after 1.5 years of participation (Figure 30). This should be a result
of increased motivation of the women to keep their job places. There is also a clear divide in
the chances even before eligibility to receive allowance, which points to the fact that
participants were more likely to find a job before the additional support from PES.

7.1.4.3. Regional and local employment

This measure is implemented as a contribution to support the development of local and regional
employment. Eligible employers are a municipality, a self-governing region, or a legal entity
founded or established by a municipality or a self-governing region. The contribution should
be claimed only if the employer employs a disadvantaged job seeker (older than 50 years or
lower secondary educated) who has been registered as a job seeker for at least 3 months or for
at least half of the weekly working hours. Employers need to apply for the contribution in
writing. The monthly amount of the subsidy is 80% of the employee's total labour cost, with a
maximum of 60% of the total labour cost, which is the average wage of an employee in the
Slovak Republic. The contribution shall be provided for a maximum of nine calendar months,
and it shall not be provided again for the employment of the same employee during the two-
year period immediately following the termination of employment.
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Figure 31. Average treatment effects of commuting allowance on the registered employment

of treated
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Subsidizing the employment of women over 50 years in positions with municipalities or self-
governing regions or in companies established by them seems to be a viable option. The
program lasts 9 months, and there is a clear dip in the treatment effect in the 4th quarter, but
the positive effect persists in the long run and stabilizes at approximately 20 pp (Figure 31).

7.1.4.4. Restart

The main focus of this measure was to activate long-term unemployed persons (LTU) who had
been registered for more than 24 months. The intention was to motivate them to take up
employment or engage in an internship, primarily through direct financial incentives.
Implementation was structured around two measures. The first provided a monthly financial
contribution to active LTU who enter standard employment, with support granted for a
minimum of one and a maximum of twelve months, amounting to EUR 126.14 per month
during the first six months and EUR 63.07 per month during the subsequent six months. the
second element provided LTU with a financial contribution equal to the subsistence minimum,
covering essential expenses for meals, accommodation, and commuting between their
permanent or temporary residence and the workplace. In addition, employers hiring an LTU
received a financial contribution to offset the costs of integrating the jobseeker into the work
process. This support was granted for up to 6 months, at a monthly rate equal to 7% of the total
labour cost calculated from the average wage in the Slovak economy.

The measure aimed to address the potential loss of eligibility for certain social benefits after
finding employment. The loss of some allowances on the one hand and the gain of work income
on the other might lead to lower disposable income, which might deter the long-term
unemployed from actively seeking a job and returning to the labour force.

90



Figure 32. Average treatment effects of Restart project on the registered employment of
treated
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The evaluation results indicate a positive average treatment effect on the treated. However, it
is not statistically significantly different from zero (Figure 32).

7.1.4.5. REPAS

The REPAS project - Retraining as an opportunity for cooperation between job seekers, PES
offices, and educational institutions - was launched at the end of 2014. REPAS was an active
labour market measure that aimed to increase the employability of the unemployed through
flexible, targeted education aligned with the requirements and needs of the labour market. The
specific retraining course and provider were chosen by the unemployed. After the application
was approved, the PES office provided the unemployed with a contribution equal to the course
price.

Figure 33. Average treatment effects of REPAS on the registered employment of treated

Q
Y

o
o

NS

ATT (registered employment)

-0.1 1

4 3 2 1 01 2 3 4 5 6 7 8 9 10 11 12 13 14 15
Quarters since start of the program

Source: Social Insurance Agency.

91



According to the Institute of Social Policy (2018), participation in the retraining supported by
the REPAS project increased the probability of finding a job by 3-5 pp. Also, a positive effect
on income was observed after completing the course; participants achieved an average of 30
euros per month higher gross income than the control group. Similar results regarding the
employability of women over 50 years also indicate our analysis: 2 years after participation,
the net effect is estimated at approximately 5 pp. However, the confidence interval is much
larger, indicating significant internal differences among the participants in the target group of
women over 50 (Figure 33).

7.1.4.6. Work in the school kitchen

The main goal of the project was to help schools and their founders in the process of providing
free lunches for primary school students. The financial support was a response to the concerns
of founders and schools, or a new, never-before-tested solution in Slovakia, to ensure that the
provision of lunches would not fail due to a lack of support and professional staff in school
kitchens. The eligible applicants for a financial contribution to support the creation of a job
within the project were: primary schools, founders of primary schools, kindergartens, founders
of kindergartens, and school canteens. Within the project, the employer received a financial
contribution to cover part of the total labour cost of an employee hired for a supported job, up
to 95% of the total labour cost of the employee per month, but not more than the minimum
total labour cost in the Slovak Republic.

Figure 34. Average treatment effects of work in the school kitchen project on the registered
employment of treated
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The employer may also request a one-time financial contribution to cover part of the costs of
employment, such as personal protective equipment, work aids, work tools, and accident
insurance, in the amount of 4% of the average wage in the Slovak economy. The financial
contribution was provided to the employer who hired a job seeker from the eligible target
group, provided that the employment relationship was agreed to for at least half of the weekly
working hours for a period of at least 6 months, and that the financial contribution was provided
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to the employer for a maximum of 10 months (school year), depending on the agreed duration
of the employment relationship.

As part of preparing applicants for the aforementioned jobs, employers also received: a one-
time financial contribution of €50.00 for a job applicant to take the exam to obtain the so-called
"Hygienic minimum" professional qualification, and a one-time financial contribution of
€10.00 per jobseeker to issue a health certificate (food certificate).

Among unemployed women over 50 years of age who participated in the project, the
probability of employment increased during the subsidy period. The net effect compared to the
control group was approximately 60 pp. There was no effect during the 2 months after the
school year, but the probability of continued employment in the next school year was roughly
30 pp (Figure 34).

7.1.4.7. We want to be active on the labour market (50+)

The aim of the project was to improve the position of disadvantaged job seekers - citizens over
50 years of age, and increase their employability and employment through the provision of
financial contributions to support job creation. The rationale for the project is that several
factors negatively affect the employment of the target group. Those include the possibility of
early retirement, lack of skills (especially language and IT), low participation in further
education, and inflexible labour legislation. On top of those factors, there is also discrimination
and prejudice on the part of employers, despite the fact that employees over 50 years offer
employers experience, balance, responsibility, and greater gratitude for the job opportunity.

Implementation of the measure was through providing a financial contribution to support the
creation of a job for the unemployed aged 50 and over. The financial contribution was provided
to an employer who hired unemployed individuals aged 50+ for a job created, provided the
employment relationship was agreed upon for at least half of the established weekly working
hours for a period of at least 12 months. The financial contribution was provided for up to 12
months. The employer was obliged to maintain the job for which the contribution was provided
for at least 12 months. The financial contribution was earmarked for payment of part of the
advance payment for compulsory public health insurance premiums, social insurance
premiums, and compulsory old-age pension insurance contributions paid by the employer, up
to a maximum of 1.5 times the amount of the advance payment for compulsory public health
insurance premiums, social insurance premiums, and compulsory old-age pension insurance
contributions from the average wage in Slovakia.
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Figure 35. Average treatment effects of the We want to be active on the labour market (50+)
project on the registered employment of treated
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The effect on women over 50 years was significantly positive and peaked at 75 pp after the
first 12 months of participation (Figure 35). During the additional 12-month mandatory
employment maintenance period, the effect slowly diminished to 50 pp. In the following
period, the net effect continued to decrease, but even after the next almost 2 years, the average
treatment effect was still above 25 pp. Motivating employers to hire women over 50 years
seems to be a right option for improving the chances of this disadvantaged group.

7.1.5. Concluding comments

In Slovakia, more than half of registered job seekers exit unemployment within the first six
months, typically without participating in ALMP measures. At the same time, a substantial
share of recruitment into wage-subsidy schemes—among the most expensive labour-market
instruments—occurs during this early phase. However, such a pattern is misaligned with the
intervention logic of effective employment service in periods of low unemployment and labour
shortages. Moreover, if a country allocates a low share of labour market expenditure to training
and reskilling, limited capacity and accessibility of training measures constrain labour market
transitions and often result in returns to low-productivity, unstable jobs, particularly for
disadvantaged groups. It is important to early identify high-risk trajectories at the point of
registration, when re-employment probabilities are highest. In international practice, jobseeker
profiling is a core instrument for improving the effectiveness of public employment services
(Mytna-Kurekova, 2014). Introduction of profiling tools should help to differentiate the
assessment of individual risks or support needs. This is particularly pronounced among job
seekers aged 50 and above, with women in this age group facing a cumulative set of
disadvantages, including:
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e Jonger and more fragmented career trajectories,

e lower participation in lifelong learning,

e concentration in sectors with limited adaptability,

e family and caregiving responsibilities.
If women over 50 receive more intensive support only after becoming long-term unemployed,
their employability at that point has already significantly deteriorated due to skills depreciation,
declining motivation, and health-related and other constraints. Preventive tools, especially
professional guidance and counselling, need to be applied systematically during the early stages
of unemployment. For women aged 50+, early and individualised intervention is particularly
critical. A combination of career guidance, skills assessment, and targeted reskilling can
facilitate transitions from declining occupations into sectors with labour demand (e.g., services,
logistics, care-related activities). In the absence of such support, the system would implicitly
channel this group into either long-term unemployment or early exit from the labour market.
Processes in PES need to be built around the following principles to reduce long-term
unemployment risks and improve labour supply utilization among women over 50:

Systematic profiling at registration, with subsequent segmentation of services based on
job seekers' profiles;

e Strengthen access to career guidance with an individualized approach (individual action
plans prepared early in unemployment);

e Career guidance with a connection to targeted support;

e Activation programs available, with training provided at the early stages of
unemployment, first soft skills, and, if deemed feasible by career counsellors, also
vocational training;

e Individualized assessment of spatial and occupational mobility support.

Subsidised employment programs should be targeted to the least employable (based on
profiling and previous career counselling).

7.1.6. Proposal for the integration of good practice support measures into local labour
markets — experiences from Slovakia

Table 7 summarizes the relevant experiences from the Slovak labour market.

Table 7. Selected measures, target groups, and their potential applicability to North Macedonia

Measure Target group Country Effectiveness Applicability to

North Macedonia
Contribution to All Slovakia For women 50+ | Cooperation
support local and net effect after between the PES
regional two years from and

employment participation municipalities to
increased create subsidized
probability of positions within
employment by municipal
20 pp. companies
aligned with

jobseekers’ skills.
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Career
counselling
steering towards
occupations, less
common for
female workers

all

Austria/Slovakia

Positive-based on
qualitative
assessment

Women 50+
when allowed to
select training
specialization by
themselves tend
to safe-select few
specializations
(e.g. in
accounting or
healthcare).
Career
counselling
steering them out
of the usual
occupations (e.g.
to public bus
drivers) was
considered good
practice in many
EU countries.

Career all Slovakia For women 50+ | Counsellors
counselling — net effect after should advise
complemented by two years from jobseekers to
training. participation enroll in training
increased courses suiting
probability of her abilities and
employment by 5 | job opportunities
pp- in proximity
further to
strengthen
employability
potential.
Requalification
training should
align with the
skills employers
actually need.
Providing the Long-term Slovakia For women 50+ | Gradually lower
successful unemployed net effect after the benefits
jobseekers with persons (LTU) two years from received by
temporary registered for participation unemployed after
eligibility of more than 24 increased exit of register
benefitsupto 12 | months probability of due to the
months with employment by employment.
decreasing 6-7 pp.
amounts.

Source: The authors.

7.2. Examples of good practices related to the employability of older women in the

Polish labour market

7.2.1. Socio-institutional and demographic context

Poland is undergoing a profound demographic transition, characterised most notably by a rapid
pace of population ageing. The current demographic structure reveals an age pyramid with a
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steadily expanding share of older individuals, accompanied by a continuously rising
demographic dependency ratio. The proportion of people aged 65 and over ranks among the
highest in the region. At the same time, the fertility rate stands at 1.1 in 2024, far below the
replacement rate of 2.1.

The statutory minimum retirement age is set at 60 for women and 65 for men, although there
is no legal obligation to retire upon reaching these thresholds. The gender-based differentiation
in the statutory retirement age remains a relatively rare approach internationally. The effective
retirement age is 61 for women and 63 for men. While the effective retirement age for women
has been gradually increasing, it remains significantly lower than average life expectancy,
which is 82 for women and 75 for men in 2024. This situation is linked to the low replacement
rate, earlier labour market exit among women, and a heightened risk of poverty in older age.
The latter is particularly relevant for women, who on average earn less than men and
consequently expect lower retirement benefits.

Labour force participation among people aged 50 and over is low, with a marked decline
occurring from the age of 50 onwards. Employers frequently perceive individuals above this
age threshold as having limited learning capacity and reduced adaptability to new technologies
or organisational changes. Efforts to increase labour market participation among this group
have produced only marginal effects.

A range of factors contribute to inactivity among older individuals, including health-related
limitations and skills mismatches. Reasons for inactivity also differ by gender: men more often
cite sickness, while women more frequently identify care responsibilities as the primary barrier.
Care obligations—involving both children and older family members—are especially
significant for women.

The broader context is shaped by several unfavourable indicators, including low labour market
activity, a low effective retirement age, and the existence of pre-retirement protection that
begins four years before the statutory retirement age. These factors not only highlight the need
for an in-depth analysis of the situation and the design of targeted activation interventions, but
also reflect the wider European challenge of extending working lives and improving the re-
employment prospects of older individuals, which has become a central priority of national and
EU employment strategies (Btedowski et al., 2017).

7.2.2. The Polish Public Employment Services (PSZ) system

The Polish Public Employment System is a multi-level structure designed to support
jobseekers, employers, and people at risk of labour-market exclusion. At the national level, the
Ministry of Family, Labour and Social Policy sets the overall direction of labour-market policy,
allocates funding from the Labour Fund, and oversees the legal and strategic framework within
which employment services operate. This central authority also represents Poland in European
cooperation structures, ensuring that national policies align with broader EU employment
strategies.

Below the national tier, Voivodeship Employment Offices (WUP) operate at the regional level.
Their role is primarily strategic and coordinative: they analyse regional labour-market trends,
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manage EU-funded programmes, and supervise the activities of District Employment Offices.
They also provide training and methodological support to local employment counsellors,
ensuring that services across regions maintain consistent quality. Because labour-market
conditions vary significantly between regions, WUPs play a crucial role in tailoring activation
strategies to local economic realities.

At the frontline of service delivery are the District Employment Offices (PUP), which interact
directly with unemployed people and jobseekers. They operate at LAU1 level of a county.
These offices handle registration, determine eligibility for unemployment benefits, and provide
job-matching, counselling, training, and activation programmes. They also administer job
offers submitted by employers (including help to properly describe a job offer according to an
occupation and, to some extent, qualifications and job characteristics), subsidies for employers,
support entrepreneurship, and coordinate vocational rehabilitation for people with disabilities.
PUPs are the primary point of contact for individuals seeking assistance, and their effectiveness
depends heavily on the quality of counselling and the strength of local employer networks.

Together, these three levels form an integrated system that combines both active and passive
labour-market measures. While passive measures include unemployment benefits and income
support, active measures focus on improving employability through training, job placement,
and targeted programmes for groups facing barriers to employment. In recent years, the system
has been shifting from a model centred on unemployment management toward a more
proactive approach aimed at activating economically inactive groups, including older workers,
women returning to the labour market, and people with disabilities. This evolution reflects
broader demographic and economic pressures, such as labour shortages and population ageing,
which require employment services to play a more strategic role in mobilising untapped labour
potential.

7.2.3. Wage subsidies as a potentially key element of labour market policy

Among the range of ALMP (active labour market policy) instruments, wage subsidies are
widely regarded as well suited to stimulating employer demand for older workers, as they
compensate firms for perceived productivity deficits or higher labour costs. Their effectiveness
depends on factors such as targeting, duration, and retention incentives, and meta-analyses of
ALMPs (Martin and Grubb, 2001; Kluve, 2006; Card et al., 2018) consistently identify wage
subsidies and private-sector incentives as among the more effective interventions for
disadvantaged groups, although relatively few studies focus specifically on older individuals.
Evidence on wage-subsidy programmes for older workers remains mixed: positive effects have
been observed in Austria (Eppel et al., 2013), Belgium (Desiere, 2022) and, to some extent,
Germany (Jaenichen and Stephan, 2011; Boockmann et al., 2012), while evaluations from
Finland (Huttunen et al., 2013) and France (Behaghel et al., 2008) show limited or adverse
outcomes. Comparative reviews further suggest that favourable results are more likely when
subsidies are combined with complementary measures such as training or age-management
strategies (Vodopivec et al., 2019; Konle-Seidl, 2017).

In Poland, Under the previously binding legal framework—the Act of 20 April 2004 on
Promotion of Employment and Labour Market Institutions (Journal of Laws 2004, No. 99, item
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1001, as amended)—individuals aged 50 and above were explicitly designated as persons in a
special situation on the labour market. This statutory classification directed tailored labour
market instruments towards this group, with the intention of supporting their professional
reintegration and improving their employment prospects.

One of the notable initiatives introduced under the 2004 Act was subsidised employment for
persons aged 50+ and, in the case of men, 60+. Although implemented, these programmes
demonstrated relatively low effectiveness when assessed through the rate of return to
unemployment registers. Employers participating in the scheme were obliged to maintain
employment for at least six months following the subsidy period when hiring an individual
aged 50-59, which aimed to ensure a minimum degree of employment stability.

The entry into force of the new Act of 20 March 2025 on the Labour Market and Employment
Services (Journal of Laws 2025, item 620) on 1 June 2025 restructured both the scope and the
organisation of labour market support. While the detailed approach to assistance changed, the
Act broadened the catalogue of instruments available to persons considered to be in a special
situation on the labour market. Importantly, the 2025 Act does not contain a formal, enumerated
definition of this term. Instead, Articles 143—146 specify the categories of individuals eligible
for special support, thereby reconstructing the catalogue of beneficiaries strictly on the basis of
the instruments to which they are entitled.

This instrument-based approach shifts the focus away from predefined labels and towards the
specific forms of assistance available to persons facing labour market disadvantages. As a
result, support for older individuals remains embedded in the system, but is now framed
through the lens of access to targeted instruments rather than through explicit statutory
designation.

7.2.4. Evidence from targeted activation practices for older individuals

A relevant example of targeted activation is provided by the project “Support for the
implementation of panel surveys of people aged 50 and more, in the international project
Survey of Health, Aging and Retirement in Europe™*, which focused on women aged 50+. The
initiative formulated recommendations for engaging unemployed women in caregiving roles
for older people, responding to the rapidly expanding demand for such services. Research
conducted within this framework indicated a limited labour-supply potential among registered
unemployed women (Galecka-Burdziak et al., 2025), highlighting the importance of
interventions that directly address the underlying causes of inactivity.

The idea is connected with ageing society and the insufficiency of workers in caregiving
occupations especially for older people. Family caregivers—most often women, including
those aged 50 and above, many of whom are inactive or already retired—provide support to
older adults who need assistance in their daily lives. Their help typically encompasses the full
range of tasks required for the everyday functioning of an older person with disabilities,

4 The project “Support for the implementation of panel surveys of people aged 50 and more, in the international
project Survey of Health, Aging and Retirement in Europe”, co-financed by the European Social Fund
(POWR.02.04.00-00-0059/16) and implemented by the Polish Ministry of Family, Labour and Social Policy in
cooperation with SGH Warsaw School of Economics.
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allowing them to remain in their own home (Btgdowski et al., 2021). This mostly relates to
nonmedical caregiving services, as medical services require more advanced training. However,
the needs of nonmedical services are significant. It can be said that the project addresses the
needs of older women by women 50+. It is both connected with the fact that it is not uncommon
that a woman 50+ provides informal caregiving services to a dependent person. It also draws
on understanding of this issue by women 50+.

Related programmes, such as Active Parent, similarly employed subsidised employment in care
services, offering work experience, supporting returns to the labour market for younger parents,
and providing exemptions from social-insurance contributions. "Active Parent" is a
government program supporting parents of children aged 12-35 months. Active working
parents get PLN 1,500 a month for a child aged 12-35 months to employ a nanny or
grandmother (potentially women 50+) if both parents meet the activity criteria.

Another stream of evidence concerns interventions that go beyond skills acquisition by
strengthening psychological and social resilience. Research drawing on the concept of sense of
coherence aligns with broader studies on resilience and examines determinants of
unemployment beyond formal qualifications. Randomised Control Trials (RCTs) incorporating
motivational interviewing and psychological support demonstrated statistically significant
improvements in motivation levels. These findings suggest that assistance for older individuals
should begin by fostering readiness for labour-market participation rather than expecting an
immediate transition into employment.

7.2.5. OECD evidence — recommendations for the activation of inactive individuals

Drawing on insights from the OECD report Developing Public Employment Services for
Economically Inactive People in Poland (OECD, 2025), several targeted recommendations
emerge for strengthening activation pathways for groups particularly prone to long-term
inactivity. These include inactive women—especially those re-entering the labour market after
childbirth—people with disabilities and individuals approaching retirement age. The OECD
emphasises that these groups account for a disproportionate share of Poland’s economically
inactive population, despite overall unemployment remaining at record-low levels and labour
shortages intensifying across multiple sectors.

7.2.5.1. General activation measures

The OECD highlights a set of foundational interventions needed to support inactive individuals
in rebuilding labour-market readiness. These include the following.

1. Strengthening psychological resilience.
Barriers to labour-market participation extend beyond formal skills, increasingly reflecting low
confidence, discouragement, or limited perceived employability. Recognising these
psychological constraints is crucial for designing activation measures that tackle the underlying
drivers of inactivity.

Delivering specialised socio-psychological support to people moving from inactivity into the
labour market could be strengthened through cooperation with external providers. An approach
similar to Estonia’s—where socio-psychological assistance is outsourced to certified
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organisations selected through public procurement—could be adopted. After an initial
assessment of employment barriers, career counsellors would be able to refer clients who need
psychological support to these external specialists. The counselling itself could concentrate on
employability-related objectives, such as building resilience, developing strategies for
overcoming obstacles to employment, and preparing individuals for active job searching.

2. Rebuilding soft skills.
Longer spells outside employment—particularly among women returning after childcare
breaks or individuals managing health-related difficulties—often erode interpersonal,
organisational, and workplace-adaptation skills. Targeted soft-skill development is therefore
essential for supporting sustained reintegration.

The activity could take the form of group-based soft-skills workshops for people experiencing
long-term unemployment or inactivity. Offering these sessions to newly registered clients of
the public employment services would help them build essential workplace abilities—such as
effective communication, collaboration with others, and managing their own tasks—that are
often weakened during extended periods outside the labour market.

3. Group-specific services addressing health-related challenges.
Inactive individuals with chronic illnesses or disabilities require tailored support structures
rather than standardised interventions. The OECD stresses the need for accessible services
coordinated across institutions to respond effectively to health-related barriers.

Each individual person should be diagnosed. Rather than concentrating exclusively on medical
diagnoses or eligibility for benefits, work capability assessments need to be done to identify
what tasks a person is able to perform and under which conditions. Assessments grounded in
the International Classification of Functioning, Disability and Health (ICF) make it possible
to determine the type and level of support required for a successful return to employment, while
also giving persons insight into their own functional abilities. Also, health-related guidance for
employers is needed. It can be delivered through multiple formats, including online seminars
for HR teams, managers, and employees, as well as on-site workshops, training sessions, and
individual consultations. Many advisors should be practitioners to draw on their own lived
experience with similar conditions and work with external experts whenever additional
specialist input is required. Their advisory work spans explaining the nature of specific health
issues, dispelling misconceptions and anxieties, demonstrating how everyday job tasks can be
performed, and assessing workplace accessibility from the viewpoint of an employee managing
a health condition.

4. Mentoring schemes and short-term work opportunities.
Mentoring networks and short work placements within community organisations can help
individuals gradually rebuild work routines and regain confidence. These short-term
opportunities, embedded in trusted environments, are particularly valuable for people who have
been distant from the labour market for extended periods.

Advisors working in the public employment services could gather examples of effective
cooperation with employers—for instance, mentoring schemes offered by companies or
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positions created specifically for clients facing disadvantage. These cases could then be
reviewed and highlighted by the Ministry as models of good practice. Employers that
demonstrate strong CSR (corporate social responsibility) commitments could also be awarded
diversity certificates recognising their efforts to build inclusive workplaces, following the
example of the regional employment service Actiris in the Brussels.

5. Strengthening institutional cooperation.
A central recommendation of the OECD is the development of strong collaborative
mechanisms between Public Employment Services, social welfare centres, and social-economy
entities. Examples include social and work cooperatives, non-governmental organisations,
occupational therapy workshops, and social integration centres and clubs. Such cooperation
can significantly enhance outreach, reduce fragmentation, and ensure continuity of support
across institutional boundaries.

A reform initiative in France focused on improving collaboration between social welfare
agencies and employment services. The effort centred on three key components. First, it
introduced shared information systems to allow both sectors to access and update client data.
Second, it established joint advisory and follow-up procedures for activating social benefit
recipients and jobseekers facing complex social difficulties, delivered by paired teams of social
workers and career counsellors. Third, it created a specialised support mechanism within the
Public Employment Services for registered jobseekers whose social circumstances hinder their
ability to engage in job-search activities.

6. “Open and friendly office” initiatives.

This approach focuses on lowering emotional and administrative barriers to contacting PES
staff. The OECD emphasises that inactive individuals—especially women in rural areas—may
feel more comfortable engaging with familiar, trusted intermediaries, such as rural housewives’
clubs, which can act as outreach channels to individuals otherwise disconnected from public
services. Such initiatives may come with the need to be open for all persons, also unregistered
(potentially inactive) and, under certain conditions, without the need for making an
appointment.

7. Developing a database and cooperation with social economy enterprises.
A social economy enterprise is a business blending commercial activity with a primary social
mission, reinvesting most profits to benefit people or the planet rather than shareholders, and
often featuring democratic governance. These entities, including cooperatives, associations,
foundations, and specific social enterprises, focus on societal goals like inclusive employment
or community support, operating within the broader social economy sector.

7.2.5.2. Role models and returner programmes

The OECD identifies returner programmes as an important tool for reintegration, particularly
for women who exited employment due to caregiving responsibilities. Group-based initiatives
can help rebuild a sense of belonging, reduce isolation, and normalise the process of re-entering
employment after a long break.
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Role Models and Returner Programmes play a vital role in helping experienced professionals—
particularly women—re-enter the workforce after extended career breaks. These initiatives
provide clear, supportive pathways that combine mentoring, coaching, and structured
placements to rebuild confidence, refresh competencies, and reduce bias. At the same time,
employers gain access to a motivated and diverse pool of talent at a moment of widespread
skills shortages. Organisations such as STEM Returners and Career Returners illustrate how
these programmes benefit both participants and companies.

Core Elements of Returner Programmes are designed mainly for experienced professionals,
frequently women, who have been out of the labour market for several years. They are typically
structured as short-term placements or internships that provide a gradual, supported transition
back into work. They include support mechanisms such as coaching, mentoring—often from
senior staff—training opportunities, and peer networks. They enable participants to rebuild
their professional identity, refresh their skills, regain confidence, and navigate hiring biases.
There are also clear advantages for employers, such as open access to overlooked talent, help
close skills gaps (notably in STEM and tech), strengthen workforce diversity across multiple
dimensions, and enhance retention. Examples of these programmes are initiatives such as
STEM Returners, Career Returners, and government-backed schemes supply both resources
and structured opportunities.

Returner Programmes provide the framework for re-entry, while those who complete them
successfully become the next generation of role models. Their visibility encourages more
candidates to participate and motivates additional employers to adopt such schemes, creating a
reinforcing cycle that supports workforce reintegration and broadens diversity.

A key component of these programmes is the use of role models with women who have
successfully returned to work after periods of inactivity. Their experiences can:

o Strengthen confidence among programme participants. Individuals who have
successfully returned to work serve as powerful examples, showing that resuming a
professional career after a long pause—often due to caregiving—is achievable.

o Challenge entrenched age and gender stereotypes. Visible success stories help
normalise career breaks and counteract negative assumptions about returners.

o Foster peer motivation and shared learning dynamics.

o Real-world cases demonstrate to hiring managers and leaders the value and capability
that returners bring to organisations.

By creating supportive group environments and showcasing relatable success stories, returner
programmes can help participants envision realistic employment trajectories and reduce fears
associated with labour-market re-entry.
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7.2.5.3. Employer awareness and combating age discrimination

The OECD also highlights the need for stronger employer engagement to address the persistent
undervaluation of workers aged 50+ on the Polish labour market. Employers and public
employment services can form highly effective partnerships to support the labour-market
activation of older women, especially in contexts where demographic change and skills
shortages make their inclusion both a social and economic priority. Good cooperation begins
with employers sharing information about their skill needs and recruitment challenges so that
employment services can tailor outreach, profiling, and training to the realities of local labour
markets.

A particularly effective practice is co-designing training and re-skilling programmes.
Employment services can deliver foundational or digital skills training, while employers
contribute job-specific modules, workplace visits, or short practical placements. This approach
not only updates skills but also builds confidence—an area where older women often need
additional support, as shown in guidance for employers working with women 45+. Employers
who open their workplaces for “taster days” (open days at work enabling short familiarization
with a workplace) or job-shadowing (job candidate does not perform any tasks, but observes
the employee's performance and duties, asks, and discusses work) give candidates a realistic
sense of the job and reduce anxiety about returning to work after long breaks. There is also the
need to educate entrepreneurs of inclusive work conditions. This may come from good
practices of international employers.

Good-practice examples from selected employers can demonstrate the positive contributions
older workers bring, including:

o extensive experience and reliability,
e astrong work ethic and organisational loyalty,
e mentoring capacities valuable for younger staff.

However, employer bias and age stereotypes remain widespread. Combating age
discrimination requires coordinated actions, such as:

o information and awareness-raising campaigns,
o employer training to recognise the value of age-diverse workforces,
e incentives encouraging employers to engage in inclusive recruitment.

Building age-inclusive workplaces is identified as a prerequisite for sustainable activation of
older individuals, particularly in a demographic context of rapid population ageing and
shrinking labour supply.

Taken together, the OECD’s recommendations emphasise that effective activation must address
psychological, social, institutional, and employer-side barriers simultaneously. Activation of
inactive individuals—women, older workers, people with disabilities—requires not only
labour-market instruments but also redesigned cooperation frameworks, inclusive employer
practices, and community-based entry points that build trust and motivation. These insights
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provide a comprehensive blueprint for strengthening activation strategies in the face of
Poland’s deepening labour shortages and demographic challenges.

7.2.6. Concluding comments

The activation of older individuals remains a persistent and multidimensional challenge,
shaped by factors that extend far beyond labour-market instruments alone. Different groups
experience distinct barriers arising from their employment histories, the specific causes of
unemployment or economic inactivity, and the social and institutional constraints they
encounter. Evidence reviewed in this report demonstrates that older women, in particular, face
a combination of care-related responsibilities, earlier labour-market exit, lower lifetime
earnings and limited opportunities for re-employment, all of which contribute to heightened
vulnerability in later life.

Research and practice consistently show that effective activation requires individualised and
flexible approaches tailored to the complex circumstances of inactive persons. Whether
focused on health, skills, caring duties, motivation, or psychological resilience, successful
interventions often reach beyond labour-market policy sensu stricto, necessitating cooperation
with social services, community actors, and institutions capable of addressing underlying
barriers. This implies that there is no universal remedy for the employment challenges faced
by older women or other disadvantaged groups. Instead, a comprehensive strategy that
enhances overall social engagement can contribute to greater labour-market participation,
generating benefits not only for the individuals themselves but also for the wider society
confronted with demographic ageing and labour shortages.

7.2.7. Proposal for the integration of good practice support measures into local labour
markets — experiences from Poland

Table 8 summarises the experiences of Poland and selected countries with ALMPs for older
women and their potential applicability in North Macedonia.

Table 8. Summary of ALMPs for older women — experiences of Poland and selected countries

Measure Target group | Country Effectiveness Applicability
to North
Macedonia
Wage subsidies Older workers | Austria, Mixed: positive in Potentially
50+ (in Belgium, Austria, Belgium, applicable with
Poland also Germany, partly Germany; careful
men 60+) Finland, France; | limited/adverse in targeting,
Poland Finland, France; low retention
effectiveness in incentives, and
Poland. complementary
measures.
Instrument-based | Individuals Poland No effectiveness Applicable:
support for eligible for results; reform shifts flexible
persons in special | special from categorical labels | targeting model
labour-market support, to instrument-based adaptable to
situations (Poland | including eligibility. Western Balkan
2025 Act) older persons systems.
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Activation Women 50+ Poland Research shows Applicable
concept: engaging | (unemployed, limited labour-supply | where informal
unemployed often informal potential; highlights caregiving is
women 50+ in caregivers) need to address root widespread;
caregiving roles causes of inactivity. requires
addressing
barriers to
participation.
Subsidised Parents of Poland No direct effectiveness | Applicable if
employment in young results for older childcare
care services children; women; creates shortages exist;
(e.g., Active potential subsidized care-sector | can create
Parent) employment jobs. employment
for women niches for older
50+ as child women.
caregivers
Psychological and | Older Poland RCTs show Highly
motivational unemployed statistically significant | applicable:
interventions individuals; improvements in low-cost,
(motivational inactive motivation. scalable,
interviewing, persons addresses
resilience-buildin motivational
g) barriers.
Specialized Inactive Estonia (model); | No quantified results; | High:
socio-psychologic | individuals Poland OECD stresses administratively
al support with (recommendation | psychological barriers | feasible and
(outsourced psychological | ) and recommends relevant to
model) barriers; Estonia-style similar barriers.
women outsourcing.
returning after
childbirth;
older
individuals
Soft-skills Long-term Poland No effectiveness data; | High: low-cost
rebuilding inactive (recommendation | OECD emphasizes and scalable.
workshops individuals; ) erosion of soft skills
women and need for group
returning after workshops.
childcare;
people with
health-related
gaps
Work-capability People with Poland No effectiveness High: ICF
assessments based | disabilities or | (recommendation | results; OECD stresses | framework
on ICF + chronic ) functional assessments | transferable;
employer illnesses and tailored employer | employer
guidance guidance. guidance
feasible.
Mentoring Long-term Poland No quantified results; | Medium-high:
schemes and inactive (recommendation | OECD highlights feasible;
short-term work individuals; ); Brussels gradual re-entry value | depends on
placements those distant | (Actiris example) | and CSR-based employer
from labour recognition. engagement.

market
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Strengthened Individuals France No numerical Medium-—high:
institutional with complex | (example); outcomes; French requires
cooperation social Poland reform introduced coordination;
(PES—social barriers; (recommendation | shared systems, joint feasible with
welfare—social inactive ) advisory teams, administrative
economy) benefit specialized PES investment,
recipients support.
“Open and Inactive Poland No effectiveness data; | High:
friendly office” individuals, (recommendation | OECD notes community-bas
outreach model especially ) emotional/administrati | ed outreach
rural women; ve barriers and value aligns well with
unregistered of trusted rural structures.
persons intermediaries.
Database and Inactive Poland No effectiveness Medium-high:
cooperation with | individuals (recommendation | results; OECD stresses | depends on
social-economy needing ) role of social-economy | maturity of
enterprises supported entities in inclusive social-economy
employment employment. sector.
pathways
Returner Experienced | International No quantitative High: strong
Programmes professionals | examples results; text highlights | relevance due to
(structured —mainly confidence-building, similar female
re-entry women— skill refresh, reduced | inactivity
pathways) returning after bias, employer patterns.
long benefits.
caregiving
breaks
Role-model-based | Women International No numerical High: low-cost,
support within returning after | examples evidence; emphasizes | culturally
returner inactivity confidence, stereotype | adaptable.
programmes reduction, peer
motivation.
Employer Older workers | Poland No quantified High: age bias
awareness (50+), outcomes; text stresses | is widespread;
initiatives to especially undervaluation of 50+ | awareness
combat age older women workers and need for | measures
discrimination awareness campaigns | transferable.
and training.
Co-designed Older women; | Poland No effectiveness data; | High: strong
training and returners; benefits include potential where
re-skilling with individuals updated skills, employers face
employers needing confidence, realistic skills shortages.
updated skills job previews.
Employer Older workers | Poland No quantitative Medium-high:
good-practice (50+) results; highlights depends on
promotion positive contributions | employer
(experience, of older workers. openness.
reliability,
mentoring
capacity of older
workers)
Incentives for Employers; Poland No effectiveness data; | Medium—high:
inclusive older incentives identified as | adaptable to
recruitment local labour
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workers; part of combating age | market
women 45+ discrimination. institutions.

Source: The authors.

8. CONCLUSIONS AND RECOMMENDATIONS

8.1. Interpretation of findings

Statistical evidence from the Labour Force Survey and administrative data of the Employment
Service Agency indicates that, despite overall improvements in employment indicators, women
aged 50+ remain a structurally vulnerable group on the Macedonian labour market. Between
2017 and 2024, unemployment and inactivity rates among women aged 50—64 declined, and
employment increased significantly, reducing the unemployment rate from 15.4% to 6.3%.
However, registered unemployment data reveal persistent structural disadvantages: women
aged 50+ account for 37.4% of all registered unemployed women, and more than 80% of them
are long-term unemployed. The majority have very low educational attainment (nearly 80%
have not completed compulsory education), which is severely limiting their employability. In
the Skopje region, the situation is similarly unfavourable, with a high concentration of long-
term unemployment and low education levels among older women. These findings suggest
that, despite positive aggregate trends, older women face cumulative barriers related to
education, prolonged labour-market detachment and structural mismatches, requiring targeted
and age-sensitive policy interventions.

Focusing on the Skopje region in North Macedonia, this study aims to provide a comprehensive
analysis of the structural and individual determinants of long-term unemployment among
women aged 50 and over, taking into account the institutional, economic and social context of
the Macedonian labour market. Statistical evidence from the Employment Service Agency and
the Labour Force Survey confirms that women aged 50+ represent a substantial share of
registered unemployed women, with a particularly high incidence of long-term unemployment
and low educational attainment. Although overall unemployment rates have declined in recent
years, older women remain disproportionately exposed to prolonged labour-market
detachment, especially those with primary or incomplete secondary education.

The research goes beyond quantitative indicators by examining explanatory factors that cannot
be fully captured through administrative data alone. Survey findings and focus group
discussions with unemployed women and key stakeholders reveal an multidimensional pattern
of disadvantage. Reduced employability is closely linked to outdated qualifications, limited
digital skills, weak knowledge of foreign languages and educational profiles that no longer
correspond to current labour-market demand. Prolonged employment interruptions, often due
to caregiving responsibilities for grandchildren or elderly family members, further limit
mobility and availability for work. Health-related constraints, combined with declining self-
confidence and repeated job-search rejection, contribute to demotivation and withdrawal from
active job seeking.

Precarious and informal employment remains common among older women, particularly in
sectors such as cleaning, hospitality, retail, and domestic services, where formal contracts and
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social protection are often lacking. While self-employment is promoted through national
strategies, many women report insufficient information, administrative burdens and low
confidence in starting a business. At the same time, employers rarely perceive older women as
a resource for addressing labour shortages, and age-related stereotypes persist in hiring
practices.

Although active labour market measures exist, participation of women aged 50+ is largely
limited to counselling and mediation services, while access to more substantial financial
incentives or employment subsidies remains limited. The absence of specialised, age- and
gender-sensitive employment services further indicates that women aged 50+ are not
systematically prioritized within the broader category of hard-to-employ persons. Overall, the
findings point to the need for targeted, integrated and inter-sectoral measures that explicitly
address the structural and personal barriers faced by older unemployed women in North
Macedonia.

The subsequent analysis is guided by a comprehensive and inter-sectoral framework that seeks
to capture the multifaceted nature of long-term unemployment among women aged 50+. It
examines their labour-market status, participation in active labour market programmes
(ALMPs) and structural characteristics, while additionally considering educational attainment,
place of residence (urban—rural differences) and specific age subgroups within the 50+
category. This approach allows for a differentiated understanding of how various
socioeconomic factors interact shaping employability and labour-market outcomes.

Particular attention is devoted to employability constraints arising from outdated or
mismatched skills, especially gaps in digital competences, limited knowledge of foreign
languages, prolonged employment interruptions and low or inappropriate educational profiles.
The analysis also explores the prevalence of precarious and informal employment, reduced
self-confidence and administrative obstacles that discourage women from considering self-
employment as an alternative pathway to labour-market integration.

Furthermore, the study assesses the impact of family and caregiving responsibilities, including
care for grandchildren or elderly relatives, which restrict mobility, working hours, and job-
search intensity. Health-related limitations are examined as additional barriers that reduce
physical capacity for work and increase psychological strain, thereby affecting reintegration
prospects.

The analysis also considers motivational aspects, including how prolonged unemployment and
repeated rejection in job applications may weaken active job-search efforts. Structural factors
such as age stereotypes, discriminatory hiring practices, and employers’ concerns regarding
productivity, health-related absences or proximity to retirement are evaluated as key
determinants of limited employment opportunities for older women.

Finally, the study reviews the extent to which existing employment services adequately address
the specific needs of women aged 50+, questioning whether they are effectively prioritized
within the broader category of hard-to-employ individuals and whether sufficiently tailored,
age- and gender-sensitive measures are in place.
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8.2. Implications for policy and practice with key recommendations

8.2.1. Measures to support the employability of women aged 50+
Key implications

The findings from the research in Skopje shows that long-term unemployment among women
aged 50+ in North Macedonia is driven by overlapping structural, institutional and personal
barriers. The group is characterised by prolonged labour-market detachment (often beyond 4—
5 years), low or outdated qualifications, limited digital and language skills and a high
prevalence of care responsibilities and health constraints. Women’s employability is further
weakened by age and gender stereotypes, low self-confidence and discouragement caused by
repeated rejection and perceptions of nepotism/clientelism in hiring. Although ALMPs and
social protection benefits exist, their impact is constrained by weak outreach (especially to rural
and minority women), insufficient targeting, limited access to training and wage subsidies, and
low utilisation of Employment Service Agency services. Informal and precarious work remains
a common coping strategy, while self-employment is seen as attractive but hindered by lack of
resources, knowledge, mentoring and administrative complexity. Overall, findings imply that
effective support must be integrated: combining skills upgrading with motivational and
psychosocial support, stronger inter-institutional coordination, better communication, and
demand-side measures that encourage employers to hire and retain older women under decent
working conditions. Based on the abovementioned several key implications rise from the
research.

Long-term unemployment is structural rather than temporary. Both focus groups emphasized
that once unemployment exceeds four to five years, women effectively become detached from
the labour market, regardless of formal registration status. This is strongly supported by survey
data showing that 52.6% of respondents have been unemployed for more than four years, while
a significant share has actively searched for work for up to 10-20 years. Furthermore, 65.1%
of those who used Employment Service Agency services remained unemployed afterwards,
indicating limited reintegration effectiveness.

Skills mismatch and digital exclusion are main employability barriers. Stakeholders and
unemployed women repeatedly pointed to outdated qualifications, low digital literacy and
limited foreign language skills. Survey results confirm that 74% of women did not participate
in any training in the past two years, mainly due to lack of information (62%) and financial
constraints. At the same time, almost 39% expressed interest in digital skills training and a
similar share in foreign language courses, demonstrating unmet demand.

Care responsibilities and health constraints significantly limit labour-market participation. In
both focus groups, caregiving for grandchildren, elderly parents and spouses was described as
a dominant barrier. Survey data support this: 65% of respondents care for household members
and 37.3% identify family obligations as a key job-search obstacle. Health problems were cited
by 44% as a reason for unemployment and by 28.9% as a job-search challenge.

Age and gender discrimination reduce employment prospects and motivation. Participants in
both focus groups highlighted stereotypes regarding productivity and training investment.
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Survey findings show that 36.1% believe their age prevents hiring, while 22.9% experience
frequent rejection. Additionally, 37% perceive personal connections as decisive in
employment, reflecting distrust and perceived clientelism.

Institutional support exists but lacks targeting, outreach and effectiveness. Stakeholders
acknowledged that ALMPs are inclusive, but not tailored to women 50+. Survey data show
that 73% did not use ESA services in the past year, and among users, only 12% secured
employment. Both focus groups stressed weak communication, insufficient personalization and
the need for community-based outreach.

Motivation remains high, but job quality is decisive. Despite barriers, 78.9% prefer a salary to
social assistance. Financial stability (75.9%), pension security (53%) and decent working
conditions (49.4%) are strong motivators. Focus group discussions confirm that women are
willing to accept jobs below expectations if conditions are fair, flexible and respectful.

Together, these findings indicate that women aged 50+ are not disengaged from work by
choice. Instead, long-term unemployment results from cumulative structural, institutional and
social barriers that require integrated, age-sensitive and targeted policy responses.

Key and actionable recommendations
Recommendations for the Governments and relevant ministries:

e Introduce a dedicated policy package for women 50+ within employment and gender-
equality frameworks, with clear eligibility, targets and monitoring (employment
outcomes, training completion, retention).

o Expand publicly funded, short, practical training programmes tailored to women 50+
(digital literacy, basic office software, online communication, customer service,
caregiving certificates, language basics), delivered locally (on municipal level) and
with flexible schedules.

e Support formalization pathways for common female 50+ activities (caregiving,
cleaning, cooking, crafts, home-based food production) through simplified regulation,
micro-licensing and reduced administrative burdens.

o Strengthen care infrastructure (affordable eldercare/day-care services, community care)
to reduce unpaid care burdens that prevent job search and job retention.

o Scale age- and gender-sensitive wage subsidies and/or tax incentives for employers who
hire long-term unemployed women 50+, with minimum contract duration and decent
work requirements (formal contract, social contributions).

e Design “returnship” programmes (paid work placements combined with training) for
women 50+ to rebuild work habits, reduce employers’ perceived risk and support
gradual reintegration.

e Embed anti-discrimination enforcement and awareness in labour policies, including
campaigns on age inclusion and guidance for employers on adapting workplaces for
older workers and those with health limitations.
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Provide integrated financial and non-financial support for self-employment, combining
grants/loans with mentoring, business planning, marketing support and simplified
administrative procedures.

Recommendations for public employment institutions, NGOs and employers:

Create specialized case-management for women 50+ (dedicated counsellors or focal
points), combining employability assessment, confidence-building and realistic
pathways to jobs.

The Employment Service Agency should introduce a structured preparatory phase
before enrolling unemployed women 50+ into Active Labour Market Programmes. This
phase should include an individual assessment of skills, motivation and readiness, as
well as comprehensive guidance on available measures, including their objectives,
eligibility criteria, obligations, duration, expected outcomes and potential benefits, to
ensure informed participation and improve programme effectiveness.

The Employment Service Agency should strengthen its cooperation with the Chamber
of Commerce and Employers’ Organization, given its significant influence on
employers and its capacity to shape inclusive employment practices. Such collaboration
can support the development and promotion of targeted employment policies for
women aged 50 and over.

Improve communication and outreach, via regular SMS/email alerts on vacancies and
training opportunities and expand face-to-face community outreach (small group
meetings, rural visits, mobile teams).

Link training to real vacancies through employer partnerships and “train-and-hire”
schemes, ensuring that training is practical and leads to placement rather than remaining
generic.

Offer interview preparation and job-search coaching adapted to older women
(confidence, digital job search, CV support) and include motivational sessions as
continuous support, not one-off events.

Expand guidance on self-employment with hands-on administrative support
(registration, taxes, compliance) and referrals to mentoring networks and local business
support centres.

Act as trusted intermediaries for reaching inactive and hard-to-reach women (especially
rural, Albanian and Roma women), providing mentoring, peer support groups and
accompaniment to services.

Deliver community-based empowerment programmes that combine digital basics, soft
skills, psychological support and information on available ALMPs.

Support recognition of informal skills through micro-credentialing and certification
routes (caregiving, cooking, cleaning, crafts) and help women access markets (fairs, e-
commerce intermediaries, cooperatives).

Adopt age-inclusive hiring practices (removing age filters, structured interviews, skills-
based recruitment) and offer short on-the-job training with clear job design.

Use wage subsidies and training support more actively for women 50+ and cooperate
with ESA on targeted placements and returnship schemes.
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Introduce flexible work options where feasible (part-time, shift adjustments, job-
sharing, home-based tasks) to accommodate health and care responsibilities, with
safeguards against exploitation.

Create mentoring arrangements pairing older women with younger staff to support
digital adaptation and knowledge sharing, improving retention and workplace
integration.

Recommendations for unemployed women aged 50+:

Invest in targeted skills upgrading, particularly digital and language skills. Given that
digital illiteracy and outdated competencies were repeatedly identified as key barriers,
and that nearly 74% of surveyed women had not participated in training in the past two
years, active engagement in short, practical training programmes, especially in basic
computer skills, online communication, and foreign languages, can significantly
improve employability. Even modest improvements in digital literacy can expand
access to vacancies, remote work options and administrative positions.

Actively to use institutional and NGO support services. Although many women
reported limited contact with the Employment Service Agency, available services such
as career counselling, CV preparation, motivational training and on-the-job training can
provide structured support. Women are encouraged to request individualized
employment plans, ask for regular updates on training and vacancy announcements,
and participate in community-based outreach activities organized by NGOs or
municipalities.

Recognize and valorize informal skills. Many women possess valuable competencies
acquired through caregiving, household management, sewing, cooking, retail or
agricultural activities. These skills can be transformed into income-generating activities
through certification, micro-credentialing, cooperatives or supported self-employment.
Viewing informal experience as an asset rather than as “non-work” can strengthen self-
confidence and open alternative employment pathways.

Strengthen self-confidence and peer support. Loss of self-confidence, stress and
discouragement emerged as major psychological barriers. Participation in peer groups,
mentoring programmes or motivational workshops can help rebuild confidence, reduce
isolation and maintain job-search persistence. Networking within local communities
may also increase access to information and opportunities.

Consider flexible and gradual entry into employment. Where health or caregiving
responsibilities limit full-time work, part-time employment, flexible schedules,
seasonal work or gradual re-entry through on-the-job training may represent realistic
intermediate steps toward stable employment.

Explore self-employment cautiously but proactively. Although lack of resources and
confidence were identified as barriers, self-employment can provide flexibility and
autonomy. Women considering this option should seek mentoring, training and
financial guidance before making decisions, and explore joint or family-based
initiatives where risks can be shared.
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8.2.2 Enhance motivation and self-confidence to improve the employability of women
aged 50+

Key implications

Motivation and the desire to regain self-confidence are clearly present among women aged
50+, yet they are progressively weakened by structural barriers and repeated unsuccessful
reintegration attempts. Both focus groups consistently confirmed that women in this age group
remain willing to work and actively seek employment opportunities. This finding is strongly
supported by the questionnaire data: 78.9% of respondents would prefer a salary over social
assistance, while financial stability (75.9%), pension security (53%) and decent working
conditions (49.4%) were identified as primary motivators for labour market participation. At
the same time, the structural reality of prolonged unemployment significantly undermines this
motivation. More than half of the surveyed women (52.6%) have been unemployed for over
four years, and among those who used Employment Service Agency services, 65.1% remained
unemployed, indicating limited reintegration success. Such repeated exposure to unsuccessful
job search outcomes contributes to psychological erosion. Survey findings confirm that 27%
report loss of self-confidence, 22.9% experience stress and anxiety, and 19.3% feel socially
isolated. These results suggest that the issue is not a lack of willingness or aspiration. Rather,
motivation is gradually weakened by structural exclusion, limited effectiveness of reintegration
mechanisms and persistent labour market barriers. Without improved employment outcomes
and more supportive institutional frameworks, even strong initial motivation risks being
transformed into discouragement and withdrawal.

Ageism and perceived unfair recruitment practices significantly weaken women’s self-belief
and reduce persistence in job search. Psychological barriers do not operate independently;
rather, they are closely intertwined with entrenched age and gender stereotypes that shape both
employer behaviour and women’s self-perception. Evidence from both focus groups indicates
that women frequently internalize negative labour market signals, describing themselves as
being viewed as “too old,” “less adaptable,” or a “lost investment” due to their shorter
remaining working life. Such perceptions are reinforced by survey findings: 36.1% of
respondents believe their age is a direct obstacle to being hired, while 22.9% report
experiencing repeated rejection when applying for jobs. In addition, 37% consider personal
connections or political affiliation decisive for obtaining employment, which further
strengthens feelings of exclusion, injustice and institutional distrust. These findings
demonstrate that perceived discrimination and opaque recruitment practices not only reduce
objective employment chances, but also erode confidence, discourage active job search and
contribute to psychological withdrawal from the labour market.

Skills gaps among women aged 50+ appear to generate insecurity rather than unwillingness to
engage in employment or learning. Both, the focus group discussions and the survey results
indicate that women are aware of changing labour market demands, particularly the importance
of digital competencies and foreign language skills. However, despite this awareness, 74% of
respondents did not participate in any training during the past two years, primarily due to a lack
of information about available programmes (62%) and financial constraints. Importantly, the
data also show that interest in skills development remains strong. Nearly 39% expressed a clear
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preference for digital skills and foreign-language training, demonstrating readiness to upgrade
their competencies if appropriate opportunities are accessible. This suggests that low
participation in training is not rooted in resistance to learning or passivity, but rather in
structural barriers, limited outreach and reduced self-confidence following prolonged
unemployment. Therefore, the issue is less about motivation to improve and more about
creating accessible, affordable and confidence-building pathways to lifelong learning.

Care responsibilities and health limitations significantly shape women’s perceived
employability and labour market behaviour. The survey findings indicate that 65% of
respondents provide care for household members, while 37.3% explicitly identify caregiving
responsibilities as a major obstacle in their job-search process. In addition, 44% cited health
problems as a key reason for unemployment, confirming that physical limitations and chronic
conditions directly influence labour market participation. The focus group discussions further
revealed that women are not only constrained by these objective factors, but also by their
perceptions of how employers interpret them. Many expressed concern that employers view
older women as less productive, more frequently absent due to illness or burdened by family
obligations. This perceived stigma reinforces self-doubt and discourages active job search. The
broader implication is that, in the absence of flexible and adaptive employment arrangements,
such as part-time work, adjusted workloads or flexible hours, women tend to internalize
structural constraints as personal inadequacy. Instead of recognizing caregiving and health
limitations as social and policy issues requiring accommodation, they often interpret them as
individual shortcomings, which further weakens self-confidence and labour market
engagement.

Institutional communication gaps appear to reinforce passivity and weaken active labour
market engagement among women aged 50+. Survey results show that 73% of respondents did
not use Employment Service Agency (ESA) services in the past year, despite being registered
as unemployed. Focus group discussions further revealed that many women obtain information
about job vacancies, training programmes or support measures through informal networks,
friends, acquaintances or NGOs, rather than through systematic and direct communication from
official institutions. This pattern suggests that existing outreach mechanisms are insufficiently
proactive, personalized or accessible for this age group. Limited communication, combined
with previous unsuccessful experiences, contributes to disengagement and a gradual erosion of
trust in public employment institutions. As a result, women may withdraw from active job
search or rely solely on informal channels, which further reduces their chances of structured
reintegration. The implication is clear, weak institutional outreach does not merely limit
information flow, it also contributes to reduced participation, diminished confidence in public
support systems and the reinforcement of long-term labour market exclusion.

Key and actionable recommendations
Recommendations for the Governments and relevant ministries:

o Integrate psychological activation into labour market policy. Active labour market
measures should systematically include confidence-building, mentoring and mental
health components alongside skills training.
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Develop age-sensitive employment incentives. Introduce targeted wage subsidies or tax
incentives specifically for hiring long-term unemployed women 50+, reducing
employer bias and increasing reintegration success.

Expand flexible employment frameworks. Promote part-time, job-sharing and phased
retirement models through legislative adjustments and employer incentives.

Support recognition of prior learning and informal skills. Establish simplified
certification systems for caregiving, domestic services and craft-based skills to convert
informal competencies into formal labour market value.

Fund community-based activation programs. Allocate dedicated resources for outreach
programs delivered at the municipal level, particularly in rural areas.

Recommendations for public employment institutions, NGOs and employers:

Introduce individualized motivational counselling programs. Employment Service
Agency, should move beyond standardized counselling and introduce structured,
individualized motivational programmes tailored specifically to women aged 50+.
Establish regular SMS/email notification systems for vacancies and training.
Automated SMS and email alerts about job vacancies, training programmes, wage
subsidies and self-employment grants would reduce information gaps and encourage
active engagement.

Implement small-group activation workshops tailored to women 50+ at local level.
These sessions should be delivered regularly in cooperation with municipalities and
NGOs.

Monitor employment outcomes specifically for this age group. Tracking reintegration
rates, training participation and job retention for women 50+ would allow evidence-
based adjustments to policies and improve accountability of active labour market
measures.

Provide peer-support groups to reduce isolation. These groups create safe spaces for
sharing experiences, rebuilding confidence and strengthening social capital. NGOs can
play a crucial role in establishing peer-support circles.

Offer mentoring schemes pairing employed women with long-term unemployed peers.
Such peer role models can provide practical guidance, emotional encouragement and
real-life examples of successful reintegration, directly addressing self-doubt and
perceived “lost investment” narratives.

Deliver practical, short, hands-on trainings in community settings. Training should
focus on practical competencies: email use, CV submission, online job applications,
Microsoft Office basics and remote-work tools.

Provide gradual re-entry programs Employers should introduce supported probation
periods or subsidized internships combined with training, allowing women to rebuild
work habits and confidence.

Value reliability, life experience and soft skills in recruitment. Job advertisements and
HR evaluation criteria should reflect these strengths rather than focusing exclusively
on technical skills.
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e Ensure respectful and non-discriminatory hiring practices. Transparent selection
criteria, structured interviews and anti-discrimination policies should be strengthened.
Workplace culture should promote respect, flexibility and dignity for older workers.

Recommendations for unemployed women aged 50+:

e Actively engage in short, practical training that produce immediate, visible results.
Small, achievable learning steps help rebuild a sense of competence and reduce fear of
new technologies.

e Participate in peer or mentoring networks to reduce feelings of isolation and
discouragement. Sharing experiences with other women facing similar challenges helps
normalize setbacks, exchange practical advice and strengthen motivation. Seeing
examples of successful reintegration can increase belief in one’s own potential.

e Recognize and value personal strengths. Life experience, reliability, responsibility,
caregiving abilities, communication skills and resilience are real labour-market assets.
Confidence grows when experience is reframed as value rather than limitation.

e Consider gradual labour market entry. Part-time roles, temporary assignments,
volunteering, internships or on-the-job training can serve as transitional steps. These
opportunities help rebuild work routines, social interaction and professional confidence
without overwhelming pressure.

e Explore supported self-employment cautiously and strategically. Before starting, it is
important to seek mentoring, business-planning advice and financial guidance to reduce
risks and increase sustainability.

e Maintain active institutional contact. Regular communication with employment
services increases visibility and access to opportunities. Request updated vacancy lists,
inquire about training programmes and ask for individualized employment plans.

This project represents a pilot intervention focused on long-term unemployed women aged 50+
in the labour markets of the Belgrade and Skopje regions. Accordingly, several of the broader
recommendations outlined in this study could first be introduced as pilot measures, allowing
policymakers to assess how key stakeholders and the women themselves respond to these
initiatives before wider implementation.

8.3. Future research

In light of the insights generated through the analyses conducted within the project, it is
possible to outline promising directions for future research that would build directly on the
evidence gathered to date. Recent analyses, together with comparative data and evidence
collected from studies undertaken in other countries, including Slovakia and Poland, highlight
the significant role of soft skills and psychological factors as key determinants of labour market
participation. This is particularly true for vulnerable groups, including the older women
examined within the project, for whom such non-cognitive constraints often constitute critical
barriers to labour market engagement. Against this background, incorporating experimental
research into future study designs appears both justified and highly valuable, as it offers a more
nuanced understanding of how these factors influence labour market behaviour.
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The quantitative and qualitative research conducted within the project provides a solid
foundation for designing an intervention targeting the specific aspects identified during the
study. For vulnerable groups especially, the development and rigorous testing of such
interventions could yield meaningful insights into the most effective ways to support their
integration into the labour market. Experimental approaches based on Randomised Controlled
Trials (RCTs) represent the gold standard in empirical research, enabling robust causal
inference. Implementing an RCT-based design would therefore substantially strengthen the
evidence base and help identify mechanisms that genuinely improve outcomes for individuals
most at risk of labour market exclusion.

In addition, future research will focus on identifying similarities in the obstacles faced by
women aged 50+ in effectively participating in the labour markets of the capital cities of Serbia
and North Macedonia. Furthermore, the divide between rural and urban origins will be
explored. Information from focus groups will be analysed using Large Language Models with
the GPT4All tool to provide further insights into the issue of low participation of the target
group in the labour market and to identify the main factors, as described by the perceptions of
various stakeholders and the target group. To ensure robust results, LLaMA and other models
will also be used.

Further steps will be taken not only to advance the current research studies in terms of policy
implications for both Serbia and North Macedonia, but also to increase the scientific visibility
of the project and its research findings. In this regard, the research team will continue to
collaborate on scientific projects, including the development of publications for peer-reviewed
journals and responding to project calls that extend beyond the framework of national and
regional cooperation achieved by this project. This project served as a platform to strengthen
mutual collaboration between the partner institutions. So far, this has led to a bilateral proposal
by IER SAS and IEN in the Know-how Exchange Programme 2025 under the CEI Fund at the
EBRD, which was successful and will be implemented between February 2026 and January
2028.
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10. APPENDIX
10.1. Focus groups guidelines

10.1.1. Focus group discussion — relevant stakeholders

Session 1: General Labour Market Conditions for Women Aged 50+

Objective: Establish a shared understanding of the employment situation for women aged
50+ in Belgrade/Skopje.

Guiding Questions:

1. How would you describe the overall labour market trends for women aged 50+ in

Belgrade/Skopje?

2. How has the economic situation (including crises like COVID-19) impacted this
group?

3. Are there specific sectors where women aged 50+ are more or less likely to be
employed?

4. What are the main reasons for the poorer labour market outcomes of women aged 50+

from either the demand or the supply side?

Is unwillingness to work one of the main reasons for their status in the labour market?

6. How can the difference between long-term unemployment and inactivity be
perceived, if at all?

9]

Session 2: Challenges and Disadvantages Faced by Women Aged 50+
Objective: Identify structural, social, and individual barriers to employment.

Guiding Questions:

1. What are the main challenges women aged 50+ face in accessing job?
e To what extent do gender and age bias impact hiring decisions?
e How do factors like education, digital and other skills, and work experience
influence their employability?
e What role do psychological and health factors, like potential lack of self-
confidence or health restrictions, play in the job seeking process?
e Do employers have other concerns in hiring women aged 50+ (e.g. health
conditions that influence productivity or cause often sick leave)?
2. What are the biggest difficulties in gaining and retaining jobs and career progression
for this group?
e How does caregiving responsibility (e.g., for grandchildren or elderly parents)
affect employment?
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e How participating in trainings for improving digital and other skills affect
retaining jobs or career progression?

e Are there specific industries or job types that are more age-inclusive and
giving possibilities for career advancement?

e What factors can help these women to adapt to challenging working
conditions and to overcome the age barriers?

Session 3: Existing Policies and Support Measures

Objective: Review policies, programs, and interventions supporting women aged 50+ in the
labour market.

Guiding Questions:

1. What are the main benefits to which unemployed women aged 50+ who are registered
with the employment office are entitled?

2. What policies or programs are currently in place to support women aged 50+ in
employment?

e How effective are these measures? Are there any notable successes?

e How can training programs for upskilling or reskilling be made more
accessible to older women?

e Are there any specific initiatives (e.g., subsidies for employers) that have
worked well?

e What is the most efficient way for cooperation between social services and
public employment agencies?

e What bottlenecks or limitations exist in current support systems?

3. Could careers advice and counseling for women aged 50+ still be effective? Are there
any known incentives that can be shared as examples of good practice? Is mentorship
playing role in improving women employment outcomes?

4. What mechanism could be used to outreach unemployed women aged 50+ not
registered with the Public Employment Service

Session 4: Solutions and Innovative Approaches

Objective: Explore new and innovative strategies to improve the employment situation of
women aged 50+.

Guiding Questions:

1. What additional measures or policies could help improve the labour market position
of women aged 50+?

e How can the Public Employment Service better support this group?

e What role can employers play in fostering age-friendly workplaces?

e Are there any activities carried out by NGO or other stakeholders in
Belgrade/Skopje trying to improve the situation of the target group?

e How cooperation between social and labour market agencies can be improved
to create innovative approaches that will encourage women aged 50+ to
actively search for job?

2. What innovative approaches (e.g., digital upskilling, flexible work models, incentives,
including tax stimulations, for hiring older women) could be explored?
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3. What changes in government programs and policies can make a significant impact in
improving the employment situation of women aged 50+? What Ministry for Labour
can additionally do to improve employment prospects of these women?

4. Can the inactive women aged 50+ who have never worked for pay (e.g. housewives)
be integrated into the paid labour market?

5. And finally, from a longer time perspective, what will you include in the employment
strategy if finance is not the problem? What is the first thing you will do in the
employment strategy or the employment plan? What are your priority measures
regarding the problem unemployed women aged 50+ encounter on the labour market
in Belgrade/Skopje?

10.1.2. Focus group discussion — unemployed women 50+

Session 1: Work and employment history

Have you ever worked for an employer or in your own company? Do you think that
unemployed women over 50 who already have work experience find it easier to find a job
again? In your opinion, what are the main reasons why someone remains long-term
unemployed and what are the reasons why someone of this age gives up their job?

Have you ever had the opportunity to work without a signed contract? What do you think of
this way of working and what kind of work is most often offered to women, especially older
women?

Session 2: Barriers to employment

What are the main difficulties that unemployed women over 50 face when they decide to look
for work? Do you think that age, being a woman, lack of relevant work experience, career
breaks, lack of professional contacts and lack of qualifications are the main reasons why most
women over 50 are unemployed? Is there anything else that you think contributes to the long-
term unemployment of women your age?

What could motivate unemployed women aged 50 and over to be more active in seeking
employment? And what are the main demotivating reasons for taking a more active part in
the job search?

Session 3: Skills, training and education

What are the requirements of today's labour market in terms of needed knowledge and skills
(e.g. digital skills, foreign languages, licences and certificates) and to what extent can
unemployed women aged 50 and over meet these requirements?

What should be changed or improved in terms of support and availability of training so that
unemployed women over 50 can improve their knowledge and skills and thus their chances of
finding a job?

Would reskilling and upskilling reduce the unemployment of women of this age and why?
Session 4: Personal and family circumstances

To what extent do personal and family reasons, such as caring for a spouse, elderly parents,
looking after grandchildren and health problems, influence job search and job retention
among women of your age?
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What suggestions do you have for women with these kinds of problems to become more
actively involved in paid work in the labour market?

What do you think, should long-term unemployed women accept jobs that are offered to them
and that are below their expectations (in terms of salary, training, working conditions and
type of work) in order to get out of unemployment?

Session 5: Support from institutions and employers

What kind of support should unemployed women aged 50 and over receive from employment
services and other government institutions? To what extent can long-term unemployed older
women rely on the services of private employment agencies?

What role should employers play in creating employment opportunities for women your age?

Who else do you see as important factors in overcoming the problem of long-term
unemployment among older women?

Name and rank the institutions and actors relevant to solving the problem of long-term
unemployment among older women.

Session 6: Motivational factors

What are the key motivating factors for long-term unemployed women to continue to look
for, find and keep a job? What motivates them in their decision to look for a job (self-
confidence, living conditions, expectations of future work, support from their immediate
environment)?

Session 7: Support through employment policy measures

What support measures for long-term unemployed women aged 50 and over are you aware
of?

How do you rate the importance of the following support measures for the employment of
long-term unemployed women?

- information and placement services for the employment of unemployed persons
from the register

- training programmes for active job search, self-efficacy training and similar
activation measures

-training courses for reskilling or upskilling
-subsidies for employment with the employer
- subsidies for self-employment

- other support measures that you have heard about from others, that you have heard
about in the media or that you have learnt about along the way

What would be your message to the relevant state institutions when it comes to possible
solutions for the problems of women your age on the labour market in Belgrade/Skopje?
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10.2. Survey questionnaires

Questionnaire for Unemployed Women over 50 years

The survey is part of the project "Identifying the causes of long-term unemployment among

older women in Serbia and North Macedonia" financed from the funds of a Visegrad+ Grant.
The project aims to improve the labour market status of long-term unemployed women. The
survey purpose is to understand the reasons for lack of job of women, and factors that might
contribute to improving their situation in the labour market to suggest policy actions.

The survey will serve only statistical purposes, and no personal information will be revealed.
The results will be presented in an aggregate, not individual way.

The survey will take approximately 30 minutes.

Section 1: Personal Information

1.

2.

Age in years:

Highest level of education completed:
a) Without education and uncompleted primary education
b) Primary school
c) Secondary vocational school
d) Higher vocational education
e) Bachelor degree
f) Master degree
g) Doctoral degree

State the type of education you have completed (type of secondary or higher education,
for example: secondary economic, hospitality, agricultural, etc., or Faculty of
Economics, Faculty of Mechanical Engineering, Faculty of Education, etc.).

[ ]

What area do you live in?
a) Urban
b) Rural

Marital status:
a) Single
b) Married / Cohabiting
c) Divorced/separated
d) Widowed

What is the number of your household members?
[ ]

Do you have dependents? (children, elderly, or others under your care)
a) Yes
1. children
i1. elderly
iii. spouse
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b) No

8. What is your household income?

a) Idon’t know

b) Up to 8.000 denars

c) 8.001-20.000 denars

d) 20.001-50.000 denars

e) 50.001-80.000 denars

f) 80.001-110.000 denars

g) More than 110.000 denars

Section 2: Employment History

9. Have you been employed before?

a) Yes, on the position of
b) No

10. How long have you been unemployed?

Up to 5 months

6 months — 11 months
1 — 3 years

4 and more years

11. How long have you been looking for a job? Please specify number of years or months.

month or years

12. What is the main reason for not working? (Please select one of the answers for each line,

Yes, No, or Don’t know.)

Yes | No | Don’t
know
a) Job loss due to company downsizing
b) Health issues
¢) Family responsibilities
d) Job quitting due to unsatisfactory job  conditions

(underemployment, low wages, harmful environment etc.)

¢)

Age discrimination

Gender discrimination

g)

Lack of relevant skills

h)

Necessity of costly commuting to work or relocation

D

Lack of relevant work experience

)

Influence of cultural and religious factors

Other, please specify

Section 3: Job Search and Challenges

13. What kind of challenges do you face while actively looking for a job? (Please select one

of the answers for each line, Yes, No, or Don’t know.)
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Yes No Don’

know

a) Health issues prevent me from working

b) I have caregiving responsibilities (e.g., for children,
elderly, or family members)

c) Ibelieve my age makes it impossible to get hired

d) I feel that I am discriminated against because [ am a
woman

e) I lack the necessary skills or qualifications

f) Tam discouraged by repeated job rejections

g) I cannot find suitable work opportunities in my area

h) TIhave difficulty using digital technologies

i) I am financially stable and do not need to work

j) I am working but without work contract (not paying
obligatory pension and health contributions)

k) Other, please specify

14. How would you evaluate your skills considering the job you are looking for?
a) My skills are satisfactory
b) Ineed further improvement of my skills
¢) Ineed new skills
d) Ido not know

15. Have you attended any job training for improving knowledge and skills in the last two
years?
a) Yes
b) No
¢) Iam interested, but don’t know where to start

16. If the answer on the question 16 is a), then who was provider of the job training for
improving knowledge and skills? (Please select one of the answers for each line, Yes or
No.)

Yes No

a) National employment service

b) Local self-government (city/municipality)

¢) Employers

d) Program sponsored by donor organizations/project

e) Other, please specify

17. Are you satisfied with the job training for improving knowledge and skills you have
attended?
a) Yes
b) No

18. If your answer on the question 15 is b) what is the main reason for this?
a) I was unaware of those possibilities
b) I was invited but was unable to attend
c) I was not interested in this training
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d) Other, please specify

19. What type of training do you need to improve your core (basic) skills? (Please select one

of the answers for each line, Yes or No.)

Yes

No

a) Foreign language

b) Numerical skills

¢) Writing and reading skills

d) Digital skills

e) Other, please specify

20. What type of training do you need to improve your job-related skills? (Please select one

of the answers for each line, Yes or No.)

Yes

No

a) Communication and work adaptability

b) Customer service orientation

¢) Work with computers

d) Preparation and serving food

e) Providing assistance and care for those in need

f) Using hand tools for textile and other materials

g) Cultivating plants and crops

h) Other, please specify

Section 4: Financial and Emotional Impact

21. How has unemployment affected your financial situation?

a) Severe financial hardship
b) Somewhat difficult but manageable
¢) No major financial impact

22. Have you received any unemployment benefits or financial support in the last two years?

a)  Yes, unemployment benefits

b)  Yes, social assistance

c)  Yes, support from family/friends
d) No, I have no financial support

23. How has unemployment affected your emotional well-being?

a) Increased stress/anxiety

b)  Feeling socially isolated

c¢) Loss of confidence

d)  No significant emotional impact

Section 5: Support and Future plans

24. What type of support would help you return to work? (Please select one of the answers

for each line, Yes, No, or Don’t know.)

Yes

No

Don’
t
know
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a) Skills training or reskilling programs

b) Support for starting a business

c) Career counselling and job placement assistance

d) Flexible job opportunities

e) Having a connection to get job

Financial assistance

g) Psychological support

h) Other, please specify

25.

26.

What type of job would you be most interested in?
a)  Full-time job in company
b)  Part-time job in company
c) Start my own business
d)  Other, please specify

Would you be open to remote work?
a) Yes
b) No

27. If the answer on the question 26 is a), what would be the main reasons for choosing
remote work? (Please select one of the answers for each line, Yes, No, or Don’t know.)

Yes No Don’
t
know
a) Flexible working hours
b) Possibility to balance between job and household chores
c) Long distance between your home and job
d) Possibility to renew the employment contract when

convenient

e)

Other, please specify

Section 6: Assistance for the Unemployed and ALMP

28.

29.

Are you beneficiary of Centre for Social Work
a) Yes
b) No

If the answer on the question 28 is a), please specify the type of assistance you are

receiving? (Please select one of the answers for each line, Yes or No.)

Yes

No

Guaranteed minimum assistance

Disability allowance

Allowance for assistance and care by another person

Wage compensation for reduced working hours

Housing allowance

Permanent allowance

One-time financial assistance

Other, please specify
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30. If you have a chance to choose, what would you appreciate more
a) Regular social assistance
b) Chance to earn own salary
c) Something else, please specify

31. Have you used National Employment Service (NES)/ Employment Service Agency
services recently?
a) Yes
b) No

32. What type of NES/Employment Service Agency support have you used? (Please select
one of the answers for each line, Yes or No.)

Yes | No

a) Job-search assistance (profiling and preparation of the Individual
Employment Plan — IEP, employment counselling, preparation of a CV and
motivation letter, information on labour-market conditions and demand)

b) Information on active employment programmes and measures, and
assistance and support for participation in these programmes/measures

c) Motivational training

d) Vocational guidance and career counselling

¢) Employment mediation (upon employer request)

f) Support for self-employment

g) Support for job creation (wage subsidies, employment and growth of legal
entities, employment of persons with disabilities)

h) On-the-job training upon employer request

1) Training for occupations in demand on the labour market

j) Public works

k) Municipal community work

1) Activation of unemployed persons at risk of social exclusion

m)Other, please specify

33. How would you rate usefulness of those services? (Please select one of the answers for
each line, Very satisfied, Satisfied or Not satisfied.)

Very Satisfied Not
satisfied satisfied

a) Job-search assistance (profiling and preparation of the
Individual Employment Plan — IEP, employment
counselling, preparation of a CV and motivation letter,
information on labour-market conditions and demand)

b) Information on active employment programmes and
measures, and assistance and support for participation
in these programmes/measures

c) Motivational training

d) Vocational guidance and career counselling

e) Employment mediation (upon employer request)

f) Support for self-employment

g) Support for job creation (wage subsidies, employment

and growth of legal entities, employment of persons
with disabilities)
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h) On-the-job training upon employer request

i) Training for occupations in demand on the labour
market

j)  Public works

k) Municipal community work

1) Activation of unemployed persons at risk of social

exclusion
m) Other, please
specify
34. Have you found a job after receiving support from NES/Employment Service Agency?
a) Yes
b) No

35. If the answer on question 34 is a), how long have you been employed?
a) Less than 1 year
b) Only during the duration of the program
c) I was employed longer, but stopped working due to personal reasons
d) Other, please specify

36. Have you been thinking about your own business incentives?
a) Yes
b) No

37. If the answer on question 36 is a), what prevents you from starting a business? (Please
select one of the answers for each line, Yes, No, or Don’t know.)

Yes | No | Don’
t
know

a) Lack of resources

b) Lack of knowledge

c) Lack of self-confidence

d) Ido not have a support from the family

e) [Ialready had my own business in the past

f)  Other, please specify

38. What would you appreciate the most if you get a chance to work? (Please select one of
the answers for each line, Yes, No, or Don’t know.)

Yes | No | Don’
t
know

a) Stability of employment/salary

b) Working conditions

¢) Working environment

d) Possibility for enhancing skills

e) Possibility to enhance career opportunities

f) Possibility to gain experience

g) Increase chances of getting own pension

h) Other, please specify
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Section 7: Performance on job interview

39. How would you rate your last job interview performance?

a) Very satisfied

b) Satisfied

c) Not satisfied

d) Never attended a job interview

40. If the answer to question 39 is ¢), based on your experience, what would you change in
a job interview with an employer? (Please select one of the answers for each line, Yes,

No, or Don’t know.)

a) I would change nothing

Yes

No Don’t
know

b) Ineed more self-confidence, and now I know how to do
that

¢) I need more self-confidence, but I do not know how to
make a good impression

d) I need additional training because I lack knowledge and
skills required by the employers

e) Other, please specify

41. What do you think is crucial for getting a job? (Please select one of the answers for each

line, Yes, No, or Don’t know.)

Yes | No| Don’
t
know
a) Good education and practical knowledge
b) Work experience
c) Being in a productive, mobile age
d) Access to needed tools, like a car or specific work equipment
e) Good personal connections
f) Other, please specify
42. Any additional comments or suggestions?
10.3. Tables
Table A10.3.1. Key survey indicators for Serbia and North Macedonia
Indicator Serbia | North Macedonia
Average age, in years 56.4 55
Education, %
Primary and less 8.3 10.8
Secondary 56.8 65.1
Tertiary 34.9 24.1
Type of settlement
Urban 76.2 74.0
Other 23.8 26.0
Have caregiving responsibilities, % 44.3 65.0
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Have previous work experience, % 88.6 71.6
Long-term unemployed, % 71.9 68.0
Job search challenges, %

Age discrimination 71.0 36.1

Caregiving responsibilities 46.2 37.3

Disappointment due to job rejections 40.0 22.9

Health issues 33.2 28.9

Difficulties in using digital technologies/ 25.3 22.9
Self-assessment of skills, %

Satisfied 62.1 37.0

Need further improvement 11.2 20.0

Need new skills 8.3 15.0
Self-assessment of basic skills training, %

Digital skills 65.3 39.0

Foreign languages 56.1 39.0
Self-assessment of job-related skills training, %

Computer skills 61.6 37.3

Communication and work adaptability 31.8 32.5
Support to return to work, %

Personal connections 68.1 19.3

Flexible job opportunities 54.2 36.1

Skills training programs 51.2 32.5

Financial assistance 46.7 24.1
Type of support from the national employment service, %

Receiving information about services for unemployed 79.3

Receiving information about ALMP 22.9

Employment mediation 69.8 13.3

Job fairs 63.3

Professional orientation and career counselling 55.7 13.3

Assistance in job searching 52.5 24.1

Training for labour market 15.6

Training for known employer 8.7

Motivational training 32.5
Interested in self-employment, % 273 34.0
Reasons for not starting a business, %

Lack of resources 82.0 36.1

Low self-confidence 46.2 12.0

Lack of knowledge 32.4 13.3
Importance of factors if given the chance to work, %

Stability of work and salary 95.2 75.9

Higher chance for pension 85.0 53.0
Satisfaction with presentation at the last interview, %

Satisfied 63.5 66.2

Not satisfied 214 8.8

Never attended an interview 15.1 25.0
Number of respondents 169 83

Source: The authors.

10.4. List of stakeholders consulted

The list of stakeholders included in the project is as follows:
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o Employment Service Agency of North Macedonia

e Ministry of Economy and Labour

e Ministry of Social Policy, Demography and Youth

e Ministry of Education

o State Statistical Office of North Macedonia

e Chamber of Commerce of North Macedonia

e Organization of Employers of North Macedonia

e Public Institution — Adult Education Centre

e Open Civic University for Lifelong Learning “Kocho Racin” — Skopje
e NGO National Women’s Network for Women

e NGO Association of Business Women

o Federation of Trade Unions of North Macedonia

o Representatives from companies

e Representatives of international organizations in North Macedonia
o Representatives of academia and research organizations

o Representatives of media
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