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Preface
According to the PDRF Project contract, the following was expected to be delivered by the end of the
project:
REPORT 3. Final Report
• Final Report that will contain responses to research questions posed
• Recommendations on ALMPs that draw from policy evaluations and skill mismatch study
• Review of international experience (update on Report 1 Literature Review)
The outlined targets were mostly achieved. The Report presents the results of two large-scale field studies,
one devoted to issue of skills and the other targeted at evaluation of active labor market policies
implemented by the State Employment Agency.
It is important to highlight that the delivery of the report and overall project were delayed due to force major
first caused by COVID-19 pandemic and afterwards by the war (and martial law announced in Armenia).
Compared with the draft version submitted earlier, the current one includes updated literature review and
references sections. It also includes additional regression analysis on skills deployed at work and the effect
on wages.
The team is now in contact with the Ministry of Labor and Social Affairs to negotiate a date for presenting
the findings to relevant stakeholders.
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Executive Summary
Part 1. Skills Mismatch Study
Findings on skill mismatch and labor market outcomes were obtained via representative random survey of
1063 individuals living in Yerevan (capital), Shirak and Aragatsotn regions (marzes), 20-50 years old. A
literacy and a numeracy quizzes were administered among portion of these individuals who agreed to take
part in the online study. These were used to evaluate cognitive skills. Unique features of the survey enabled
to obtain insights on various fields of study, horizontal and vertical mismatch, skills actually deployed at
work, and transversal skills such as knowledge of foreign languages and computer literacy. The main focus
was on labor market outcomes – probability of being employed and earnings, as well as understanding
whether any specific skill related factors could explain unemployment or inactivity in the market. Here we
summarize the main findings obtained so far.
• Having studied in VET compared to higher education increases probability of not working by the
acquired specialization by 20%. On top of that studying art and humanities, social science and
engineering increases chances of being horizontally mismatched (working in different field of study
from the one for which education/training was obtained).
• Overall, female are 21-22 percentage points less probable to have employment. Being single has the
opposite, positive impact, as well as having higher level of education. Respondents residing in marzes,
ceteris paribus, are less probable to be employed, particularly in Shirak. The most interesting result is
that existence of additional source of income increases the probability of being employed, which goes
in opposite direction from the common assumption that it should have increased the reservation wage.
• Women in the labor market tend to be more over-qualified (30%), then men (20%). Also they are less
often under-qualified (3%), men - 14%. Over-qualification results in wage penalty (and the opposite is
true for under-qualification), resulting in contribution to gender wage gap. Horizontal mismatch instead
has no effect on wage.
• Women of same age, educational level, same knowledge of computer and foreign language, within the
same broad occupational group, working same weekly hours as men are on average getting a wage 40%
less than men.
• One step increase in computer skills (on scale from 1 to 4) and one step increase in English (foreign
other than Russian, on the same scale) increases the probability of being employed by 3-4 percentage
points. Knowledge of English increases the wage by 15% (each level on average), but computer
knowledge doesn’t (necessary condition for employment but not sufficient for high wage).
• When looking at the barriers to finding job, foreign language and computer literacy are among top one
together with experience. But if with the age, obviously, the lack of experience becomes less of a barrier,
there is no such a tendency for foreign language and computer literacy. They are not reported to be less
of a barrier for youngers (in their 20s) to find job compared with older (in their 40s).
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• The main reason for inactivity in the labor market is childcare (or pregnancy), which comprises around
47% of all responses received by economically inactive women of age 20-50.The main reason for
inactivity for young (20-30) - again childcare (50%) and intention to continue education (16%).
• Interestingly, and in contrast with the stylized fact of women having a higher reservation wage (stated
wage at which unemployed would agree to take a job offer), unconditional average reservation wage is
considerably higher for men. As one would expect, those who downturned a job offer during the
unemployment spell also have a higher reservation wage compared to the remaining respondents. The
reservation wage in general has a decreasing pattern when the unemployment spell is increasing.
Interestingly, not employed without prior experience have considerably higher reservation wage.
• For all the job search channels the horizontally well-matched employees get on average higher wages,
compared to the mismatched employees of the same search channel. Whereas, in case of vertical
mismatch, for the search channel through family members and relatives, we observe significantly higher
average wages for under qualified employees compared to overqualified and well- matched employees
which found their job through this channel. This may be a result of nepotism.
• We have also estimated returns to actually deployed skills. These are grouped into 4 categories: Reading,
writing, work with numbers, and work with computer. As expected, for all the skills, those using the
skill get on average higher wages, but the magnitude of the returns to the skills differ. Using
programming languages increases wages on average 27.2%, whereas Using email, Word, and Excel
increase wages by 19.4%, 17.7% and 22.9% respectively. Employees writing reports and filling in forms
reported on average 34% and 21.4% higher average wages, respectively.
• In both literacy and numeracy tests women outperform men, though the difference in case of numeracy
test is not significant. This result confirms the presence of gender discrimination in Armenian labor
market, since the observed wage gap cannot be attributed to the cognitive abilities accessed by these
tests.
• The average test (literacy and numeracy) scores of employed respondents are higher compared to
unemployed in both of the tests. The difference is more pronounced in the numeracy test. While there is
no difference between the scores of horizontally mismatched and matched respondents, vertically underqualified respondents have lower literacy and numeracy scores.

Part 2. Active Labor Market Policies Assessment
Evaluation of the three programs organized by the State Employment Agency revealed that all of them had
relatively high level of satisfaction with average score of 4.48 for professional training program, 4.61 for
entrepreneurship support program and 4.71 for practical experience program on a 5-point scale. Both by
average scores and top box satisfaction (80.4%) results practical experience program had a higher
satisfaction level, and professional training program had the lowest average and top box scores (67.7%). In
6

general, after participating in all types of training programs, the reported unemployment levels decreased.
In particular, the proportion of unemployed beneficiaries from professional training group decreased by 18
percentage points, for entrepreneurship development program by 50 percentage points and for the group of
practical training by 40 percentage points. In general, the participants were also satisfied with friendliness
and work of the State Employment Agency which was ranking the highest in satisfaction aspects of all
programs.
•

Around 93% of the beneficiaries reported that the profession of training corresponded to their
preferences (including 2nd choice options) although was not their initial profession for slightly more
than the half of beneficiaries. The main reported reasons for dissatisfaction with professional training
program were incompleteness of the course material and short duration. Whereas opportunities of
finding a job was the main expectation of the program participants, it had the lowest satisfaction with
45% top-box result. 28% of the participants in this program found a job after completing the training
program and for 80.4% the job corresponded to the profession acquired in the program. Overall, the
financial situation for those finding a job improved (65% reported improvement and for 28% it
remained the same). Among the main reasons for not finding a job among unemployed ones were
personal/family problems (25.4%), incomplete knowledge in job (18.6%), absence of work experience
(11.9%), and Covid-19 (10.2%).

•

Entrepreneurship development program was also highly preferred for its participants. Moreover, the
proportion of those reporting meeting their expectations was high due to no dissatisfied participants
(evaluations 1 or 2 on a 5-points scale). The main aspect to be improved, mentioned by a few
participants, was the standard amount of funding, which did not consider the scope and costs of business
that was going to be founded. There was improvement in financial situation for most of the participants
(64%) but also a higher proportion of worsening (8%), compared to the professional training program.

•

About half of the participant of practical experience program applied to the program later than a year
after graduation and the other half applied earlier than a year after graduation. The vast majority
(72.4%) hoped to become a full-time employee in the company of internship. Not finding a job after
completing the internship, short duration of internship, organization of work by the staff, irrelevance
of internship/content of work to their profession were the main reasons for dissatisfaction. After
completing the internship, 64% was able to get a job and around half of them currently work at the
company of their internship. In addition, 20% of those working at other companies received a job offer
from the company of internship but rejected the offer due to low pay, working hours, distance of work
from home and existence of a better offer. More than the half of beneficiaries (60%) was able to find a
job within a month after completing the internship, whereas it took over a year for 8% of the respondents
to find a job. For those failing to find a job the main reported reasons were the absence of vacancies
(40%), personal/family reasons 25%, relying solely on the State Employment Agency (7%) and
dissatisfactory working conditions (7%).
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PART I. Study on skills, mismatch and labor market outcomes
Project Background and Objectives
Persistent serious problems in the Armenian Labor Market call for their scientific review and consideration.
For years we are witnessing high levels of unemployment, low level of non-farm employment and high
inactivity rates. As it is common in such situations, the problems are exacerbated at lower tale of working
age distribution, as well as pronounced in secondary urban settlements and among women. At the same
time, certain industries constantly complain about the lack of qualified labor resources. It seems quite
natural to look for the reason of such situation in inadequacy of skills required by modern (or not even
modern) workplaces and the ones possessed by the labor force, especially those with tertiary education.
Our search for such studies on Armenia doesn’t bring up much. The existing studies are more of descriptive
nature (StC, 2018). Hence a systematic and evidence based research on skill mismatches in the labor market
will be useful for informed policy making. It is of vital importance for the design of effective active labor
market policies (ALMP), which are lately criticized for being not as efficient as we used to think about
them (McKenzie, 2017).
The Statistical Committee of RA (SC) is conducting annual labor force surveys which are country level
representative and are based on ILO standards. Hence a legitimate question to ask is whether it is possible
to obtain sufficient insight on the skill mismatch issue using existing data sources. Unfortunately, the
response is negative and it has a number of reasons. We try to justify this statement using the LFS and other
existing data sources. First of all, when looking at the reasons impeding finding job among those who look
for it, we identify the most common reasons as presented in Figure 1. It is interesting to note that among
important factors is the actual qualification (profession) mismatch. But the survey doesn’t contain
information about specific education/profession of the respondent. Second interesting observation
stemming from these simple statistics is the ridiculously small share of respondents identifying lack of
knowledge in foreign languages or IT related skills as an impediment for finding a job. Obviously this is in
stark contrast with what the firms are reporting as main skills expected to be observed among the
employees.1 Another piece of data available in the LFS that is addressing skills mismatch is the working
respondents’ self-evaluation of adequacy of education/qualification for the job they are carrying out, as well
as their estimation with respect to necessity of additional trainings. Only negligible proportion of working
employees consider their qualification to be insufficient for the current job requirements or acknowledges
the need for further training. For respondents of 25-45 age 18% self-report to be over-educated and less
than 1% under-educated. Only around 5% report need of additional training for their current jobs.2
Figure 1. Main obstacles in finding job, average for 2014-2017 (share of respondents).Blue - 1st choice
(8,249 respondents), Orange - 2nd choice (2,716) respondents.
1

Our findings on obstacles for finding are largely different and show much higher share of respondents
finding language and computer skills being an important issue for them.
2

LFS, Statistical Committee of RA
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Source: LFS, Statistical Committee of RA
Note: the numbers do not add up to 100% as we have omitted responses with negligible response rates or irrelevant for our
purposes.

The Government has been always paying special attention to the employment and labor force participation
rates. Expansion of employment was part of the country's development strategies (e.g. Armenian
Development Strategy 2012-2025 had explicit labor market targets and strategies) and continues to be so
with recently adopted “Work Armenia” program as another example. “Work Armenia” program sets
specific targets and objectives with respect to ALMPs and broader employment policies.
Active labor market policies are one of the main tools that public sector is using to help unemployed. The
efficiency of these policies depends not only on well-designed interventions, while the latter cannot be
problem independent. Hence effective policies are only possible only if there is a proper understanding of
problems that job seekers and firms are facing when trying to find a match in the market. Traditional issues
are nowadays complicated with high pace of changes in the labor market which make unclear the type of
specific skills that need to be transferred to future employees.
We had identified a number of research questions at the project application stage. These were mostly
accomplished:
1. Quantification of mismatch in vertical and horizontal dimensions, as well as qualification and skill
mismatches and evaluation of its effect on labor market outcomes, such as probability of being
employed, wage, occupational status, etc.
2. Identification of factors associated with higher incidence of mismatch (type of education, gender,
age, regional factors). This draws on the primary research conducted and various indicators
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calculated. We understand that cross-sectional data limits the ability to implement causal analysis,
but at least associations can be derived.
3. The effect of social networks on labor market outcomes. Understanding and measuring the size of
the network is of particular importance for developing countries where the formal labor market
institutions are not sufficiently developed.
4. Analysis of gender differences in all the dimension covered by our study. This is of particular
importance taking into account extremely low female labor force participation rate in Armenia
(47% as of 2018).
5. Identification of key skills used at work and evaluation of return to skills in terms of wage and other
outcomes.
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Literature review

There is a vast literature on skill mismatch in developed countries (Brunello and Wruuk, 2019). While
usually used as one term, there is a distinction between skill and qualification mismatch. The latter then can
be of two types - horizontal (when the type/field of education is inappropriate for the job) and vertical
mismatch (when level of education or qualification is less or more than required for the job) (ILO, 2014).
Skill mismatch instead can be categorized in three groups - a) job specific technical skill mismatch, b) basic
skill mismatch (e.g. literacy and numeracy), and c) portable skill mismatch or soft skill mismatch (e.g. skills
that are important across qualifications, like teamwork and communication skills) (ILO, 2018). So the skill
mismatch is a multidimensional phenomenon with obvious complications in its measurement.
In economics literature we are mostly concerned with causal effects of skill mismatch on the labor market
outcomes of individuals, conditional on adopted definition and measurement of such mismatch. Of course,
this is not the only possible microeconomic focus. An alternative would be the firm’s behaviour analysis
when the appropriate skill is not observed in the labor market. Then the skill mismatch is only observed
when skill shortage facing firms hire inadequate labor force (Desjardins and Rubenson, 2011).
In our project we are targeting the development of a survey tool that would enable to acknowledge
difference facets of skill mismatch and address some critiques of traditional methods. Different measures
of skill mismatch are developed and discussed in the literature. In particular, Allen and van der Velden
(2001), Vieira (2005), Green and McIntosh (2007), utilize self-declared assessment (DSA or ISA) of skill
use. With this approach, workers are asked to what extent they utilize their skills and knowledge in their
work or to what extent they feel that they need to receive further training to adequately perform their job.
Whereas, Krahn and Lowe (1998), Desjardins and Rubenson (2011) measure skill mismatch based on the
reported engagement in certain skill-related tasks at work on one hand (with engagement intended to
represent the job requirement) and direct measures of the skills possessed by workers on the other.
Alternatively, Pelizzari and Fichen (2017) use the self-reported information to develop a theoretical
framework to derive the skill requirements of jobs.
We also try to contribute to the literature on skill-mismatch in post-communist countries. Kupets (2015)
used self-assessment approach to measuring vertical education–job mismatch in Armenia, Georgia,
Macedonia, and Ukraine, and found that substantial skill shortages coexist with widespread and persistent
overeducation of workers. The author argues that policymakers need to understand how different types of
workers and firms are affected by overeducation and skill shortages to make informed decisions.
Furthermore, Wolbers (2003) considers data on school graduates in Western European economies and finds
that school-leavers from humanities, arts and agriculture are more likely to be mismatched than those from
engineering, manufacturing, business and law. Moreover, the study finds that health-related fields mainly
provide students with occupation-specific skills which reduces the likelihood that graduates search for jobs
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outside their own field. Robst (2007) finds similar results for college graduates in the United States and
shows that 27-47% of workers in arts, social sciences, psychology, languages and biology are mismatched.
While Bender and Heywood (2011) suggests that science- and engineer-based careers are more sensitive to
mismatch due to the high frequency of technological changes which induce rapidly changing skill
requirements. Since we are evaluating the mismatch and observing profession of respondents in the
proposed survey, this will enable us to conduct similar analysis and relate the findings to specific
characteristics of Armenia as a developing country.
Besides the field degree, the likelihood of being horizontally mismatched is determined by graduates’ level
of education (Wolbers, 2003; Robst, 2007; Hensen, De Vries and Corvers, 2009; Boudarbat and Chernoff,
2012; Bender and Roche, 2013). Employees who are not able to find a job that matches their level of
education might compete with less-educated employees for a job below their level but in a related field
(Borghans and De Grip, 2000). Given that the less-educated face fewer jobs for which they can deploy this
strategy, accepting a job in a different field is more likely to be an alternative strategy for this group when
a matching job is unavailable.
Several studies found that graduates who studied full-time are more likely to obtain a job that matches their
field compared to graduates who studied part-time (Farooq, 2011; Boudarbat and Chernoff, 2012). In
general, the literature identifies three factors that characterize a country’s education system which in turn
determine horizontal mismatch, the timing of academic specialization, the vocational orientation and the
strength of institutional linkages. Regarding the timing of academic specialization, late specialization might
induce graduates more to switch to an unrelated occupation as the costs of not utilizing specific skills are
lower than for graduates who specialized early. On the other hand, later specialization also offers students
more time to acquire valuable information about their preferences and abilities by taking courses in different
fields. Hence, later specialization conceivably provides students more insight into the probability of
obtaining a field-related occupation given the acquisition of a specific field degree. Malamud (2011) found
support for the second hypothesis as graduates who attended the Scottish education system, which is
characterized by late specialization, are less likely to hold a job unrelated to the field of study compared to
graduates from the English education system in which students specialize early.
Graduates who face an economic recession upon labour market entry adjust their goals and are more likely
to accept a job that does not match their field of education (Wolbers, 2003). Hensen et al. (2011) did not
find a relation between the regional unemployment rate and horizontal mismatch.
Once graduates are employed, job-related factors influence the probability of being horizontally matched.
Employees’ tenure appears to be negatively related to horizontal mismatch (Witte and Kalleberg, 1995;
Wolbers, 2003). A potential explanation for this finding is that once employees find a job that matches their
education and the returns to schooling meet a certain level, employees will not be incentivized to change
jobs (Witte and Kalleberg, 1995). Another possible explanation is that as job tenure increases, employees
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accumulate firm-specific skills which are less attractive to other firms. Consequently, it is more difficult
for mismatched employees with a longer tenure to search for a matching job outside the firm.
Also graduates with a temporary contract are more likely to be mismatched than employees with a
permanent contract (Wolbers, 2003; Boudarbat and Chernoff, 2012). Temporary jobs offer limited
opportunities to acquire relevant work experience and productive skills as opposed to permanent
employment. Given that employees with a temporary contract are expected to leave the company earlier,
employers are generally reluctant to offer company-funded training due to the shorter payback period of
such investments (Becker, 1964; Booth et al., 2002). Whereas, Robert (2014) found that the odds of being
horizontally mismatched are higher for employees with a permanent contract than for employees with a
fixed term contract or self-employed employees. Arguably, employees might also accept horizontal
mismatch in return for job safety provided by a permanent contract
Employees in specialized occupations, managers, professionals, associate professionals and women in
white-collar jobs are less likely to be horizontally mismatched than employees in elementary occupations
(Witte and Kalleberg, 1995; Farooq, 2011). This can be explained by the fact that the duties and
requirements for white-collar occupations, also in terms of the education acquired, are less specifically
defined.
The probability of being horizontally mismatched also relates to employees’ age (Wolbers, 2003; Bender
and Roche, 2013). Using a panel framework, Bender and Heywood (2011) demonstrated that employees
are most likely to make the transition from a state of mismatch to a state of match in early stages of their
career. This is consistent with the idea that mismatch is a result of employees’ career evolution and not
necessarily an indicator of labour market inefficiency. Other studies provide evidence that females are more
likely to be mismatched as opposed to their male counterparts (Hensen et al., 2009; Farooq, 2011). For
men, mismatch is more likely to be the result of career-oriented reasons like pay and promotion
opportunities, or changing career interests, whilst women are more likely to report mismatch due to familyrelated reasons, the job location or working conditions (Robst, 2007; Bender and Heywood, 2011).
The second large strand of literature pertains to efficiency of Active Labor market policies. Major part of
this literature is concerned with the effect of various types of training on short-term or long-term probability
of employment (e.g. Card and Sullivan (1998), Card et al. (2010), O’Higgins (1994)). Usual challenge of
these economic studies is the retrieval of causal effect of trainings, job search assistance programmes, wage
subsidies and direct job creation in the public sector on participants. Different scientific and non-scientific
methods exist for evaluating ALMPs.(see details at Kluve et al. (2007))
Next, we contribute to the literature on the effect of social networks on labour market outcomes. Moreover
we link the literature on occupational mismatch and job search and hiring through social contacts. Pellizzari
(2010) finds that the use of social contacts is associated with considerable mismatch, and the mismatch
leads to significant wage penalties. While findings of Montgomery (1991), Kugler (2003), Dustmann et al.
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(2016) and Galenianos (2013) suggest that the use of social contacts in the job search increases the
probability of finding a job, results in higher wages and a batter worker-employer match in general. Similar
to other countries, in Armenia social contacts are one of the primary ways for finding a job. Our aim is to
evaluate the social endowment (number of professional contacts, friends and relatives, engagement in
professional community and related events) using the survey. This will enable us to estimate the effect of
social endowment on labour market outcomes. This might partly explain the low employment rate for
women in Armenia, since Mardsen and Gorman (2001) finds that women lack professional networks
compared to men. It is also supported by the previous empirical research Sweden summarized in Behtoui
(2008).
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Core Definitions

Unemployed – the survey participants who during the last 4 weeks preceding the survey (incl. current
week) looked for a job or tried to launch their own business, as well as were ready to change their labor
market status in 2 weeks if there were an appropriate job offer.
Employed – the respondents who had a paid job or their own business during the 30 days’ period preceding
the survey or were unpaid family workers.
Labor force – respondents who were either employed or unemployed at the time of survey. All the
remaining survey participants, given their age was between 20 and 50, were categorized as inactive in the
labor market.
Horizontal skill mismatch - when the field of education is inappropriate for the job. We measure it with a
binary mismatch variable, which is equal to 0 (well-matched) if the respondents confirm that their
training/education is appropriate for the job they are implementing now, and is equal to 1 otherwise.
Additionally, those who do not have education/training and work in a position that doesn’t require a training
are also considered well matched.
Vertical skill mismatch or over(under) qualification in its general sense means that a person’s level of
qualification exceeds (does not meet) their job requirements. We measure it by using response on the type
of training/education required for the current job of the employee and his actual training/education level
reported. The employed individuals are categorized in three groups – well matched, underqualified and
overqualified.
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Results
Labor Market Overview and Main Data Description
Around 80 percent of respondents are part of the labor force. This number is larger than the one reported
by the Statistical Committee of RA for the same age group of 20-50 years old (68%). This difference can
be partially explained by the fact that we focus disproportionately on Yerevan and cover only two marzes
- Shirak and Aragatsotn.3Unemployment is around 15%, which is again lower than the official reported
figure (20%), most probably due to the same reasons.
Table 1. Structure of Labor Resources, survey data

Labour Force
854 (80.3%)

Employed
697 (65.6%)
Unemployed
157 (14.8%)

Total respondents
1063 (100%)
Economically
inactive population
209 (19.7%)

Overwhelming majority of employed (83%) have status of employees. The next largest group are employers
(around 9%).
Figure 1. Distribution of Employed by employment status

3

Importantly, the frequencies reported in our analysis are not weighted with population weights.
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Around 19% of employed respondents have claimed to have a secondary employment. The same proportion
of employed reported their job/business to be their first employment in their life.
Informal channels remain the main option of finding jobs, though web-based job advertisements are gaining
momentum. Interestingly, in about 5% of cases jobs were found using social networks, whereas recruitment
agencies (public and private) account only for 2 percent of cases of job finding.
Figure 2. Modes of job search of the currently employed

60 percent of those who were not employed (either unemployed or economically inactive, overall 320
people responded to this question) have been out of employment for less than 1 year (Figure 3). Moreover,
17 percent of these respondents have lost their jobs because of COVID-19. Among other important reasons
for quitting previous jobs were household chores, employers going out of business and low wage/income.
Around 30% of currently not employed had never had previous employment (either in Armenia or abroad).

Figure 3. Duration without job for unemployed and inactive
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Unlike with job actually found modes (Figure 2), currently unemployed are more relying on looking for a
job on the online platforms, though still personal connections maintain their important role. Only 15 percent
of unemployed have referred to the State Employment Agency (SEA) (hence also registered as unemployed
formally). This is not surprising given that there are no monetary unemployment benefits in Armenia.
Among the non-working (unemployed and inactive), about 8% report having taken training with SEA, with
less than half of whom are still looking for a job and satisfy the criteria for being unemployed.
Figure 4. Channels/modes of job search by unemployed.

In terms of obstacles to finding a job, the unemployed report quite different perceptions and experiences by
gender and age groups. Young and females mostly report absence of work experience and lack of
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knowledge of foreign languages. Interestingly the language is not a lesser barrier for younger groups. Not
working women report more often the obsolete education or profession to be a barrier for finding a job.
Figure 5. Barriers for finding a job, by gender and age.

Around ⅓ of unemployed report to have downturned a job offer during the last unemployment spell. The
main two reasons were low remuneration (46%) and long working hours (16%).
In the survey we explicitly ask about the wage (reservation wage) the person is ready to accept to start a
job. The average reservation wage for the respondents is 208,000 AMD. This number is quite close to the
actual average wage observed in the survey - 194,000 AMD. But this reservation wage differs by gender.
Interestingly, and in contrast with the stylized fact of women having a higher reservation wage,
unconditional average reservation wage is considerably higher for men. As one would expect, those who
downturned a job offer during the unemployment spell also have a higher reservation wage compared to
the remaining respondents. The reservation wage in general has a decreasing pattern when the
unemployment spell is increasing. Interestingly, not employed without prior experience have considerably
higher reservation wage (Figure 7). There is a slight increasing patterns when considering reservation wage
by age groups (Figure 7).

Figure 6. Reservation wage by job search duration, gender and reasons for declining job offer
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Figure 7. Reservation wage by prior experience and age groups.
0
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The main reason for inactivity in the labor market is childcare (or pregnancy), which comprises around
35% of all responses received by economically inactive respondents. The second and the third reasons are
family, household chores (9.5%) and intention to continue education (7%) respectively. Around 6.6% have
lost hope to find job. Among other reasons the respondents mention health issues, plans connected with
work abroad and crisis situation due to covid and war.
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Skills and Employment
In this section we analyze the factors contributing to skill mismatch, as well as we look at the consequences
of skill mismatch on labor market outcomes. But before starting the descriptive and multivariate analysis,
it is important to describe the respondents in terms of their education and self-perceived skills.

Figure 8. Distribution of respondents by education level and gender

In our sample, as it is the case in other surveys as well, female respondents are more likely to hold higher
education degrees. One of the unique features of our study is that we also asked about the specializations
and/or majors pursued in vocational and higher education programs. Though only a small part of
respondents has vocational education (147 respondents), majority of graduates are obtaining vocational
medical or technical (manufacturing) specializations. Higher education, instead, is more focused on
business and law, and social sciences (669 respondents).

Figure 9. Distribution of the respondents with vocational and higher education by fields of study, %
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Horizontal Mismatch
According to the definition of horizontal mismatch adopted in this study, 43% of employed are mismatched.
To validate this measure, we compare the rate of people who expressed different opinions about the
usefulness of their education and we categorize as mismatched (Figure 10).

Figure 10. Usefulness of education and mismatch
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In particular, 75% of those who find their education as absolutely useless are mismatched, whereas only
21% of those who think their very useful are actually mismatched. Our primary interest in this analysis is
to understand which individual characteristics and educational background features increase the probability
of horizontal mismatch in the labor market. Before referring to the multivariate regression analysis, we
report the incidence of horizontal mismatch by fields of study in vocational and higher education (Figures
11, Panel A and B). At the descriptive level we can see that the mismatch rate is considerably higher at
vocational level - 62%, compared with only 42% at higher education level. Moreover, studying art and
social sciences, as well as service related majors is associated with a higher rate of horizontal mismatch in
higher education. In case when respondents hold vocational degrees, it is difficult to draw firm conclusions
because in many instances the number of respondents holding a specific degree is very low. But in general,
arts and humanities report lower mismatch in vocational level compared with higher education. In both
cases, education related to medical specializations is associated with the lowest incidence of mismatch.
Instead of reporting other descriptive evidence on horizontal mismatch pertaining to individual
characteristics of the respondents, we run probit regressions incorporating information on age, education
level, marital status, work experience and other characteristics. In the table below we report marginal effects
- the numbers should be interpreted as increase of probability of being mismatched when the other
characteristics are maintained at their average levels. The results confirm prior made descriptive
observations. Higher education compared with vocational decreases the probability of mismatch by 20
percentage points, whereas studying art and humanities (at either level) or social science increases the
mismatch probability compared with studying health related subjects by around 25 percentage points. Other
factors having marginal significant effect on probability of being horizontally mismatched are gender and
marital status. Women are less prone to horizontal mismatch. A possible explanation to this might be that
women either decide to work at what they were trained for, or decide to stay out of labor force. Being
divorced compared with married increases probability of horizontal mismatch by 0.17, which can be
explained by the opposite logic applied for the case of women – consequences either for men or women are
economically expensive and make them to accept jobs that otherwise might not be of their interest.
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Figure 11. Incidence of mismatch by fields of studies in vocational and higher education.
Panel A. Higher education

Panel B. Vocational Education
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Table 2. Factors associated with horizontal mismatch, marginal effects
VARIABLES
Female
Tertiary, field of study:
Education
Arts & Humanities
Social science, journalism
Business & Law
Natural science, math and stat
ICT
Engineering, manufacturing, construction
Services
Higher education dummy
Divorced
Military service
First time entrant

Model 1
-0.067
(0.072)

Model 2
-0.072
(0.095)

Model 3
-0.114**
(0.047)

0.140
(0.115)
0.252***
(0.085)
0.244***
(0.080)
0.161**
(0.081)
0.151
(0.105)
0.131
(0.123)
0.312***
(0.095)
0.133
(0.105)
-0.194***
(0.065)
0.179*
(0.096)
0.089
(0.074)
0.105
(0.107)

-0.022
(0.131)
0.222**
(0.105)
0.128
(0.097)
0.162
(0.101)
0.044
(0.126)
0.096
(0.153)
0.227**
(0.115)
-0.004
(0.119)
-0.185**
(0.076)
0.187**
(0.094)
0.065
(0.095)

0.118
(0.114)
0.256***
(0.084)
0.258***
(0.078)
0.165**
(0.079)
0.173*
(0.103)
0.130
(0.124)
0.317***
(0.093)
0.115
(0.105)
-0.167**
(0.066)
0.169*
(0.096)

First-marriage age

0.005
(0.007)

Age

-0.004
(0.003)
-0.030
(0.023)
-0.033
(0.031)

English knowledge levelself-evaluation
Computer skills self-evaluation

Observations

539

355

539

Robust Standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
Note: Reference group for tertiary field of studies is the health and welfare. First-time entrant dummy is equal to 1 if the most
recent change of the labor market status not later than 3 years ago was entry in the job market and zero otherwise. English knowledge
level (0 - no skills, 4 - native) and computer skills (1 - no skills, 5 - programming) are categorical variables showing the level of
knowledge.
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Vertical Mismatch
Given the definition of vertical mismatch, it can be manifested either as over-qualification or underqualification.4Overall, 9% of employed are under-qualified and 25% are over-qualified. This comes at a
stark difference with LFS data presented in the Project Background section in the beginning of this report.
The following table summarizes the incidence of vertical skill mismatch by gender, perceived need of
additional training for current job and perceived ability to carry out more demanding jobs. Women tend to
be more overqualified and less under-qualified than men. Interestingly, among those positively responding
to the need of training for current job there are more over-qualified than underqualified. The perceived
ability to carry out a more demanding job doesn’t seem to be anyhow different for under or over qualified
respondents (Table 3).
Table 3. Vertical mismatch by gender, training need and skills needed for more demanding job

Under-qualified
Well-matched
Over-qualified

Gender
Male
Female
14.2%
3.0%
64.8%
67.7%
21.0%
29.3%
100.0%
100.0%

Training need for
current job
No
Yes
11.1%
5.2%
67.6%
64.4%
21.3%
30.4%
100.0%
100.0%

Possesses skills for
more demanding job
No
Yes
11.5%
8.4%
60.7%
67.2%
27.9%
24.5%
100.0%
100.0%

We have also tried to understand to what extent personal characteristics (gender, age, marital status) and
transversal skills (knowledge of computer, knowledge of foreign languages) are associated with the
incidence of skill mismatch. The regressions confirm that even when controlling for other factors, women
tend to be less mismatched in terms of under-qualification and more mismatched in terms of overqualification. Possessing more computers skills is associated with higher probability of over-qualification,
whereas knowledge of English decreases the probability of under-qualified match in the labor market.

Table 4. Individuals factors associated with the probability of vertical mismatch, marginal effects
Probability of:

4

We do not distinguish in this report between over-qualification and over-education, using these terms
interchangeably.
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VARIABLES
Female dummy
Divorced
Single
Age
Computer skills self-evaluation (1 - no skills, 5 - programming)
English knowledge levelself-evaluation (0 - no skills, 4 native)

Under-qualified
mismatch

Over-qualified
mismatch

-0.094***
(0.025)
0.032
(0.067)
-0.001
(0.023)
-0.004**
(0.002)
-0.004
(0.013)

0.077**
(0.035)
0.068
(0.081)
0.072*
(0.040)
0.004
(0.003)
0.049**
(0.022)

-0.039***
(0.011)

-0.016
(0.017)

693

690

Observations
Robust Standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1

Skills and employment probability

To conclude the analysis of this part we look at how formal training and skills impact the probability of
employment in our sample. For this purpose, we run a series of probit regressions and report the marginal
effects. The dependent variable is employment and is equal to 1 if the respondent has got a paid job or
business at the time of the interview and is equal to 0 if the respondent is either unemployed or is not active
in the labor at all. In the first specification we look at the “horizontal” dimension of tertiary education and
calculate to what extent the various fields of studies improve the chances to be employed compared to the
situation of no tertiary education. In this specification we also report the effect of first foreign language
skills (other than Russian) and computer literacy, as well as some personal characteristics, such as age,
gender, marital status. We report only statistically significant marginal effects, but the regressions are
conducted duly with inclusion of all relevant alternative outcomes. The remaining models differ with
inclusion and exclusion of other variables of interest. Overall, female are 21-22 percentage points less
probable to have employment. Being single has the opposite, positive impact, as well as having higher level
of education. Respondents residing in marzes, ceteris paribus, are less probable to be employed, particularly
in Shirak. The most interesting result is that existence of additional source of income increases the
probability of being employed, which goes in opposite direction from the common assumption that it should
have increased the reservation wage.
Table 5. Factors affecting probability of being employed.
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VARIABLES
Tertiary - Arts & Humanities
Tertiary - Social science, journalism
Tertiary - Business & Law
Tertiary - Engineering, manufacturing, constr.
Tertiary - Services
Female
Marital status - Single
Computer skills self-evaluation
Foreign lang. knowledge level self-evaluation (0 - no
skills, 4 - native)

Model 1
0.130**
(0.055)
0.193***
(0.051)
0.100*
(0.051)
0.121**
(0.060)
0.204***
(0.067)
-0.211***
(0.030)
0.099***
(0.033)
0.043**
(0.020)

Model 2

Model 3

Model 4

-0.218***
(0.028)
0.083**
(0.036)
0.041**
(0.019)

-0.228***
(0.028)
0.083**
(0.036)

-0.223***
(0.028)
0.084**
(0.035)

0.026*
(0.015)
0.045***
(0.010)
-0.027
(0.019)
-0.144***
(0.055)
-0.056*
(0.032)

0.023
(0.015)
0.044***
(0.010)
-0.026
(0.019)
-0.149***
(0.055)
-0.059*
(0.032)
0.077*
(0.041)
1,063

0.032**
(0.016)

Education level

0.052***
(0.009)
-0.030
(0.019)

# of Children <6 in the household
Shirak
Aragatsotn
Additional income dummy
Observations

1,063

1,063

1,063

Robust Standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
Notes: Reference group for tertiary fields of study is the no tertiary education (only statistically significant fields are reported).
Marital single status marginal effect with respect to married. Education level – categorical variable with 1 – primary education or
lower and 8 – post-graduate. Additional income possible sources: remittances, rent income and other income.

Skills Mismatchand Employment characteristics
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In this section we look into consequences or by-products of horizontal and vertical mismatch in the labor
market. We start by looking whether mismatch is associated with employer characteristics, such as size,
formality and sector of economic activity. In terms of horizontal mismatch, with informal employers the
mismatch rate is 56% and with formally registered ones - 42% (only 10% of respondents work in the
informal sector). Horizontal mismatch is more often occurring in small and large companies, as witnessed
by the close to U-shaped distribution in the figure below. In terms of sectors of economic activity, there is
a high degree of heterogeneity. Confirming our findings on horizontal mismatch by fields of study, the
lowest share is observed in the healthcare sector.

Figure 12. Incidence of horizontal mismatch by firm size (# of employees) and sectors.

In term of vertical mismatch, its incidence its decreasing with the size of the firms. In terms of economics
sectors, no particular trend is being observed.

Figure 13. Incidence of vertical mismatch by firm size (# of employees) and sectors.
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Next we look at other work condition - typical working hours. Our primary objective is to gauge whether
the mismatch in the market effects somehow actually worked hours. As the results indicate, mismatch has
no effect on hours worked. Instead, education level and gender have significant impact. Women on average
work 5 hours less per week and each additional level of education decreases hours worked per week by 1.51.8 hours. It is important to highlight, that jobs with intense computer skills requirements are also more
likely to have longer working hours. Importantly, professionals and technicians, as “skilled” labor, work
on average significantly less hours compared with reference elementary occupations. The result for skilled
agricultural workers in our opinion is more driven by the usual underemployment in the agricultural sector
of the country.

Table 6. Mismatch, skills and hours worked
Effect on hours worked of:
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VARIABLES
Education level
Under-qualified (mismatch)
Over-qualified (mismatch)

Vertical mismatch

Horizontal Mismatch

-1.758***
(0.564)
-3.858
(2.749)
-0.269
(1.310)

-1.211**
(0.575)

Horizontal mismatch
Computer skill levels for job
Knowledge of Foreign language level
Female
Age
ISCO = 2, Professionals
ISCO = 3, Technicians
ISCO = 6, Skilled Agro
Aragatsotn
Shirak
Constant

Observations
R-squared

2.516***
(0.715)
-0.933
(0.617)
-5.314***
(1.210)
0.077
(0.078)
-6.446**
(3.162)
-6.013*
(3.338)
-11.145**
(4.736)
-1.130
(2.508)
-1.056
(1.494)
52.316***
(4.448)

0.272
(1.115)
2.422***
(0.743)
-0.892
(0.634)
-5.061***
(1.246)
0.087
(0.081)
-7.291**
(3.462)
-6.948*
(3.601)
-14.917***
(4.685)
-1.508
(2.525)
-0.844
(1.578)
48.973***
(4.630)

635
0.154

594
0.141

Robust standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
Note: Reference group for ISCO is elementary occupations

Our main outcome of interest is the earnings (wages). The purpose is to pin down the effect of various
variables of interest that we consider for skills - formal education, skill mismatches, transversal skills - on
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earnings. Luckily the majority (about 80%) of working respondents have also provided information on their
wages/income.5 The following figure provides a raw distribution of averaged wages by gender, marzes, as
well as for skill matched and mismatched individuals (both horizontally and vertically). The differences of
wages for the matched and unmatched are not statistically significant. The picture clearly demonstrates
gender pay gap, as well as regional differences.6
Figure 14. Average wages by gender, region and skills mismatch

It can also be seen that working more hours for men has no real impact on earnings, but for women it makes
a difference (Figure 15). Taking into account that women are working less hours it also partially explains
the gap in earnings (as it is seen from regression results with and without working hours as well).

Figure 15. Relationship between weekly average hours worked and log of monthly wage.

5

As of 2020, the income tax in Armenia is applied at flat rate of 23%. In this regard, the net (post-tax)
earnings reported in the survey do not distort the actual wage distributions associated with the job.
6
The average wage for Aragatsotn is derived from relatively low number of observations (24), and 2/3 of
them are men reporting relatively high wages. In any case Aragatsotn having higher wage than capital
Yerevan is not confirmed by official statistical sources. Importantly, the rural population is underrepresented
in our survey.
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The results of simple Mincerian equation estimation demonstrate the persistent gender gap even when
controlling for confounding factors (such as working hours’ duration, firm size, occupation) and individual
characteristics and skill. Knowledge of English increases the wage by 15% (each level on average), but
computer knowledge doesn’t (necessary condition for employment but not sufficient for high
wage). Importantly under-qualified are getting higher wages, whereas over-qualified are receiving lower
wage (though not statistically significant, which we believe is a results of small number of observations and
larger standard errors). This is result is observed in literature as well.
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Table 7. Effect of skill mismatches and transversal skills on wages
VARIABLES

Spec 1

Spec 2

Spec 3

Spec 4

Education level

0.042
(0.030)

0.042
(0.031)

0.076**
(0.034)
0.368***
(0.139)
-0.100
(0.097)

0.062
(0.038)
0.360**
(0.152)
-0.130
(0.109)

-0.037
(0.075)

-0.022
(0.075)

0.100
(0.063)

0.099
(0.064)

0.092
(0.064)

0.073
(0.071)

0.141***
(0.044)
-0.491***
(0.100)
-0.002
(0.006)

0.146***
(0.043)
-0.498***
(0.099)
-0.005
(0.006)

0.156***
(0.042)
-0.383***
(0.098)
-0.001
(0.006)
0.011***
(0.003)

0.169***
(0.044)
-0.374***
(0.105)
-0.000
(0.006)
0.012***
(0.003)

Under-qualified (mismatch)
Over-qualified (mismatch)
Horizontal Mismatch
Computer skills self-evaluation (1 - no skills, 5 programming)
English knowledge levelself-evaluation (0 - no skills, 4 native)
Female
Age
Hours worked
Job Tenure

0.011
(0.008)

Employer size
Aragatsotn
Shirak
Constant

Observations
Occupation level controls
R-squared

-0.010
(0.288)
-0.474***
(0.103)
12.117***
(0.346)

-0.009
(0.290)
-0.475***
(0.103)
12.096***
(0.355)

0.042
(0.274)
-0.459***
(0.100)
11.356***
(0.409)

0.072**
(0.032)
0.136
(0.302)
-0.460***
(0.114)
11.220***
(0.462)

478
YES
0.221

475
YES
0.223

502
YES
0.239

449
YES
0.261

Robust standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
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Skills, Unemployment and Job Search modalities
In this section we further explore unemployed respondents’ characteristics and job search and matching
channels of employed respondents. Unemployed individuals with different fields of studies reported
different barriers for finding a job. The following figure presents the barriers for all unemployed population
of 157 respondents. The most frequently reported barriers are not enough work experience (31.8%), lack
of knowledge in languages (31.2%), and market competition (26.1%).
Figure 16. Barriers for finding a job, overall unemployed.

When the corresponding responses are observed by the field of study, the results are the following. The
main obstacle for unemployed individuals without education is the lack of knowledge in languages (45.2%).
The same barrier is the most frequent for the unemployed whose field of study is Education (41.7%) and
Engineering, manufacturing, construction (25%). Age discrimination is reported as the most frequent
obstacle by those studied Social sciences, Journalism (33.3%). While those who studied ICT, report market
competition as the main barrier (33.3%). For the rest of the profession groups, the lack of work experience
is the main barrier for finding a job.
Next, the unemployment rates are studied by the fields of studies. According to the results, there is a large
variation across the groups (Figure 17). The highest unemployment rate is recorded for the field of
Education (32.4%), followed by Health and Welfare (24.6%) and No education (23.9%). Interestingly, the
unemployment rate for the group No education is lower than for the two groups mentioned above. The
lowest unemployment rate is found for the ICT, which is intuitive, given the persistent lack of qualified
labor and high growth rate of this economic sector.
Figure 17. Unemployment rates, by the fields of studies.
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Figure 18 shows the reservation wages for different fields of studies. It is interesting to note, that for the
half of the fields, the average reservation wage is higher than the average actual wage for the field, and the
differences are varying among the fields of studies.
The average reservation wage for the unemployed with no education is higher than for most of the other
fields of studies (higher than 6 fields of studies), but the average actual wage for the group is lower than for
most of the other groups. Further, there are no clear relationships found between the barriers for finding a
job and the unemployment rates of the respective fields of studies.
The relatively large difference between the average reservation wage and the average actual wage for the
ICT may be caused by the relatively higher wage returns of experience in that field.

Figure 18. Reservation wages, by the fields of studies.
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The next two figures show the frequencies of horizontal and vertical mismatches, respectively. The lowest
rates of horizontal mismatches are recorded for the private recruitment agencies (0%), professional
networks (24.5%), though the very low incidence rate for private recruitment agencies may be caused by
small number of observations. In case of professional networks, the result may be driven by the high
homophily rate of the professional network with respect to profession.
Figure 19. Horizontal mismatch, by search channels.

Moreover, the percentage of well-matched employed respondents is the highest for those which found the
job through co-workers or other professional network members. While the lowest rates of good matches
are found for the search channels of“Other” (60%), private recruitment agency (50%, which may again be
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driven by little number of observations), family members or relatives (63%) and friends and acquaintances
(64.4%). These results indicate, that the effect of finding job through referrals may lead to different labor
market outcomes, in particular horizontal and vertical mismatch rates, when the composition of network is
different.
Figure 20. Vertical mismatch, by search channels.

Figure 21 depicts the average wages for different search channels. Among all the search channels
professional networks lead to highest average wages. Self-selection of higher qualified employees to search
via professional network and as a result high likelihood of a good match for the channel may be the reason
for high average wage of the group.
Even though the numbers of observations are low for private and public agencies, the average wages for
the two groups are very low compared to others.
Figure 21. Average wages, by search channels.

Next the average wages for the search channels are observed by horizontal and vertical mismatches (Figure
22 and Figure 23). Except the channel “Other”, for all the search channels the well-matched employees get
on average higher wages, compared to the mismatched employees of the same search channel. Whereas, in
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case of vertical mismatch, for the search channel through family members and relatives, we observe
significantly higher average wages for under qualified employees compared to overqualified and wellmatched employees which found their job through this channel. This may be a result of nepotism.
While there is no persistent positive difference between the average wages of overqualified and wellmatched employees across search channel groups, the average wages for the two match groups are higher
than the average wages for under qualified employees within most of the search channel groups.
Figure 22. Average wages, by search channels and horizontal mismatch.

Figure 23. Average wages, by search channels and vertical mismatch.
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Search channels of currently working individuals differ by the employer sizes. The results depicted in the
next figure indicate, that higher fraction of workers found their job through professional networks, and
advertisements on the internet as the employer size increases. While the fraction of workers which found
job through friends and acquaintances, and family members and friends is decreasing with increasing firm
sizes. Other search channels do not exhibit clear patterns of monotonic change when the employer size
varies.
Figure 24. Search channels, by firm size categories.
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When we observe the factors explaining variation of wages, the key factors are qualitatively similar to the
ones outlined in Table 7. Table 8 rather presents the results on the wage effects of search channels and
social networks. Spec 2 of the table shows, that compared to the formal search channels (public and private
agencies, newspapers etc) those hired through referrals earn on average 16.9% higher wages. While there
is similar positive difference between those hired through online search and formal search channels, the
difference is not statistically significant.
Table 8. Effect of social networks and search channels on wages
VARIABLES

Spec 1

Spec 2

Spec 3

Spec 4

Education level

0.017
(0.032)

0.018
(0.032)
0.138
(0.122)
0.169*
(0.098)

0.017
(0.032)

0.010
(0.032)

Found job online1
Found job through referrals2
Registered on Facebook

-0.074
(0.122)

Registered on LinkedIn
Computer skills self-evaluation (1 - no skills, 5 programming)
English knowledge level self-evaluation (0 - no skills, 4
- native)
Female
Age
Aragatsotn
Shirak
Constant

Observations
Occupation level controls
R-squared

0.341***
(0.108)
0.108*
(0.057)

0.105*
(0.057)

0.109*
(0.057)

0.063
(0.058)

0.146***
(0.045)
-0.471***
(0.091)
0.0004
(0.006)
0.014
(0.225)
-0.465***
(0.092)
12.124***
(0.336)

0.146***
(0.045)
-0.474***
(0.091)
0.0012
(0.006)
0.038
(0.226)
-0.457***
(0.092)
11.987***
(0.346)

0.148***
(0.045)
-0.476***
(0.091)
0.0004
(0.006)
0.018
(0.225)
-0.465***
(0.092)
12.186***
(0.351)

0.109**
(0.046)
-0.467***
(0.090)
0.0004
(0.006)
0.038
(0.223)
-0.440***
(0.092)
12.257***
(0.335)

518
YES
0.205

518
YES
0.209

518
YES
0.205

518
YES
0.220

Robust standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
1. Found their job through advertisement or social network on the internet (Reference group: formal search channels such as
public and private agencies, newspapers etc.
2. Found their job through friends, acquaintances, family members, relatives, co-workers or other professional network
members.
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Furthermore, the wages of respondents registered on “Facebook” are not statistically different from the
wages of those respondents, which are not registered on “Facebook” (Spec 3). Finally, in case of
“LinkedIn”, those registered on “LinkedIn” earn statistically significantly higher wages. The wage
difference is nearly 34.1% (Spec 4).

Returns at skills actually deployed at job
This section provides results on the returns to different skills actually deployed at work by employed
respondents by comparing average wages of employees deploying the certain skills and not deploying the
skills. Deployed skills are grouped into 4 categories: Reading, writing, work with numbers, and work with
computer (Figures 25-28). As expected, for all the skills, those using the skill get on average higher wages,
but the magnitude of the returns to the skills differ. The returns to reading skills vary between 47000
(Articles in professional journals) to 79000(Read letters, memos or e-mails).
Figure 25. Average wages for reading skills used.

Next, regression analysis is conducted to evaluate the effect of using reading skills on wages, controlling
for select features. As a result, among all the reading skills utilized, only using financial skills at work has
a statistically significant (at 5%) positive effect on wages. Compared to respondents not reading financial
documents respondents using the skills gain on average 18% higher wages.
Table 9. Effect of used reading skills on wages
VARIABLES
Diagrams, maps or schematics
Invoices, banks statements or other financial
reports

Coefficient

Controls

Observations

R-squared

0.094
(0.086)

v

518

0.207

0.180**
(0.083)

v

518

0.212
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Manuals or reference materials
Articles in professional journals
Articles in newspapers or magazines
Read letters, memos or e-mails
Directions and instructions

0.151
(0.088)
0.104
(0.088)
0.091
(0.086)
0.145
(0.095)
0.079
(0.085)

v

518

0.209

v

518

0.207

v

518

0.207

v

518

0.208

v

518

0.206

Robust standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
Controls include: Education level, computer skills self-evaluation, English knowledge level self-evaluation, gender, age, regional
dummies.

While the return to writing skills varies between 17000 (Fill in forms) and 113000 (Reports).
Figure 26. Average wages for writing skills used.

Similar analysis results of wage returns on the writing skills are presented in Table 10. Employees writing
reports and filling in forms reported on average 34% and 21.4% higher average wages, respectively.
Table 10. Effect of used writing skills on wages
VARIABLES
Fill in forms
Reports
Articles for newspapers, magazines
Letters, memos or emails

Coefficient

Controls

Observations

R-squared

0.214***
(0.081)
0.340***
(0.087)
-0.011
(0.142)
0.149

v

518

0.216

v

518

0.228

v

518

0.205

v

518

0.209
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(0.096)
Robust standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
Controls include: Education level, computer skills self-evaluation, English knowledge level self-evaluation, gender, age, regional
dummies.

Preparing charts, graphs and table has highest return to deploying the skill (112000) among the numerical
skills used. In case of numerical skills, we can order them with respect to the complexity of the tasks
demanding the skills. As a result, besides for the wages of using of simple algebra or formulas, average
wages of the skill users are increasing with increasing complexity of the performed tasks. The lowest return
to numerical skills used is found for using of simple algebra or formulas, which is 66000.
Figure 27. Average wages for numerical skills used.

Table 11 depicts results on the effect of numerical skills use on wages. According to the analysis results
jobs involving preparing charts, graphs and tables pay on average 16.9% higher wages compared to the jobs
not requiring that skills. The returns of other numerical skills are statistically insignificant.

Table 11. Effect of used numerical skills on wages
VARIABLES
Use more advanced math
Use simple algebra or formulas

Coefficient

Controls

Observations

R-squared

0.116
(0.106)
0.123

v

518

0.207

v

518

0.208
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(0.083)
0.169*
(0.089)
0.079
(0.083)
0.126
(0.081)

Prepare charts, graphs and tables
Calculate fractions, decimals or percentages
Calculate prices, costs, or budgets

v

518

0.210

v

518

0.206

v

518

0.209

Robust standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
Controls include: Education level, computer skills self-evaluation, English knowledge level self-evaluation, gender, age, regional
dummies.

Finally, the returns to computer skills shown in Figure 28 indicate, that the relatively highest return is
obtained when performing transactions on internet (116500), while the lowest return is 74000 for
performing real-time discussions. The figure also shows that the variance between the average wages for
the computer skills is relatively smaller compared to the other 3 types of skills, and the average return is
the highest for the computer skills.
Figure 28. Average wages for computer skills used.

Analysis of the returns to computer skill shows that the highest return is obtained from using
programming languages at work. Using programming languages increases wages on average 27.2%.
Using email, Word, and Excel increase wages by 19.4%, 17.7% and 22.9%, respectively. Finally, using
internet to better understand issues related to work increases wages by 5.7%.
Table 12. Effect of used computer skills on wages
VARIABLES
Real-time discussions

Coefficient

Controls

Observations

R-squared

0.074
(0.097)

v

518

0.206
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Programming language
Word Processor (Word)
Spreadsheet (Excel)
Transaction on internet
Internet to better understand issues related to
work
Email

0.272*
(0.147)
0.177*
(0.089)
0.229**
(0.102)
0.134
(0.091)

v

518

0.210

v

518

0.210

v

518

0.213

v

518

0.208

0.057*
(0.058)
0.194*
(0.102)

v

518

0.205

v

518

0.210

Robust standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
Controls include: Education level, computer skills self-evaluation, English knowledge level self-evaluation, gender, age, regional
dummies.

Cognitive skills, mismatch and employment
Within the survey the literacy and numeracy of the respondents were access with their consent. Totally, 211
numeracy and 178 literacy completed quizzes’ results were matched with the 1063 participants of the
survey.The maximum possible grade for the numeracy quiz is 30, and 40 for the literacy quiz. In this section
we observe the average scores of the quizzes for different population groups.
The highest average literacy score is obtained by the respondents which studied Business and Law (24.9),
and the lowest for the Services (13.6). In case of the numeracy test, those studied Natural science, math and
stat have the highest average test score (17.9), while the lowest is again the Services (11.5). It is interesting
to note that the average test results of those without education sometimes exceeds the average test scores
of some fields of studies.

Figure 29. Average test results, by the field of study.
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The average test scores depicted in Figure 30 show that in both literacy and numeracy tests women
outperform men, though the difference in case on numeracy test is not significant. This result confirms the
presence of gender discrimination in Armenian labor market, since the observed wage gap cannot be
attributed to the cognitive abilities accessed by these tests.
Figure 30. Average test results, by gender.

The following 2 figures show the average test results for different match groups. As indicated by Figure
31, the horizontally mismatched employees have on average higher test scores, but the differences are not
significant. Which means that the cognitive abilities of horizontally matched and mismatched employees
are similar. Thus the mismatch cannot be driven by different abilities, it is rather a result of other features
of the respondents or the labor market.
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Figure 31. Average test results, by horizontal mismatch.

While the test scores differ at higher magnitude in case of vertical mismatch (Figure 32). This resultsuggests
that the evaluation of vertical skill mismatch used in the study and the actual cognitive abilities are
correlated.
Figure 32. Average test results, by vertical mismatch.

The test scores are observed by the ISCO occupations and the results are depicted in Figure 33. For both
the tests Technicians have the highest average test scores, followed by Managers. In case of numeracy test,
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the lowest average score is obtained for those involved in elementary jobs. But in case of the literacy test,
they scored on average higher than employees involved in crafts and trade.
Figure 33. Average test results, by occupations.

Note: maxium for Numeracy – 30, Literacy 40

Finally, the average test results of employed and unemployed respondents are compared in Figure 34. The
average scores of employed respondents are higher compared to unemployed in both of the tests. The
difference is more pronounced in the numeracy test.
Figure 34. Average test results, by employment status.
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PART II. Assessment of Active Labor Market Policies

Beneficiary profile
In the scope of evaluation of the three labor market policies 361 beneficiaries were interviewed. The
majority of respondents was from urban settlements (81.4%).
Figure 16. Distribution of beneficiaries by settlement type

18.6%

Urban
Rural

81.4%

N=361

The sample of evaluation comprised of more female respondents (90.6%).
Figure 17. Gender of the beneficiaries
9.4%

Male
Female

90.6%

N=361

Most of beneficiaries where from capital Yerevan (29.6%), followed by Shirak (14.7%) and Kotayk
(12.5%) regions.
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Figure 18. Distribution of beneficiaries by regions
Yerevan

29.6%

Shirak

14.7%

Kotayk

12.5%

Lori

8.6%

Ararat
Tavush
Armavir

7.5%
6.1%
5.3%

Vayots Dzor

4.2%

Gegharkunik

4.2%

Syunik

4.2%

Aragatsotn

N=361

3.3%

Around half of the respondents had higher education and 30.7% had vocational education. The professions
included pedagogues, economists, linguists, nurses, midwives, accountants, physicists, chemists, biologists,
lawyers, programmers, engineers, technologists, journalists, artists, doctors, managers, hairdressers,
historians, culturologists, designers, pharmacists, psychologists, social workers, human resource specialists,
chefs, jewelers, and others.
Figure 19. Education of beneficiaries
Post-graduate

.8%

Higher (bachelor's, master's)

49.0%

Incomplete higher

4.7%

Vocational

30.7%

Secondary
Elementary

14.4%
.3%

N=361

Practical experience program had the youngest beneficiaries. The average beneficiary age for professional
training program was 37.3, for entrepreneurship support program 39.7 and for practical experience
program 26.1 years old.
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Figure 20. Average age of program participants
37.3

39.7

Professional training program

Entrepreneurship support
program

26.1

Practical experience program

Around 3.3% of the beneficiaries in the sample were disabled.
Figure 21. Beneficiaries with disability
3.3%
Beneficiaries with disability

N=361

Most of the beneficiaries in the sample were unemployed. 91.5% of the respondents in professional training
program, 82.2% in practical experience program and 63.9% of beneficiaries in entrepreneurship support
program were unemployed. A large portion of beneficiaries participating in entrepreneurship development
program was self-employed (30.6%) or was a small business owner (5.6%).

53

Figure 22. Employment status prior to participating in the program
91.5%
82.2%
63.9%

30.6%
N=361

3.7%

5.5%3.0%

Unemployed Self-employed

4.9%

Salaried
6 months or
employee less remained
under the risk
to
of being fired imprisonment

Professional training

5.6%

3.7%

Small
business
owner

Student

Entrepreneurship support

Salaried
employee

Inter

Practical experience in profession

Volunteer

Total

The proportion of unemployed beneficiaries decreased after completing the training. In particular, the
proportion of unemployed beneficiaries from professional training group decreased by 18 percentage
points, for entrepreneurship development program by 50 percentage points and for the group of practical
training by 40 percentage points.
Figure 23. Current employment status
73.2%
63.9%
54.0%
42.3%

25.0%
13.9%

N=361

15.9%
8.5%
2.4%

Unemployed

Salaried employee

.6%

Intrepreneur

.0%

3.1%

Self-employed

Professional training

Entrepreneurship support

Practical experience in profession

Total
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Participation and sources of information on programs participated
Finding a job was the main reason for 81.7% of the respondents. 45.4% of the respondents
participated in the professional training program, 45.2% participated in the practical training
program and 10% in the small business support program. The State Employment Agency was the
main source of learning about the programs they participated in.
The reason of getting registered in the State Agency of Employment was finding a job (81.7%). Acquiring
a new profession was the second most common reason (14.7%) and getting trained was the third most
important reason (12.5%).
Figure 24. Reasons to get registered in the State Agency of Employment
Find a job

81.7%

Receive new profession

14.7%

Get training

12.5%

Gain work experience
Get financial support

8.3%
3.0%

Start an own business

1.9%

Receive state financia support

1.1%

Get consultancy
Difficult to answer

.3%
0.6%

N=361

A9: Why did you decide to get registered in the State Agency of Employment?

In the evaluation sample 45.4% of the respondents participated in the professional training program, 45.2%
participated in the practical training program and 10% in the small business support program.
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Figure 25. Participation in training programs organized by the State Employment Agency7
Professional training program

45.4%

Practical training program

45.2%

Small business support
program

N=361

10.0%

S0: Did you participate in one of the following programs organized by the State Employment Agency in 2019?

The most common source of learning about the state programs of employment was the State Employment
Agency. 72% of the respondents from the professional training and entrepreneurship support programs
mentioned to be notified by the staff of the State Employment Agency. This source was significantly less
popular (although still the main source) for the participants of practical training program with 51.5%,
whereas the workplace was a more important source compared to the training program.
Figure 26. Source of learning about the program
72.0%72.2%

51.5%

31.9%
22.0%
19.4%
5.6%4.3%
2.4%
State
Employment
Agency

Acquaintances

Professional training

Internet, social
media, TV

1.2%

4.9%

Workplace

Entrepreneurship support

0.6%

4.9%

1.8%2.8%1.8%

Institution of NGO-s and state
higher education
bodies
Practical experience in profession

0.6%
Difficult to
answer
Total

The difference compared with 1st group is statistically
significant on 0.05 level based on a proportion test

S1: From where did you learn that such a program was organized?

7

The sum of proportions is greater than 100% as 2 beneficiaries participated in 2 programs (professional training and
practical experience)
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Program of Professional Training (No 1)

Relevance of the program to the needs and expectations of beneficiaries
For 47% of the respondents the training program corresponded to their profession. At the same time, 92.7%
of beneficiaries of the program mentioned that the training was relevant to their preferences.
Figure 27. Professional training correspondence to profession and preference
The training corresponded to
theprofession of the
beneficiary

The training corresponded to
the beneficiary's preference

47%

92.7%

B4p: Did the training correspond to the profession you have?
B5p: Did you choose the training based on your preference?

Professional training participants considered that they needed knowledge in their new profession (50%),
knowledge in beneficiary’s profession (13.4%), and getting computer skills (13.4%).
Figure 28. Perceptions on required knowledge and skills when participating in the professional
training program
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Knowledge related to the new profession of the beneficiary

50%

Knowledge on beneficiary's profession

31.7%

Computer knowledge

13.4%

Work experience

4.9%

Any kind of knowledge

4.9%

Business administration
Other
Difficult to answer

1%
1.2%
7.3%

B7p: What kind of knowledge and skills did you need when you started participating in the training organized by
the State Employment Agency?

Getting a job in profession was the main expectation for 42% of the beneficiaries. 25% expected to get
any kind of job and another 25% hoped to learn about other specializations.
Figure 29. Expectations from the professional training program
Getting a job in profession

42%

Getting any kind of job

25.3%

Learn about other specializations

25%

Deepening professional knowledge I have

21.6%

Getting work experience

16.7%

Receiving consultation on how to look for a job
Getting materials, which are necessary for work

8.0%
3.1%

For improvement of the skills of business development

1.9%

Getting financial support

1.2%

Difficult to answer

3%

B8p:
What

expectations did you have from the training?

The expectations of 56.1% of the respondents were fully met in the professional training program and for
about 20% the expectations were not met at all or partially met (evaluations 1-3).
Figure 30. The extent to which the expectations of participants were met in professional training
program
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5% 4% 11.6%

23.8%

1. Did not meet at all

2. Mostly did not meet

56.1%
3. Average

4. Mostly met

5. Fully met

B9p: To what extent did the program meet your expectations?

The main reported reasons behind of the training not meeting initial expectations were course
material incompleteness (42.4%) and short duration of the course (39.4%).
Figure 31. The reported reasons of professional training not meeting participant expectations
Course material was incomplete

42.4%

Duration of the course was too short

39.4%

The course was not taught well

24.2%

Study group was too large

15.2%

No job offer was made in the end

6.1%

Not enough practical activities

6.1%

Not enough technical conditions (computers, etc.)

6.1%

The material did not correspond to the needs of…
Difficult to answer

3.0%
3.0%

B10p: Why were not you’re your expectations met? What specifically did not you like in the program?
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Program effectiveness
In professional training program 67.7% of the beneficiaries in the sample were highly satisfied. The
main reported reasons for dissatisfaction were incompleteness and short duration of the course
material. Friendliness of the State Employment Agency’s staff, clarity of course instructions, and
ease of involving in the course were highly rated aspects of the course whereas opportunities of
finding a job, the main expectation of the program participants, was the lowest rated aspect with
45% of satisfaction.
Overall, 67.7% of the participants in the sample were totally satisfied with the professional training
program. At the same time 14% of the respondents were partially satisfied with the professional training
program or not satisfied at all (evaluations 1-3).
Figure 32. Satisfaction with the professional training program
Mean
satisfactio

2% 11.0%

99․ Difficult to answer
2. Rather not satisfied
4. Rather satisfied

4.48

67.7%

17.7%
1. Not satisfied at all
3. Partially satisfied
5. Totally satisfied

C1: Overall how satisfied are you with the professional training program provided by the State Employment
Agency?

The main reasons behind dissatisfaction of abovementioned 14% of the respondents were completeness of
program (43.5%), duration of the course (39.1%), further opportunities of employment (34.8%) and
instructor’s professionalism (34.8%).
Figure 33. Reasons behind dissatisfaction with the professional training program
Completeness of the course

43.5%

Duration of the course

39.1%

Opportunities of employment after the program

34.8%

Instructor professionalism

34.8%

Work of coordinators

17.4%

Provision of necessary condirions (materials,
computers, etc)
Practical experience

8.7%
4.3%

C2: What specifically needs to be improved?

The respondents evaluated certain aspects of the program as well. Friendliness of the State Employment
Agency’s staff (85%), clarity of course instructions (83%) and ease of involving in the course (82%) had
the highest top box (5) satisfaction. The opportunities of employment after training had the lowest top-box
satisfaction level (45%) and the highest dissatisfaction level. Opportunities of finding a job was mentioned
as the most important expectation from the professional training program and low satisfaction with it can
be the most important factor decreasing the overall satisfaction with the program. Other aspects rated low
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in the training program were the adequacy of training material to employer demands in the job market and
opportunities to choose a profession8.
Figure 34. Satisfaction with specific aspects of the professional training program
Friendliness of the State Employment Agency's staff

3%8%

85%

Clarity of course instruction

4% 10%

83%

Ease of involving in the course

2%11%

82%

5% 11%

80%

Qualification of instructors
Currency of the course material

8%

16%

Organizational abilities of the Employment Agency… 4% 7%

73%

15%

71%

Completeness of training material

4%10%

18%

66%

Materials provided in the course

13%

17%

65%

Duration of the training
Opportunities to choose a profession
Adequacy of material to the demands of employers
Opportunities of employment after the training

6% 13%
13%

5% 10%
12%

18%

60%

18%

59%

18%
16%

57%
20%

45%

Difficult to answer

1. Not satisfied at all

2. Rather not satisfied

3. Partially satisfied

4. Rather satisfied

5. Totally satisfied

C3: I will list specific aspects of the training and, please rate each aspect separately. Use a five-point scale where 5
means totally satisfied and 1 means not satisfied at all.

8

Although the vast majority mentioned that the new profession corresponded to their desires, not always
were they able to study the course of their first choice.
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Program impact and sustainability
28% of the participants found a job after completing the training program and for 80.4% the job
corresponded to the profession acquired in the program.
Figure 35. Finding a job after completing the professional training program and correspondence of
that job to the profession acquired
Found a job after the training

Correspondence of the job
found to the profession
acquired

.6%
27.4%

80.4%

Yes, found a paid job
Yes, found an unpaid job (volunteer)
No, did not find a job

D1: Did you find a job after completing the program?
D4: Did the job found correspond to the profession acquired in the training?

80.4% of those who found a job after the training mentioned that it was the total or the major contribution
of the professional training program, whereas for 13% there was no almost no contribution of the training
program.
Figure 36. Respondent's perceived contribution of the professional training program in the job
acquired

8.7% 4.3%6.5%

15.2%

65.2%

1. Did not contribute at all

2. Rather did not contribute

4. Rather contributed

5. Totally contributed

3. Partially contributed

D5: In your opinion to what extent did the State Employment Agency’s training program contribute to finding a
job?

47.8% of the respondents who found a job did so in a month after completing the training and 30.4% in 23 months after completion. Nonetheless it took over 6 months for 13% to find a job. The main way of
finding a job was sharing their CV, which comprised 32.6% of those who found a job. 30.4% became
employed with the help of their friends and connections and 23.9% mentioned to find a job through the
State Employment Agency.
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Figure 37. Duration passed after the training and ways of finding a job
Time passed after the training
to find a job

4.3%
8.7%
Over a year

Ways of finding a job after the
training

By myself through sharing my CV

32.6%

8.7%
With the help of friend

From 6 months to a year
30.4%

30.4%

In 4-5 months

Through the State Employment
Agency

In 2-3 months

Became self-employed

2.2%

Women's Resource Center

2.2%

In a month

47.8%

Difficult to answer

23.9%

8.7%

Found a job

D2: How long after completing the training did you find a job?
D3: How did you find a job?

Overall the financial situation for those finding a job improved. The financial situation of 65% of those
finding a job improved, for 28% remained the same and worsened for 4% of the respondents.
Figure 38. The change in financial situation for those finding a job after completing the professional
training program

2%4%

28%
Reject tp answer

65%
Worsened

Remained the same

Improved

D6: How did your financial situation change after finding a job?

Among the main reasons for not finding a job among unemployed ones were personal/family problems
(25.4%), incomplete knowledge in job (18.6%), absence of work experience (11.9%), and Covid-19
(10.2%).
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Figure 39. Factors preventing the beneficiaries to find a job
Personal reasons (marriage, pregnancy, child care)

25.4%

Incomplete knowledge in job

18.6%

Absence of work experience

11.9%

Covid-19

10.2%

Absence of vacancies

9.3%

Not satisfactory job (work hours, salary, distance frok…

7.6%

Age

6.8%

Health problems

5.1%

Did not have acquaintances

.8%

Reying only on the State Employment Agency

.8%

Difficult to answer

3.4%

D8: What prevented you from finding a job?
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Program of Entrepreneurship Support (No 7)

Relevance of the program to the needs and expectations of beneficiaries
The program fully met the expectation of 67% of the participants. The majority expected to gain
skills in business development and receive funding to start a small business.
For 33% of the beneficiaries the training corresponded to their profession and for 94.4% of the
beneficiaries in the sample the training corresponded to their preference.
Figure 40. Business support training correspondence to profession and preference
The training corresponded to
the profession of the
beneficiary

The training corresponded to
the beneficiary's preference

B4b: Did the training correspond to the profession you have?
B5b: Did you choose the training based on your preference?

The beneficiaries participating in business support program reported that they needed business
administration skills (66.7%), overall business-related knowledge (25%), knowledge on their existing
profession (13.9%).
Figure 41. Perceptions on required knowledge and skills when participating in the business support
program
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Business administration

66.7%

Knowledge related to the new profession of the beneficiary

25%

Knowledge on beneficiary's profession

13.9%

Any kind of knowledge

8.3%

Computer knowledge
No need in any kind of knowledge

5.6%
2.8%

B7b: What kind of knowledge and skills did you need when you started participating in the training organized by
the State Employment Agency?

More than the half of the participants in business support program expected to gain business development
skills (55.6%). The second most common expectation was receiving financial support for developing /
starting their business. 11.1% expected to deepen the professional skills they already had.

Figure 42. Expectations from the business development program
Improvement of business development skills

55.6%

Getting financial support

41.7%

Deepening professional knowledge I have
Learn about another specialization
Getting any kind of job

11.1%
8.3%
5.6%

Getting materials, which are necessary for work

2.8%

Getting professional work

2.8%

B8b: What expectations did you have from the training?

Business support program fully met the expectations of 66.7% of the participants. Not only the proportion
of satisfied people is higher in this program but also there are less dissatisfied people (8.3% with average
dissatisfaction). The main reason for average satisfaction was the level of financial assistance. All
respondents in this group mentioned that the program did not consider the scope of their business, limiting
the financial support provided to 1 million AMD.
Figure 43. The extent to which the expectations of participants were met in business support
program

66

8.3%

25.0%

1. Did not meet at all

66.7%
2. Mostly did not meet

3. Average

4. Mostly met

5. Fully met

B9b: To what extent did the program meet your expectations?
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Program effectiveness
The main aspects to be improved, mentioned by a few participants, was the standard amount of
funding, which dd not consider the scope, costs of the business that was going to be founded. The
beneficiaries were also highly satisfied with clarity of course instructions, organizational capabilities
of staff and ease of getting involved in the course. The participants were less satisfied with the
opportunity to choose a profession (67%) and opportunities of employment after the training (75%).
Overall, 75% of the participants in business support program were fully satisfied with the program. At the
same time, 15.2% was partially or not satisfied at all with it. The main reason for dissatisfaction was
financial support as well, similar to the reasons of not meeting their expectations from the program.
Figure 44. Satisfaction with the business support program

Mean
satisfactio

2.8%
5.6%

16.7%

99․ Difficult to answer
2. Rather not satisfied

75%

4.61

1. Not satisfied at all
3. Partially satisfied

C1b: Overall how satisfied are you with the training and consultancy for small entrepreneurship program provided
by the State Employment Agency?

Rating the specific aspects of the business development training program, the beneficiaries rated
friendliness of State Employment Agency’s staff, qualifications of instructors and currency of course
materials excellent with 100% top box satisfaction. The beneficiaries were also highly satisfied with clarity
of course instructions, organizational capabilities of staff and ease of getting involved in the course. The
participants were less satisfied with the opportunity to choose a profession (67%) and opportunities of
employment after the training (75%).
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Figure 45. Satisfaction with specific aspects of the business support program
Friendliness of the State Emloyment Agency's staff

100%

Qualification of instructors

100%

Currency of the course material

100%

Clarity of course instruction 3%

97%

Organizational abilities of the Employment Agency… 6%

94%

Ease of involving in the course 3%3%3%

92%

Adequacy of material to the demands of employers 3% 11%

86%

Completeness of training material 6%3%8%

83%

Materials provided in the course 3% 14%

83%

Training of business development skills 3%3% 14%

81%

Duration of the training 6%6% 8%
Opportunities of employment after the training
Opportunities to choose a profession

81%

8%3% 14%
19%

3% 8%

75%
67%

Difficult to answer

1. Not satisfied at all

2. Rather not satisfied

3. Partially satisfied

4. Rather satisfied

5. Totally satisfied

C3b: I will list specific aspects of the training and, please rate each aspect separately. Use a five-point scale where 5
means totally satisfied and 1 means not satisfied at all.
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Program impact and sustainability
There was improvement in financial situation for most of the participants (64%) but also a higher
proportion of worsening (8%), compared to the professional training program. 67% of the
beneficiaries also reported that the high contribution of the program in development of their
business.
66.7% of the beneficiaries reported that business support program greatly contributed to developing their
own business. As we saw in Figure 7 and Figure 8 after the program the proportion of entrepreneurs reached
67% from 36% of self-employed and entrepreneur beneficiaries.
Figure 46. Perceived contribution of entrepreneurship support program in business development
by beneficiaries

2.8%

16.7%

11.1%

66.7%

Difficult to answer
2. Rather did not contribute
4. Rather contributed

1. Did not contribute at all
3. Partially contributed
5. Totally contributed

E1: In your opinion to what extent did the State Employment Agency’s training program contributed to the
development of your business?

For 64% of the respondents the financial situation improved after the training and for 25% it remained the
same. At the same time, for 8.3% of the respondents the financial situation worsened.
Figure 47. The change in financial situation for those finding a job after completing
entrepreneurship support program

3% 8%

25%

Reject to answer

64%
Worsened

Remained the same

Improved

E2: How did your financial situation change after the training?
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Program of Practical Experience (No 4)

Relevance of the program to the needs and expectations of beneficiaries
The vast majority (72.4%) hoped to become a full-time employee in the company of internship.
Gaining practical experience to get a permanent job in the future was another major reason for
participating in the program. For 71% of the participants the expectations were fully met after
participation.
About half of the participant of internship program applied to the program more than a year after
graduation. The other half applied earlier than a year.
Figure 48. Time of applying to the practical training program
53.4%

25.8%

Right after graduation

20.9%

Up to a year

More than a year later

F1: How long after graduating from university did you apply to the practical training program?
33.7% of the respondents applied to online job posts to find a job and 18.4% directly contacted the
employers. Meanwhile 31.9% did not do anything to find a job (mostly included people up to 30 years old).
Figure 49. Steps taken to find a job
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Applied to online job posts

33.7%

Did nothing

31.9%

Applied directly to the employers

18.4%

Asked acquaintanced for help
Applied to employment agencies

16%
6.1%

Applied to the state bodies

3.7%

Searched for a job abroad

3.1%

Searched in social media

2.5%

Did everything

1.2%

F2: Besides applying to the State Employment Agency what steps did you take to find a job?

The main motivating factor behind participation was finding a job in the end of the program. The vast
majority (72.4%) hoped to become a full-time employee in the same company after completing the
internship and 20.9% has difficulties with finding a job previously as they had no prior work experience.
Figure 50. Reasons to participate in practical training program
To find a job (with the hope to get a job after completion of
internship)

72.4%

I was required to have work experience everywhere I
applied
To gain practical experience

20.9%
4.9%

To find a job in the future

3.1%

To get financial support

3.1%

It sounded good when I heard about it

2.5%

I was recommended by friends to participate

2.5%

The State Employment Agency encouraged to participate

1.2%

To acquire a new profession

0.6%

F3: Why did you decide to apply to practical experience program organized by the State Employment Agency?

It took up to 4 months for 57% of the employees to get involved in the internship program. 9.2% of the
beneficiaries waited for over a year.
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Figure 51. Time of involvement in the practical program after applying

9.2%

14.1%

Later than a year

19.6%

6-12 months

38%

4-6 months

2-4 months

19%

Up to 2 months

F4: How long after applying to the State Employment Agency were you included in the internship program?
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In most cases the internship lasted for 3 months (89%) and for 4.3% more than 3 months.
Figure 52. Duration of internship program
,5 month

1.2%

1,0 month

2.5%

2,0 months

2.5%

2,5 months

0.6%

3,0 months

89%

4,0 months

2.5%

6,0 months

1.8%

F6: For how long did the internship last?

The expectations of 71.2% of the beneficiaries were fully met. Nonetheless, 8.6% of the respondents
reported that their expectations were met partially or not met at all.
Figure 53. The extent to which the expectations of participants were met in practical training
program

3.7%3.7%

20.2%

1. Did not meet at all

71.2%

2. Mostly did not meet

3. Average

4. Mostly met

5. Totally met

F7.1:To what extent did the program meet your expectations?
The main reason for not meeting the expectations was irrelevant job/conditions for 21.4%, failure to find a
job after completing the program for 21.4% and not being offered a permanent position in the same
company for another 21.4% of the beneficiaries in practical training program.
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Figure 54. The reported reasons of practical experience program not meeting participant
expectations
Irrelevant conditions / knowledge during internship

21.4%

Failed to find a job after completion

21.4%

Was not offered a full-time job after the completion

21.4%

Not friendly attitude

7.1%

No opportunity to choose the organization

7.1%

Short duration of internship

7.1%

The job did not correspond the beneiciary's profession

7.1%

Did not gain any knowledge

7.1%

F8:Why were not you’re your expectations met? What specifically did not you like in the program?
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Program effectiveness
Overall, 80.4% of the respondents were totally satisfied with the program of practical experience and
5.5% was partially satisfied or not satisfied (evaluations 1-3).
Figure 55. Satisfaction with practical experience program
Mean
satisfactio
1.8%3.1% 14.1%

4.71

80.4%

1. Not satisfied at all

2. Rather not satisfied

4. Rather satisfied

5. Totally satisfied

3. Partially satisfied

F9.1:Overall how satisfied are you with the practical experience program organized by the State Employment
Agency?

The main reasons of dissatisfaction were the work of organizers (44.4%), not finding a job in the end, short
duration of internship and irrelevance of work content to their profession.
Figure 56. Reasons behind dissatisfaction with practical experience program

Work of organizers

44.4%

No job found in the end

33.3%

Duration of internship

33.3%

Correspondence of work content with profession

11.1%

G2: What specifically needs to be improved?

The beneficiaries of internship program were highly satisfied with friendliness of State Employment
Agency’s staff (91%). Duration of internship (62%) and opportunity to use the acquired knowledge in the
future workplace (67%) had lower top-box satisfaction level.
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Figure 57. Satisfaction with specific aspects of practical experience program

Friendliness of the State Employment Agency's staff

6%

91%

Proactivity / organizational capacity of the State
3%4% 13%
Employment Agency's staff

79%

The knowledge acquired during the internship 3% 4% 11%
Opportunity to choose the company for internship

5%

Opportunity to use the practical knowledge at work in the
future

5% 6%

Duration of internship

14%

79%

17%

74%

20%
22%

Difficult to answer

1. Not satisfied at all

2. Rather not satisfied

3. Partially satisfied

4. Rather satisfied

5. Totally satisfied

67%
62%

G3: I will list specific aspects of the training and, please rate each aspect separately. Use a five-point scale where 5
means totally satisfied and 1 means not satisfied at all.
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Program impact and sustainability
More than the half of beneficiaries (60%) was able to find a job within a month after completing the
internship, whereas it took over a year for 8% of the respondents. Those failing to find a job
mentioned as the main reason the absence of vacancies (40%), personal/family reasons 25%, relying
solely on the State Employment Agency (7%) and dissatisfactory working conditions (7%). The
financial situation of 79% of those finding a job improved.
Around 64% of the respondents found a job after the internship program whereas 35.6% remained
unemployed.
Figure 58. Results of employment search
63.8%

35.6%

0.6%
Yes, found a paid job

Yes, found an unpaid job

No, did not find a job

H1: Did you find a job after completing the practical experience program?

For those failing to find a job the main reported reason was the absence of vacancies (40%), personal/family
reasons 25%, relying solely on the State Employment Agency (7%) and dissatisfactory working conditions
(7%).
60% of the respondents reported to be able to find a job within a month after completing the program.
However, it took over 6 months for 23% to find a job (over a year for 7.6% of employed).
Figure 59. Time after completion to find a job

1% 7.6%

15.2%

Difficult to answer

4.8% 11.4%

More than a year

60%

6 months to a year

4-5 months

2-3 months

In a month

H2: For how long after completing the program were you able to find a job?

51% of employed beneficiaries reported that they currently work at the company where they had their
internship. 20% of those not working at the same company mentioned they received a job offer from the
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company of their internship. The main reasons for not accepting the job offer of the companies of internship
were low pay offered, working hours, distance of work from home and existence of a better offer.
Figure 60. Current work company and job offer from the company of internship
H3.1: Found a job in the company of
internship

H3.2: Job offer after completing the
internship for those currently not
working at the same company

20%
51%

Yes

Yes

H3n1: Did you start working at the company you had an internship?
H3n2: Did you receive a job offer after completing the internship? (those who are employed but not in the same
company)

37.5% of the respondent mentioned to find a job through their internship company, 26.9% shared their CV
with employers, 19.2% applied for the help of their acquaintances, and 14.4% found a job through the State
Employment Agency.
Figure 61. Means of finding a job after completing the practical experience program
Company of internship

37.5%

Sharing the CV with employers

26.9%

Acquaintances

19.2%

State Employemnt Agency

14.4%

Started an own business

1%

Company of internship

1%

H3: Through whom did you find a job?

The financial situation of very high portion of beneficiaries improved after finding a new job (79%).
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Figure 62. The change in financial situation for those finding a job after completing
entrepreneurship support program

1%

19%
Refuse to answer

79%
Worsened

Remained the same

Improved

H6: How did your financial situation change after finding a new job?
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Appendix
A1. Sampling Framework
Skill Mismatch Survey Sampling
Our study focuses on relatively young population (ideally 20-50). As stipulated in our proposal we mostly
target Yerevan and Shirak marzes (we include also Aragatsotn). Based on data available from National
Statistical committee, the following were relevant population numbers:
Table A1. Survey population breakdown by marzes and age groups
Yerevan
Aragatsotn
Shirak
Total Population, by age group:
1,081,800 125,400
233,300
20-24
59,636
8,606
14,972
25-29
87,118
11,531
21,531
30-34
94,301
11,157
20,368
35-39
87,756
9,170
16,609
40-44
72,623
7,179
13,216
45-49
62,873
7,013
12,598
Total, of age groups
464,307
54,656
99,294

Total
1,440,500

618,257

The 95% confidence level and Margin of Error of 3 percent gives a target sample size for the survey
of a bit less than 1,060 respondents. We deployed an approach that would ensure proportional
representation of areas involved. Proportional representation of age groups is hardly achievable target and
will depend on actual sampling. Final Target sample:
Table A2. Skill Mismatch Survey Target and actual Sample size by marzes.

Target
Actual

Yerevan
810
690

Aragatsotn
95
69

Shirak
173
304

Total
1078
1063

Skill Mismatch Survey Fieldwork details.
Given the limitations imposed by COVID-19 pandemic to conduct face-to-face interviews, all the surveys
were conducted using Computer aided Telephonic interviews (CATI).
CBRD coordinated the fieldwork with necessary input from the Research Team. The interviewers were
selected and trained to use the survey tool.
To recruit the respondents, we used the services of an SMS aggregator, a company that uses mobile numbers
databases to send out various type of commercial and related communication to the clients of mobile
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operators. While the CBRD has already approbated this approach, our assumptions and calculations were
based on that specific experience. The following are main steps of the approach:
1.
2.

3.

Using the information available at the SMS aggregator, the base of clients meeting our requirements
was identified (age group, marz).
Using randomization tool (e.g. simple random number generator), a random sample was obtained
obtained to which an invite to participate in a survey was forwarded. Participants were informed that
they are participating in a study that gives them an opportunity to win 10,000 AMD. The recipients
were required to respond to 2-3 filter questions to confirm their eligibility for criteria in step 1 and
confirm their consent to participate in the survey. They were asked to leave the phone number
For those who satisfy eligibility criteria, the telephone interviewer contacted the participant and
conducted the interview.

CBRD’s previous experience provided response rate of 3%, so around 35,000 SMS was initially plan to
send out. But later this plan was corrected because of lower response rate. We believe the response rate was
lower because unlike previous CBRD surveys, current one envisaged communication with the interviewer
and it was somewhat longer. Final distribution of SMS sent by Marzes is as follows:
Table A3. SMS sent by marzes (target parameters)
Waive 1 (September 2020)
SMS sent: 60000
Yerevan
Aragatsotn
Shirak

Waive 2 (November 2020)
SMS sent: 108000
Yerevan
Aragatsotn
Shirak

Male

20277

2652

4336

31500

18000

Female

24783

2652

5300

49500

9000

Average Response rate: 1%
Note: It is important to highlight that the SMS database possessed by the company was not highly accurate, which resulted in
considerable responses outside of marzes of interest. This was another reason for which the actual number of SMS sent was much
higher than envisaged at the planning stage.
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Overall, 1063 questionnaires were completed. Extensive data cleaning was carried out to make sure there
are no major discrepancies. The research team has prepared a codebook for the data with data frequencies.
Table 4 presents main descriptive statistics of the data collected.
Table A4. Household demographics and Education
Overall
(N=1063)
Region

Overall
(N=1063)
Age

Yerevan

690 (64.9%)

Mean (SD)

Shirak

304 (28.6%)

Median [Min, Max]

Aragatsotn

69 (6.5%)

Gender

29.5 [22.0, 50.0]

Were drafted for military service
Yes

375 (35.1%)

No

113 (10.6%)
580 (54.3%)

Male

486 (45.7%)

Missing

Female

577 (54.3%)

Education
Post-graduate

Marital status

33.7 (9.51)

34 (3.2%)

Master’s degree

296 (27.8%)

Married

673 (63.3%)

Bachelor’s degree

339 (31.9%)

Single

323 (30.4%)

Vocational

148 (13.9%)

Divorced

53 (5.0%)

Secondary

235 (22.1%)

Other

5 (0.5%)

Basic

7 (0.7%)

Widowed

9 (0.8%)

Primary or lower

4 (0.4%)

Literacy and Numeracy survey
This is a sub-section of overall Skill Mismatch Survey, but we separated it because of differences in
logistics. Upon the completion of the main skill mismatch survey the participants were offered to participate
in the online quiz (which requires either access to smartphone or personal computer). They were informed
that for each of the two sections to be completed they would get 500AMD recharge on their mobile phones.
If agreed, the interviewer recorded the email address to which the quiz was later sent out. Preliminary,
around 60% of respondents expressed readiness to participate.
The numeracy quiz (15 minutes of duration) and literacy quiz (20 minutes of duration) were developed in
google forms and were distributed using Quilgo platform, which enables to account time of the quiz, stop
the quiz after the expiry of the set time and provides some additional insights (such as how many minutes
did it take if the quiz is submitted before the expiry time and whether the participant was focused during
the quiz).
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Before sending out the quiz a follow-up phone call was made to invite the participants to take part. Phone
calls were made to all participants, also those who at the initial stage refused to take part.
The following table summarizes the number of literacy and numeracy complete submissions, as well as
overall participants.
Table A5. Literacy and Numeracy quiz participation statistics
Numeracy
Attempted quiz
338
Completed quiz
215

Literacy
354
182

ALMP survey
Following three programs were chosen for study, with respective population indicated in column 3.
Table A6. Stakeholders and beneficiaries of selected LM programs
N
Program name
Number of
beneficiaries
1

Organization of professional trainings for unemployed,
people with unemployment risk and imprisoned people
who have six months till the end of the punishment term

369

Scholarship for unemployed, people with unemployment
risk or looking for a job

Spent financial
resources,
thousand AMD
30662.5

23863.91

4

Support for unemployed to gain professional experience
within his/her profession

398

88800.4

7

Support for small entrepreneurship for people
uncompetitive in job market
Trainings and consultancy for small entrepreneurship
programs for people uncompetitive in job market
Total

79

46025.6
8248.0

846

197,600

Interviews with CATI (computer-assisted telephone interviewing) system was applied to collect data
from direct beneficiaries of the Project.
Data collection tool for this method is the standardized questionnaire. The duration of interviews wass up
20 minutes.
Qualitative in-depth personal interviews with 2 participants were carried out prior to the data
collection to validate the questions.
The interviews were conducted in the beginning of February, overall 360 responses were collected.
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A2. Numeracy and Literacy Quiz short description
The numeracy quiz includes 15 questions. The solution of the numerical questions required different
dimensions of cognitive strategies defined by the following three processes: identify, locate, or access; act
upon or use; interpret, evaluate/analyze. The 15 questions differ also with respect to the mathematical
content, information and ideas. The following 4 areas are covered within the numerical quiz: quantity and
number; dimension and shape; pattern, relationships and change; data and chance. The scores for the
questions are weighted according to their mathematical complexity. The respective weights were 1, 2, 3 or
4 points. As a result, the maximum possible score is 30 points. 5 questions are 1 point each, 9 questions are
weighted 2, 1 question is weighting 3 points, and 1 question weighting 4 points. The respondents had 15
minutes to complete the numeracy quiz.
The literacy quiz consists of 25 questions. To answer the questions, the respondents need to use the
following cognitive strategies: access and identify, integrate and interpret, evaluate and reflect.
Additionally, three simple questions are included to access the elementary reading and comprehension skills
of the respondents. The weights to the questions are assigned with respect to complexity of the questions.
The questions are assigned weights of 1, 2, 3, or 4 points. The maximum possible total score is 40 points.
There are 13 questions weighting 1 point, 10 questions weighting 2 points, 1 question weighting 3 points,
and 1 questions weighting 4 points. The respondents had 20 minutes to complete the literacy quiz.
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