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Preface

As the COVID-19 pandemic and the resulting jobs crisis evolve, the need to protect the most vulnerable
becomes ever more urgent. One of the most vulnerable yet resilient groups are women. The pandemic
has highlighted the fundamental role of women worldwide in responding to one of the most challenging
crises of our lifetime. While women have been fighting at the forefront of the pandemic as health providers,
they have also been the most affected by its consequences. They have taken on the lion’s share of the
care burden, are more vulnerable to being side-lined from the formal labour market and are victims of
increasing gender-based violence. The crisis has also widened pre-existing gender gaps in pay, skills and
leadership.

However, with countries facing the possibility of a deep recession ahead, it is time to lift the remaining
barriers that impede women’s full participation in the economy. Women’s economic empowerment is not
just a human rights issue, it is a powerful incentive that governments must use to get their economies back
on track and to deliver on the 2030 Agenda for Sustainable Development. Even before the crisis, estimates
showed that if women played an identical role to men in labour markets worldwide, USD 28 trillion could
be added to the global annual gross domestic product (GDP) by 2025. The Middle East and North Africa
(MENA) region could add as much as USD 2.7 trillion to its GDP by following suit.

The MENA region’s trajectory towards greater women’s economic empowerment is clear but complex. On
the one hand, women in the region are increasingly well-qualified and motivated to enter the job market.
They are more educated than ever before and, in some countries, have overtaken the rates of men in
tertiary education. Algeria, Tunisia and Oman even achieved gender parity in sciences, technology,
engineering and mathematics degrees in tertiary-level education, outperforming OECD countries where
women accounted for 31% of all graduates in these subjects. Yet social norms and legal frameworks
continue to constrain women’s access to economic opportunities. Overall, women’s economic participation
in the region remains frustratingly low. The average rate of female labour force participation in MENA
stands at 20%, while the world average is almost 48%. The region also has the widest gender gap in
entrepreneurial activity. Furthermore, the economic downturn that is resulting from the COVID-19 crisis is
likely to hit women the hardest. The sectors which are overexposed to the collapse in economic activity
comprise a sizeable share of female employment.

Yet, the momentum for change in the region is palpable. Economic, legal and policy reforms, as well as
the increasing mobilisation of both women and men for greater gender equality, testify to a growing
conviction that now is the time for women to take their rightful place in the economy and in societies more
broadly. Policymakers are also realising that to make this happen, reforms must touch upon all policy areas
and must include a gender lens. Gender equality perspectives should be at the heart of these
transformation processes across the region.

This study is the fruit of years of collaboration between the OECD and the MENA region, through the
MENA-OECD Competitiveness Programme; and the International Labour Organisation’s (ILO) long-
standing work on gender equality in the world of work.
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Its main objective is to offer concrete implementation tools to policymakers to ensure that reforms can have
a real impact on the ground. The study takes stock of the growing momentum for gender equality in Egypt,
Jordan, Morocco and Tunisia; where legislative, policy and institutional reforms have been driving change
in recent years. It also features case studies of innovative initiatives that are transforming reforms into
concrete actions for women’s economic empowerment in these four countries. In addition, the study seeks
to draw practical conclusions to better understand the factors and tools that can increase the take-up on
reforms in the region and beyond.

The OECD, the Centre of Arab Women for Training and Research (CAWTAR) and the ILO have joined
forces — with the support of numerous local, regional and international experts — to produce this study,
which captures the potential of a region on the move towards greater economic empowerment of its women
citizens. We reiterate our commitment to supporting champions across the MENA region in their efforts to
achieve more gender-equal societies. We hope this study will be a useful resource for the region, and for
all countries seeking to unlock women’s potential for the benefit of all.

Angel Gurria Soukaina Bouraoui Guy Ryder
Secretary-General Executive Director Director-General
Organisation for Economic Co- Centre of Arab Women for International Labour
operation and Development Training and Research Organization
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Foreword

For years, the MENA-OECD Competitiveness Programme and the ILO’s Decent Work Agenda have built
the evidence base for enhancing women’s economic empowerment and developed specific tools to move
this agenda forward.

In 2017, the MENA-OECD Women’s Economic Empowerment Forum (WEEF) released a report, Women's
Economic Empowerment in Selected MENA Countries: The Impact of Legal Frameworks in Algeria, Egypt,
Jordan, Libya, Morocco and Tunisia. The study mapped the countries’ adherence to key international
agreements, national constitutional reforms, gendered provisions in labour and family laws, and women’s
access to justice. Noting the considerable role that legal frameworks play in constraining women’s
economic empowerment in the six countries, the report identified the main bottlenecks and delivered
actionable policy recommendations for governments.

Since the release of the 2017 report, momentum for women'’s status and access to economic opportunity
has continued to build, and new initiatives and frameworks have emerged. Important legal reforms and
complementary policy actions have been adopted and/or are underway in many MENA economies,
enhancing the status of women and their economic empowerment in particular. However, despite
countries’ continued progress, women’s full economic empowerment remains a challenge. To unlock
further progress, gender equality champions in Egypt, Jordan, Morocco and Tunisia asked the OECD to
develop a follow-up action-oriented report to analyse recent evolutions in the region and to document
innovative good practices that could inspire policy reforms in the four countries and the wider region.

This report is the result, and aims to provide development practitioners and decision makers with an
analysis of recent legal reforms, implementation efforts and enforcement mechanisms that have helped
advance women’s economic empowerment in Egypt, Morocco, Jordan and Tunisia. Moreover, it delivers
actionable examples and practical tools for policy makers to help them transform policies into effective
measures for women’s economic empowerment. Experience over recent years has shown that reforms to
legal frameworks and polices are yielding results for women in the countries, albeit slowly.

This publication is the outcome of a highly participatory and multi-stakeholder process involving the OECD,
Centre of Arab Women for Training and Research (CAWTAR) and International Labour Organisation (ILO)
from 2017 to 2019. It also includes valuable perspectives and input from hundreds of experts —
government, business, academia and civil society representatives — from the MENA region and elsewhere,
captured through a questionnaire and in-depth interviews. A team of external peer reviewers with practical
experience in reform implementation reviewed the report.
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Executive summary

At a moment when many countries in the Middle East and North Africa (MENA) are looking to accelerate
economic growth and build more stable, open societies, enabling women’s economic empowerment holds
one of the keys. If women were to be as equally involved as men in labour markets, the MENA region
could see its gross domestic product (GDP) boosted by as much as 47%. This report reveals that change
is underway across the region. It presents 24 detailed case studies of recent legislative, policy and
institutional reforms to support women’s economic empowerment in Egypt, Jordan, Morocco and Tunisia.
The report draws out some of the common factors behind the success of these reforms and their
implementation. Despite the challenges some countries face, some of which are exacerbated with the
ongoing COVID-19 crisis, the report asserts that progress can be nurtured further through targeted,
inclusive and co-ordinated policy actions.

Progress is being made

Education. Women in Egypt, Jordan, Morocco and Tunisia are more educated than ever before.
Gender gaps in education are almost closed, especially at tertiary level, with women in some
countries catching up with men in the male-dominated fields of science, technology and maths.
Their academic progress, however, has not translated into equally improved access to economic
opportunity.

Equality in work. The four countries have undertaken legislative reforms and led numerous
initiatives to facilitate women’s participation in the labour market and enhance their rights at work.
These include measures to promote equal pay, introduce flexible work options, encourage gender
balance in corporate leadership and address sexual harassment in the workplace. The private
sector is increasingly taking gender equality initiatives to encourage women'’s participation in the
labour force.

Work-life balance. Countries have made efforts to reform their social protection systems to
enhance women’s work-life balance and ease their unpaid care burdens. Introducing paternity
leave and providing better options for childcare are some examples of how countries are
stimulating women'’s labour force participation and trying to encourage men to engage in more
unpaid care work.

Women as entrepreneurs. Countries are trying to boost female entrepreneurship and formalise
businesses. These measures include facilitating women entrepreneurs’ access to information,
financial services, markets, investment opportunities, land and other assets.

Women as leaders. The reform process is also becoming more inclusive, thanks to a number of
initiatives to enhance women’s membership and leadership in ministries of labour and employment
as well as in workers’ and employers’ organisations. This could result in better gender equality
outcomes for social dialogue and collective bargaining. This progress was made apparent during
the COVID-19 crisis in governments’ efforts to integrate national women’s machineries into the
bodies in charge of developing the countries’ crisis response.
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¢ Vulnerable women. Particular attention has been given to improving the situation of vulnerable
women workers, such as domestic workers, rural women and women refugees. Efforts are also
underway to address the high rates of violence against women and girls in the private sphere, in
public and in the workplace. The extent of the reforms differs significantly between countries,
however, and their level of implementation remains to be seen.

Many barriers remain

Despite this progress, female labour force participation rates in the four countries remain among the lowest
in the world. The region has the largest global gender entrepreneurship gap, with women in MENA
significantly less likely to run their own businesses than men. In general, women operate businesses with
lower levels of capitalisation and are more reliant on self-financing. This is especially true for women in the
informal economy, who cannot easily get access to credit. Because of the COVID-19 crisis, these women
are therefore more likely to have to close their businesses for extended periods with substantially reduced
Or no revenues.

Just like in other regions of the world, women perform the bulk of unpaid care and domestic work, and
restrictive social norms further stifle their participation in the labour force. In addition, during the COVID-
19 pandemic, MENA women have seen the hours they devote to unpaid care work increase as a
consequence of school and day care closures, reductions in public services for people with disabilities and
the elderly, the non-availability of domestic workers and the need to look after family members with COVID-
19. When MENA women do work, they are more likely to be concentrated in sectors with lower productivity
and in vulnerable conditions with insufficient social protection. Wage gaps between men and women
persist, even in traditionally feminised jobs.

Women can only contribute meaningfully to the labour force and the economy if their economic
empowerment is encouraged by their families and society more broadly. In the four countries, restrictive
social norms continue to hold back women’s economic empowerment and condone violence against
women, which is still pervasive in the region and carries significant social and economic costs. Some of
these norms are also enshrined in (personal status) legislation. Discriminatory provisions on marriage and
divorce, family decision making, inheritance and property rights as well as freedom of movement are
contradictory to existing constitutional guarantees of gender equality and continue to curb women’s
economic empowerment.

Success factors for reform

Reform is one thing — ensuring that reforms are implemented, enforced and actually have a positive impact
on women’s lives is another, especially when they require shifts in attitudes and entrenched mindsets. It
often takes considerable effort and a range of factors to make these reforms a reality. Drawing on the
experiences of the four countries in their efforts to advance women’s economic empowerment, this report
identifies ten “success factors”:

e Adhering to, implementing and reporting against international/regional standards as well as
participating in international/regional review mechanisms to measure progress on women’s
economic empowerment.

e Building the evidence base to advocate for and secure legal, policy and institutional reform.
e Sequencing policies for women’s economic empowerment towards gradual legal reform.

e Securing political commitment for reform at the highest levels.

e Being tenacious in advocacy and lobbying to pressure governments into undertaking reform.
e Fostering women’s participation and leadership
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e Adopting multi-stakeholder and multisector approaches for comprehensive reform.
e Building capacity and learning from peers.

e Addressing restrictive social norms and stereotypes that underpin discriminatory legislation and
hold back women’s economic empowerment.

e Ensuring implementation of and compliance with reforms.

In addition to these success factors, the report makes a range of detailed recommendations, listed in the
“Key findings and recommendations” below, and in each chapter of the report.
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Key findings and
recommendations

Egypt, Jordan, Morocco and Tunisia have demonstrated their commitment to accelerating women's
economic empowerment through a number of deep reforms. The four countries are aware that creating
societies that are more inclusive will lead to more competitive economies. Indeed, unleashing women’s
potential can have significant economic benefits; if women were to play an identical role in labour markets
as men, the Middle East and North Africa (MENA) regions could see its gross domestic product (GDP)
boosted by as much as 47%. Hence, empowering women economically is not only the right thing to do —
it is also the smart thing to do.

In 2017, the OECD released Women's Economic Empowerment in Selected MENA Countries: The Impact
of Legal Frameworks in Algeria, Egypt, Jordan, Libya, Morocco and Tunisia. The publication gave an
overview of the various types of laws in place in the six countries covering different aspects of women’s
lives. It concluded that since the 2011 uprisings, countries had included provisions on non-discrimination
and/or gender equality in their constitutions. While this is a significant step forward, discriminatory legal
frameworks remain that are not in line with the constitution and that are holding back women’s economic
empowerment. The challenges in moving towards greater gender equality are not unique to MENA, since
no country worldwide has achieved full gender equality. Reports show that Sustainable Development Goal
(SDG) 5 on gender equality and women’s empowerment is the SDG where the world is making the least
progress.

To follow up on the 2017 report, from 2017 to 2019 the OECD undertook in-depth national consultations
with a variety of stakeholders in MENA countries to discuss recent reforms in further detail, including their
implementation, and to identify go-forward reform priorities in support of women’s economic empowerment,
with a particular focus on legal equality. During the national consultations, Egypt, Jordan, Morocco and
Tunisia requested the OECD to conduct action-oriented research that would provide tools to policy makers
and lead to concrete impact on the ground. This report is one of the responses to their request.

The report includes 24 case studies that analyse specific recent legislative, institutional and policy reforms
for women’s economic empowerment in Egypt, Jordan, Morocco and Tunisia. The case studies examine
how and why the reforms came about, the actors involved, their implementation and impact, as well as key
success factors. They are based on discussions with stakeholders in the countries concerned. The report
also includes in-depth boxes based on desk review that analyse initiatives on women’s economic
empowerment, as well as boxes highlighting reform tools for legislators and policy makers.

The report draws out ten factors for success in reform, as well as a wealth of detailed and concrete policy
recommendations.

The way in which MENA countries have reacted to the COVID-19 crisis illustrates the progress that has
been identified throughout this report in achieving gender equality. The COVID-19 pandemic represents
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an opportunity for governments in the region to go even further in their efforts to address the structural
issues faced by MENA women, and which have been exacerbated in light of the crisis.

Women’s economic activity still trails behind men’s

In the past decade, educational attainment of women and girls has advanced a great deal in the MENA
region — girls are catching up with boys at all levels of education in terms of participation and performance.
Some countries have withessed significant improvement in science, technology, engineering and
mathematics (STEM) subjects.

Such progress, however, will need more time to be translated into better market outcomes. Women in
MENA have much fewer opportunities than men to contribute to and benefit from economic activities. They
trail behind men in the labour market in every industry, sector and occupation. The region’s female labour
force participation rates remain among the world’s lowest. Female unemployment rates, especially ratios
of young women who are not in education, employment or training, exceed global averages. Women in
MENA devote disproportionately more time to unpaid care and domestic work than men, leaving them little
time for paid work.

When women do work, they are paid less than their male counterparts in the private sector. They are
generally more likely than men to work as contributing family workers, and their social protection coverage
is inadequate. Prominent gender segregation continues to undermine their career choices and professional
progression. Women in MENA are less active in entrepreneurship than men due to limited access to assets
and finance, among other factors.

Persistent restrictive social norms are at the root of women’s weak economic activity. Most men in the
region still uphold traditional attitudes towards women’s economic empowerment, though some positive
changes are taking place among more educated groups. Gender-based violence persists and undermines
women’s agency and freedom of choice and has high social and economic costs.

There is progress on many fronts

Egypt, Jordan, Morocco and Tunisia are well aware that enhancing women’s economic empowerment is
a pathway towards building economies that are more competitive.

All four countries have ratified the Convention on the Elimination of all Forms of Discrimination Against
Women (CEDAW) — the main international standard devoted exclusively to women’s rights (although
Egypt, Jordan and Morocco still have reservations to some CEDAW articles). The four countries have also
ratified relevant international standards on women'’s labour rights, such as the ILO Equal Remuneration
Convention (C100) and the ILO Discrimination Convention (C111). In addition, the constitutions of the four
countries and the labour codes of Egypt, Morocco and Tunisia guarantee the principle of non-
discrimination. The case studies analyse additional reforms and initiatives that the four countries have
undertaken to translate these principles into practice. All four countries have amended their labour
legislation, economic legislation, and/or social protection frameworks to encourage women'’s labour force
participation and promote greater gender equality at work. Additional policy improvements and initiatives
have facilitated the implementation of these reforms. In practical terms this has meant:

¢ Equality for women at work is improving. Countries have taken initiatives to encourage decent
work for women. While the labour codes of Egypt, Morocco and Tunisia include generic non-
discrimination provisions, those of Egypt and Morocco explicitly prohibit wage discrimination based
on gender. Yet only Morocco and Jordan give full legislative expression to the principle of “equal
remuneration for work of equal value” in line with the ILO Equal Remuneration Convention. The
MENA region overall has stepped up its efforts to close the gender pay gap through the recent
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launch of the Equal Pay International Coalition, led by Jordan. Most countries have introduced
flexible work options. A number of countries have taken initiatives to promote gender balance in
corporate leadership, with the corporate governance codes of Jordan and Morocco mentioning the
importance of gender diversity on boards. Most countries covered by the publication have taken
measures to address sexual harassment in the workplace.

e Women’s work-life balance is being eased. The four countries are working towards addressing
women’s unpaid care burden and restoring women’s work-life balance. Some countries are working
to reform their overall social protection systems. Jordan has developed coherent national social
protection policies and Morocco is in the middle of a social protection reform. Egypt and Tunisia
are focusing on enhancing selected social protection benefits such as maternity and/or paternity
leave. In addition, countries are making registration for these systems easier. Countries also aim
at providing better options for childcare, and maternity and paternity leave, while Tunisia and
Morocco are promoting the “social and solidarity economy”.

e Women are increasingly involved in social dialogue and tripartite processes. This allows
MENA’s women workers and employers to have a say in the laws and policies that address their
needs. The case studies show that the four countries are making efforts to increase women’s
participation and leadership in workers’ and employers’ organisations. In this way, collective
bargaining can have more positive outcomes for women. Ministries of Labour from Egypt and
Jordan have established specific units that focus on including a gender equality perspective in
labour matters.

e The private sector is pushing for decent work for women. An important challenge in the region
is to strengthen the private sector and make it more attractive for women. While women in MENA
prefer to work in the public sector, the case studies show that the private sector — from banks to
agribusiness — is increasingly taking gender equality initiatives to encourage women’s participation
in the labour force. This approach offers much potential for creating broader economic benefits.

¢ Female entrepreneurship is being boosted. Women face many barriers to setting up their own
businesses. Countries have adopted specific measures to facilitate women entrepreneurs’ access
to information, markets, investment opportunities, financial services, land and other assets. In
addition, countries are encouraging women entrepreneurs to formalise their businesses.

e Conditions for vulnerable women are being improved. In line with the provisions of Agenda
2030 on leaving no one behind, MENA countries are taking initiatives to improve the protection and
economic empowerment of women who are particularly vulnerable in the labour market. Specific
measures have been put into place to improve the situation of domestic workers, rural women and
women refugees. These efforts have been reinforced in the context of the COVID-19 crisis, which
prompted governments to take exceptional measures to reach vulnerable groups of women who
generally fall outside social assistance schemes, including women in the informal sector, rural
women and domestic migrant workers.

e The key actors in reform are being strengthened. Legislative reform for women’s economic
empowerment is often a complex undertaking, involving parliaments and governments, but also
civil society organisations, the media and national human rights institutions. Parliaments have
developed initiatives to facilitate the drafting, introducing and passing of gender-sensitive
legislation as well as overseeing its implementation. These reform efforts have often taken place
in a complex political climate that is sometimes in opposition to a reform agenda to support
women’s economic empowerment. Egypt, Morocco and Tunisia have banned media institutions
from showing negative gender stereotypes and are encouraging them to show more women
leaders in the media. Civil society organisations (both at local and national levels) in the four
countries are key actors at all stages of the reform and implementation process, but often face
important constraints to their functioning. Women’s rights activists have worked tirelessly to
advance the agenda, in some cases with support from the international community.
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Without further action, restrictive social norms and entrenched discrimination
will undermine progress

The promising reforms on the policy, legislative and institutional fronts described above are proving difficult
to implement as restrictive social norms and stereotypes continue to hold back women’s economic
empowerment and condone violence against women and girls. The OECD Social Institutions and Gender
Index provides ample evidence that social expectations surrounding gender roles still negatively affect
women’s economic empowerment around the world. Although attitudes towards women’s economic
empowerment in MENA are evolving among certain population groups, MENA remains the only region in
the world where younger generations of men do not hold more liberal views than older generations when
it comes to gender equality.

Some of these norms are also enshrined in the (personal status) legislation of the four countries. As long
as discriminatory legislation remains in place on marriage and divorce, family decision making, inheritance
and property rights as well as freedom of movement, greater economic empowerment for women will be
difficult to achieve. This legislation is contrary to the constitutional guarantees on non-discrimination and
gender equality, and women’s rights activists have been advocating for years to amend discriminatory
provisions so that women can take up their rightful place in families and the society more broadly. Violence
against women is still pervasive in the region and carries significant social and economic costs.

There is momentum for legislative change in the following areas, though social norms still threaten to
undermine the implementation of these laws:

e Protecting women’s inheritance rights. Tunisia’s late President Essebsi has commissioned a
report that proposes further aligning national legislation with constitutional guarantees on gender
equality, including in inheritance. This has sparked important and unprecedented discussions
across the region on equal inheritance, with some countries taking measures to protect women’s
inheritance share. Nevertheless, legislation in the four countries still prescribes that female heirs
are entitled to only half the share to which men are entitled.

¢ Nationality and rights. Countries have also taken action to enhance women’s rights to transfer
their nationality. In Egypt, Morocco and Tunisia, women have the right to transfer their nationality
to their children. Tunisia is the only country covered by the publication that gives the wife the right
to transmit her nationality to a foreign spouse, while husbands in all four countries can transfer their
nationality to a foreign spouse.

e Violence against women. The four countries have undertaken reforms to address violence
against women and girls in the private sphere, in public, and in the workplace. The constitutions of
Egypt and Tunisia prohibit violence against women. While Morocco and Tunisia have issued new
specific legislation on violence against women, Egypt and Jordan have amended their existing
legal frameworks. The reforms range from very comprehensive in some countries to minimal in
others. Morocco and Tunisia have made economic violence punishable, meaning that in theory it
is illegal to prohibit women from working, to control women’s income or to affect their economic
rights in any other way. Countries’ commitment to addressing gender-based violence has been
illustrated during the COVID-19 crisis, as governments have taken rapid action to enhance support
mechanisms for victims in light of the surge in domestic violence resulting from the confinement
measures.

Factors for success and recommendations

Economic and social transformation go hand in hand. Enhancing women’s economic empowerment is a
prerequisite for boosting economic growth in Egypt, Jordan, Morocco and Tunisia. It is clear that the
momentum for change exists, with a number of reforms in favour of women’s economic empowerment
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undertaken recently or under discussion. This regional momentum is driven by global impetus for progress
on gender equality, exemplified by the Sustainable Development Goals, the 25" anniversary of the Beijing
Declaration and Platform for Action, and the United Nations Secretary General’'s High-level Panel on
Women'’s Economic Empowerment.

The report shows that countries have adopted different approaches to bringing about reforms and ensuring
that they are implemented in practice. In some cases, a clear strategy was behind a certain reform effort,
while in other cases it was very much a “trial and error” approach. The report has identified some common
factors that contributed to the success of the initiatives related in the case studies. The list is non-
exhaustive, and not all case studies deployed all of the strategies and mechanisms mentioned below.
However, the list does provide some interesting insights for policy makers into what “success factors” they
may choose to prioritise to ensure that reforms actually translate into greater gender equality and more
opportunities for women. These ten success factors for reform are accompanied by specific
recommendations to help implement them (more detailed recommendations can be found in the thematic
chapters, Chapters 2 to 5):

Adhering to, implementing and reporting on international standards and international
review mechanisms

Countries’ adherence to international standards and instruments with gender relevance is crucial.
Adherence/ratification signals political will for enhancing gender equality and implies an obligation to align
national legal frameworks with international standards. These standards allow countries’ progress to be
measured against ambitious benchmarks since countries must report on their progress. The progress
reports are also an important advocacy tool for further reforms. Other types of international commitments
and mechanisms, such as Agenda 2030 for Sustainable Development and the Commission on the Status
of Women, have also turned out to be key factors in pushing for reforms to support women’s economic
empowerment in the four countries.

Specific recommendations:

e Remove reservations to CEDAW and ratify its optional protocol. Consider ratifying other relevant
international standards, such as selected ILO conventions as well as the 2013 OECD Council
Recommendation on Gender Equality in Education, Employment and Entrepreneurship and the
2015 OECD Council Recommendation on Gender Equality in Public Life.

e Align national legislation with gender equality provisions outlined in countries’ constitutions and
international commitments. More specifically:

o Include a non-discrimination provision in the labour code together with special provisions on
women'’s rights at work, such as equal remuneration for work of equal value.

o Remove all discriminatory legal provisions related to women’s participation in the labour
market, such as those that prohibit women from entering certain professions, working at night
or working the same amount of hours as men.

o Work towards mainstreaming a gender equality perspective in different types of economic
legislation including investment laws and tax laws.

o Continue social protection systems reforms with a focus on addressing gender inequalities and
promoting women’s participation in the labour force. Introduce measures that allow informal
sector workers to access social protection.

o Provide protection to categories of workers that fall outside the scope of the labour code. This
can be done through issuing separate laws for specific categories of workers, such as domestic
workers and agricultural workers. These laws should guarantee the same rights as offered in
the labour code.
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o Introduce reforms to more equally distribute unpaid care work and improve women’s work-life
balance (e.g. promote flexwork, childcare, uptake of paternity/parental leave). Guarantee that
non-monetary contributions made during marriage are valued at the time of dissolution of
marriage and of distribution of assets

e Actively engage in global initiatives and dynamics that can inspire reforms in support of women’s
economic empowerment, such as the fifth anniversary of Agenda 2030 for Sustainable
Development and the 25th anniversary of the Beijing Declaration and Platform for Action.

Building the evidence base

Building the evidence base on the current situation in society that calls for change is crucial in advocating
for and securing legal, policy and institutional reform. A solid and rigorous evidence base also allows
progress to be measured over time. Countries have made extensive efforts to improve their data collection
and analysis of particular aspects of women’s economic empowerment. Specific studies have been carried
out, for example, on violence against women and girls, social norms, and the image of women in the media.
However, achieving more regular data collection, analysis and dissemination that is consistent over time
and is comparable across countries remains challenging.

Specific recommendations:

e Fill gaps in the data needed for measuring SDG indicators related to women’s economic
empowerment: e.g., statistics on informal employment, sex-disaggregated data on the average
number of hours spent on paid and unpaid domestic work, sex-disaggregated shares of those
employed part-time, gender statistics in the area of business ownership and the percentage of
firms, by size, owned by women.

e Collect gender data more regularly through additional surveys that can be compared across
countries and over time.

e Continue building the evidence base on vulnerable groups of women. This means disaggregating
data not only by gender, but also by location, age, etc.

¢ Disseminate the evidence. This is crucial. Incorrect information has sometimes deliberately been
publicised in order to negatively influence public opinion on the need for further reforms on gender
equality.

Sequencing policies towards gradual legal reform

Since the 2011 uprisings, the four countries have included provisions on non-discrimination and/or gender
equality in their constitutions. While this is a significant step forward, discriminatory legal frameworks
remain that are not in line with the constitution and that are holding back women’s economic empowerment.
While gender policies usually have a legal dimension, a specific feature of the MENA region is the
existence of discriminatory legal provisions which require specific strategies in order to remove them.

Legal reform often happens gradually and interacts in different ways with the policy cycle. Different types
of policies on women’s economic empowerment exist and the case studies confirm that countries are
taking advantage of wider policy reforms to include a gender aspect. The report also indicates that drawing
up policies on women’s economic empowerment is often an important step towards legal reform.

Specific recommendations:

e Adopt a systematic approach to institutionalising gender equality concerns and mainstreaming a
gender equality perspective in relevant policies and legislation, at both drafting and adoption
stages.
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e Take advantage of a policy reform in a relevant area (e.g. employment/entrepreneurship policy) in
order to mainstream a gender equality perspective.

e Provide special attention to vulnerable groups of women (e.g. women refugees, domestic workers,
rural women) in relevant policy frameworks.

e Ensure that national gender strategies are up to date and include all aspects of women’s economic
empowerment. In some countries, it may be beneficial to put into place a specific strategy for
women’s economic empowerment.

e Build on regulations, instructions, circulars and collective bargaining agreements in support of
women’s economic empowerment that do not need to go through the parliamentary process. This
can be the first step in moving towards deeper reform.

Securing political commitment at the highest levels

In order to make reform happen, political commitment at the highest level is necessary. The case studies
demonstrate that the heads of state of the four countries have played a crucial role in pushing forward legal
reforms to support women’s economic empowerment. Preparing and seizing the right political momentum
for reform is one of the biggest challenges in the four countries, despite their very different political systems
and governance models.

Specific recommendations:

e Build alliances across political parties and create momentum for high-level commitment to reforms
in support of women’s economic empowerment

e Continue the debate on gender equality where the current political climate makes
recommendations on legal and policy reform difficult to achieve. The debate should be based on
facts and held in a spirit of openness, involving different stakeholders.

Being tenacious in advocacy and lobbying

Advocacy and lobbying have been essential for achieving legal reform for women’s economic
empowerment. Civil society organisations in the four countries have used a variety of advocacy and
lobbying approaches to push for reform throughout the legislative cycle. The best results have been
achieved when a cross-section of actors have worked together to put pressure on governments. While
Tunisia has made the most progress in including civil society organisations in decision-making processes,
Jordan and Morocco have also made important headway.

Specific recommendations:
e Refer to international and regional standards that countries have adhered to when pressing for
different types of reforms in favour of women’s economic empowerment.

e Use the regular international reporting mechanisms (e.g. CEDAW progress reports and SDG
reporting) as a means to push the government to provide the evidence on the situation of women’s
economic empowerment.

e Provide funding and capacity building to national CSOs in order to ensure the continuity of their
activities and given their crucial role in advocacy and lobbying.

e Support the role of the media in disseminating and sensitising the wider public to legal reforms that
support women’s economic empowerment.

Fostering women'’s participation and leadership

Having more women in leadership positions in a variety of institutions can be an important factor for
successful legal reform. More women in parliament and high-level government positions can help in setting
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priorities for reform and making reform happen. Better gender balance in workers and employers’
organisations can lead to more gender-responsive labour legislation. More women in the judiciary can
support the implementation of these reforms. In the private sector, women leaders often champion
successful gender initiatives. Giving more visibility to women leaders can influence public opinion in favour
of women’s economic empowerment.

Specific recommendations:

e Ensure that women have a say in reform processes that concern them and are represented in
leadership positions in various parts of society, such as national and local government; private
sector; parliament; media; workers’ and employers’ organisations.

e Enhance gender balance in corporate governance through quotas and the inclusion of a gender
equality provision in corporate governance codes.

e Strengthen social dialogue processes in order to mainstream women’s economic empowerment in
labour legislation as well as collective bargaining agreements.

e Support male champions of change in order to push for legal reform and implementation in support
of women’s economic empowerment.

Adopting multi-stakeholder and multi-sector approaches

Since reforms for women’s economic empowerment touch on so many aspects of women’s lives, their
families and the community at large, it is necessary to undertake reforms in different areas of the law as
well as to involve different types of stakeholders in these reform processes, including the private sector.
Ideally, different types of laws that touch on women’s economic empowerment should be reformed in
parallel. In reality, this has turned out to be challenging, in particular in the area of the family law.

Specific recommendations:

¢ Involve different stakeholders, including civil society organisations, in reform processes.

e Enhance public-private dialogue so that reform implementation by both the state and the private
sector can be aligned.

e Research and document private sector initiatives on gender equality at country and regional level
and give more visibility to these initiatives.

o Work with the private sector to encourage women entrepreneurs by making it easier to access
financial services, microfinance, and business formalisation.

¢ Include gender equality provisions in investment laws and follow up on their implementation so that
women entrepreneurs can access and benefit from investment opportunities.

Capacity building and peer learning

A range of skills are needed to make legal reform on women’s economic empowerment a reality and to
make sure that these reforms are being implemented. The report indicates that capacity building is needed
for the actors involved in different aspects of legal reform (such as advocacy, drafting and adopting
legislation) as well as reform implementation. Peer learning among countries can also be a useful
mechanism for exchanging experiences on how to make legal reform happen.

Specific recommendations:

e Provide capacity building on women’s economic empowerment to actors that are involved in
different aspects of legal reform, as well as its implementation. Tap into the existing local expertise
of CSOs and national women’s machineries on women’s economic empowerment.
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e Encourage the set-up and facilitate the functioning of permanent parliamentary bodies that focus
on gender equality to support parliaments in designing legislation for women’s economic
empowerment.

e Draw on international guidance to draft gender equality legislation that is in line with international
standards.

e Train state officers who are involved in decisions and procedures related to women’s economic
empowerment (e.g. inheritance cases and VAW cases) so that they are aware of women'’s rights.

e Exchange experiences and good practices on reforms in support of women’s economic
empowerment across the region, using platforms such as the MENA-OECD Women’s Economic
Empowerment Forum.

Addressing restrictive social norms and stereotypes

The case studies show that the four countries are building evidence of what it means today to be a man/boy
or a woman/girl in society and the types of restrictive social norms and stereotypes that exist. This can be
an important step towards legal reform or implementing reforms for women’s economic empowerment.
Countries are also taking concrete initiatives to address these restrictive social norms and stereotypes.

Specific recommendations:

o Raise awareness of different aspects of women’s economic empowerment and how legal
frameworks affect it. These awareness-raising efforts should target both women and men.

e Support programmes that address restrictive social norms and stereotypes surrounding women'’s
participation in the labour market and men’s participation in unpaid care work.

e Revise personal status laws so that women and men can participate in the labour market on an
equal footing (e.g. abolish women’s duty to obey).

e Revise nationality and marriage legislation, giving women equal rights to transfer their nationality
to spouses and children. Full legal equality should be ensured, with no differences in transfer
procedures for women and men.

e Enshrine equality in inheritance in national legislation in order to align this legislation with the
equality principles guaranteed in countries’ constitutions.

e Issue a comprehensive law on VAW and/or align different national legal frameworks that cover
VAW. Recognise economic violence as a form of violence against women in the legislation. Make
sure that the legislation addresses violence and (sexual) harassment at the workplace.

Ensuring implementation and compliance

Legal reform on its own only has value if it is implemented. The report can only give a limited overview of
how countries are implementing recent reforms since most of these reforms have not been in place for a
long time. However, from the case studies and interviews conducted for the publication, it is clear that
mechanisms are in place that can facilitate implementation and compliance with these recent reforms.
Raising awareness of the reforms, providing access to justice and the implementation of court decisions
seem particularly important. Other mechanisms include reporting, labour inspection, complaint
mechanisms and scrutiny by national human rights institutions.

Specific recommendations:

e Ensure the dissemination of gender-responsive legislation in a form that is clear and adapted to
the target audience.
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e Adopt policies, programmes and projects with dedicated budgets for the concrete implementation
of reforms on women'’s economic empowerment. The state budget laws of the four countries, which
include an obligation for gender mainstreaming, can provide the necessary leverage.

¢ In addition to mainstreaming at national level, ensure gender mainstreaming in local government
budgets, policies, action plans and programmes.

e Make sure that more development co-operation programmes and projects are implemented in
remote areas in order to reach vulnerable rural populations.

e Enhance co-ordination among the various state institutions that are responsible for implementing
reforms.

e Make regular monitoring and reporting on the implementation of the reforms mandatory. This could
include analysis of how courts are implementing recent legislative reforms.

e Improve labour inspections with a focus on gender equality so that legal provisions on non-
discrimination and gender equality are enforced.

e Provide legal assistance to women who wish to claim their rights.
e Ensure enforcement of court decisions in favour of women’s economic empowerment.

o Ratify the CEDAW optional protocol and set up national human rights institutions in line with the
provisions foreseen in the constitution so that there are additional mechanisms in place to enforce
women’s rights.

The case studies and interviews conducted for this publication testify to the numerous legal, policy and
institutional reforms underway in Egypt, Jordan, Morocco and Tunisia to support women’s economic
empowerment. However, they also underscore the complex matrix of factors involved in ensuring that
reforms are implemented and lead to social change.

The precursor to this report — the 2017 OECD report Women's Economic Empowerment in Selected MENA
Countries: The Impact of Legal Frameworks in Algeria, Egypt, Jordan, Libya, Morocco and Tunisia —
included a range of policy recommendations addressed to governments. This follow-up report shows that
some of the 2017 recommendations remain valid. Egypt, Jordan, Morocco and Tunisia can build on the
progress already achieved to take further reform and implementation measures for women’s economic
empowerment.
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Table 1. Case study and in-depth box overview matrix
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1 Women at work and in society: the
state of play

Gender equality in economic activity can generate substantial
macroeconomic gains. This chapter provides an overview of women’s
economic activity in the Middle East and North Africa (MENA) region,
focusing on Egypt, Jordan, Morocco and Tunisia. It reveals some areas of
progress, especially towards achieving gender parity in education, and
representation in decision-making positions. Yet, for the majority of women
in MENA, significant improvement in education is not translating into more
economic empowerment. The chapter investigates the status of female
labour force participation in MENA, including aspects reflecting women’s
economic activity such as unemployment, occupational segregation,
earnings, working condition, and entrepreneurship, including critical
enabling factors such as access to assets and finance. Finally, the chapter
looks at how conditions for women at home and in society undermine their
agency and freedom of choice. These include restrictive and discriminatory
norms and practices, unpaid care work, and difficulties in balancing work
and domestic demands.
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Infographic 1.1. Dashboard of women’s economic activity in MENA
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1.1. Introduction

In almost every country of the world, women do not have the same opportunities as men to contribute to
and benefit from their economic activities (OECD, 20171)." The Gender Gap Index shows that the global
economic participation and opportunity gap stood at 42% in 2018 (World Economic Forum, 20182).
Despite its progress towards the greater advancement of women’s rights and equal economic
opportunities, the MENA region still faces significant gender disparities and biases in a number of areas
related to women’s economic activity. Most countries in the region lie at the bottom of the Gender Gap
Index ranking in terms of economic opportunities (World Economic Forum, 2018y2).

Achieving gender equality in economic activity is not only an end in itself — it can also generate substantial
macroeconomic gains. The Mckinsey Global Insititute estimates that equal access to labour markets by
women and men could add as much as USD 2.7 trillion to MENA’s gross domestic product (GDP)
(Mckinsey Global Institute, 20153)).2 The World Bank concludes that gender equality in earnings over the
lifetime of the current generation of women of working age could add USD 3.1 trillion in regional wealth
(World Bank, 20184).2 The OECD’s Social Institution and Gender Index (SIGI) has consistently shown
that the negative association between gender discrimination and income is not restricted to labour
outcomes, but can also be linked to discriminatory social institutions.* Income losses associated with
current levels of gender-based discriminatory social institutions are estimated at USD 575 billion in the
MENA region (Ferrant and Kolev, 2016s)).

The OECD has long championed the cause of gender equality. Building on the OECD’s extensive work,
the 2013 OECD Recommendation of the Council on Gender Equality in Education, Employment and
Entrepreneurship calls on members and partners who adhere to the recommendation to enhance gender
equality in education, employment and entrepreneurship (Box 1.1). The recommendation also invites
adherents to co-operate with developing and emerging countries to support their efforts to address gender
equality, including by “increasing the gender equality and women’s empowerment focus of aid, especially
in the economic and productive sectors”. Official development assistance (ODA) for gender equality
reached an all-time high in 2017-18, at USD 49 billion of bilateral contributions on average per year.® This
reflects a rapid rise in ODA targeted at gender equality, which has almost doubled since 2012 (when it was
less than USD 27 billion). ODA to the MENA region increased by more than twice over the same period
(USD 174 million in 2012 against USD 407 million in 2018). Nevertheless, gender-focused aid to MENA’s
economic and productive sectors could increase further, as the Beijing Platform for Action priority area of
poverty reduction and the economy has one of the lowest shares of gender-focused aid (OECD, 2020)).

This chapter provides a comprehensive overview of the data on women’s economic activity and the
underpinning social norms in the MENA region. The chapter is divided into four sections: women and
education, women and employment, women and entrepreneurship, and women in the family and society.
Each section describes the current situation as regards gender gaps and their change over time in the
MENA region, and compares them to other parts of the world (where data are available). The chapter also
provides an overview of progress and summarises some of the remaining obstacles. It sets the scene for
the thematic chapters which follow, which use case studies to highlight how some of those roadblocks are
being overcome.
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Box 1.1. OECD gender recommendations

The OECD has two legal instruments on gender equality: the OECD Recommendation on Gender in
Public Life (2015) and the OECD Recommendation on Gender Equality in Education, Employment and
Entrepreneurship (2013). The latter recommends adopting practices that promote gender equality in
education; promoting family-friendly policies and working conditions which enable fathers and mothers
to balance their working hours and their family responsibilities’ and facilitate women to participate more
in private and public sector employment. It also recommends increasing the representation of women
in decision-making positions, eliminating the gender wage gap, promoting all appropriate measures to
end sexual harassment in the workplace, reducing the gender gap in entrepreneurship activity, and
paying attention to the special needs of migrant women and women from disadvantaged minority
groups. While the recommendations are not legally binding on the adherents, they have great moral
force. This means that there is an expectation that adherents will strive towards full implementation of
the recommendations. Adherents present regular progress reports on their implementation of the
recommendations to the OECD Council.

OECD members and partner countries can adhere to OECD recommendations. Morocco is the only
MENA country that has adhered to the OECD Recommendation on Gender Equality in Education,
Employment and Entrepreneurship. The OECD will support Morocco in the concrete implementation of
the recommendation through the second phase of the OECD-Morocco Country Programme.

Source: OECD (2017y1)), 2013 OECD Recommendation of the Council on Gender Equality in Education, Employment and Entrepreneurship,

https://doi.org/10.1787/9789264279391-en; OECD (2016y7)), 2015 OECD Recommendation of the Council on Gender Equality in Public Life,
https://doi.org/10.1787/9789264252820-en.

1.2. Women and education

Great strides are being made in female educational participation and performance

The regional average of women'’s literacy rates has increased considerably over the past three decades,
from 45% in 1990 to 72% in 2018, and shares of female and male literates among the young (15-24 years)
are similar (93% for male youth and 89% for female youth) (UNESCO, 2019s)). Gender gaps are closing
in primary (3 percentage points in favour of men), secondary (5 percentage points in favour of men), and
tertiary education enrolment (1 percentage point in favour of women) (UNESCO, 2019s)). However, one-
quarter of young women and one-third of young men still leave school early, though for different reasons®
(Dimova, Elder and Stephan, 20169)).

The OECD Programme for International Student Assessment (PISA) sheds light on how 15-year-old boys
and girls in some MENA countries perform on core school subjects (OECD, 201910). Although gaps exist
in the performance of 15-year-olds between MENA and OECD countries, girls in all the three MENA
countries covered by PISA (Jordan, Tunisia and Morocco) outperform their male counterparts in reading
tests. It is worth noting that girls in Jordan outperform their national and regional counterparts in terms of
mathematical, reading and scientific literacy. In addition, girls in Morocco perform better than boys in
science tests (Table 1.1).
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Table 1.1. Performance on PISA Tests, by gender (2018)

Average score on Average score on reading Average score on scientific
mathematical literacy literacy literacy
Female Male Female Male Female Male
Jordan 403 397 444 393 444 414
Morocco 367 368 373 347 381 372
Tunisia 364 370 373 348 385 389
OECD 487 492 502 472 490 488

Note: PISA is a standardised assessment administered to 15 year olds. The reading, mathematics and science scale ranges from 0 to 1000.
Year of reference is 2015 instead of 2018 for Tunisia. Data for Egypt are not available.
Source: OECD (2019101), PISA 2018 Results (Volume 1): What Students Know and Can Do, https://dx.doi.org/10.1787/5f07¢c754-en.

Gender equality in tertiary education shows the most impressive progress

Tertiary education enrolment rates for women in the MENA region have increased significantly since 2005,
up from 24% to 43% in 2018 (Figure 1.1), exceeding both the regional male enrolment rates and the world
average for female enrolment by nearly 3 percentage points. Women in MENA countries are catching up
with their male counterparts in terms of educational attainment as well. Female graduates of tertiary
education outnumber their male counterparts in Egypt, Jordan and Tunisia, and the gender gap in Morocco
almost closed in 2017 (UNESCO, 2020(113). In Tunisia, the share of female graduates is 66%, even higher
than some OECD countries (UNESCO, 2020;11)).

Figure 1.1. The gender gap in tertiary education is closing

Enrolment rates of tertiary education, by gender (2018)
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Note: This figure presents gross enrolment rates in tertiary education by gender in 2018. The gross enrolment ratio is the ratio of total enrolment,
regardless of age, to the population of the age group that officially corresponds to the level of education shown. The female gross enrolment
ratio, for example, is women's total enrolment in tertiary education expressed as a percentage of the eligible official school-age population
corresponding to tertiary education.

Source: Authors’ calculations, based on UNESCO (2020;11)), Education: February 2020 release (database), http://data.uis.unesco.org/.
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The growth in female STEM graduates offers huge potential

Across the region, a number of countries have expanded their female talent pool in science, technology,
engineering and mathematics (STEM). UNESCO estimates that some 34%-57% of STEM graduates in
Arab countries are women — higher than OECD countries (UNESCO, 201812;; OECD, 2018j13)). Tunisia
has the second-biggest female talent pool in STEM in the MENA region in terms of share of female
graduates. Among all female graduates in tertiary-education level in the country, more than 37% of them
had a degree in STEM in 2016. Transition to the labour market also appears easier for female STEM
graduates than for those who specialised in education and/or humanities (Dimova, Elder and Stephan,
201619)). STEM skills will be key to opening up opportunities for both women and men in an ever-
transforming labour market. It is estimated that 65% of children entering primary school today will ultimately
end up working in job types that do not yet exist (World Economic Forum, 2018;14)). Consumers in MENA
are demonstrating great enthusiasm for digital technologies, driving the evolution in the digital market.

1.3. Women and employment

Though impressive, these advances in girls’ education in the MENA region are not yet sufficient to close
gender gaps in economic participation and employment. Over the past decade, girls’ gross secondary and
tertiary school enrolment in the region rose by 7 and 16 percentage points respectively, while female labour
force participation for the working-age population rose by only 0.2 percentage points (Figure 1.2), and the
female employment rate rose by 1 percentage point. The four countries under review lie at the bottom of
the Global Gender Gap Index ranking in terms of economic opportunities for women (World Economic
Forum, 2018p2)). Tunisia, Egypt, Morocco and Jordan are ranked 135, 139, 140, and 144 respectively out
of 149 countries. It seems therefore that increasing the female talent pool does not necessarily translate
into increasing the share of women in the labour force or in employment, as the latter also depends on the
demand for a female labour force in the market, as well as other constraints. The sections below look more
closely at some of the factors involved.

Women'’s participation in the labour force has increased but is still low

Female labour force participation and female-to-male participation ratios have increased over recent
decades, but remain low. As shown in Figure 1.2 and Figure 1.3, while globally female labour market
participation has decreased and the gender gap increased over the past two decades, the MENA region
has seen an overall improvement in its female labour force participation rate (up by 2 percentage points)
and its female-to-male participation ratio (up by 4 percentage points) (ILO, 201915). With the exception of
Morocco, the other three countries have seen positive trends for these two indicators since 2000.
Nevertheless, women’s economic potential is as yet unleashed. Women in MENA represent nearly 48%
of the total regional population of working age, but the female labour force participation rate only stands at
20%, compared to 74% for the male labour force participation rate. Most women in MENA countries remain
outside the labour force, meaning that they are jobless and not available and/or looking for a job. Most of
them are constrained by a disproportionate burden of unpaid care responsibilities (ILO, 2018(16]) (Section
1.5). By 2030, the MENA region will face a 27% increase in its youth labour force (UNICEF, 20197).
Assuming the labour force participation rate for both women and men follows the trend projected by ILO,
over the next five years, the MENA countries should expect 10 million new entrants to the labour market,
of whom just 2 million will be women (ILO, 20191g)).
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Figure 1.2. MENA female labour force participation rates are low but improving

Labour force participation rates of women older than 15 years, 2000 and 2018
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Note: The ratio of female to male labour force participation rate is calculated by dividing the female labour force participation rate by male labour
force participation rate and multiplying by 100.

Source: Authors’ calculations, based on ILO (2019ps), ILO Modelled Estimates, Population and Labour Force (dataset),
https://www.ilo.org/shinyapps/bulkexplorer24/?lang=en&segment=indicator&id=EAP_2WAP_SEX AGE RT A.

Figure 1.3. The labour force participation gap is slowly closing

Female-to male-ratios of labour participation rates of women and men older than 15 years, 2000 and 2018
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Note: The ratio of female to male labour force participation rate is calculated by dividing the female labour force participation rate by male labour
force participation rate and multiplying by 100.

Source: Authors’ calculations, based on ILO (2019ys5), ILO Modelled Estimates, Population and Labour Force (dataset),
https://www.ilo.org/shinyapps/bulkexplorer24/?lang=en&segment=indicator&d=EAP_2WAP_SEX AGE RT A.
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Unemployment increasingly affects women more than men, especially young women

The female unemployment rate is 12 percentage points higher and the unemployment gender gap is 9
percentage points wider in MENA than the world average (ILO, 2019p15). As shown in Figure 1.4,
unemployment represents a regional — if not global — challenge for women and men alike, albeit of different
magnitudes. In the MENA region, the ratio of female unemployment is increasing (by 0.5 percentage points
since 2000), whereas the ratio of male unemployment is decreasing (by 3 percentage points since 2000),
and is relatively unchanged worldwide. Except for Morocco, female unemployment rates have risen in the
selected countries over the past two decades by up to 6 percentage points, which is not the case for men.
Egypt is the MENA country with the lowest male unemployment rate and the highest female unemployment
rate, and hence has the largest gender gap (15 percentage points) of the countries under review. In
Morocco, the gap is relatively narrow, standing at 2 percentage points.

Figure 1.4. Female unemployment rates are on the increase regionally
Unemployment rates for women older than 15 years, 2000 and 2018
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Source: Authors’ calculations, based on ILO (2019ps), ILO Modelled Estimates, Population and Labour Force (dataset),
https://www.ilo.org/shinyapps/bulkexplorer24/?lang=en&segment=indicator&d=EAP_2WAP SEX AGE RT A.

As the world’s second youngest region, MENA faces key challenges in providing quality employment
opportunities for its young labour force, especially young women. Improving the performance of youth in
the labour market is thus essential — not only to the well-being of the younger generations, but also to
improve the productive potential of the economy and strengthen social cohesion. However, labour market
prospects have continued to worsen in the region since the financial crisis, especially affecting youth
without work experience. Youth unemployment, particularly for women, represents a global challenge. As
shown in Figure 1.5, women in the 15-24 age group in OECD countries are twice as likely to be
unemployed as all women of 15 years and above, although there is almost no youth unemployment gender
gap. In the MENA region, 39% of young women (aged 15-24) are unemployed, almost double the rate for
young men (23%). Among the four MENA countries studied, Jordan logs the highest unemployment rate
for young women (55%, compared to 33% for young men). In Morocco, the gender gap in youth
unemployment (Figure 1.5) has almost been closed. However, similar youth (un)employment rates by
gender within countries or across countries do not equate to similar conditions for men and women.
Relatively low female youth unemployment rates can hide significant under-employment (poor-quality jobs
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in informal/vulnerable employment) and poor income-support systems for the unemployed, blurring the
boundary between unemployment and inactivity.

Figure 1.5. Unemployment is a particular problem for young women

Youth unemployment rates by gender, and total unemployment rates by gender, 2018
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Note: Youth unemployment refers to the share of the labour force aged 15-24 without work but available for and seeking employment.
Source: Authors’ calculations, based on ILO (2019p5), ILO Modelled Estimates, Population and Labour Force (dataset),
https://www.ilo.org/shinyapps/bulkexplorer24/?lang=en&segment=indicator&id=EAP_2WAP_SEX_AGE_RT_A.

Despite the growing cohort of educated women, the share of young women who are not in employment,
education or training (NEET) is high in the MENA region. NEET concerns persons aged 15-24 years and
is a useful indicator, as traditional unemployment statistics often fail to capture the full scale of barriers and
challenges that young people face (World Bank, 201619)). The NEET phenomenon is a global challenge
but is more visible in developing countries, where school-to-work transitions tend to be longer (Quintini and
Martin, 20142q)). As Figure 1.6 shows, despite the universality of the challenge, young women in the MENA
region are more likely to be NEETs (42%) than their counterparts worldwide (30%). The regional gender
gap (25 percentage points) is also wider than the global average (17 percentage points). However, the
MENA region has been witnessing positive trends. Since 2005, the percentage of MENA young women
(15-24 years) who are NEETs has decreased by 4 percentage points. Among the four countries under
review, only Jordan is seeing an increase in the share of young women who are NEETs (ILO, 20191g)).

An ILO report notes that MENA women categorised as NEETSs are principally inactive non-students (Elder
and Kring, 2016p21)). Young men who are NEETs, however, are more evenly spread between the
unemployed non-student and inactive non-student categories. Survey results from the same report indicate
that globally, family responsibilities and housework are the main reasons why young women are inactive
(Elder and Kring, 201621).8 But reasons for young MENA women'’s inactivity are numerous, and go beyond
the fact that they get married and stay at home. As a matter of fact, less than one-third (30%) of inactive
young women in MENA were willing to work, compared to more than two-thirds of inactive young women
in other regions (Dimova, Elder and Stephan, 2016(9) (see Section 1.5).
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Figure 1.6. Young women in MENA are much more likely than young men to not be in education,
employment or training

% of youth not in education, employment or training (NEET) in the population aged 15 to 24, 2018
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Note: For example, data for females in Egypt mean that 35.4% of women between 15 and 24 years are NEET.
Source: Authors’ calculations, based on ILO (20194s), ILO Modelled Estimates, Employment by Sex and Age (dataset),
https://www.ilo.org/shinyapps/bulkexplorer16/?lang=en&segment=indicator&id=EMP_2EMP_SEX AGE NB A.

Women are increasingly channelled into certain occupations and sectors

When women do work, they face significant and increasing gender occupational segregation in the job
market. Globally, occupational opportunities do vary for women and men,® regardless of the development
status of the country; these patterns are relatively similar for the MENA region and the entire world (Figure
1.7). For example, as in other regions, MENA women are more likely than men to work as clerical support
workers, technicians and (associate) professionals. However, unlike the global pattern, MENA women are
more concentrated in agricultural occupations, and are less concentrated in the service and sales workers
groups than their male counterparts.
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Figure 1.7. Occupations are more segregated by gender in the MENA region

The relative concentration of gender in the 10 major occupational groups, 2018
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Note: The figure shows in which occupational groups women are relatively over-represented than men. Data presented in the graph are based
on the most recent International Standard of Occupation, which distinguishes 10 major groups based on their skill levels: (1) managers; (2)
professionals; (3) technicians and associate professionals; (4) clerical support workers; (5) service and sales workers; (6) skilled agricultural,
forestry and fishery workers; (7) craft and related trade workers; (8) plant and machine operators and assemblers; (9) elementary occupations;
and (10) armed forces occupations. The data used here for the OECD average only cover 28 European Union countries. Positive values mean
that women’s concentration is superior to men’s concentration; negative values mean that women’s concentration is inferior to men’s
concentration.

Source: Authors’ calculations based on ILO (2019p2), ILO Modelled Estimates, Employment Distribution by Occupation (dataset),
https://www.ilo.org/shinyapps/bulkexplorer12/?lang=en&segment=indicator&id=EMP 2EMP_SEX OCU DT A.

Furthermore, the concentration of gender occupational segregation in the MENA region is higher than the
global average and has increased over the past two decades. Figure 1.7 shows that in 2018, total
occupational segregation in the MENA region was 57 percentage points. This is much higher than the
global average (35 percentage points), but rather close to the average of OECD countries (56 percentage
points),'® although with different occupations with a high concentration of women (ILO, 201922)). Since
2000, gender occupational segregation in the MENA region has increased by almost 6 percentage points.
As shown in Figure 1.7, women are now relatively more concentrated among elementary occupations and
skilled agricultural workers, clerical support workers, technicians and associated professionals, and
professionals. While MENA women are more likely than men to be concentrated in occupational groups
which require higher levels of skills, such as professionals, they are also less likely to be employed in
managerial and supervisory positions.

As in most regions, women in the MENA region find it hard to reach leadership positions. As shown in
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Figure 1.8, the average ratio of MENA women in management is similar to the global average (2.8% versus
3.3%) but lower than the OECD average (by 2 percentage points). In Egypt, Jordan and Tunisia, ratios of
women in managerial positions are superior to the global average, but in Morocco ratios of both women
and men in management are low (less than 1%) given the large rural economy. However, gender gaps in
Egypt (10 percentage points) and Tunisia (4 percentage points) are wider than both the global and MENA
averages.

Going further up the ladder, women in the MENA region are also weakly represented among executives.
According to the ILO (ILO, 2015/23)), few women hold senior and executive positions in either the private
or public sector: they account for 15% in Tunisia, 13% in Morocco, 10% in Egypt, and 5% in Jordan. The
highest rate reported globally was 33%. An OECD survey found that, despite progress, the representation
of women on the boards of the largest 142 public companies in MENA remains modest, at 5% of all voting
board seats (OECD, 201924). Data on women'’s participation in corporate life in MENA are limited, due in
part to lack of publicly available information and the scarcity of research on this topic in the region, which
further complicates efforts to design and implement policies for increasing women’s access to corporate
leadership roles.

Figure 1.8. Women are significantly less represented than men in management

Percentages of women and men in management as a share of female and male employment, 2018
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Note: Data presented in the graph are based on the most recent International Standard of Occupation, which distinguishes 10 major groups
based on their skill levels (1) managers; (2) professionals; (3) technicians and associate professionals; (4) clerical support workers; (5) service
and sales workers; (6) skilled agricultural, forestry and fishery workers; (7) craft and related trade workers; (8) plant and machine operators and
assemblers; (9) elementary occupations; and (10) armed forces occupations.

Source: Authors’ calculations, based on ILO (2019p2), ILO Modelled Estimates, Employment Distribution by Occupation (dataset),
https://www.ilo.org/shinyapps/bulkexplorer12/?lang=en&segment=indicator&id=EMP 2EMP_SEX OCU DT A.

Sectoral segregation persists in the MENA region, where women are more likely to be engaged in the
agriculture, non-market services such as health, social work and education sectors than men. In most
regions of the world, agriculture represents the lowest-productivity sector. Globally, the share of male and
female employment in agriculture is very similar (Figure 1.9). In the MENA region, women are more
concentrated in agriculture than men: 27% of women employed women versus 18% of men. However,
there are large differences between countries. In Egypt and Morocco, between half and two-thirds of female
workers are concentrated in agriculture, whereas in Jordan and Tunisia a lower share of both women and
men are employed in agriculture than the regional average. In the service industry, which has been growing
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since the beginning of 1990s, the share of both women and men has increased across the region (ILO,
2019p1s)). However, as shown in Figure 1.9, women are more likely than men to be employed in non-market
service sectors, such as education, health and social work. In Egypt and Tunisia, the education, health
and social work sectors absorb 30% and 25% of their female labour force respectively. In Jordan, nearly
50% of the female labour force are employed in education, health and social work, compared with around
10% for men.

Although decreasing, the shares of women employed in MENA’s public sector remain large (OECD,
2017125))."" In 2010, half the employees in the public sector in Morocco were women. In other MENA
countries such as Saudi Arabia and Bahrain, women also account for around half of employees in the
public sector (ILO, 201626)). Women’s employment in the public sector tends to be approved of by both
men and women as it is considered more socially acceptable. It is also associated with higher job security,
a safer work environment, and fits better with family duties. The sector also provides higher salaries and
benefits for women (see the next section on equal pay), particularly at the local level and certainly for entry-
level jobs (OECD, 201725)).

Figure 1.9. Women are over-represented in certain sectors
Employment distribution by gender and economic activity (2018)
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Note: Data allocated to economic activity based on ILO (2008y27)), International Standard Industrial Classification of All Economic Activities (ISIC)
Rev.4. Agriculture/forestry/fishing refers to ISIC rev.4 A; public administration/defence/social security refers to ISIC rev.4 O; education refers to
ISIC rev.4 P; human health/social work refers to ISIC rev.4 Q; other consists of aggregate categories of D, E, R, S, T and U and includes
mining/quarrying (ISIC rev.4 B), manufacturing (ISIC rev.4 C), construction (ISIC rev.4 F), transport/storage/communication (ISIC rev.4 H and
J), wholesale/retail trade/accommodation (ISIC rev.4 G and 1), and finance/insurance/real estate (ISIC rev.4 K, L, M and N). Categories under
“other” which are not displayed in detail involve more male participation than female participation. See Annex 1.A for details.

Source: Authors’ calculations, based on ILO (2019p2), ILO Modelled Estimates, Employment Distribution by Occupation (dataset),
https://www.ilo.org/shinyapps/bulkexplorer12/?lang=en&segment=indicator&id=EMP 2EMP_SEX OCU DT A.

Women rarely receive equal pay to men, except in the public sector

Women in MENA in the private sector, like women worldwide, are paid less than men on average. It is
estimated that globally, male employees earn on average 16% more than female employees for each hour
of work (ILO, 2019ps)). In OECD member countries, the raw gender wage gap'? currently stands at around
14% (OECD, 201829)).
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Although comparable gender-disaggregated data on wages for the MENA region are very limited, an ILO
report sheds some light on the region, compiling data from Egypt, Jordan and Tunisia (ILO, 20192g]). After
accounting for four distorting factors — education, age, working-time status and public and private sector
employment — the gender pay gap in Egypt, Jordan and Tunisia ranges approximately between 13% and
28% (Figure 1.10). In all three countries, gender pay gaps are greater when referring to monthly wages
than hourly wages — men work longer hours than women, who are more likely to work part time (ILO,
2019p281). In MENA, among the entire working age population, men are about four times as likely as women
to have full-time jobs (World Bank, 2013(30)). It is interesting to note that of the three countries, Jordan has
the widest hourly gender wage gap (16%) but the narrowest monthly gender wage gap (17%). Egypt has
a slightly smaller hourly gender wage gap (13%), but a much larger monthly wage gap (28%), presumably
due to large gender gaps in working hours.

Pay gaps differ between the public and private sectors. Estimates show that in Jordan, men working in the
private sector are paid 7% more than women, while women working in the public sector are on average
paid 13% more than men (ILO, 20192g)). In Tunisia, gender pay gaps in the private sector and the public
sector stand at around 15% in favour of men and 20% in favour of women, respectively. In the MENA
region, as in most countries, women are more likely than men to work in the public sector rather than the
private sector (see the previous section), especially when they are well educated. This partially explains
the gender pay gap in favour of women in the public sector. Countries in MENA are taking action to address
the gender pay gap in the private sector (Case Study 2.7 in Chapter 2).

Figure 1.10. Across the world, women earn less than men on average

Factor-weighted gender pay gaps by country and income group, mean (%)
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Note: The higher the share, the larger the gap between women and men, in men'’s favour. Data for Egypt are from the Economic Research
Forum and Central Agency for Public Mobilisation and Statistics of Egypt, 2012; data for Jordan are from the National Statistical Office of Jordan,
2012; and data for Tunisia are from Economic Research Forum and Institute of National Statistics of Tunisia, 2014.

Source: Authors’ calculations, based on ILO (2019ps)), Global Wage Report 2018/19, https://www.ilo.org/wcmsp5/groups/public/---dgreports/---
dcomm/---publ/documents/publication/wcms_650553.pdf.

While occupational segregation stands out as an important factor in the existing gender pay gap in MENA,
women do not receive more equal pay in highly feminised occupations. Analysis by the ILO sheds some
light on the existing gender pay gaps within each of the occupational categories with different degrees of
feminisation (ILO, 20192e)). The estimates show that higher educational categories receive higher salaries
in general, whereas female workers with similar educational attainment as men are paid less in occupations
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with a higher degree of feminisation. In Tunisia, for example, nearly 70% of domestic workers are female,
but on average they receive 30% less pay than their male counterparts. According to the survey,
professionals and managers require similar levels of education yet managerial positions are a male-
dominated occupational category. In Tunisia and Egypt, female professionals face a wider gender pay gap
(over 10 percentage points) than women who work as managers. Furthermore, there is variation in pay
parity amongst women in highly feminised industries or enterprises in the MENA region. As in many
countries worldwide, women with children usually have lower wages than childless women (ILO, 20192g)).
Maternity leads to a salary penalty which may persist for a female professional, while the status of father
has little impact on wages.

Women are over-represented in the most vulnerable employment categories

Worldwide, informal workers often face a greater range of general and occupational risks, such as injuries
and illness, than formal workers (see Annex 1.B for the definition of informal employment). Lack of access
to social protection and appropriate risk management instruments pushes many informal workers into
income insecurity or makes them vulnerable to income poverty (OECD/ILO, 201931)). In the Global South,
informality is the norm in employment, ranging from 67% in emerging countries to 90% in developing
countries (ILO, 201832)). The lack of comparable data over time does not allow for conclusions on regional
or global trends, but existing data imply diverging trends depending on regions or countries.

Globally, informal employment is a greater source of jobs for men (63%) than for women (58%)
(OECD/ILO, 2019313). As shown in Figure 1.11, the MENA region also follows this pattern (70% for men
and 62% for women). Lower shares of women in informal employment are often found in countries with
lower participation rates of women in the labour market (ILO, 201833)). In the MENA region, a large share
of employed women work in the public sector, which is more likely to offer formal employment contracts
and better access to social protection (see occupational and sectoral segregation above). In countries like
Egypt and Morocco, where there is a huge rural economy (based on its share in GDP), informality is often
high for both men and women. Statistics show that globally nearly 94% of agriculture workers are informal
(OECD/ILO, 201931)).
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Figure 1.11. Men are more likely to be employed informally than women

Share of women and men in the informal workforce (%), 2016
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Note: The figure shows shares of the female informal workforce in the total female workforce, and shares of the male informal workforce in the
total male workforce in 2016. Data for the OECD are unavailable.

Source: Authors’ calculations, based on ILO (201833), Women and Men in the Informal Economy: A Statistical Picture,
https://www.ilo.org/wecmsp5/groups/public/--dgreports/---dcomm/documents/publication/wcms_626831.pdf.

Amongst those employed informally, women in MENA countries are over-represented in the most
vulnerable employment categories:'®> domestic workers, home-based workers or “contributing family
workers”, defined as family farm workers and enterprises under the supervision of a family member (usually
a husband or father) (Figure 1.12, and see also Chapter 3). This reflects the global picture, in which female
workers are more often to be found in the most vulnerable categories of informal employment (OECD/ILO,
201931). Women in the MENA region are also more likely than their male counterparts to work for
themselves or contribute to family work. Within the MENA region, there is some variation among countries
in the type of informal employment involving women. Women in Egypt and Morocco are much more likely
to be contributing family workers than in Jordan and Tunisia, and there are also 8 times and 4 times more
of them than their male counterparts, respectively. This is explained by the importance of agriculture in
these two countries. Rural women often support the family farming business, with low (or no) wages and
on a part-time and seasonal basis. Men on the other hand tend to occupy more rewarding and higher-
skilled positions (EU Public Group on Gender, 201534)). In Tunisia and Jordan, despite the relatively small
share of agriculture in their national GDPs, women are also more likely than men to work as contributing
family workers. Women’s vulnerability in agriculture in MENA reflects the specific constraints rural women
face, such as unequal inheritance rights and access to land. For example, women represent 45% of
MENA'’s agricultural workforce but account for only 5% of agricultural landholders (De La O Campos,
Warring and Brunelli, 2015(35]). This restricts rural women to low-skilled agricultural activities, reduces their
opportunities for entrepreneurial activities, and exacerbates gender inequality.
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Figure 1.12. Informally-employed women are more likely to be in vulnerable occupations

Distribution of women and men in informal employment by status, including agriculture (2018)
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Note: This figure shows distribution of women and men in informal employment by status and in total informal employment in 2018. Aggregate
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United Arab Emirates and Yemen. For more information on employment status, see Annex 1.B.

Source: Authors’ calculations, based on ILO (201833), Women and Men in the Informal Economy: A Statistical Picture,
https://www.ilo.org/wecmsp5/groups/public/---dgreports/---dcomm/documents/publication/wecms_626831.pdf.

Domestic workers are mainly migrant women and are particularly vulnerable

In the MENA region, there is high demand for domestic workers (Chapter 3)."* The concentration of migrant
domestic workers in the region is especially high in the Gulf countries, while in North Africa the share of
migrant workers as a proportion of all workers is below 1.5%. The vast majority of MENA’s domestic
workers are informally employed and over 60% of them are female (ILO, 2015z¢)).

These workers are highly vulnerable and at great risk of harassment, often sexual. One survey indicated
that 10% of female domestic workers interviewed in Egypt complained of sexual harassment, including
rape, inappropriate touching and demand for sexual favours (Gozdziak and Walter, 2011377). Another
survey of domestic workers conducted by the Association of Tunisian Women for Research and
Development (AFTURD) indicated that almost 97% of them had no job contract and that over 14% claimed
to have been victims of sexual abuse at work (Bougeurra, 20173g)). Young girls in some MENA countries
are also sometimes exposed to difficult and even dangerous domestic working conditions (Chapter 3 for
details on child labour in domestic work). Governments in the MENA region are taking measures to
guarantee minimum standards for domestic workers (Case Study 3.1).

1.4. Women and entrepreneurship

Entrepreneurship is very low amongst MENA women

The MENA region as a whole exhibits the widest gender gap globally in terms of early-stage
entrepreneurial activity. According to the Global Entrepreneurship Monitor (GEM) MENA Report 2017,
women in the region are only half as likely as their male counterparts to be engaged in total early-stage
entrepreneurial activity (TEA)'® (Figure 1.13). Jordan has the widest gender gap, with 26 women engaged
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in entrepreneurial activity for every 100 men (Kelley et al., 201739)). Tunisia and Egypt also have a wide
gender gap, with female-to-male ratios of respectively 0.35 and 0.36. Morocco has the highest ratio of the
four countries (0.67). In other emerging economies, such as Brazil, Indonesia and Malaysia, gender gaps
in TEA barely exist (OECD, 201725)). While women entrepreneurs face many challenges (e.g. access to
information and networks, access to markets and access to assets), access to capital is reported to be the
major obstacle for women wanting to start a business in the MENA region (UNIDO, 2017 40)).

Figure 1.13. MENA entrepreneurs are much more likely to be men than women

Male and female total early-stage entrepreneurial activity (TEA) rates (2017)
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Note: The TEA rate is the percentage of the population aged 18-64 who are either nascent entrepreneurs or owner-manager of a new business.
Source: Authors’ calculations, based on OECD (201741)), SME and Entrepreneurship Policy in Canada, https://doi.org/10.1787/9789264273467-
en; Kelley etal. (2017p9)), Global  Entrepreneurship  Monitor 2017  Middle  East and North  Africa  Report,
https://www.gemconsortium.org/report/gem-20162017-womens-entrepreneurship-report; Global Entrepreneurship Monitor (201942), Global
Entrepreneurship Monitor 2018/2019 Women'’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-
entrepreneurship-report.

Female entrepreneurs in MENA face key challenges accessing assets

Ownership of land and non-land assets, as well as access to the formal economy, are critical for women’s
financial inclusion (OECD, 2019u3)). Results from the OECD’s Social Institution and Gender Index (SIGl)
indicate that women in Northern Africa face one of the highest levels of discrimination in accessing
productive and financial resources in the world: 45%, compared to a global average of 27% (OECD,
201913)). Assets are fundamental for entrepreneurs, especially for women in rural areas where a majority
of economic activities rely on land. They are needed to physically start a business, can be sold to invest in
businesses, and can serve as collateral for loans to help finance the business, However, in all MENA
countries, discriminatory legal or customary frameworks governing women'’s inheritance rights constitute
a major obstacle for potential female entrepreneurs (Chapter 2). In fact, according to the SIGI, widows
and/or daughters in the four countries do not enjoy the same legal rights as widowers and sons to inherit
land and/or non-land assets (OECD, 2019u3)). In addition, it is common for the family to pressure female
heirs into relinquishing their full inheritance rights in favour of male relatives (OECD, 2017 25)). A 2009 study
revealed that almost 96% of women in Upper Egypt do not receive their full inheritance share (Legal
agenda, 20184). A 2010 survey of 200 Egyptian women indicated that 59% of them did not receive any
inheritance (The Caravan, 2018us]). This echoes a survey conducted in the four selected MENA countries,
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which found that lack of access to capital was the major obstacle perceived by female entrepreneurs for
starting a business (UNIDO, 2017u0). The situation is particularly daunting for Egyptian female
entrepreneurs, 51% of whom report lacking the capital required to start a business. Governments are
undertaking a series of legislative and institutional reforms to improve inheritance rights (Case Studies 4.1
and 4.2).

Obtaining formal finance is another obstacle for female entrepreneurs

When women lack access to assets, they are more likely to encounter difficulties in accessing formal
financial services as well. In all four countries, fewer women borrow from financial institutions than men
(Figure 1.14). Despite improved financial inclusion for women and men alike in the MENA region (almost
all MENA countries entitle women to equal rights to men to open a bank account and to obtain credit at a
formal financial institution (OECD, 2019ue¢]), only 38% of women in MENA have a bank account, compared
to 57% of men. These figures are much lower than the global and OECD averages, where 65% and 94%
of women respectively have a bank account.

In all four countries, the gender gaps in the three financial access indicators (financial institution account,
debit card ownership and credit card ownership) are still in favour of men, though gender disparities vary
from country to country. However, Egypt has made impressive progress over the past few years, with 27%
of women now holding an account in a financial institution, up from 9% in 2014 (Figure 1.15). Empirical
studies have shown that increased availability of equity and/or debt capital as well as higher leverage have
significant positive effects on firm performance of women-owned businesses in the Middle East and Africa
region, measured by sales, profits and returns on equity (Baliamoune-Lutz and Lutz, 201747)).

In line with the 2013 OECD Gender Recommendation (Box 1.1), to reduce the gender gap in
entrepreneurship activity governments should design appropriate responses to market failures, such as
reducing the administrative burdens on firms and excessive regulatory restrictions; supporting firm growth,
internationalisation and innovation; and developing awareness campaigns, training programmes,
mentoring, coaching, and support networks, including professional advice on legal and fiscal matters. They
should also ensure equal access to finance for female and male entrepreneurs through actions that
influence both the supply of and demand for finance, such as taking steps to improve the knowledge and
attitudes of financial institutions; increasing awareness of finance sources and tools among women
entrepreneurs; and encouraging more women to join business angel networks or venture capital firms.
MENA countries are implementing reforms to enhance women’s access to financial services, access to
land and other assets, to enshrine equal principles for investment, and to pay attention to women’s specific
needs regarding entrepreneurship (see the case studies in Chapters 2 and 3).
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Figure 1.14. Far fewer women than men have bank loans

% of women and men borrowing from financial institutions (2017)
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Note: This figure shows percentages of women or men who borrow from financial institutions out of all women or all men aged 15 or over.
Source: Authors’ calculations, based on World Bank Group (2018s)), The Global Findex Database 2017. Measuring Financial Inclusion and the
Fintech Revolution, https://globalfindex.worldbank.org/sites/globalfindex/files/2018-04/2017%20Findex%20full%20report_0.pdf.

Figure 1.15. Far fewer women than men have bank accounts
Bank account use, by gender, as a % of all people aged over 15 (2017)
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Note: This figure shows percentages of women or men who have a financial institution account, or debit card account, or credit card account,
out of all women or all men aged 15 or over.

Source: Authors’ calculations, based on World Bank Group (2018s)), The Global Findex Database 2017. Measuring Financial Inclusion and the
Fintech Revolution, https://globalfindex.worldbank.org/sites/globalfindex/files/2018-04/2017%20Findex%20full %20report_0.pdf.
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1.5. Women in the family and society

Universal social protection coverage is still a long way off

Social protection involves access to health care and income security, particularly in case of old age,
unemployment, sickness, invalidity, work injury, maternity or loss of a main income earner (ILO, 2020y9)).
Only a few countries in the MENA region, such as Jordan, have developed coherent national social
protection policies (ILO, 2017s0)). Current data are only available for Egypt, which estimate that 37% of its
population is covered by at least one social protection benefit.'® In comparison, the world share stands at
45% (ILO, 20175501). Incomplete coverage is partially due to low public spending on social protection.
According to the latest available data, countries in the MENA region'” spend on average 11% of GDP on
education, health and social safety nets, which is lower than the averages for Emerging Europe and
Commonwealth of Independent States (19%) and Latin America (14%) (IMF, 201851)).

Some progress has been made in the MENA region. The four countries have increased their expenditure
on public social protection since 1995 (Figure 1.16). Most MENA countries have introduced or expanded
their social protection measures since the financial crisis in 2018 and the uprisings in 2010 (ILO, 2017/50)).
Egypt in particular shows a significant positive trend. It doubled its expenditure in 20 years from 5% of
GDP dedicated to public social protection expenditure in 1995 to 11% in 2015. While Jordan has reduced
its total expenditure in the central government sector since 2005, it is among the very few MENA countries
to have developed a coherent national social protection policy (Case Study 2.3). The MENA region as a
whole faces additional challenges in achieving universal social protection by 2030 (Sustainable
Development Goal 1.3) given the refugee crisis and political instability, both of which continue to undermine
an already weak social protection system.

Figure 1.16. Social protection expenditure is similar to or above global levels, but well below OECD
levels

Public social protection expenditure as a % of GDP, 1995, 2005 and 2015

[ 1995 3 2005 1 2015

'L Wmfﬂlﬂ[

Egypt Jordan Morocco Tunisia World OECD

Note: Reference year is 2010 instead of 2015 for Morocco. Reference year is 2011 instead of 2015 for Tunisia. The expenditure in Jordan refers
only to the central government sector.

Source:  Authors’  calculations, based on ILO  (2017j0), ILO  World  Social  Protection  Report  2017-2019,
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/'wcms 604882.pdf; OECD (20192), Social
Expenditure Database (SOCX), http://www.oecd.org/social/expenditure.htm.
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Women have less access to social protection than men

Adequate maternity protection, as well as paid paternity and parental leave, recognise that both mothers
and fathers have responsibilities as breadwinners and caregivers, and contribute to achieving a more
equitable sharing of care responsibilities, in line with SDG 5.4 on recognising and valuing unpaid care and
domestic work. Women who are not entitled to enough income security during the final stages of pregnancy
and after childbirth, especially those working in the informal economy, can expose themselves and their
children to significant health risks.

Low female labour market participation, high levels of unemployment and high rates of informality all
contribute to women’s lower access to social protection in the MENA region, particularly maternity cover
and old-age pensions. Worldwide, 45% of women in employment are covered by law under mandatory
maternity cash benefit schemes. In terms of maternity benefits, 41% of women with new-borns worldwide
receive maternity benefits. Tunisia, the only country of the four with data on the share of employed women
receiving maternity benefits, has a rate of 12% (ILO, 2017s0)).

While most countries worldwide have included maternity provisions in their social insurance schemes, in
the MENA region most countries provide for paid maternity leave as an employer liability in their labour
codes, including Egypt, Morocco and Tunisia (ILO, 2017(sq)). Such arrangements may discourage the hiring
of female workers, thereby contributing to the low female labour market participation. However, some
countries, including Jordan, have implemented social insurance schemes in which contributions are made
by employers for male and female employees to finance statutory maternity insurance schemes,
“socialising” the cost so it is no longer a direct cost to individual employers (Case Study 2.3).

As regards old-age benefits, 68% of people above statutory retirement age are currently covered by law
for an old age pension globally. The regional averages for MENA stand at 47% and 27% for men and
women respectively. The effective coverage for older persons in Jordan is 42%, the second highest ratio
in MENA."® However, this covers only 12% of older Jordanian women, compared to 82% of older Jordanian
men. Furthermore, only 11% of the female working age population contributes to the national pension
scheme, as opposed to 33% of men, meaning that there will be no significant increase in the ratio of women
above the statutory age receiving a pension if gender-sensitive actions are not taken (ILO, 20175q)).

The reasons for incomplete coverage largely relate to the high rates of informality, low female labour
market participation and high levels of unemployment, which together negatively affect women’s ability to
build up pension entitlements in contributory pension schemes, driving higher levels of old-age poverty
among women than among men. However, the countries in the MENA region are taking action to reform
their social protection systems. Case Study 2.3 in Chapter 2 looks at social protection in Jordan, including
pensions. Box 2.6 looks at maternity and paternity schemes in the four countries.

Decision making in public life is increasingly involving women

The MENA-OECD Initiative for Governance and Competitiveness addresses both women’s economic and
political empowerment across its different components since the programme is convinced that women’s
economic and political empowerment are inextricably linked.'® Women must have an equal voice in
decisions about policies that affect their lives. If women are not economically empowered and have a
certain level of economic independence, it will be very hard for them to engage in politics and influence
those policies. Elements holding women back from joining the economy also hold them back from
participating in politics and becoming parliamentarians. Women’s participation in politics can have a
positive impact on inclusive growth and women’s economic empowerment. More gender-balanced
institutions at the national or subnational level are more likely to include gender considerations in policy
reforms, including those related to labour and economic rights.

Countries in the MENA region are increasingly mobilising the potential and talent of women in public life.
Having more women involved in decision making in politics is not only conducive to empowering women,
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but also promotes the adoption of laws and practices that favour women’s economic empowerment, and
the implementation of gender-sensitive policies (Case Study 5.1 and Boxes 5.1 and 5.2 in Chapter 5). The
proportion of seats held by women in national parliaments is a good indicator of gender equality in decision
making, and has increased significantly in the MENA countries since 1990. Some countries, such as
Tunisia, have a more gender-balanced national parliament than the OECD average (Figure 1.17). In
Morocco and Jordan, 21% and 15% of the national parliament is female, while it was zero in 1997. Progress
has also been made in Egypt, where female members currently make up 15% of parliament, compared to
less than 2% in 2005. Women currently account for 24% of ministers.

Women'’s political participation is becoming more and more common in the region. Many MENA publics
express a preference for greater female political participation, including acceptance of a female head of
state and the implementation of women’s quotas for elected office. More than 60% of citizens across the
four selected MENA countries reported that they were in favour of the introduction of women’s quotas for
political offices (Thomas, 2019s3)). Women’s political participation in the MENA region, including the
barriers and the opportunities, are well documented in a series of publications in the framework of the
MENA-OECD Governance Programme.?°

Figure 1.17. Women are a growing presence in national parliaments

% of seats held by women in national parliaments
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Note: This figure shows percentages of parliamentary seats in a single or lower chamber held by women in 1990, 2005 and 2018, respectively.
Source:  Authors’  calculations, based on World Bank (20204), World  Development Indicators  (database),
https://databank.worldbank.org/reports.aspx?source=28&type=metadata&series=SG.GEN.PARL.ZS

Women’s unpaid care and domestic duties leave little time for paid work

Women in MENA devote disproportionately more time to unpaid care and domestic work than men, leaving
them little time for paid jobs.?" In every country of the world, the burden of unpaid care is primarily borne
by women. Although the average time per day that women in MENA spend on unpaid care and domestic
work is similar to other regions (4.9 hours in MENA versus 4.7 hours worldwide), the regional gender gap
is striking — and is the second highest worldwide. This means that unpaid care work is largely done by
women (Figure 1.18). The time women spend on unpaid care work accounts for 89% of their working day,
leaving them barely any time to work for pay. This is not the case for men, who on average allocate 20%
of their total working time to unpaid care work (Charmes, 201955)).
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Figure 1.18. Women undertake the bulk of unpaid care work

Time spent on unpaid care work and gender gaps (2019)
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Note: This graph shows regional gender gaps in time devoted in unpaid care and domestic work.
Source: OECD (2019;s6)), Enabling Women’s Economic Empowerment: New Approaches to Unpaid Care Work in Developing Countries,
https://doi.org/10.1787/ec90d1b1-en.

In 2018, 606 million women of working age worldwide declared themselves to be unavailable for
employment or not seeking a job due to unpaid care work, compared to only 41 million men (ILO, 2018;s7)).
Full-time unpaid carers represent 42% of the 1.4 billion inactive women worldwide, compared with only 6%
of all the 706 million inactive men (ILO, 2018571). According to the ILO, globally, 42% of women stay outside
the labour force because of their need to care for others, compared to only 6% of men. In Egypt, 65% of
economically inactive women blamed care work for their inactivity, whereas 57% of inactive men attributed
their inactivity to personal reasons (being in education, sick or disabled). In both Jordan and Tunisia,
around 77% of inactive women blame unpaid care work compared with 3% of inactive men (ILO, 201857)).
In Morocco, the proportion of inactive women varies according to age: it concerns 36% of those who are
less than 30 years old, 56% of those aged 45 years old and around 70% of the 30-44 year-olds, taking
women out of the job market during the prime years for career progression (High Commission for Planning
Morocco, 2018isg)).

Women around the world are also time “poorer” than men. Globally, women spend 84 more minutes
working (unpaid and paid work) per day than men. Women in the Arab countries and in Northern Africa
work 77 more minutes and 57 more minutes than men on average, respectively. This means that not only
do women work more (and for free), they have less leisure time at their disposal and incur greater health
impacts caused by excessive and strenuous amounts of unpaid care and domestic work (ILO, 201857).
The result is likely to be sub-optimal care solutions and underperformance in paid work.

The ILO analysed data from 23 mostly higher-income countries over a 15-year period (from 1997 to 2012)
in its report Care Work and Care Jobs (ILO, 2018s7)). It found that although on average, employed women
were spending more hours in paid jobs in 2012 than in 1997, formal or informal, in general they continued
to also perform more unpaid care work than men. If the gender gap in unpaid care work has narrowed by
0.2 percentage points since 1997, it is mainly due to women spending less time on unpaid care work than
previously, rather than a more equal distribution of work (as the time men spend on unpaid care work has
decreased). Estimates show that at this pace, it is likely to take around 210 years to close the gender gap
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in unpaid care work in these countries. The MENA region, facing a more unequal distribution of unpaid
care work, will take even longer to achieve gender equality at the current pace.

In line with the 2013 OECD Gender Recommendation (Box 1.1), measures that improve paid parental
leave, good quality and affordable childcare, workplace flexibility and equality in sharing unpaid care
responsibilities are necessary for achieving a fair work-life balance, and will therefore help to reduce gender
gaps in employment (OECD, 2017s9;). Governments in the MENA region are actively adopting laws and
practices to help current and future female workers reconcile work and family (Case Studies 2.1 and 2.4).

Outdated attitudes still hold women back economically, though things are changing

Persistent anti-egalitarian social norms limit the role of women in the economy because they perpetuate
stereotypes about gender roles. These attitudes undermine women’s agency and freedom to engage in
paid work, and in making decisions about their career progression. Stereotypes, norms and attitudes about
the role of men and women change very slowly, and have shown less progress in emerging economies
than OECD ones (OECD, 2017/59)).

Men in the MENA region mostly support a range of traditional attitudes vis-a-vis women'’s rights, and many
women express mixed opinions concerning their roles. The 2019 SIGI report reveals that, although
attitudes towards women'’s role and status are evolving worldwide, some discriminatory attitudes and
beliefs continue to prevail in the countries covered by this report. The share of the population that considers
it is not acceptable for a women to work outside the home for pay remains high in all four countries, at
respectively 34%, 30%, 21% and 19% in Egypt, Jordan, Morocco and Tunisia (OECD, 201913)). In line
with this, other studies find that the vast majority of men still believe that a woman’s primary role is to care
for the household: 87% of men in Egypt and 72% of men in Morocco (UN Women/Promundo, 2017s0). In
Jordan, only 38% of men find it acceptable for women to work in mixed workplaces, and only 26% accept
that women can return home from work after 5 pm (World Bank, 20181). In two of the four selected
countries, between 46% (Morocco) and 69% (Egypt) of men consider that husbands should have the final
say in family decisions (Thomas, 2019s3)).

Such attitudes not only undermine women’s voice and agency — they are often internalised by women.
SIGI results reveal that a significant share of women in the four countries justify domestic violence under
certain circumstances, ranging from 18% in Jordan to 36% in Egypt (OECD, 2019u3]). Moreover, 77% of
surveyed women in Egypt consider that taking care of the family is their most important role (UN
Women/Promundo, 20170;). All of these attitudes, when taken together, can constitute an impediment to
equal gender relations within the household, to women’s ability to work and hence to their economic
empowerment.

The wider economic climate in the region — with high unemployment rates, a large and saturated public
sector and a sluggish private sector — is contributing to the common belief that men’s access to jobs should
take priority over women’s. As the unemployment rate in the MENA region has been increasing since 2008,
many men struggle to find jobs and live up to their traditionally conceived role of breadwinner. According
to a survey carried out by Promundo and UN Women, 98% of men and 88% of women in Egypt uphold
the idea that men should have access to jobs before women when work opportunities are scarce (UN
Women/Promundo, 2017s0)).

However, the current economic context and other changes are shaking up traditional gender relations
within households and could also increase women’s participation in the labour market (Box 1.2). Although
most caregiving tasks are assigned to women in MENA, more than half of male respondents report that
they spend too little time with their children and would like to share more daily care-giving work with women
(UN Women/Promundo, 2017s0;). Additionally, around half of male and female respondents in Egypt and
more than 80% of respondents in Morocco would like to see a paternity leave policy. More than 70% of
men in Egypt and in Morocco expected to share their homemaker roles with their working wife. This implies
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that men are seeking a deeper involvement in the household beyond their traditional role as breadwinners.
This, however, is subject to a caveat: men are still expected to remain the main providers and decision
makers in the home and women the primary care-givers and organisers of the home. These traditional
patterns are usually set in childhood and perpetuated by women and men within their own families (UN
Women/Promundo, 2017s0)).

Box 1.2. How are attitudes to women changing, and what'’s driving it?

The state of patriarchy is shifting among certain population groups in the MENA region. Generally, more
educated, higher-income men whose mothers were well educated and whose fathers carried out
traditionally feminine household tasks are more likely to treat women as equals. Results from multiple
surveys indicate that though many elements of patriarchy persist in the region, they are coming under
pressure to evolve. For example, support for equal rights to divorce has increased from 66% to 71%
since 2010 across MENA countries, and the share of citizens viewing men as better political leaders
than women dropped from 73% to 66% between 2010-11 and 2018-19 (Thomas, 2019s3}). Furthermore,
in many MENA countries wealthier and well-educated women and men living in urban areas usually
tend to have more equitable perceptions of women’s economic empowerment. In Morocco, 25% of men
in general think that a man has the right to beat his spouse if she leaves home without asking for his
permission while 30% of rural men think s0.2?2 While 53% of uneducated women feel that they should
tolerate domestic violence to preserve family unity, this figure drops to 9% among women with tertiary
education.?® However, in some contexts, exceptions were found where urban living and better education
did not correspond to more equal opinions.?*

Interestingly, a man’s age does not seem to affect his attitude. Younger men hold similarly conservative
views to older men according to multiple studies. While younger women in the region aspire to greater
equality, younger men do not necessarily share this view, which creates tension between the sexes in
both the public and private spheres. According to the IMAGES survey results, MENA is the only region
in the world where younger generations of men do not hold more liberal views than their elders (UN
Women/Promundo, 2017s0}). This is found in three of the four surveyed countries (Egypt, Palestinian
Authority and Morocco).?® Although the backlash of young men against women’s economic and political
roles could be understood as the pressure to achieve a traditionally recognised sense of manhood
under difficult economic circumstances, further study is needed to understand the possible factors in
young men'’s traditional attitudes in the MENA region. Awareness of the existing patriarchal cultures
which can reinforce social inequality has led to a range of initiatives in some MENA countries to engage
men and boys in changing notions of masculinity (see Annex 1.C).

Violence against women is widespread across the region

Violence against women affects around one in three women and girls at some point in their lives. It is also
an economic issue, carrying significant costs to individuals, households, the public sector, businesses and
society. Violence against women and women’s economic empowerment are closely interlinked, but the
relationship is not linear. On one hand, violence against women — both at home and in the workplace —
hinders women’s economic activity, as it significantly undermines women’s educational and employment
opportunities, freedom of choices, income-earning capacity and advancement in the workplace. On the
other hand, women’s economic empowerment can both decrease or increase violence, as sometimes men
can have a strong backlash against women’s newly empowered status.

Despite the efforts of multiple stakeholders in the MENA countries, various forms of violence against
women are still widespread across the region. Globally, it is estimated that 35% of women have suffered
from sexual and/or physical violence (Garcia-Moreno et al., 201362;). However, the sensitivity of the topic
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in the region, especially for intimate partner violence, means that data are scarce or incomplete. According
to various sources, 48% of Tunisian women (between 18 and 64 years old) declared that they had been
victims of one or more forms of violence, the majority being rural victims of intimate partner violence (The
Advocates for Human Rights/Mobilising for Rights Associates, 20173)). In addition, 54% of Tunisian
women reported having experienced some form of violence in the public space over the past four years
(Slim, 2016641). In Egypt, about 46% of women reported that they had experienced physical, emotional or
sexual violence from their spouse and 13% had experienced violence in public spaces (Duvvury et al.,
2015es)). The survey further stated that more than 25% of women had entered marriage before reaching
the legal age of 18. In a national survey in Jordan, 21% of ever-married women between the ages of 15-
49 declared that they had experienced physical violence (Department of Statistics/ICF, 2019g). In
Morocco, the prevalence of psychological violence fell from 58% to 49% between 2009 and 2019. In
contrast, economic violence rose from 8% to 15% over the same period (High Commission for Planning
Morocco, 2019e7)).

Violence in the workplace is one of the main issues that women face in Jordan (ARDD, 2018ss)). Recently,
over 50% of Jordanian women (and 73% of Syrian refugee women) informally reported having been
sexually harassed in the workplace (Husseini, 2018s9;). Furthermore, around 20 women in Jordan are
killed annually for reasons related to so-called family honour crimes.?®

Traditional social norms and inequitable perceptions about women’s roles increase women’s risk of being
the victims of violence. The previously mentioned study by UN Women and Promundo indicates that there
is a strong belief that women should tolerate violent treatment by their spouse to keep the family together.
This opinion is not only shared by men (90% in Egypt and 60% in Morocco), but also by women (70% in
Egypt and 46% in Morocco). One-third or more of men in the surveyed countries still believe that there are
occasions when a woman deserves to be beaten. Street-based violence against women is another very
prevalent form of violence in MENA countries. Approximately 75% of male respondents in Egypt and in
Morocco used a woman’s “provocative” dress to legitimise their acts. More women agreed with this idea
than did their male counterparts. A victim-blaming culture has led female respondents to blame men’s acts
on women’s temptation. Furthermore, in cases of rape, about 60% of surveyed men and 48% or more
surveyed women believed that a woman who is raped should marry her rapist. Surprisingly, more women
than men blame the victim for having been harassed.

A series of legislative advances, sensitisation campaigns, and community initiatives have contributed to
raising awareness among women and men alike of the need to stop violence against women in all its forms
(Chapter 4: Case Studies 4.4 to 4.7). These actions are having an impact. According to the Egypt
Demographic and Health Survey (EDHS) 1995, which was the first to measure attitudes of ever-married
women to FGM, only 10% of women wished to end this practice. However, by 2015 this rate had increased
to 37.5% (EDHS14) and to 44% in 2017 according to the UN Women survey. This opinion was also
supported by 30% of men in 2017 (UN Women/Promundo, 2017s0)).

1.6. Conclusions

Participating in economic activities allows women to make positive changes in their lives, with positive
ripple effects for their families, communities and societies. Providing women with equal rights and
opportunities in education and the workplace is not only an end in itself, but is also a precondition for
tapping into their full potential.

As discussed in this chapter, the MENA region has made noticeable improvements in providing equal
educational opportunities for boys and girls. Statistics show that gender gaps in school enrolment rates
and educational attainment have almost been closed. The share of female STEM graduates in some MENA
countries is even higher than OECD countries. Some progress, albeit slowly, has also been made in the
labour market. Financial inclusion keeps improving in favour of women. More women participate in decision
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making in the public realm today than 20 years ago. There is now a public agenda on gender equality and
the topic of women’s economic empowerment is prominently present in social debates.

Despite these achievements, MENA countries — as with most countries — still have a long way to go to
achieve truly equal economic participation and opportunities. While some challenges are universal (e.g.
equal pay and employment segregation), some are specifically prevalent in the region (e.g. domestic
workers, unpaid care work and social norms). The opportunities suggest that the MENA countries could
seize the growing momentum for reforms, but the scale of the challenges cautions that gender equality
cannot be accomplished overnight.

The following list highlights the key obstacles to women’s economic empowerment in the MENA region,
especially the four selected countries. The case studies and in-depth boxes in the chapters which follow
describe how some of these obstacles are being overcome. The case studies analyse specific recent
legislative, institutional and policy reforms for women’s economic empowerment in Egypt, Jordan, Morocco
and Tunisia. They examine how and why the reforms came about, the actors involved, their implementation
and impact, as well as key success factors. They are based on discussions with stakeholders in the
countries concerned (methodological details in Annexes A to D). The report also includes in-depth boxes
based on desk review that analyse initiatives on women’s economic empowerment, as well as boxes
highlighting reform tools for legislators and policy makers.?’

e The unequal burden on women of unpaid care and domestic work. This is one of the primary
obstacles to MENA women’s participation in the labour market. Although a sizable number of
women, especially young women, want to work, domestic commitments are their biggest
constraint.

o See Case Studies 2.1 and 2.4: reforms for alleviating women’s care burden

¢ Informal employment. Though informal work is still prevalent among women and men alike,
informal female labourers in the MENA region are the most vulnerable in their roles as domestic
workers and in the agriculture sector.

o See Chapter 3 on decent work for all women, plus Case Study 3.1 on domestic workers in
Morocco, Case Study 3.2 on rural women in Tunisia;, Case Study 3.3 on women’s access to
land in Morocco; and Case Study 3.4 on women refugees in Jordan.

e Legal barriers, lack of assets and lack of access to formal financial services prevent women
from setting up and expanding businesses. In the four countries, discriminatory legal or
customary frameworks governing women’s inheritance rights constitute a major obstacle for
potential female entrepreneurs

o See Chapter 4 on inheritance; and Case Studies 2.8, 2.9 and 2.10 all shed light on efforts to
empower female entrepreneurs in Jordan and Egypt.

e Poor coverage by the full range of social protection, especially for women in rural areas. Low
female labour market participation, high levels of unemployment and high rates of informality play
arole.

o Case Study 2.3 describes efforts to enhance social protection for women and their families in
Jordan; Case Study 3.1 outlines social protection for domestic workers in Morocco; and Case
Study 3.2 discusses social protection for rural women in Tunisia. Case Study 3.4 includes
information about cash transfer programmes for women refugees in Jordan.

¢ Unequal pay. Gender pay gaps can discourage women from entering traditionally male-dominated
sectors or occupations. In addition, women with children usually have lower wages than childless
women: maternity leads to a salary penalty which may persist for a female professional.

o Case Study 2.7 discusses one initiative to equalise working conditions for women in Jordan.
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e Poor choice in the occupations or job positions suitable for women. Prominent gender
occupational and sectoral segregation continues to undermine MENA women'’s participation in the
labour market, their career choices and their professional progression.

o Case Studies 2.1 (flex work in Jordan), 2.2 (gender balance in corporate leadership in MENA),
2.5. (women’s participation and leadership in workers’ and employers’ organisations in Tunisia)
and 2.6 (gender-balanced tripartite organisations in Egypt) analyse efforts to broaden women’s
opportunities at work.

¢ Violence against women and girls. This is still widespread and has a serious bearing on women’s
economic empowerment, whether in the public or the private sphere.

o All four countries are implementing progressive legislative reforms in this area. Case Studies
4.4 to 4.7 report on progress, challenges and impacts in each of the four countries.

e Social attitudes surrounding traditional gender roles. These affect women’s agency and
hamper their economic activities.

o Countries are taking measures to implement initiatives that encourage the transformation of
social norms; see for example Case Studies 4.1 and 4.4, both from Tunisia. Morocco is making
efforts to address stereotyping and discrimination, especially in the media sector (Case Studies
5.2 and 5.3).

e Lack of comparable data. One of the challenges in assessing women’s economic empowerment
is the lack of comparable data over time and across the region. Although the governments in the
MENA region have made much progress on collecting and analysing gender-disaggregated data,
certain gaps remain, notably data on the informal economy, women’s ownership of businesses,
and for measuring several of the UN Minimum Set of Gender Indicators and the SDG indicators.
Comparability issues also have an impact as reporting on certain indicators in the selected
countries is not always consistent with internationally recognised definitions.

o Chapter 6 discusses initiatives underway to build the evidence base for women’s economic
empowerment.
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Annex 1.A. Employment distribution by sex and
by economic activity

Annex Table 1.A.1. Employment distribution by sex and by economic activity in detail, percentages
of female/male employment (2018)

MENA World Egypt Jordan Morocco Tunisia

Female Male = Female @~ Male Female Male Female Male Female Male Female Male
Agriculture/forestry/fishing 268 177 2716 287 36.7 218 1.1 39 592 315 114 16.2
Mining/quarrying 0.3 12 0.3 1.0 0.0 0.2 01 1.0 0.1 0.9 0.3 0.7
Manufacturing 106 1.2 148 138 58 135 143 125 11.3 9.9 323 1441
Construction 0.7 156 14 109 04 163 06 113 03 135 06 171
Transport/storage/communicat 16 84 22 89 12 104 19 92 1.0 58 26 105
-ion
Wholesale/retail 83 186 223 165 10.3 166 45 199 65 217 126 176
trade/accommodation
Financefinsurance/real estate 3.8 43 58 5.7 2.6 3.2 6.7 59 2.7 2.8 4.1 36
Public 6.7 103 32 47 71 6.1 70 188 35 5.2 55 108
administration/defence/social
security
Education 20.7 53 7.7 3.2 213 47 359 6.6 6.4 2.6 186 4.0
Human health/social work 7.9 1.9 6.6 1.8 8.6 15 11.8 3.0 2.2 0.6 6.3 1.6
Other 12.5 5.6 80 438 59 5.6 16.1 7.8 6.9 5.6 58 3.8

Note: Data presented by branch of economic activity is based on the 4t revised version of International Standard Industrial Classification of All
Economic Activities (ISIC) in 2008. Agriculture/forestry/fishing refers to ISIC rev.4 A; Mining/quarrying refers to ISIC rev.4 B; Manufacturing
refers to ISIC rev.4 C, Construction refers to ISIC rev.4 F; Transport/storage/communication consists of aggregate categories ISIC rev.4 H and
J; Wholesale/retail trade/accommodation consists of aggregate categories ISIC rev.4 G and I; Finance/insurance/real estate consists of
aggregate categories ISIC rev.4 K, L, M and N; Public administration/defence/social security refers to ISIC rev.4 O; Education refers to ISIC
rev.4 P; Human health/social work refers to ISIC rev.4 Q; Other consists of aggregate categories of D, E, R, S, T and U.

Source: Authors’ calculations, based on ILO (2018, ILOSTAT, https:/filostat.ilo.org/datal.
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Annex 1.B. Defining employment status and
informal employment

Employment status

The indicator of status in employment distinguishes between two categories of the total employed, which
are: (a) wage and salaried workers (also known as employees); and (b) self-employed workers. The self-
employed group is broken down into subcategories: self-employed workers with employees (employers),
self-employed workers without employees (own-account workers), members of producers’ co-operatives
and contributing family workers (also known as unpaid family workers).

According to the World Bank, breaking down employment information by status in employment provides a
statistical basis for describing workers’ behaviour and conditions of work, and for defining an individual's
socio-economic group. The OECD, nevertheless, notes that links between informality and development
are complex and informality mirrors various development patterns. In effect, analysis of data shows that in
countries where the growth performance is largely driven by manufacturing and agriculture, informality may
persist or even increase.

Informal employment

The ILO defines informal employment as working arrangements that are de facto or de jure not subject to
national labour legislation, income taxation or entitlement to social protection or certain other employment
benefits (advance notice of dismissal, severance pay, paid annual or sick leave, etc.).

The OECD 2019 report Tackling Vulnerability in the Informal Economy provided international and
operational definitions of the informal economy, informal employment and employment in the informal
sector (OECD/ILO, 201931]). Table 1.B.1. defines whether a person is in informal employment. Globally,
informal employment accounts for more than four out of every five own-account workers, one out of every
two employers, two out of every five employees and all contributing family workers.

Annex Table 1.B.1. Operational criteria to define informal employment

Status in employment Informal employment

Contributing family worker If the person is reported as a contributing family worker, no further questions are required and the person is
classified as having an informal job.

Own-account worker or employer  If the person is recorded as an employer, or own-account worker, or member of a producer’s cooperative, the
formal or informal nature of the job is determined according to the formal or informal nature of the person’s
economic unit (According to the international standards adopted by the 15th ICLS, the informal sector consists
of units engaged in the production of goods or services with the primary objective of generating employment
and incomes to the persons concerned).

If the enterprise is a household enterprise or a private business producing wholly for own or family use, the
owner is also classified as having an informal job.

Employee The most commonly used option to determine in operation if an employee is in formal employment is
contributions to a social security (ideally for pension) scheme.

In case of contributions to social security, the employees is considered as being in formal employment.
If no contributions to social security, the employee is considered as being in informal employment.
If don’t know or no answer, then check on the employee's entitlement to paid annual leave and paid sick leave.

Source: OECD/ILO (201931)), Tackling Vulnerability in the Informal Economy, hitps://doi.org/10.1787/939b7bcd-en.
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Annex 1.C. Engaging men and boys to change
notions of masculinity

Annex Box 1.C.1. Engaging men and boys to change notions of masculinity

In the context of UN Women’s Men and Women for Gender Equality regional programme, a range of
initiatives are being organised in some MENA countries to disseminate knowledge products, implement
community-based activities, and increase awareness about gender equality through campaigns.

Egypt

In partnership with the National Council for Women (NCW), and the ministries of education, youth and
sports, and social solidarity, the UN Women Country Office in Egypt is implementing a range of
innovative community-based practices that aim to redefine gender roles, masculinity and fatherhood. A
number of communities have adapted their activities to their local contexts by using, for example art,
sports and camps as a means to reach over 8 000 members in three Egyptian governorates. For
example, a two-day camp called “Ana wa Baba” (father and child camp) was co-organised by UN
Women Egypt, NCW and Wellspring Egypt, in which 27 fathers and 65 children participated to redefine
fatherhood through sports. Advocacy activities were implemented with NCW. Campaigns such as
“Because | am a man” and “HerStory” were activated by and for young people to engage men and boys’
awareness of gender equality. These initiatives were also part of a larger regional 16-day activism
campaign on violence against women. More than 24 000 community members were reached across 27
governorates_(UN Women, 201871)).

Morocco

A variety of community-led initiatives and advocacy activities have been implemented in Morocco to
promote egalitarian and non-violent education in family, schools, and through the media. UN Women
Maghreb collaborated with the NGO Quartier du Monde to support community-based activities
developed by 13 local NGOs. For example, Khouloud Association formed a female football team in
Youssoufia to raise girls’ self-confidence and to work with families on their bias against girls playing
football in the street. Moroccan Association for Women’s Rights (AMDF) developed a programme to
sensitise high school students on violence against women by means of art. Awareness-raising
campaigns leveraged the media and collaboration with social influencers to promote positive images of
men. In November 2017, with the support and participation of several Moroccan celebrities, the
“Hit_Ana_Rajel’ (Because | am a man) campaign produced 12 videos that were disseminated on 2M
TV channel and social media, later used as materials for sensitisation classes for high school students.
On the occasion of a 16-day activism campaign launched by the UN in 2018 “Orange the World,
#HearMeTo0”, media groups in Morocco were actively involved in communications against gender-
based violence. Media companies such as SOREAD 2M and Eco-Media reiterated their commitment
to accompany the campaign and TV presenters supported the campaign by wearing orange scarves
during the 16 days. TV shows and short videos were produced to address violence against women_(UN
Women, 201872)).
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Notes

' The OECD’s Development Assistance Committee (DAC) network on gender equality defines women’s
economic empowerment as women'’s capacity to contribute to and benefit from economic activities on
terms which recognise the value of their contribution, respect their dignity and make it possible for them to
negotiate a fairer distribution of returns.

2 MGI's 2015 report, The Power of Parity, maps 15 gender equality indicators in 4 dimensions for 95
countries, under 3 scenarios (“business-as-usual”, “full-potential” and “best-in-region”) (Mckinsey Global
Institute, 20153)). Estimates of potential economic gains quoted in this chapter equal the incremental 2025
GDP in a scenario where gender parity for each country on the 4 dimensions included in the model is

completely achieved (i.e. the “full-potential” scenario), as compared to a business-as-usual scenario.
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3 The World Bank’s 2018 report on the cost of gender inequality focuses on the losses in national wealth
due to gender inequality in earnings (World Bank, 2018y4)). Instead of measuring losses from inequality as
annual flows (the GDP approach), this approach measures losses in human capital (the wealth approach).
This is done by measuring lifetime losses in earnings. It accounts for human capital (measured by
earnings), as well as produced capital coming from investments in assets and natural capital such as land
and natural resources. The report covers 141 countries. Estimates of losses from gender inequality in
labour markets based on human capital wealth are substantially larger than those based on GDP alone
(USD 2.7 trillion against USD 3.1 trillion in MENA) because wealth is larger than GDP.

4 SIGI measures gender-based discrimination in social institutions across 180 countries. It covers four
dimensions: discrimination within the family, restricted physical integrity, restricted access to financial and
productive resources, and restricted civil liberties.

S Statistics based on Development Assistance Committee (DAC) members’ reporting on the Gender
Equality Policy Marker, 2017-2018. Creditor Reporting System database, March 2019:
http://www.oecd.org/dac/financing-sustainable-development/development-finance-data/gender-related-
aid-data.htm.

6 According to the 2016 ILO report, Labour Market Transitions of Young Men in the Middle East and North
Africa (Dimova, Elder and Stephan, 2016(9), the most frequently cited reason for leaving school early
among young men was a general lack of interest in studying (33.1%), followed by a failed examination
(26.0%) and a desire to start working (21.4%). Young women, on the other hand, were much more likely
than young men to have been influenced by the prospect of getting married (26.4% compared to 0.1% of
young males).

" The working-age population is commonly defined as people aged 15 years and older, though this varies
from country to country. Statistics used in this report cover people aged 15 years and older.

8 ]LO calculations based on ILO SWTS data in 26 countries (35 surveys in 2012-13 and/or 2014-15).

9 Occupation groups adopted in this publication are in line with the latest International Standard
Classification of Occupations 2008 (ISCO-08), which classifies all jobs into 10 major groups at the highest
level of aggregation. For more information please see: https://www.ilo.org/wcmsp5/groups/public/---
dgreports/---dcomm/---publ/documents/publication/wcms_172572.pdf

9 The data used here for the OECD average only cover 28 European Union countries. Total gender
occupational segregation of the OECD is higher than the global average mainly because proportionately
more women work in service, sales and clerical support positions, and more men work as craft and related
trade workers.

" According to the OECD’s 2017 publication on Women’s Economic Empowerment in Selected MENA
Countries (OECD, 201725)), labour market dynamics in the region over recent decades have not favoured
female labour force participation. On the one hand, the number of available public sector jobs in the region
has declined with the structural adjustment policies initiated in the 1980s. On the other, this decline was
not compensated for by a sufficient increase in jobs in the private sector — the MENA region has the world’s
lowest private-sector investment contribution to growth — and the majority of the region’s investments were
directed to low-skilled and capital-intensive sectors in which women'’s participation is lower.

12 The OECD definition of gender wage gap is the difference between median earnings of women and men
relative to median earnings of men. Data refer to full-time employees on the one hand and to self-employed
on the other.
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13 Vulnerable employment refers to the sum of contributing family workers and own-account workers. This
is because they are the least likely to have formal work arrangements, are the least likely to have social
protection and safety nets to guard against economic shocks, and often are incapable of generating
sufficient savings to offset these shocks — thus the most likely to fall into poverty (OECD/ILO, 201931)).

4 Domestic workers are employed to work in other people’s homes, providing a range of domestic
services, including cleaning, cooking, washing clothes and dishes, shopping, caring for children or the
elderly, sick or disabled, gardening, driving and security (ILO, 201833)).

15 Total early-stage entrepreneurial activity represents the percentage of the adult working-age population
(18-64 years old) who are either nascent or new entrepreneurs (Kelley et al., 2017(39)).

16 Defined as the proportion of the total population receiving at least one contributory or non-contributory
cash benefit, or actively contributing to at least one social security scheme.

7 Specifically for this data, MENA refers to the Middle East, North Africa, Afghanistan, and Pakistan.

'8 These data refer only to the Arab states, which include Bahrain, Iraq, Jordan, Kuwait, Lebanon, The
Palestinian Authority, Oman, Qatar, Saudi Arabia, Syrian Arab Republic, United Arab Emirates and
Yemen.

'® For more details on the programme, visit https://www.oecd.org/mena/competitiveness.

20 The MENA-OECD Governance Programme is a strategic partnership between MENA and OECD
countries to share knowledge and expertise, with a view to disseminating standards and principles of good
governance that support the ongoing process of reform in the region. The programme’s work on gender
equality is available at: https://www.oecd.org/mena/governance/gender-equality-in-public-life/.

21 Unpaid care and domestic work refers to non-market, unpaid work carried out in households (by women
primarily, but also to varying degrees by girls, men and boys), which includes both direct care (of persons)
and indirect care (such as cooking, cleaning, fetching water and fuel, etc.). These activities are recognised
as work, but typically not included in the System of National Accounts or — in the case of activities like
fetching water/fuel — are theoretically included but often not well documented or accounted for (OECD,
201956)).

22 According to the Communiqué from the Moroccan High Commission for Planning on the occasion of the
national and international mobilisation campaign for the elimination of violence against women. A survey
was carried out between February and July 2019 and covered the entire national territory, with a sample
of 12 000 girls and women and 3 000 boys and men aged 15 to 74. https://www.hcp.ma/Communique-du-
Haut-Commissariat-au-Plan-a-l-occasion-de-la-campagne-nationale-et-internationale-de-mobilisation-
pour-l_a2411.html (accessed in December 2019).

23 |bid.

24 According to Arab Barometer's surveys (Thomas, 2019;s3), for example, in Algeria, Lebanon, the
Palestinian Authority, Tunisia and Yemen, citizens living in urban areas expressed lower acceptance of a
female head of state than citizens living in rural areas. In Yemen and the Palestinian Authority, no
significant difference was found when it comes to husbands and wives’ decision-making power at home
when comparing people with higher and with lower level of education.

25 The latest country to be surveyed in the MENA region is Lebanon, where young people expressed

slightly more equitable attitudes towards gender norms.
CHANGING LAWS AND BREAKING BARRIERS FOR WOMEN’S ECONOMIC EMPOWERMENT IN EGYPT, JORDAN,
MOROCCO AND TUNISIA © OECD/ILO/CAWTAR 2020


https://www.oecd.org/mena/governance/gender-equality-in-public-life/
https://www.hcp.ma/Communique-du-Haut-Commissariat-au-Plan-a-l-occasion-de-la-campagne-nationale-et-internationale-de-mobilisation-pour-l_a2411.html
https://www.hcp.ma/Communique-du-Haut-Commissariat-au-Plan-a-l-occasion-de-la-campagne-nationale-et-internationale-de-mobilisation-pour-l_a2411.html
https://www.hcp.ma/Communique-du-Haut-Commissariat-au-Plan-a-l-occasion-de-la-campagne-nationale-et-internationale-de-mobilisation-pour-l_a2411.html

| 71

28 Honour crimes are acts of violence, usually murder, committed by male family members against female
family members who are perceived to have brought dishonour upon the family (Husseini, 201773)).

27 Table 1 at the start of this report contains an “at-a-glance” summary of all the themes of the case studies
and in-depth boxes.
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Z Women at work

Ensuring that women have access to decent work is critical for women’s
economic empowerment and the sustainable and inclusive growth that
countries badly need. This chapter analyses recent reforms and initiatives
in Egypt, Jordan, Morocco and Tunisia aimed at enhancing women'’s labour
force participation and providing them with decent work opportunities. The
chapter is organised around four themes: (1) equality in the workplace,
looking at efforts to increase flexible work, close gender pay gaps, increase
women’s corporate leadership roles and give them freedom of choice over
their sectors and working hours; (2) social protection reforms and actions to
ensure women have decent maternity and childcare coverage to improve
their work-life balance; (3) social dialogue and collective bargaining reforms
to increase women’s participation and leadership in worker and employer’s
organisations to ensure better working conditions; and (4) specific
measures to encourage women entrepreneurs, including access to finance
and investment.
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Infographic 2.1. Women at work: women’s career progression

Women at work

Women's career progression

PROMISING PRACTICES
AND POLICY
RECOMMENDATIONS

MENA women generally earn significantly less than men and have narrower access to leadership opportunities. They also face
sector- and working-hour restrictions and sexual harassment in the workplace.

assmEsEEmEEEEEEREEE Equql pqy aEmmEmEEEEEEEEEEEET

14 MENA countries*
have rafified the ILO
Equal Remuneration
Convention.

Labour codes in Morocco and Jordan mandate “equal
remuneration for work of equal value”. Egypt prohibits
wage discrimination based on gender. Tunisia includes
generic non-discrimination provisions in its labour codes.

I»

Under the leadership of Jordan, the Equal Pay
'@ International Coalition was launched in the MENA Region
to address the gender pay gap.

Policy recommendations Q

I at work

asssssmsmmEmEnnEs Flexible work asssmsssmmnmEnEn;

non-discrimination provision
special provisions on women's rights

p Yemen is the only MENA country that has ratified the ILO
L /] Workers with Family Responsibility Convention.

Policy recommendations ,@

@ for both women and men

flex work provisions

== Professions and working hours ----

Some countries such as Jordan and UAE have lifted
@ restrictions on women'’s ability to work at night. UAE has
By Z also lifted restrictions in jobs deemed dangerous, as
well as in agriculture and on the mining, manufacturing,
and energy industries.

Policy recommendations /)

S Remove all discriminatory legal provisions
Ny

e

=== Leadership and role models ===+

Corporate governance codes in Morocco and Jordan
E?;I mention gender balance on boards. Disclosure-driven

Cg-¢2 policies in MENA help increase women's representation
in the boardroom. UAE has set a minimum quota for
women on boards.

Policy recommendations

N quotas gender equality
provision in corporate governance codes

traditional media

institutions

=== Sexual harassment at work ==----

its accompanying Recommendation were adopted in

The ILO Convention on Violence and Harassment and
2019 and are open for ratification.

Policy recommendations /)

ratification of the Harassment and Violence at the

Workplace Convention

Privafe secfor anEsssmEEEEEEREn

The private sector is increasingly aware that gender
equality efforts improve business outcomes. E.g., Bank
El Etihad in Jordan and agribusiness companies in Egypt
report positive business growth thanks to their gender-
sensitive approaches.

Policy recommendations ,@

private
": sector gender equality initiatives
> greater visibility

ﬂ Revise personal status laws

General policy recommendations 7

@ Give legislative recognition

Ensure labour inspections

Note: The 14 MENA countries include Algeria, Djibouti, Egypt, Iraq, Jordan, Lebanon, Libya, Mauritania, Morocco, Saudi Arabia, Syria, Tunisia,

United Arab Emirates and Yemen.
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Infographic 2.2. Women at work: social protection and work and life balance

Women at work

Social protection & work-life balance

PROMISING PRACTICES
AND POLICY
RECOMMENDATIONS

In the MENA region, women undertake the bulk of unpaid care work, which restrict their capacity fo engage in paid work.
Although countries are reforming their social protection systems fo tackle women's unpaid care burden and extending benefits

for women, further progress is needed.

--==== Social protection systems =:-----

The ILO has eight conventions on Social Protection,
Jordan has ratified parts of the main ones and Morocco
h has ratified the ILO Maternity Protection Convention.

Policy recommendations ;@

ILO conventions on social protection

addressing gender inequalities
promoting women'’s participation in the labour force

Childcare measures

Jordan’s labour code was recently amended to make

childcare facilities mandatory once companies employ

... over a certain number of employees (both men and

@ women). In Egypt and Morocco, private-sector

employers are required to provide daycare facilities

once they employ over a certain number of female
employees.

Policy recommendations 1D

childcare facilities

incentives
e available for the children
of male employees

--== Private sector and civil society :-:-

Private sector and civil society complement government
__provisions on social security benefits. E.g., companies in the
[z Sekem initiative in Egypt offer paternity leave. Jordan’s

.lﬂ-.s'i Bank El Etihad has a set of maternity leave measures.

SADAQA, a Jordanian NGO, makes proposals for tax

incentives for employers offering daycare facilities.

Policy recommendations ;";@

e public-private dialogue

.-« Maternity and paternity leave :---

Morocco is the only MENA country that has ratified the
. ILO  Maternity Protection Convention. Egypt and
Morocco have aligned their national legislation with
the minimum 98-day duration recommended in the
Convention.

In  Jordan, maternity
leave costs have to be
& & funded by a payroll tax
i{Y: on all workers, rather
4 -- & than by employers alone
(which is the case in most
MENA countries).

Policy recommendations ,@

duration of maternity leave
® social protection costs
distributed across

Q‘ male and female workers
paternity leave

- Registration procedures xxseeee

In Tunisia, rural women no longer have to submit a birth
certificate in order to register for the National Social
& » Security Fund. Women's Citizenship Initiative in Egypt
encourages rural and marginalised women to apply for
an ID card to access social services. Morocco has issued
a decree which obliges employers of domestic workers

to register them with the National Social Security Fund.

Policy recommendations /)

different groups

facilitate social security registration

Old-age pension & survivors’ benefits

Pension reforms in Jordan allow women to pass their
®s pension on to their families, and entitle widows the right to
ﬂ inherit the full pension of their deceased husband.
Nevertheless, the gender gap has not been closed in ferms

of refrement age.

Policy recommendations ;@

S . P "y .
ﬁ\‘ Remove discriminatory legal provisions old-age pensions
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Infographic 2.3. Women at work: social dialogue

PROMISING PRACTICES
AND POLICY
RECOMMENDATIONS

To ensure that laws and policies address MENA women's needs, it is critical that women occupy leadership positions in tripartite
bodies, namely Ministries of Labour, and workers’ and employers' organisations. Collective bargaining and collective bargaining
agreements (CBA) can play an important role in addressing gender issues, in particular the gender pay gap.

- Women's participation and leadership in tripartite structures «==x===:---

& T
= S0
&5
258
= o
c 9 5
855
8% &
é g5 . Women'’s
5 g'§ participation
£ 0T and
598 leadership
B o
£= 9
5=
t%S
22°
&
st
% d >
066" N Y '\\"(’\0
x
&0 M {79 S > P
. o, % @
AN [ PRV
e % o 5 "oy, “\e(’*g e S &
W6, 08 00 5@
o/}]@ Ss Qb N\O o("é
75 1, Sheg Ministy ' (AW
G
___ The four countries have ratified the Right to Organise Policy recommendations g@
,Ej and Collective Bargaining Convention. Egypt and Tunisia
=] have ratified the Freedom of Association and Protection Further encourage women's participation and
of the Right to Organise Convention. leadership in
through

Constitutions of the four countries guarantee the right to
establish associations and to join frade unions.

I»

EEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEG Co"ecﬁve bqrgqining EEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEE

Jordan has put in place a sectoral collective Policy recommendations Q

bargaining agreement (CBA), which has helped lower Leverage women's increased participation in social
8 a the gender pay gap and address decent work deficits dialogue to

for private school teachers, most of whom are women. that enhance women's economic empowerment.
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Infographic 2.4. Women at wor

PROMISING PRACTICES
AND POLICY
RECOMMENDATIONS

In all four countries, legislation on setting up and managing a business is gender neutral. However, in reality, women
entrepreneurs in MENA face additional challenges in accessing information, markets, financial services, land and other assefs.
Further reforms are needed to encourage women entrepreneurs and increase their influence over how business legislation and

Women at work

Entrepreneurship

policies are being shaped.
Mandates for women entrepreneurs

In Tunisia, the National Chamber of Women
Entrepreneurs’ manifesto commits policy makers to
unleashing the potential of women enfrepreneurs. It
proposes a vision for female entrepreneurship to be
included in the 2019-2024 Government Programme.

Policy recommendations @
gender aspect in enfrepreneurship policies

national gender equality strategies
all aspects

TSI Access i'o Iand TSI

Tunisia’s late President Essebsi proposed a law with the
general principle of equality in inheritance for women
&18 and men. Egyptian law penalises anyone depriving a
+Am woman of her inheritance. In Morocco, the legislative
framework was recently amended to recognise equal
rights for women and men to collective land.

Policy recommendations ,@

access to land and other assets

% equality in inheritance

penalise the illegal deprivation of inheritance

---== Access to financial services ===

n, Jordan, Morocco and Tunisia have issued financial
inclusion strategies with gender aspects. Eg}/rpf and
Jordan have also issued specific microfinance strategies

with gender aspects.

Al four counfries have
— lows  regulating the
microfinance sector,
I where the proportion of
women is high.

Policy recommendations )

financial inclusion strategies
m financial services programmes
U tailored to women

making it easier to

access microfinance
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Information and capacity building

The National Council of Women in Egypt and the
Federation of Egyptian Industries have carried out a
@@' number of capacity-building activities to support
@ women entrepreneurs. Tunisia’'s CNFCE Academy for
women entrepreneurs provides training for women
business owners on topics such as financial
management, marketing and labour laws.

Policy recommendations ;@

awareness of financing sources, marketing

Fﬂj tools, technologies and labour laws
&itn =

Equality of investment opportunities

Egypt has included a gender provision in its investment
law. This provision promotes equality of investment
A opportunities; prohibits discrimination on the basis of
e Jender; and encourages small investors, who are
Lo typically women. It has also opened a one-stop-shop at
the Investors Services Centre where women investors
can obtain the necessary information and paperwork.

Policy recommendations /)

gender equality provisions in investment laws
ch' follow up on their implementation

Business registration and formalisation

To encourage more women entrepreneurs to formalise
@l their businesses, Morocco has issued a law introducing
—=— the auto-enfrepreneur status. Jordan has reviewed its
legal and institutional frameworks to encourage the
e formalisation of home-based businesses, which are
predominantly managed by women.

+ Laws regulating microfinance in all the countries
=5 encourage entities applying for this type of finance to
LQ\ formalise their businesses.

Policy recommendations 1)

offering incentives streamlining registration
LQ\ g g reg

requirements/procedures
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2.1. Introduction

According to the International Labour Organization (ILO), decent work “involves opportunities for work that
are productive and deliver a fair income, security in the workplace and social protection for families, better
prospects for personal development and social integration, freedom for people to express their concerns,
organise and participate in the decisions that affect their lives and equality of opportunity and treatment for
all women and men” (ILO, 20191;). The ILO has developed a decent work agenda which consists of four
pillars: standards and rights at work, employment creation and enterprise development, social protection
and social dialogue. Gender is considered as a cross-cutting element of the decent work agenda. The
decent work concept is also enshrined in the Sustainable Development Goals (SDGs) and in SDG 8 in
particular, which promotes inclusive and sustainable economic growth, full and productive employment
and decent work for all.

Ensuring that women have access to decent work is critical for boosting women’s economic empowerment
in the MENA region and generating the sustainable and inclusive growth that countries badly need. In
recent decades, the countries covered in this publication — Egypt, Jordan, Morocco and Tunisia — have
taken numerous initiatives to implement the decent work agenda. They have ratified relevant international
standards and taken part in international initiatives on women’s economic empowerment (Annex 2.A and
Chapter 6). In addition, the private sector is increasingly aware that gender equality efforts are not only
important from a corporate social responsibility perspective, but also improve business outcomes, and are
promoting initiatives in their own companies. Since the 2011 uprisings, the four countries have embarked
on a series of reforms of their constitutions as well as other national legal frameworks to help unlock the
potential of their female citizens (OECD, 20172):

e All four countries have ratified the Convention on the Elimination of all Forms of Discrimination
against Women (CEDAW), which guarantees non-discrimination in employment (Box 6.1 in
Chapter 6). They have also adhered to a number of international labour standards with gender
relevance (Chapter 6). These initiatives provide important momentum for addressing gender
inequalities worldwide and in MENA.

« All four countries have included provisions on non-discrimination in their constitutions.’

e The labour codes of Tunisia, Morocco and Egypt also guarantee non-discrimination, although
Jordan’s labour code does not include a provision on non-discrimination? (OECD, 20172).

e Each country (except Tunisia) has created a National Women’s Strategy. The National Strategy
for the Empowerment of Egyptian Women 2030; the Moroccan Government Plan for Equality Il
(2017-2022) and the National Strategy for Jordanian Women (new version 2020-2025 under
development) all have a strong focus on the economic empowerment of women and their
participation in the labour market.

However, in reality these principles have not been fully implemented, revealed by the fact that the MENA
region continues to have the lowest female labour force participation rate in the world (Chapter 1). When
women do work, they are often engaged in the informal sector, earn less than men, have limited career
progression options and may suffer from sexual harassment in the workplace. Women handle the bulk of
unpaid care work and often struggle to combine work and family life. MENA women prefer to work in the
public sector as it generally offers working conditions which make it possible for them to combine work and
family life.

In addition, social norms continue to undermine women’s participation in the labour market and cast the
man in the role of main provider for the family (Chapter 1). Restrictive social norms that see men as the
main providers for their families and oblige women to obey their husbands are also enshrined in the family
law of some countries (Chapter 4). Hence, women’s labour rights are seen as secondary to those of men,
and women have limited freedom to engage in the labour market. The OECD Social Institutions and
Gender Index (SIGI) indicates that these challenges also exist in other regions of the world. For example,
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men are recognised as the sole head of household in 23% of the 120 countries covered by the SIGI (OECD,
20193)).

Recently, countries in the region have made important legal, policy and institutional reforms aimed at
enhancing women'’s labour force participation. This chapter presents case studies of key recent reforms
that centre around four areas of work:

Equality in the workplace.
Social protection reforms and initiatives to address unpaid care work and improve work-life balance.

Social dialogue: women'’s participation and leadership in worker and employers’ organisations to ensure
that collective bargaining yields better outcomes for women.

Female entrepreneurship.

The case studies examine how and why the reforms came about, the actors involved and how the reforms
are being/will be implemented, as well as highlighting key success factors. The information shared in the
case studies has been discussed extensively with stakeholders in the respective countries (Annex A at the
end of the report contains a list of resource persons in each country; Annexes B, C and D describe the
methodological process). The chapter also includes boxes that analyse initiatives on women’s economic
empowerment based on desk review.® The boxes also highlight tools that can aid legislators and policy
makers in engaging in such reforms. Finally, the chapter makes some policy recommendations based on
the lessons from the case studies and research.

2.2. Equality in the workplace

Even though the constitutions and/or labour codes of the four countries include non-discrimination
provisions, women in MENA continue to face discrimination in the workplace. As we saw in Chapter 1,
compared to their male counterparts, women earn significantly less and have narrower access to
leadership opportunities. They also face sector and working-hour restrictions and often fall victim to sexual
harassment at work.* This section gives examples of recent reforms aimed at lifting these barriers to decent
working conditions for women:

¢ Flexible work arrangements are key to help women join and stay in the labour market despite
family responsibilities. A specific ILO convention exists on the connection between working time,
family responsibilities and gender inequality,®> but the only MENA country to have ratified it is
Yemen. Egypt, Jordan and Tunisia have legal provisions in place that cover flexible work
arrangements.® However, these provisions mostly target women rather than foreseeing flex work
for men as well. This may reinforce gender stereotypes and further confine women to the home
(Case Study 2.1).

e [Equal pay: There is still much work ahead to close the gender pay gap in the MENA region. In
general, men in MENA continue to earn more than women for work of equal value (Chapter 1). All
four countries covered in this report have ratified the ILO Equal Remuneration Convention (C100),
which guarantees equal remuneration for work of equal value. The Equal Pay International
Coalition (EPIC) was launched recently in the MENA region in order to speed up the closing of the
gender pay gap (Box 2.1). The labour codes of Egypt, Morocco and Tunisia include generic non-
discrimination provisions, and those of Egypt and Morocco also explicitly prohibit wage
discrimination based on gender. Yet only Morocco and Jordan give full legislative expression to
the principle of “equal remuneration for work of equal value” in line with the ILO convention.” The
countries are implementing initiatives to address the gender pay gap. In Jordan, the labour code
has been amended so that employers who apply discriminatory wages for work of equal value can
be fined (Box 2.2). A collective bargaining agreement and regulations have also been adopted in
Jordan to close the pay gap for private school teachers, who are mostly women (Case Study 2.7).
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e Leadership positions for women. In MENA, women face myriad challenges in progressing in
their careers and taking up leadership positions in the workforce (Chapter 1). Raising the share of
women'’s leadership in both the public and private sectors is key as it fosters more gender-sensitive
organisational cultures and practices. As this publication focuses mainly on women’s economic
empowerment, rather than women in public life, the case studies present recent measures taken
to improve women’s leadership in the private sector. The case studies show that countries are
making efforts to increase women'’s participation and leadership in workers’ and employers’
organisations (Case Studies 2.5, 2.6 and 2.7). Some MENA countries have launched initiatives to
promote gender balance in corporate leadership. Even though none of the countries covered in
this report have set mandatory quotas, the corporate governance codes of Jordan and Morocco
mention the importance of gender diversity on boards (Case Study 2.2). The World Union of Arab
Banks has issued a Charter for Gender Diversity which invites banks to apply a clear recruiting and
promotion process for executive positions (Box 2.3). The charter raises awareness that diversity in
management is not only a question of corporate social responsibility, but is also a necessary
response to a constantly changing global environment.

¢ Equality in professional choice. Another factor which perpetuates the gender pay gap and limits
women’s career options involves legal restrictions on the types of professions that women can take
up (for example in the mining sector) and their working hours, such as restrictions on women
working at night. While these provisions are meant to protect women, the international community
considers them to be outdated and state that women should have freedom of choice (OECD,
201712)). In Jordan, the Ministry of Labour has issued a decree stating that women have the right
to choose the vocation and work times that they desire (Box 2.2). Yet the labour law maintains
provisions that allow the minister to prohibit women from working in certain jobs or at certain hours.

Box 2.1. Closing the gender pay gap: the Equal Pay International Coalition

In order to speed up the closing of the gender pay gap, the Equal Pay International Coalition (EPIC)
was created in 2017. The coalition is a multi-stakeholder initiative, led by the ILO, OECD and UN
Women. Key stakeholders include the governments of Australia, Canada, Germany, Iceland, Jordan,
New Zealand, Panama, Korea, South Africa and Switzerland, the International Organisation of
Employers (IOE) and the International Trade Union Confederation (ITUC). EPIC also includes a network
of equal pay champions. Jordan was the first MENA country to participate in EPIC. In November 2019,
an EPIC regional initiative for MENA countries was launched.

EPIC is active at the global, regional and national levels to support different stakeholders to take
concrete steps to achieve equal pay for women and men for work of equal value. EPIC provides support
in different areas including knowledge sharing, awareness raising, capacity building and upscaling of
successful programmes. It is also active in the area of legal frameworks, their enforcement and progress
monitoring.

Source: https://www.equalpayinternationalcoalition.org/.
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Box 2.2. In-depth: Jordan’s comprehensive efforts towards women’s equality at work

In recent years Jordan has made many amendments to its labour law and other legislation as part of a
comprehensive overhaul of how women are treated at work and in the family. These are summarised
here and some of the case studies in this and other chapters explore them in further detail. The factors
behind the success of this approach are analysed in Box 6.3 in Chapter 6.

e Work-life balance. The country is addressing women’s unpaid care work and their efforts to
balance work and family responsibilities by introducing maternity insurance in the social security
law (Case Study 2.3) and adopting regulations on flexible work (Case Study 2.1). Labour law
reforms have introduced a three-day paternity leave and distribute the costs of daycare equally
amongst male and female workers (Case Study 2.4).

e Equal pay. Jordan’s efforts to tackle the gender pay gap focus on specific sectors. A collective
bargaining agreement and regulations have been adopted to close the pay gap for (mostly
female) private school teachers (Case Study 2.7). Article 17 of Law No. 14 of 2019 stipulates
that the Minister of Labour is to appoint a “Wages Body in specific geographic areas”. The
Wages Body is responsible for examining, within that area, any discrimination in wages that
may exist for work of equal value. Article 17 amends the Labour Law to fine employers who fail
to meet minimum wage requirements or apply discriminatory wages for work of equal value.
Article 2 of this law provides a definition of wage differentiation as a pay inequity between
workers for work of equal value without discrimination based on gender. Furthermore, Jordan
is actively involved in the Equal Pay International Coalition (EPIC; Box 2.1).

e Freedom to choose. Jordan has taken steps to enhance Jordanian women’s labour force
participation by abolishing night work and sector restrictions for women. Ministry of Labour
decision 2/2018 states that women are allowed to work in any vocation and at any time period.
Unfortunately, Article 69 of the labour law still states that a ministerial decree can be issued to
restrict women’s working hours and choice of sectors/industries.

e Vulnerable women. The country is recognising the specific challenges faced by vulnerable
groups of society in finding decent work. Amendments of Law No. 14 of 2019 allow children of
Jordanian mothers and non-Jordanians father to apply for jobs without needing a work permit
(Case Study 4.3). In addition, the country is making significant efforts to address the economic
situation of (Syrian) women refugees (Case Study 3.4).
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Case study 2.1. Flexible work regulations help get more women into jobs in
Jordan

To facilitate women'’s entry in the labour market and to make sure that women can stay in work once they
have family responsibilities, Jordan has recently issued flexible work regulations.

What is the reform and how did it come about?

Reflections on flex work in Jordan started to mature in 2016 when USAID’s Jordan Workforce Development
Project submitted a flexible working hours policy paper to the Ministry of Labour, which was then passed
on to the Cabinet. With the support of the King, a regulation on flexible work arrangements was enacted
in early 2017.8 The government reported that these regulations were issued mainly to increase
employment for different segments of society, especially women, and to help them balance work and family
responsibilities (Jordan Times, 20174).

The regulation covers different types of flex work: part-time work, flex-time work, intensive work week,
flexible year and remote work. Hence, employees and employers can agree on part-time arrangements or
flexible daily/weekly working patterns on a full-time basis. However, employees can only benefit from
flexible work arrangements with the employer’s approval. The law is also only applicable to the following
categories of employee:

e employees who have worked for the employer for three consecutive years

o employees with family responsibilities (including pregnancy, parental responsibility, or
responsibility for a disabled or ill family member)

e student employees
e employees with a disability.

In addition, flexible work arrangements must not restrict the employer or employee from benefitting from
any labour rights provided under the labour law. For example, the work arrangements should not lead to
an extension of 10 daily working hours (exclusive of overtime), more than four weeks work in a row without
a day off, or a reduction of the salary below the minimum wage.® The employee is entitled to revert to his
original employment contract at any time.

The law indicates that the employer must amend its bylaws to include a section on flex work. The employer
also has to submit periodic reports to the Tripartite Committee on Labour Affairs, giving details about its
internal flex work bylaws and about the employees who benefit from flex work arrangements (Karak Castle
Center and FES, 20185)).

In 2018, the Ministry of Labour issued Flexible Working Instructions, in line with Article 13 of the flex work
regulation.' In addition, a consultation session was carried out with a range of stakeholders to discuss
concerns and opportunities in applying the flex work regulations. Recommendations were issued both on
technical aspects of the regulations and on how implementation could be facilitated.

The 2019 amendments to the labour law added a definition of flexible work to the labour code. However,
the labour law has no specific provision governing flex work, and so it remains governed by regulations.

What are the impacts, implementation challenges and factors for success?

Jordan’s flex work regulations provide a useful framework for workers and employers to better organise
their time and improve work-life balance. Research indicates that they are having a positive effect on
women’s participation in the labour market in Jordan. Around 60% of employers thought that “the
application of flexible working hours contributed to an increase in the employment of women and their
continued stay in the company, while workers experienced more satisfaction with their jobs” (Ibafiez Prieto,
20186)). Employers and employees also believe that the regulations lead to better work-life balance (Karak
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Castle Center and FES, 20185)). A next step could be to encourage men to also take up flex work to help
share family responsibilities that continue to fall mainly on women.

Despite these positive impacts, research also shows that the flex work regulations have not yet been widely
implemented. There are two main reasons (Karak Castle Center and FES, 20185)):

e While many employers apply flex work in practice through mutual agreements with their
employees, it is reported that most employers do not apply the specific provisions of the
regulations. Applying the regulations requires awareness of the details of the regulations and the
benefits of applying them —few people seem to be aware of these, so efforts are needed to educate
both employees and employers.

e Asapplying the regulations requires a revision of the employers’ bylaws and employment contracts,
employers prefer to stick to informal agreements with their employees. It may therefore be
beneficial to provide incentives to employers to apply the regulations.

A final concern is related to the impact of the flex work regulations on social security benefits. Additional
research should be carried out to make sure that applying the flex work regulations does not result in
workers losing their social security entitlements because of different work arrangements.

Case study 2.2. Increasing gender balance in corporate leadership in MENA

The G20/OECD Principles of Corporate Governance'' acknowledge that diversity in the boardroom is
integral to sound corporate governance — a key component of this is gender balance (OECD, 20157).
Closing the gender gap in corporate decision-making roles remains a challenge, yet there is strong impetus
for economies to embrace initiatives that empower and promote women in the corporate sphere. Women'’s
leadership and talent are increasingly seen as the cornerstones of competitive, value-creating companies
and, by extension, resilient, inclusive economies.

In 2019, the OECD issued the report Corporate Governance in MENA: Building a framework for
competitiveness and growth (OECD, 2019g)). The report includes a chapter on achieving gender balance
in corporate leadership, outlining why it is important to enhance gender balance in economic and corporate
life and how this can be addressed in MENA. This case study summarises this chapter, focusing on the
different approaches that MENA countries have taken to enhance gender balance in corporate life. While
the overall report focuses on Egypt, Jordan, Morocco and Tunisia, this case study looks also at other
MENA countries.

The report shows that progress to increase women’s corporate leadership roles has been slower in the
MENA region than in other regions, but is still in line with global trends (Chapter 1). In general, female
labour force participation in MENA is often lower in the private sector than in the public sector because
women in MENA economies prefer the better working conditions and benefits it offers. This preference
may also be driven by social pressure to undertake work deemed respectable for women (Deloitte, 2017/g)).

What is the reform and how can it be applied in MENA?

Policies to increase women’s access and participation on corporate boards and in senior management
positions can be driven by governments, regulators and companies themselves, with measures adapted
to specific contexts (by sector, country, etc.). Overall, OECD countries follow four main policy approaches:

e laws that set a minimum quota for women on boards

e rules on disclosure of the gender make-up of company boards and/or diversity policies

e comply-or-explain provisions on gender diversity in corporate governance codes

e voluntary targets for gender diversity on boards and/or in senior management.
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MENA economies could use quotas or targets to increase the number of women on corporate boards and
in senior management. The quotas could be a temporary measure until goals have been met and social
norms have evolved to allow for more equal representation in decision making. However, the use of quotas
or targets in the corporate sector remains controversial in MENA economies. The region’s only country to
formally mandate a quota is the United Arab Emirates, where state-owned enterprises are required to have
at least one woman on their boards (Deloitte, 2017q). Cultural norms in MENA may be hindering the
acceptance of quotas and targets in the corporate world, where, as in the political realm, a patronage-like
system is common. Given this similarity, it is worth considering the use of measures taken to increase
women’s representation in political decision-making bodies that might have similar results in corporate
leadership (Chapter 5). Such lessons from the public sector could help guide policies for the private sector.

Disclosure-driven policies could also increase MENA women’s representation in the boardroom. The 2010
Muscat Declaration on Effective Implementation of Governance Frameworks in the Middle East and North
Africa Region encourages policy makers and regulators “to focus on improving the transparency and
disclosure of enterprises”, including on executive compensation and board structures.'? This could be
taken to mean that the gender composition of boards is also a factor to be disclosed. However, as
companies in the region commonly have a controlling shareholder (either family or government),
disclosure-driven policies could be less potent in advancing change without the willingness of controlling
shareholders to promote gender-balanced corporate leadership.

Corporate governance codes set the rules, standards and priorities for how companies should operate for
optimal performance. All economies in the region except Iraq have corporate governance codes. However,
Jordan and Morocco are the only MENA economies with corporate governance codes that mention gender
diversity on boards.'® Broad diversity provisions are included in Lebanon’s 2010 Guidelines for Listed
Companies (Article 10), Tunisia’s 2008 Code of Best Practice for Corporate Governance and Egypt’'s Code
of Corporate Governance. A non-discrimination clause to ensure that company employees are treated
fairly regardless of “race, gender or religion” is included in Qatar’'s 2009 Corporate Governance Code and
Lebanon’s 2006 Corporate Governance Code (Deloitte, 2017g)).

What are the impacts, implementation challenges and factors for success?

Assessing women’s actual participation in corporate leadership is difficult due to limited disclosure and a
lack of reliable data. However, it is clear that even though MENA has made some progress in improving
gender balance in corporate leadership, there is room for improvement. The impact of the measures
described above remains limited for a number of reasons linked to women’s participation in the labour
market more broadly. MENA legal frameworks and social norms, including family codes, continue to drive
gender gaps in the labour market. While the constitutions of most MENA countries propose gender
equality, this has not yet translated into company practices.

The report proposes a range of interrelated actions for governments and companies in the MENA region
to further advance gender balance in corporate leadership (Table 2.1).
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Box 2.3. In-depth: the World Union of Arab Bankers promoting gender diversity

In June 2018, the Board of Directors of the World Union of Arab Bankers (WUAB) approved its Charter
for Gender Diversity. The charter was initiated by Mrs Nahla Khaddage Boudiab, Chief Operations
Officer of Al Mawarid Bank in Lebanon and Head of the WUAB’s Women Empowerment Group. The
charter invites banks to apply a clear recruiting and promotion process for executive positions, removing
biases and enabling women to apply and be identified for such executive positions. In this way, women
can contribute to the bank’s strategy and influence the organisation’s culture. The charter raises
awareness of the fact that diversity in management is not only a question of corporate social
responsibility, but that it is needed in order to adequately respond to a constantly changing global
environment.

Banks that sign the charter commit to the following actions:
e Implement a bias-free recruitment process defined by the skills and characteristics needed for
the position, and an evaluation of both men and women against these attributes.
e Ensure that applications for management positions include both men and women.

o Ensure that internal management promotions include both men and women candidates, and
that promotion decisions are based on the attributes needed for the job.

¢ Include the commitment to the charter in their strategies, policies, and procedures.

o Create a gender diversity committee, comprised of a minimum of three senior managers
including both men and women, one of whom must be at the executive level.

e Ensure that the Gender Diversity Committee is tasked with documenting the policies and
procedures and confirming effective implementation.

e Ensure that the organisation applies one pay scale linked to positions and independent of
gender.

e Provide formal, public updates on their progress, including annual updated on their website.

The Lebanese Al Marawid Bank signed the charter in April 2018 and has implemented its provisions
fully. For example, Al Marawid Bank’s senior executive team encompasses a high ratio of women
managers, with over 50% of core functions held by women. Promoting diversity has also improved the
bank’s overall performance: the bank has received five international awards over the last three years
and in 2018 the bank’s growth was double the banking industry’s average growth. Eight other banks
have committed to the charter and Al Mawarid Bank is supporting them in the implementation plan.

Source: WUAB (20181q1), Charter for gender diversity; AM Bank (2018y11)), Charter of Diversity; AM Bank (201812;) “AM Bank ‘Can Doers’,
Gender Diversity”, online video, www.youtube.com/watch?v=WZY5ax5Qqhc&t=5s.
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Table 2.1. Policy options for promoting gender balance in corporate leadership

Objectives Policy options

Reform legal and policy frameworks  Revise corporate governance codes and related laws and regulations to endorse gender diversity.

Combine national goals with =~ Underpin goals, targets and policies by strategies aimed at fostering gender balance throughout the

company strategies company and the career cycle of women.

Improve data collection and use Gather more and better-quality data at the regional and national levels and from companies.

Attract talent and limit pipeline issues | Develop a ‘whole of company’ diversity framework and conducive human resource policies to create an
ecosystem that facilitates women’s corporate leadership.
Ensure that the business community and government co-ordinate goals underpinned by sustainable
policies.

Facilitate networks and provide = Providing training programmes and facilitate leadership networks to drive change.

support for women

Create a conducive cultural =~ Make use of advice, feedback and education to help in adapting to new and more diverse corporate

environment paradigms.
Use best-practice models and reference points to ensure that governments encourage companies to grow
and evolve into vehicles for change.

Source: OECD (20195s)), Corporate Governance in MENA: Building a framework for competitiveness and growth, https://www.oecd-
ilibrary.org/governance/corporate-governance-in-mena_2a6992c2-en.

2.3. Social protection and work-life balance

Women face challenges in entering and staying in the labour market, especially once married. These
challenges are even more serious once they have children and have to balance work and family life. Once
women are in the labour force, they often do not have sufficient career opportunities and face a denial of
rights at work. Inadequate social protection and shortcomings in social dialogue further constrain their work
lives.

In order to stimulate women'’s participation in the labour market, the four countries will have to find solutions
to these biases against women. One approach is to put in place comprehensive social protection systems
(OECD, 201913)). These systems can promote gender equality through measures to ensure that women
with family responsibilities have equal opportunities in the labour market (Box 2.4).

While the constitutions of all four countries guarantee women’s right to social protection, in practice, social
protection coverage is low in MENA — especially for women (Chapter 1). Few MENA countries have ratified
the ILO conventions on social protection (Box 2.4). Jordan and Libya are the only MENA countries to have
ratified parts of the main ILO Convention on Social Security (Case Study 2.3), and Morocco is the only
MENA country that has ratified the ILO Maternity Protection Convention (Annex 2.A).
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Box 2.4. International recognition for social security and women’s economic empowerment

Social security systems foresee basic income in case of unemployment, iliness and injury, old age and
retirement, invalidity, family responsibilities (such as pregnancy and childcare), or loss of the family
breadwinner. Social security systems can promote gender equality through measures to ensure that
women with family responsibilities have equal opportunities in the labour market. This is recognised by
SDG 5.4, which mentions that social protection policies can play a role in recognising and valuing
unpaid care work.

The main ILO standard covering social security is ILO Convention 102 on Social Security (Minimum
Standards). This convention sets the minimum standard for the level of social security benefits and the
conditions under which they are granted. In addition, the ILO has issued a range of conventions and
recommendations focusing on specific branches of social security.

In order to promote comprehensive social security systems, the ILO is promoting the concept of social
protection floors. The social protection floor is a global social policy concept that promotes nationally
defined strategies for the provision of a minimum level of access to essential services and income
security. The ILO and the World Health Organisation (WHO) are lead agencies for promoting it. This
concept is also mentioned in SDG 1.3 and aims at ensuring universal access to a minimum of four
guarantees:

e Access to essential health care, including maternity care.

e Basic income security for children (e.g. family allowances).

e Basic income security for people of active age who are unable to work (e.g. maternity).

e Basic income security for older people (e.g. pensions).
Setting up social protection floors in developing countries is challenging. In order to speed up this
process, the Global Partnership for Universal Social Protection was launched in September 2019. The
partnership includes examples from 23 countries around the world which show that universal social

protection is feasible in developing countries. MENA country experiences are not yet included in the
partnership.
Source: For more information on ILO’s social protection floors concept, see https://www.ilo.org/secsoc/areas-of-work/policy-development-

and-applied-research/social-protection-floor/lang--en/index.htm; for details of the Global Partnership for Universal Social Protection, see
https://www.usp2030.org/gimi/USP2030.action.

The case studies in this section indicate that of the four countries, Jordan and Morocco are working to
reform their overall social protection systems, or at least focusing more on social protection benefits such
as maternity and/or paternity leave as well as options for daycare. In addition, countries are making it
easier to register for these systems. The case studies show that those countries that are reforming their
social protection systems are using the opportunity to include gender considerations. Where reforming the
overall social protection system is too vast an undertaking for some countries, the case studies show that
they are instead focusing on specific social protection reforms that support women’s economic
empowerment, such as maternity and paternity leave, childcare measures and revisions to the pension
scheme. The case studies also show that where government social protection services are absent or weak,
the private sector and/or civil society has stepped in:

o Social security for all. Jordan has developed coherent national social security policies and has a
strong commitment to extending social security to all, which is evident in the recent reforms of its
social security law (Case Study 2.3). For example, the Jordanian social security system offers an
optional subscription for housewives. In 2015, a Gender Mainstreaming Section was established
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in the Social Security Corporation (SSC) in order to institutionalise gender concerns. In Morocco,
an Inter-ministerial Committee was set up recently to kick-start discussions on a comprehensive
reform of the countries’ social protection programmes and policies (Box 2.5). The committee also
includes the Ministry of Women’s Affairs, which could play a leading role in mainstreaming gender
within the overall social protection reforms.

e Maternity and paternity leave. The ILO Maternity Protection Convention recommends a duration
of maternity leave of at least 14 weeks (98 days). Egypt and Morocco have aligned their national
legislation with this recommendation. In Jordan and Tunisia, draft laws are under discussion to
prolong the duration of maternity leave and align the duration of leave for public sector and private
sector employees (Box 2.6). In Jordan, a new social security law requires maternity leave costs to
be funded by a payroll tax on all workers, rather than financed by employers alone. This measure
socialises the cost across gender and removes incentives to discriminate in hiring decisions due
to maternity benefits (Case Study 2.3). Many other MENA countries (e.g. Egypt) still apply the
employer’s responsibility to pay maternity benefits, which may lead to discrimination against
women in hiring and career progress (International Social Security Association, 201714)).

The ILO has no specific standards for paternity leave, so its duration is decided at country level
(Addati, Cassirer and Gilchrist, 201415)). In Morocco and Jordan, fathers can take up to three days
of paternity leave. In Tunisia, a one-day paternity leave applies and a draft law is under discussion
to extend the duration slightly (Box 2.6). No paternity leave is so far available in Egypt.

Private sector and civil society are complementing government social security benefits. Through
the Sekem initiative by a number of companies in Egypt, men can benefit from paternity leave even
though paternity leave is not guaranteed in Egyptian legislation (Box 2.6). In Jordan’s Bank El
Etihad, women can benefit from the option to halt loan repayments during their maternity leave.
The bank’s “comeback programme” supports women who took a career break to focus on their
families to get back into the labour force (Case Study 2.8).

e Childcare. CEDAW, the 1989 Convention on the Rights of the Child and the ILO Convention on
Workers with Family Responsibility 1981 (No. 156) call for childcare measures so that working
parents can combine work with family responsibilities. Egypt and Morocco’s labour codes require
private-sector employers to provide daycare facilities once they employ over a certain number of
female employees. However, this may deter employers from hiring or promoting women (OECD,
201712)). Jordan’s labour code has recently been amended to make childcare facilities mandatory
once companies employ more than a certain number of employees (both men and women). This
means that daycare would not only be available to female but also to male employees. This has
been a critical move since it shifts the full responsibility of childcare from the mother to both parents.
SADAQA, a Jordanian NGO, is supporting companies to set up daycare and is working on a paper
that lays out different options for tax incentives for employers who offer daycare facilities (Case
Study 2.4).
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Box 2.5. In-depth: Morocco’s pathway to social protection reforms

Over the past decade, Morocco has invested significantly in its social protection system. The system
currently includes three main axes: a contributory system; a partially contributory system; and a non-
contributory system consisting of various social assistance programmes. However, despite
considerable progress, Morocco’s social protection system could be further enhanced by improving co-
ordination among the policies, programmes and institutions governing the different areas of social
protection.

While the overall coverage of people in Morocco has improved, only 32% of them are women. Morocco
is trying to address this gender challenge through a range of projects and programmes that are mostly
part of the non-contributory system and that target vulnerable categories of women (and their children).
In addition, a decree was recently issued that expanded social security coverage to domestic workers,
who are mostly women (Case Study 3.1).

However, legal frameworks governing social protection still include discriminatory provisions based on
gender. For example, children are automatically covered by the health insurance of their father even if
the mother’s health insurance regime is better. Family benefits are usually automatically paid to the
father and not to the mother. While the surviving female spouse immediately receives her husband’s
pension upon his death, the surviving male spouse only receives his deceased spouses’ pension when
he attains the age of retirement. Furthermore, families could benefit from enhanced support measures
to facilitate women’s participation in the labour market (e.g. childcare options) so that they can in turn
also contribute to the social protection system.

In 2018, the King of Morocco called on all relevant actors to undertake a comprehensive reform of the
countries’ social protection programmes and policies. Following this call, a national debate took place
to reflect upon how to best reform the countries’ social protection system. An Inter-ministerial Committee
was set up to kick-start the reform process, which should result in an overhaul of the legislative
frameworks and procedures governing social protection, with a focus on better governance and
enhanced co-ordination. These reforms will provide an opportunity to promote gender equality through
measures to ensure that women with family responsibilities have equal opportunities in the labour
market. It will also be the occasion to bring the legislative framework on social protection into line with
the provisions on non-discrimination outlined in the constitution. This will require a comprehensive
approach to women’s economic empowerment and strong leadership by the Ministry of Family,
Solidarity, Equality and Social Development within the Inter-ministerial Committee that will lead these
reforms. The committee could also benefit significantly from the work of civil society actors and the
international community which have been advocating for enhanced social protection for women and
their families for many years.

Source: ADFM (201616]), Genre et droit a la sécurité sociale au Maroc; OECD (2017(2;), Women’s Economic Empowerment in Selected
MENA  Countries. The impact of legal frameworks in Algeria, Egypt, Jordan, Libya, Morocco and Tunisia,
https://doi.org/10.1787/9789264279322-en; Ministry of Family, Solidarity, Equality and Social Development of Morocco (201917)), Social
Protection Systems, Access to Public Services and Sustainable Infrastructure for Gender Equality and the Empowerment of Women and
Girls, http://www.social.gov.malfrfemme; UNICEF/EU (20181s)), Les 1éres Assises Nationales de la Protection Sociale sous le theme
“Ensemble pour un systéme de protection sociale intégré et pérenne”, (in French), Skhirat, 12-13 November 2018,
https://www.unicef.org/morocco/media/986/file.
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Case study 2.3. Extending social security benefits for women and their families in
Jordan

Jordan is one of the few MENA countries to have developed coherent national social security policies and
to have a strong commitment to extending social security to all (Box 2.2). Although Jordan has not ratified
any of the specific ILO social security conventions,' it has ratified parts of the main ILO Convention on
Social Security (Box 2.4)."® This case study documents and analyses Jordan’s recent major social security
reforms.

What is the reform and how did it come about?

The Jordanian Social Security Law'® was first declared in 1978 for the private sector. Subsequently, Law
No. 19 was issued in 2001, followed by the amended Provisional Law No. 26 of 2009. Women’s rights
organisations, especially the Jordanian National Commission for Women (JNCW), and civil society
organisations like the Sisterhood Is Global Institute, have led years of campaigning to change the social
security law in Jordan in favour of women. The Sisterhood Is Global Institute participated in debates on
social security in ad-hoc parliamentary committees and played a concrete role in improving the social
security law text.

The reform process was initiated with the following objectives: achieving financial sustainability, enhancing
social justice and gender equality, and expanding social security (Brodmann, 201419)). The campaign’s
most important demands included:

e a maternity fund to which all employees and employers contribute. This was proposed by the ILO,
and would shift the responsibility for funding women’s salaries during their maternity leave from
individual employers to social insurance.

o the wife’s right to a share in her husband’s pension on top of her own pension on his death

o the woman'’s right to pass her own pension on to family members after her death (as is the case
for men’s pensions).

« the possibility for housewives to be covered by social security. '’

Maternity insurance. Provisional Law No. 7 of 2010 included a number of the campaign’s demands to
increase women'’s access to social security benefits. It introduced maternity insurance (Art. 3 and Art. 42
— 47), entitling those covered to maternity allowances during at least the six months preceding their
maternity leave. This law only foresaw maternity leave benefits for the first four deliveries (Law No. 1 of
2014 has since entitled women to maternity allowances regardless of the number of births). In 2014, Jordan
also ratified ILO Social Security Convention No. 102, but did not accept Part VII of this Convention which
refers to maternity benefits. It has not ratified ILO Maternity Protection Convention No. 183.

Pension reforms. Provisional Law No. 7 of 2010 also introduced a number of pension reforms in favour
of gender equality. The 2010 law made it possible for women to pass their pension on to their families
(World Bank, 2013201) — previously, only men could shift their pension to their wives and children. A further
accomplishment of the 2010 law reform is that a widow can now inherit the full pension of her deceased
husband. However, this is restricted if the widow remarries, even though such restrictions are not placed
on men (World Bank, 20132q)). In 2014, Jordan accepted Part X of the ILO Social Security Convention on
survivor’'s benefits. In addition, employers in Jordan are required to pay pension contributions while women
are on maternity leave. While this enhances women’s pensions, it can also be a disincentive for employers
to hire women of child-bearing age (World Bank Group, 2019p211).

Nevertheless, Jordan’s 2014 Social Security Law still includes discriminatory pension provisions. For
example, a male employee is entitled to a pension at the age of 60, whilst a female employee is entitled to
a pension at the age of 55, which reduces the amount of pension benefit by five years. Women can cash-
in their pensions when they marry, divorce or become widows, thus excluding them from future pension

CHANGING LAWS AND BREAKING BARRIERS FOR WOMEN’'S ECONOMIC EMPOWERMENT IN EGYPT, JORDAN,
MOROCCO AND TUNISIA © OECD/ILO/CAWTAR 2020



90 |

benefits. Such options are, however, not available to men (OECD, 20172). This regulation shows the
presumption that once married, a woman will terminate her employment. In 2012, the Social Security
Corporation launched an awareness-raising campaign to warn women of the financial consequences of
cashing-in pensions (World Bank, 201320)).

Housewives’ social security scheme. The 2010 reform included an optional subscription to the social
security system for housewives. Although this is potentially beneficial, the contribution (14.5% of household
income) is still not affordable to many women and families (Brodmann, 201419)).

In 2015, a Gender Mainstreaming Section was established in the Social Security Corporation (SSC) in
order to institutionalise gender concerns. The ILO provided support to the SSC to help it advance its
mandate (Jordanian Social Security Corporation, 201522)).

What are the impacts, implementation challenges and factors for success?

Jordan is a frontrunner in the MENA region in the area of social security systems and benefits and spends
a significant amount of the country’s budget on social security. The recent amendments to the social
security law have given greater benefits to women, both in the area of pensions and maternity.

The maternity reform removes some of the obstacles to employing women in the private sector. Maternity
benefits are now financed through a 0.75% payroll contribution paid by the employer on behalf of both
male and female employees (ILO, 2015p3)). The scheme gives insured women the right to paid maternity
leave at 100% of their previous earnings for a period of ten weeks. In this way, both women and men
contribute to the financing of maternity benefits and the employer no longer has a reason to discriminate
against women when hiring due to costs of maternity benefits. According to an ILO report the shift from an
employer liability scheme to the maternity insurance scheme may have contributed to a rise in the number
of women of childbearing age in the formal private sector workforce by more than 30% (ILO, 201724)).

The efforts of civil society have been key in achieving these reforms. The campaigns were sustained over
many years and CSOs were important actors during the discussions of the envisaged reforms in ad-hoc
parliamentary committees. In addition, the ILO’s work on the maternity insurance scheme, on the pension
reform and the development of a national social protection floor paved the way for the success of the
reforms (Box 2.4).

While the reforms of the social security law are impressive, there is still room to align them further with the
ILO standards on social protection. Other than ratifying the main ILO Convention on Social Protection,
Jordan could also ratify additional ILO standards on social protection.

Studies show that awareness of the new Social Security Law is relatively low, especially knowledge of the
details of the law’s provisions. There are also many misconceptions around it (Brodmann, 20141¢). For
example, it is not commonly understood that the cost of childbearing is a social responsibility and should
be divided amongst families, employers and society in general (World Bank, 20132q).

CHANGING LAWS AND BREAKING BARRIERS FOR WOMEN’'S ECONOMIC EMPOWERMENT IN EGYPT, JORDAN,
MOROCCO AND TUNISIA © OECD/ILO/CAWTAR 2020



191

Box 2.6. Regional round-up: maternity and paternity leave reforms

Egypt

Women in the private sector in Egypt can benefit from 90 days of maternity leave, with compensation
equivalent to the full salary, as indicated in the Labour Law (Article 91) and the Child Law (Article 70).
The labour law limits the employed woman's entitlement to maternity leave to twice during the whole
period of her service with one or more employer. These limitations seem contrary to Article 70 of the
Child Law, which stipulates that the employed woman is entitled to take maternity leave up to three
times.

The Civil Service Law no. 81 of 2016 entitles women employed in the public sector to take maternity
leave lasting four months a maximum of three times during their entire employment period (the previous
law no. 48 of 1978 allowed only three months). Thus, Egypt’s maternity leave — in the government
sector — is longer than the 14 weeks recommended by ILO conventions. The law does not yet foresee
paternity leave.

The above provisions on maternity leave are the minimum. Thus, individual work contracts, collective
work agreements, or Regulations of Employment may grant women additional benefits, such as the
right to maternity leave three times during the entire period of her service, or maternity leave of more
than 90 days, as is the case for Nestle Company (Egypt), which grants women workers fully paid six-
month maternity leave.

Morocco

Morocco guarantees 14 weeks maternity leave and fathers can take up to three days of paternity leave.
No recent reforms on maternity or paternity leave have been made.

Jordan

In Jordan, women in the private sector are granted 70 days of maternity leave, and 90 days in the public
sector. This is slightly below the ILO standard of 98 days (14 weeks).

The National Committee for Pay Equity (NCPE) has issued a number of proposals to revise the labour
law to enhance women’s labour rights (Box 2.2 and Case Study 2.3). A proposal was included to raise
the maternity leave period to meet ILO standards, but for political reasons this topic was not open to
discussion within the Labour and Social Development Parliamentary Committee or in the Lower House.

The labour code was amended in May 2019 (Article 23 of Law No. 14) to include a three-day paternity
leave.

Tunisia

Women in Tunisia have 60 days of maternity leave in the public sector and 30 days in the private sector.
In the private sector, collective labour agreements for specific sectors call for the employer to pay for
the leave, but in general the National Social Security Fund ensures a daily allowance to compensate
for a women’s suspended salary, provided she has been employed for at least 80 days. In the public
sector, the maternity leave of 60 days is paid in full. A one-day paternity leave is granted, the cost of
which is covered by social security.

In Tunisia a range of efforts have been ongoing to extend both maternity and paternity leave. The
Tunisian General Labour Union (UGTT), supported by ILO, has been lobbying for the ratification of ILO
Convention 183 on Maternity Protection. An actuarial study was issued to calculate the costs of
enhanced parental leave and discussed in tripartite consultations involving government, employers and
workers organisations. The efforts were met with resistance by employers’ organisations who feared
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that enhanced maternity leave would increase discrimination against women at work. They would first
like to tackle the discrepancy between public and private sector employees in terms of parental leave
and then further extend maternity and paternity leave. In order to advance the issue, the Head of
Government requested the Ministry of Women’s Affairs to take the lead in developing a legislative
reform proposal to enhance maternity and paternity leave. The draft law was still under discussion at
the time of writing this report.

Source: Egyptian Labour Law no. 12 of 2003, available at https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=64693; Egyptian
Child ~ Law  no. 12 of 1996, as  amended by law  no. 16 of 2008, available  at
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p isn=45791; ILO (2000ps)), ILO Maternity Protection Convention 2000, No. 183,
Article 4, https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100 _ILO_CODE:C183; Al Otoum (20136)), “Protection
of working mothers in Jordanian labour law compared to international labour law”; Husseini (2019p7]), “Activists applaud Lower House
amendments to Labour Law”, http://www.jordantimes.com/news/local/activists-applaud-lower-house-amendments-labour-law .

Addati, Cassirer and Gilchrist (2014115)), Maternity and Paternity at Work — Law and Practice across the World; Nestlé (20172s)), “Nestlé
offers six month paid maternity leave”, https://www.nestle.com.eg/en/media/pressreleases/maternity-leave-six-months; OECD (2017p)),
Women'’s Economic Empowerment in Selected MENA Countries: The Impact of Legal Frameworks in Algeria, Egypt, Jordan, Libya, Morocco
and Tunisia, https://dx.doi.org/10.1787/9789264279322-en.

Case study 2.4. Improving childcare provision in Jordan

With one of the lowest female labour force participation rates in the world, Jordan faces serious challenges
in attracting women to the labour market and persuading them to stay there. Quality childcare is one critical
element in improving women’s work-life balance and making it easier for women to enter and stay in the
labour force. The case study shows that the country is making significant steps in addressing this issue.

What is the reform and how did it come about?

Before its 2019 amendment, Article 72 of the Jordanian Labour Law stated that “any employer with at least 20
female workers, with 10 or more children under the age of 4, should provide suitable day-care”. Employers
were either not aware of the article or found it hard to comply. In addition, the vast majority of businesses
in Jordan are small and medium enterprises, with fewer than 20 employees (let alone 20 female
employees), and so did not meet the conditions (JEDCO, 201129)). It was mostly mothers who suffered
from the non-application/non-compliance with this article since they mostly were obliged to stay at home
to take care of their children.

The civil society organisation “SADAQA - towards a friendlier work environment for women” was founded
in 2011 by a group of working mothers who wanted to achieve a better work-life balance. The organisation
advocates for legislative reform to improve the situation of women in the workplace. '

SADAQA worked on building the evidence-base for childcare provision. For example, a study by SADAQA
of the telecommunications sector indicated that the average return on investment in childcare services is
EUR 812 per employee per year (Shomali, 201630)). SADAQA proposed, together with other actors
including the National Committee for Pay Equity (NCPE), amendments to the labour law. It proposed to
extend the scope of the article to male and female workers as well as to make the article applicable to
smaller companies. Coalition 72 was set up to advocate for these revisions. These proposals became law
through the 2019 labour law amendments (Husseini, 2019277). Article 72 now states that the employer shall
be obliged to provide day care for children of all workers (male or female) in the company, where there are
15 or more children under the age of five, regardless if they are children of female or male workers. The
law further stipulates that if the employees of a company do not have 15 children in total, the employer
should find other alternatives, for example contracting a nearby daycare centre or establishing joint
daycare with other companies.
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This means that daycare options are available for both female and male employees. This is a critical move
since it shifts the full responsibility of childcare from the mother to both parents. In addition, the amended
law makes childcare provisions also applicable to smaller companies.

What are the impacts, implementation challenges and factors for success?

The activities around childcare in Jordan have been driven by a variety of actors, including JNCW and the
National Council for Family Affairs. As a result of SADAQA’s work, the number of workplace daycare
centres has risen from 20 in 2011 to 124 in 2018, according to the Ministry of Social Development. Factors
for success include:

e One dedicated actor taking the lead (the national NGO SADAQA with support from different
international organisations such as the ILO and UN Women). SADAQA kept up the momentum
and continued to mobilise other key actors in the country which eventually led to a change in the
labour law provisions on daycare. It would be beneficial for SADAQA and other labour-related
actors to join forces with education actors in the country who address the childcare challenge from
the perspective of the child (e.g. the Ministry of Education, UNICEF).

e Building the evidence base. SADAQA began by building the evidence base with studies that
showed the challenges and benefits of offering quality childcare, as well as gains to the employer.
It then worked on revising Article 72 of the labour law to make childcare facilities mandatory over
a certain number of employees (both female and male) rather than counting only female
employees, as in the labour codes of other MENA countries.'®

e Pursuing implementation through practical support. In order to ensure the implementation of
the law, SADAQA works directly with companies to explore tailored childcare options. SADAQA
has approached hundreds of companies to raise awareness of Article 72 and helps employers
understand the financial and other benefits that come with offering childcare options on the
premises (e.g. increased productivity and decreased turnover and absenteeism). In addition,
SADAQA supports employers in exploring the various childcare options that they could offer to
their employees that comply with Article 72. SADAQA has recently issued a paper on tax
incentives, which lays out the options for tax incentives for employers who offer daycare facilities
(Jordan Times, 201931)). This is necessary since the Jordanian Government does not yet provide
financial support to companies who wish to set up a daycare facility, or to working parents who
wish to benefit from childcare facilities.

2.4. Social dialogue, collective bargaining and the right to organise

Collective bargaining involves negotiations between employers (and their organisations) and trade unions
in order to arrive at a collective agreement that regulates the terms and conditions of employment. 2°
Collective bargaining and collective bargaining agreements (CBA) can play an important role in improving
gender equality, in particular the gender pay gap. For example, countries with higher collective bargaining
coverage have smaller gender pay gaps than other countries. The gender pay gap is also relatively low in
those companies that are covered by a CBA (Pillinger, 2016(32)).?’

The international legitimacy of the right to organise is based on the International Covenant on Economic,
Social and Cultural Rights. Article 8 of the covenant ensures the right of anyone to establish trade unions
and join the trade union of their choice, subject only to the rules of the organisation concerned.?? The same
right is granted under the ILO’s conventions on the Freedom of Association and Protection of the Right to
Organize, 1948 (Convention 87) and the Right to Organize and Collective Bargaining, 1949 (Convention
98).
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While all four countries covered by this publication have ratified Convention 98, only Egypt and Tunisia
have ratified Convention 87. The 1998 ILO Declaration on Fundamental Principles and Rights at Work
declares that “all member states, even if they have not ratified the Conventions in question have an
obligation from the very fact of membership in the Organisation to respect the freedom of association and
the effective recognition of the right to collective bargaining” (ILO, 199833)).

In order to engage meaningfully in collective bargaining, strong and independent workers’ and employers’
organisations are required. In OECD countries, around 17% of workers are members of a union, though
with large differences between countries (OECD, 201734)). While no comparable country data could be
found for MENA, in Jordan, the level of unionisation in the private sector is estimated at 11% (JNCW,
2019351), while data for Morocco indicate that the total level of unionisation is less than 10% of the active
population (European Commission, 20153¢)). In Tunisia, it is estimated that the level of unionisation stands
at around 30% (European Commission, 2015361)) No recent figures are available on how many employers
in MENA countries are members of employer and business organisations.

In order to have laws and policies in place that address their needs, MENA women workers and employers
must be involved in the development of these legal frameworks. Institutions that typically defend the
interests of the workforce and draft legal frameworks are often called “tripartite structures” because they
include Ministries of Labour, workers’ and employers’ organisations. The ILO finds that “social partner
organisations who include women in leadership positions are more likely to have established gender
equality strategies and approaches” (Pillinger, 201632;). Since women’s presence is limited at the
membership and leadership level of workers’ and employers’ organisations in the four countries, their
interests are not always adequately taken into account in legal frameworks on labour matters.

The case studies show that countries are making efforts to increase women'’s participation and leadership
in tripartite structures and in collective bargaining:

e Gender focus in ministries of labour. The Egyptian Ministry of Manpower (MoM) has established
a Gender and Non-discrimination Unit (Case Study 2.6) and the Jordanian Ministry of Labour has
established a Directorate for Women’s Work to address gender issues and contribute to policies
promoting women'’s inclusion in the labour market. Morocco's Ministry of Labor and Professional
Integration and Tunisia’s Ministry of Professional Training and Employment still lack gender
equality units.

e Women’s participation in unions. The main workers organisation in Tunisia (UGTT) has
introduced a quota of two women in each of their decision-making bodies (Case Study 2.5). Egypt’s
2017 Trade Union Law stipulates that the formation of boards of trade union organisations should
ensure adequate representation of women and youth, whenever possible. The 2019 amendment
to this law makes it possible for employees of small companies to set up a syndicate. Since women
in Egypt mostly work in small companies, it is foreseen that this amendment may increase women'’s
participation in trade unions (Case Study 2.6).

e Gender focus in employer’s organisations and capacity building. Tunisia’s main employers’
organisation (UTICA) has set up a National Chamber of Women Entrepreneurs (CNFCE) as part
of its structure, and the Federation of Egyptian Industries (FEI) has recently established a Women
in Business Unit. Employers’ organisations are also providing training on gender issues. The
recently established CNFCE Academy for women entrepreneurs in Tunisia provides training for
women business owners (Case Study 2.5). The Federation of Egyptian Industries (FEI) has set up
a Human Resources and Gender Academy which works with human resources managers to create
more gender-sensitive work environments (Case Study 2.6).

e Collective bargaining. Case Study 2.7 gives an example from Jordan of where a sectoral CBA
was put into place which has helped lower the gender pay gap and ensure decent work conditions
for private school teachers.
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Case study 2.5. Participation and leadership for women in Tunisia’s worker and
employer organisations

Tunisia’s main workers and employers’ organisations are the Tunisian General Labour Union (UGTT) and
the Tunisian Union of Industry, Trade and Handicrafts (UTICA). Women’s participation in these structures
has traditionally received little attention. Almost 30% of women entrepreneurs surveyed by ILO think that
employers’ organisations do not influence government decision-making processes (ILO, 2017377). The ILO
has been supporting these organisations to increase female membership and women’s participation in
their leadership.

What is the reform and how did it come about?

Quotas for women in UGTT. Although almost 40% of UGTT members are women, they are still
very much underrepresented in UGTT’s decision-making bodies (ILO, 201737). Therefore, in
January 2017, UGTT decided to implement a quota of two women in each of its decision-making
bodies. The union gave itself four years to achieve this quota. In 2017, for the first time in the history
of the UGTT, a woman joined its Executive Board. ILO has supported a country tour of UGTT to
encourage the adherence of new women members. This resulted in an additional 13 000 women
members. They will have to be trained if they are to have the opportunity of taking up leadership
roles in the organisation to meet the quota.

Capacity building for the National Chamber of Women Entrepreneurs (CNFCE). UTICA also
counts almost 40% of women among its membership. Even though UTICA’s President is a woman,
women’s representation in its decision-making bodies stands at only 10%. UTICA includes a
National Chamber of Women Entrepreneurs (CNFCE), which deals exclusively with women
entrepreneurs’ issues. Around 15% of women entrepreneurs surveyed by ILO are members of
CNFCE. The ILO is building CNFCE’s capacity to play a more prominent role within UTICA. This
includes supporting CNFCE to carry out technical studies. For example, a national evaluation of
women’s entrepreneurship development was completed in 2016 (ILO, 2017371). CNFCE is using
this evaluation and its recommendations as its strategic plan to guide future interventions. A draft
review of CNFCE’s statutes has been prepared and for the first time gender-disaggregated
membership data of UTICA have been collected.

An academy for women entrepreneurs. The recently established CNFCE’s Academy for women
entrepreneurs provides training for women business owners on topics such as financial
management, marketing and labour laws. A new ILO project® aims at further helping the academy
to not only target women business owners, but to also become accessible to other private
companies that wish to promote women leadership (see also Section 2.5 on entrepreneurship).

A manifesto for women entrepreneurs. CNFCE, with support from the ILO, has issued a
manifesto in which Tunisian policy makers commit themselves to unleash the potential of women
entrepreneurs in Tunisia. The manifesto proposes drawing up a vision on female entrepreneurship
to be included in the 2019-2024 Government Programme. It also recommends including a female
entrepreneur perspective in parliament’s financial and economic commissions. The manifesto
includes a component on legal reforms whereby CNFCE commits to sensitising women on their
economic rights as well as promoting and supporting all reforms that are necessary to combat
gender-based discrimination. It advocates for “the right application of property rights in line with the
economic and social contribution, especially when both wife and husband work”. In this way, the
manifesto refers indirectly to the work of the Commission of Individual Liberties and Equality
(COLIBE) which proposes equality in inheritance (Case Study 4.1 in Chapter 4). Finally, the
manifesto recommends greater participation of women in decision-making positions in both the
public and private sector (see also Section 2.5 on entrepreneurship).
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What are the impacts, implementation challenges and factors for success?

The UGTT quota for women in leadership was only announced in 2017 and the union has four years to
achieve it. It is thus too soon to assess its impact. However, the UGTT is a large and powerful organisation
in Tunisia, receiving high visibility in 2015 when it was awarded the Nobel Peace Prize as part of the
Tunisian National Dialogue Quartet. The decision to install a quota is a major step forward for female
leadership in the country more broadly.

On the employers’ side, the picture is less optimistic. UTICA has not accepted the idea of a female
leadership quota. However, building the capacity of the CNFCE might pave the way for a greater role for
women within UTICA. UTICA has already agreed to have CNFCE participate in its most important meetings
and this participation might increase over time. Through the CNFCE manifesto, key government officials
have committed to unleash the potential of Tunisia’s women entrepreneurs and gender equality more
broadly.

ILO support has been indispensable in enabling women to play a bigger role in workers and employers’
organisations in the country. The ILO is the only tripartite UN agency and hence has substantial experience
in working with workers and employers’ organisations around the world. The ILO will step up its support to
workers’ and employers’ organisations in Tunisia through a number of new projects.

Case study 2.6. Gender equality initiatives by tripartite partners in Egypt

In order to achieve better outcomes for women’s participation in the labour market, women’s career
progress and women'’s rights at work, Egypt has invested in greater representation and leadership by
women in the structures of its tripartite partners, including the Ministry of Manpower, trade unions and the
Federation of Egyptian Industries. This case study discusses each of these in turn.

What is the reform and how did it come about?

A new gender unit in the Ministry of Manpower

The Ministry of Manpower (MoM) established its Gender and Non-discrimination Unit through a Ministerial
Decree on 1 January 2019. The unit is chaired by the Minister of Manpower and is composed of two public
figures and experts chosen by them; two members of the National Council for Women (NCW); the legal
advisor to the Minister of Manpower; the General Director of the Ministry’s Department for Women and
Children’s Affairs; and representatives of the ministry directorates in governorates.

According to the decree,?* the unit will work in co-operation with the National Council for Women to:

e consider amendments or new laws and ministerial decrees on gender equality

e develop work programmes and activities to empower women economically and socially

e ensure women’s protection within the framework of Agenda 2030 for Sustainable Development
e ensure a gender perspective is integrated into different fields of work

o follow up on the application of women’s employment provisions, review complaints and take the
necessary actions to resolve them

e spread a culture of gender equality and enhance the principle of equal opportunities across the
labour market and society in general, through awareness campaigns, workshops and training
programmes.

This decree allows the unit the right to award an "Excellence" label to companies or entities which make
significant progress in achieving gender equality as per the rules set by the unit.

The ILO is working closely with the unit to ensure its sustainability. The ILO’s Decent Work for Women in
Egypt and Tunisia project organised and facilitated the unit’s first meeting in August 2019. The meeting
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ensured inclusive representation of Egypt's gender equality stakeholders: representatives of MoM’s
various departments, representatives of the NCW and of Parliament. The discussions revolved around the
unit’s structure, mandate, geographic coverage and thematic areas of work and led to a draft structure for
the Unit, and agreement on next steps. A strategic planning workshop to translate discussions from the
August meeting into concrete regulatory documents was held in March 2020.

Increasing women’s representation in trade unions

The Egyptian Constitution guarantees the right to establish associations and to form syndicates. In
addition, Law No. 213 of 2017 (the Trade Union Law) established the freedom of association by explicitly
stating that workers — without discrimination — shall have the right to establish, join or withdraw from trade
unions. Under Article 47 of this law, employers are required to allow trade union members to carry out
trade union activities. Recognising the importance of women's participation in trade unions’ work, Article
36 stipulates that the formation of boards of trade union organisations shall take into account adequate
representation of women and youth, whenever possible.

In 2019, Egypt amended its trade union law, reducing membership requirements for trade unions at the
enterprise level to 50 workers, down from 150 workers in the initial text.?°> This amendment may have a
positive effect on women’s economic empowerment since women in Egypt typically work in small
companies.

Boosting the position of women in industry

The Federation of Egyptian Industries (FEI) is one of Egypt’s largest employers' associations. In 2014, FEI
established the Women in Business Unit (WiB) with support from the ILO. The establishment of this unit
attests to FEI's commitment to promoting gender equality and mainstreaming the gender perspective into
its vision and strategy. The unit aims at:

e enhancing communication and collaboration with stakeholders in the development of women-run
SMEs in the industrial sector

e developing a favourable environment and promoting policies and legislation supporting women in
the industrial sector

e building partnerships and networks that work on developing and strengthening the ecosystem
supporting women's work in Egypt’s industrial sectors

« directing corporate social responsibility efforts towards supporting women in industrial activities.?®

The WiB provides a variety of services such as training, support, advocacy, research and data collection
in order to develop and enforce equality and non-discrimination policies and ensure that the work
environment is free from sexual harassment. WiB raises awareness about gender-sensitive practices
among employees and also trains human resources teams in monitoring the principle of equal
remuneration for work of equal value and ensuring that male and female workers have equal access to
networking and mentoring opportunities. In addition, WiB provides support to mothers to return to the
labour force after parental leave, taking into account the need for a work-life balance for all employees.

The beneficiary groups targeted by WiB include women on boards of directors or managing directors in
FEI's member companies, female employees, women entrepreneurs, and female employees in FEI as well
as in industry.

The WiB has carried out and been part of the following concrete initiatives:
e Conducting several training activities for women entrepreneurs and hosting conferences to
highlight women’s roles in Egyptian industries.

e Setting up the Human Resources & Gender Academy in 2017, in co-operation with the ILO. This
15-day training programme was designed by national and international experts in the areas of
human resources, gender and labour law (ILO, 20193g)). It targets human resources specialists
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working in FEI member companies to inform them about all three areas. This programme has been
implemented for the past two years, with its latest cycle held in 2019 (ILO, 20193s)).

« Contributing to the Women Entrepreneurs’ Network (one of eight organisations)?’ developed by
USAID’s Strengthening Entrepreneurship and Enterprise Development (SEED) Project. This
network aims at increasing the formation, growth and expansion of women-owned businesses in
Egypt.

e Participating in designing and promoting a mentorship programme and setting up a communication
platform for stakeholders from the public and private sectors, civil society and actors with a shared
vision for supporting women entrepreneurs in Egypt.

e Improving services provided by member organisations and women entrepreneurs; reaching out to
women and youth outside major cities; and articulating policy requirements to the Egyptian
Government. In 2019, the WiB Unit issued a position paper on women’s entrepreneurship
development (WED) in Egypt, drafted with ILO support (FEI, 2019q). The paper formulates
proposals for creating an enabling environment for WED, building institutional capacity in WED,
and developing tools and support services for women entrepreneurs.

What are the impacts, implementation challenges and factors for success?

The MoM’s gender unit is a recent initiative so it is too soon to assess its impact. However, following the
work it achieved in 2019, the MoM has decided to activate all regional branches of the unit across all
governorates.?® This indicates the government’s strong commitment to implementing the unit's mandate.
A training programme for the unit's employees will include strengthening capabilities in statistics and
reporting as one of its key areas in order to enable effective monitoring of the unit's work; equality and non-
discrimination according to international agreements and national legislation; increasing the share of
women in trade unions and corporate boards; and how to create job opportunities for women entrepreneurs
and women-owned small and micro enterprises.

Article 36 of the Trade Union Law is a step in the right direction to promote greater representation of women
in trade unions’ decision-making bodies. However, while it encourages trade unions to have more women
on boards, this recommendation is not binding and no sanctions are foreseen for structures that do not
follow it. Moreover, the law does not give any indications as to what trade unions could or should do to
achieve “adequate representation” of women in their decision-making structures. Strengthening women'’s
role in these structures could be achieved by setting up specialised units within trade unions dedicated to
improving gender equality. Applying a system of quotas, whereby a share of seats on elected bodies would
be reserved to women, could also help to enhance female representation.

The Women in Business Unit has the potential to play a key role in implementing Egypt’s commitments to
gender equality and women’s economic empowerment. Sustaining initiatives such as the Human
Resources and Gender Academy by incorporating them in a broader capacity-building programme would
help to mainstream gender considerations across all industries. The recent policy paper published by the
FEI outlines some concrete actions the WiB Unit could take to address the under-representation of women
in policy dialogue in Egypt. These include providing tailored leadership courses for women entrepreneurs,
alongside capacity building for policy makers to understand and advance WED. The paper suggests these
training programmes could be developed using ILO’s Women in Business and Management Methodology;
however, no further information is provided regarding the content and scope of these courses or the
timeline for their implementation.
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Case study 2.7. Collective bargaining to improve conditions for Jordan’s private
school teachers

There are many women working in Jordan’s education sector — both public and private. Society largely
views the teaching profession as most suitable for women since working hours are compatible with family
responsibilities and most colleagues are also women. In this sector, it is common for female teachers to
earn less than the minimum wage, overtime is not paid, and teachers are often obliged to resign over the
summer, which interrupts their social security payments and therefore reduces their access to social
security benefits. In case of pregnancy female teachers are often coerced to resign (ILO/NCPE, 2017 4q).

Teaching in the private sector in Jordan is a highly feminised profession. As mentioned above and in
Chapter 1, pay is typically lower in highly feminised occupations than in other occupations that require
similar levels of education. There is no legal prohibition of gender discrimination in the workplace in the
constitution?® or in the Labour Law.®® However, Article 2 of the amended Labour Law No. 14 of 2019
includes a definition of pay inequity for work of equal value (Box 2.2).

This case study looks at how collective bargaining has helped to lower the gender pay gap and ensure
decent work conditions for Jordan’s private school teachers.

What is the reform and how did it come about?

In 2013, the National Committee for Pay Equity (NCPE) and ILO published a study on the gender pay gap
in Jordan’s private education sector (ILO, 2013p1). It found that men earn on average 41% more than
women in the sector. The 2013 study provided the evidence base from which to launch a variety of
initiatives to address the decent work deficits that private school teachers in Jordan were facing. In 2014,
the “Stand up with Teachers” campaign was set up, led by the Ministry of Labour,®' JNCW, the Jordan’s
Teachers syndicate, the Social Security Corporation and civil society organisations. The NCPE and the
ILO supported the campaign. The campaign started as a grassroots movement and evolved into a
collective bargaining process, which brought the issue to the attention of the General Trade Union for
Private Sector Employees and the Private School Owners Association. In parallel, the Ministry of Labour
carried out additional labour inspections in private-sector schools (UN Jordan, 20152).

In 2017, the Union for Private Sector Employees and the Private School Owners Association signed a
collective bargaining agreement (CBA) regulating working conditions for all private school teachers,
regardless of whether they are affiliates to a trade union. The CBA establishes a unified contract for private
school teachers which significantly improves their working conditions — it increases the minimum wage,
obliges the transfer of all salaries to banks, and obliges schools to have daycare facilities (in line with Art.
72 of the Labour Law; Case Study 2.4), makes social security enrolment mandatory for all private school
teachers, and includes a 45-day mutual probation period during which private school teachers are paid for
their services. The Stand up with Teachers campaign also established a complaints mechanism to report
breaches of the CBA.

In 2018 a Regulation of Registration and Licensing of Private Schools was endorsed which amplifies
certain provisions of the CBA, by stipulating that all private school teachers will receive their wages
electronically instead of in cash, which reduces the risk of underpayment. It will also help keep track of all
payment transactions. If a school fails to provide this documentation, its license may be revoked (ILO,
201843)).

In order to ensure implementation and monitoring of the CBA and the regulation by social partners, the
ILO will help design an action plan and will collect data on the percentage of private schools paying salaries
via bank transfer. This is necessary, since 314 complaints of breaches of the CBA were submitted in 2018
(ILO, 201844)).
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2019 saw labour law amendments (Law No. 14 of 2019) to improve pay equity. Article 2 of this law provides
a definition of wage differentiation as a pay inequity between workers for work of equal value without
discrimination based on gender. Article 17 stipulates that the Minister of Labour is to appoint a “Wages
Body in specific geographic areas”. The Wages Body is responsible for examining, within that area any
discrimination in wages that may exist for work of equal value. Article 17 offers the possibility to fine
employers 500 Jordanian Dinars (JOD) should they fail to meet minimum wage requirements or apply
discriminatory wages for work of equal value.

What are the impacts, implementation challenges and factors for success?

The CBA and follow-up regulation are major steps forward for improving the working conditions of Jordan’s
mainly female private school teachers. With around 73 000 private school teachers in Jordan, these
achievements will affect the lives of many women workers in the country.

The success of this initiative lies in a variety of factors:

e A strong evidence base through research into the issues facing private school teachers, which
formed the basis for social mobilisation through the Stand Up with Teachers campaign.

e Support for the campaign from important actors in the country, including government (Ministry
of Labour and National Commission for Women, Social Security Corporation), civil society,
international organisations and social partners. The media also played an important role in
documenting and publicising the efforts of the campaign. While the campaign started as a
grassroots movement, empowering local women, it gradually scaled up and came to include more
actors.

e Capacity building and support by the ILO, which also provided a platform for the discussions to
take place. The ILO built the capacity of trade unions and employers organisations involved in the
process. This was necessary since social dialogue and collective bargaining at sector level are
rare in Jordan (European Commission, 2015(3g)).

While the CBA, the regulation and the 2019 labour law amendments are all important achievements, there
is still room for improvement. For example, while the law now includes some additional provisions on pay
inequity, it does not explicitly prohibit pay inequity. Stakeholders are trying to address this through CBAs
in other sectors dominated by women workers. For example, a CBA was concluded in 2017 to support
garment sector workers to gain the minimum wage and current efforts are underway to secure pay equity
for health sector workers.

2.5. Entrepreneurship

In all four countries, legislation on setting up and managing a business is gender neutral. Women can
legally sign a contract, register a business and open a bank account in the same way as a man (World
Bank Group, 2020ps)). However, Chapter 1 reveals that in reality women entrepreneurs face additional
challenges in accessing information, markets, financial services, land and other assets. Since women are
underrepresented in law making and policy making, they do not influence over how business legislation
and policies are being shaped.

The case studies here and in other sections indicate that all four countries have introduced reforms to
encourage women entrepreneurs, in particular in the following areas:

e Mandates for women entrepreneurs. Tunisia’s National Chamber of Women Entrepreneurs
(CNFCE) has issued a manifesto in which Tunisian policy makers commit themselves to
unleashing the potential of women entrepreneurs in Tunisia. The manifesto proposes drawing up
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a vision for female entrepreneurship that could be included in the 2019-2024 Government
Programme (Case Study 2.5 in the previous section).

e Access to information and capacity building. The National Council of Women in Egypt and the
Federation of Egyptian Industries have carried out a number of capacity-building activities to
support women entrepreneurs (Box 2.7 and Case Study 2.6 above). Tunisia’s recently established
CNFCE Academy for women entrepreneurs provides training for women business owners on topics
such as financial management, marketing and labour laws (Case Study 2.5).

Box 2.7. Capacity building for women entrepreneurs in Egypt

Egypt’s National Council for Women (NCW) has implemented several workshops under the title Women
Entrepreneurs Programme, which aim to support and mentor women who wish to initiate their own
businesses or promote existing ones. These workshops focus on training women entrepreneurs in
effective strategic planning for the business sector. The NCW has also implemented the El Masreya
Initiative, which assists women entrepreneurs to market their products using an electronic illustrated
catalogue that includes pictures of products, their prices and contact information.

In addition, the Basic Guide Program to Start Private Business is an initiative in co-operation with the
Egyptian Banking Institute to enhance the capabilities of women entrepreneurs who own micro-
enterprises or who have an idea for a project. The programme offers women an opportunity to organise
their ideas and identify the initial steps that must be taken on planning for any project. The programme
has also conducted two courses through the Egyptian Banking Institute. The first was on "How to
become a successful entrepreneur”, which targeted women entrepreneurs linked to the institute. The
second course tackled "Financial Education and Inclusion with The Latest Technologies in Providing
Financial Services in Banks" in the Assiut Governorate.

Source: http://ncw.gov.eg/ar/ (in Arabic)

e Business information, formalisation and registration. The four countries are undertaking
extensive efforts to formalise SMEs. In order to encourage more women entrepreneurs to formalise
their businesses, Morocco has issued a law introducing the auto-entrepreneur status. Jordan has
reviewed its legal and institutional frameworks to encourage the formalisation of home-based
businesses, which are predominantly managed by women (Box 2.8). Laws regulating microfinance
in all the countries encourage entities applying for this type of finance to formalise (Case Study 2.9
on Egypt and Box 2.9 on the other countries).

e Access to financial services. Jordan, Morocco and Tunisia have issued financial inclusion
strategies (Case Study 2.8). Egypt and Jordan have also issued specific microfinance strategies.
All these strategies give special attention to gender (Box 2.9). Jordan’s Bank El Etihad offers an
array of services focusing on female clients, for example special savings accounts, collateral-free
loans and start-up loans for women entrepreneurs (Case Study 2.8).

e Microfinance. All countries have laws regulating the microfinance sector (Case Study 2.9 on Egypt
and Box 2.9 on the other three countries). Women are not targeted specifically in these
microfinance laws but since the proportion of women is relatively high in the microfinance sector,
creating an overall favourable legislative environment for the sector should have an important
gender impact. Banks are creating special programmes for women.

¢ Equality of investment opportunities. Egypt has included a gender provision in its investment
law, prohibiting discrimination in investment and encouraging small investors, who are typically
women. It has also opened a special window at the Investors Services Centre where women
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investors can obtain all necessary information and complete all necessary paperwork at a one-
stop-shop (Case Study 2.10).

e Access to land. Assets are fundamental for entrepreneurs, especially for women in rural areas
where a majority of economic activities rely on land. They are needed to physically start a business,
can be sold to invest in businesses, and can serve as collateral for loans to help finance the
business. Results from the OECD’s Social Institution and Gender Index (SIGl) indicate that women
in Northern Africa face one of the highest levels of discrimination in accessing productive and
financial resources in the world: 45%, compared to a global average of 27% (OECD, 20193)
(Chapter 1). Chapter 3 deals with this issue, as it is linked to inheritance laws in the region.

Box 2.8. Regional round-up: efforts to formalise women’s businesses

Jordan

According to a USAID study, around 5 000 businesses in Jordan operate from home (USAID, 2017 4¢)).
Half of them are owned by women and most of these businesses are active in the informal sector. One
in five unregistered businesses in Jordan are home-based businesses (HBBs). The vast majority of
these HBB do not package their products, and sell them through word of mouth. The study estimated
that if these businesses were licensed and operated in the formal sector, this could generate an
additional USD 100 million that would flow back into the Jordanian economy.

In order to encourage the formalisation of HBBs, Jordan reformed its legal and institutional frameworks
throughout 2016 and 2017 with the support of USAID under its Local Enterprise Support Project. The
reforms aim to facilitate and encourage the licensing of HBBs based in any residential area of the
country. While the 2010 Social Security Law broadened its scope to also include self-employed
individuals and employers (Art. 4), in 2017 the Board of the Social Security Corporation decided to
exempt home-based business from compulsory social security contribution/coverage. This provides an
additional incentive for the formalisation of HBBs that would otherwise have to pay relatively high social
security contributions. Once registered and licensed, HBBs are allowed to supply their produce to new
markets (e.g. supermarkets) which can lead to a significant expansion of their client base.

With USAID support, a registration manual was issued outlining the registration processes and
requirements for different types of businesses. Factsheets for the registration and licensing of HBBs
were also developed. In different parts of the country, awareness-raising campaigns were conducted
and women with HBBs were supported to further develop and register their businesses.

Morocco

The majority of women in Morocco who work in the private sector are informal. A survey of 200 women
entrepreneurs in Morocco indicates that 24% operated their business from home (ILO, 2018p7;). In
order to encourage more business owners to formalise their businesses, Morocco issued a law to
introduce the auto-entrepreneur status in 2015.%2 This regime offers a simple registration system, fiscal
advantages and social security coverage. The official Moroccan website on auto-entrepreneur status
indicates that half of auto-entrepreneurs operate home-based businesses and that 36% of auto-
entrepreneurs are women.*® The Moroccan National Agency for the Promotion of SMEs (Maroc PME)
has issued a guide on auto-entrepreneur status and offers support services to those who wish to adopt
the status.

Egypt

Over 80% of micro and small enterprises (MSEs) in Egypt operate in the informal economy. Most
women entrepreneurs owning MSEs are also concentrated in the informal sector. A recent ILO report
indicates that 73% of the 200 women entrepreneurs surveyed had not registered their enterprise (ILO,
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2017us1). The majority of these women have home-based micro enterprises, especially those in the
agriculture sector. The survey further indicated that women micro enterprise owners usually hire
informal workers, while women owners of small enterprises mostly engage workers in an official way.

Egypt is aiming to increase the formalisation of informal enterprises through a range of initiatives,
including a draft SME law. ILO research indicates that there is no specific gender dimension included
in the draft law (ILO, 2017 g)).

Tunisia

According to an ILO survey, the majority of women entrepreneurs in Tunisia work in the agriculture or
artisanal sector — sectors with high rates of informality (ILO, 201737;). Almost half of the women
entrepreneurs active in the informal sector operate their business from home. The most common
reasons that these women give for not formalising their enterprises are the obligation to pay taxes and
contribute to the social security system. The survey also indicated that these women did not understand
the benefits of registering their businesses.

In 2017, Tunisia launched a draft law on the auto-entrepreneur status. The draft was developed in
collaboration with Maroc PME, various Tunisian associations as well the French federation of auto-
entrepreneurs. The draft is still under consideration.

Case study 2.8. Initiatives to enhance women’s financial inclusion in Jordan

Women's access to financial services is an important part of their economic empowerment. When women
are able to open a savings or bank account, this can increase their financial autonomy. In the MENA region,
access to financial services in general is quite low — for example, the share of male bank account ownership
outstrips female’s by almost 20 percentage points (Chapter 1). Access to financial services is also a key
challenge for women entrepreneurs or aspiring women entrepreneurs and for enhancing their firms’
performance.

This case study looks at Jordan’s practical efforts to enhance women'’s financial inclusion and tackle these
constraints.

What do the initiatives involve and how did they come about?

In 2011, the Members of the global Alliance for Financial Inclusion®* issued the Maya Declaration on
Financial Inclusion.® In a follow-up to this global declaration, the Central Bank of Jordan (CBJ) issued its
own Maya Declaration in September 2016 (Alliance for Financial Inclusion, 201849]). One of the main goals
of CBJ’s declaration is to reduce the gender gap in bank account ownership. In November 2016, a high-
level policy forum on Advancing Women’s Financial Inclusion in the Arab World was held under the
patronage of Queen Rania Al Abdullah. In 2017, Jordan launched its National Financial Inclusion Strategy
2018-2020%¢ with support from the German Development Agency (GIZ). Jordan is the first MENA country
to launch a financial inclusion strategy. Its focus is on reducing the gender gap in finance, which will help
unleash the economic potential of women entrepreneurs and women-led enterprises.

In addition to these efforts at the national level, a number of banks in Jordan are also implementing
programmes to enhance women’s financial inclusion and their economic empowerment. For example,
Bank El Etihad has achieved impressive results through its gender approaches.

In 2014, Bank EIl Etihad joined the Global Banking Alliance for Women (GBA)* and started a gender-
sensitive approach within the bank under the leadership of the bank’s female CEO. The bank has special
programmes for its female clients. Its Shorouqg Programme offers an array of services focusing on female
clients, such as special savings accounts, collateral-free loans and start-up loans for women
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entrepreneurs. Female clients also have the opportunity to benefit from mentoring and networking services.
The bank also offers the option for women on maternity leave to pause loan repayments. The bank’s
“Comeback programme” supports women who took a career break to focus on their families to get back
into the labour force through training, coaching, networking and practical work experience opportunities.
In 2017, the bank received over 1 000 CVs from women who wished to join the programme. Nineteen
women embarked on the programme and half of them found employment in the Jordanian job market
immediately afterwards. In addition, the bank issues the Business Women of the Year Award. Other
members of GBA, such as Egyptian Banque Misr, have also put in place banking products and services to
support women’s economic empowerment and financial inclusion (IFC, 2018s0)).

Bank El Etihad’s internal policies are also gender-sensitive and the bank offers a family friendly work
environment. For example, places at daycare centres are offered to children of all employees (female and
male). Transportation is offered to all employees and the bank aims at recruiting workers in branches
located close to their homes. The bank also has a sexual harassment policy and a policy on equal pay for
work of equal value. Employees can benefit from flex-time arrangements. Around 45% of the bank’s
employees are women and women occupy 21% of management positions.

What are the impacts, implementation challenges and factors for success?

The government’s actions at policy level, such as the National Financial Inclusion Strategy 2018-2020, are
certainly a step in the right direction. GIZ has played an important role in collecting the evidence for make
the case to address financial inclusion in the country. The organisation has also financially and technically
supported the National Financial Inclusion Strategy, which became a reality thanks to the support of the
Jordanian Royal Family. It would be beneficial to have a mid-term review of the implementation of the
strategy to see how efforts are advancing. The Central Bank of Jordan’s Maya Declaration also shows the
strong commitment of the institution to women'’s financial inclusion.

In parallel to the development of policies and strategies, private-sector actions have enhanced women’s
access to finance. Bank El Etihad’s gender-sensitive approach shows that reaching out to female clients
is not only important from a corporate social responsibility perspective, but also improves the business of
the bank. Since the start of its gender sensitive approaches in 2014, the bank has doubled its number of
female clients.

Case study 2.9. Regulating the microfinance sector to support women
entrepreneurs in Egypt

Microfinance is a key tool to support women'’s financial inclusion. It offers distinct advantages to women
since they face a number of hurdles to taking out loans at regular financial institutions. Worldwide, 83% of
microfinance clients are women. This figure stands at 60% in the MENA region (Convergences/Zero
Exclusion Carbon Poverty, 201851)).

Egypt envisages that a more regulated and organised microfinance industry will lead to greater protection
of consumers, promote formalisation of the microfinance and SME sectors,® encourage investment, and
hence combat poverty through empowering poor entrepreneurs. A main target is increased lending to
vulnerable and low-income citizens (Egypt Today, 2018s2). This case study gives an overview of Egypt’s
efforts to improve the microfinance sector in order to give more opportunities to women.

What is the reform and how did it come about?

In 2005, Egypt issued its National Strategy for Microfinance which called for “developing a microfinance
industry in which sustainable financial services for lower market segments are integrated into the overall
development of a broad, inclusive and diverse financial sector” (Waly, 2008;s3)). The revision of legislation
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was one key recommendation of the strategy, aiming to expand the microfinancing sector by opening it to
commercial non-bank microfinance institutions in order to attract more borrowers.3°

In 2010 a draft microfinance law was developed (Handoussa, 2010541), and was finally issued as
Microfinance Law No. 141/2014%° in November 2014. It is the first microfinance law in Egypt. The law
organises microcredit provided by non-bank entities including companies and NGOs. Prior to Law No.
141/2014, the microfinance market had solely been served by banks and NGOs, which were funding small
enterprises and individuals with the aid of bank credit. The microfinance law also established the Egyptian
Microfinance Federation (EMF), in order to develop microfinance activity across Egypt.

The law places non-bank entities providing microcredit under the supervision of the Egyptian Financial
Supervisory Authority (EFSA), renamed the Financial Regulatory Authority (FRA) in 2017.

The law was followed up by several implementation policies and initiatives:

e A Microfinance Forum*' held in Cairo in 2017, which discussed the growing profitability of the
microfinance sector and its challenges in becoming an integral part of Egypt's economic
development.

e A new government microfinance initiative (the Tamweely announcement) which focuses on the
formalisation of businesses and targets women and youth in selected parts of Egypt.

e An instruction from the Central Bank of Egypt for banks to allocate 20% of their credit to micro,
small, and medium enterprises by 2020 (Tawil, 2018ss)).

e Ascheme developed by the Central Bank, in collaboration with FRA and the Egyptian Microfinance
Federation, to direct EGP 30 billion (around EUR 1.6 billion) to 10 million beneficiaries by 2021.
For this initiative, eight banks are offering subsidised funding to microfinance companies and
microfinance institutions accredited by FRA (Oxford Business Group, 2017sg)).

e Atraining programme supported by the Central Bank targeted at microfinance NGOs was launched
in June 2018 (Tawil, 2018ss)).

e A micro insurance framework and guidelines to protect consumers of microfinance (EFG Hermes,
201757)).

All these developments have also led to further international recognition an