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Much like the Middle East and North Africa (MENA)
region as a whole, Algeria is home to a large youth
population. Totaling 22.7 million people, youth
under 30 make up 53% of the Algerian popula-
tion! The size of Algeria’s youth population is a
strength the country can leverage for economic
growth if working-age youth are able to pursue
job opportunities and contribute to their nation’s
economy. However, with unemployment rates of
28% for young men and 48% for young women,?
today’s Algerian youth face challenges in joining
and remaining in the workforce. If Algeria effec-
tively addresses the underlying challenges driving
youth and women’s unemployment, the Algerian
economy and society will reap significant gains.

COVID-19 and associated recovery efforts are
likely to affect the employment landscape in Alge-
ria and across the globe. As of the writing of this
report, Algeria is undertaking gradual reopening
efforts. The longer term effects of the pandemic
on youth employment in the country are not yet
clear, but efforts to promote job creation in the

private sector as part of the recovery are likely to
benefit youth employment.

A key contributor to youth unemployment in Alge-
ria is the skills gap: youth completing higher edu-
cation do not leave the university equipped with
the skills to succeed in the private sector, espe-
cially soft skills. While young university graduates
lament a lack of suitable job opportunities, em-
ployers face challenges in filling open positions.
This mismatch is driven by the divergence be-
tween the orientation of the Algerian educational
system and the private sector.

In order to help address the challenges youth
face in entering and succeeding in the job mar-
ket, Education For Employment (EFE), with the
support of the Middle East Partnership Initiative
(MEPI), launched the Increasing Employment in
the MENA Region - Algeria Project. The pilot proj-
ect provided soft skills training to 616 youth un-
der the Job Training and Placement (JTP) compo-
nent, of whom 567 secured jobs following training
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completion. In addition, employability and job
search training was provided to 100 public uni-
versity students who had not previously had ac-
cess to this type of job market-oriented training.
The project was heavily focused on engaging the
private sector to design tailored training content
and secure job opportunities for youth following
training completion.

The purpose of this study is to document results
and key learnings from the Increasing Employ-
ment in the MENA Region - Algeria Project and to
advance knowledge of youth and women’'s em-
ployment in Algeria, told through the perspec-
tives of youth and private sector employers. EFE
asked project graduates to share their perspec-
tives on youth and women’s employment in Al-
geria via interviews and focus groups, and proj-
ect employer partners to share their perspectives
through interviews. This approach provided can-
did opinions from real people, giving life to the
reality behind the statistics. A total of 118 youth
participated in interviews, 43 youth participated
in focus groups, and 12 employers participated in
interviews. Topics addressed in the study include
barriers and supportive factors for youth and
women'’s employment, the role of family in young
people’s professional decisions, youth opinions
regarding employment potential in the digital
economy, youth plans for the future, and youth
attitudes regarding the potential to build careers
for themselves in Algeria.

The Algerian Labor Market

The Algerian labor market is characterized by high
levels of public sector employment, regulation,
low private sector job creation, and informality.
The market is also characterized by high levels of
youth and women’s unemployment and low lev-
els of female labor force participation. As of 2019,
youth and women’s unemployment reached 31%
and 21%, respectively. Although women’s labor

force participation has increased slightly over
the past 20 years, it remains low at just 15% for
women aged 15 and older, and only 8% for female
youth — less than a quarter of the participation
rates for men in each age group.?

Algeria experienced a period of uncertainty fol-
lowing the resignation of President Abdelaziz
Bouteflika in April 2019. The election of President
Abdelmadjid Tebboune in December 2019 is likely
to moderate this uncertainty, which could create
an environment in which private sector compa-
nies are confident in accelerating hiring activi-
ties. According to the World Bank, current growth
sectors in Algeria include commercial services,
industrial construction, and public works,* which
aligns with EFE’s analysis of the Algerian labor
market in 2019. These growth sectors may change
depending on the ways in which COVID-19 affects
different industries.

Active labor market programming in Algeria has
taken many forms over the years, including wage
subsidies, trainings, apprenticeships, and job
matching. The Algerian government, international
NGOs, local Algerian organizations, and multilat-
eral institutions have implemented a variety of
programming models in the country. The Algerian
government has made significant efforts to re-
duce unemployment through initiatives that aim
to integrate individuals into the labor force and
provide support for entrepreneurship projects.
Evaluations can be used to determine the effec-
tiveness of current programs and to inform future
programming.

Youth Employment: Barriers and
Supportive Factors

Youth face barriers when attempting to enter the
Algerian workforce for the first time. These barri-
ers include low availability of jobs where youth
live, especially for youth living outside of Algiers
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and other large cities, the mismatch between
skills taught in Algerian educational institutions
and those that the private sector demands, insuf-
ficient soft skills and work experience to secure
a job and succeed in the workforce, and a lack of
understanding of job search approaches. In ad-
dition, the mismatch between youth expectations
and workplace realities forms a significant barrier
to youth retention.

A key theme that emerged from interviews with
employers was the difficulty they experience in
finding entry-level hires who match the desired
profiles and also have a sense of shared values
with the company. However, even when employ-
ers find youth who match the desired profiles,
they sometimes lack needed soft skills and pro-
fessionalism, creating challenges for retention.
Interviewed employers pointed to the theoretical
and academic nature of university training as a
key driver of this challenge, explaining that it is
not oriented toward preparing youth to meet the
needs of the private sector.

In addition to the skills gap, several employers
also pointed to young people’s lack of work ex-
perience as a key barrier for them securing em-
ployment opportunities. Youth interview results
indicate that youth also believe insufficient pro-
fessional experience is a top reason why they have
not been able to secure jobs. Overall, study re-
sults indicate that a continued focus on orienting
youth toward effective job search methods and
preparing them to succeed in interviews remains
an important component of any youth workforce
development programming in Algeria. In addition,
study results suggest that professional practi-
cums and internships may provide valuable op-
portunities for young people to gain needed pro-
fessional experience that will help them secure
jobs following graduation.

Study results reveal a mismatch between youth
expectations and what employers offer. In partic-
ular, discrepancies exist in the level of responsi-
bility youth expect to have in their positions and
the speed of advancement post-hire, as well as
the salary offered. Employers feel at a loss about
how to approach this challenge, as they believe
youth lack perspective and overemphasize the
importance of salary without considering their
larger career vision.

While it is clear that youth likely could use more
information regarding the realities of the work-
place, it is also true that at least some youth
are facing challenges in securing a living wage
and stable employment conditions. The recent
increase in the monthly minimum wage from
18,000 to 20,000 DA (approximately 155 USD) and
the removal of income tax requirements for in-
come under 30,000 DA will likely help ease these
pressures.®

In addition to salaries, employment contract
types affect the extent to which youth feel sta-
ble in their employment arrangements. Some em-
ployers who lamented low youth retention rates
are using fixed-term contracts (CDD) as their pri-
mary hiring mechanism, which are associated
with higher turnover and lower wages.® Employ-
ers who are interested in lengthening employee
tenure should consider offering youth permanent
contracts (CDI). In addition, employers should ac-
tively engage youth to understand the conditions
that would make them feel supported within the
workplace. Youth, for their part, should enter into
employment relationships with an eye toward
longer-term career growth.

Study results reveal that youth project graduates
generally feel supported in their workplaces, but
that there is potential to increase the extent to
which they feel supported in their professional
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success and development. Although salary is
given significant focus in discussions with both
employers and youth, it appears that workplace
quality and culture may warrant an elevated po-
sition within the discussion of youth retention. In
addition, results indicate that youth demand for
training in management and day-to-day tasks is
not being fully met in their current workplaces.

Approaches for Increasing Youth
Employment

Employers generally felt that the private sector
can play a large role in increasing youth partici-
pation in the workforce, primarily because private
sector companies are driving a significant amount
of the hiring activities in the country. They also
noted that the private sector offers youth oppor-
tunities to develop themselves professionally,
and multiple employers cited internships in the
private sector as an opportunity for youth. Youth
also agreed that the private sector had a role to
play in increasing youth employment.

Many employers noted that the Algerian govern-
ment has been looking for solutions to the youth
employment challenge. The role of the National
Employment Agency (ANEM) was mentioned in
a number of employer interviews. Youth focus
group participants felt that ANEM and the Na-
tional Agency for Supporting Youth Employment
(ANSE)), as well as Emploitic, a private agency that
provides labor market intermediation, should be
responsible for increasing youth participation in
the workforce. Employers felt universities could
do more to help integrate youth into the work-
force, mentioning that they could include in-
ternship components to help youth orient their
studies toward their desired career, increase the
connection of the educational system to the pri-
vate sector generally, update curricula so that it is
in line with market needs, and prepare youth to

conduct effective job searches.

A key theme that emerged from employer and
youth interviews as well as youth focus groups
was the strong interest youth have in exploring
entrepreneurship as their preferred pathway to
employment. If youth are equipped with the skills
needed to succeed in entrepreneurship, and pri-
vate sector regulations enable business creation
and development, this could constitute a promis-
ing pathway to employment for youth.

Women's Employment: Barriers
and Supportive Factors

Women’'s employment is critical to sustainable
and equitable economic growth. The MENA region
as a whole is missing out on significant GDP gains
due to low levels of female labor force participa-
tion. McKinsey & Company estimates that if gen-
der parity in the labor force were reached in the
MENA region, GDP could increase as much as 47%
by 2025 over 2014 levels, constituting a total value
of $2.7 trillion.” At just under 15%, Algeria’s female
labor force participation rate is among the lowest
in the MENA region,® which indicates that the Al-
gerian economy stands to gain significantly if ef-
forts to increase women'’s workforce participation
are successful.

The discussion surrounding barriers to women’s
employment revealed a wide range of opinions
among employers and youth. The variety of opin-
ions, and in some cases the strength of underly-
ing emotion, suggests that there is a debate oc-
curring within Algerian society about the role of
women in the workforce and the degree to which
they currently do and should exercise autonomy
in making professional decisions.

Most employers — both men and women - gener-
ally expressed the belief that women do not face
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any specific barriers or discrimination in joining
or remaining in the workforce. However, as each
of the employer interviews progressed and the
topic was discussed in more depth, several types
of barriers emerged, including cultural expecta-
tions of appropriate jobs and industries for fe-
males, transportation challenges, low self-confi-
dence, and family responsibilities. This suggests
that although barriers do exist and many employ-
ers are able to identify them, they do not neces-
sary recognize them explicitly as barriers, but may
view them as simply the nature of how males and
females operate within Algerian society.

Results from employer interviews and the youth
interviews and focus groups all indicated that
there is a tendency among many in Algeria to view
some job types as more appropriate for women
than others, which can translate into restrictions
on the types of opportunities that women pur-
sue. Expectations can be imposed by employers,
women’s families, women'’s coworkers, as well as

women themselves. There are also legal restric-
tions governing the types of work considered
appropriate for women, most significantly the
prohibition against women working at night or
in jobs that are considered arduous.” Employers
have the option to request government approval
for female employees to work during night shifts,
and one employer interviewed under this study
had done so.

Study results suggest that when women go against
the aforementioned expectations, they are some-
times met with disapproval or resistance from
those invested in maintaining the existing system.
Study results also indicate that women may face
challenges in rising to leadership positions due
to beliefs that the demanding nature of the job
is not suitable for women. If employers maintain
rigid expectations regarding the gender appropri-
ateness of certain opportunities, women are likely
to be passed up for professional opportunities,
including leadership positions. The willingness of
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employers to consider women for non-traditional
roles will likely be key to changing expectations
around what roles and industries are deemed ap-
propriate for women.

The study revealed that not all employers sub-
scribed to generalizations regarding the appropri-
ateness of certain professional opportunities for
women. In addition, some employers emphasized
the efforts their companies make to be support-
ive of women, including those with families. These
efforts include providing flexible maternity leave
policies, daycare, transportation, and women'’s
professional development opportunities within
their companies in some cases.

Youth Views on Women’s
Employment

In order to gauge youth views on women’s em-
ployment, youth interview and focus group par-
ticipants were asked to share opinions on the
impact of women’s employment on the Algerian
society and economy. Interview participants were
also asked to assess women’s ability to access
employment opportunities and succeed within
the workplace. Although male and female Inter-
view participants expressed high overall levels of
agreement that women’s employment is benefi-
cial for the Algerian society and economy, some
male interview and focus group participants ex-
pressed generally negative views toward women'’s
employment. Male focus group participants pos-
ited that women's employment causes unemploy-
ment for men, that women work only as an excuse
to leave the house, and that employers select
female candidates because of their appearance,
among other opinions.

Male youth interview participants were more likely
than female participants to indicate that women
do not have equal opportunities to secure em-
ployment in Algeria and succeed in the workplace.

An analysis of the interview results suggests that
a large share of young men recognize that women
face barriers in entering and succeeding within
the workforce. However, results also suggest that
some young men believe women do not have an
equal opportunity because they either do not
support women’s employment or they believe
that women are not as competent as men. Young
women, on the other hand, appear to have re-
sponded based on how they perceive their abil-
ities rather than considering external barriers to
their professional success.

Some employers and youth, both men and women,
feel that women are actually favored within the
private sector job market and have some advan-
tages in their job searches. In interviews with both
male and female employers, many expressed
opinions that women present several strengths
over their male peers that make them more ap-
pealing employees. Among the positive attri-
butes employers ascribed to women were that
they are ambitious, integrate well into the busi-
ness, and are more patient, adaptable, and loyal
to the company. A theme that appeared in both
the employer interviews and youth focus groups
was that women are less demanding than men in
terms of salary. While this may help women se-
cure entry-level positions, it may not be to the
economic benefit of women in the long term, as
it has the possibility of trapping women into low-
paid opportunities.

Youth focus group and interview results revealed
significant differences in the attitudes young
women and men typically hold regarding the im-
portance of family in making professional deci-
sions. Young women typically place a high level
of importance on parental opinion, and many will
not take a job without their parents’ approval.
Young men, on the other hand, were more likely
to view their professional decisions as their own,
with parents providing advice but not making
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decisions for them. In addition, young women
were more likely to indicate that they would not
pursue a career path if their families did not sup-
port it. However, there remains a large share of
women who would pursue their desired career
path, regardless of parental opinion. This diver-
sity in young women'’s perspectives underscores
the importance of employers avoiding generaliza-
tions regarding what women are or are not willing
to pursue professionally.

Study results reveal that young women are eager
to participate in the workforce, and that they be-
lieve in their ability to do so. Despite the existence
of detractors, results indicate that young women
have the support of many of their male peers,
as well as employers. Positive developments are
underway that suggest more young women may
begin entering the workforce, especially in urban
areas. The support of company leadership and
managers will be critical to ensuring that wom-
en’s employment continues to develop in Algeria.

Approaches for Increasing Women'’s
Employment

Employers felt the private sector could play a role
in increasing women'’s employment, primarily be-
cause it is currently driving a significant amount
of hiring activities in the country and because it is
advancing in the area of human resource manage-
ment. Employers also felt that universities, pro-
fessional training institutes, and ANEM had roles
to play in increasing women'’s employment.

A small number of interviewed employers are ac-
tively working to address the gender gap. They
have focused on efforts to recruit female direc-
tors and managers, including in less traditional
areas such as factory management; adopted poli-
cies that require final candidate lists to include at
least one female; and provided programming that
builds women'’s skills and leadership capacity
within the company. These employers are work-
ing to reach gender parity within their companies,
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including top leadership. The companies placing
greatest focus on this aspect of the business are
multinationals, but some local companies are
also making efforts in this area.

Youth focus group participants felt it would be pos-
sible to increase women’s employment through
social media announcements and other advertis-
ing, incentives in job offers, prioritizing employ-
ment types that are most suited for women within
the Algerian context, providing training specifi-
cally for women prior to recruiting them, adapting
work hours to suit women, and not requiring ex-
perience as a condition for hiring. They noted that
all public sector employers contribute to the ef-
fort to increase women’s employment since they
have hired large numbers of women.

The Digital Economy

EFE explored the digital economy in Algeria under
this study given its key role in the 21st century la-
bor market and potential to create attractive jobs
for young people. In addition to increasing job
creation for youth, expanding the digital economy
could contribute to economic growth and help Al-
geria diversify its revenues away from hydrocar-
bons. This study sought to assess the level of en-
gagement of youth in the digital economy, their
level of interest in working within it, and whether
they foresaw any challenges to its expansion
in Algeria.

Two in three youth interview participants indi-
cated that they were unable to name an Algerian
company operating in the digital economy, and
72% of those who felt they could cited the on-
line marketplace Jumia, which is a Nigerian com-
pany. These results indicate that there is signifi-
cant potential to increase awareness of the digital
economy among Algerian youth. Youth interview
participants showed a high level of interest in
working in the digital economy, with two in three

indicating that they were interested. Youth focus
group participants showed somewhat less enthu-
siasm toward work in the digital economy. Among
youth interview participants who expressed inter-
est in working in the sector, two in three felt they
faced obstacles in finding a job in the field.

The digital economy is beginning to bud in Algeria
and is receiving government support through ini-
tiatives such as the recent creation of the Support
Organization for Digital Development (EADN). The
sector’s growth can be accelerated and employ-
ment opportunities generated if digital payment
systems are expanded, the cost of internet access
is reduced, and broadband quality is increased.
Young people’s ability to take advantage of em-
ployment opportunities in the sector can improve
with increased awareness about the sector and
through trainings to prepare them for success in
digital careers.

Case Studies

This report highlights two case studies, one of the
Increasing Employment in the MENA Region - Al-
geria Project, which was implemented by EFE and
funded by MEPI, and another of World Learning
programming in Algeria, much of which has been
funded by MEPI. The EFE project case study exam-
ines project results and explores youth plans for
the future and their attitudes regarding the po-
tential to build careers for themselves in Algeria.

Conclusions & Recommendations

Despite the challenges Algeria faces in reducing
youth and women’s unemployment, the country
has significant resources at its disposal to build a
future in which youth and women participate fully
in the economy. In order to increase youth em-
ployment, young people must gain an improved
understanding of the skills needed to secure jobs
and succeed in the workplace, and private sector
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employers must provide supportive environments
to help youth ease the education-to-work transi-
tion. The Algerian government and universities
also have key roles to play.

Regarding women's employment, if the private
sector and women themselves continue to build
upon the positive trends documented in this
study, women'’s labor force participation stands to
increase, as does the share of women in leader-
ship positions. Thoughtful and deliberate actions
from company management to support women in
building self-confidence and taking on non-tradi-
tional roles will be key to supporting continued
progress.

The study has generated the following recom-
mendations for the Algerian government, the Al-
gerian private sector, implementers, and funders.

Recommendations to the Algerian
Government:

Recommendation 1.A: The Algerian government
may wish to consider incorporating job search
and soft skills modules within standard educa-
tional curricula at both secondary and tertiary
levels, possibly managed by career centers.

Recommendation 2.A: The Algerian government
may wish to consider incorporating profession-
al practicums within tertiary education systems,
and continue to provide apprenticeships within
the TVET system.

Recommendation 3.A: Impact evaluations of gov-
ernment-funded active labor market programming
can be conducted to determine effectiveness.

Recommendation 4.A: The Algerian govern-
ment may wish to consider convening working
groups that bring together private sector compa-
nies, youth, university representatives, and key

decision makers from ANEM, ANSEJ and ANGEM as
well as employment agencies at the regional lev-
el, in order to increase coordination among main
system actors for the benefit of youth employ-
ment and entrepreneurship.

Recommendation 5.A: The Algerian government
may wish to continue relaxing regulations on
the private sector, including simplifying busi-
ness registration processes, in order to stimu-
late private sector job growth and enable youth
entrepreneurship.

Recommendation 6.A: The Algerian government
may wish to consider continuing modernization
efforts for ANEM to improve the services it offers
to youth and employers.

Recommendation 7.A: The Algerian government
may wish to consider convening a public dialog
on the topic of the legal restriction on women
working at night.

Recommendations to the Algerian
Private Sector:

Recommendation 1.P: Algerian private sector em-
ployers should put in place transparent hiring
mechanisms to ensure they are recruiting the best
talent and are reducing their reliance on personal
networks for hiring.

Recommendation 2.P: As part of the onboarding
process for new employees, companies should
outline the career trajectory that young entry-lev-
el employees can expect to take if they remain
with the company.

Recommendation 3.P: Consider approaching en-
gagement with young employees with a fo-
cus on creating a sense of stability and career
growth potential.
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Recommendation 4.P: Prioritize efforts to increase
the share of female employees at different levels
within companies, including leadership.

Recommendations to Implementers:

In addition to the key learnings and recommen-
dations highlighted within the Case Study section,
the following recommendations present high-
level areas where implementers may wish to focus.

Recommendation 1.1: Consider including women’s
families in active labor force programming aimed
at increasing the participation of young women.

Recommendation 2.I: Emphasize to youth the im-
portance of remaining in their first job for as long
as possible in order to demonstrate steady work
experience to future employers, and consider pro-
viding mentoring and occasional short refresher
trainings during the first year of employment.

Recommendation 3.I: Encourage youth to pur-
sue online or distance learning to develop
technical skills and foreign language abilities
through platforms that provide certificates upon
course completion.

Recommendation 4.I: Orient youth toward pro-
fessional opportunities in the digital economy by
connecting them with existing start-ups and incu-
bators, and by providing trainings to familiarize
youth with digital competencies.

Recommendations to Funders,
including the US Government:

Recommendation 1.F: Funders should consider
directing resources toward efforts to integrate a
private sector orientation into higher education
institutions in Algeria.

Recommendation 2.F: Funders should consider di-
recting resources toward promoting women’s eco-
nomic engagement and leadership by supporting
rising female leaders in Algeria.

Recommendation 3.F: Funders should consider
supporting the budding start-up ecosystem in Al-
geria through exchange programs with technolo-
gy companies in global tech hubs, such as Silicon
Valley, and support for needed regulatory reform.



Notes

1 Population data for Algeria are from the United Nations,
Department of Economic and Social Affairs, Population
Division (database), New York (accessed January 17, 2020),
https://www.un.org/en/development/desa/population/
index.asp.

2 World Bank Development Indicators are from the World Bank
Databank (database), World Bank, Washington, DC (accessed
January 6, 2020), http://data.worldbank.org.

3 World Bank Development Indicators are from the World Bank
Databank (database), World Bank, Washington, DC (accessed
January 6, 2020), http://data.worldbank.org.

4 Information on growth sectors in Algeria are from the World
Bank's Algeria overview. (https://www.worldbank.org/en/
country/algeria/overview).

5 Algérie Presse Service. “PLFC 2020: Réduction de 50% du bud-
get de fonctionnement et revalorisation du salaire minimum
garanti a compter du Ter juin” May 3, 2020. http://www.aps.
dz/economie/104675-avant-projet-de-la-I1fc-2020-augmenta-
tion-de-50-la-reduction-du-budget-de-fonctionnement-et-
revalorisation-du-salaire-minimum-garanti-a-compter-du-
1er-juin-prochain.

6 Angel-Urdinola and Kuddo (2010).
7 McKinsey & Company (2015).

8 Labor force participation data are from the World Bank Data-
bank (database), World Bank, Washington, DC (accessed Jan-
uary 26, 2020), http://data.worldbank.org.

9 Information on labor restrictions is from the World Bank
Women, Business, and the Law 2020 (database), World Bank,
Washington, DC (accessed January 18, 2020), http://wbl.
worldbank.org.
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The Middle East and North Africa (MENA) is home
to one of the largest concentrations of youth in
the world, totaling 80 million young people, yet
one in four working-aged youth are unemployed.?
Much like the MENA region as a whole, Algeria has
a youthful population. Totaling 22.7 million peo-
ple, youth under 30 make up 53% of the Algerian
population.® The size of Algeria’s youth popula-
tion is a strength that the country can leverage for
economic growth if working-age youth are able to
pursue job opportunities and contribute to their
nation’s economy. If Algeria effectively addresses
the underlying challenges driving youth and
women’s unemployment, the Algerian economy
and society will reap significant gains.

COVID-19 and associated recovery efforts are
likely to affect the employment landscape in Alge-
ria and across the globe. As of the writing of this
report, Algeria is undertaking gradual reopening
efforts. The longer term effects of the pandemic
on youth employment in the country are not yet
clear, but efforts to promote job creation in the
private sector as part of the recovery are likely to
benefit youth employment.

In 2019, unemployment for young men in Alge-
ria reached nearly 28%, and for young women it
reached a staggering 48%.* A troubling share of
youth are NEETs - not in employment, educa-
tion, or training. As of 2017, 31.7% of young women
and 10.9% of young men were NEETSs, represent-
ing more than 1.4 million youth.® The high rates
of youth unemployment and inactivity repre-
sent substantial losses to the Algerian economy
and society.

High levels of youth unemployment are associ-
ated with a myriad of related challenges, includ-
ing economic migration, low levels of social in-
tegration, and negative health impacts. Among
participants in the 2015 SAHWA vyouth study
that gathered responses from 10,000 youth in

Study Topics

Barriers and supportive
factors for youth and
women's employment

Role of family in young
people’s professional
decisions

Youth perspectives on the
digital economy

Youth levels of optimism
on the potential to build
careers for themselves in
Algeria

Youth plans for the future

Algeria, Egypt, Lebanon, Morocco, and Tunisia,
86% pointed to a lack of professional opportu-
nities, poor living conditions, and low income as
reasons to emigrate. SAHWA study participants
indicated that availability of job opportunities in
the target country were a top consideration in de-
termining their chosen destination.®

A key contributor to youth unemployment in Alge-
ria is the skills gap: youth completing higher edu-
cation do not leave the university equipped with
the skills to succeed in the private sector. While
young university graduates lament a lack of suit-
able job opportunities, employers face challenges
in filling open positions. This mismatch is driven
by the divergence between the orientation of the
Algerian educational system and the private sec-
tor. Current higher education programs in Algeria
have changed little over the past several decades,
and are focused toward public sector skills rather



than those that the private sector demands.’ In-
creasing trust among key actors in the labor mar-
ket system including the private sector, state em-
ployment institutions, universities, and youth can
support the enhanced coordination needed to
address the youth employment challenge.®

In order to help address the challenges that youth
face in entering and succeeding in the job mar-
ket, Education For Employment (EFE), with the
support of the Middle East Partnership Initiative
(MEPI), launched the Increasing Employment in
the MENA Region - Algeria Project. The pilot proj-
ect provided soft skills training to 616 youth under
the Job Training and Placement (JTP) component,
of whom 567 secured jobs following training com-
pletion. In addition, employability and job search
training was provided to 100 public university stu-
dents who had not previously had access to this
type of job market-oriented training. The project
was heavily focused on engaging the private sec-
tor to design tailored training content and secure
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job opportunities for youth following training
completion.

Study Purpose and Structure

The purpose of this study is to document results
and key learnings from the Increasing Employ-
ment in the MENA Region - Algeria Project and to
advance knowledge of youth and women’s em-
ployment in Algeria, told through the perspec-
tives of youth and private sector employers. EFE
asked project graduates to share their perspec-
tives on youth and women’s employment in Al-
geria via interviews and focus groups, and proj-
ect employer partners to share their perspectives
through interviews.

The approach provided candid opinions from
real people, giving life to the reality behind the
statistics. A total of 118 youth participated in the
interviews and 43 participated in focus groups.
As for employers, 12 participated in interviews.




Topics addressed in the study include barriers
and supportive factors for youth and women'’s
employment, the role of family in young people’s
professional decisions, youth opinions regard-
ing employment potential in the digital economy,
youth plans for the future, and youth attitudes re-
garding the potential to build careers for them-
selves in Algeria.

The study is organized into five sections: Meth-
odology, Overview of the Algerian Labor Market,
Study Findings, Project Case Studies, and Conclu-
sions & Recommendations. The case studies sec-
tion includes a study of the Increasing Employ-
ment in the MENA Region - Algeria Project, as
well as a study of World Learning programming
in Algeria, much of which has been supported by
MEPI. We have also reflected upon the findings
from the Increasing Employment in the MENA Re-
gion — Algeria Project within the Study Findings
section when they prove complementary to the
discussion. The study closes with conclusions and
recommendations for key stakeholders, including
funders, implementers, the Algerian private sec-
tor, and the Algerian government.
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bank (database), World Bank, Washington, DC (accessed Janu-
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3 Population data for Algeria are from the United Nations,
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(database), New York (accessed January 17, 2020), https://www.
un.org/en/development/desa/population/index.asp.

4 Unemployment data for Algeria are from the World Bank Data-
bank (database), World Bank, Washington, DC (accessed Janu-
ary 6, 2020), http://data.worldbank.org.

5 Education and NEET data for Algeria are from the ILO (Interna-
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In order to provide a rich understanding of youth
and employer perspectives on program services
and on the broader topics of youth and women'’s
workforce participation in Algeria, the study uti-
lized a mixed methods approach. Quantitative
data was collected through youth interviews and
through program monitoring data, whereas quali-
tative data was collected through employer inter-
views and youth focus groups. A literature review
was also conducted to place the findings within
the broader context of the Algerian labor market.

Youth Interviews

In November 2019, EFE supervised the completion
of the youth interviews. EFE decided to contract
a firm to conduct the interviews rather than us-
ing local EFE consultants in order to increase the
chances that youth would respond honestly to in-
terview questions. The youth who completed EFE
programming are acquainted with the local EFE
consultants due to program activities, which may
have biased their responses.

The interviews explored a diverse range of topics
including young people’s current employment ac-
tivities and work environments, opinions on EFE
programming, optimism surrounding young peo-
ple’s ability to build a career in Algeria, plans for
the next five years, youth and women’s employ-
ment, the role of family in employment decisions,
and employment in the digital economy.

Interviews were completed with a stratified sam-
ple of youth who completed the Job Training and
Placement (JTP) training under the project. JTP
training graduates were selected for interviews
for a number of reasons:

* The majority of project graduates were partici-
pants of the JTP program (86%);

i Wilaya is the term used to refer to provinces in Algeria.

* JTP graduates have a stronger connection to EFE
than the Employability graduates because the
JTP training was more in-depth and significantly
longer in duration, thereby making them more
likely to have an interest in participating in the
study;

* The nature of the JTP and Employability pro-
gram types was significantly different in ways
that would be likely to affect youth perspectives
on some topics addressed in the interviews, yet
there was an insufficient number of Employabil-
ity graduates to allow valid comparison between
graduates of the two training types.

A discussion of both program types is included in
the project case study within the report, ensuring
that both program types are addressed.

A total of 118 youth participated in the interviews.
Youth interviewees generally reflected the total
project graduate population in terms of gender,
residence, and to a lesser extent, age and educa-
tion level.

Of the total interview participants, 63% were male
and 37% were female. In terms of residence, 88%
lived in Algiers, 6% lived in Oran, 3.4% lived in Bordj
Bou Arréridj, and 2.6% lived in other wilayas.' Par-
ticipants were between the ages of 20 and 35, with
25% of youth falling between the ages of 20-24,
63% between 25-29, and 12% between the ages of
30-35. Age distribution varied somewhat from the
age distribution of project participants. However,
some variation is expected given that recording
of participant ages began in early 2017 and the
youth interviews occurred at the close of 2019,
making it possible that some youth moved into
different age brackets as time went on. Regard-
ing educational attainment, 49% of participants
held an advanced university degree, 23% held a



university degree, 14% had a vocational diploma,
3% a secondary diploma, 3% had obtained less
than a secondary diploma, and 7% held another
type of diploma. The share of participants in the
youth interviews who held an advanced university
degree was slightly higher than the share of youth
who held advanced university degrees within the
project population. However, as with the variation
in age ranges, it is to be expected that following
project participation, some additional youth may
have earned advanced university degrees.

Youth Focus Groups

In order to gather rich qualitative data from pro-
gram participants, EFE contracted a firm in Algiers
to conduct focus groups that explored youth opin-
ions regarding the EFE program, workplace envi-
ronments, the role of family in career decisions,
work in the digital economy, as well as broader
topics regarding youth and women’s employment.
As with the youth interviews, EFE felt that youth
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would be more likely to provide honest opinions
if an independent firm was conducting the inter-
views rather than EFE staff or consultants. In No-
vember and December 2019, eight focus groups
were conducted with a total of 43 project grad-
uates, of whom 21 were female: six groups in Al-
giers, one in Oran, and one in Bordj Bou Arréridj.
All focus groups were separated by gender except
in Oran, because there were an insufficient num-
ber of project graduates there to allow for gen-
der segregated focus groups. Focus groups were
segregated by gender when possible in order to
increase the likelihood that participants would
share honest opinions, especially with regards to
women’s employment. The locations and number
of focus groups conducted in each location were
designed to reflect the makeup of the project’s
participant population.

Focus group participants included graduates who
were employed, some who were looking for work,
and others who were studying. Those who were
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employed were working in a variety of job types,
ranging from technical positions, sales, store
management, banking, and others. Two-thirds of
participants were employed. Many of them had
found jobs with project employer partners imme-
diately after completing the training, and some
had been recruited via ANEM." Some participants
had moved on from their initial job placement fol-
lowing graduation and had begun a second, and
in some cases, third job. Two participants were
self-employed.

In addition to these focus groups, EFE conducted
one youth focus group in March 2018 and two
in April 2019 and has reflected on the results of
those focus groups in completing the case study.

Program Monitoring Data

In order to gather key learnings from the proj-
ect, monitoring data was analyzed in-depth and
the results outlined in the Case Study section of
this report. Monitoring data included training in-
formation for both JTP and Employability gradu-
ates, industries of employment, job types, legal
status of graduate employment, the effect that
working with other EFE graduates has on reten-
tion, job search behaviors, perceived barriers to
finding a job, and motivations for why youth leave
their jobs.

Employer Interviews

During a visit to Algeria in October 2019, EFE con-
ducted interviews with twelve project employer
partners in order to explore their opinions
regarding key themes on youth and women’s
employment, as well as to gather their feedback
on programming implemented under the project.
A team including Washington-based and Madrid-
based EFE staff as well as local EFE consultants

conducted the interviews. Although EFE would
have preferred to use an independent firm to
carry out the interviews, it was determined that
employer partners were likely to be unwilling to
meet with a third party, therefore making it nec-
essary for EFE to conduct the interviews. The pos-
sibility for positive bias in employer responses
has been accounted for in the analysis.

Themes explored in the interviews included bar-
riers to hiring and retaining youth and women
in Algeria, promising ways to increase youth and
women’s employment, company hiring practices,
recruitment plans for the next 1-2 years, benefits
offered to employees, and feedback on the proj-
ect. Detailed employer feedback on the project
is outlined in the Case Study section. Employers
interviewed operate in the sectors of retail, agro-
foods, industry, banking, and leasing. Companies
ranged in size between 100 employees to more
than 1,000, with a median size of approximately
530 employees. All were well-established compa-
nies, among them some local Algerian firms and
some multinationals. EFE had previously con-
ducted two rounds of interviews with employer
partners in Algiers in March 2018 and April 2019,
the results of which have also been incorporated
into the case study.

i ANEM is a state agency that serves as a labor market intermediary between job seekers and employers seeking to fill open vacancies.
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The Algerian labor market is characterized by high
levels of public sector employment, regulation,
low private sector job creation, and informality.
It is also characterized by low levels of female la-
bor force participation and high levels of youth
and women’s unemployment. As of 2019, youth
and women’s unemployment reached 31% and
21%, respectively (Figure 1). Although women'’s la-
bor force participation has increased slightly over
the past 20 years, it remains low at just 15% for
women aged 15 and older, and only 8% for female
youth - less than a quarter of the participation
rates for men in each age group (Figure 2).

Unemployment

Following Algeria’s structural adjustment efforts
in the 1990s, unemployment for the overall pop-
ulation clustered around 30% for both men and
women, and between 45-48% for youth. In the
ensuing two decades, unemployment rates went
down dramatically for men and male youth, but
not for women and female youth. Men and male
youth unemployment rates dropped from 28% and
49% in 1999 to 10% and 28% in 2019, respectively.
On the other hand, women and female youth suf-
fered from unemployment rates of 29% and 45%
in 1999, and unemployment rates of 21% and 48%
in 2019, respectively (Figure 1). In other words, un-
employment among men decreased three-fold
and unemployment among young men was nearly
halved, but women saw little to no improvements.

The Algerian government provided noteworthy
educational investments during the past three de-
cades that expanded access to education signifi-
cantly. Today, young women are now more likely
than young men to pursue tertiary education. As

of 2018, 64% of university-aged women were en-
rolled in tertiary education, compared to 39% of
university-aged men.! These increases in wom-
en’s educational attainment can translate into
increased workforce participation if barriers to
women’s economic participation are removed.

Unemployment for both young men and women
increases with education. The disproportionate
levels of unemployment for young people, cou-
pled with higher levels of unemployment for more
educated populations, indicates that the crux of
the challenges lies in the school-to-work transi-
tion.? This transition is stymied by the mismatch
between the skills that the educational system
teaches and those that the private sector de-
mands. At the heart of the skills mismatch are soft
skills, such as young people’s ability to work on
a team, communicate effectively, problem solve,
and resolve conflicts. As evidenced by two mar-
ket studies that EFE conducted in Algeria between
2016-2019,' as well as ongoing conversations with
employers, the demand for soft skills among pri-
vate sector employers is a recurring theme. Al-
though employers have explained that other key
skills are sometimes missing among young job
seekers, such as basic technology skills, soft skills
form a key component of the gap. Unlike basic
technology skills, however, soft skills are also dif-
ficult to pursue through self-study, and therefore
can benefit from training interventions.

The market study that EFE conducted in 2016-2017,
with support from MEPI, found that the top skills
that Algerian employers seek in employees in-
clude teamwork, communication, conflict resolu-
tion, leadership, project and people management,
working toward objectives, and language skills.

i The study that EFE conducted during the 2016-2017 period with the support of MEPI focused on the north of Algeria and profiled 212 companies
that had a high potential to hire in a wide variety of industries. It also included two workshops gathering 27 companies, 17 meetings with employ-
ment and training experts, 57 meetings with HR representatives, and 15 meetings with organization and institution representatives, both public
and private. The second study, financed by the UK Government and conducted in 2019, “Building Algerian Youth's Future: Analysis for a meaningful
approach,” focused on wilayas outside of Algiers including Béchar, Bordj Bou Arréridj, Ghardaia, Illizi, Oran, Ouargla, and Tamanrasset. The study
engaged more than 2,160 individuals and included interviews with 1,475 job seekers, 8 focus groups with job seekers, 8 focus groups with key
stakeholders, 73 interviews with key stakeholders other than job seekers, and 6 key stakeholder convenings.
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Figure 1: Algeria Unemployment Rates (Modeled ILO Estimates)
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Communication-related competencies were the
highest in demand. The significant focus on soft
skills, rather than technical skills, led EFE to fo-
cus on helping youth build these skills in order to
facilitate their entry into the job market. A recent
study conducted by Bayt.com and YouGov also
found high demand for soft skills and language
abilities. Participating Algerian employers indi-
cated that the skills they most seek in candidates
are that they are team players/cooperative (47%),
have a good overall personality/demeanor (45%),
and have good communication skills in French,
English, and Arabic (42%).2

Further developing the Algerian private sector can
help ensure that job creation keeps pace with the
number of youth entrants to the labor market. In
addition, a move by employers away from using
unofficial or personal networks for hiring can help
increase access to jobs for youth who lack strong
social networks.*

Women’s Unemployment

Women’'s employment in Algeria is character-
ized by high levels of vulnerability and often low
wages, mirroring the reality of women’s employ-
ment across the broader MENA region.® Young
women who have completed higher education are
three times more likely to be unemployed than
the general population.® Unemployment for ed-
ucated women has been partially driven by the
reduction in the availability of public sector em-
ployment, coupled with insufficient growth in op-
portunities in the private sector.” In Algeria, 57% of
employed women work in the public sector.?

In addition to these challenges, young women
face further barriers to employment, which in-
clude family expectations, beliefs that young
women will have children and become unavail-
able for work, societal beliefs regarding the ap-
propriateness of certain industries for women'’s

employment, restrictions on travel, and legal lim-
itations. These barriers will be discussed in detail
in the Study Findings section.

Informality

Informal employment increased in Algeria follow-
ing structural adjustment policies in the 1990s
and has further increased due to high levels of
unemployment, centralized economic adminis-
tration, and the demographic transition that has
brought large numbers of young people into the
workforce.” Research has shown that strict re-
quirements around hiring and firing employees
can also contribute to higher levels of informal-
ity which may explain part of the trend of infor-
mality in Algeria. The World Bank estimates that
nearly 36% of Algeria’s GDP is made up of unde-
clared output and that 63% of the Algerian labor
force is not contributing to social security, a proxy
for informal employment.

Informal employment not only affects workers,
it also reduces the tax base that is available to
support diversification in government revenues
away from hydrocarbons.? As such, in order to
grow Algeria’s available tax base and promote the
social protections that are associated with for-
mal employment, a focus on increasing the rate
of business registrations in the country may be
beneficial.

Private Sector Development

There lies significant potential in increasing pri-
vate sector growth in Algeria as an engine for eco-
nomic growth and job creation.

Public sector employment continues to be a pre-
ferred form of employment across the MENA re-
gion, including in Algeria, due to its reputation for
providing stability and good salaries. In Algeria, it
continues to provide a disproportionate share of
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employment for the population by regional stan-
dards and when compared to other middle-in-
come countries® In 2017, public employment
made up 40% of total formal employment in Al-
geria, of which half was comprised of central gov-
ernment employees.

Algeria is currently pursuing its New Economic
Growth Model 2016-2030 to advance structural
transformations focusing on moving away from
subsidies toward more targeted social protec-
tions, as well as improving the business climate®
If these reforms are successful in unleashing a
dynamic private sector, they have the potential
to stimulate much needed job creation that will
benefit youth, women, and the larger population.

Current Economic Climate and
Employment Trends

Economic growth and stability directly impact
the willingness of private sector employers to
hire new employees, which, in turn, impacts em-
ployment prospects for youth and the general
population.

Algeria experienced a period of uncertainty fol-
lowing the resignation of President Abdelaziz
Bouteflika in April 2019. The election of President
Abdelmadjid Tebboune in December 2019 is likely
to moderate this uncertainty, which could create
an environment in which private sector compa-
nies are confident in accelerating hiring activities.

Current Employment Trends

In order to understand the current employment
landscape in Algeria, EFE conducted an analysis
of job opportunities that were publicly posted in
2019. Using an innovative Artificial Intelligence
(Al) tool, EFE pulled nearly 170,000 job vacancies
that were posted in Algeria from January to Octo-
ber 2019. This process allowed in-depth learning

about the national labor market in Algeria. It is
possible that the trends discovered during this
analysis will be affected by the economic impacts
of COVID-19.

The largest concentration of job postings was in
Algiers, totaling 62,344 opportunities (Figure 3).
Among job search websites, Neuvoo had the larg-
est number of postings, totaling almost 69,000 job
vacancies during this ten-month period, followed
by ANEM, with more than 50,000 postings, and
Ouedkniss, with more than 18,000.

The results showed that shop sales assistants,
followed by cleaners/helpers and business ser-
vices agents, were the most advertised job vacan-
cies nationally. In addition, 22.5% of vacancies fell
under the ‘professionals’ category, 20.5% fell un-
der the ‘technicians and associate professionals’
category, and 17% fell under the ‘service and sales
workers’ category.

In terms of educational requirements, 60.2% of
job opportunities required a tertiary degree. As
for experience, just over a third of vacancies did
not specify required experience levels (37.3%), but
28% of employers required up to 1 year of work
experience, 11.7% required 1-2 years of experi-
ence, and the remainder required more than two
years of experience.

The most commonly mentioned desired know-
ledge areas in the job descriptions were sales and
marketing, mentioned in approximately 14,000
job opportunities; communication, mentioned in
nearly 12,500 postings; and economics and ac-
counting, mentioned in nearly 9,500 postings.
Regarding personal attributes, adaptability was
the most frequently mentioned, included in more
than 25,500 postings; followed by responsibility,
mentioned in nearly 12,600 postings; and proac-
tivity, mentioned in approximately 6,700 postings.
Basic computer skills and language skills were
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mentioned in more than 23,000 and 20,000 post-
ings, respectively.

The results also showed that manufacturing, fol-
lowed by security/investigation activities, and
transportation and storage were the industries
responsible for the largest share of job post-
ings. Manufacturing accounted for nearly 16,900
postings, security and investigation activities ac-
counted for approximately 8,800, and transporta-
tion and storage accounted for nearly 8,500. The
analysis revealed that the National Center for
Construction Engineering had the largest amount
of recruitment activities nationally with 1,069
job vacancies during this time period, followed
by Marriott with 604 job vacancies and Sher-
aton with 357.

According to the World Bank, current growth sec-
tors in Algeria include commercial services, in-
dustrial construction, and public works,” which
aligns with the analysis findings for companies
posting the largest number of vacancies in 2019.
The demand for shop sales assistants and busi-
ness services agents also aligns with growth in
commercial services.

Implementers working to connect youth with em-
ployment opportunities, as well as educational
institutes working to prepare youth for the labor
force should therefore prioritize skills relevant to
commercial services and construction in order to
orient youth toward high-demand sectors. Given
the findings of EFE's market studies in Algeria in
2016 and 2019 that point to employer demand for

Figure 3: The highest concentration of online job postings was in Algiers, totaling more than 62,000 open

positions between January - October 2019
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soft skills, coupled with the high frequency of job
postings in which they are mentioned, soft skills
training is relevant across industries. Foreign lan-
guage skills, including English and French, are
also relevant training areas.

Active Labor Market Programs in
Algeria

Active labor market programming in Algeria has
taken many forms over the years, including wage
subsidies, trainings, apprenticeships, and job
matching. The Algerian government, international
NGOs, local Algerian organizations, and multilat-
eral institutions have implemented a variety of
programming models. This section will provide an
overview of the active labor market programs that
are either currently being implemented in Algeria
or have been implemented in recent years.

The Algerian government has made significant
efforts to reduce unemployment through initia-
tives that aim to integrate individuals into the la-
bor force and provide support for entrepreneur-
ship projects. Some initiatives focus specifically
on youth. The government began to implement
policies to promote employment in 1989.7 More
recently, employment-focused initiatives have oc-
curred under the framework of the National Em-
ployment Policy (2010-2014) and the Government
Plan for Employment (2015).® The agencies work-
ing to promote youth and women’s employment
fall under the auspices of the Ministry of Employ-
ment, Labor, and Social Security (MTESS) and the
Ministry of National Solidarity, the Family and the
Status of Women (MSNFCF). The agencies that
function under each ministry include:

- MTESS: The National Employment Agency
(ANEM), the National Agency for Supporting
Youth Employment (ANSEJ), and the National
Unemployment Insurance Fund (CNAC)

- MSNFCF: The Social Development Agency (ADS)
and the National Agency for Management of Mi-
crocredit (ANGEM)

A brief description of the services provided un-
der each initiative is included in the following
sections.

ANEM

ANEM’s main function is to serve as a labor mar-
ket intermediary, but it also manages youth em-
ployment programming under the vocational in-
tegration assistance mechanism (DAIP). The DAIP
program uses wage and benefits subsidy mecha-
nisms to support young job seekers in joining the
workforce. There are three types of DAIP contracts,
which are targeted to youth who have varying lev-
els of educational qualifications:

* Graduate Integration Contract (CID), for youth
who have completed university or advanced
technical training;

* Professional Integration Contract (CIP), for youth
who have completed secondary education or
vocational training;

* Training Insertion Contract (CFl), for youth who
lack educational qualifications.

In addition, the Subsidized Work Contracts (CTA)
program provides wage subsidies to employers for
up to three years when the benefits period for CID,
CIP, or CFI contracts have ended for youth whom
they have hired. CID, CIP, or CFl have contract pe-
riods ranging from between 1-1.5 years, varying
by contract type and whether the employment is
through the private or public sectors. Some con-
tract types are renewable prior to CTA utilization.
In total, the initial CID, CIP, and CFI contracts, com-
bined with the CTA contract allow employers to
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receive subsidies for a minimum of four years in
exchange for hiring youth” However, youth can
work for protracted periods under these “pre-
employment” contracts, sometimes for periods of
eight years or more. The Algerian government is
in the process of implementing recently approved
plans to normalize employment situations for
youth who have been working under pre-employ-
ment contracts for extended periods. The gov-
ernment has put in place plans to normalize the
employment contracts of 160,000 youth who are
currently working under DAIP and Social Insertion
Program for Young Graduates (PID) contracts in
the short term, with the intention to normalize a
total of 400,000 contracts in total.?°

Algerian Agencies Supporting
Entrepreneurship: CNAC, ANSEJ, and
ANGEM

Although they fall under the purview of differ-
ent ministries, CNAC, ANSEJ, and ANGEM all work
to support entrepreneurship and provide credit
to entrepreneurs. CNAC was created in 1994 with
the intended purpose of supporting unemployed
individuals who lost their jobs in the public sec-
tor due to structural adjustment programs. Since
2013, CNAC's new mandate is to support unem-
ployed individuals between the ages of 30-50 in
creating microenterprises. ANSEJ, established in
1996, works to support youth aged 19-35 in cre-
ating microenterprises through the provision of
training, support, and financing of entrepreneur-
ship projects. ANGEM, created in 2004, has a man-
date to provide microcredit services to individu-
als living in poverty. Its services are typically used
to purchase raw materials for microenterprises.”

ADS

ADS administers programs addressing unemploy-
ment and poverty. Relevant programs to youth
employment efforts include the Social Inclusion

Activity Mechanism (DAIS) program, which focuses
on integrating individuals lacking educational
qualifications into temporary employment activ-
ities. It also administers the Allowance for Com-
munity Service Activities (IAIG) focused on social
inclusion for disadvantaged individuals, and the
PID, which benefits young people who hold univer-
sity diplomas or technical degrees and who have
disabilities or are disadvantaged in some way.?

Other Active Labor Market Initiatives

In addition to the initiatives implemented by
these agencies, the Ministry of Vocational Train-
ing and Education has been working to promote
technical and vocational education and training
(TVET) programming, including apprenticeships.
In 2017, 60.7% of TVET students - totaling 352,392
individuals — completed apprenticeships. As part
of these efforts, the Algerian government has
worked to improve training quality and the extent
to which it is linked with the labor market. There
are currently 798 TVET centers and 129 institutes
in Algeria, and the majority of TVET training is pro-
vided free of charge through state support.?

Effectiveness of Active Labor Market
Initiatives

Rigorous evaluations can provide valuable infor-
mation regarding the effectiveness of Algeria’s
current active labor market initiatives.* In order
to be most useful, these evaluations should go
beyond recordkeeping of the number of program
beneficiaries to gauge impact of the programs on
their life trajectories. On the operational side, it
has also been noted that improvements in tech-
nology infrastructure and marketing could be
made to increase utilization of ANEM and ANSE)
services in particular. EFE's BAYF study found that
ANEM'’s ability to conduct effective job matching
has been limited by its information system, which
has not continued to develop as the nature of the
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job market has changed. For example, the system
does not account for candidates’ soft skills, which
employers have indicated are critical for success
at their companies.

Both ANEM and ANSE) have smartphone applica-
tions, but their websites are not optimized to be
viewed on mobile phones. In addition, the BAYF
study noted a relatively low number of down-
loads of the applications: the ANEM application
had been downloaded only 15,000 times on Goo-
gle PlayStore, whereas the taxi service application
Yassir had been downloaded 500,000 times. The
study also noted discrepancies in the number of
job postings listed on the ANEM website versus
the smartphone application. As of the writing of
this report, the ANEM application had been down-
loaded more than 100,000 times, indicating that
despite a slow start, the application may be be-
ginning to gain traction.

nélioration de I'e
région MENA

%

Among unemployed youth participants in the
present study’s youth interviews, 69% were not
familiar with the ANEM website, indicating that
there is potential to increase utilization of ANEM's
online services. Given that smartphones are one
of the main ways that Algerian youth access the
internet, mobile-friendly sites and increased pro-
motion and updates may help increase youth use
of ANEM and ANSE] services.

Multilateral and Non-Governmental
Initiatives

In addition to EFE, there are a small number of
other organizations and entities implementing
active labor market programming for youth in
Algeria. These organizations include, but are not
limited to, the International Labor Organization
(ILO), the European Union (EU), World Learning,
Injaz el Djazair, and the Algerian Center for Social
Entrepreneurship.




38

The ILO implemented the “TAWDIF" project from
September 2016 through June 2019. The project
engaged youth, government stakeholders, and
the private sector. Youth engagement focused
on strengthening student job search and entre-
preneurship skills through training and student
clubs. Engagement of government agencies fo-
cused on capacity building efforts to improve
their ability to support youth employment ini-
tiatives. The project partnered with ANEM, ANSE]J,
the MTESS, and the Ministry of Higher Education
and Scientific Research (MESRS).? A second phase
of the TAWDIF project began in the second quar-
ter of 2019.

The European Union’s AFEQ" (Adequation Foma-
tion-Emploi-Qualification) project began in Sep-
tember 2017 and will run through September 2020.
AFEQ works to adapt student qualifications to
market needs through direct engagement with the
MTESS, ANEM, and higher education authorities
including the MESRS, the Ministry of Vocational
Education and Training (MFEP), and the Ministry of
National Education. The project focuses on clos-
ing the gap between the needs of the private sec-
tor and the skills that youth possess upon com-
pleting their educational journeys.?

World Learning began working in Algeria in 2005
and has worked on a range of areas related to ed-
ucation and youth workforce development. Pro-
gramming has focused on engaging existing ed-
ucational institutions on building and improving
career centers, as well as working on STEM educa-
tion, mentorship, and English for the workplace.
Injaz el Djazair has worked in Algeria since 2010
and provides programming focused on finan-
cial literacy, job preparation including shadow-
ing and soft skills trainings, and entrepreneur-
ship trainings.? The Algerian Center for Social

i “Tawdif” means “recruitment” in Arabic.
i “Afeq” means “horizons” in Arabic.

Entrepreneurship, established in 2013, provides
trainings and support for youth looking to solve
local problems through innovative solutions. The
Center partners with both local and international
NGOs. Other local associations and foundations
are also involved in youth employment initiatives.
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Study Findings




In addition to documenting key learnings and
results from the Increasing Employment in the
MENA Region - Algeria Project, the present study
on barriers and opportunities to youth and wom-
en’s employment in Algeria explored a range of
topics with youth graduates of the project and
with employer partners. The topics explored in-
cluded key barriers and supportive factors for
youth and women’s employment in Algeria, youth
preferences compared to realities of workplace
environments, the role of family in youth employ-
ment decisions, and youth perspectives on job
opportunities in the digital economy. In total, 118
youth participated in the youth interviews (44 fe-
males), 43 youth participated in focus groups (21
females), and 12 employer partners participated
in interviews. The following sections outline the
key findings from the study.

Youth Employment: Barriers and
Supportive Factors

Youth in Algeria face barriers when attempting to
enter the workforce for the first time. These bar-
riers include low availability of jobs where youth
live, especially for youth living outside of Algiers
or other large cities, the mismatch between skills
taught in Algerian educational institutions and
those that the private sector demands, insuffi-
cient soft skills and work experience to secure
a job and succeed in the workforce, and a lack
of understanding of job search approaches. In

Employers believe that soft

skills are a key requirement

to enable youth success in
the workplace

addition, the mismatch between youth expecta-
tions and workplace realities forms a significant
barrier to youth retention.

Job Availability

Availability of employment opportunities is a
challenge for youth in Algeria because public
sector hiring has slowed significantly and the
rate of job creation in the private sector has not
kept pace with the large number of youth enter-
ing the labor market each year. When employer
interviews were conducted under this study in
late 2019, employer hiring plans appeared to vary
based on how businesses had fared during the
year's uncertainty. The election of President Ab-
delmadjid Tebboune in December 2019 is likely to
moderate this uncertainty, which could create an
environment in which private sector companies
are confident in accelerating hiring activities. The
effects of COVID-19 on regular business activities
may have an impact on private sector hiring in the
short term, however. Current measures to reopen
businesses and restart public transportation may
attenuate the impacts of the pandemic on hiring.

The Skills and Experience Gap:
Mismatches in Supply and Demand

A key theme that emerged from interviews with
employers was the difficulty they experience in
finding entry-level hires who match the desired
profiles and also have a sense of shared values
with the company. However, even when employ-
ers find youth who match the desired profiles,
they sometimes lack needed soft skills and pro-
fessionalism, creating challenges for retention.
This, in turn, translates into increased turnover
and costs for employers. Interviewed employers
pointed to the theoretical and academic nature of

Employers did not explain whether they screen for shared values during the interview process, or whether values simply surface as a challenge

post-hire.



university training as a key driver of this challenge,
explaining that it is not oriented toward preparing
youth to meet the needs of the private sector.

Interviewed employers believe that soft skills
are a key requirement to enable youth success in
the workplace. Specific soft skills mentioned in-
cluded communication, teamwork and collabora-
tion, ability to integrate into company culture and
hierarchy, ability to learn quickly, communication
skills, and self-knowledge. One employer felt that
communication is a principle obstacle for youth
in the workplace, adding that communication dif-
ficulties with managers can be a key challenge.
Another explained that even if youth have good
technical skills it is important for them to have
strong communication skills in order to succeed.
Yet another employer explained that at his com-
pany there are three generations of employees
working together, and they all have different ways
of approaching their work. He explained that soft
skills support integration and minimize conflict
within this diverse environment.

Employers also felt that the education system
could improve the extent to which it builds youth
competencies in French language and basic com-
puter skills. For example, one employer explained
that he has seen cases in which candidates with
master's degrees in data-related fields have
theoretical knowledge but do not know how to
use Excel.

Online Learning

Although soft skills are best developed within a
classroom setting, youth have the ability to build
other types of market-relevant skills through on-
line courses. In this way, youth could ensure that
they are proficient in using standard business ap-
plications, such as Microsoft Office, even if they are
not taught in universities or secondary schools.

Study Findings | Youth and Women's Employment in Algeria: Barriers and Opportunities

Despite the potential for youth to increase their
employability through self-directed online study,
youth interview results indicate that many of
them are not taking advantage of this opportu-
nity. Among interview participants, youth spend
an average of 4.52 hours browsing the internet
per day, but only one in four has taken an online
course (Figure 4).

The BAYF study similarly found that online learn-
ing is an underutilized resource among youth. The
study noted that the National Center for Distance
Learning (CNEPD) launched an e-learning plat-
form, but that it has not yet gained significant
traction. In addition, 60% of participants in the
BAYF study indicated that they use YouTube as a
source of informal learning. A very small share of
participants indicate that they use more recog-
nized learning platforms such as Khan Academy
and Coursera, but adoption remained in the sin-
gle digits.

Given the role that ongoing learning will play in
helping individuals remain competitive as the
workplace continues to change and become more
digital, it would be beneficial for Algerian youth
to increase their usage of online learning, and to
do so on recognized platforms that provide cer-
tificates. Youth can then use these certificates to
market themselves to employers.

Youth Work Experience

In addition to the skills gap, several employers
also pointed to young people’s lack of work ex-
perience as a key barrier for them securing em-
ployment opportunities. One elaborated and
explained that youth do not receive any profes-
sional training opportunities, such as internships,
during their university education because of its
focus on theory. Another noted that youth do not
typically hold seasonal jobs that would better
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Youth spend an average
of 4.5 hours browsing the

internet per day, but only

one in four has taken an

online course

acquaint them with professional life prior to en-
tering the workforce. This points to the need to
increase the extent to which youth experience
the workforce prior to graduating, whether it be
through summer jobs or internships.

Youth interview results indicate that similarly,
youth believe that insufficient professional ex-
perience is a top reason why they have not been
able to secure a job. This was the most frequently
cited reason by both youth who were searching
for their first job following the project training
(52%) as well as those who were searching for a
new job after leaving their initial job (42%) (Fig-
ure 5). The fact that this was cited as a barrier by
both groups underscores the importance of youth

leveraging their first job in order to gain experi-
ence before expanding outward to other jobs.

Employer Approaches to the Skills Gap

Employers expressed varying levels of tolerance
with regard to how much they are willing to in-
vest in upskilling young hires to address the skills
gap. One employer explained that his company is
open to training new employees, whereas another
explained that he does not feel that it is the job
of the company to train youth on their basic job
responsibilities. He explained, “We recruit people
for them to tell us what to do; we do not recruit
them for us to tell them what to do.”

Some employers are working to overcome the
skills gap through the creation of private training
academies or direct engagement with universi-
ties. Multiple employer partners have considered
creating private training academies, and at least
one has done so. Multiple employer partners have
either partnered with universities or are consid-
ering partnering in order to prepare youth to suc-
ceed in their companies. Two of the employers in-
terviewed had worked together with a technical

Figure 4: Only one in four youth has taken a course online

Source: Project youth interview.



university to train youth on specific modules to
prepare them to work in their companies. How-
ever, the employers did not provide any commen-
tary on the extent to which they felt this collabo-
ration was successful.

Youth Understanding of Job Search
Approaches

Employers interviewed explained that many youth
lack mastery of job search approaches, citing past
experiences with candidates who were unpre-
pared. For example, one employer explained that
he has gotten the impression that many youth
are not prepared for the workforce because some
have appeared for interviews ungroomed and ca-
sually dressed. He acknowledged that youth do
not know how to approach interviews because no
one has prepared them. Others explained that in
their experience, youth do not know how to high-
light their competencies to employers.

Employers also noted the lack of targeted be-
havior that some youth employ during their job
searches, as well as the poor quality of materials
submitted. For example, one employer explained
that youth often submit their CVs for jobs regard-
less of whether or not their professional profiles
are relevant. Another employer explained that
youth often cannot effectively prepare a CV in
French and that the CVs they receive sometimes
do not accurately reflect the candidates’ back-
grounds. One employer mentioned that he partic-
ipated in an open recruitment day at a university
and that many youth did not have CVs or cover
letters prepared.

EFE's previous research on job search behaviors
in Algeria, conducted under the BAYF study, sup-
ports the supposition that youth are unsure of
how to approach their job searches. EFE found
that 51% of youth study participants in Béchar,
Bordj Bou Arréridj, Ghardaia, Illizi, Oran, Ouargla,

Study Findings | Youth and Women's Employment in Algeria: Barriers and Opportunities

and Tamanrasset felt that the primary reason that
they had not found jobs was a lack of employ-
ment opportunities in their local markets. How-
ever, EFE confirmed that there were nearly 5,000
online job postings in those regions, averaging at
least 100 per city. The study also found that only
one in two youth in the target wilayas use the in-
ternet to conduct job searches.

It is likely that youth beliefs that there are a lack
of employment opportunities in the market leads
to passive behavior in job searches. The BAYF
study results support this proposition. Among
the unemployed youth interview participants,
72% had secured only one or no interviews during
their job search, and 67% of those individuals in-
dicated that the reason they had not secured in-
terviews was because they had not applied to any
positions. In addition, nearly 60% of unemployed
young men and nearly 70% of unemployed young
women indicated that they spend only three
hours or less a week searching for employment.
By contrast, 38% of interview participants spend
between 1-3 hours a day on the internet, and 55%
spend more than 3 hours a day. Given this, youth
appear to have the connectivity needed to sup-
port online job searches but are not necessar-
ily harnessing it. Furthermore, registering with
ANEM, not necessarily online, was the most com-
mon job search method that youth participants
in the BAYF study utilize, which is a passive job
search method.

Youth participants in the Increasing Youth Em-
ployment in the MENA - Algeria Project who were
looking for work were not as likely as the BAYF
study participants to cite lack of availability of
jobs as the reason why they had not found em-
ployment. Rather, they attributed it to insufficient
professional experience and access to job search
resources (Figure 5). This difference is not surpris-
ing, as the BAYF study was conducted in regions
outside of Algiers, whereas the present study
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Youth appear to have the
connectivity needed to

support online job searches

but are not necessarily

harnessing it

primarily focused on Algiers and surrounding ar-
eas, where job availability is less of a challenge.

Unfortunately, the present study did not inves-
tigate what job search resources youth feel they
lack. Future studies may wish to investigate this
topic in order to provide more targeted job search
services to youth.

Although EFE project graduates who were not cur-
rently working spent more time on average than
the BAYF study participants in their job searches,
there remains room to increase the amount of
time that they spend on job search activities. Un-
employed EFE project graduates spend an aver-
age of 7.48 hours per week actively looking for a
job, but 41% spend only 3 hours or less per week.

The Role of Personal Networks

As referenced above, some Algerian youth may
face challenges in securing employment because
they are not proactively engaged in job searches.
This behavior may be driven in some cases by a
belief that without strong personal networks that
can help youth gain direct access to individuals
with decision-making power, youth will not be of-
fered employment opportunities. An employer in-
terviewed under the present study explained that
many people do not want to apply to posted jobs
because they often believe the company already
has someone in mind for the position, and it is
therefore already filled.

Reliance on personal networks in filling employ-
ment positions in Algeria is borne out by the ex-
perience of project graduates and has been doc-
umented in the literature! According to project
monitoring data, among youth who left their ini-
tial job placements following the project training
and began working in new positions, 76% indi-
cated that personal contacts were one of the most
beneficial job search methods they had used to
secure their new position, followed by 29% who
found internet job applications to be one of the
most useful. Youth who had left their initial job
placements and were searching for a new job
were most likely to use personal networks as a
job search method (Figure 6).

There is some variation in the extent to which
EFE project graduates rely on personal contacts
for job searches, however. Program monitoring
data and data from the project youth interviews
identified two cases in which youth relied on in-
ternet job applications to a greater extent than
personal contacts. Among youth who did not se-
cure employment immediately upon graduation
from the EFE training, 82% indicated that they had
used internet job applications, making it the top
job search method for that group, compared to
only 64% who had utilized personal contacts. This
empbhasis on internet job applications may be a
result of the focus within the JTP programming on
using proactive job search methods, including in-
ternet job applications.

Unemployed youth who participated in interviews
were also more likely to use internet applications
than personal contacts: only 21% of this group in-
dicated that they had used personal contacts as
a job search method over the past three months,
compared to 55% who had used internet job ap-
plications. Some unemployed youth interview
participants may have been looking for jobs for
extended periods given the timing of the inter-
views compared to the project trainings. As such,
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Figure 5: Youth engaged in their first job search following training completion and those seeking work
following an initial job placement most frequently cited insufficient professional experience and job
search resources as reasons why they had not found a job
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Note: Youth who were seeking their first job following completion of the project training and those who were seeking a subsequent job following their
initial placement after training completion were asked to indicate the reasons why they believed they had not found a job.

Source: Project monitoring data.

Figure 6: Personal contacts was the most useful job search method for youth who secured a new job
following their initial job placement after the training. It was also the most common method used by
youth still searching for a job after leaving their initial job placement.

(]
. S 29%
internetjob applications - [ — s
Visiting employers door to door “
ploy 17%

Career fair _ 17%

Emailing employers directly 2%

Newspaper advertisements 672; | Semed
(
Recruitment agency R m Searching
(]
S 3%
NGO initiative L 5%

Government initiative B 3%

Note: Graph presents a comparison between the methods that youth who secured a job following their initial job placement found to be most useful
in securing the new job vs. the methods that youth who left their initial placements and were still searching for work indicated that they were using.
Youth were able to select more than one method.

Source: Project monitoring data.
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the results may indicate that personal contacts
are an initial “go-to” method for many youth but
that once networks are exhausted, youth place
comparatively more emphasis on internet job ap-
plications. However, the data is not conclusive,
so this point warrants further investigation in fu-
ture studies.

Overall, study results indicate that a continued
focus on orienting youth toward effective job
search methods and preparing them to succeed
in interviews remains an important component of
any youth workforce development programming
in Algeria. The study also surfaced the significant
role that personal networks continue to play in
determining which candidates are selected for
open opportunities. This is problematic because it
penalizes youth who do not have strong personal
networks and can therefore deepen entrenched
inequalities. It also may contribute to passive be-
haviors among young job seekers, which is det-
rimental to both youth themselves and employ-
ers who are struggling to fill vacancies. As such,
a move toward transparent and consistent hiring
practices could support overall efficiencies in re-
cruitment while also creating social benefits.

Youth Attitudes and Expectations for
the Workplace

Study results reveal a mismatch between youth
expectations and what employers offer. In partic-
ular, discrepancies exist in the level of responsi-
bility that youth expect to have in their positions
and the speed of advancement post-hire, as well
as the salary offered.

Job Responsibilities and Advancement

Youth focus group results indicate that youth ex-
pectations for the level of responsibility they will
have in their first jobs and the extent to which
they will be related to their educational back-
ground are not aligned with job market realities.
Some youth explained that in the job market they
only find opportunities that they see as “petites
postes” — small or insignificant jobs - that are
unlikely to lead to career evolution. Meanwhile,
employers feel that youth expect to begin their
professional life within positions of responsibility
without working their way up.

Several employers expressed frustration over
what they perceived to be a sense of entitlement
by youth, manifested through a lack of focus on
developing a stable career, coupled with impa-
tience about advancing quickly without putting
in the required effort. Multiple employers used
the phrase “bruler les étapes” - skipping steps -
in describing youth approaches to work at their
companies. One employer explained that espe-
cially in the center of Algiers, youth focus heavily
on gaining high-level positions from the start of
their careers, whereas outside of the capital there
is more of a focus on stability given the lower job
availability. Employers explained that some youth
believe that by simply graduating from the uni-
versity they are ready to work, contributing to an
overinflated sense of their abilities when they
complete university training.



Some employers interviewed feel that Algerian
youth do not understand the concept of work and
are not loyal to companies, but are instead always
looking for a better opportunity. One employer
noted that youth at his company frequently ne-
gotiate their tasks to reflect their individual inter-
ests rather than the interests of the employer. An-
other employer provided an example of a youth
who was earning 45,000 DZD per month, more
than twice the minimum wage, but left the com-
pany after one year because he had not been pro-
moted to management within that time. Another
explained that youth want to change positions as
soon as they learn the job. Multiple employers at-
tributed these behaviors to the generational val-
ues of youth and their tendency to seek change.

In discussing barriers to youth employment, em-
ployers felt that youth played a significant role in
limiting the opportunities available to them due
to their attitudes around employment, not bring-
ing sufficient motivation to the workplace, and by
taking a shortsighted approach. Some employers
felt that rather than youth being the ones who
face obstacles in remaining in the workforce, it
is employers who face challenges in convincing
youth to remain in their jobs.

However, it is notable that some employers
seemed to believe that retention of between two
and four years was unacceptably short for en-
try-level hires. Within markets such as the US, this
the norm for younger workers. According to the
US Bureau of Labor Statistics, the average tenure
of workers aged 25 to 34 is just 2.8 years.? If we
consider youth perspectives that they only find
“petites postes” in the job market, it is possible
that employers could do more to help youth un-
derstand what their career trajectories would
look like if they decide to remain with the com-
pany longer term.
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Salary Expectations

Study results indicate that salary is a leading fac-
tor that drives youth to leave their jobs. Several
employers interviewed believe that aspirations
for higher salaries are the primary reason why
youth leave their jobs, even in cases in which the
company believes it has offered a reasonable sal-
ary that reflects market rates. Some indicated that
this drives rapid turnover as youth continuously
search for higher-paying opportunities, believing
that changing jobs is the way to easily increase
their salary.

Multiple employers mentioned that this is espe-
cially a challenge in the capital, whereas outside
of Algiers youth are more likely to accept the sal-
ary offered and remain in their jobs given that
there are fewer opportunities available. One em-
ployer noted that in Algiers they sometimes have
difficulty finding individuals with the needed
competencies who will accept the salary the com-
pany is offering.

Youth dissatisfaction with the salaries offered to
them is evidenced by the behavior of EFE project
graduates who decided to leave their initial job
placements following graduation. Salary was cited
by 57% of youth as the motivation for leaving, fol-
lowed by inadequate benefits, which was cited
by only 19% of youth (Figure 7). The significant
drop between the two motivations underlines the
strong role that salary plays in motivating youth
to leave their jobs. The share of young women
and men who cited salary as a motivation to leave
their job was similar. Youth focus group partici-
pants, both male and female, also indicated that
they would like to earn higher salaries. Male par-
ticipants placed a greater emphasis on this point
than female participants.

In addition, among currently employed partici-
pants in the youth interviews, 60% indicated that
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they are dissatisfied with their current salaries
(Figure 8).

The monthly minimum wage in Algeria was previ-
ously 18,000 DA (approximately 140 USD), but has
been increased to 20,000 DA (approximately 155
USD) as of June 2020. In addition to the increase
in minimum wage, income taxes are no longer as-
sessed for income lower than 30,000 DA.2 Employ-
ers interviewed offer a wide range of entry-level
salaries at their companies, ranging from the min-
imum wage to 57,000 DA (approximately 476 USD).
Among employed project graduates who partic-
ipated in the youth interviews, the median sal-
ary reported was 37,000 DA per month (approxi-
mately 310 USD), nearly twice the minimum wage.
It is likely that the median for this population is
higher than that of the overall youth population
in Algeria because the sample was comprised of
project participants, the majority of whom have
tertiary degrees. In addition, it is possible that the
median salary for currently employed graduates
is higher than the salary that unemployed project
graduates were earning at the time that they de-
cided to leave their employment.

When we look beyond the median salary to con-
sider the full range of salaries employed youth
are earning, it is clear that young people’s eco-
nomic circumstances vary greatly. Reported sal-
aries ranged from 3,000 DA less than the previ-
ous monthly minimum wage of 18,000 DA to more
than triple the minimum wage (15,000-70,000 DA).
There was no statistically significant difference in
average salary between genders, with females re-
porting an average salary of just over 38,000 DA
per month (approximately 320 USD) and males
reporting an average of just over 36,000 DA per
month (approximately 300 USD).

These figures suggest that while some youth are
able to secure entry-level jobs that provide de-
cent salaries, there are youth who are earning

Youth tendencies to frequently
switch employers in search
of higher salaries may reduce
the extent to which employers
are willing to invest in the

professional development of

youth in general

either below or just above the minimum wage.
When transportation costs are factored in, some
youth are not likely to have much left over. Cou-
pled with the fact that public sector salaries cre-
ate unrealistic expectations for private sector em-
ployment, it is not surprising that a large share of
youth are dissatisfied with their salaries.

Employers feel at a loss about how to approach
this challenge. One employer summarized the
overall sentiment among employers well in say-
ing that youth overemphasize the importance of
salary without considering their larger career vi-
sion and the value they can gain from secure and
respectful work environments, which they may
give up in exchange for a higher salary. He added
that in leaving their jobs for other companies,
the youth may become “mieux payé, mal accom-
pagné” - better paid, poorly accompanied.

Some employers noted that competitor compa-
nies sometimes incentivize youth to leave their
current jobs by offering them a higher salary. One
employer noted that in his opinion, multinational
firms lead to salary inflation in Algeria due to the
high level of competition among them for top tal-
ent. He noted that his company has a salary pol-
icy that keeps them from increasing salaries when
other companies offer their current employ-
ees more. He also remarked that he feels other
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Figure 7: Salary was the main motivation for youth deciding to leave their initial jobs following the

project training

The salary that my employer offered me was inadequate
The benefits that my employer offered me were inadequate
| decided to focus on my studies

My job was too far away from my home
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Source: Project monitoring data.
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Figure 8: 60% of employed youth are dissatisfied with their current salaries
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While it is clear that youth

likely could use more

information regarding the

realities of the workplace,

it is also true that at least
some youth are facing

challenges in securing a
living wage and stable

employment conditions

companies are essentially purchasing the invest-
ment his company has made in the youth. This
is an important observation, as it suggests that
youth tendencies to frequently switch employers
in search of higher salaries may reduce the ex-
tent to which employers are willing to invest in
the professional development of youth in general.

Employment Contracts

Focus group results revealed that some youth
have feelings of insecurity and instability regard-
ing their employment situations. These feelings
were underscored by the youth interview data,
which revealed that just over half of interview
participants who were currently employed are
working under CDD contracts, though nearly all
are working in formal positions (Figure 9).

Assuch, itis not surprising that focus group results
also revealed that youth find it difficult to secure
CDI contracts, which would lend a sense of sta-
bility to their employment situations. Some youth
feel caught between two undesirable choices: un-
employment while waiting for a suitable opportu-
nity, or precarious employment. Some employers
interviewed for the present study offer CDI con-
tracts to entry-level employees, but many use
CDD contracts. Probationary periods of between
three and six months, regardless of contract type,
were common among interviewed employers.
One company noted that when hiring young men

Figure 9: Graduates were most likely to hold CDD contracts

Source: Project youth interviews.

CDD



who have not completed their required military
service they use CDD contracts, likely an effort to
prevent complications if the youth is called upon
for military service during his employment tenure.

When considering employer feedback and frus-
tration surrounding low youth retention rates,
coupled with the mismatched expectations some
youth bring to the workplace, it is tempting to
conclude that it is youth who need to adjust their
expectations. While it is clear that youth likely
could use more information regarding the reali-
ties of the workplace, it is also true that at least
some youth are facing challenges in securing a
living wage and stable employment conditions.

It is important to note that some employers who
lamented low youth retention rates are using CDD
contracts as their primary hiring mechanism for
entry-level employees. It has been noted in the
literature that individuals working under fixed-
term contracts tend to have higher turnover and
receive lower wages than other workers, and that
employers tend to use fixed term contracts for
individuals who do not have significant bargain-
ing power, such as youth.* As such, employers in-
terested in lengthening employee tenure should
consider whether CDI contracts might be a more
suitable option.

Maintaining an employment arrangement over
time requires investment to be made by both the
employer and the employee. Youth are not likely
to increase the extent to which they remain in en-
try-level positions without having an increased
sense of stability within the employment relation-
ship. Therefore, employers should actively engage
youth to understand the conditions that would
make them feel supported within the workplace,
including desired contract types. Youth, for their
part, should enter into employment relationships
with an eye toward longer-term career growth.
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Support in the Workplace

Workplace environments and benefits constitute
another area with potential for mismatches in
youth expectations versus workplace realities. In
order to explore this topic, the study examined
youth perspectives on the topics of professional
development support and resources they receive
in their workplaces.

Professional Development Support

In order to understand the extent to which youth
feel supported in the workplace, youth interview
participants were asked to rate their feelings on
the support they receive for their professional
success and development, as well as in the case
of conflicts in the workplace (Figure 10).

The majority of interview participants felt that if
they have a challenge in the workplace, they can
ask for help from their supervisor or another se-
nior staff member, with 85% of both men and
women indicating that they somewhat agreed or
strongly agreed with this point. Women were 80%
more likely than men to strongly agree, however
(72% for women vs. 40% for men). This suggests
that both genders are at least somewhat comfort-
able in approaching senior staff for help, but that
young women may have a higher level of comfort.

Youth were split on whether they have the re-
sources they need in their workplace to support
their professional development, with 47% indicat-
ing that they agreed they did and 29% indicating
that they did not. Nearly a quarter of interview
participants indicated that they neither agreed
nor disagreed, which suggests youth may not be
sure what they need in order to support their pro-
fessional development. There was no statistically
significant differences between the responses of
male and female participants.
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Lastly, more than 60% of youth indicated that they
feel their supervisor provides the support they
need to enable their professional success. This is
in alignment with the high share of youth who in-
dicated that they could go to their supervisor or
senior staff if they experience a challenge at work.

Among focus group participants, some young men
indicated that they had received needed support
from their supervisors and had been well trained
and supported in completing their work. Others,
however, felt their supervisors worked in author-
itarian ways. For example, one male participant
explained, “Algerian managers like to be authori-
tarian and that impacts us negatively.”

Female focus group participants appeared gener-
ally less satisfied with their work experiences than
male focus group participants and female youth
interview participants. Many female focus group
participants reported not having received sup-
port or advice in the workplace when they faced
challenges. This differed from the perspective of

young women who participated in the youth inter-
views, a large share of whom indicated that they
felt they could ask for help when they needed it.

Youth interview participants were asked to pro-
vide any comments that they had regarding the
support they receive from their supervisor. As
with the quantitative responses, youth had vary-
ing opinions. Although overall it appears that
many youth feel generally supported by their su-
pervisors and senior staff at their organizations,
youth feedback reveals that the relationships that
the youth have with their supervisors varies. In
some cases, youth explained that their supervi-
sors are helpful. For example, one participant ex-
plained, “[I am] very satisfied with my supervisor.
He helps me and he takes my ideas into consider-
ation. He supports me” and another, “I receive un-
conditional support from my supervisor” On the
other hand, not all youth are pleased with their
supervisors. For example, one said of his super-
visor, “he doesn’t give me the chance to do my
job. He is not professional.” Another explained

Figure 10: Youth generally feel supported in their workplaces, but there is potential to increase the
extent to which they feel supported in their professional success and development

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree nor Disagree  Agree Agree

If I have a challenge in the workplace, | can ask for help
from my supervisor or another senior staff member

| believe that | have the resources | need in my

workplace to support my professional development 18%

(e.g. access to trainings)

| believe that my supervisor provides the support
I need to enable my professional success

4% 7% 4% 33% 52%

1% 24% 21% 26%

16% 8% 15% 27% 35%

Note: Figures are not disaggregated by gender because there was only one case of statistical differences between genders. Women were more likely
to strongly agree that if they have a challenge in the workplace they can ask for help (72% for women vs. 40% for men).

Source: Project youth interviews.



that employees at small companies are not well-
treated, and others felt that their supervisors took
them for granted.

Some female focus group participants had neg-
ative experiences in the workplace. For example,
some had suffered deductions in salary or bo-
nuses in cases in which they made errors or due
to delays or absences. Others had not received
bonuses or promotions they had been promised,
which led some to leave their jobs. Female focus
group participants also reported that they had
not received training in the workplace. Overall, fe-
male focus group participants indicated that they
would like to experience an increased sense of
respect and trust with their supervisors and that
they would like to advance in their careers, points
with which male focus group participants agreed.

As evidenced by the findings, the extent to which
youth feel supported in the workplace varies
across workplaces significantly, and it affects their
levels of satisfaction on-the-job. Although salary
is given significant focus in discussions with both
employers and youth, it appears that workplace
quality and culture may warrant an elevated posi-
tion within the discussion of youth retention.

Resources in the Workplace

In addition to general forms of support, the study
aimed to understand what types of tangible re-
sources youth could access in their workplaces.
Youth interview participants were asked to indi-
cate the resources to which they had access in
their workplaces and those which they would like
to access (Figure 11). The largest share (44%) indi-
cated that they had access to trainings focused on
improving their day-to-day performance, though
it is possible they were referring to the EFE train-
ing rather than any additional company-led
training offerings. More than a quarter of youth
indicated that they did not have access to any
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resources (27%). A small share had access to men-
toring from more senior employees (16%), oppor-
tunities to shadow colleagues working in other
job types (13%), and management trainings (12%).
Regarding resources youth would like to access,
64% indicated that they are interested in training
focused on improving performance in their day-
to-day tasks and 25% indicated that they would
like management training.

Several employers interviewed currently offer in-
ternal training for their employees on topics in-
cluding technical aspects of the job, company
policies, and leadership. Some companies also of-
fer mentoring and coaching to employees, some-
times offered during the onboarding process. In
cases in which the company operates within an
area subject to international standards such as
International Organization for Standardization
(1SO) standards, training specific to those stan-
dards is provided to employees.

As such, the findings suggest that employers wish-
ing to increase youth satisfaction in the workplace
should consider providing training on both daily
tasks and management.

Benefits

Currently employed participants in the youth in-
terviews were split regarding their level of sat-
isfaction with benefits that they receive in their
workplaces (Figure 12). In addition, project mon-
itoring data from the Increasing Youth Employ-
ment in the MENA - Algeria Project confirmed that
19% of youth who left their jobs following place-
ment were motivated by concerns over benefits.
This suggests that youth are divided on the ex-
tent to which they are satisfied with the benefits
offered in their workplaces. The study did not go
in-depth on specific benefits offered versus those
that youth would like to receive. Future studies
should investigate this point further.
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In interviews, employers cited a range of benefits
that they offer to employees, with no particular
trends appearing except that employers all pro-
vide those that are legally prescribed for officially
declared employees. Employers explained that
the legally required benefits include social secu-
rity, medical coverage, and paid maternity leave.
A few employers also mentioned offering their
employees life insurance and mutual insurance,
which covers the remaining 20% of costs that the
standard medical insurance does not cover. Em-
ployers explained that the latter benefits are not
legally required.

Monetary benefits that employers mentioned in-
cluded competitive salaries and yearly salary in-
creases, and bonuses for meeting objectives, as
well as for holidays, marriages, and at the end of
the year. Some companies cited supportive as-
pects of the work environment as a benefit, in-
cluding comfortable and professional working
environments, strong company values, and sta-
bility. Talent development was mentioned by
some employers and included internal mobility
and access to internal promotions, career plans
for employees, skills development opportunities,
recognition for high-performing employees, and
policies to promote hiring of youth who do not
have experience. Benefits supportive of women'’s
employment included flexible maternity leave
policies, transportation for female employees,
and daycare. Other benefits mentioned included
vacation, employee discounts, and the provision
of company vehicles for employment activities
that entail a significant amount of driving.

Approaches for Increasing Youth
Employment

Youth and employers were asked to share their
opinions on how actors within the Algerian labor
market could work to increase youth employment.
Both youth and employers felt that the private

sector, the Algerian government, and the educa-
tional system had roles to play.

In addition to this discussion, the topic of young
people’s high level of interest in entrepreneur-
ship emerged through the youth focus groups
and interviews, as well as through employer in-
terviews. This topic will be addressed below be-
cause youth entrepreneurship is often considered
an alternative pathway to youth economic partic-
ipation in the absence of sufficient employment
opportunities.

Role of the Private Sector

Employers generally felt that the private sector
could play a large role in increasing youth partici-
pation in the workforce, primarily because private
sector companies are hiring, whereas public sec-
tor hiring has slowed significantly. Regarding the
role of the private sector, employers generally felt
that it offers opportunities for youth to develop
themselves, and that this constituted a key form
of support. Youth focus group participants agreed
that the private sector has a role to play in in-
creasing youth employment.

Multiple employers also cited internships in the
private sector as an approach for increasing youth
employment. One employer explained that intern-
ships are a win-win for youth and the company.
He noted that one challenge for youth in pursuing
internships is that they are typically unpaid, and
suggested that internships should at least include
a stipend for food and transportation.

At least one employer who was interviewed has
offered internships in the past. The interviews
did not actively address employer willingness
to hire interns. However, none of the employers
interviewed indicated on their own accord that
they had plans to develop an internship program
or that they were willing to hire interns. Rather,
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Figure 11: Although training on day-to-day tasks is the most common resource to which youth currently
have access, their desire for training is not being fully met within their workplaces

Trainings focused on improving 44%
performance in your day-to-day tasks
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Note: Results are not disaggregated by gender because there was no statistically significant difference between young men and women. Youth were
asked to select all resources to which they had access in their workplace, and some youth selected more than one.

Source: Project youth interviews.

Figure 12: Employed youth were divided regarding their level of satisfaction with their benefits

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree nor Disagree Agree Agree

| am satisfied with the benefits

that my employer provides e 1855 19% g 123

Note: Results are not disaggregated by gender because there was no statistically significant difference between young men and women.

Source: Project youth interviews.
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discussions around this topic remained in general
terms. This suggests that any programming aimed
atdevelopinginternshipsasan employment path-
way for youth in Algeria would need to first assess
employer willingness to hire interns and provide
the needed support to help them succeed.

Role of the Algerian Government

Many employers noted that the Algerian govern-
ment has been looking for solutions to the youth
employment challenge. The role of ANEM was men-
tioned in a number of employer interviews, with
employers expressing varying opinions regarding
its effectiveness. Some feel that its services are
satisfactory whereas others suggested that they
should be improved and that ANEM should play a
more active role in connecting youth with the la-
bor market. Others felt that ANEM could expand its
offerings to consider providing professional train-
ing and using psychometric exams to guide youth
toward career paths for which they would be well
suited. It was noted that this type of service could
be especially helpful for SMEs since they do not
have large HR departments to manage recruit-
ment. It was also suggested that updates to the
ANEM website may be helpful, though no specific
suggestions were provided. Lastly, some employ-
ers noted that it can be a challenge for them to
pass all of their open jobs through ANEM, though
they did not explain what aspects of the process
created challenges. Employers are required to
register all open positions with ANEM and those
who do not face the possibility of penalties.’

Employer suggestions for the Algerian govern-
ment also included the provision of support
through the Ministry of Professional Education’s
Professional Training Centers. Employers also
suggested that the Ministry of Education integrate
modules on communication and personal devel-
opment into standard educational curricula.

Lastly, it was also noted during employer inter-
views that the government could consider ways
to spur economic growth by loosening restrictions
on imports.

Youth focus group participants felt that ANEM and
ANSEJ, as well as Emploitic, a private agency that
provides labor market intermediation, should be
responsible for increasing youth participation in
the workforce. They also cited events organized
by public institutions, such as the Ministry of Edu-
cation, as playing a role in increasing youth work-
force participation. They felt that these organiza-
tions and institutions could help youth through
training, ensuring adherence to labor regulations,
supporting young people’s professional projects,
and growing businesses as a way to increase the
availability of jobs.

Youth recommended that in order to support
their professional engagements, recruitment
procedures should be simplified in regards to
ANEM as well as for the public service and state
agencies more broadly. They also felt that banks
should support youth entrepreneurship projects,
although as previously noted, ANSE) plays an ac-
tive role in facilitating access to credit for youth
entrepreneurs. Youth also felt that labor laws
should be applied to reduce the role of personal
connections in recruitment and to ensure that
worker rights are protected. They felt that these
measures would support employee motivation
and employment stability.

Role of the Educational System

Employers felt universities could do more to help
integrate youth into the workforce. In particular,
employers mentioned that universities could in-
clude internship components to help youth ori-
ent their studies toward their desired careers. In
addition, employers mentioned the need to in-
crease the connection of the educational system



to the private sector generally and to update cur-
ricula so thatitis in line with market needs. It was
also mentioned that universities should prepare
youth to conduct effective job searches. As one
employer explained, currently, youth figure things
out on their own once they leave the university,
and they are often not using the most effective
job search methods.

Youth indicated that trainings aimed at aligning
youth profiles with the needs of the market would
be helpful. They also felt that having job search
trainings at higher education institutes would
be beneficial, as well as information campaigns
around careers and employers. Lastly, youth felt
that it would be useful to have linkages between
higher education institutes and the private sector
more generally so that youth understand the mar-
ket and employers understand youth aspirations.

Role of Other Organizations and Entities

In addition to the private sector, the government,
and educational institutions, employers also sug-
gested that charitable organizations, associa-
tions, and foundations could play a greater role in
incorporating youth into the labor market, though
they did not provide specific guidelines on what
their engagement should entail.

Entrepreneurship as an Alternative
Pathway to Employment

A key theme that emerged from employer inter-
views and both youth interviews and focus groups
was the strong interest youth have in exploring
entrepreneurship as their preferred pathway to
employment. If youth are equipped with the skills
needed to succeed in entrepreneurship, and pri-
vate sector regulations enable business creation
and development, this could constitute a promis-
ing pathway to employment for youth.
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As referenced in the Active Labor Market Programs
section of this report, the Algerian government
has created a number of agencies tasked with
supporting entrepreneurship and has advanced
initiatives to provide microcredit, training, and
support for entrepreneurs, including youth and
women. While these activities represent positive
steps toward advancing entrepreneurship efforts,
it has been noted that it is difficult for youth-led
startups to gain traction in the MENA region given
the restrictive private sector environment.® As
such, in conjunction with the support that the Al-
gerian government provides for youth and wom-
en’s entrepreneurship, the government may wish
to consider advancing private sector regulatory
reforms in order to create an environment within
which businesses - including those of youth and
women - can thrive.

Three of the employers interviewed referenced
youth entrepreneurship. Some employers refer-
enced it as a rather unrealistic venture that has
caused some youth to orient themselves away
from regular employment activities, which they
see as more realistic. One employer pointed out
that some youth want to take this path despite
having just completed their university studies
and, in his opinion, lacking needed preparation
and professional experience.

Youth focus group and interview participants ex-
pressed significant interest in starting their own
businesses. It is relevant to note that youth fo-
cused on entrepreneurship in their responses de-
spite the fact that the focus group and interview
questionnaires did not explicitly inquire about
the topic. Focus group participants noted that
their interest in starting a business was sparked
following the EFE training, which is surprising con-
sidering that the training did not include a mod-
ule on entrepreneurship. Among youth interview
participants, 23% of young women and 26% of
young men indicated in their open responses that
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they would like to start their own business during
the next five years. For men, it was the most com-
monly cited plan for the coming five years.

The BAYF study, which was conducted in wilayas
outside of Algiers, found that young women had a
higher level of interest in starting their own busi-
nesses compared to young men. Among youth
interview participants, 24% of young men indi-
cated that they would like to start their own busi-
nesses or become self-employed, compared to
37% of young women. It is possible that the share
of young women expressing interest in entrepre-
neurship or self-employment was higher outside
of Algiers because home-based businesses con-
stitute one form of socially accepted employment
for women in more conservative areas. Home-
based business activities are generally accepted
because they provide subsistence incomes, allow
women to care for children while working, and do
not elicit family opposition since the work is not
occurring outside of the home.’

It should be noted that entrepreneurship or
self-employment activities can be associated
with the informal sector for women in Algeria,
which would limit their positive impact for young
women. Among self-employed women in Algeria,
91.7% are not covered within the social security
system, that is, they operate informally.? As such,
efforts to promote women’s entrepreneurship
should put an emphasis on the benefits of official
registration, and provide women with the infor-
mation and tools needed to complete the neces-
sary procedures.

Future studies should explore in more depth the
key drivers behind young people’s heightened in-
terest in becoming entrepreneurs and how this
interest can be harnessed to maximize the pos-
itive outcomes for young people and the Alge-
rian economy.

Women's Employment: Barriers
and Supportive Factors

Women’'s employment is critical to sustainable
and equitable economic growth. Multiple es-
timates make it clear that the MENA region as
a whole is missing out on significant GDP gains
due to low levels of female labor force participa-
tion. McKinsey & Company estimates that if gen-
der parity in the labor force were reached in the
MENA region, GDP could increase as much as 47%
by 2025 over 2014 levels, constituting a total value
of $2.7 trillion.® Another estimate shows that the
MENA region is suffering more income loss due to
the gender gap than any other region in the world,
reaching as much as 38%.°

At just under 15%, Algeria’s female labor force
participation rate is among the lowest in the
MENA region,”” which indicates that the Algerian
economy stands to gain significantly if efforts
to increase women’s workforce participation are
successful. Given the importance of women’s em-
ployment, the present study gathered perspec-
tives of youth and employers on the topic in order
to understand barriers that prevent women from
joining and remaining in the workforce, as well
as supportive factors that increase their chances
of success.

The discussion surrounding barriers to women’s
employment revealed a wide range of opinions
among employers and youth. The variety of opin-
ions, and in some cases the strength of emotion
that appeared to underlie them, suggests that
there is a debate occurring within Algerian soci-
ety about the role of women in the workforce and
the degree to which they currently do and should
exercise autonomy in making professional deci-
sions. This observation is supported by state-
ments of some of the employers interviewed,
as well as opinions of youth. Specifically, some
employers explained that in their opinion, the



Women face multiple forms
of restrictions on their labor
force participation: whether

or not they work at all,

where, at what time, and in

what job type

mentality around women’s workforce participa-
tion has changed in Algeria in a way that is more
supportive to women. Some youth also felt that
women’s workforce participation has evolved.
However, some young men expressed unreceptive
views toward women’s employment, and some
young women felt that women could participate
in the workforce, but not in all industries.

Do Women Face Barriers in
Participating in the Workforce?

The first topic of debate that emerged from the
study was whether or not women face barriers
in joining and remaining in the workforce. Most
employers — both men and women - generally
expressed the belief that women do not face
any specific barriers or discrimination in joining
or remaining in the workforce. Multiple employ-
ers shared the opinion that women are becom-
ing freer to make their own decisions and have
become interested in building careers for them-
selves, with some stating that women had been
emancipated. Some employers specified that
they do not believe it to be a problem at their
individual companies, whereas others explained
that they feel it is not an issue at all, regardless
of industry. Some of the employers interviewed
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appeared to find the questions around women’s
employment somewhat ridiculous, because they
felt that barriers to women’s employment were
not a real issue requiring remedy. A significant
number of employers also expressed the belief
that women are now favored in the job market.

This finding was surprising given the result of
past research on women’s employment that EFE
has conducted. In EFE’s study on women's em-
ployment in the MENA region, First Jobs for Young
Women in the Middle East and North Africa: Ex-
pectations and Reality, conducted in partnership
with Bayt.com and YouGov', EFE found that among
participants based in Algeria, 95% of employers
and 97% of young women indicated that there
were challenges to women joining their fields. In-
terestingly, the most common challenge women
cited was poor work ethic (63%), followed by
transportation/commute difficulties (56%), need
for flexible working hours to care for family (54%),
male-dominated working environments being in-
timidating to young women (40%), and employer's
expectation that women will stop working when
they start a family (40%).2

As each of the employer interviews progressed
and the topic was discussed in more depth, sev-
eral types of barriers emerged, including cultural
expectations of appropriate jobs and indus-
tries for females, transportation challenges, low
self-confidence, and family responsibilities. This
suggests that although barriers do exist and many
employers are able to identify them, they do not
necessarily recognize them explicitly as barri-
ers, but may view them as simply the nature of
how males and females operate within Algerian
society.

In some employer interviews, female employees

i Algeria-specific analysis of the First Jobs for Young Women: Expectations and Reality data was completed for this report. The study included
responses from 1,079 young women and 1,240 individuals involved in making hiring decisions across the MENA region. Among participants of the
MENA-wide study were 101 Algerian young women and 61 Algerian employers.
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participating in the interviews were used as ex-
amples to support the argument that women do
not face barriers in workforce participation. For
example, one female interviewee explained that
she is married and has children but still has a
career. She added that women, as with men, are
motivated to work. In another interview, a male
interviewee explained that one of the females
who was present has children and is still work-
ing. While it is worthwhile to identify examples of
women who have been successful in building ca-
reers, the existence of these examples does not
in itself prove that women do not face barriers to
joining and remaining in the workforce.

In addition, some employers referenced other ex-
amples of women they have hired to work at their
companies. However, when asked to describe the
extent to which women are represented amongst
managers and senior leadership, or what share of
the company is made up of female employees, it
became clear that although women are working at
each of the companies, they are often not repre-
sented in high numbers, especially not in leader-
ship positions.

Although some employers did not recognize the
existence of barriers to women’s employment,
others expressed a more nuanced understanding

of the challenges that women face. For example,
some explained that women are tasked with bal-
ancing employment with family priorities, and
that many will not pursue work travel without ap-
proval from their families, which can create bar-
riers in accepting positions that require travel.
Some employers also noted that challenges may
vary by sector or job type. Harassment was men-
tioned as a challenge for women to remain in
the workforce, but only one employer cited this
challenge.

In addition, multiple employers cited the govern-
ment regulation that prohibits women from work-
ing at night, and some explained that this was one
factor that limited their ability to hire women. Em-
ployers have the option to request government
approval for female employees to work during
night shifts, and one employer interviewed under
this study had done so.

Although there is potential to increase awareness
around barriers women face in participating in
the workforce and ways that employers can help
address them, employers appear to be generally
supportive of women'’s workforce participation in
principle. Many of the employers interviewed in-
dicated that they make efforts to encourage and
support female employees, and some even offer
programming aimed at developing women'’s lead-
ership skills. Some also explained that they are
supportive of the idea of having fifty percent fe-
male representation at their companies.

It is important to note that there are regional dif-
ferences in attitudes toward women’s employ-
ment in Algeria. The present study focused pri-
marily on the larger coastal cities of Algiers and
the surrounding areas, as well as Oran, which
tend to have more liberal attitudes than other re-
gions of the country. Under the BAYF study that
EFE conducted in wilayas outside of Algiers, at-
titudes toward women’s workforce participation



appeared more conservative. Among male inter-
view participants, only 57% felt women should
work, compared to 89% of women. Furthermore,
among participants - both male and female -
who felt that women should work, 52% indicated
that it was out of economic necessity, compared
to 33% who supported it because they believe in
gender equality.

Some employers referenced this regional differ-
ence during interviews, explaining that in their
opinion, women do not face barriers in joining
the workforce in Algiers but women in other re-
gions of Algeria may face barriers depending on
local culture. One interviewee noted that the job
type that women pursue may also vary by region,
and another noted that in some regions the com-
pany does not hire women as sales representa-
tives due to local cultural norms. Findings suggest
that women face multiple forms of restrictions
on their labor force participation: whether or not
they work at all, where, at what time, and in what
job type.

Despite the significant number of barriers that
emerged through discussion with employers,
many of them - both men and women - empha-
sized that meritocracy is at play: in deciding who
gets hired, promoted, or receives salary increases,
employers focus on competencies rather than
gender. However, when asked about gender bal-
ance of their companies, it was frequently less
than 50% women. For example, one representative
explained that the company is made up of 23%
women, but it occurred naturally based on the
competencies of candidates. Multiple employers
also specified that salary is not determined based
on gender, but is determined by factors such as
performance and a predetermined salary grid.
One employer explained that the entry-level sal-
ary is the same for everyone, but that differences
may emerge at more senior positions, depending
on skills.
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The supposition that meritocracy is the key factor
underlying hiring and salary decisions is prob-
lematic because it fails to recognize the existence
of biases, both conscious and unconscious, that
affect decisions made in the workplace. This,
in turn, reduces the possibility of addressing
them. Research has shown that when organiza-
tions promote themselves as valuing meritocracy,
managers - both male and female - tend to fa-
vor male employees over females in decisions re-
garding bonuses, promotions, hiring, and firing.
Dubbed the “paradox of meritocracy,” the theory
holds that organizational cultures emphasizing
meritocracy increase the chance of their manag-
ers making biased decisions because they have
branded themselves as meritocratic, and there-
fore being beyond reproach® As such, employ-
ers that are committed to increasing the repre-
sentation of women in their companies may wish
to consider taking a more proactive approach
to supporting women in joining and advancing
within their companies.

Attitudes Surrounding Appropriate
Job Types for Women

Results of employer interviews and the youth fo-
cus groups and interviews all indicated that there
is a tendency among many in Algeria to view
some job types as more appropriate for women
than others. These beliefs can translate into re-
strictions on the types of jobs that women pur-
sue. Expectations can be imposed by employers,
women’s families, women'’s coworkers, as well as
women themselves. There are also legal restric-
tions governing the types of work considered ap-
propriate for women, most significantly the prohi-
bition against women working at night or in jobs
that are considered arduous. There is also a lack
of existing legislation prohibiting gender discrim-
ination in hiring Study results suggest that when
women go against the aforementioned expecta-
tions, they are sometimes met with disapproval
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or resistance from those invested in maintaining
the existing system.

The biases of company clients and customers also
play a role in restricting women'’s access to certain
job types. As referenced previously, one employer
noted that in some regions the company does not
hire women as sales representatives due to local
cultures that are not supportive of women hold-
ing those positions. Another employer explained
that in retail stores focused on sports, there gen-
erally is a larger share of male employees be-
cause customers trust males to a higher degree in
their ability to provide quality sport product rec-
ommendations. On the other hand, within stores
focused on other types of products that appeal
more to females, there tends to be a higher share
of female employees.

Employer interviews revealed that women may
face challenges in rising to leadership positions
due to beliefs that the demanding nature of the
job is not suitable for women. For example, one
employer explained that he believes women do
not face any barriers in the workforce, but then
went on to explain that he believes a particu-
lar leadership position at his company would
be more suitable for a man because it requires
long hours and travel. In another case, none of

the company’s area managers are female, and the
representatives explained that this is because the
position requires travelling to other wilayas and
working long hours.

Although there are no legal restrictions regarding
industries in which women are permitted to work
in Algeria,” women may sometimes find them-
selves excluded from certain industries due to
employer beliefs around their appropriateness
for females. For example, one employer explained
that he feels banking is a good sector for women
because in his opinion, they are good at cus-
tomer service, but that factory management can
be problematic if the factory workforce is mostly
male. The BAYF study also found that employers
have a preference for hiring women in job types
relating to care for women and children, as well as
services. If employers maintain rigid expectations
regarding the gender appropriateness of certain
opportunities, women are likely to be passed up
for professional opportunities, including leader-
ship positions.

However, not all employers subscribed to gener-
alizations regarding the appropriateness of cer-
tain sectors or job types for women. For exam-
ple, one employer explained that his company
has a large number of female engineers as well
as a high ratio of female managers, including in
the area of logistics, indicating that there are ex-
ceptions to the trend. Another employer shared
an anecdote about a female employee who their
company hired as a salesperson in a region that is
unaccustomed to having females in that role. He
explained that the company had been initially ap-
prehensive about the decision given the context,
but found that the results the employee attained
were remarkable.

The willingness of employers to consider women
for non-traditional roles will likely be key to
changing expectations around what roles and



industries are deemed appropriate for women.
One of the employers interviewed explained that
itis typical in Algeria for women to work in offices
and laboratories, and that expanding their partic-
ipation to other job types would require leader-
ship and support from managers, adding that he
supports such efforts. The important role of man-
agement support in changing attitudes is clear
from an anecdote that another employer shared.
He explained that his company had tried to hire
a female employee in a factory but male factory
employees did not accept it. Without strong sup-
port from management, integration of women
into traditionally male sectors and roles is likely
to face significant challenges.

In other cases, women may self-select for certain
industries or job types, limiting their own pro-
fessional opportunities. Employers, both male
and female, pointed to self-selection and men-
tal barriers as playing a role in limiting women'’s
participation in certain job types, or in the work-
place more broadly. For example, one employer
explained that women do not typically apply for
sales positions at their company due to cultural
attitudes, mentioning that this type of issue may
be even more of a challenge in rural areas.

The results of the youth focus groups support the
supposition that some young women likely play
a role in restricting their participation in certain
fields or job types. Some female focus group par-
ticipants made reference to women'’s ability to
succeed in certain career paths, while also ex-
plaining that in their opinion, women face some
limitations in the types of jobs in which they
can succeed.

Specifically, participants mentioned the per-
ceived appropriateness for females of careers in
medicine, teaching, beauty, and retail. They also
referenced women'’s perceived ability to succeed
in marketing and commerce because, in their
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opinion, they have a strong ability to relate to
others and present themselves. Female partic-
ipants also mentioned that women face limita-
tions regarding hours of work, travel, family obli-
gations, as well as physical strength that prevent
them from pursuing professions such as becom-
ing police officers, firefighters, or mechanics.
However, not all female participants agreed with
these limitations. For example, one female par-
ticipant explained, “For me, women can access all
areas like men. She must have a strong character.”

The BAYF study also found that some job types
are considered more appropriate than others for
women in Algeria. Only 15% of study participants
felt that all job types were acceptable for women.
An additional 10% felt that all sectors were appro-
priate if the employer manages mixing between
genders, and an additional 8% felt that all job
types were acceptable so long as women returned
home before dark. The remaining participants felt
that appropriate sectors for women were medical
and pharmaceutical serving women only (28% of
participants), teaching and education (25%), and
art, seamstress work, and cooking (13%).

Family Responsibilities

Some employers recognized that women often
have family responsibilities that may pose chal-
lenges for them in joining and remaining in the
workplace. Among these employers, some em-
phasized the efforts their companies make to be
supportive of women, including those with fami-
lies. These efforts include providing flexible ma-
ternity leave policies, daycare, and transportation
in some cases.

Maternity leave policies varied among employers.
Interviewees explained that companies are legally
required to provide three months of paid mater-
nity leave to female employees. Two companies
interviewed offer female employees the option to
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take paid leave during their last month of preg-
nancy. Another employer offers flexible work
schedules following maternity leave, and the
option to work from home. Two employers men-
tioned providing female employees the option of
leaving work early for a period following mater-
nity leave. Another company explained that if the
pregnancy had complications they offer a fourth
month of paid maternity leave following the gov-
ernment-mandated three months, and also offer
the possibility of taking additional unpaid time
off with the guarantee of returning to their job
following leave. In Algeria, maternity leave regu-
lations require women to begin leave one week
prior to child birth and for 14 weeks thereafter.®

One employer explained that his company works
to ensure that women do not feel that by having
a child they are at risk of losing their jobs, adding
that in addition to the government mandated ma-
ternity leave, women have the option of working
from home or working part time once returning to
work, and even before giving birth in some cases.

In EFE’s First Jobs For Young Women study, young
women in Algeria felt that the provision of buses
or other transport for women (47%), the ability to
work from home (43%), availability of part-time
positions (37%), and flexible working hours (30%)
were policies that would most encourage young
women to enter the workforce. Given these pref-
erences, it appears that the interviewed employ-
ers are responding to multiple needs of young
women and thus are providing important forms
of support for women'’s employment.

However, the willingness of the interviewed em-
ployers to provide supportive environments for
young women only tells part of the story, since
women must first be hired in order to access these
benefits. Employers recognized that some com-
panies prefer to hire men because of concerns
over how marriage and children will affect female

employees, though none of the employers inter-
viewed indicated that their company practiced
this approach. Employers explained that some
companies may fear that married female recruits
will take maternity leave early on in their tenure
at the company. One employer referenced this
concern, but noted that male employees can also
face instability due to required military service.

Youth Attitudes Towards Women'’s
Employment

The topic of women’s employment was also ex-
plored in the youth interviews and focus groups.
Youth interview participants were asked to rate
the extent to which they agreed or disagreed with
statements regarding women’s employment, in-
cluding whether having women in the workforce
is beneficial to the Algerian society and econ-
omy, and whether men and women have equal
opportunity to secure employment and succeed
in the workplace. Following the rating exercise,
they were prompted to provide any comments
they had regarding women’s employment in order
to offer additional context to their ratings. Youth
focus group participants were asked to explore a
similar set of topics.

Female focus group participants generally ex-
pressed positive views regarding women’'s em-
ployment in Algeria. Participants frequently com-
pared themselves to males, explaining that in
their opinion, females work more than males,
are more competent, patient, ambitious, and less
focused on salary. Female participants believe
that women work for reasons other than money,
such as a desire to support the objectives of the
businesses where they work, and to be success-
ful. Youth focus group results support the suppo-
sition that males are more likely to refuse or to
leave jobs they view as poorly remunerated or in-
sufficiently prestigious.



Male participants in the youth focus groups ex-
pressed rather negative beliefs regarding wom-
en’s employment. For example, one mentioned
that in his opinion, women’s employment is a
driver of male unemployment. Another explained
that he feels women’s employment is detrimen-
tal to the family: “Women’s employment creates
problems, it is detrimental to the husband and
children.” Some participants also felt that women
cannot succeed in both work and family domains.
Others shared opinions that working is merely an
excuse for women to leave the house and that
employers only select female candidates due to
their physical appearance.

It is important to note that administration of both
the interviews and focus groups was conducted
by Algerian women. Focus groups were separated
by gender in all groups except one' in order to
increase the likelihood of youth sharing hon-
est opinions. The rather negative feedback from
male participants in the focus groups suggests
that young men were honest about their opinions
despite the fact that the individual collecting the
data was female.

Male interview participants were more receptive
to women’s employment than male focus group
participants. Among interview participants, both
men and women had a high overall rate of agree-
ment that having women in the workforce is ben-
eficial to Algerian society, but women were 80%
more likely than men to strongly agree. In ad-
dition, 15% of men either somewhat disagreed
or strongly disagreed that having women in the
workforce is beneficial to Algerian society (Fig-
ure 13). This suggests that young women have a
feeling of enthusiasm regarding their potential to
contribute to society through workforce participa-
tion, and that they have support from a significant
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share of their male peers, but that there exists a
small share of detractors.

A similar trend was observed in youth opinions
regarding whether women joining the workforce is
beneficial for the Algerian economy. The share of
women who were in agreement reached 93%, and
the share for men reached 73%. However, women
were 68% more likely than men to strongly agree
(Figure 14). It is notable that the share of women
who strongly agree that women have a positive
impact on the Algerian economy, while still high,
is lower than the share who believe that women
working have a positive impact on society.

Female participants of the youth focus groups felt
that women working supports the Algerian econ-
omy, spurring the creation of jobs and businesses.
The share of young women and young men who
understand the economic value of women'’s labor
force participation is encouraging. However, there
is potential to increase understanding around
this point, especially among young men.

EFE’s previous research on women’s employment
found that across the MENA there is potential to
increase understanding of women’s economic
contributions. In the First Jobs for Young Women
study, only 4% of employers and 3% of employed
young women cited benefits to the economy as a
key impact of increasing women'’s workforce par-
ticipation. The study also found that male em-
ployers were significantly less likely than female
employers to believe that increasing the amount
of women in the workforce has a positive impact
on companies’ bottom lines (69% of females vs.
50% of males).

Regarding the topic of equal opportunity, young
men were nearly 75% more likely than young

iii It was not possible to segregate focus group participants in Oran by gender because there is an insufficient number of project graduates who

reside in the city.
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women to indicate that they do not believe
women have equal opportunity to secure employ-
ment as men (Figure 15).

Young women’s open comments from the inter-
views suggest that they may have responded
based on how they perceive their abilities, with-
out considering external barriers to their success.
For example, one participant explained thatin her
opinion, “Since she [women] can manage a fam-
ily, she will also succeed on the professional side.
They [women] are capable of doing everything
in all domains; in addition, they are serious and
dynamic.” Other female participants added that
in their opinion, “The participation of women is
important today; women have the same chance
as men” and “Women are more competent than
men.” The results of the female focus groups sup-
port the supposition that young women are likely
focusing on their abilities rather than the barriers
they face in participating in the workforce.

All female participants who disagreed that women
have equal opportunity were in agreement that
women’s employment is beneficial to the Alge-
rian society and economy. This suggests that their
feeling that women do not have equal opportu-
nity is not motivated by a negative view of wom-
en’s employment. One participant explained that
she feels employers prefer to recruit males over
females, but there were no other comments that
provided additional context for the cases in which
women disagreed that they had equal opportu-
nity to secure employment.

Among young men who disagreed that women
have equal opportunity to secure employment,
nearly 70% had agreed that having women in the
workforce is beneficial for Algerian society. In ad-
dition, many of their open comments from the in-
terviews were supportive of women, which may
indicate that a large share of young men recog-
nize the barriers that women face. For example,

one male participant explained that in his opin-
ion, “It [women's employment] is a good thing; it
is a start to help Algeria grow its economy and
market” Another added, “She [women] has the
capacity to manage her personal and professional
situation.”

However, 26% of young men who do not believe
that women have equal opportunity to secure
employment disagreed that having women in
the workforce is beneficial for Algerian society. In
addition, some provided negative comments re-
garding women’s workforce participation, or in-
dicated that women can participate, but only in
certain sectors. For example, two male interview
participants who disagreed that women had an
equal opportunity explained, “Women have no
place in the labor market” and “l am in agreement
with women participating in the labor market, but
not in all domains.” When paired with the nega-
tive views that male focus group participants ex-
pressed regarding women’s employment - such
as the supposition that women are hired only for
their appearance - it appears that some young
men believe women do not have an equal oppor-
tunity because they either do not support wom-
en’s employment or they believe that women are
not as competent as men.

Regarding women's opportunities to succeed in
the workplace once they secure a job, women
continued to provide ratings that suggest higher
levels of optimism than men toward women'’s
employment. Women were 55% more likely to
strongly agree that women have an equal op-
portunity to succeed in the workplace. Although
nearly 60% of young men either strongly agreed
or somewhat agreed, nearly 30% indicated that
they strongly disagreed or somewhat disagreed
(Figure 16).

Among men who disagreed that women have
equal opportunity to succeed in the workplace,
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Figure 13: Young women and men were relatively open to the idea that women'’s workforce participation
is beneficial to Algerian society, but women were 80% more likely than men to strongly agree

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree nor Disagree Agree Agree

Females 9% 23% 68%
Males 7% 8% 9% 38% 38%

Note: Youth were asked to rate the extent to which they agreed with the statement "Having women in the workforce is beneficial to Algerian society."

Source: Project youth interviews.

Figure 14: Both young women and men recognized that women's labor force participation is beneficial to
the Algerian economy, but women were nearly 70% more likely to strongly agree

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree nor Disagree Agree Agree

2%y 34% 59%

Females

Males 5% 7% 15%

Note: Youth were asked to rate the extent to which they agreed or disagreed with the statement, "Having women join the workforce is beneficial for
the Algerian economy."

Source: Project youth interviews.
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two-thirds had agreed that women'’s employment
is beneficial for Algerian society. One participant
explicitly acknowledged the challenges women
face, saying that he finds women “equivalent to
men, yet they advance less than men given the dif-
ficulties that they face.” However, some male par-
ticipants provided comments that were critical of
women'’s economic participation or supportive of
it only under certain conditions. For example, one
male participant said of women’s employment, “I
am not in agreement,” and another said, “Women
should look for respectful employment.” As such,
some young men who believe that women do
not have an equal opportunity to succeed in the
workplace appear to recognize the barriers that
women face. Others, however, appear to be moti-
vated by negative perceptions regarding women’s
employment.

Young women who indicated that they disagreed
that women have equal opportunity to succeed in
the workplace largely did not provide comments
to contextualize their opinions on this point. As
with female participants who agreed that women
have an equal opportunity to secure employment,
those who agreed that women have equal oppor-
tunities to succeed appear to have responded
according to how they perceive their abilities,
without considering external barriers to their
employment. For example, female interview par-
ticipants explained that in their opinion, women
have “a very important role in the labor market
in Algeria” and that “Algerian women are remark-
able in the market.” While it is a positive sign that
young women are confident in their abilities, they
are less likely to be able to actively participate in
removing the barriers that women face if they do
not recognize that they exist.

The range of opinions expressed on the topic of
women’s employment supports the conclusion
that there is an ongoing debate around the shape
that women’s workforce participation is beginning

to take within the Algerian economy and how it
will develop in the future. Young women appear
confident in their ability to contribute to the Al-
gerian society and economy through their work.
Among young men, many are supportive of wom-
en’s workforce participation, but there remains a
share of young men who are not.

Perceptions of Female Preference in
Hiring

Some employers, both men and women, feel that
women are actually favored within the private
sector job market and have some advantages in
their job searches. Factors that employers men-
tioned as an advantage are the fact that more
women than men graduate from universities in Al-
geria each year, which can lead to a larger number
of female applicants than males, and women do
not face military service requirements. One em-
ployer explained that it is common to have five
female candidates to one male candidate in their
recruiting pools.

Some male participants in the youth focus groups
also felt that women are favored in the job market,
both by public and private employers, and that
it is a driver of unemployment for men. For ex-
ample, one participant said that “females occupy
almost all of the jobs,” explaining, “it is because
women accept work even at a low salary.” Multi-
ple participants expressed the belief that women
are hired and retained not based on competen-
cies, but rather due to their appearance or simply
for being female. One participant explained, “My
friend, who is very competent and has experience
was not retained...they preferred a female over
him who is not at all competent, just because she
isa woman.”

Similar attitudes were recorded in the BAYF study.
The study found that 50% of men view women as
competitors in the job market, with 38% indicating
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Figure 15: Young men were nearly 75% more likely than young women to feel that in Algeria, women do
not have equal opportunity to secure employment as men

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree nor Disagree Agree Agree

Females 7% 20% 7% 18%

Males 24% 23% 3% 12% 38%

Note: Participants were asked to rate the extent to which they agreed or disagreed with the statement, "In Algeria, women have equal opportunity
to secure employment as men."

Source: Project youth interviews.

Figure 16: Young women were significantly more likely than men to feel that women have an equal
opportunity to succeed in the workplace

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree nor Disagree Agree Agree

Females % 9% 7% 23%

Males 16% 12% 12%

Note: Participants were asked to rate the extent to which they agreed or disagreed with the statement, "In Algeria, women have equal opportunity
to succeed in the workplace as men."

Source: Project youth interviews.
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Young women were nearly

60% more likely than men

to report that it is very

important to them that their
family agree with their
career decisions

that the reason is that recruiters prefer to hire
women, 25% indicating that women accept low
salaries, and 20% indicating that women are not
required to complete military service.

In interviews with both male and female employ-
ers, many expressed their opinions that women
present several strengths over their male peers
that make them more appealing employees. Attri-
butes that employers ascribed to women are that
they are ambitious, integrate well into the busi-
ness, and are more patient, adaptable, loyal to the
company, reasonable, qualified, and assiduous in
their jobs. Some employers also feel that women
have lower turnover rates than men, though not
all employers agreed with this assertion. Other
positive attributes that employers ascribed to
women'’s performance were higher levels of con-
scientiousness, intellectualism, patience, time
management, and reactivity. One employer added
that culture plays a role in the attitudes men and
women bring to the workplace, explaining that
women are conscientious, whereas men take time
to “calm down” - i.e. accept responsibilities — and
once they do, it can be too late. Young women
who participated in youth focus groups shared
the opinion that in work, women are more calm,
patient, and serious than males.

Representatives at one company felt that women
work hard to maintain their jobs especially if they

have families or parents to support, which sug-
gests that in some cases women with families
may be more likely to remain in their jobs, not
less. One employer explained that he believes
women are not more advantaged than men in
their job searches, but rather they take more ini-
tiative to look for jobs and are more serious about
their careers.

Female Salary Expectations

A theme that appeared in both the employer in-
terviews and youth focus groups was that women
are less demanding than men in terms of salary.
For example, one employer mentioned that male
employees will typically require a salary increase
if their work requires them to travel, whereas fe-
males will not. Another explained that women
are more willing to accept lower salaries than
men without negotiating. Female participants in
the youth focus groups explained that from their
perspective, women are ambitious and place
their focus on developing themselves, succeed-
ing in the workplace, and on supporting organi-
zational objectives, whereas men focus more on
salary. The young women noted that women are
willing to work for low salaries because of these
additional objectives. For example, one female
participant explained that “women are more am-
bitious, they look to progress but men want to
make more money. Women work more.” Male par-
ticipants in the youth focus groups also felt that
women are willing to work for low salaries, but
they viewed this as a factor detrimental to men'’s
job opportunities.

In a study on gender discrimination in the ac-
counting profession in Oran, it was shown that
employers demonstrated a preference for in-
viting female candidates to be interviewed over
males. The study concluded that this preference
was likely motivated by the belief that women are
willing to accept lower wages than men. The study



explainsthat this female preference is not to wom-
en’s benefit in the long run because it could lead
to a tendency to funnel women into lower-skilled
jobs” In order to be conclusive, additional re-
search in more regions in Algeria and more indus-
tries would need to be conducted. However, the
results of the research suggest that the possibility
of female preference, at least within entry-level
jobs, cannot be categorically denied, though it
may not be to the economic benefit of women in
the long term.

Youth Employment Decisions: The Role
of Family

Youth focus group and interview results revealed
significant differences in the attitudes that young
women and men typically hold regarding the im-
portance of family in making work decisions. Spe-
cifically, young women typically place a high level
of importance on parental opinion, and many will
not take a job without their parents’ approval.
Young men, on the other hand, were more likely
to view their professional decisions as their own,
with parents providing advice but not making de-
cisions for them. For example, one female focus
group participant explained, “From the beginning,
if my parents do not accept it, I do not engage,”
whereas a male participant explained, “They [par-
ents] give advice, that is all.” Another male partic-
ipant explained, “I tell them [my parents], if you
don’t like this, find me another job so that I will
stop this one.”

Some female participants explained that if their
parents disagree with a decision they would like
to make they attempt to convince them, but that
in the end, it is the decision of their parents that
they will follow. For example, one female partic-
ipant explained, “I had the opportunity to do a
casting, but my father did not accept it. | tried to
convince him, but in vain.” One male participant
made reference to the fact that he attempts to
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convince his parents in the case of their disap-
proval, but does not change course: “We continue
on our path, but we try to convince them.” Some
female participants explained that their parents
do not interfere much in their work, on the con-
dition that they keep them informed regarding
working conditions.

For young women who follow their families’ pref-
erences, areas in which parents tend to interfere
include refusal to allow work travel, night work or
work after 5:00pm, and jobs they view as “petit
travail” such as retail or cleaning jobs. For exam-
ple, one female participant explained, “My father
refuses for me to work in dishwashing; he does
not want me to work in just any job.” Another ex-
plained, “I found a job as a salesperson but my
parents did not want me to be a salesperson.”

A small minority of female participants explained
that they make decisions for themselves. For ex-
ample, one participant explained, “I convince
them. If that does not work, | do what | want.” In
the case of male focus group participants, those
who were willing to forgo work opportunities when
they had a significant impact on the family were
the minority. For example, one male participant
explained that in the case of disagreement over
a work decision, he would try to convince his par-
ents but that if they do not agree with his decision
he would change course because he believes they
have his best interest in mind. Another male par-
ticipant added that he would consider the opin-
ion of his spouse rather than his parents, explain-
ing that “it is tricky for a married man to make any
big work decision compared to a single man.”

Youth interview participants were asked to rate
the extent to which they agreed or disagreed that
it is important that their family support their ca-
reer decisions. They were also asked to indicate
whether they would pursue a career direction
their family does not support. Interview results
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Although some women
are more likely than men
to follow the preferences
of their family, there is a

large share of women who

are likely to take their own

path or who are in between

provided additional support for the conclusion
that young women place more emphasis than
young men on family opinions in their career
decisions. Young women were nearly 60% more
likely than men to report that it is very import-
ant to them that their family agree with their ca-
reer decisions. Meanwhile, men were nearly three
times more likely than women to disagree that it
is very important to them that their family agree
with their career decisions (Figure 17).

Regarding the likelihood that youth would refrain
from taking a step in their career if they did not
have family support, women continued to report a
higher level of concern than men regarding family
opinion. Women were more than twice as likely
as men to strongly agree that if their families did
not support a career direction they would like to
take, then they would not pursue it, whereas men
were nearly twice as likely as women to strongly
disagree (Figure 18).

This indicates that women have a much higher
tendency than men to make career decisions ac-
cording to the preferences of their families. How-
ever, not all women align with this tendency,
as 9% of women somewhat disagreed and 23%
strongly disagreed with the idea that they would
not pursue a career path that their family did not

support. An additional 30% indicated that they
neither agreed nor disagreed. It appears that al-
though some women are more likely than men to
follow the preferences of their family, there re-
mains a large share of women who are likely to
forge their own path or who are in between. This
underscores the importance of avoiding general-
izations regarding what women are or are not will-
ing to pursue professionally.

Participants were asked to provide any additional
comments they wanted to share regarding the
role of family in their career decisions. Some fe-
male participants explained that they value their
family’s advice and that their support is import-
ant, with one clarifying that this is the case given
that her family provides both moral and finan-
cial support. Other women explained that their
parents’ opinions are important but that profes-
sional decisions ultimately fall with themselves,
and yet others explained that families should
respect their children’s decisions. Some partici-
pants used a tone of appreciation to explain why
they consider their family’'s opinion. For example,
one female participant explained, “I really give
importance to their advance because it's thanks
to them that | have gotten to where I am.”

Some male participants took a similar tone. For
example, one explained, “It is important to me be-
cause they have more experience, so | take their
advice into consideration.” One male participant
made reference to the changing nature of the cul-
ture surrounding family consultation: “It is im-
portant but nowadays there is a certain freedom
in decision making, so the final decision is up
to me!” Another male participant referenced the
possibility that families may be unable to provide
relevant advice since there are domains that they
do not know.

While women face barriers in securing and retain-
ing employment in Algeria, study results reveal
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Figure 17: Young women placed significantly more importance than young men on whether their family
agrees with their career decisions

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree  nor Disagree Agree Agree

Females 7% 7% 5% 23%

Males

Note: Participants were asked to rate the extent to which they agreed or disagreed with the statement, “It is very important to me that my family
agrees with my career decisions.”

Source: Project youth interviews.

Figure 18: Young women were more likely than young men to indicate that they would not pursue a
career path if their families did not support it, but there remains a large share of women who would

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree nor Disagree Agree Agree

Females 23% 9% 30% 14%

Males 22% 9% 14% 11%

Note: Participants were asked to rate the extent to which they agreed or disagreed with the statement, “If my family does not support a career
direction that | would like to take, | will not pursue it.”

Source: Project youth interviews.



76

that young women are eager to participate in the
workforce, and that they believe in their ability to
do so. Despite some detractors, results indicate
that young women have the support of many of
their male peers, as well as employers. Positive
developments are underway that suggest that
more young women may begin entering the work-
force, especially in urban areas. However, the sup-
port of company leadership and managers will be
critical to ensure that women’s employment con-
tinues to develop in Algeria.

Approaches for Increasing Women's
Employment

When asked if they believed the private sector
could play a role in increasing women’s employ-
ment, many employers felt that it could, primarily
due to the fact that the private sector is currently
driving most hiring activities in the country. Em-
ployers also explained that the private sector is
advancing in the area of human resource man-
agement, and that it offers employees opportu-
nities to continue developing their competencies.
Despite these sentiments, one employer pointed
out that the public sector is more stable for em-
ployees, however. It was also noted that outside
of large cities, the public sector provides a signifi-
cant share of the available job opportunities.

A small number of interviewed employers are ac-
tively working to address the gender gap. They
have focused on efforts to recruit female direc-
tors and managers, including in less traditional
areas such as factory management; adopted poli-
cies that require final candidate lists to include at
least one female; and provided programming that
builds women'’s skills and leadership capacity
within the company. These companies are work-
ing to reach gender parity within their companies,
including top leadership. The companies that are

iv. The Algiers municipal council

placing greatest focus on this aspect of the busi-
ness are multinationals, but some local compa-
nies are also making efforts in this area. One em-
ployer explained that in his opinion, there are a
lot of unexplored paths to promote women'’s em-
ployment in Algeria. The efforts that some com-
panies are making to integrate women are an en-
couraging sign that Algerian work environments
may be becoming more supportive of women'’s
workforce participation.

Youth focus group participants indicated that
there were many ways to increase women'’s em-
ployment. Youth suggested approaches that in-
cluded social media announcements and other
advertising, incentives in job offers (no specifics
were offered), prioritizing employment types that
are most suited for women within the Algerian
context, providing training specifically for women
prior to recruiting them, adapting work hours to
suit women, and not requiring experience as a
condition for hiring.

When asked if they felt that there are any insti-
tutions that should play a role in developing
women'’s workforce participation, employer inter-
viewees cited universities, professional training
institutes, and ANEM. One suggested that univer-
sities could include professional practicums and
another suggested that ANEM could provide sup-
port to women in entering technical positions.

Youth focus group participants feel that there are
a large number of institutions and organizations,
both public and private, that play a role in pro-
moting female employment. They noted that all
public sector employers contribute to this effort,
particularly the Ministry of Education and the
Communal People’s Assembly (APC),” which they
explained hire a large number of females. In addi-
tion, they felt that banks play a role in promoting
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female employment, as do businesswomen clubs
and associations, as well as private companies
more broadly.

The Digital Economy

EFE explored the digital economy in Algeria under
this study given its key role in the 21st century la-
bor market and potential to create attractive jobs
for young people. In addition to increasing job
creation for youth, expanding the digital economy
could contribute to economic growth and help Al-
geria diversify its revenues away from hydrocar-
bons. Expanding the digital economy will require
reductions in the cost of internet access as well
as improvements in broadband quality, and the
creation of mobile and digital payment systems.®

The General Directorate for the Digital Economy,
which sits within the Ministry of Post, Telecom-
munications, Technology, and Digital (MPTTN), is
responsible for setting the national policy around
the development of the digital economy. In ad-
dition, the recently created Support Organiza-
tion for Digital Development (EADN), which also
sits within the MPTTN, is tasked with building an
ecosystem supportive of the digital economy, to
close the digital divide, and help Algeria build
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a knowledge-based economy. The EADN is also
charged with digitalizing government agencies.”

This study sought to assess the level of engage-
ment of youth in the digital economy, as well as
their level of interest in working within it. It also
sought to assess whether they foresaw any chal-
lenges to its expansion in Algeria.

Youth Interest in the Digital Economy

As a proxy for measuring the extent to which youth
are acquainted with the digital economy in Alge-
ria, youth interview participants were asked if
they knew of any Algerian companies operating in
the digital economy and if so, they were asked to
name at least one. In asking the question, it was
explained to youth that the digital economy refers
to companies that conduct business via the inter-
net. Two in three youth indicated that they were
unable to name an Algerian company operating in
the digital economy. There was no statistical dif-
ference between male and female participants in
their ability to name a company. Among youth who
indicated that they could name an Algerian com-
pany operating in the digital economy, 72% of par-
ticipants named the online marketplace Jumia -
which is, in fact, based in Nigeria. The second and
third most commonly mentioned companies are
Algerian and included the ecommerce and classi-
fieds site Ouedkniss, cited by 18% of participants,
and the taxi hailing application Yassir, cited by
10%. Some youth cited more than one company.

Although these results indicate that there is sig-
nificant potential to increase awareness of the
digital economy in Algeria among youth, they also
point to the nascent nature of the digital space
in the country. Sylabs, a technology entrepre-
neurship hub based in Algiers, conducted an eco-
systems mapping of the startup space in Algeria
which demonstrated that while there is interest
and traction in this area, there remains room to
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grow. The mapping identified only four late-stage
startups: Yassir, Ouedkniss, the taxi hailing ap-
plication Temtem, and the logistics and delivery
company Easy Relay.?

In order to gauge the potential for growing youth
employment in the digital economy from the sup-
ply side, youth interview participants were asked
to rate their level of interest in working in the sec-
tor. Overall, youth showed a high level of interest
in working in the digital economy, with 25% indi-
cating that they were extremely interested and
40% indicating that they were somewhat inter-
ested (Figure 19). There were no statistically sig-
nificant differences between genders.

Youth focus group participants showed some-
what less enthusiasm toward work in the digital
economy than interview participants. Some par-
ticipants viewed the digital economy as a new
and interesting area of employment, but interest
levels varied based on individuals' perceptions
of the work opportunities and environments in
the sector. Youth felt that it would be an inter-
esting domain if it allows for career growth and
is within the public sector or offers similar bene-
fits as those offered in public employment, such
as equivalent salaries, social security, and insur-
ance. Other benefits that would pique youth in-
terest would be having clear, stable, and what
they called “respectable” working arrangements,
as well as bonuses and leave benefits similar to
those offered in the public sector. The discus-
sion surfaced negative impressions that Algerian
youth have about the private sector more broadly,
referencing the lack of stability or benefits that
some have experienced in their jobs within the
private sector.

Positive attributes that youth focus group partic-
ipants associated with the digital economy are
that it allows flexibility in work hours and allows
employees to work remotely. They also felt that

Among youth interested
in working in the digital
economy, two in three felt

that they faced obstacles in
finding a job in the field

the sector does not place the same premium as
others on prior professional experience. However,
youth also expressed skepticism about the sector,
with some viewing companies within the sector as
phantoms with which they cannot gain direct con-
tact. Females were generally more skeptical than
males. Some female participants indicated that
their interest in working in the digital economy
would depend on the nature of work offered.

Perceived Obstacles to Joining the
Digital Economy

Among youth interview participants who ex-
pressed interest in working in the digital econ-
omy, two in three felt that they faced obstacles in
finding a job in the field. There were no statisti-
cally significant difference between genders.

Youth who felt they faced obstacles in finding a
job in the digital economy were asked to cite up
to two top obstacles they believed they faced. The
most commonly cited obstacles included a lack of
digital job opportunities in the market, cited by
38% of youth, insufficient professional experience
in technology (33%), and lack of relevance of their
area of study to existing job opportunities in the
digital economy (25%) (Figure 20).

Youth focus group participants perceived the
obstacles they face in joining the digital econ-
omy as similar to those they face in trying to en-
ter the workforce more broadly. Those obstacles
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Figure 19: Two-thirds of project graduates are interested in working at a company operating in the digital
economy

Extremely Interested | 25%
Somewhat interested | 0%
Neutral [ 14%
Somewhat uninterested [N 3%
Not at all interested NN 3%

Source: Project youth interviews.

Figure 20: Youth feel that a lack of digital job opportunities and insufficient preparation are the top
barriers to accessing digital jobs

A lack of digital job opportunities in the market I 33%
Insufficient professional experience in technology I 33%
My area of study is not relevant to job opportunities in the digital economy GGG 5%
Insufficient personal connections in technology companies I 17%
Insufficient technical background G 10%
Insufficient access to the internet N 8%

Lack of understanding of the field il 2%

Other G 21%

Note: Youth were permitted to select up to two top barriers. Other responses included a wide range of topics such as nepotism and lack of
experience and resources as broad topics not specifically related to the digital economy, and the need to complete the national military service.

Source: Project youth interviews.
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include experience, although some believe this is
less of an issue in the digital economy, the role
of personal connections, French and/or English
language skills, and a lack of direct contact with
companies.

In addition, some participants credited the digital
economy with facilitating online job searches by
creating new ways for youth to make contact with
companies. They also felt that it had reduced the
role of personal connections in job searches, pro-
vided more flexible work environments, and al-
lowed opportunities for first-time job seekers due
to a lesser focus on professional experience than
other sectors.

Perceived Obstacles to the
Development of the Digital Economy

Youth were asked to share their opinions regard-
ing the obstacles that the digital economy faces in
expanding within Algeria. More than half of youth
indicated that they were unsure or did not have
an opinion. Among those who had an opinion on
the matter, the most commonly cited challenges
included a lack of technological and financial
means, such as internet access, access to credit
cards, and the ability to pay online; a sense that
Algerians have not developed a culture of engag-
ing the digital economy; and a feeling that there
is a lack of confidence in the digital economy
in Algeria.

The digital economy is beginning to bud in Alge-
ria. This growth can be accelerated and employ-
ment opportunities generated if obstacles to the
sector’'s development are removed, awareness
around opportunities is increased, and youth
have access to training to prepare them for suc-
cess in digital careers.
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Increasing Employment in the
MENA Region - Algeria Project Case
Study

In recognition of the challenges that Algerian
youth face in entering and succeeding in the job
market, Education For Employment (EFE), with the
support of the Middle East Partnership Initiative
(MEPI), implemented the Increasing Employment
in the MENA Region - Algeria Project between 2015
and 2020. The pilot project benefitted 719 youth
(39% females) in the wilayas of Algiers, Oran,
Blida, and Bordj Bou Arréridj through soft skills
and employability training, as well as private sec-
tor job placements. Over the course of the pro-
gram, 94% of project graduates were confirmed
as having secured employment following training
completion, the majority of whom had done so
with EFE’s 17 project employer partners.

This case study outlines key results from the pro-
gram, including a discussion of project outcomes
for youth and the private sector, and highlights
key learnings from the project.

Project Overview

The project consisted of two programming
types: Job Training and Placement (JTP) and
Employability.

The JTP program focused primarily on improving
youth soft skills and was paired with sales and En-
glish language trainings depending on employer
need. EFE worked with employer partners under
the project to customize the JTP training to meet
their companies’ individual hiring needs. In addi-
tion, youth participants of the JTP programming
were recruited from the applicant pools of em-
ployer partners. Following training delivery, EFE
worked with its employer partners to help JTP
graduates secure jobs with them. The JTP program

served 616 youth over the course of the project
(37% females), securing a 98% graduation rate.

The majority of project participants were be-
tween the ages of 25-29, followed by 18-24 (Figure
21). Most participants lived in Algiers (83%), with
smaller shares from Oran (7%), Bordj Bou Arréridj
(5%), and other wilayas (5%). Nearly two-thirds of
participants had either a bachelor degree or ad-
vanced university degree. This was intentional, as
youth unemployment is higher in Algeria among
more educated populations, so the program was
targeted toward this group. Some youth had prior
work experience, but all were unemployed at the
time they entered the training.

The Employability program provided youth with
key skills required to conduct an effective job
search, including the development of a CV and
cover letter, how to succeed in job interviews,
and related skills. A total of 103 university stu-
dents (50% females) enrolled in Employability
courses, and 95 youth (48 females) increased their
employability.

All participants were university students in Al-
giers at the University of Science and Technology
Houari Boumediene (USTHB) and the Ecole Natio-
nale Supérieure de Management (ENSM). For this
reason, employability participants were younger
on average than JTP participants, with 90% of Em-
ployability participants being between the ages of
20-24 (Figure 21).

Analysis of Project Results

This section will focus on the results of the JTP
program, as most measurement activities were fo-
cused on this component of the project since it
provided more in-depth services to youth. Future
projects delivering employability training could
benefit from additional measurement activities.
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*Retention rate calculated by dividing the number of youth who were still working three or six months after job start, whether at their
original employer or a new employer, divided by the number of youth reached for the status check. Four youth had switched employers
within 3 months of job start and 15 had switched within 6 months. Unreachable rates for 3- and 6-month status checks were 5% and 15%,

respectively.
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Analysis of the quantitative and qualitative data
collected during and after the JTP training delivery
reveal that this project component had an overall
positive impact on both youth and employers.

Impact on Youth

Feedback collected via focus groups with training
graduates indicate that as a result of the JTP pro-
gram, youth noted an improvement in their con-
fidence in their ability to achieve objectives. They
also felt that they learned how to resolve con-
flicts, gained an ability to stay calm and manage
stress, and improved their communication skills.
Youth also stated that it increased their levels of
positivity and helped them learn how to bring out
positive aspects of themselves. They found the
high quality of the trainers and the applicabil-
ity of the training to multiple sectors, as well as
its applicability to both their personal and pro-
fessional lives, to be one of the most helpful as-
pects. Youth indicated that the workplace simula-
tions and roleplaying components of the training
were beneficial because they provided opportu-
nities for youth to practice the skills being taught
in the training.

In order to measure youth satisfaction quantita-
tively, youth interview participants were asked to
rate the likelihood that they would recommend
EFE to a friend or family member. Nearly 90% of
youth interviewed indicated that they would rec-
ommend EFE, with 75% indicating that they were
extremely likely. There was no variation between
men and women. Youth interview participants
explained that they felt the training was of high
quality and that it was useful and practical. Some
explained that it helped them find a job, and oth-
ers explained that the training helped them in
the workplace. A small number of youth felt the

training was not helpful for them, but did not pro-
vide a significant amount of detail as to why not.

Job Placement Characteristics

As referenced above, among the 604 graduates of
the JTP training, 567 were confirmed as having se-
cured jobs following the training.’ A total of 98%
of initial job placements secured after the train-
ing were full-time positions. Job placement rates
increased over the course of the year following
graduation from the trainings, but the majority of
youth secured employment within 6 months af-
ter graduation. Placement rates for women were
initially lower than those of men, but eventually
caught up (Figure 22).

On average, project

graduates work 42.3
hours per week

Information regarding the contract types that
youth secured was not collected as part of the
project monitoring data. However, the youth in-
terviews conducted under this study shows that
just over half of employed youth participants
(56%) are working under fixed-term contracts
(CDD), with the remainder working under perma-
nent contracts (CDI). Male and female participants
were equally likely to be working under each con-
tract type.

The youth interview results also provide insight
into the number of hours youth work each week.
On average, project graduates work 42.3 hours per
week, with some youth working as little as 8 hours

Job status was confirmed via periodic phone calls with youth and their employers.
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Figure 21: Program participant age breakdown

JTP Program Employability Program

W 18-24 W 20-24
W 25-29 | 25-29
W 30-34 H30-32

Source: Program monitoring data.

Figure 22: The majority of project graduates secured employment within 6 months of graduation
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W Total
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Note: Job placement rates were calculated by dividing the number of youth who were confirmed as having secured jobs by the number of youth
reached for employment status checks. The unreachable rate at graduation was 1%, at 3 months was 2%, at 6- and 9-months was 3%, and at 12
months was 4%.

Source: Project monitoring data.
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a week, and others working as many as 72 hours
per week. There was no statistical difference in
hours worked between male and female partic-
ipants. In Algeria, a standard workday is eight
hours, and the legal maximum for days worked
per week is six!

Interestingly, 39% of employed graduates indi-
cated that they had gained increased income fol-
lowing the program, with no statistical difference
between genders. This may indicate that youth
gained income from sources other than formal
employment prior to joining the training, since all
youth were unemployed prior to joining.

The most common industry of placement post-
training was retail, with 1% of graduates secur-
ing positions in this field. Industry was the second
most common, with 24% of graduates working in
the field, followed by banking and finance, with
16% (Figure 23).

The composition of job placement sectors was the
result of the sectors in which project employer
partners operate. Retail was a highly successful
sector for project graduates to secure job place-
ments due to a number of reasons. First, EFE was
able to identify major retail companies that were
expanding their presence in Algiers and Oran and
were therefore looking to hire for large numbers
of entry-level positions. In addition, retail posi-
tions were ideal opportunities for young people
who did not have substantial professional expe-
rience. Positions in industry were found to be at-
tractive opportunities for young men given the
cultural context, whereas banking positions were
attractive opportunities for young women, also
due to the cultural context.

More than half of youth who secured jobs follow-
ing training completion worked in sales positions
(57%), followed by customer service (15%) and
manufacturing (8%) (Figure 24).

Almost all of the first positions that youth secured
following graduation were formally declared. Pro-
gram monitoring data on this point is available for
412 of the 567 youth confirmed as having secured
employment. Among those 412, 99% had secured
a formally declared job following the training.
Data was not collected for the remaining individu-
als because the question regarding formality was
added to the job placement questionnaire after
job placement data for the initial cohorts had al-
ready been collected.

Employment Retention

Job retention rates were strong overall, and re-
mained high through 9 months following employ-
ment start. A drop off in retention was observed
between 9 and 12 months, which was more pro-
nounced for young women (Figure 25). Maintain-
ing high response rates presented a challenge for
retention measurement. Given that many youth
in Algeria change their phone numbers over time,
increasing numbers of beneficiaries became un-
reachable as time went on. The unreachable rate
for the 3-month retention status check was 5%,
compared to 15% for the 6- and 9-month checks,
and 30% for the 12-month check.

Although the lessening response rates create
challenges for data quality, the data that is avail-
able suggests that some youth - particularly
young women - may face difficulties in remaining
in their jobs for longer than 9 months. However,
retention rates for young men at 12 months re-
main relatively strong.

Project consultants provided informal mentoring
via social media groups that training graduates
joined. This support was helpful in guiding some
youth through challenges encountered early on
in their tenure, but may not have been sufficient
to promote longer-term retention. This point war-
rants further study to determine ways to maintain
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Figure 23: The most common industries of job placement post-training were retail, industry, and banking
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Source: Project monitoring data.

I 2%
I 6%
%

M 2%

W 2%

B 2%

M 2%

B %

I 1%

I %

I 1%

B 3%

Figure 24: More than half of youth who secured jobs following training worked in sales positions
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retention for a minimum of a year in order to help
youth gain a solid amount of work experience
prior to moving on to other opportunities.

The majority of youth who left their job place-
ments had been working in industry or retail, and
they had a tendency to change sectors in their
second job placement. The share of youth working
in retail was only 12% among those who secured
a new job, compared to the 41% of youth who
worked in the sector in their initial placement.
Individuals who worked in banking and switched
jobs, however, tended to move on to a new posi-
tion in banking for their second job opportunity,
with rates of employment in banking and finance
remaining relatively stable at 12%. Employment in
pharmaceuticals and construction increased to
12% in both cases, up from 1% and 0% of project
graduate first-time job placements, respectively.
This suggests that youth may view banking as a
longer-term career path than retail or industry.

98% of initial job
placements secured after

the training were full-
time positions

Among youth who left their initial job placements
and began new positions, a large share continued
to work in customer-facing roles including sales
(21%), marketing (15%), and customer service
(12%) across different industries.

Full-time positions remained the most com-
mon job type in subsequent positions, with 85%
of youth securing them after leaving their first
job following training completion. Much smaller
shares worked in part-time positions (6%),
self-employment (6%), and in temporary posi-
tions (3%). Youth interview data indicates that the

share of youth who were working formally may
have decreased somewhat following initial job
placements, although the overall share remained
high. Among interview participants who were cur-
rently working, 90% were working in formally de-
clared employment.

Cohort Effects of Working with Project
Alumni

Working with other EFE graduates was correlated
with individuals retaining a job for a period of
three months. Among employed project gradu-
ates, 23% indicated that they worked with other
EFE alumni. Two-thirds of individuals who indi-
cated that they worked with other EFE graduates
felt that it was beneficial (Figure 26). Youth cited
many reasons for this, including a shared under-
standing with their coworkers, fluid communica-
tion, and improved group cohesion. One gradu-
ate explained that she was experiencing personal
problems and that being surrounded by the col-
leagues from the training helped her through it.
Another explained that he works in a high-stakes
profession involving electricity, and that know-
ing his colleagues from the training makes him
feel more calm. One employer partner noted that
having youth take the training together created a
friendly environment and another remarked that
it helped support teamwork.

Although working with other EFE graduates was
correlated with retention at three months after
placement, it was not correlated with job reten-
tion at periods after three months. Most youth
who left their jobs cited dissatisfaction with sal-
ary or benefits as a main reason for leaving their
position (Figure 7), so it is likely that working with
EFE graduates has a positive effect on youth re-
taining their jobs when they initially begin work-
ing at their companies, but that it is not sufficient
to compensate for the other factors that eventu-
ally cause them to leave.
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Figure 25: Job retention through 9 months remained strong, but there was a drop off between 9 and 12
months following employment start

95% 96% 96%
89% 88% 89%
84%

80% 83%
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1%
63%
H Male
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H Total

3 Months 6 Months 9 Months 12 Months

Time Period Following Job Start Date

Note: Retention rates are calculated by dividing the total number of youth confirmed as having retained their job for the duration of the
measurement period, divided by the number of youth who could be reached for the status check. Unreachable rates increased with time and were
5% at 3 months,15% at 6 and 9 months, and 30% at 12 months.

Figure 26: Nearly two-thirds of graduates who worked with other project graduates felt that it was
beneficial

M Yes
M Not sure

H No

Source: Project monitoring data.

91



92

Youth Career Trajectories

In order to gauge the longer term effects of the
program, the study considered youth plans for the
next five years. Regarding their current employ-
ment arrangements, just over a third indicated
that they did not know how long they would re-
main with their current employer, 17% indicated
that they planned to stay for less than one year,
and 30% indicated that they would stay for be-
tween 1-2 years. A small share of youth (8%) indi-
cated that they planned to remain for more than
five years (Figure 27). There was no statistical dif-
ference between young women and men or be-
tween those working under CDD or CDI contracts
in terms of the amount of time they planned to
remain with their current employer. The lack of
variation between youth holding CDI and CDD
contracts is interesting, as temporary contracts
are often associated with higher rates of turnover.
It is possible that youth responses to this ques-
tion are more reflective of their lack of visibility
on their future plans more broadly rather than
their opinions regarding the relative stability and
desirability of CDD versus CDI contracts.

Study results suggest that the program may have
increased young people’s sense of optimism sur-
rounding their work opportunities in Algeria. Two-
thirds of project graduates indicated that they
agreed with the statement, “As a result of the pro-
gram, | feel that | can build a career for myself
in Algeria” (Figure 28). There was no statistically
significant difference between male and female
participants on this question, nor between proj-
ect graduates who were working and those who
were not.

In addition, the project may have had an effect on
youth interest in migrating, though the results are
not conclusive. Although many graduates of the
EFE programs expressed the intention of remain-
ing in the Algerian workforce, whether through

The majority of youth who
left their job placements had
been working in industry
or retail, and they had a
tendency to change sectors in

their second job opportunity

wage employment or through starting their own
business, 16% of females and 9% of males indi-
cated that they would like to emigrate to work
abroad. An additional 2% of females and 5% of
males indicated that they would like to study
abroad. Some male and female participants of the
youth focus groups also expressed an interest in
emigrating (Figure 29).

The SAHWA study of 10,000 youth in Arab Mediter-
ranean Countries (AMCs) found that approximately
25% of youth in AMCs have an interest in migrat-
ing.2 The stated preferences of the participants in
the youth interviews conducted under the pres-
ent study show a slightly lower inclination toward
emigration than the overall rate in AMC countries.
However, it is difficult to make a definitive conclu-
sion regarding the role of the program in affecting
this point since we do not have baseline data on
project participant preferences against which to
compare the endline results.

Perhaps the most surprising result from the study
of young people’s future plans was the large share
of both male and female youth who expressed in-
terest in starting their own business. In addition,
both male and female participants of the focus
groups expressed interest in starting their own
businesses, noting that this interest was sparked
following the EFE training. This is interesting, as
the training did not include an entrepreneurship
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Figure 27: A third of youth are not sure how long they will remain with their current employer
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Source: Project youth interviews.

Figure 28: As a result of the program, two in three project graduates felt that they could build a career
for themselves in Algeria
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that | can build a career in Algeria

Source: Project youth interviews.
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module. Among youth interview participants, 23%
of young women and 26% of young men indicated
that they would like to start their own business
during the next five years (Figure 29). The BAYF
study, which was mainly focused on individuals
outside of Algiers, also noted an interest among
youth in creating their own business ventures, es-
pecially among young women.

Value for Employer Partners

Overall, employer partners expressed that their
companies and the youth had benefitted from
their engagement with EFE under the project and
that the trainings were of high quality. A number
of employers mentioned the high quality of the
trainers in particular. All employers interviewed

indicated that they were either likely or extremely
likely to recommend EFE to a colleague seeking to
hire young professionals for entry-level positions.
Employers appreciated the training’s uniqueness
within the Algerian training landscape, and noted
that it helps close the gap in workplace prepared-
ness following young people’s completion of uni-
versity education. They explained that the train-
ing’s focus on practice over theory is an important
aspect. One employer noted that the training had
enabled them to shift their recruitment toward
recent university graduates.

In addition, some employers noted that the en-
gagement was helpful because EFE helped com-
panies select promising and more successful can-
didates from among their applicant pool. Through

Figure 29: During the next five years, most project graduates wanted to either start their own business
or look for a new position within a new company in Algeria
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Among youth interview
participants, 23% of young
women and 26% of young

men indicated that they

would like to start their
own business during the
next five years.

this process, one employer felt the program en-
abled them to get to know the candidates better
prior to hire.

Some employers noted that the engagement with
EFE had generated cost savings for their compa-
nies because of reduced turnover and absentee-
ism, improved employee sales performance, and
increased speed at which youth integrated within
the company upon hire. In addition, multiple em-
ployers noted that the fact that the training was
provided free of charge had generated cost sav-
ings for their companies.

Employers generally felt that EFE graduates
showed marked strengths compared to other
entry-level employees. In addition to the points
mentioned above, employers noted that EFE grad-
uates are generally more prepared for the work-
place, have better communication skills, behave
more professionally, and have stronger prob-
lem-solving abilities, discipline, motivation, and
a spirit of initiative. Other themes that emerged
were that EFE graduates are able to maintain a
positive attitude, manage their stress, and resolve
conflicts. Employers also felt that graduates have
better alignment with the overall mission and val-
ues of their companies and have a higher amount
of openness and self-confidence.
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However, some employers noted mixed results re-
garding aspects of project graduate performance.
For example, a small number of employers noted
that some graduates struggle to maintain motiva-
tion over the long term. An employer operating in
the retail sector said that turnover was not lower
for EFE graduates compared to non-graduates,
explaining that EFE graduates had tended to re-
main at the company for around 18 months. One
employer noted that in their opinion, some youth
may have increased their expectations following
the project training because it gave them a sense
of the possibilities available, and contributed to
overconfidence and shorter retention periods in
some cases. Another employer theorized that be-
cause of the supportive training environment and
the emotional nature of the training, youth may
face a harsh reality when they join the workforce.

Employer feedback was highly positive overall,
despite the few cases in which project graduate
performance did not meet employer expecta-
tions. Employers expressed interest in continuing
to collaborate with EFE on future trainings, with
many employers adding that they would like to
have their middle managers trained as well.

Overall Learnings

In the course of implementing the project, EFE
gathered a number of key learnings and potential
areas for program improvement:

The Algerian private sector is eager for oppor-
tunities to close the youth skills gap in order to
support their entry-level hiring efforts. Employ-
ers are also eager to upskill their existing work-
force through soft skills trainings. EFE delivered
JTP trainings with 17 employer partners, and in
some cases delivered several classes with the
same partner. Employer partners provided posi-
tive feedback on the training given the changes
they observed in young people’s soft skills, and

O

95



96

FELL T Ty R e

PH M

>

brmnnwweny 7@ SR L

expressed interest in having access to the training
for their current employees, not just new hires.
Employers felt that training middle management
would create a more conducive environment for
youth to apply the new ways of working that they
learned in the training. They also believed it would
address concerns that some employees have re-
garding equitable access to trainings for employ-
ees at different levels of the company hierarchy.

There is interest within public universities in pro-
viding career-oriented content, such as job search
trainings. The project delivered four Employability
trainings at USTHB and one at ENSM, as well as
a JTP class at ENP and found a high level of en-
thusiasm amongst university administrators. This
is an area that should continue to be developed
under future programming, with enhanced mea-
surement activities for Employability trainings to
better determine program outcomes.

Although engaging SMEs is a worthwhile effort
for workforce development programs, engaging
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larger firms that are hiring in greater numbers is
more conducive to securing high job placement
rates following trainings. EFE found that the most
effective and efficient approach was to form part-
nerships with employer partners that could hire
between 15-20 youth at a time, and then tailor the
soft skills trainings directly to the needs of those
employers. This approach resulted in the highest
employment rates for youth. Engaging SMEs would
increase the risk that youth complete the train-
ing and are not hired afterward, and would signifi-
cantly increase the coordination burden for each
class. It should be noted, however, that even large
companies can face challenges in accommodating
large numbers of new hires at a time given that
their hiring activities are not always predictable.

Future programs may consider holding informa-
tion sessions for women and their families in or-
der to increase the share of project participants
who are female. Programming could also work di-
rectly with employers to track young women into
career-building opportunities. The project aimed



to achieve a 50% rate of female participation, but
was not able to reach this target, reaching only
39%. Given that female labor force participation in
the country is less than half this figure, it remains
an achievement. However, active engagement of
both young women and employers could work
to close the gender participation gap and ensure
that young women gain access to opportunities
that will help them launch their careers.

Youth often leave the soft skills training very mo-
tivated, but this motivation can go down over
time as the reality of the job and workplace sets
in. One way to approach this challenge could be to
extend programming into multiple stages, includ-
ing a mentorship and training refresher compo-
nent to help youth acclimate to the workforce and
manage challenges with the support of a mentor.
The project had an informal mentoring compo-
nent that developed organically through group
social media chats with graduates and EFE's lo-
cal consultants, but youth could likely benefit
from having access to a more structured support
mechanism. Job practicums that form part of the
program could also be a way for youth to experi-
ence the workforce in a structured and supportive
environment prior to beginning their independent
employment journeys.

Notes
1 World Bank (2020).
2 Boucherf and Souaber (2017).
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Trainings should continue to focus heavily on
communication skills, and may benefit from in-
creasing their sectoral focus. Employers em-
phasized the importance of communication as a
key skill in the workplace, and they were gener-
ally impressed with the results of the training in
this area. Given its importance, however, they ex-
plained that emphasizing the competency to an
even greater extent in the training could be bene-
ficial. In addition, increasing the sectoral focus of
trainings could allow youth to gain a more specific
understanding of their career trajectories within
their particular sectors of focus.

EFE will incorporate these learnings into future
programming when possible, and encourages
other implementers to consider them for similar
programming.
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World Learning Case Study

Stimulating youth and women'’s
employment in Algeria

World Learning is a US-based nonprofit organiza-
tion founded in 1932 and dedicated to creating a
more peaceful and just world through education,
sustainable development, and exchange. Among
its projects in over 100 countries, World Learning
has worked in Algeria since 2005, including work-
force development-related programming since
2010. With support from the US State Department,’
World Learning has implemented the Algeria Uni-
versity Linkages Program (AULP), the Promoting
Education, Altruism, and Civic Engagement pro-
gram (PEACE), the Youth Employment Program
(YEP), and the new Algeria Entrepreneurship and
Employment project (AEE). Combined, the AULP,
PEACE, and YEP projects reached over 22,250
youth with soft skills training and career advis-
ing, while AEE is planned to reach another 1,300.
These projects have targeted youth in a total of 12
of Algeria’s 58 governorates. World Learning’s lat-
est tracer study, involving 3,601 YEP alumni, docu-
mented an employment rate of nearly 80% among
youth who engaged in an independent search for
work after program participation, a significant
achievement considering Algeria’s general con-
text of 291% youth unemployment' and low over-
all rates of youth labor force participation.

World Learning’s core model in these projects has
been to work with existing educational institu-
tions—public universities and private and techni-
cal and vocational (TVET) institutes—to establish
or improve career centers, applying the principles
and tools of the organization’s WorkLinks model.
Such centers make available to youth a range of
offerings: online and in-person career counseling,

employability and soft skills trainings, job fairs
and other networking events, guest speakers,
worksite visits, demand-driven professional,
technical, or vocational courses, and some direct
internship or job placements depending on local
collaborations with ANEM. World Learning's indi-
vidual projects have achieved an enduring impact
on the context by ensuring that these capacities
are built within existing institutions, many of
which have continued serving thousands of youth
after project close.

In addition to these large-scale career center
projects, World Learning has also implemented
a number of other innovative models, both with
State Department and private funding.’ These
models include programs offering English for
the workplace, STEM education, and career guid-
ance for young women under the organization’s
Bawsala Career Mentorship Program, and for high
school students under the English Access Micro-
scholarship and PLUS programs. Many of these
models draw on the involvement of volunteers
who want to make their skills available to other
Algerians by serving as professional mentors, in-
dustry representatives, and volunteer youth men-
tors running STEM activities.

Over the years, World Learning has drawn three
core lessons from these experiences:

- Skills matter: Young people need more opportu-
nities to practice the specific employability and
soft skills demanded in the Algerian context.

« Flexibility works: Scaling up youth workforce de-
velopment in Algeria relies on entrepreneurially
creating opportunities, using what you have,
within an overall context of unpredictability.

i Project funders included the US Embassy Public Affairs Section and the Middle East Partnership Initiative (MEPI).
ii Private funders have included Anadarko Petroleum, Dow Chemical, Boeing, and HSBC bank.



+ Diffusion is possible: Especially at the local level,
Algerians are eager to help expand successful
models—implementers should spread the inspi-
ration, the tools, and the lived experience.

The following paragraphs briefly summarize the
organization’s learning on these topics.

Skills Matter

World Learning's experience implementing soft
skills programming in Algeria has highlighted the
need to learn in greater depth about the specific
skills requirements in Algeria’s labor market, as
well as draw on recent advancements in interna-
tional research in teaching soft skills. In 2018,
World Learning designed and undertook qualita-
tive research in Algeria to examine specific con-
textual needs for soft skills, as well as determine
what the organization’s existing soft skills courses
were achieving. This research included re-ana-
lyzing qualitative interview data with employers
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from nine earlier YEP local labor market assess-
ments. It also involved new individual question-
naires and focus group discussions with stratified
groups of 90 Algerian youth beneficiaries of the
program—male and female, employed and unem-
ployed—in six governorates.

Youth described personal weaknesses that had
hindered them in their job search, as well as con-
textual obstacles they faced, and they shared their
own theories regarding the major differences be-
tween youth who had and had not succeeded in
finding employment. Overall, the research con-
cluded that there were 12 essential soft skills for
Algerian youth to obtain employment, divided
into three domains:

- Intrapersonal: positive self-concept, self-mo-
tivation, perseverance, adaptability, managing
emotions (particularly stress), goal-orientation,
conscientiousness or being hardworking

i See, for examples, Soares, F,, Babb, S., Diener, 0., Gates, S., & and Ignatowski, C. (2017). Guiding principles for building soft skills among adolescents

and young adults. Washington, DC: USAID YouthPower Implementation.
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- Interpersonal: social skills (building relation-
ships with others and managing conflict),
communication skills (combining oral, writ-
ten, nonverbal, listening), and professionalism
(as defined by Algerian employers, including
self-presentation, work ethic, and etiquette)

« Cognitive skills: problem-solving, and planning
and time management

In particular, the importance of self-motivation,
perseverance, adaptability, and managing emo-
tions stood out in the comments of Algerian
youth. Employed and unemployed, male and fe-
male youth made comments like the following
when trying to explain why some youth found
jobs and others did not: “It depends on the level
of motivation of the person. If you are a motivated
person, you won't stop looking” (unemployed fe-
male), and “It all comes down to persistence—you
have to be proactive during the search, you have
to be aware of the job openings. Otherwise there
is no way it is going to work” (employed male). For
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Representatives of TVET institutes discuss the employment environment for youth s5=- “

more information, World Learning’s full research
report is available online.?

Flexibility works

In entrepreneurship theory, “effectuation” is a
flexible logic that many successful entrepreneurs
exhibit, and which differs from causal step by
step planning to reach a predetermined project or
business goal.? If we are to scale up workforce de-
velopment efforts in contexts like Algeria, which
are often unpredictable at the same time as hav-
ing strongly entrenched bureaucratic structures,
World Learning has found it important to apply
principles of effectuation—to work with the re-
sources at hand to craft nimble solutions that can
adapt to negotiations with important stakehold-
ers—government institutions, educational insti-
tutions, private sector actors, funders, and youth
themselves—over time.

For example, World Learning learned early on in
its initial efforts to establish career centers at
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public universities that these institutions cannot
be easily reoriented to focus on the employment
of graduates once they finish their degrees. Uni-
versity administrators and faculty see their role as
only promoting academic learning and research.
Simultaneously, institutional structures do not
allow for the flexible addition of new job titles
such as “career counselor” While these realities
have hindered expansion of the availability of
career services through the public system, World
Learning was able to communicate this reality to
funders and adapt a new approach in partner-
ship with private training institutions—which had
greater internal flexibility plus a closer under-
standing of employers’ needs, and the incentive
to respond to those needs.

World Learning has also used large-scale events
and social media to spread skills related to ca-
reer centers and career counseling more broadly,
including helping to build the relationships that
must underlie any genuine social movement.
Through such efforts, the directors of several in-
stitutes decided to join together of their own ac-
cord to create Techghil, a national career center
federation, to continue exchanges around how
to promote career advising around the country.
World Learning has supported this unplanned
initiative in a flexible manner, as this nascent in-
stitution gradually determines what its goals will
be and how they will achieve them. The organiza-
tion hopes that continued efforts in these direc-
tions, undertaken in an organic way as “effectu-
ation” thinking suggests, may eventually lead to
increased labor market orientation within public
sector universities and related institutions.

Diffusion is possible

World Learning has sought to make its tools and
resources available to a wide variety of different
stakeholders in order to diffuse more broadly the
improvements in career services and workforce
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development that Algeria’s economy and society
need. Through the hosting of two large-scale Youth
Employment summits, including the participation
of youth, education administrators, government
representatives, and the media, World Learning
has shared toolkits for operating career centers
and offering soft skills trainings. The organization
also used its social media platforms (anchored by
the World Learning Algeria Facebook page, with
40,000 followers) to share ideas and resources
broadly. Most importantly, the organization has
ensured that people with experience implement-
ing these models can share their enthusiasm with
others. As a result of these efforts, World Learn-
ing has seen student Youth Employment Summit
attendees arise to create informal career center
clubs at some campuses, and at least one educa-
tional institution has created a new formal career
center of their own initiative, using World Learn-
ing materials. Several groups that participated
in the inaugural Youth Employment Summit also
went on to establish career centers that served as
project partner sites under subsequent workforce
development programming, illustrating the posi-
tive compounding effects that sustained funding
for this work can generate.

Another inspiring example of diffusion—and the
power of individual initiative—comes from World
Learning’'s STEM centers, which are building future
skills for a transforming economy. In a context with
very little hands-on STEM experience in the formal
school system, World Learning launched a STEM
center with private funding support in 2016 in Al-
giers. Offering after-school workshops and camps
in areas such as biology, graphics design, gaming,
and robotics, this STEM center soon attracted a
devoted following of youth. Many of these youth
went on to mentor other youth as volunteers, and
even to begin teaching Algerian teachers how
to implement these methods within their class-
rooms. The success of Algeria’s first team to en-
ter an international robotics competition, a team

S
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Career center staff plan for center sustainability
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nurtured by the Algiers STEM center, prompted
many of these youth to seek ways to extend STEM
center activities to other wilayas—so that future
robotics teams could represent the whole country
rather than just Algiers. As a result, World Learn-
ing now supports two formal STEM centers and
seven additional STEM “corners” in geographi-
cally diverse governorates—as youth themselves
strive to share these skills and experiences with
their peers.

Overall, World Learning’s experience promoting
youth employment in Algeria has shown that soft
skills matter, that flexible “effectuation” thinking
can help seize opportunities in a complex envi-
ronment, and that spreading inspiration and lived

Notes
1 Office National des Statistiques (ONS), September 2018

2 https://www.worldlearning.org/wp-content/uploads/2018/04/
YEP-Qualitative-Research-Analysis_SummaryReport_MEPI.pdf

3 See www.effectuation.org
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experience can help to diffuse new and promising
models around the country. World Learning looks
forward to continuing its engagement in these ar-
eas in the coming years.
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In order to increase youth
employment, young people
must gain an improved
understanding of the skills
needed to secure jobs and

succeed in the workplace,
and private sector
employers must provide

suppotrtive environments
to help youth ease the
education-to-work transition

Despite the challenges that Algeria faces in re-
ducing youth and women’s unemployment, the
country has significant resources at its disposal
to build a future in which youth and women par-
ticipate fully in the economy. In order to increase
youth employment, young people must gain an
improved understanding of the skills needed to
secure jobs and succeed in the workplace, and
private sector employers must provide support-
ive environments to help youth ease the educa-
tion-to-work transition.

Employers can support this process by taking the
time to understand young employee motivations
and interests, in addition to working collabora-
tively to outline how youth can expect to see their
careers - and salaries - grow within their compa-
nies over time. In addition, employers can offer
short employee trainings to help youth develop
their soft and hard skills while also increasing
employee engagement.

For its part, the higher education system can in-
crease its private sector orientation through the
provision of soft skills and job search trainings for

students. Through the creation and development
of career centers, universities can help youth
choose market relevant areas of study and locate
internship opportunities to gain professional ex-
perience in low-stakes environments.

Like youth employment, women’s employment
constitutes a largely untapped resource that can
help grow the Algerian economy. While much
progress has been made in increasing women’s
educational attainment in Algeria, women'’s labor
force participation remains one of the lowest in
the world. However, if the private sector and Al-
gerian women themselves continue to build upon
the positive trends documented in this study,
women'’s labor force participation stands to in-
crease, as does the share of women in leader-
ship positions. Thoughtful and deliberate action
from company management to support women
in building self-confidence and taking on non-
traditional roles can ensure that this progress
continues.

Study results indicate that Algerian young women
hold a wide range of beliefs regarding the impor-
tance of their family’s opinions in making career
decisions. Employers should take pause and con-
sider this diversity when making hiring and pro-
motion decisions so as not to assume that women
are unable to meet the needs of leadership roles
because they require travel or working long hours,
for example. On the other side, Algerian women
and their families should be aware that placing
restrictions on women'’s travel limits their ability
to take on leadership roles within the private sec-
tor in some cases.

From the regulatory side, the Algerian government
may wish to consider convening a public dialog
on the topic of current legal restrictions on wom-
en’s ability to work at night. In some cases, this
regulation is serving as a justification for not hir-
ing greater numbers of women.
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Lastly, the digital economy presents a significant
opportunity for the Algerian economy to keep
pace with the changing nature of work in the 21st
century, maintain competitiveness on the global
scale, and diversify revenue away from hydro-
carbons. In order to reap the benefits of this op-
portunity, the Algerian government may wish to
prioritize reforms that enable digital payments
and simplify business registration processes. In
addition, educational institutes and startup in-
cubators can increase the extent to which youth
are acquainted with opportunities in the sector
and provide roadmaps for how to build careers
within it.

The preceding analysis has generated the follow-
ing recommendations for the Algerian govern-
ment, the Algerian private sector, implementers,
and funders.

Recommendations to the Algerian
Government:

Recommendation 1.A: The Algerian government
may wish to consider incorporating job search
and soft skills modules within standard educa-
tional curricula at both secondary and tertiary
levels, possibly managed by career centers. Al-
gerian employers in the private sector feel that
youth are not adequately prepared to conduct ef-
fective job searches and succeed in the workplace.
Youth often do not prepare quality CVs, and are
unsure of how to highlight their competencies to
employers and how to succeed in job interviews.
When they do secure private sector employment,
youth often lack the soft skills needed to retain
their positions. An increased understanding of
how to engage employers and work effectively in
the private sector would improve employment re-
sults for youth and build their confidence.

O
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Recommendation 2.A: The Algerian government
may wish to consider incorporating profession-
al practicums within tertiary education systems,
and continue to provide apprenticeships within
the TVET system. Study results indicate that em-
ployers face difficulty in hiring youth, in part, be-
cause they lack the experience required for suc-
cess on-the-job. Incorporating these components
within university education, and continuing to im-
plement them within the TVET system, would help
increase the extent to which graduates are pre-
pared to succeed once they secure their first job.

Recommendation 3.A: Impact evaluations of gov-
ernment-funded active labor market program-
ming can be conducted to determine effective-
ness. Rigorous evaluations will help ensure that
government programming is producing the in-
tended results on youth employment and making
the most efficient use of government resources.

Recommendation 4.A: The Algerian government
may wish to consider convening working groups
that bring together private sector companies,
youth, university representatives, and key deci-
sion makers from ANEM, ANSEJ and ANGEM, as well
as employment agencies at the regional level, in
order to increase coordination among main sys-
tem actors for the benefit of youth employment
and entrepreneurship. The disconnect between
educational institutions and the private sector in
Algeria is a central driver of youth unemployment
in the country. As referenced in this study, some
employers are proactively engaging universities
to incorporate specific modules into their curric-
ula. Under the leadership of ANEM and related in-
stitutions, this type of coordination could include
a wider range of stakeholders in a more formal-
ized manner, therefore increasing the sustainabil-
ity and efficiency of the approach. In addition to
engaging youth within key stakeholder conven-
ings, social media platforms can be leveraged to
gather a broad range of youth perspectives.

Recommendation 5.A: The Algerian government
may wish to continue relaxing regulations on the
private sector, including simplifying business
registration processes, in order to stimulate pri-
vate sector job growth and enable youth entre-
preneurship. These steps would be in line with
Algeria’s New Economic Growth Model 2016-2030
focusing on structural transformations and im-
proving the business climate. They would also
address one of the key challenges driving youth
unemployment, which is inadequate job growth.

Recommendation 6.A: The Algerian government
may wish to consider continuing modernization
efforts for ANEM to improve the services it offers
to youth and employers. Promising areas for de-
velopment could be the inclusion of soft skill com-
petencies for youth within the ANEM system given
their importance to private sector employers, and
to continue investments in IT systems to enhance
accessibility of services on all types of devices. IT
tools that enable broad gathering of job postings
and labor market information, such as the Al tool
used in this study, could also be considered.

Recommendation 7.A: The Algerian government
may wish to consider convening a public dialog
on the topic of the legal restriction on women
working at night. Multiple employers cited this le-
gal prohibition as a reason why they had not hired
more female employees. The World Bank’'s Wom-
en, Business, and the Law Index includes women’s
ability to work at night as one indicator of their
ability to contribute economically.

Recommendations to the Algerian
Private Sector:

Recommendation 1.P: Algerian private sector em-
ployers should put in place transparent hiring
mechanisms to ensure they are recruiting the
best talent and are reducing their reliance on
personal networks for hiring. The heavy reliance
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on personal networks in hiring excludes youth
who do not have strong personal networks. It also
discourages youth from conducting active job
searches. Furthermore, it shrinks the talent pool
from which companies can draw, thereby reduc-
ing the chance that employers are hiring the best
candidates available.

Recommendation 2.P: As part of the onboarding
process for new employees, companies should
outline the career trajectory that young en-
try-level employees can expect to take if they re-
main with the company. Youth expressed frustra-
tion in feeling that they only find “petites postes,”
or low-level jobs, during their job searches. In
addition, the top reason youth leave their jobs
is due to dissatisfaction over salary. Given that
youth have not been oriented toward the private
sector during their education, employers may in-
crease retention by investing time during the on-
boarding period to understand youth aspirations

and explain the road map for how youth can grow
within their companies.

Recommendation 3.P: Consider approaching en-
gagement with young employees with a focus on
creating a sense of stability and career growth
potential. Many youth feel that their employment
situations are unstable, and some do not feel sup-
ported by their supervisors. Both factors are like-
ly to contribute to turnover. In order to address
these issues, employers may consider offering
permanent contracts (CDI), ongoing training and
job shadowing opportunities for youth, as well as
soft skills training for managers to help them en-
gage constructively with young employees.

Recommendation 4.P: Prioritize efforts to in-
crease the share of female employees at different
levels within companies, including leadership.
The benefit of women’s employment to national
economies is well documented, as is the financial
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benefit of diversity to companies’ bottom lines.
Employers should work to actively recruit young
women in non-traditional roles and support ex-
isting female employees in advancing within their
companies. Young women hold a variety of per-
spectives about how they would like to partici-
pate in the labor force, so employers should sup-
port young women as individuals and not make
assumptions according to how women have tradi-
tionally behaved in the workforce.

Recommendations to
Implementers:

In addition to the key learnings and recommen-
dations highlighted within the Case Study section,
the following recommendations present high-
level areas where implementers may wish to focus.

Recommendation 1.I: Consider including women'’s
families in active labor force programming aimed
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at increasing the participation of young women.
Study results indicated that young women are sig-
nificantly more likely than men to report that it
is very important to them that their family agree
with their career decisions. Young women were
also more likely than young men to indicate that
if their families did not support a career direction
they would like to take, they would not pursue it.
As noted previously, there is a wide diversity of
opinions among young women on these points,
with some women indicating that they make de-
cisions on their own. However, for some young
women, the findings suggest that proactively en-
gaging their families through career information
meetings, for example, could encourage them to
join nontraditional career fields and remain in
the workforce.

Recommendation 2.I: Emphasize to youth the
importance of remaining in their first job for as
long as possible in order to demonstrate steady
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work experience to future employers, and consid-
er providing mentoring and occasional short re-
fresher trainings during the first year of employ-
ment. Along with insufficient soft skills, employers
cited insufficient professional experience as a key
barrier to hiring youth. In addition, both project
graduates who were searching for their first job
and those who left their initial job placement af-
ter a short time to search for another opportunity
were most likely to cite insufficient professional
experience as a factor preventing them from find-
ing a job. This indicates that duration of early em-
ployment opportunities matters. The drop off in
retention rates between 9 and 12 months follow-
ing job start suggests that providing youth with
support through a period of one year may help
them overcome challenges that arise after the
initial excitement of soft skills training and em-
ployment wear off.

Recommendation 3.I: Encourage youth to pursue
online or distance learning to develop technical
skills and foreign languages through platforms
that provide certificates upon course completion.
Although employers emphasized the need for
youth to improve their soft skills, they also noted
that youth often lack other key skills for the work-
place, such as an understanding of how to use Mi-
crosoft Office and a command of the French lan-
guage. Youth should prioritize the use of e-learn-
ing platforms that offer certificates of completion,
and should also utilize the National Center for
Distance Learning when possible.

Recommendation 4.I: Orient youth toward pro-
fessional opportunities in the digital economy
by connecting them with existing start-ups and
incubators, and by providing trainings to famil-
iarize youth with digital competencies. The Al-
gerian government is taking steps to develop the
country’s digital economy due to its importance in
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supporting Algeria’s competitiveness on a global
scale. This opportunity can be harnessed to con-
nect youth with innovative job opportunities, but
only if youth increase their understanding of the
sector and what is required to succeed within it.

Recommendations to Funders,
including the US Government:

Recommendation 1.F: Funders should consider
directing resources toward efforts to integrate a
private sector orientation into higher education
institutions in Algeria. Given the structural nature
of youth unemployment in Algeria, reducing the
gap that exists between higher education and the
private sector would ease the education-to-work
transition for youth. As noted in this report, mul-
tilateral funders are engaging in this type of work
in Algeria. However, it will take considerable time,
cooperation, and resources to achieve the educa-
tional reforms necessary to fully close the gap.

Recommendation 2.F: Funders should consider
directing resources toward promoting women’s
economic engagement and leadership by sup-
porting rising female leaders in Algeria. Women
continue to face challenges in developing their
economic engagement due, in part, to societal
expectations that view the family as women'’s pri-
marily responsibility. These norms restrict wom-
en’s ability to travel for work or devote additional
time to their jobs beyond the standard workday
when required. This study demonstrated that
there is a wide range of beliefs that women hold
regarding their economic participation, which
suggests that efforts to support rising female
leaders - and communicate their successes to
other young women - could encourage women
to pursue the professional paths they find most
fulfilling.

Recommendation 3.F: Funders should consider
supporting the budding start-up ecosystem in
Algeria through exchange programs with technol-
ogy companies in global tech hubs, such as Silicon
Valley, and support for needed regulatory reform.
Exchanges with companies in global tech hubs
would give Algerian technology entrepreneurs the
opportunity to learn from companies that suc-
ceeded in clearing critical hurdles to launching
their businesses, such as customer acquisition,
fundraising, and others. In order to unleash the
potential of Algerian companies, however, regula-
tory reform is needed to create an enabling envi-
ronment. Funders could work with the Algerian
government on designing updated regulations
that reflect the changing reality of financial tech-
nologies and data centers in particular, as well as
reducing the number of steps required to regis-
ter businesses. Support could also be provided to
improve broadband quality and coverage.
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With more than 53% of Algeria’s population made up of youth under age
30, the country has a significant opportunity to drive economic growth and
benefit from its demographic dividend if working-age youth and women are
able to pursue job opportunities and contribute to the Algerian economy.
However, persistently high rates of unemployment and inactivity among
youth and women present a barrier to the achievement of this growth.

Youth and Women’s Employment in Algeria: Barriers and Opportunities
examines key trends in youth and women’s employment in the country,
told through the perspectives of private sector employers and youth
themselves. The report presents candid opinions from real people,
giving life to the reality behind the statistics, and provides concrete
recommendations for how the Algerian government, the private sector,
program implementers, and funders can each contribute to this important
objective.
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