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Executive Summary

Every four years, the International Labour 
Organization (ILO) develops a Decent Work 
Country Programme (DWCP) for Moldova, which 
provides a medium-term planning framework for 
the ILO’s activities in country. To support more 
effective targeting for Moldova’s next DWCP – 
covering 2021-2024 – “systems analyses” have 
been conducted to identify the key challenges 
and opportunities in two priority areas: youth 
employment and safety and security at work. 
This systems analysis looks into the former, and 
unpacks the underlying constraints to improving 
youth employment outcomes. 

The analysis centres on two major employ-
ment-related problems that affect young people 
in Moldova – a lack of jobs ( job quantity) and 
issues with the type of jobs that are available, 
characterised by high informality and low wages 
(quality of jobs). 

The key constraints are centred on supply-, de-
mand-side determinants of the high number of 
youths not in employment, education or training; 
alongside the role of labour market intermedia-
tion. On the supply-side, human capital develop-
ment is constrained by continuing issues with the 
quality and governance of the TVET system, the 
slow pace of higher education reforms and weak 
linkages to the business community. Further con-
straints relates to the risk of incomplete school 
to work transitions, high expectations among 
youth of labour market prospects – particularly 
regarding wages – and insufficient availability of 
and access to early childhood education services 
which limits women’s participation in the labour 
force.

On the demand-side, low productivity and con-
strained job creation limit labour market opportu-
nities. This creates a ‘push-pull’ dynamic whereby 
a slow rate of job-rich growth provides few op-
portunities for youth; alongside growing outmi-
gration opportunities. There is also a challenge 
to increase the scale and reach of entrepreneur-
ship and enterprise development programmes, 

alongside a lack of an entrepreneurial ecosystem 
and an entrepreneurial mindset among youth.

Finally, on the effectiveness of the intermediation 
function played by labour market governance; co-
ordination and capacity issues create institutional 
bottlenecks in the implementation of effective 
employment policy, including for youth. Social di-
alogue is weaker than it could be given the scale 
of the labour market challenges facing both youth 
and enterprises as a whole. Capacity gaps relating 
to employment services mean that many solid in-
stitutions and structures have been set up (the 
right ‘form’ is in place), but lack ability to do their 
job properly (they cannot fulfil a useful ‘function’).

In looking to Moldova’s next DWCP, the findings 
in this systems analysis have helped identify four 
mutually supportive opportunities which can en-
hance labour market opportunities for Moldovan 
young women and men:

1.  Improved employment policies: building off 
a comprehensive employment policy frame-
work to boost capacity for implementation.

2.  Better supply- and demand-linkages in 
high priority sectors: building stronger ver-
tical links between sectors and education/
training systems; and horizontal links that 
can reinforce the dynamic role that emerging 
sectors can play in improving ‘business to 
business’ services.

3.  A greater focus on place-based impact: 
to complement the ‘top down’ policy plan-
ning and labour market programmes, more 
‘bottom up’ initiatives would help adapt locally 
appropriate solutions.

4.  Strengthening social dialogue: success 
rests on further strengthening the capacity 
of social partners in the design, monitoring 
and evaluation of employment policy and 
programmes.

Executive Summary





1 Introduction

1  This document is a synthesis of the substantial amount of literature that exists on the topic 
of youth employment in Moldova – as well as interviews with Employer’s Organisations. 
National Institute of Economy, ILO Decent Work Team in Budapest, EU Delegation, UN 
Country Team, Trade Unions, Ministry of Health, Labour and Social Protection, National 
Youth Council of Moldova, and the Centre for Rights of Persons with Disabilities (CRPD). 
Figures exclude data from territories not under control of Moldova, unless otherwise stated

This “systems analysis” looks at exploring the key challenges and under-pin-
ning constraints for youth employment. The end objective of this study is to 
provide an analytical basis for the ILO Moldova to develop targeted initiatives 
to include in its upcoming Decent Work Country Programme (DWCP) 2021-
2024. 

It presents a summary of the key challenges, constraints and potential pri-
orities for action concerning the topic of youth employment in Moldova. It is 
a synthesis of recent literature, reports and surveys – as well as some new 
insights and analysis-based interviews with key stakeholders1. 

The first section provides an overview of recent trends related to youth in-
activity and unemployment, as well as their relationship with patterns of mi-
gration, changing demographics, social inclusion and skills. It then analyses 
the key supply-, demand-side determinants of the high number of youths not 
in employment, education or training; alongside the role of labour market 
intermediation. Finally, a set of recommendations are made for priority 
actions that could be taken by ILO constituents as part of the new Decent 
Work Country Programme (DWCP), in order to create sustainable, positive 
outcomes aimed at promoting youth employment and participation in the 
labour market.
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2 The Decent Work challenges

2  The legislation of the Republic of Moldova defines youth as aged 14-35. However, most data 
on age cohorts published by National Bureau of Statistics is available only for 15 – 24 years 
and 25 – 34 years. 

3 Decent Work Country Profile Republic of Moldova (ILO, 2020 unpublished)
4  https://ec.europa.eu/eurostat/statistics-explained/index.php?title=European_

Neighbourhood_Policy_-_East_-_labour_market_statistics#:~:text=Unemployment%20
rates-,Activity%20rates,rate%20for%20women%20was%2068.3%20%25

This section describes the core challenges facing youth and young adults in 
Moldova’s labour market2. There are, broadly speaking, two major employ-
ment-related problems that affect young people in Moldova – a lack of jobs 
(job quantity) and issues with the type of jobs that are available, character-
ised by high informality and low wages (quality of jobs). 

In unpacking the theme youth employment, there are therefore two key the-
matic areas to review in this study, which include: youth unemployment; and 
youth inactivity. Based on recent policy priorities, public programmes and 
on our discussions, it is clear that tripartite constituents are well aware of 
both of these challenges. However, taking effective actions to address these 
issues is not easy – as they persist in large part due to structural issues facing 
the Moldova political economy, and particularly factors related to the coun-
try’s geography, history and exposure to globalisation – which have in turn 
shaped the movement of people, the quality and quantity of human capital, 
and levels of business dynamism. 

2.1  Youth low employment 
rates, unemployment, 
inactivity and migration

Moldova currently has a low labour force participation rate of 42.3% (38.2% 
for women) in 20193. As a result, Moldova has lower activity rates than any 
other peer countries in the EU’s so-called European Neighbourhood Policy-
East countries – lower than Belarus, Azerbaijan, Georgia, Ukraine and 
Armenia4.  The main challenges facing youth in Moldova are scarce and low-
quality employment opportunities, a difficult school-to-work transition, and 
high risk of discouragement. 

https://ec.europa.eu/eurostat/statistics-explained/index.php?title=European_Neighbourhood_Policy_-_East_-_labour_market_statistics#:~:text=Unemployment%20rates-,Activity%20rates,rate%20for%20women%20was%2068.3%20%25
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=European_Neighbourhood_Policy_-_East_-_labour_market_statistics#:~:text=Unemployment%20rates-,Activity%20rates,rate%20for%20women%20was%2068.3%20%25
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=European_Neighbourhood_Policy_-_East_-_labour_market_statistics#:~:text=Unemployment%20rates-,Activity%20rates,rate%20for%20women%20was%2068.3%20%25
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Youth in the labour force
In 2019, only 28 % of young women and men 
were in employment, nearly half the adult em-
ployment rate. Youth unemployment was the 
highest in the 15-24 age group, almost 10% and 
over twice the adult rate5 (Figure 1). This is despite 
what the World Bank has termed “solid economic 
performance” since beginning reforms at the end 
of the 1990s. Over the past decade, economic 
growth has averaged 4.5% – outperforming most 
other comparator countries in the region. In 2019, 
growth was slightly lower at 3.4%6.

Unemployment among youth has recorded an 
overall decline since 2015. This is in part attribut-
able to methodological7 and demographic factors. 
This trend is likely to be reversed as the economic 
effects of the COVID-19 pandemic will be dispro-
portionately felt by young adults. 

However, Moldova’s youth unemployment rate is 
not indicative of the ‘real’ situation in the labour 
market8. Many young women and men see little 
chance of finding decent employment matching 
their career aspirations, and as a result stop ac-
tively looking for a job in Moldova. Steadily in-
creasing unemployment rates among youth with 
tertiary education shows that access to well-paid 
jobs and high skill employment is especially low9. 

5  Decent Work Country Profile Republic of Moldova (ILO, 2020 unpublished)
6  https://data.worldbank.org/indicator/NY.GDP.MKTP.KD.ZG?locations=MD 
7   In 2019, the National Bureau of Statistics began to calculate labour indicators on the number of population with habitual 

residence that is based on the results of 2014 population census and excludes external migrants. Also, in the same year from 
the employment category were excluded the households that produce for own consumption in accordance to new definition of 

“employment”.
8  Labour market transitions of young women and men in the Republic of Moldova (ILO, 2016)
9  Youth Well-being Policy Review of Moldova (OECD, 2018)
10  Decent Work Country Profile Republic of Moldova (ILO, 2020 unpublished)
11  NBS: https://statistica.gov.md/newsview.php?l=ro&idc=168&id=6601 
12  Moldova Policy Notes (World Bank, 2019)
13  Guide on Measuring Decent Jobs for Youth (ILO, 2018)
14  Decent Work Country Profile Republic of Moldova (ILO, 2020 unpublished)
15   The latest data available for 2019 shows that NEET rates in the EU were 14.5 % for people aged 20–24, 17.2 % for those aged 

25–29, and 17.4 % for those aged 30–34
16  Labour market transitions of young women and men in the Republic of Moldova (ILO, 2016)

As a result, many youth leave the labour force pre-
maturely – either going back to study, caring for 
family or looking for a job abroad. 

Youth outside of the labour force
Currently, 27.4 % of youth aged 15-29 (2019)11 are 
not in employment, nor in education or training 

– meaning that every third young person in 
Moldova is in the category of ‘NEET’. Attracting 
young people into the labour market remains 
a challenge. Overall, labour force participation 
rates in Moldova are the lowest among Eastern 
European countries for both men and women12. 
The NEET rate is a particularly important indicator 
as it shows the gap between current and potential 
youth labour market entrants, compared to those 
considered currently available for work13.

The share of NEETs among young people has de-
creased in the past five years – from 36.3% of the 
total number of young people in 201514 – but re-
mains high compared to the Europe-wide average 
of approximately 15%15. 

While more than half of inactive young people are 
studying or involved in professional training, ap-
proximately three quarters of NEETs are inactive 
non-students and only one quarter are unem-
ployed non-students, hence looking for work 16.
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 X Figure 1. Youth unemployment rate, 15/24 years (%)10
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https://statistica.gov.md/newsview.php?l=ro&idc=168&id=6601
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The reasons for not engaging in work, education 
or training, are numerous – and explored in more 
detail in Section 2 – but include low self-esteem, 
poor job search skills and low adaptation ca-
pacity17. As a result, some youth end up ‘discour-
aged’ – not seeking work because they believe no 
suitable job is available for them. While statistics 
using the strict definition of discouragement 
are low (under 1% of youth in Moldova are offi-
cially ‘discouraged’), this figure may disguise the 

17  Labour market transitions of young women and men in the Republic of Moldova (ILO, 2016)
18  Youth in the Labour Market in the Republic of Moldova: Competences and Aspirations (UNDP, 2017)
19  Youth Inactivity and Unemployment (IFC, 2018)
20  ILO Technical brief
21  Decent Work Profile Republic of Moldova (ILO, 2020). Data for 2014 should be treated with caution as the methodology changed

number of youth who have stopped – or never 
even started – to look for work in Moldova and in-
stead plan to migrate. Statistics show that almost 
one fifth (16%) of inactive youth are engaged in 
domestic work and family responsibilities (a large 
number of those are well-educated women), and 
one quarter are either already working or seeking 
employment abroad (24%), while a further 11% do 
not want to work in the country and intend to go 
abroad for work18.

Box 1. Why focus on NEETs?

NEET rates are important because the figure more comprehensively defines youth inactivity, which standard unem-
ployment statistics generally overlook19. Inactive non-student youth20 are young men and women of working age 
who are not actively looking for work and yet are not engaged in education and training activities. The NEET indicator 
encourages policy makers to consider that inactive and discouraged young people require at least as much govern-
ment support as the unemployed. Inactive youth are increasingly thought to be the “litmus” test for the effectiveness 
of youth policies aimed at fostering social inclusion.

 X Figure 2. Youth NEET, 15-29 in percentage terms21

0

5

10

15

20

25

30

35

40

2014 2015 2016 2017 2018 2019

Men Women Total

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/documents/publication/wcms_343153.pdf
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Youth who have left  
the Moldovan labour force
Youth account for approximately 40% of all 
Moldovan migrant workers22. Although there are 
no exact figures, it is thought that around 30% of 
youth aged 15-29 now live abroad23. Temporary 
emigrants are generally men, who often work as 
manual labourers in Russia, other countries of the 
Commonwealth of Independent States (CIS) – and, 
in recent years, Israel – often under precarious 
conditions. Permanent emigrants, on the other 
hand, are mainly women leaving the country to 
settle in the European Union (EU)24. While tra-
ditionally thought of as an issue affecting low-
er-skilled rural youth, in recent years the outward 
migration of high school and university graduates 
is also a major challenge for the Moldovan labour 
market. About one third of emigrants have sec-
ondary or tertiary professional qualifications. 

The problem of low labour force participation is 
compounded by the high level of migration of 
Moldovan workers over the last decade25. While 
labour migration can also bring benefits – primary 
poverty-reducing remittances – it can also create 
a vicious cycle for inactive youth. The prospect of 
working in low-wage jobs that do not match young 
people’s interests or qualifications frequently leads 
youth to migrate in search of better opportunities 
in the region26. In turn, the families of migrants 
living off the money sent from abroad often choose 
not to work, rather than to work in badly paid do-
mestic jobs, perpetuating economic inactivity27.

2.2  Socio-economic 
consequences

Social exclusion
The lack of decent jobs for youth has signifi-
cant effects on gender- and geography-based 

22  Youth in the Labour Market in the Republic of Moldova: Competences and Aspirations (UNDP, 2017)
23  Decent Work Country Profile Republic of Moldova (ILO, 2020 unpublished)
24  Labour market transitions of young women and men in the Republic of Moldova (ILO, 2016)
25  Moldova Policy Notes (World Bank, 2019)
26  Labour market transitions of young women and men in the Republic of Moldova (ILO, 2016)
27   In 2014, more than more than 55% of Moldovan migrants worked in Russia, with the majority of the remainder in as well as 

Western Europe, particularly Italy (more than 15% of Moldovan migrants in 2014) Entrepreneurship in the Republic of Moldova. 
Challenges and Recommendations (Cristina Pogorevici, 2019)

28  Decent Work Country Profile Republic of Moldova (ILO, 2020 unpublished).
29   The argument with higher rates of inactivity is relevant only from 2019, when the methodology was changed. Before 2019 the 

official rates were comparable between the rural and urban areas.
30  Youth in the Labour Market in the Republic of Moldova: Competences and Aspirations (UNDP, 2017)
31  Youth in the Labour Market in the Republic of Moldova: Competences and Aspirations (UNDP, 2017)
32  https://www.ilo.org/budapest/whats-new/WCMS_642909/lang--en/index.htm 
33  Youth in the Labour Market in the Republic of Moldova: Competences and Aspirations (UNDP, 2017)
34  Gender Inequalities in Moldova’s Labour Market (World Bank, 2018)
35   This does not take into consideration the population from Transnistria , The World Bank estimates 4% less since 1990, but 

demographic data from WDI is updated with significant lags and currently are not taking into consideration recent changes in 
national statistics..

36  2014 census

inequalities. The NEET rate for young women is 
higher (35.5% in 2019 for 15-29 age group – com-
pared to a male rate of 19.4%28); and the overall 
employment rate for women is slightly lower. 
Workers in rural areas experienced high rates of 
inactivity29.

While unemployment rates are lower in rural 
areas, this likely reflects that there are lower 
quality jobs on offer – and the economic neces-
sity (and opportunity) of short-term and often in-
formal on-farm employment. Only 54% of young 
people from rural areas find a job after leaving the 
education system, while in the urban area the pro-
portion is 75%30. In rural areas, a fifth of workers 
are classified as self-employed worker due to their 
engagement in agriculture31.

Young women from rural areas are overrepre-
sented among youth NEET, and face the most 
disadvantages in the labour market32. Women’s 
transition from school into the labour market 
takes nine more months (39.3 months) than 
men’s (30.6 months)33. In addition, women have 
lower prospects of entering the labour market 
due to early marriages and childbirth – and while 
young women have an overall higher education 
level compared to men, they on average are paid 
less and face greater workplace discrimination 
(as a result of gender-based stereotypes and high 
motherhood wage penalty)34.

Demographic pressures
The result of younger, most potentially productive 
citizens leaving to seek work elsewhere is one of 
changing demographics. Alongside with lower 
birth rates, Moldova today has 27.5% fewer people 
than it had in 200035. According to the World Bank, 
if current trends continue, by 2050 Moldova will 
lose another 20% of its population. The net effect 
is a country that is aging rapidly: The average age 
of the country has risen to 38, and more than 17% 
are over the age of 6036. A shrinking workforce and 
commensurately lower tax receipts will make it 

https://www.ilo.org/budapest/whats-new/WCMS_642909/lang--en/index.htm
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even more difficult to meet the fiscal demands of 
an aging population, such as increasing pension 
and health care expenditure.

Labour underutilisation
Any depletion in the local labour force arrests the 
economic growth potential of a country: It is esti-
mated that Moldova foregoes earnings and tax 
revenues equivalent to 5.6% of GDP each year due 
to its high NEET rate37. As well as economic costs, 
there are also human costs to underutilized labour 

– while it shows the unmet need for employment38, 
it also represents the lost ‘development potential’ 
of the country. Individual youth are likely to expe-
rience a loss of their human capital accumulated 
during education. And given the relatively high 
levels of educational attainment in the country, as 
noted by ILO School to Work transition surveys, 

“underutilization of youth labour represent impor-
tant missed returns on the investment in education 
made by individuals, and by society as a whole”39.

Skills mismatch and shortages
The lack of qualified employees is stated by 
Moldovan employers as a major obstacle to enter-
prise development40. Nearly half of firms in a 2016 
survey reported the difficulty in finding workers 
with suitable skills41, including green skills for cli-
mate change-responsive sectors and occupations. 
The World Economic Forum ranks Moldova 136th out 
of 141 national economies worldwide relative to the 
indicator “ease of finding skilled employees”42. In the 
last World Bank Enterprise Survey in 2019, nearly 
20% of enterprises consider the inadequately-edu-
cated workforce as a major obstacle to business43.

According to documents prepared under the 
Torino Process, the lack of occupation-specific 
skills and foreign language skills, as well as the 
low level of motivation and poor work ethic of 
prospective and current employees are major 

37  Youth Well-being Policy Review of Moldova (OECD, 2018). 2016 data
38  ILO report 2019
39  Labour market transitions of young women and men in the Republic of Moldova (ILO, 2016)
40  State of Skills: Moldova (ILO, 2019)
41  Firms, Jobs and Employment in Moldova (Rutkowski et al. 2016)
42  http://www3.weforum.org/docs/WEF_TheGlobalCompetitivenessReport2019.pdf
43  https://www.enterprisesurveys.org/content/dam/enterprisesurveys/documents/country/Moldova-2019.pdf 
44  State of Skills: Moldova (ILO, 2019)
45  Firms, Jobs and Employment in Moldova (Rutkowski et al. 2016)
46   Moldova: Rekindling Economic Dynamism (World Bank, 2019). In interviews the lack of a qualified labor force was often men-

tioned as a reason not to settle a foreign business in Moldova. 
47  Moldova: Rekindling Economic Dynamism (World Bank, 2019) 
48   Labour market transitions of young women and men in the Republic of Moldova (ILO, 2016). This points to problems with the 

structure of demand and quality of supportive services. Most jobs vacancies require low-skilled workers, while the supply of 
tertiary graduates is on the rise 

49  Labour market transitions of young women and men in the Republic of Moldova (ILO, 2016)
50  Youth Well-being Policy Review of Moldova (OECD, 2018)
51  Idem 
52  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
53  Youth Well-being Policy Review of Moldova (OECD, 2018)
54  State of Skills: Moldova (ILO, 2019)

deficits in the (potential) Moldovan labour force. 
Skills gaps are reported to be higher among 
medium-skilled workers than among highly 
skilled workers44 – with poor analytical and prob-
lem-solving capacities affecting medium-skilled 
workers most severely45. There are numerous 
reports that skills deficits create another vicious 
cycle: While low wages (see section 2) may make 
Moldova an attractive destination for foreign in-
vestment, a number of ventures by multinationals 
have failed to ‘take off’ due to the lack of skilled 
staff in the country. Conversely, those ventures 
would have helped create more of the kind of 
productive employment opportunities that may 
have stopped skilled workers from migrating or 
dropping out of the labour force46.

It is something of a paradox that, on the one 
hand, in a country with high youth unemployment 
and inactivity, employers cannot find enough 
workers47. And in a country that has relatively 
high levels of education, not all educated youth 
are able to find work that matched their level 
of qualifications48. With such a highly educated 
labour force – on paper at least – employers tend 
to give preference to hiring tertiary education 
graduates even for positions for which they are 
overqualified49. As a result, while few workers are 
underqualified, more than one-quarter (27.9%) 
are overeducated for the jobs they do50. At the 
same time, the share of unemployed youth with 
tertiary education increased from 17.6% to 32.2% 
in the decade since 201451. 

Almost half (43%) of workers now report a lack 
of connection between their education and their 
job – in many cases because they are working 
outside their field of training52. Given these chal-
lenges, 57.3% of youth actively consider changing 
their job – creating a high risk of turnover, which 
in turn further disincentives employers to invest 
in their workforce53. The emigration of skilled 
people has further deepened the skills mismatch 
and contributed to an increase in vacancies in the 
past five years54.

https://statistica.gov.md/public/files/Metadate/alte/ILO_Report_ENG.pdf
http://www3.weforum.org/docs/WEF_TheGlobalCompetitivenessReport2019.pdf
https://www.enterprisesurveys.org/content/dam/enterprisesurveys/documents/country/Moldova-2019.pdf




3 Constraints analysis

55   Skills and Labour market transitions of young women and men in the Republic of Moldova 
(ILO, 2016)

56   This is important as “the entry into the first job has a strong influence on later professional 
life, and an unsuccessful professional start may cause difficulties in achieving career goals, 
skill mismatch in the labour market or unemployment” (Youth in the Labour Market in the 
Republic of Moldova: Competences and Aspirations (UNDP, 2017)

This section summarises the core constraints that drive the decent work chal-
lenges facing Moldova’s youth. If the previous section sets out some of the 
main employment challenges faced by youth, as measured by NEET rates and 
other key indicators – as well as the consequences of these problems in terms 
of skills shortages, an aging population and labour underutilisation, this sec-
tion turns to the question of ‘why’. In other words, it moves from describing 
‘symptoms’ to analysing their ‘causes’. 

The focus in this section is on the underlying reasons for labour market inac-
tivity, which, according to ILO reports and stakeholder interviews, is a “bigger 
concern than unemployment” in Moldova55. It should also be noted that as 
the section looks at causes and not consequences. As a result, it focuses less 
on systems for social security and protection to ensure rights are upheld for 
youth who are already discouraged or inactive but instead more on how to 
stop youth from dropping out in the first place56.

We take a holistic view to look at both the ‘supporting functions’ and ‘rules’ 
shaping the quality and quantity of youth available for work (supply), the 
quality and quantity of jobs available for youth (demand), and the perfor-
mance of factors and actors intermittent between labour supply and demand. 
A set of constraints are then identified for each supporting system.
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The figure below shows the ‘market system’ for youth employment. It consists of the:

 X ‘Core’ transaction – the central set of exchanges in the labour market where workers and em-
ployees interact with each other; 

 X ‘Rules and regulations’– These are the standards, laws and cultural norms and practices that act 
to shape labour market outcomes and govern participation and behaviour. Formal providers of 
rules are commonly governments or membership organisations. Informal rules are generally a 
product of local culture and value systems and practices. 

 X ‘Supporting functions’ – The range of functions that support the core exchange and help the 
labour market to develop and grow.

Each function and rules are associated with a supply-side, demand-side or intermediation factor. 
Individual functions and rules are termed – in market systems jargon – a supporting market system: 
Systems whose performance has a direct influence on how actors in the core labour market behave 
and perform. Supporting market systems in turn have their own core function, supporting functions 
and rules.
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3.1 Supply-side factors
The supply-side is the frequent starting point for 
analyses and interventions aimed at youth in the 
labour market. This sub-section identifies three 
supporting functions – human capital develop-
ment, school to work transition and childcare ser-
vices – as well as one ‘rule’ related to social norms, 
that of youth expectations and perceptions about 
the labour market. 

Supporting system: Human 
capital development (skills, 
education and training)
Education and vocational training systems play a 
role in both creating and sustaining the problem 
of youth inactivity57. But they also play a poten-
tially important role in addressing and allevi-
ating the problem. Currently, human capital has 
been identified as one of the major constraints 
to economic growth in Moldova – along with the 
business climate, access to finance and road in-
frastructure58. 

At the same time, progress has been made on 
many indicators reflecting the level of educa-
tion and training in the population – as shown in 
table 1. There are no issues in terms of access to 
education in Moldova – with everyone, on paper, 
enrolled in primary and secondary education. 
Only 0.7% of the population are classified as 
having “no education”59. However, even if young 
people in Moldova enjoy high access to education 

– the quality of their education faces challenges. 
According to PISA, although progress had been 
made since their last assessment Moldovan stu-
dents’ lag OECD country peers by more than two 
years of schooling60.

The importance of a well-functioning skills system 
to long-term economic growth and positive em-
ployment outcomes cannot be overstated61. Of 
key concern are the extent to which skills systems 
perform on training a qualified and adaptable 
labour force – providing a platform for accessing 

57  Policies for Human Capital Development in Moldova: An ETF Torino Process Assessment (ETF, 2020)
58  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
59  State of Skills: Moldova (ILO, 2019)
60  Youth Well-being Policy Review of Moldova (OECD, 2018)
61  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
62  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
63  Decent Work Country Profile Republic of Moldova (ILO, 2020 unpublished)
64  Interviews
65  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
66  https://www.ilo.org/wcmsp5/groups/public/---ed_emp/---ifp_skills/documents/genericdocument/wcms_754710.pdf 
67  State of Skills: Moldova (ILO, 2019)

existing stores of global knowledge and adapting 
this knowledge to local use62. Human capital devel-
opment is a broad topic, and forms a supporting 
system in itself. Here we focus on two of the sup-
ply-side issues (vocational and higher education) 
and one intermediation function (skills councils).

Table 1. Share of the population aged 25+ years, 
graduates of a form of secondary education of at least 
II level, %63

2015 2016 2017 2018 2019

Total 73,5 72,7 74,0 74,3 74,5

Men 75,4 74,2 76,1 76,3 75,8

Women 71,9 71,4 72,2 72,6 73,5

Table 2. Gross enrolment rate in secondary education, %

2015 2016 2017 2018 2019

Total 105,8 106,9 107,0 105,4 n.a.

Men 106,1 107,2 107,5 106,6 n.a.

Women 105,5 106,5 106,5 104,0 n.a.

Technical and vocational education  
and training (TVET)
By all accounts, Moldova has made good pro-
gress on reforming its TVET system over the past 
decade64. Reorganising TVET institutions has been 
a priority for the government and social partners 

– including as part of the National Development 
Strategy “Moldova 2020” which underlines the 
need to better connect the education system with 
labour market requirements65. These reforms are 
summarised in detail in the ILO’s State of Skills 
report on Moldova66.

Since 2013, allocations for TVET have increased 
and provisions for dual TVET have been made, in-
cluding via cooperative arrangements between 
TVET institutions and private companies. But im-
plementation of reforms has proved slower than 
the policy ambitions. 

While TVET enjoys relatively high social prestige in 
Moldova67, the preference of students remains for 

https://www.ilo.org/wcmsp5/groups/public/---ed_emp/---ifp_skills/documents/genericdocument/wcms_754710.pdf
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higher education rather than TVET68. According 
to the World Bank, the employers confirm that if 
the VET graduates were trained adequately, there 
would not be a problem of skills supply – pointing 
to a perception that the quality and relevance of 
vocational education must therefore be further 
improved69. Challenges for a successful dual TVET 
system include difficulties faced by training insti-
tutions in establishing long-term relations with 
companies and a lack of in-company tutors with 
appropriate pedagogical skills70.

There is scope to more actively involve the private 
sector in TVET – including in the formulation of the 
curricula and even in the educational process71. 
Social dialogue on TVET and skills development 
is more consultative than truly participatory, with 

“limited involvement of social partners in shaping 
skills development policies and the system”72. 
TVET governance is fragmented, largely due to 
weak institutional capacity and understaffing 
of the National Coordination Council for TVET 
(NCC)73. The emergence of Sector Skills Councils 
(SSC) – see below – should allow social partners to 
play a more effective role in bipartite and tripar-
tite dialogue to increase linkages between TVET 
and the labour market – but this will depend on 
SSC having capacities and access to labour market 
information (section 3). 

Higher education
Relative to labour market needs, there is a per-
ceived oversupply of graduates from universities 
in Moldova. The share of inactive persons (15–29 
years) with tertiary education tripled over the 
decade preceding 201574. Higher levels of access 
to education – with more of the population going 
to university – in turn drives up career expecta-
tions (see 2), and in a situation where there are 
not enough good jobs – this contributes to dis-
couragement, inactivity and higher probability of 
migrating.

68  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
69  Idem
70  Idem
71  Moldova: Rekindling Economic Dynamism (World Bank, 2019) and State of Skills: Moldova (ILO, 2019)
72  State of Skills: Moldova (ILO, 2019)
73  State of Skills: Moldova (ILO, 2019)
74  Idem
75   The first priority of the “Moldova 2020” Plan’s seven-pillar strategy is to align “the education system to labor market needs in 

order to enhance labor productivity and increase employment in the economy”.
76  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
77  Youth in the Labour Market in the Republic of Moldova: Competences and Aspirations (UNDP, 2017)
78  The Future of Higher Education in Moldova
79  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
80  https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilo-jakarta/documents/publication/wcms_738640.pdf 

Like TVET, Moldova’s higher education system 
has undergone a transition with recognition of 
the need to better match supply with demand75. 
However, reforms in higher education have been 
less successful76. The quality of education is theory 
oriented and the educational institutions have less 
intense cooperation with employers. There is an 
excess of specialists in humanities and a deficit in 
the technical field; and as a result, many students 
need requalification in order to find suitable em-
ployment77.

A recent report outlining student perceptions of 
the main constraints to improving the teaching 
and learning outcomes of universities identified 
three areas for improvement: An overly rigid 
higher education curricula; low level of teachers’ 
motivation and skills; and a lack of innovation in 
the education system78. Various ideas have been 
suggested, especially to improve connection with 
real economy and enhance the soft skill compe-
tencies such as problem-solving, communication, 
and teamwork which were identified in Section 1 
as contributing to skills mismatches. The ideas in-
clude helping universities in setting up their own 
incubators, linking up with industrial parks, and 
getting employers involved in designing curric-
ulum and having them hire students – but as of 
yet none has been enacted at scale79.

Sector Skills Councils
The legal status of Sector Skills Councils (SSCs) 
was formalised in 2017, and to-date six have been 
registered. Experience from other countries has 
shown that SSCs can play an important role by 
contributing to the validation of occupational 
standards and qualifications, and coordinating 
skills anticipation exercises. SSCs in Moldova 
include workers and employers and aim to con-
tribute a sectoral ‘voice’ to education and training 
arrangements – specifying the nature of the skills 
that an industry sector needs80.

https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilo-jakarta/documents/publication/wcms_738640.pdf
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However, SSCs are nascent and currently lack ca-
pacities in strategic planning, project development 
and management81. They also are dependent on 
the broader skills ‘ecosystem’ in order to function 
effectively. Just 38 Occupational Standards have 
been developed while more than 300 are needed 
as per the TVET strategy82. The core challenge is 
also not just to put structures in place – ensuring 
the SSCs are technically competent to undertake 
skills needs anticipation and forecast but to – in 
the words of one interviewee – create a “culture” 
of skills needs anticipation. 

Summary human capital development constraints:

 X Continuing issues with the quality and govern-
ance of the TVET system

 X Slow pace of higher education reforms and 
weak linkages to the business community

 X Shortage of human and technical capacities in 
Sector Skills Councils to fulfil the potential role 
they can play in linking TVET and the labour 
market 

Supporting system: School 
to work Transition 
If school-to-work transition (SWT) is a phase – 
in terms of ‘supporting functions’ it refers to a 
grouping of services such as on-the-job training, 
apprenticeships, cooperative education agree-
ments and other programmes designed to pre-
pare students to enter the job market.

As noted above with regards to skills mismatches, 
many entrants to the labour market in Moldova 
lack core competencies such as critical thinking, 
adaptability, problem solving and willingness to 
learn – which are in high demand from employers. 
Without a smooth transition from school (or fur-
ther education) to work, future generations are at 
risk of being underequipped for tomorrow’s job 
market. 

Compulsory education lasts 9 years from age 7 
to age 16; and while 96% of the population have 
completed lower secondary education (2015) and 
75% upper secondary (2016), there is perceived to 

81  State of Skills: Moldova (ILO, 2019)
82   According to the methodology (for development of occupational standards for working professions no. 863 of October 08, 

2014,) the development of occupational standards is coordinated by the Ministry of Labour, Social Protection and Family
83  Data from Moldova: Rekindling Economic Dynamism (World Bank, 2019) 
84  State of Skills: Moldova (ILO, 2019)
85  State of Skills: Moldova (ILO, 2019)
86   According to the major occupation groups – based on Youth in the Labour Market in the Republic of Moldova: Competences 

and Aspirations (UNDP, 2017)

be a lack of work experience of job-search skills 
among both high school leavers and recent grad-
uates83. Government initiatives have sought to 
increase opportunities for work-based learning 
(WBL) – including dual TVET as mentioned earlier – 
and career guidance and counselling are provided 
in the school system, as well as by employment 
services. 

However, existing services and initiatives are 
“sporadic and fragmented”84. Career guidance 
services are particularly underdeveloped in rural 
areas, leaving youth with little information to 
inform their career decisions. In large part, this is 
due to the shortage of both financial and human 
resources in the various public and non-state 
institutions tasked with overseeing the SWT, in-
cluding the National Employment Agency (NEA), 
National Youth Resource Centre, Youth Centres 
and the Centre for Entrepreneurial Education and 
Business Support (CEDA). There is a particular lack 
of professional counsellors, coupled with low mo-
tivation among staff, leaving a number of these 
institutions facing “major implementation difficul-
ties”85.

Summary school to work transition constraints:

 X Students not fully prepared to enter the labour 
market and at risk of an incomplete school to 
work transition

Supporting system: Youth 
expectations and perceptions
One out of every two inactive youth wants to work 
as a high-skilled specialist – exceeding by a factor 
of 3.5 times the actual number of young em-
ployees in the labour market in this occupational 
group86. As a result, graduates may prefer to wait 
for offers of employment that match their level 
of education, and corresponding remuneration. 
If these opportunities do not materialise, then 
many potential job seekers may feel that seeking 
employment is an exercise in futility.

Among the 41% of unemployed youth who have 
turned down a job offer, the main reasons were 
due to the low wage on offer (76.5%); lack of 
engaging job content (9.2%), and not matching 
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the application’s qualification (7%)87. Such mis-
matched perceptions and expectations of labour 
market demand are largely a function of skills, the 
school to work transition, and the relative availa-
bility of opportunities elsewhere.

This is particularly challenging given Moldova’s 
low-wage economy – an issue touched on again 
in the demand-side factors. Wages in non-agri-
culture sectors are rising, but from a low baseline. 
And the wage differential with other countries in 
Europe and Russia is a likely “push factor” for em-
igration88. In 2016, wages in Moldova’s manufac-
turing sector, for example, were less than half of 
those in Slovenia, Poland or the Czech Republic89.

A Jobs Diagnostic run in 2016 by the World Bank 
concludes that jobs outcomes had become less in-
clusive90. Those with primary education earn 50% 
more than those with no education, and those 
with postsecondary education earn 90% more 
than those with no education. Those in Chisinau, 
in turn, have up to 55% higher earnings than 
those in the central region91.

Summary youth expectation and perception con-
straints:

 X High expectations among youth and young 
adults with regards to wage levels, especially 
for the graduates of universities – given the 
labour market realities

Supporting system: 
Access to childcare
Access to early and pre-school education services 
is vital to raising the share of women in the labour 
market – and therefore contributing to gender 
equality. 

In Moldova, the large share of young women 
among the NEET rate is caused, in part, by the 
underdevelopment of childcare infrastructure 

– as well as relatively long maternity leave which 
can make it difficult to re-integrate into the labour 
market. The findings of a joint UNICEF/UN Women 
study in 2016 found a significant gap between 
the demand for and supply of childcare services 
for children under 6 years old. This is despite a 

87  Youth in the Labour Market in the Republic of Moldova: Competences and Aspirations (UNDP, 2017)
88  A Jobs Diagnostic for Moldova (World Bank, 2016)
89  Syndex report
90  A Jobs Diagnostic for Moldova (World Bank, 2016)
91  Controlling for all individual- and household-level characteristics. A Jobs Diagnostic for Moldova (World Bank, 2016)
92  https://bettercarenetwork.org/sites/default/files/1C_MoldovaCountryPresentation_FINAL_EN.pdf 
93  www.unicef.org/moldova/media/861/file/SitAn-2016-EN.pdf 
94  https://www.globalpartnership.org/blog/how-moldova-made-preschool-more-equitable-its-children-part-1 
95  https://www.unicef.org/moldova/en/what-we-do/early-childhood-development 
96  https://www.unece.org/fileadmin/DAM/Gender/Beijing_20/Moldova.pdf 

shrinking child population—less than 20% of 
total population in 2016 compared to 25% in 2005 

– which in theory should alleviate demand-side 
pressures92. 

The government of Moldova has identified 
early childhood education as a priority since 
an ‘Education For All’ strategy, launched in 2002. 
Public investments in early childhood education 
near doubled, from 12% in 2000 to 22% in 2015 
as a share of total education expenditure. This is 
a recognition of the fact that the availability of – 
and access to affordable – child care and educa-
tion institutions can make significant impact on 
the ability of women to both obtain and retain 
employment.93

However, inequities in outcomes and access to 
childcare exacerbates existing social exclusions. 
The differences in early years enrolment rates be-
tween rural and urban localities is up to 30% in 
some cases94. Only 20% of Roma children attend 
a pre-school compared to 80% of non-Roma chil-
dren95. Nationally, the net effect of a shortage of 
pre-school childcare services and low involvement 
of fathers in bringing up children is to create ob-
stacles to women’s professional fulfilment and 
their involvement in public and political activity96.

Summary access to childcare constraints:

 X Insufficient availability of and access to early 
childhood education services limits women’s 
participation in the labour force. 

3.2 Demand-side factors
Healthy and growing labour market demand 
is crucial to addressing the issue of youth em-
ployment and activity – but a number of inter-
viewees felt that demand-side factors are often 
overlooked in discussions about youth, in which 
the underlying problem is usually identified as 
concerning ‘skills, education and training’. This 
sub-section identifies two supporting functions – 
productivity and job creation – as well as one ‘rule’ 
related to norms for enterprise development and 
entrepreneurship. 

http://fes-moldova.org/fileadmin/user_upload/2020/Publications/Syndex_-_Situatia_Salariatilor_din_Republica_Moldova_O_Criza_Structurala__1_.pdf
https://bettercarenetwork.org/sites/default/files/1C_MoldovaCountryPresentation_FINAL_EN.pdf
http://www.unicef.org/moldova/media/861/file/SitAn-2016-EN.pdf 
https://www.globalpartnership.org/blog/how-moldova-made-preschool-more-equitable-its-children-part-1
https://www.unicef.org/moldova/en/what-we-do/early-childhood-development
https://www.unece.org/fileadmin/DAM/Gender/Beijing_20/Moldova.pdf
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Supporting system: Productivity 
Since independence, Moldova has undergone 
a process of structural transformation, with a 
gradual decline in the share of both economic 
output and employment in agriculture. This has 
led to – in the words of the World Bank – “solid 
improvements in productivity”97. However, while 
between-sector productivity has improved; with-
in-sector productivity has lagged. Resources have 
not always shifted to the most efficient firms, and 
productivity growth within firms has been “disap-
pointing”98. Multi-factor productivity – the ratio of 
aggregate output to the level of inputs – has been 
particularly modest in promising sectors such as 
information technology (IT), reflecting issues to 
do with both innovation and industry dynamism.

The ILO’s recent update to the Enabling 
Environment for Sustainable Enterprises (EESE) 
underlines that continuing low labour productivity, 
in particular, reflects Moldova’s “incomplete tran-
sition from a planned economy dominated by ag-
riculture and high informal employment”99. Global 
evidence shows that labour productivity growth is 
positively associated with increases in real wages, 
which – as shown above – is problematically low in 
Moldova and does not act as a sufficient incentive 
to ‘activate’ youth into the domestic labour market. 
In Moldova, the gender pay gap currently stands 
at about 14.1%100 (2019). And while productivity 
growth is not a strong determinant of closing the 
gender pay gap, some studies have shown that 

97  A Jobs Diagnostic for Moldova (World Bank, 2016)
98  A Jobs Diagnostic for Moldova (World Bank, 2016)
99  https://www.ilo.org/empent/Publications/WCMS_736665/lang--en/index.htm 
100   http://statbank.statistica.md/PxWeb/pxweb/en/50%20Statistica%20gender/50%20Statistica%20gender__GEN01/GEN012400sal.

px/?rxid=5360837a-13b5-4912-a2e0-12892e96d2ab 
101  https://theconversation.com/the-gender-pay-gap-is-hurting-productivity-76780 and http://ftp.iza.org/dp10975.pdf 
102  Ibid. – extrapolictying from other countries
103  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
104  A Jobs Diagnostic for Moldova (World Bank, 2016)
105  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
106  http://documents1.worldbank.org/curated/en/999751468774576889/pdf/wps3253moldova.pdf 

the gender pay gap is a constraint to improved 
productivity101. In other words – eliminating the 
gender pay gap in Moldova could boost long-term 
labour productivity by 3%102.

Summary productivity constraints:

 X A doubled-edge sword – where on one side 
productivity is low, which does not satisfy em-
ployers, but where on the other side the wages 
are low, which does not satisfy employees103.

Supporting system: 
Quality job creation
Despite the mid-single digit increases in GDP re-
corded by Moldova in the decade since the Global 
Financial Crisis, growth has been driven largely 
by remittances – with limited job creation. As a 
World Bank jobs diagnostic noted, “the economy 
has failed to create jobs sufficiently enticing to at-
tract its own youth to live and work in Moldova”104. 
Rising wages have not come along with rising job 
opportunities – meaning that growth has not been 
broad-based. Indeed, net job creation has been 
negative in virtually all sectors of the economy 
since the 2009 financial crisis105. High job destruc-
tion – which in itself is often a feature of success in 
transition economies where low productivity jobs 
are eliminated – has not been matched by equally 
high job creation106.
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https://www.ilo.org/empent/Publications/WCMS_736665/lang--en/index.htm
http://statbank.statistica.md/PxWeb/pxweb/en/50%20Statistica%20gender/50%20Statistica%20gender__GEN01/GEN012400sal.px/?rxid=5360837a-13b5-4912-a2e0-12892e96d2ab
http://statbank.statistica.md/PxWeb/pxweb/en/50%20Statistica%20gender/50%20Statistica%20gender__GEN01/GEN012400sal.px/?rxid=5360837a-13b5-4912-a2e0-12892e96d2ab
https://theconversation.com/the-gender-pay-gap-is-hurting-productivity-76780
http://ftp.iza.org/dp10975.pdf
http://documents1.worldbank.org/curated/en/999751468774576889/pdf/wps3253moldova.pdf
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This is despite structural changes in the labour 
market, where employment across sectors has 
changed dramatically107. At the start of the 2000s, 
the share of employment in agriculture was 51%, 
but this had dropped to 21% by 2019108. However, 
not all the lost jobs were reallocated to other sec-
tors109. Service sector employment has grown by 
only a quarter relative to the jobs lost in agricul-
ture and industrial job creation has ‘flattened out’.

Summary job creation constraints:

 X A push-pull dynamic whereby slow rate of 
job-rich growth provides few opportunities 
for youth; alongside rising labour demand in 
Europe after the Global Financial Crisis110

Supporting system: 
Entrepreneurship and 
Enterprise Development
According to the EESE assessment, the enter-
prise development landscape is constrained by 
the after-effects of both political instability and 
macro-economic shocks111. The assessment also 
highlighted the continuing difficulty of accessing 
finance, particularly to start a small business – 
given the high costs of financing in Moldova112. 

On the positive side, Moldova has seen recent 
success in attracting foreign direct investment 
(FDI) – largely due to corporate income tax rates 
being the lowest in Eastern Europe, coupled with 
initiatives such as free economic zones. This can 
also be partly attributed to increased trade and 
investment following the 2014 EU-Moldovan 
Association Agreement; as well as banking sector 
reforms that have attracted new investors into 
almost half of the 11 commercial banks operating 
in the country113.

However, “Moldova does not have a system of [do-
mestic] entrepreneurial education”114. Few young 

107  Moldova: Rekindling Economic Dynamism (World Bank, 2019).  
108   Decent Work Country Profile Republic of Moldova (ILO, 2020 unpublished). Changes in methodology by NBS and revisited defini-

tion of “employment” pushed this figure down; otherwise the share of employment in agriculture would have been much higher, 
nearly 35%. 

109  A Jobs Diagnostic for Moldova (World Bank, 2016)
110  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
111  Affected by the recession in Russia and the banking crisis of 2014.)
112  Also mentioned in interviews
113  https://www.fdiintelligence.com/article/76383 
114  Entrepreneurship in the Republic of Moldova. Challenges and Recommendations (Cristina Pogorevici, 2019)
115  Interview
116   One directive that was seen to completion with help from the World Bank was a comprehensive E-government platform that 

allows entrepreneurs to access and submit necessary documents and services (such as obtaining online visas, judiciary records, 
licences, access to a platform for online payments “MPay”, etc). A Jobs Diagnostic for Moldova (World Bank, 2016)

117   For each MDL invested (1 MDL equals 0.056 USD), the government offers help by investing another one, up to 250,000 MDL 
(14,270 USD). Citizens living abroad only need to come up with a viable business plan and implement it in Moldova.

118  Youth Labour Market Review: Republic of Moldova (Iurie Morcotîlo, 2017)

people seem drawn to entrepreneurial activities, 
viewing self-employment – in the assessment of 
the ILO’s School to Work Transition assessment 

– as a “suboptimal career path”. Other countries 
with historically high migration outflows have 
seen benefits from youth, in particular, returning 
home to use the human, social and financial cap-
ital they have accumulated while abroad. However, 
at present, many – if not most – young people do 
not plan to return after leaving Moldova, and even 
those who do return seem unwilling to launch a 
business115. The main factors that depress the po-
tential business activity of youth, including the mi-
grant returnees are cited to be political instability, 
low awareness of business start-up and support 
programmes, and a lack of access to affordable 
credit. 

This is despite public efforts to reduce bureau-
cracy116 and unlock the productive use of remit-
tance income through initiatives such as PARE 
1+1117. It is generally thought that PARE 1+1 is 
having a “marginal impact”, in the words of one 
interviewee, being neither large-scale enough 
(in terms of reach) or sizeable enough (providing 
‘matching’ funds rather than ‘multipliers’, such as 
1+3, like in other countries). 

The key player responsible for enterprise support 
and development in Moldova is Organization 
for Small and Medium Enterprises Sector 
Development (ODIMM). In addition to PARE, there 
are several initiatives managed by ODIMM that 
are designed to support youth entrepreneurs 
directly, as well as indirectly, such as the Special 
Credit Guarantee Fund, business incubators and 
business management programmes118. However, 
interviewees noted existing programs are too 
small and are not sufficient to support a large 
number of applications; and suffer from low pen-
etration among youth in regions outside of major 
urban areas. 

https://www.fdiintelligence.com/article/76383
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Summary entrepreneurship and enterprise develop-
ment constraints:

 X Lack of scale and reach of existing support 
programmes

 X Lack of an entrepreneurial ecosystem and 
mindset among youth

3.3  Intermediation (labour 
market governance)

An effective and efficient labour market requires 
intermediation through mechanisms and institu-
tions that can intercede between job seekers and 
employers, both public and private. This sub-sec-
tion identifies two functions – employment ser-
vices, then more specifically their active measures 

– and one ‘rule and regulation’ concerning labour 
market policies, especially those related to em-
ployment and youth. 

Supporting system: Labour 
market policies
Labour market policies (LMP) include all regula-
tions that influence the interaction between labour 
supply and demand. They play an important role 
in facilitating the matching process between th
e supply and demand for labour. In Moldova, the 
Ministry of Health, Labor and Social Protection 
(MoHLSP) develops policies and strategies in the 
field of employment. MoHLSP is responsible for 
coordinating the National Employment Strategy 
2017- 2021, whose main objective is to increase 
the level of formal employment based on eco-
nomic competitiveness, skills and appropriate 
qualifications, under conditions of sustainable 
and inclusive development. 

The government institutions responsible for 
youth-related employment policies can be di-
vided into demand and supply side ones119. In ad-
dition to the MoHLSP, the institution responsible 
for policies on the quality and quantity of youth 
supply into local labour market are the Ministry of 
Education, Culture and Research. In 2017, the pre-
vious Ministry of Youth (MoY) was merged with the 

119  Youth Labour Market Review: Republic of Moldova (Iurie Morcotîlo, 2017)
120  Idem
121  Idem 
122  Youth Well-being Policy Review of Moldova (OECD, 2018)
123  Youth Labour Market Review: Republic of Moldova (Iurie Morcotîlo, 2017)

Ministry of Culture; while the MoY was responsible 
for coordinating overall youth policy, including 
employability, in reality the capacities of the MoY 
for effective coordination was low120. Most capac-
ities and policy tools are concentrated in hands of 
MoHLSP, which implements supply side measures 
through the network of the National Employment 
Agency (NEA). The institution responsible for 
stimulating the demand for youth labour and em-
powering entrepreneurial activity is Ministry of 
Economy and Infrastructure (MEI). 

In 2014, the Government adopted the National 
Strategy of Youth Sector Development (NYS), 
aimed at developing policies for civic engagement 
and employment, and strengthening the legal 
framework for the establishment and functioning 
of regulatory mechanisms for youth sector activi-
ties. Box 2 sets out the relevant universe of youth 
related policies.

However, there are thought to be significant 
deficiencies in “policy coordination not only at 
operational level, but also at strategic level in 
stimulating the youth employment”121. Policy im-
plementation also faces challenges at the local 
level. According to an analysis by the OECD, while 
strategies set a clear vision for youth inclusion and 
employment, “the institutional frameworks of re-
gional and local governments for implementing 
youth policy are especially underdeveloped”. 
Expertise on youth-related issues is weak among 
local-level civil servants, and there are differences 
in understanding and prioritising policy goals be-
tween central and local administrations’122. 

Furthermore, social partners are not always ef-
fectively involved in youth employment policy 
making123. There is no mention in key strategic 
documents like NYS of how workers’ and em-
ployers’ organisations can contribute to youth 
employment policy. There is also significant op-
portunity to improve dialogue between govern-
ment and employers in the policy design process. 
On the government-side, it is felt that employers’ 
organisations only comment (and criticize) after 
a policy or programme has been designed; it is 
difficult to engage and consult with them during 
the design phase. Key actors such at the NEA are 
therefore still far from understanding the needs 
of employers – despite the NEA Governing Body 
having a tripartite governance structure, which 
represents an ‘untapped potential’ to strengthen 
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mutual understanding. In turn, the nature of busi-
ness representation in Moldova is evolving, and 
employers’ organisations – who play a critical role 
in promoting enterprises’ needs – are still in the 
process of understanding their position in the 
labour market. Furthermore, employers’ organ-
isations face a number of challenges preventing 
them from playing a more effective role in youth 
employment policy, as they face increasing de-
mands related to topics beyond their traditional 
mandate – but without significant increase in ca-
pacity124.

Summary labour market policy constraints:

 X Coordination and capacity issues create insti-
tutional bottlenecks in the effective implemen-
tation of youth employment policy

 X Social dialogue weaker than it should be given 
the scale of the labour market challenges 
facing both youth, and enterprises as a whole

Box 2. Moldova’s  youth policy framework

 - Law on Youth (adopted in 2016) (youth age 14-35);

 - Government Decision nr. 552 from 07.10.1996 re-
ferring to the establishment of the “National Day 
of Youth”;

 - Law on Volunteering (2010);

 - Government Decision nr. 1213 from 27.12.2010 
approving support measures for youth activities;

 - Government Decision nr. 733 from 29.09.2011 on 
the creation of the government Commission for 
youth policy;

 - Government Decision nr. 158 from 12.03.2012 on 
the implementation of the Law on volunteering.

Supporting System: 
Employment Services
Employment services refer to all interventions re-
lated to intermediation between jobseekers and 
employers – such as counselling and job search 
assistance, provided by both public and private or-
ganisations. In Moldova, the NEA is mandated to 
carry out all the key functions of a modern public 
employment service. 

124  Based on interviews
125   Employment services include assistance to unemployed clients (individual and group counselling; profiling and individual 

employment planning; vocational guidance; and referral to vocational training and public works) and services to employers 
(short-listing of job candidates and job mediation). 

126  Assessment of the delivery of employment services for youth by the National Employment Agency of the Republic of Moldova 
(ILO, 2017)
127  Idem
128  Moldova: Rekindling Economic Dynamism (World Bank, 2019)

In 2017, ILO carried out an assessment of the de-
livery of employment services for youth by the 
NEA, and more recently the World Bank under-
took a Functional Review of Public Employment 
Services Systems to map out the delivery chain 
for labour market services/programs adminis-
tered by the NEA. Moldova’s employment agency 
carries out three major tasks. First, it plans the 
implementation of labour market programs and 
secures budget allocation. Second, it carries out 
internal functions that are necessary for plan-
ning and implementing labour market programs 
(assessing skills needs, monitoring programs, 
selection of service providers, payments). Finally, 
it services jobseekers (registration, profiling, in-
dividual action plan, provision of labour market 
programs and services).125

The NEA has challenges related to budgetary 
planning, human resources, and IT capacity. It 
currently lacks the resources to deliver on the 
National Employment Strategy’s policy priorities 

– which has a direct bearing on efficiency and ef-
fectiveness of services. However, it is important 
that emphasis is not just placed on resourcing 
and spending levels only – but on continuing to 
improve the design and effectiveness of employ-
ment services and programmes, and the “contin-
uous improvement of institutional capacity that 
goes with it”126.

Labour market information is still a constraint. 
While labour market information (LMI) is now 
regularly collected, disseminated and used to 
adjust service delivery127, it is still limited in terms 
of its availability128. Given the multitude of actors 
involved in youth-related and wider employment 
issues, the World Bank found that “stakeholders 
do not always have access to the data and are 
often unaware of where to find the information 
or they do not understand how to interpret it”. 
A Labour Market Observatory (LMO) was estab-
lished under the auspices of the NEA in order 
to improve the analysis, management, and dis-
semination of LMI. However, in the words of 
one interviewee, the Observatory is “completely 
understaffed and underfunded”. This calls for 
technical support and capacity building for the 
LMO, alongside others such as SSCs and other in-
stitutions, which play a key role in the collection, 
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dissemination and use of labour market informa-
tion129. 

Finally, other important players in youth employ-
ment services are Youth Centres. These centres 
were initially designed as providers of informa-
tion to youth, but gradually acquired such func-
tions as providers of services such as non-formal 
education, vocational guidance, training and pro-
fessional integration, entrepreneurial initiatives, 
youth exchange programs130. Youth Centres also 
have potential to reach youth not in employment, 
education and training – as part of wider NEA-
coordinated employment services. These centres, 
however, are not adequately funded, and staff are 
not always properly trained or paid, which may 
affect the quality of services131.

Summary employment services constraints:

 X Significant capacity gaps mean that many solid 
institutions and structures have been set up 
(the right ‘form’ is in place), but lack ability to 
do their job properly (they cannot fulfil a useful 
‘function’)

129  State of Skills: Moldova (ILO, 2019)
130  Youth Labour Market Review: Republic of Moldova (Iurie Morcotîlo, 2017)
131  Youth Well-being Policy Review of Moldova (OECD, 2018)
132  More about: https://www.legis.md/cautare/getResults?doc_id=122876&lang=ro#
133  https://www.ilo.org/budapest/whats-new/WCMS_642909/lang--en/index.htm
134  Decent Work Country Profile Republic of Moldova (ILO, 2020 unpublished)
135  More about:https://www.legis.md/cautare/getResults?doc_id=122876&lang=ro# 

Supporting system: Active youth 
employment programmes
In 2018, the new Employment Promotion Law 
came into force aiming at making the labour 
market more effective and inclusive. This law en-
visages a comprehensive portfolio of active labour 
market programmes (ALMP) suitable to address 
the diverse challenges unemployed persons may 
face on the Moldovan labour market – including 
the issues touched in this paper, such as the lack/
mismatch of skills and low productivity. The main 
labour market active measures include profes-
sional training and retraining, job subsidy, work-
place adaptation and labour mobility initiatives132. 
Special target groups mentioned in the law in-
clude unskilled youth, persons above 50, people 
with disabilities, long term unemployed and other 
groups.133 State budgetary allocations have been 
made towards the active programmes134. 

While wide-ranging, a number of interviewees 
felt these measures had limitations. First, they are 
more targeted toward unemployed job seekers – 
rather than explicitly considering the larger issue 
of activating discouraged youth. Most measures 
of ALMP do not in practice target specific groups 
of population, including youth, and mostly have 
an “all-encompassing character” rather than being 
targeted, but the new Law has introduced some 
targeted criteria135. As aspects of specific active 
measures have already been touched on, the 
table below summaries them alongside key con-
straints from a youth perspective. 

https://www.legis.md/cautare/getResults?doc_id=122876&lang=ro
https://www.ilo.org/budapest/whats-new/WCMS_642909/lang--en/index.htm
https://www.legis.md/cautare/getResults?doc_id=122876&lang=ro
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Topic Type of measure Status Constraints

Measures to 
prevent early 
school leaving / 
reintegrate early 
school leavers

Career guidance, 
diagnostic 
measures, area 
based policies

The improvement of the guidance process 
has been a common objective of the 
technical assistance projects carried out 
in collaboration with NEA in the past few 
years.

Career guidance includes activities that 
have the following goals: informing about 
the professions and the particularities 
of the labour market; self-cognition; 
consultancy in development of 
instruments of personal marketing; 
consultancy in career decision making.

The NEA provides basic career guidance 
services to unemployed individuals 
and – to a limited extent − to pupils and 
students. 

NEA front staff require stronger 
human resource development 
in the form of higher-level 
counselling and guidance skills136

Measures 
to foster 
employability of 
young people

Training, 
internships and 
opportunities

Employers have an obligation to inform 
the Agency about job vacancies. Vacancies 
can be notified by telephone, fax, e-mail 
or through an online self-service tool. The 
online vacancy notification system is not 
very popular, as it requires the filling of 
a form requiring extensive information. 
Employers sometimes notify vacancies 
for positions that are already taken 
(approximately 20-30% of all vacancies 
are estimated to fall in this category).

Many vacancies captured by the 
NEA are for low-paid jobs (around 
80% of all vacancies are for low-
paid work).
Limited financial resources 
available to visit employers 
(counsellors use public transport 
paid by their own pocket).

Current mandatory internship 
system is too formal and lacks 
a significant positive impact for 
students137.

Measures to 
remove practical 
and logistical 
barriers to 
employment 

Mobility and 
financial support, 
employer incentives

A new Law on employment and 
unemployment insurance was adopted in 
2018, which contains an extensive range 
of measures to enhance employment 
in different categories of population. 
However, the normative acts that would 
transpose into practice all provisions of 
the Law have not yet been developed.

The mechanism of offering 
subsidies for employing people 
with disabilities, including youth, 
is not working.

136   Assessment of the delivery of employment services for youth by the National Employment Agency of the Republic of Moldova 
(ILO, 2017)

137  interview

Summary active programme constraints:

 X Low reach of active measures for youth, espe-
cially in rural areas
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4 Priorities for action

138  Adapted from Moldova: Rekindling Economic Dynamism (World Bank, 2019)

Not all of the constraints identified in Section 2 will be feasible or relevant 
to address. Youth employment is a ‘crowded’ field in Moldova, with many 
initiatives being run by local, regional and global actors. The programme of 
ILO work for the next four years – as embodied in the DWCP – needs to be 
realistic and based on the likely level of resourcing and a fixed timeframe – as 
well as the Organisation’s comparative advantage and tripartite structure.

This section identifies four possible outcome areas under the broad pri-
ority of youth employment. The outcomes are mutually supportive, on the 
premise that addressing labour challenges facing youth in Moldova requires 
an integrated response addressing both macro and micro dimensions, labour 
demand and supply, to improve both the quantity and quality of employ-
ment138.

It also recognises that significant progress has been taken under the current 
DWCP (2016-2020), particularly regarding the legal and institutional frame-
work governing the labour market. All four outcomes are designed to ‘give 
life’ to two important themes, which were identified by stakeholders during 
the course of interviews. First, that there is a pressing need to increase both 
inter- and intra-institutional cooperation regarding the development and im-
plementation of youth-related labour market responses. Second, an effective 
response requires a more granular focus on different employment status of 
youth (whether unemployed, discouraged, inactive, etc.) – policies and pro-
grammes may be tailored to meet these different needs.

4.1  Improved capacity to implement 
youth-related employment policies

A comprehensive employment policy framework is the starting point for 
Moldovan constituents to advance in their decent work and employment 
promotion goals. Building on the current frameworks, any new National 
Employment Strategy from 2022 onwards will first and foremost need to 
consider the likely long-lasting impact of the Covid-19 pandemic. From a 
youth employment perspective, an overarching goal should continue to be 
giving people more access to the labour force and good jobs. This includes 
enhancing motivation and incentives to seek employment, improving job 
readiness and support to find suitable employment, as well as expanding 
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employment opportunities – which implies a 
strong link to demand-side measures.

However, the DWCP should now shift focus away 
from just policy development – for both employ-
ment more widely and youth more specifically – to-
wards a stronger focus on policy implementation. 
Some interviewees felt that existing strategies 
were too ambitious, with goals set at a too-high 
level – and as a result it was difficult to translate 
them into concrete actions. Consideration could 
also be given to devolving the implementation of 
some actions to social partners – or for them to be 
brought on board as co-managers. This may help 
bring about more positive results at the local level 
in rural regions – and avoid the impression that 
employment policy is not solely MoHLSP’s domain 
but instead that it requires wide coordination and 
collaboration to put into action139.

Policy coherence and coordination across min-
istries (MHLSP, Ministry of Economy, Ministry 
of Education and Ministry of Finance) needs to 
be improved in order to increase more effective 
and stable results of the employment reform140. 
Support should be provided to the SSCs to con-
duct qualitative and quantitative skills needs antic-
ipation and forecast141. Public investments should 
also be made in the NEA, to bring resourcing in 
line with the scope of its mandate and level of am-
bition, in particular to carry out at the local level. 
The government could also play a proactive role 
in development partners’ coordination regarding 
youth employment – better aligning the activities 
of international agencies to avoid duplication and 
increase impact142. 

Continuous monitoring and evaluation of the 
impact of policies and programmes will continue 
to be necessary to strengthen policy effective-
ness and efficiency in responding to the needs 
of different groups. Data is important in and of 
itself – to develop and promote appropriate labour 
market policies – but also as a means to better col-
laboration. Better understanding of the trends in 
the demand for new skills and competencies, for 
example and of the skills gap will contribute to co-
ordination and interaction between the education 
system and the labour market143.

139  Interview
140   Final evaluation of the ILO project “Improved human resources development and employment policies, with particular attention 

to youth, women and migrants” (Roxana Irimia, 2020)
141  State of Skills: Moldova (ILO, 2019)
142  Idem
143  Youth in the Labour Market in the Republic of Moldova: Competences and Aspirations (UNDP, 2017)
144  Youth Labour Market Review: Republic of Moldova (Iurie Morcotîlo, 2017)

Capacity building of labour market information 
institutions – will be important to boost analytical 
and decision-making capabilities, and proposing 
practical recommendations that would stimulate 
the economic participation of youth. An impor-
tant step would be to acknowledge the important 
role that a LMO, in particular, can play in effective 
labour market intermediation if it is properly con-
structed, staffed and funded. 

Concrete actions that can be taken by ILO and its 
constituents include:

 X Measures to consolidate institutional capaci-
ties and cooperation, most notably between 
MoHLSP and the Ministries of Education (and sup-
ply-side factors) and Economy (on demand-side 
factors); as well as between the NEA and ODIMM 
in order to extend services and programmes 
aimed at boosting youth entrepreneurship;

 X Improve employment services provided by 
NEA at local level, especially in remote villages 

– exploring the potential to create decided units 
within the territorial branches of the NEA

4.2  Better supply- and 
demand-linkages in 
high priority sectors

According to one interview, “a lot more can be 
done with dialogue through the demand side”. 
But rather than targeting measures only at the 
macro-level, a sectoral lens may also help address 
challenges facing youth and help move dialogue 
from abstractions to action.

Not all sectors are ‘equal’ from the perspective of 
attracting – and retaining – youth in the domestic 
labour market. Structural changes in the labour 
market have had repercussions on the employ-
ment quality of youth144. 

Agriculture remains an important sector in the 
Moldovan economy. According to the World 
Bank, raising the productivity of agriculture and 
leveraging export opportunities can be a driver 
of growth –“the opportunity for expanding 
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Moldovan agri-based products is unlimited”145.
Moldova has a revealed comparative advantage in 
vegetables and food, as well as connected sectors 
such as textiles and clothing, as well as footwear 
and skins/hides146. However, there is a question as 
to how attractive agriculture is for youth to build a 
career and act as a genuine ‘pull’ factor against op-
portunities abroad. Promising initiatives such as 
the SSC and the perspective to use the ILO’s Skills 
for Trade and Economic Diversification (STED) tool 
have to-date been conceptualized in a youth-ago-
nistic way, with at most a focus on sectors like ag-
riculture as a whole. Integrating an explicit youth 
lens may lead to a greater focus on sub-sectors 
within agriculture, such as e-agriculture – which 
involves innovative ways to use digital technolo-
gies – in the rural domain.

It may also mean looking beyond agriculture to 
other sectors prioritised from a youth perspective. 
In Moldova, three sectors in particular hold high 
potential – information and communication tech-
nology (ICT), tourism, and transport147. Indeed, 
Moldova has identified the ICT sector as a priority 
to drive economic growth, but the sector cur-
rently suffers from lower productivity compared 
to the sector’s potential – and cannot yet generate 
enough jobs to make a ‘dent’ in satisfying labour 
demand148. Solving this requires both vertical and 
horizontal integration.

First, there needs to be strong vertical links be-
tween the ICT sector and education/training 
systems. There is a lack of qualified academics 
in STEM programs in secondary schools, and the 
number of new applicants for this and related spe-
cialties in higher education institutions falls sig-
nificantly short of labour market needs149. Rather 
than addressing measures to foster employability 
across industries, measures can be more targeted 
at these high potential sectors. Forging strong 
links between academia and vocational centres 
with IT businesses will be key – including intern-
ships for undergraduate students, in-company 
placements, and the use of youth entrepreneurs 
and practitioners from industry as visiting lec-
turers. 

Second, horizontal links can reinforce the dynamic 
role that sectors such as ICT can play in improving 

145  A Jobs Diagnostic for Moldova (World Bank, 2016)c
146  Moldova: Rekindling Economic Dynamism (World Bank, 2019) WB
147  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
148   According to the World Bank, Moldova’s share of ICT capital and its returns is the lowest except for Albania http://documents1.

worldbank.org/curated/ru/430371563375376283/Sustaining-Stability-and-Reviving-Growth-Moldova-Policy-Notes-2019.pdf 
149  Moldova: Rekindling Economic Dynamism (World Bank, 2019)
150   https://www.oecd-ilibrary.org/docserver/f61d8ce8-en.pdf?expires=1603098574&id=id&accname=guest&check-

sum=2C34F4F3F294B825D45F13B2523C2BFD 
151  Clusters are geographical concentrations of interconnected companies and institutions focusing on related value chains

‘business to business’ services across sectors, such 
as e-agriculture150. A cluster-based approach151 to 
policy and dialogue would examine value chains 
‘ecosystems’ – and use this to anchor cooperation 
between institutions from the private sector, gov-
ernment and academia. Doing this successfully, 
however would require more local ‘bottom up’ 
dialogue and collaboration – including a strong 
youth and worker voice – which is the subject of 
the next outcome.

Concrete actions that can be taken by ILO and its 
constituents include:

 X Conduct a sector selection exercise to decide, 
on a tripartite basis, the two or three most 
important sectors from a youth employ-
ment perspective – building on the National 
Development Strategy to also consider the 
‘feasibility’ of implementation over the next 
DWCP programming period, as well as the ‘op-
portunity’ to create productive employment 
opportunities in the sectors.

 X Run a series of inclusive value chain develop-
ment projects to strengthen horizontal and 
vertical linkages in the selected sectors, as 
the basis of a more integrated and targeted 
approach

 X Utilise ILO tools (e.g. STED) to identify the skills 
development strategies required for future 
success in chosen sectors, using this as the 
platform to integrate more market-aligned 
technical specialties in universities (likely for 
subjects such as engineering and IT).

4.3  A greater focus on 
place-based impact

To complement ‘top down’ policy planning and 
labour market programmes, more ‘bottom up’ 
initiatives would help adapt locally appropriate 
solutions – rather than risk ‘one size fits all’ 
models. Last year, the ILO started the first Local 
Employment Partnership (LEP) for Moldova pro-
ject in Cahul town. The initiative aims to stimulate 

http://documents1.worldbank.org/curated/ru/430371563375376283/Sustaining-Stability-and-Reviving-Growth-Moldova-Policy-Notes-2019.pdf
http://documents1.worldbank.org/curated/ru/430371563375376283/Sustaining-Stability-and-Reviving-Growth-Moldova-Policy-Notes-2019.pdf
https://www.oecd-ilibrary.org/docserver/f61d8ce8-en.pdf?expires=1603098574&id=id&accname=guest&checksum=2C34F4F3F294B825D45F13B2523C2BFD
https://www.oecd-ilibrary.org/docserver/f61d8ce8-en.pdf?expires=1603098574&id=id&accname=guest&checksum=2C34F4F3F294B825D45F13B2523C2BFD
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job creation and help youth, in particular inactive 
ones, transition to formal employment152.

LEPs can be considered, in the words of one in-
terviewee, the “decentralised implementation of 
the employment policy”. They are a promising in-
itiative – based on a model created by the EU that 
the ILO has successfully implemented in Albania 
and Bosnia and Herzegovina – but are currently 
at a small-scale pilot stage in Moldova. Scaling 
up the LEPs in the future would require a greater 
resource commitment and attention would need 
to be paid to ensuring that the strong ownership 
and commitment of both central and local govern-
ment as well as social partners is not lost. There 
are also concerns that “the sustainability of the 
LEPs may be affected by a centralized approach 
towards employment policy and the weakened 
role of local employment offices” – as well as the 
risk of policy mis-alignment if local public author-
ities (LPAs) do not include employment outcomes 
in local development strategies and plans153. To 
mitigate this risk, awareness raising and capacity 
building programmes for LPAs will be important.

LEPs could also be better connected to initiatives 
responding to constraints identified in this paper, 
particularly to support women’s involvement in 
the workplace and the participation of the rural 
population, especially of most vulnerable groups, 
in the formal labour market. It will be important 
for ‘micro’ local initiatives not to ‘solve everything’, 
but seek synergies and connection to ‘macro’ level 
action. This could include, for example, the crea-
tion of affordable and quality childcare facilities, 
encouraging fathers to take up childcare leave 
and ensuring the possibility for both parents to 
make use of flexible working time arrangements. 
To enhance local employment and investment op-
portunities, it will also be necessary to enhance 
basic infrastructure (e.g. roads, sewage systems, 
access to electricity etc.).

Concrete actions that can be taken by ILO and its 
constituents include:

 X Explore the scale-up of the LEP model together 
with complementary actions (such as local 
value chain development, or capacity building 
of local public authorities and employment of-
fices)

152   https://www.ilo.org/wcmsp5/groups/public/---europe/---ro-geneva/---sro-budapest/documents/projectdocumentation/
wcms_709453.pdf The LEP in Cahul district is designed and implemented under the aegis of the tripartite Territorial Commission 
for Consultation and Collective Bargaining (TCCCB), a social dialogue platform that brings together representatives of the local 
public authority, as well as local trade unions and employers’ associations.

153   Final evaluation of the ILO project “Improved human resources development and employment policies, with particular attention 
to youth, women and migrants” (Roxana Irimia, 2020)

154  State of Skills: Moldova (ILO, 2019)

 X Design innovative programmes to deepen sup-
port to entrepreneurs and early-stage SMEs, 
including emerging models such as social en-
terprise, where the blend of ‘profit with pur-
pose’ is likely to be more attractive to retaining 
youth in the labour market. 

4.4  Strengthening 
social dialogue

As noted by a recent ILO project evaluation, in 
order to ensure the consolidation of employment 
reform, it will be important to build capacity of 
social partners in the design, monitoring and eval-
uation of employment policy and programmes. 

The voice of businesses, in particular, need to be 
strengthened in order for enterprises to be effec-
tive interlocutors on issues of youth employment. 
Employers’ organisations need more members 
and wider coverage; as well as an increased 
human and financial capacity in order to respond 
to all the requests for comment and input. 

Enhanced cooperation and coordination between 
public and private stakeholders can be brought 
about through strengthened social dialogue. This 
should include developing and improving mecha-
nisms for regular consultation with and participa-
tion of social partners in policy development and 
decision-making at different levels. It can also be 
through creating the right incentives for public–
private partnerships and encouraging employers’ 
and workers’ organizations to contribute to the im-
plementation of reforms154. Also, the Trade Unions 
can continue their efforts to train the youth about 
their rights and legal provisions of labour legisla-
tion, as well as to extend their ranks by working 
more closely with this group of population.

Concrete actions that can be taken by ILO and its 
constituents include:

 X Further develop the capacity of the social dia-
logue institutions at the national, sectoral and 
territorial levels to support youth employment 
and advance towards economic recovery;

https://www.ilo.org/wcmsp5/groups/public/---europe/---ro-geneva/---sro-budapest/documents/projectdocumentation/wcms_709453.pdf
https://www.ilo.org/wcmsp5/groups/public/---europe/---ro-geneva/---sro-budapest/documents/projectdocumentation/wcms_709453.pdf
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 X Develop and roll out employers’ and workers’ 
education programmes on social dialogue and 
youth employment

 X Further develop the capacity of the Sector 
Skills Councils as a platform for ‘operational 
level’ social dialogue
Support worker representatives to deploy in-
novative strategies to attract new groups of 
workers, including youth, and/or to improve 
their services and outreach.




