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1. [bookmark: _Toc90825376][bookmark: _Toc90825560][bookmark: _Toc90825743][bookmark: _Toc90825796][bookmark: _Toc90825907][bookmark: _Toc97453922]Background and context  

Empowering women in the economy and closing the gender gaps at work are central to the 2030 Agenda for Sustainable Development committing to leaving no one behind. This is particularly reflected in Sustainable Development Goal (SDG) Goal 5, to achieve gender equality, and Goal 8, to promote full and productive employment and decent work for all; and reflects accordingly in other SDGs. 

Moreover, The Convention on the Elimination of all Forms of Discriminations Against Women (CEDAW), the Beijing Declaration and Platform for Action (1995), relevant outcomes of the Commission on the Status of Women (CSW), such as the resolution on women’s economic empowerment (resolution 54/4, in 2010) and the ILO Conventions such as the Equal Renumeration Convention, No. 100, 1951; the Discrimination (Employment and Occupation) Convention, No. 111, 1958; and the Violence and Harassment Convention No. 190, 2019, provides the necessary normative framework for strengthening women’s right to work without discrimination.

In addition to that, ensuring equal access to decent work is one of the cornerstones of ILO and UN Women’s work. This is evidenced by UN Women’s Strategic Plans (SP)- SP 2018-2021, under Impact Area 2: “Women, especially the poorest and most excluded, are economically empowered and benefit from development,”; UN Women’s current SP (2022-2025) under impact Area 2: “Women have income security, decent work and economic autonomy”, as well as ILO’s Centenary Initiative on Women at Work which aims to better understand, and to address, why progress on delivering on decent work for women has been so slow and what needs to be done towards securing a better future for women at work.


2. [bookmark: _Toc90825377][bookmark: _Toc90825561][bookmark: _Toc90825744][bookmark: _Toc90825797][bookmark: _Toc90825908][bookmark: _Toc97453923]Regional Overview 

There have been great improvements in terms of women’s educational attainment and health across the region. Women have steadily caught up in terms of education over the past 30 years, at a favourable rate in comparison to regions at similar stages of development. In many countries, the gender gap has been closed, with almost equal primary enrolment, reduced illiteracy for both men and women, and female participation in tertiary education exceeding 50 percent. This has been accompanied by declining fertility rates, as well as declining maternal and child mortality rates[footnoteRef:2]. However, this does not always translate into women’s participation in all aspects of a country’s political, social and economic life.
 [2:  Karshenas, Massoud and others (2016), Introduction and Overview, in Nadereh Chamlou and Massoud Karshenas  (eds.), Women, work and welfare in the Middle East and North Africa AND 
World Bank (2009) MENA Development. Report 2009: From privilege to competition: Unlocking private-led growth in the Middle East and North Africa.] 

The world economic and political transitions, security challenges, declining oil prices, protracted regional conflicts and the COVID-19 pandemic continue to weigh on the economic prospects of the Middle East and North Africa (MENA) region. Economic growth in the Arab States has been slower than the world average and, despite having achieved near equal rates of primary school enrolment and a dramatic drop in illiteracy rates for both women and men, the region has struggled to translate this into participation in all aspects of political, social, and economic life, particularly for women[footnoteRef:3]. The World Economic Forum (WEF) Global Gender Gap Report of 2021 ranks Middle East (and North Africa), as the region with the widest gender gap (60.9%)[footnoteRef:4]. Progress on Economic Participation and Opportunity in the Middle East has remained largely unchanged from 2020 i.e., second-to-last, ahead of only South Asia[footnoteRef:5]. [3:  https://www.weforum.org/reports/global-gender-gap-report-2021/in-full/gggr2-benchmarking-gender-gaps-findings-from-the-global-gender-gap-index-2021]  [4:  ibid]  [5:  ibid] 

The region continues to have the world’s lowest female labour force participation rates, estimated at 18 percent in 2020 compared to 77.7 percent for men (ILOSTAT, 2020), and Arab women perform on average 4.7 times more unpaid care work than men, the highest ratio in the world (UN Women, 2020). As a result of the COVID-19 socioeconomic crisis, Arab women stand to lose over 700,000 jobs particularly in the informal sector where they constitute 61.8 percent of workers. There are many barriers facing women in access to decent employment. Women tend to work in low-paying jobs and are prevalent in the informal sector, with 33 percent of working women employed in informal employment (versus 23 percent of men)[footnoteRef:6]. It remains rare for women to be employed in upper management or executive positions. Skills mismatch is another major impediment[footnoteRef:7]. This includes the lack of well-trained skilled and semi-skilled Technical and Vocational Education and Training (TVET) workers who can meet the needs of the emerging sectors[footnoteRef:8]. Another critical skills mismatch is the number of overeducated (not necessarily over skilled) graduates, including female of the academic higher education stream who have selected and studied programmes that are not in demand in the labour market due to lack of awareness about market needs, leading to unemployment or underemployment[footnoteRef:9]. [6:  According to the ILO, “vulnerable employment” comprises own-account workers and contributing family workers, two employment groups characterized by higher poverty rates and limited social protections.]  [7:  Ahmed El Ashmawi, The Skills Mismatch in the Arab World: A Critical View, British Council-Egypt, Cairo Symposium 2015.]  [8:  ibid]  [9:  ibid] 

Women and men are also treated differently under the law in many Arab countries, in areas such as working hours, taxation, parental benefits, and retirement. While some of these laws may improve women’s incentives and opportunities, others may inhibit them. Workplace discrimination based on gender is only partially addressed in most countries in the region, despite widespread ratification of ILO Conventions 111 and 100 on discrimination in employment and equal remuneration for work of equal value. Translation of these safeguards into national legislation and enforcement of the resulting laws is thus required to facilitate women’s full participation in the labour market. Efforts to ensure equal pay are undermined by inequalities in non-wage benefits (often allocated to the husband), as unfair remuneration monitoring mechanisms, and failure to carry out gender neutral job evaluations[footnoteRef:10]. There are also many damaging stereotypes, such as the assumption that women’s income is secondary, and relating to attributed care responsibilities limiting women’s training opportunities, access to information, or eligibility for promotion. [10:  Enhancing Women’s Voice, Agency and Participation, EBRD 2015] 

Systemic progress in several interconnected areas is needed to increase the economic participation of women. This includes improvements required in the legal and regulatory frameworks, enhanced access to skills development, recognition, reduction and redistribution of unpaid care work (reduce the high actual as well as opportunity cost of child and elderly care, and household chores), improved access to decent working conditions, ensuring social security coverage (maternity and pension), enhancing access to resources (land, property, finances), gender-responsive COVID-19 response policies and programmes, to mention a few. 
3. [bookmark: _Toc90825378][bookmark: _Toc90825562][bookmark: _Toc90825745][bookmark: _Toc90825798][bookmark: _Toc90825909][bookmark: _Toc97453924]Country background: Egypt, Jordan and Palestine and context of female employment

Consecutive economic crises in these countries have worsened the impact of political and security crises and led to civil unrest, economic stagnation, fewer employment opportunities and a reliance on informal work. Young women, female heads of households, mothers, and women refugees are among the vulnerable cohorts of society that are disproportionately affected by such crises. Combined with women’s over-reliance on the informal sector, this results in women facing significant barriers to entry into the labour market[footnoteRef:11]. [11:  UN Women, ILO (2018), ‘’Promoting Productive Employment and Decent Work for Women in Egypt, Jordan and Palestine’’ Programme Document.] 


3.1 Egypt
Positive developments enhancing women’s rights and economic empowerment have taken place in Egypt in the last three years. A National Strategy for the Empowerment of Egyptian Women 2030 (Gender Strategy) has been recently developed, particularly aiming to address the gender pay gap under Pillar 2. Although Egyptian labour law guarantees equal pay for work of equal value, women still tend to work in poorly paid employment, and are less likely to be promoted over the course of their working life. The Strategy aims to “enforce the laws that protect working women and guarantee their rights with regard to working hours, maternity leave and equal wages, particularly in the private sector”[footnoteRef:12]. The Egyptian National Council for Women (ENCW) which now functions at a Ministerial level with its own funding, is consolidating its national leadership to strengthen women’s rights national portfolio, mainly in terms of the enhancement of its role and scope as an independent and integrated body[footnoteRef:13]. [12:  National Strategy for the Empowerment of Egyptian Women 2030, pp. 42]  [13:  ibid] 


The Egyptian economy has had serious difficulties over the last 10 years in the context of two significant political upheavals since 2011, falling oil prices, rising costs of food imports, stagnant Suez Canal income and a dramatically devalued currency. Egyptian women continue to disproportionately experience major constraints in accessing employment opportunities.

Egypt ranks 129th out of 156 countries in the 2021 Global Gender Gap Index[footnoteRef:14], (it ranked 134th out of 144 countries in the World Economic Forum’s 2017 Global Gender Gap report[footnoteRef:15]). Egypt also ranks 146th in the Economic Participation and Opportunity subindex as of 2021[footnoteRef:16]. Female labour force participation is 15.6 percent and unemployment is 21.3 percent as of 2019[footnoteRef:17]. Despite a trend of improvement, total female labour force participation rate is just 24.9 percent, compared to 80.4 percent for men[footnoteRef:18]. [14:  https://ilostat.ilo.org]  [15:  UN Women, ILO (2018), ‘’Promoting Productive Employment and Decent Work for Women in Egypt, Jordan and Palestine’’ Programme Document.]  [16:  https://ilostat.ilo.org]  [17:  Ibid]  [18:  UN Women, ILO (2018), ‘’Promoting Productive Employment and Decent Work for Women in Egypt, Jordan and Palestine’’ Programme Document.] 


The highest share of female employment is found in the services (69.1%), education (23.7%), and agriculture (21.1%) sectors[footnoteRef:19]. The lowest share is in industry (9.3%), illustrating notable occupational gender segregation[footnoteRef:20]. The percentage of women managers stands at 4.7 percent and a large proportion of female employment is in the informal sector (53.2% in 2019)[footnoteRef:21]. [19:  https://ilostat.ilo.org]  [20:  ibid]  [21:  ibid] 


Youth unemployment rate is very high in Egypt, with many graduates, including female graduates, having to wait up to four years to find work. Lack of job creation for new entrants means that 35.2 percent of female youths remain outside of employment or education, compared with 18.9 percent of young men. In adulthood, the contrast is even more stark, with 24.2 percent of adult women failing to find employment, compared with 9.4 percent of men. This is in part because women in Egypt are more likely to seek public sector jobs which offer more security and better-quality employment than the private sector[footnoteRef:22]. [22:  UN Women, ILO (2018), ‘’Promoting Productive Employment and Decent Work for Women in Egypt, Jordan and Palestine’’ Programme Document.] 


While most new labour market entrants in Egypt are affected by skill mismatches, structural issues around formal and informal work create structural impediments to decent work opportunities for women, including access to childcare, maternity leave and family-friendly working environments. The more readily available forms of employment also involve skill and educational mismatches. The most common third level degrees for women in Egypt are arts and humanities (24.9%), and education (19.7%), whereas for male graduates they are social sciences, journalism and information (27.1%), or business, administration and law (17.4%)[footnoteRef:23]. This highlights the importance of matching skills with formal employment opportunities to promote the inclusion of more vulnerable labour market participants, such as women and youth. Skills development still emphasises the higher education system, whereas the labour market needs would be better served by more widespread vocational and technical training[footnoteRef:24]. A recent study by Nexford University, which focusses on skill development and the creation of a global learning community through technology, found that 78 percent of employers in Egypt have difficulties hiring skilled white-collar employees[footnoteRef:25], while 40 percent reported a lack of creative thinking, 37percent a lack of time management and 28 percent a lack of problem-solving. Critical thinking, teamwork/ collaboration and business analytics were also in short supply[footnoteRef:26], with the latter reported to be “hard” or “very hard” to find, according to more than half of employers surveyed. Other scarce skills included digital transformation (45%) and digital marketing (37%)[footnoteRef:27]Digital literacy remains a challenge, despite its importance to competitiveness in the contemporary digitized market. [23:  Ibid]  [24:  Egyptian National Competitiveness Council (ENCC) (2017), LABOR SKILLS, PRODUCTIVITY, AND HUMAN RESOURCES MANAGEMENT STUDY; SUMMARY OF FINDINGS; EGYPT, OCTOBER 2017.]  [25:  https://enterprise.press/stories/2021/12/06/upskilling-white-collar-labor-in-egypt-to-get-ahead-60042/]  [26:  ibid]  [27:  ibid] 


Oversupply of labour is often absorbed by the informal sector to some extent. While this sector was already significant in Egypt, it has now increased to almost 70 percent of the size of the formal sector due to global and domestic factors[footnoteRef:28]. Women in Egypt are highly represented in the public sector and informal labour markets. This dependency on informal work does not facilitate access to social protection such as social insurance or maternity leave, as well as being characterised by greater job insecurity, unregulated conditions and lower wages[footnoteRef:29]. [28:  African Development Bank, 2016. ‘African Economic Outlook 2016’]  [29:  African Development Bank, 2016. ‘African Economic Outlook 2016’] 


The outbreak of COVID-19 affected women in social, economic, and psychological terms, leading to the loss of jobs and income, decrease in women’s participation in higher level of education as well as creating additional pressures on households. The pre-existing labour market challenges for women in Egypt have thus been exacerbated during the pandemic[footnoteRef:30].  The National Council for Women (NCW) has created a women policy tracker to monitor policies and measures introduced by the Egyptian government to promote the rights of women during the pandemic, of which five editions have been released to date[footnoteRef:31]. Egypt is implementing a "Closing the Gender Gap Accelerator" programme to advance women’s economic empowerment through private and public sector collaboration. This initiative is the first of its kind in the MENA region and shows the government’s prioritisation of investment in human capital as a key to Egypt’s sustainable development[footnoteRef:32]. [30:  https://www.egypttoday.com/Article/1/90501/Dads-in-quarantine-An-opportunity-for-change]  [31:  http://ncw.gov.eg/Pdf/476/Fifth-Edition-Women-policy-Tracker-on-Responsive-Policies-and-Programs]  [32:  UN Women, ILO (2021), ‘’Promoting Productive Employment and Decent Work for Women in Egypt, Jordan and Palestine’’ Joint Programme Annual Report, Reporting Period: January-December 2020.] 


3.2 Jordan
Jordan has witnessed positive developments in recent years to enhance women’s rights and economic empowerment. The most recent one being the Constitutional amendment which states that "Jordanian men and women shall be equal before the law. There shall be no discrimination between them as regards to their rights and duties on grounds of race, language or religion"[footnoteRef:33]. The amendment is in line with the government's official goal to achieve gender equality by 2030. The National Women’s Strategy of Jordan (2012 – 2017) is presently under review, in anticipation that it will be closely aligned with (among other things) the Sustainable Development Agenda 2030, and in particular SDG 5. On another level in terms of policy “Jordan 2025 – A National Vision and Strategy (Jordan 2025)” has been developed. It aims to achieve balanced growth through a more diversified and competitive economic system while explicitly setting out “to strengthen the role of women in the political, economic and social spheres”. Achievements also included the organization of the Mashreq Conference on Women’s Economic Empowerment held in January 2019, resulting in the Mashreq Facility Plan[footnoteRef:34] as an important reflection of national priorities.  [33:  https://www.jordantimes.com/opinion/lena-aloul/today-history-was-made, January 2022]  [34:  https://www.worldbank.org/en/programs/mashreq-gender-facility] 


There is a strong national focus in Jordan on advancing gender-responsive labour laws. In this regard, in April 2019 Jordanian Parliament ratified amendments to the Labour Law (originally devised in 2010) to facilitate women’s employment and to support workers with care responsibilities. Moreover, Article 53 of the newly amended labour law criminalizes non-adherence to strict guidelines on equal pay for work of equal value between women and men, with fines of up to 1,000 Jordanian Dinars (JOD).

With ILO support, the Jordanian National Committee for Pay Equality (JNCPE), established in 2011, has been focused on reducing the gender pay gap, and was instrumental in ensuring the above-referenced amendment to the labour law on equal pay. The JNCPE is co-chaired by the Ministry of Labour and the Jordanian National Commission for Women (JNCW), and includes representation from employers’ organizations, workers’ organizations and other members of civil society.  It is also worth mentioning that the Gender Unit in the Ministry of Labour, in partnership with the Ministry of Education and the Employment and TVET Council, has developed a three-year gender action plan, focused on improving the number of women undertaking vocational courses of all types.

Despite the above indicated positive developments, challenges remain. Jordan has been dealing with political and socio-economic challenges for a decade, since the economic downturn of 2010. Since then, the Jordanian economy has not fully recovered which in turn demonstrates the fragility of the economy. Most recent World Bank data reveals that Jordanian GDP has retracted by (1.6%) in 2020, as compared to 2019[footnoteRef:35]. The economy grew by 1.8 percent in the first half of 2021 despite restrictions imposed due to the pandemic[footnoteRef:36]. The Syrian conflict has had a serious economic impact in the region. Jordan has been disproportionately hit by the associated refugee crisis and now hosts the largest refugee community in the world[footnoteRef:37]. According to the UNHCR, 753,282 refugees were registered in February 2021, out of which 664,414 were Syrian, with the others mostly Iraqi and Yemeni[footnoteRef:38]. The Jordanian government has flagged that these official registrations do not capture the full extent of the issue. It is likely that the actual total is around 1.3 million people[footnoteRef:39]. [35:  World Bank (2021) GDP Growth (Annual %) - Jordan]  [36:  ibid]  [37:  UNHCR (2021) Jordan. Population Trends.]  [38:  ibid]  [39:  https://www.acaps.org/country/jordan/crisis/syrian-refugees] 


In every economic crisis, women are at greater risk of job loss or wage cuts. This is true in case of Jordan as well. Jordan ranks 131st out of 156 countries in the 2021 Global Gender Gap Index (In 2017, Jordan ranked 135th out of 144 countries overall in the World Economic Forum’s 2017 Global Gender Gap report)[footnoteRef:40]. It also ranks 133rd on Economic Participation and Opportunity subindex as of 2021. Women’s participation in the labour force stands at 15.6 percent, representing a 77 percent gap between males and females[footnoteRef:41]. [40:  World Economic Forum (2021) Global Gender Gap Report 2021]  [41:  ibid] 


The unemployment rate in 2020 was 23 percent for males, 28.6 percent for women, and 42.2 percent for young aged 20-24 years[footnoteRef:42]. The labor market has also been marked by chronically low levels of labor force participation of 39.1 percent on average, with women accounting for 14.6 percent, as well as a substantially fragmented labor market split along gender and migrant status lines. The Covid-19 pandemic's socioeconomic impact has aggravated these aspects of the Jordanian labor market[footnoteRef:43].   [42:  ILO (2020) Promoting Decent Work in Jordan]  [43:  ibid] 


In Jordan, most of the population resides in urban settings, Amman (the capital) being the area with the highest population density[footnoteRef:44]. Jordan ranks the 4th highest rate of urbanization in the MENA region. From 2010-2020, Jordan’s rate of urbanization amounts to 91.42 percent[footnoteRef:45]. Jordan having such a high rate of urbanization contributes to the reduction to women’s access to jobs due to the social associated dislocation of families from childcare via the extended family. [44:  World Population Review (2021) Jordan Population Density Map]  [45:  O’Neill, A. (2021) MENA Countries: Urbanization 2020. Statistica.] 


The National Financial Inclusion Strategy was successful in increasing financial inclusion in Jordan to 50 percent and lowering the gender gap to 29 percent by the end of 2020. Furthermore, according to the World Bank's 2020 Doing Business Report, Jordan placed fourth in the acquiring credit index of 134. Only 33 percent of adults, 27 percent of women are included in financial account ownership- higher than the percentages currently present in the MENA region but low in comparison to global standards[footnoteRef:46]. [46:  Central Bank of Jordan (2021) Financial Inclusion Report 2018-2020] 


In late 2020, Jordan’s new parliament had a reduced number of women delegates (a reduction from 20 to 15), with no woman elected outside of the quota system. This setback in gender inclusion is likely to have a considerable effect in terms of regulatory reform in a period where two gender-related labour articles are open for reform (violence and harassment in the world of work and closed occupations and working hours for women). The parliament has a considerable role in achieving such labour-related legal reforms and introducing and enacting gender-responsive budgeting tools[footnoteRef:47]. Only 9 percent of women participate in the cabinet, 12 percent engage in national legislature and 32 percent participate in local legislature, ranking Jordan 129/193 globally in the Women’s Power Index. According to the OECD assessment, Jordan has achieved significant progress in increasing women's participation in decision-making bodies during the last 15 years, but the rate of change is modest owing to "discriminatory societal norms and the adoption of temporary special measures for women outside quota"[footnoteRef:48]. [47:  UN Women, ILO (2021), ‘’Promoting Productive Employment and Decent Work for Women in Egypt, Jordan and Palestine’’ Joint Programme Annual Report, Reporting Period: January-December 2020.]  [48:  https://www.oecd.org/mena/governance/womens-political-participation-in-jordan.pdf] 


The challenge of Syrian refugees in Jordan is also relevant in terms of women in the workplace. Despite efforts by government, different donors, the UN and non-governmental organisations, the impact on women in refugee and host communities remains acute. For Syrian refugee women in Jordan, female participation in the labour force rate stands at 7 percent compared to 51 percent for men, which is much lower than the national female rate of participation of 15.3 percent, compared to 67.8 percent for men. Some 39 percent of Syrian refugee households are headed by women, who are often widows, divorcees or relatives facing additional challenges in accessing assistance and decent work[footnoteRef:49]. [49:  Ibid] 


In the COVID 19 era, Jordan’s economy faces multiple challenges and there is little available funding for social protection, despite increased demand for such support and services. Unemployment rates during the pandemic jumped from 19.1 percent in 2019 to 23.9 percent in 2020[footnoteRef:50]. Women’s unemployment increased to 33.6 percent in 2020 (a jump of 6.1 percentage points), while men’s unemployment rate increased to 21.2 percent, (a jump of 4.1 percentage points) in the same period[footnoteRef:51]. The disproportionally high increase in women’s unemployment is of particular concern when it is noted that women’s employment was only 10.3 percent in 2019[footnoteRef:52]. Time-use estimations for Jordan show a very considerable unpaid care work gap between men and women, reaching a ratio of 17:1[footnoteRef:53]. They show the demands of unpaid work on women’s time will dramatically increase during the pandemic due to school closures (increased childcare demands), suspension of market services (increased demand for household production of goods and services), and higher risk of illness for the elderly (increased caring demands). [50:  Department of Statistics Directorate of Household Surveys (2020) Unemployment Average Quarter 3]  [51:  ibid]  [52:  ibid]  [53:  https://jordan.unwomen.org/en/digital-library/publications/covid-19-and-wee-policy-recommendations] 


3.3 Palestine
There were also developments in recent years in Palestine, with the Palestinian government’s National Policy Agenda (2017-2022) making clear that creating a positive enabling environment for working women is a national priority. The document stipulates that all government departments and agencies must ensure that all policies across all areas are gender responsive.[footnoteRef:54] Moreover, the National Action Plan to implement UN Security Resolution 1325 was adopted in 2016, illustrating the government’s commitment to including women in peacebuilding and nation-building, and to include them in social, political and economic reform and growth.  On another level, the entire Palestinian Labour Code is being reviewed and the government is open to reforming labour laws to make them more gender responsive.  [54:  State of Palestine (2016). National Policy Agenda. Retrieved from https://eeas.europa.eu/sites/eeas/files/npa_english_final_approved_20_2_2017_printed.pdf] 


Women’s labour force participation in Palestine remains extremely low in terms of global and regional standards despite high levels of educational attainment. According to the Results of the Labour Force Survey, 2021 by Palestine Palestinian Central Bureau of Statistics, the unemployment rate among labour force participants in Palestine reached 26 percent in 2021, and the total labour underutilization reached 34 percent[footnoteRef:55]. There is a large gap in the labour force participation rate between males and females. About 7 out of 10 of males participated in the labor force, compared with about 2 out of 10 of females, and the rate of female participation in the labor force was 17% compared to 69 percent for males. There is also a large disparity in the labour force participation rate between the West Bank and Gaza Strip, as this rate reached 39 percent in Gaza Strip compared to 46 percent in the West Bank[footnoteRef:56]. [55:  Palestinian Central Bureau of Statistics (PCBS), Labour Force Survey, 2021]  [56:  ibid] 


In 2015, only 6.6 percent of female school leavers aged between 15 and 29 had successfully transitioned to the labour market, compared to 44.8 percent of males. 58.5 percent of female school leavers were neither in education not categorised as having a desire to work, compared to 25 percent of young men. Cultural factors likely had a significant influence on these figures[footnoteRef:57]. 42.6 percent of public sector positions were held by men, though they had lower labour force participation rates, and this sector represented 26.6 percent of the female labour force[footnoteRef:58]. It is relevant that fiscal reforms and austerity measures are currently leading to reduced government spending, particularly affecting Gaza, and reducing the public sector’s capacity to engage new entrants to the world of work. [57:  PBCS, (2016) ‘Women and Men in Palestine: Cases and Statistics’ (original in Arabic)]  [58:  ibid] 


The structure of female employment represents strong horizontal market segmentation. Women are primarily employed in agricultural (13.1 percent) and the service sector (62.9 percent)[footnoteRef:59]. [59: Ibid] 


The Palestinian Government’s Labour Sector Strategy 2017-2022 highlights the need to foster an enabling environment for integrating women into the labour market and reduce female unemployment. Success in this goal would improve household incomes, bolster the national social security system, promote entrepreneurialism and ensure that the economy is resistant to projected future age-dependency ratios. 

In the COVID 19 era, an economy that was already in challenging circumstances, has suffered from further difficulties, exacerbated by the pre-existing lack of freedom of movement and goods. A newly published United Nations report details the impact of the pandemic on the Palestinian economy in 2020, as well the negative effects on their institutions and the well-being of the populace. For example, during the first COVID-19 lockdown, approximately 150,000 Palestinians lost their jobs, 42 percent of households faced reductions in income of 50 percent, and just 31 percent of households were able to cover family expenses. 40 percent of the latter were households headed by women[footnoteRef:60].   [60:  PCBS, 2020] 


Based on data provided by the Palestinian General Federation of Trade Unions (PGFTU), almost 3,900 complaints were received from women workers in the first quarter of 2020, with 70 percent of such complaints about wage reductions and 30 percent about forcible dismissal, forced resignation and unpaid leave[footnoteRef:61]. [61:  PCBS, 2020] 


In June 2020, a rapid gender assessment in Palestine was conducted by UN Women. This found that school closures led an increased childcare burden on women and girls[footnoteRef:62]. A survey by Arab World for Research and Development (AWRAD) found that 58 percent of women reported that their household duties increased, compared to 40 percent of men and 41 percent of women stated that childcare duties increased, compared to 32 percent of men[footnoteRef:63]. This makes it more difficult for women to find employment or other means to generate income. This period was also marked by increased economic violence against women (such as unpaid or partially paid salaries), especially in private sector employment and the informal economy. A 2020 survey conducted by the Ministry of Women’s Affairs (MoWA) showed that 45 percent of women faced economic violence. Ministry of Social Development (MoSD) data for the period January-April 2020 showed that violence against women at the household level increased during the pandemic (including economic violence)[footnoteRef:64].  [62:  Findings of a Rapid Gender Analysis of COVID-19 in Palestine April 2020, UN Women ]  [63:  ibid]  [64:  ibid
] 


4. [bookmark: _Toc90825746][bookmark: _Toc90825799][bookmark: _Toc90825910][bookmark: _Toc97453925]Summary of the Programme 

It is against this background that UN Women and ILO developed and started implementing a four-year (2019 -2022), multi-country Joint Programme (JP) to promote decent employment opportunities for women in Egypt, Jordan, and Palestine by addressing the structural causes of inequalities that women face in the region.  The JP aims to address the underlying, structural causes of inequalities that hinder women from entering and progressing in the workplace on an equal footing to men. The three countries were selected based on the ongoing work of both agencies in the region, government commitments towards gender equality, and civil society engagement. While the programme aims to tackle common issues across countries, it does so by taking into consideration country context specificities.

The JP  contributes to SDG 5, particularly target 5.4 to ‘recognize and value unpaid care and domestic work through the provision of public services, infrastructure and social protection policies and the promotion of shared responsibility within the household and the family as nationally appropriate’, and SDG 8, specifically target 8.5 to ‘full and productive employment and decent work for all women and men, including for young people and persons with disabilities, and equal pay for work of equal value’ and target 8.8 to ‘protect labour rights and promote safe and secure working environments for all workers, including migrant workers, in particular women migrants, and those in precarious employment’.

UN Women and ILO as partners bring distinct comparative advantages to the programme: both agencies have a strong history of promoting gender equality and women’s economic empowerment in the region, and both have offices in all three countries. UN Women brings its global leadership for gender equality and women’s empowerment; its role as UN coordinator on gender equality and women’s empowerment; and its strategic relationships with government institutions and civil society organizations, in particular the women’s rights movement and the private sector through the Women’s Empowerment Principles (WEPs)[footnoteRef:65]. ILO has an explicit mandate to promote decent work for all women and men through international labour standards, promote social justice including gender equality in the world of work and has unique tripartite structure, bringing governments and employers’ and workers’ organizations together. [65:  https://www.weps.org/about] 


The programme contributes to the implementation of the following conventions and national plans:
· Convention on the Elimination of all Forms of Discrimination Against Women (CEDAW), 
· Beijing Declaration and Platform for Action;
· ILO Equal Remuneration Convention, 1951, (No. 100);
· ILO Discrimination (Employment and Occupation) Convention, 1958, (No. 111), 
· ILO Workers with Family Responsibilities Convention, 1981 (No .156),
· ILO Maternity Protection Convention, 2000 (No. 183),
· ILO Violence and Harassment Convention, 2019 (No. 190); and
· National development plans (Sustainable Development Strategy: Egypt Vison 2030 and the National Strategy for the Empowerment of Egyptian Women 2030 of NCW; Jordan 2025 – A National Vision and Strategy, National Women’s Strategy 2020-2025 and the Palestinian National Policy Agenda 2017-2022)

Programme Goal

The multi-country programme seeks to address barriers through a comprehensive approach that works both at the macro, meso and micro levels, aiming to enhance productive employment and decent work for women in the region by promoting equitable laws and policies, engaging public, private and community actors, and reducing the uneven burden of unpaid care work. 

While the programme builds on global strategies and lessons learned, it is nationally adapted by programme partners, building on the national partner's needs, national development strategies, and in close collaboration with other developmental projects and partners reflecting a joint ownership. 

The key lessons underpinning the JP include:
a. Improving legal frameworks and fostering a gender-responsive policy environment is essential to accelerating women’s economic empowerment. Advocacy for equitable legislation and policies that are family-friendly and gender responsive, both at the government and corporate levels, has proven to be successful strategies for enabling equal participation of women in the workforce;
b. Promoting adequate employment conditions for women is a win-win situation for employers and employees alike, bringing benefits to businesses, women, men, and communities; and 
c. Engagement at the community, government, and corporate levels is key to promoting a better understanding of the importance of women’s economic empowerment at home and at work. This entails the engagement of gatekeepers – traditional and religious leaders, as well as men and boys – in the dialogue on pre-existing gender stereotypes regarding women’s roles and careers.

5. Joint Programme financial resources

JP started as a 48-month long programme, from Jan 2019 - Dec 2022.  In November 2021, the programme received an extension until December 2023, making it a 60-month long programme. 

The total budget of the JP is 13.1 million USD, of which 10.5 million USD was funded by the Swedish International Development Cooperation Agency (SIDA). In Nov 2021, additional 20 million SEK (2,281,282.08 USD) was mobilized from SIDA bringing the total secured budget to a total of 13 million USD- see table below. With this instalment, the financial gap of the project for the phase1 covering 2019 – 2023 is closed. 



Table 1: JP resources and SIDA instalments (2019-2023) 
	Implementation year
	Sida
	SEK
	USD
	Status


	2019
	1st instalment 
	25,000,000.00 
	              2,757,555.70 
	Received

	2020
	2nd instalment 
	15,000,000.00 
	1,542,575.07
	Received

	2021
	3rd instalment 
	15,000,000.00 
	1,732,701.86
	Received

	2021-2022
	4th instalment (Additional funds) 
	25,000,000.00 
	2,934,616.74
	Received

	2022
	5th instalment  
	15,000,000.00 
	1,710,961.56
	Received

	2022 - 2023
	NEW- (Additional funds) 
	20,000,000.00 
	2,281,282.08
	Received

	Total
	
	115,000,000.00 
	     12,959,693.01 
	



The budget distribution between UN Women and ILO is done based on the outputs that each agency is leading on under the three JP outcomes. Accordingly, 60% for the budget is for UN Women and 40% for ILO.


6. [bookmark: _Toc90825911]Programme management and implementation arrangements 
The JP is governed by the UNDG Guidance on Joint Programming and proceeds according to the pass-through modality. UN Women acts as both the Administrative Agent (AA) and the Convening Agent (CA). The organization structure is outlined here below:

Figure 1: JP Programme management and implementation arrangement 
[image: ]


Overall guidance and coordination of the programme rests with the Joint Programme Strategic Coordination Committee (JPSCC), which meets once a year and is responsible for strategic guidance and coordination with regional impact. The JPSCC also receives and discusses annual reports and receives and reviews programme evaluations. In addition to the regional-level JPSCC, there are National Joint Programme Steering Committees (NJPSC) which meets twice a year and are responsible for programming issues at the national level. 

The program is managed by the Joint Programme Manager (JPM) based in Cairo’s UN Women Regional Office responsible for the technical and financial oversight of the programmes and for coordinating activities across the three countries. 

In each of three countries (Egypt, Jordan and Palestine), a Coordination Focal Point is responsible for the overall coordination and guidance of the programme at the national level. Given UN Women’s role as both the AA and CA, the Coordination Focal Points are national officers of UN Women. The country Coordination Focal Points, and the ILO programme coordinators at national level report in technical aspects to the JPM. There are technical specialists from the regional offices of both UN Women and ILO that provide quality assurance and technical advice. 

The JPM is responsible for knowledge sharing across the region so that countries can learn from each other’s experiences. The JPM seeks advice and guidance from technical specialists within the Arab States Regional offices of ILO and UN Women and ensures that the JP is fully integrated into the work of both agencies in the three countries. A unified working system has been developed including guidelines and manuals, regular training and information sessions, and a monthly coordination meeting to get team updates, exchange knowledge and resolve any issues. The JP team is supported by a Programme Monitoring and Reporting Officer for planning and reporting activities and an administrative and financial support (50%) based in the UN Women ROAS in Cairo. In addition, the JP teams receives Operational and Management support from the office of both the agencies.

7. [bookmark: _Toc90825913][bookmark: _Toc97453926]Theory of change or intervention logic and the logical framework

The programme Theory of Change is: 
If (1) Gender-responsive labour laws and related policies are in place and are effective; 
if (2) A gender-responsive private sector that attracts, retains and promotes women in decent work; and 
if (3) Gender stereotypes of unpaid care and women’s work are addressed; 
then (4) decent work and income generating opportunities for women will be promoted; 
because (5) the barriers to women’s entry to and retention in decent work will be addressed including unpaid care.

Based on the proposed goal and theory of change, the programme has three outcomes and twelve associated outputs as described in the table 2 below: 



Table 2: JP Outcomes and associated outputs 
	Outcome 1 

Gender responsive labour laws and related policies in place and are effective 

Indicators 
% change in laws and policies in favour of women decent employment; 

% change in resource allocations for gender responsive policies

	Outcome 2 

A gender responsive private sector that attracts, retains and promotes women is supported 

Indicators

% increase of women on boards and in managerial positions; 

% change in gender parity in staffing (disaggregated by level) 

% increase in women returning to work after first and second child

	Outcome 3 

Gender stereotypes about women and men’s responsibilities concerning unpaid care and household work are challenged 

Indicator% change in men (and women) perception on importance of women’s work and of equal sharing of domestic work and unpaid care


	Associated Outputs 

	
1.1 Labour law reforms and related policies are promoted to reflect gender equality and decent work concerns (ILO technically led)

	
2.1 Corporate leadership in favour of promoting women employees is increased (UN Women technically led)

	
3.1. Engagement at community, government and corporate level to promote the value of women’s work and equal and collective sharing of unpaid care and household work (UN Women technically led)




	
1.2. Capacity of civil society to engage in dialogue with governments on mainstreaming gender equality into labour laws and related policies and demand accountability is strengthened (UN Women technically led)

	
2.2. Review and reform of corporate policies in favour of gender equality (equal access, equal pay, flexible working hours, duration of maternity, paternity and parental leave and coverage, provision of childcare solutions…) (ILO technically led)

	
3.2 Engagement at community, government and corporate level to encourage women to enter all different occupations, provided that jobs are decent and eliminate horizontal and vertical occupational segregation (UN Women technically led)

	1.3. Relevant national authorities have strengthened capacities to translate legislative and policy frameworks into practice through gender sensitive financial planning (UN Women technically led)
	2.3. Employers’ and workers’ organisations capacity in promoting gender equality and women’s right at work in the private sector is strengthened (ILO technically led) 

	

	
	2.4. Corporate investment in training and professional development of women employees and gender equality is promoted (UN Women technically led) 

	

	
	2.5. Private sector and government invest in child-care facilities and work/life balance provisions in the workplace (ILO technically led) 

	

	
	2.6. Private sector adopts code of conducts on violence at work in line with forthcoming international labour standards (ILO technically led) 

	

	
	2.7. Women’s representation and voice are included in social dialogue processes at sectoral and enterprise levels (ILO technically led)

	

	Key Assumptions

	Political will and commitment to international labour standards and to gender budgeting are in place as well as supportive social norms to gender equality in the workplace
	Corporations and social partners are committed to implementation of the Women’s Empowerment Principles and international labour rights; 

Social norms that favour gender equality & work-life balance in the workplace and take into consideration unpaid care work; 

practicing social dialogue can facilitate women’s voice and fulfilment of their rights, including fair wages.
	Greater dialogue at community, government and corporate levels can address negative social norms and attitudes; 

changes in attitudes will result in changes in behaviour

	Risks & Barriers

	
1. Enforcement of non-discriminatory laws is challenging; 
2. Raising adequate resources to finance labour and family friendly policies takes time; 
3. Lack of a pool of qualified women; 
4. Persistence of patriarchal values in laws, policies and attitudes
	
1. ‘Unwritten rules and practices’ make it challenging for women to succeed at top management; 

2. Child care and domestic work limit the time that women have available to be able to move up the corporate ladder
	
Gender stereotypes may be entrenched in some societies and very hard to change.



8. [bookmark: _Toc97453927]Key programmatic interventions
The JP carries out the following key interventions in association with its primary stakeholders: [footnoteRef:66] [66:  All targeted countries do not implement all the interventions. Country specific interventions details to be included in the evaluation report. ] 


Table 3: Key programmatic interventions:
	Governments
	Private Sector, Employers’ and workers’ organizations
	Civil society organisations (CSOs)

	a. Reinforcing of labour market institutions and policies, guided by adherence to key gender equality conventions, in particular CEDAW and ILO Conventions 100 and 111 on equal remuneration for work of equal value and discrimination in employment.
b. Supporting social protection policies and frameworks that expand access to services, social protection, education and healthcare.
c. Engaging with the tripartite constituents to identify bottlenecks and suggest amendments to labour, social security and other related laws,
d. Enhancing gender responsive budgeting, financial planning and monitoring of results from a gender perspective
e. Engaging in closer and more constructive dialogue with the private sector and CSOs

	a. Utilizing the WEPs Gender Gap Analysis tool and the Participatory Gender Audit tool to conduct assessment of corporate policies and practices from a gender perspective. Investing in promotion of women’s leadership in the world of business and adopting gender-responsive practices in the private sector. 
b. Identifying opportunities for employment of women where representation is low.
c. Advancing the capacities of employers’ and workers’ organisations in promoting gender equality and women’s rights at work in the private sector;
d. Encouraging corporate training in developing the capacities & skills of women, particularly in non-traditional sectors and occupations
e. Encouraging the private sector to invest in child-care facilities
f. Promoting the inclusion of women in social dialogue
g. Activities related to C190 implentation for private sector and employer’s organisations.

	a. Enhancing the capacity of selected CSOs that work explicitly on women’s rights and economic empowerment through provision of training to be stronger advocates for policy change, engaging in public dialogue and mobilizing the community to seek accountability for implementation of laws, policies and programmes;
b. Encouraging and facilitating the involvement of CSOs in and revision of laws and policies foreseen under the JP
c. Encouraging and facilitating the engagement of CSOs in dialogue with the government and private sector to advance gender equality through platforms such as the Union of Mediterranean etc. 
d. Developing knowledge products and generation of evidence in support of the socio-economic benefit of gender equality and decent work for women for families, communities and countries.


[bookmark: _Toc90824112]

9. [bookmark: _Toc97453928]Project target groups and key stakeholders

The Programme intends to primarily reach out to and support the economic empowerment of women. It provides multi-dimensional interventions and facing the biggest barriers to enter the labour market. It works towards creating an enabling environment by enhancing legal frameworks and service provision from the government entities; working with private sector to promote gender equality and women’s empowerment; and challenging discriminatory norms and barriers through increased dialogue and awareness raising on the benefit of women’s equal participation and contribution to all spheres of life. 
In line with the 2030 Agenda, the programme in all three components targets the most disadvantaged women and men to contribute to the efforts of ‘leaving no one behind’.  This is done by identifying and targeting the women who are most disadvantaged in the JP interventions through a series of activities such as capacity development, technical support, partnerships, building coalitions and platforms for dialogue and advocacy. Some of the most marginalised individuals and groups targeted by the JP are  women working in low paid jobs such as women recruited by childcare facilities (KGs and nurseries) and schools (addressed under maternity insurance, Cash Based Assistance, and digital payments), university graduates with skills that do not meet labour market needs (sports programme in Jordan), mothers with young children that end up leaving work to take care of their families (childcare and maternity insurance). Additionally, women workers in the secretarial and administrative occupations as well as women in the non-traditional male-dominated sector such as in the construction and building sector are also targeted. In Egypt, Within the framework of the joint programme, UN Women targets TVET female technicians who mostly fall within the socio-economic vulnerable groups within the age bracket of (16-22) years old. The programme interventions support them through soft and technical trainings, internships with the private sector and a decent job placement service. In addition, the programme supports women living in slum areas with vocational and business management training to help them run and/or improve their own businesses, access markets, and provide for their living. And finally, the vulnerable groups also included women who were affected by the Covid 19 pandemic associated economic losses such as layoffs and loss of livelihoods.
Promoting productive employment and decent work for women requires multi-dimensional interventions and the involvement of a significant number of actors.  A stakeholder analysis was conducted as part of the inception phase, to understand and include a cross-section of organizations – public, private and non-governmental (see Annex 2). The evaluation team identified the key UN Women and ILO staff, government officials, donors and UN agencies’ representatives, the private sector, and civil society organizations, academia, Employers’ and workers’ organizations, and the targeted group of beneficiaries (or recipients of programme assistance) who have collaborated on JP initiatives at the regional level as well as at the country level.

The stakeholder analysis allowed for designing the Evaluation Matrix (annex 1) and will be the basis for the triangulation of data and to obtain feedback that is both retrospective as well as forward-looking. 

The evaluation will tackle various stakeholders relevant to the programme, and take each of their strengths, weaknesses, capacities, comparative advantages and perspectives into account; it will assess the extent to which each of these stakeholders has positively affected, within a Theory of Change, the long-term objectives of the programme consisting of improving employment and decent work for women in Egypt, Jordan and Palestine.
10. [bookmark: _Toc97453929]Evaluation purpose, Objectives and Scope 

This is a planned mid-term evaluation as per the Joint Programme agreement. The purpose of this MTE is two-fold: a) accountability, to assess the overall performance of the programme and achievement against the planned results; b) learning, by studying the nature and processes of interventions to determine which strategies and elements are working well and in which context for replicating or scaling-up the successful interventions and innovations. Learning will also be focused on identifying what is not working so well and why in order to guide the JP’s mid-course correction and future programming to ensure that the programmatic results are met. At the same time, it will contribute towards building a body of evidence in the area of women’s economic empowerment and decent work for the national stakeholders, other UN organisations and sector players. Therefore, the evaluation is primarily formative in nature but will include summative elements within the scope.

Specifically, the objectives of this evaluation are to:
i) Analyze the relevance of the programme objectives, intervention logic, strategy and approach at the national and regional level as well as UN Women and ILO’s collaborative comparative advantage/added value in this area;
ii) Assess the programme effectiveness in achieving the planned programme outputs and outcomes; including unexpected results and factors affecting programme implementation and results (positively and negatively);
iii) Assess the joint programme management efficiency, partnerships, governance and coordination mechanisms including the regional-level Joint Programme Strategic Coordination Committee (JPSCC) and the National Joint Programme Steering Committees (NJPSC) in progressing towards the achievement of the programme results;
iv) Review the strategies and mechanisms for outcomes’ sustainability in the target countries as well as at the regional level;
v) Assess the extent to which the programme is informed of gender, human rights, and disability inclusion approaches and is contributing towards gender transformative changes to advance and sustain GEWE;
vi) Identify and document lessons learned, good practices and innovations, success stories and challenges within the programme, to inform future work; and
vii) Provide strategic recommendations for the different key stakeholders for future programming.

This is a Joint evaluation and the evaluation management and governance structure reflect the joint partnership between UN Women and ILO and a participatory approach vis-à-vis national stakeholders in each of the three countries of the JP implementation. The evaluation will follow the UNEG Joint evaluation guidelines[footnoteRef:67]. [67:  http://www.uneval.org/document/download/2111] 

Scope and limitations

The evaluation shall cover the programme period from January 2019 to December 2021 and cover all aspects of the programme’s implementation. It will include three countries where activities are being implemented: Egypt, Palestine and Jordan. It will also include the regional initiatives taking place at the Arab States Regional level. The evaluation will be conducted between November 2021 and June 2022. Impact assessment will not be included in the scope as this is mid-term evaluation, however, any evident and emerging causal pathways to impact will be documented.  

Limitations and mitigation strategies: Due to pandemic related challenges, the evaluation will be conducted remotely using remote data collection tools and techniques unless the situation changes drastically. Therefore, the evaluation will not always be able to collect in-person data, particularly from the most marginalised and vulnerable groups and individuals and will not be able to validate data through direct observation. 

11. [bookmark: _Toc97453930]Use and users of the evaluation
This is a mid-term evaluation, and the findings will be used for accountability, validating the relevance of the JP (especially considering the circumstances brought by Covid 19 and other challenges.) and learning purposes to inform future programmatic decisions, including any course corrections and organisational learning.

Targeted users of the evaluation: users of the evaluation are UN Women and ILO Senior Management at regional and country level, the JPSCC and NJPSC, JP programme staff, current and potential donors and key partners and stakeholders (government partners, CSOs, Trade Unions, Private sector players, UN organisations and other regional actors).
Evaluation results could also be used in different state party reporting exercises, including      the State party report to the Convention of Elimination of Discrimination against Women (CEDAW).
12. [bookmark: _Toc97453931][bookmark: _Toc90824113][bookmark: _Toc90825379][bookmark: _Toc90825563][bookmark: _Toc90825747][bookmark: _Toc90825800][bookmark: _Toc90825914]Evaluation criteria and questions 
[bookmark: _Toc97453932]
Evaluation criteria:
The evaluation will use the OECD/DAC evaluation criteria, including relevance, effectiveness, efficiency and sustainability and will answer evaluation questions related to these criteria.  The evaluation will follow and apply UNEG gender equality - related Norms and Standards for evaluation, and UNEG Guidance on Integrating Human Rights and Gender Equality in Evaluation during all phases of the evaluation. Therefore, gender and human rights dimensions will be considered as standalone criterion as well as under each evaluation criteria. 

Furthermore, the evaluation is to be conducted in line with the UNEG Code of Conduct for Evaluations in the UN System,  UN Women evaluation guidelines on “How To Manage Gender-Responsive Evaluation” handbook and Pocket tool for managing gender responsive evaluation during Covid 19.  The evaluation will be required to adhere to the UN Women GERAAS evaluation report quality checklist.  In addition to this, SIDA’s evaluation guidelines and standards will be taken into consideration[footnoteRef:68]. [68:  Sida’s evaluation handbook_April 2020] 


Evaluation questions 
A set of five key evaluation questions have been drawn up with the purpose of drawing conclusions about the success of the joint programme in terms of its triple strategy approach: 1-Putting in place effective and Gender responsive labour laws and related policies; 2- Supporting a Gender responsive private sector that attracts, retains and promotes women; 3-Challenging Gender stereotypes about women and men’s responsibilities concerning unpaid care and household work. Table 4 below provides the list of key EQs. 
The Evaluation Team (ET) has developed a detailed Evaluation Matrix (see Annex 1) which includes sub-questions for each of the five main evaluation questions. It also includes the sources and data collection techniques that will be used. Table 4 below provides the list of streamlined EQs. 

Table 4: Key Evaluation Questions 
	Evaluation criteria
	Key question

	Relevance 
	EQ 1. To what extent are the JP interventions aligned with regional and country contexts, and addressing the priorities of stakeholders?

	Effectiveness
	EQ 2. To what extent has the JP contributed towards bringing forth gender responsive legal and policy changes, building a gender responsive private sector and changing gender stereotypes about women and men’s care roles and responsibilities

	Efficiency
	EQ 3. Has the JP been efficient in achieving the planned results in a cost-effective and timely way while optimally using its joint partnership to achieve the planned results?

	Gender and Human Rights
	EQ 4. To what extent is the JP gender transformative in nature and is adhering to the principle of leaving no one behind.?

	Sustainability
	EQ 5. To what extent are national partners willing and capable to continue with the JP orientations and interventions in favour of women’s decent employment





13. Evaluability Assessment of certain aspects of the JP Programme 
At the time of drafting the inception report, the Evaluation team had access to reports covering the period of 2019 and 2020 as the 2021 annual report covering Jan-Dec 2021 is due by June 2022. The JP team has indicated that the updated information will be made available to the evaluators as soon as it is complete and cleared by management. 

14. [bookmark: _Toc97453933]Evaluation Approach, design and Methodology

The MTE will be a theory-based[footnoteRef:69], utilization-focused[footnoteRef:70]evaluation that will apply the principles of gender and human-rights based to evaluation, ensuring that the principles of stakeholder participation particularly the most vulnerable individuals and groups of stakeholders are involved across the evaluation cycle. The MTE will apply a mixed-method approach and use triangulation to validate the data through cross verification from multi data sources and test the consistency of findings obtained through different instruments. [69:  Theory-based approaches to evaluation use an explicit theory of change to draw conclusions about whether and how an intervention contributed to observed results. For more information, refer to Government of Canada: Theory-based Approaches to Evaluation: Concepts and Practices, 2012 ]  [70:  Utilization-focused evaluation has a strong focus on participation of intended users of the evaluation throughout the evaluation process to promote the use by intended users. For more information, refer to Good practices in gender-responsive evaluations - UN Women, 2020] 


The MTE will be underpinned by a set of gender responsive evaluation (GRE) approaches, analytical frameworks and methods as described below: 

i. Contribution Analysis: 
It will use contribution analysis in combination with other relevant gender, and social norms change analytical frameworks to assess the extent to which the JP regional programme interventions, taken as a whole, have contributed (or not as the case may be) to the achievement of the expected results and outcomes. The enlisted six steps will be followed to conduct the contribution analysis:
Steps 1 and 2: Setting out problems to be addressed and elaborate the ToC. Clarify the EQs for the JP 
Step 3: Gather existing programme data and evidence from previous evaluations and relevant research. This will be the main focus of the desk reviews.  
Step 4: Use existing evidence to ‘assemble the contribution story’ – evidence on the results, assumptions and influence of other factors.  
Step 5: Determine what additional evidence is needed to strengthen the contribution story, and gather new evidence through key informant interviews, focus group discussions and surveys.  
Step 6: Use new evidence to revise the contribution story and reassess its strengths and weaknesses, along with the relevance of other factors.

ii. Socio Ecological Framework[footnoteRef:71]:  [71:  Social and Behaviour Change and Gender: Models and Frameworks] 

Overall, the Socio-Ecological Framework will underpin the JP mid-term evaluation. The framework recognizes that behavior change can be achieved through activities that target four levels: Individual, interpersonal (family/peer), community, and social/structural- see figure below. The framework is effective in designing and assessing programmes like the JP that combines a set of interventions at various levels to bring transformative changes with regard to gender, productive and reproductive roles and responsibilities: at the individual level of boys and girls to challenge the gender stereotypical roles and norms associated with care and reproductive roles of women, at the community level, at the systems level such as education and labor institutions.












Figure 2: Socio Ecological Framework

[image: ]

Source: Social and Behaviour Change and Gender: Models and Frameworks


iii. Gender and Work Framework 
The theory-based evaluation approach will be combined with the Gender and Work framework as shown in the figure below to not only assess the contributions of JP towards women’s Decent work but also to better understand the context and dynamics of the given intervention, its successes and challenges. 

Figure 3: Gender and Work Framework
[image: ]


iv. Kirkpatrick 4-step training evaluation framework: JP uses a variety of training to strengthen the capacity of the stakeholders on various issues related to Gender, decent work, economic empowerment and transforming gender productive and reproductive roles. The implicit Theory of change of training initiatives is that the capacity is enhanced after the training, which leads to a change in attitude and behavior and to the social and institutional changes that occur due to the increased knowledge, attitudes and skills of the participants. In this regard, Training for Gender Equality (TfGE) analytical Framework developed by UN Women Training Centre[footnoteRef:72] using a combination of Kirk Patrick 4-step model[footnoteRef:73], theory of change, and principles of Results based management (RBM) will be used to evaluate the training for gender equality initiatives of the JP. Please refer to Annex 3 for the Evaluation Tool/framework for Training for Gender Equality.  [72:  Training for Gender Equality (TfGE) analytical Framework]  [73:  https://www.kirkpatrickpartners.com/the-kirkpatrick-model/] 

Following stakeholders who benefited from the capacity building activities of the programme will be consulted to assess the relevance and effectiveness of the training interventions: 
i) Trained government representatives on Gender Responsive Budgeting.
ii) National staff who completed training on developing gender sensitive plans.
iii) Corporate staff trained on promoting gender equality.
iv) Corporates engaged in promoting gender equality.
v) Trained corporate staff from employers’ organizations on promoting Gender Equality
vi) Trained corporate staff from workers’ organizations on promoting gender equality.

v. Policy Makers rating and Bellwether's method: To assess the utility and outcomes of the policy and legal advocacy initiatives of JP the MTE will apply the Bellwether’s policy evaluation method[footnoteRef:74] to assess the extent to which JP’s policy and legal advocacy messages on women’s economic empowerment and decent work issue have “broken through” and is on the state policy agenda. The evaluation team has identified “bellwethers” or influential people in three countries whose opinion and positions will provide a validation of the contribution of JP towards the policy and legal reform issues. Either roundtable discussions or interview will be conducted to discuss the policy issue of interest. In the context of implementing the Bellwether methodology, the opinion leaders’ feedback would be informative about the relevance of the programme interventions and approaches as well as what re-orientations, adjustments and improvements could be adopted in the second term of programme implementation. [74:  Coffman J, Reed E (n.d.), Unique Methods in Advocacy Evaluation. Harvard Family Research Project, Innovation Network. Retrieved from http://www.innonet.org/resources/files/Unique_Methods_Brief.pdf

] 

Table 5: List of identified Bellwethers
	Institution 
	Area of concentration 

	Jordan
	 

	Religious leaders 
	Opinion of religious leader regarding the concerned policy and legal reforms

	Feminist Economist 
	Economic impact assessment of investing in childcare: The case of Jordan

	World Bank, Consultant, Gender and Economic Inclusion Group
	Working on different issues related WEE and MGF

	IFC, Consultant, Gender and Economic Inclusion Group
	Working on supporting a gender responsive private sector that attracts, retains and promotes women 

	GIZ, Jordanian-German cooperation
	GIZ is working with key public institutions to ensure that labour market policy measures achieve its desired effects and lead to sustainable investments and lasting employment opportunities.

	General Federation of Jordanian Trade Unions, Head of International Cooperation
	Represent the syndicate and union domain in relation to the project.

	Parliamentarian (Head of Women Committee)
	Policy makers and key influencial people 

	Parliamentarian ( Head of Labor and Investment Committee)
	Policy makers and key influencial people 

	Egypt 
	 

	Ministry of Planning & Economic Development (MPED)  
	Deputy of Minister of MPED  

	 
	Head of Labor Market Policies Unit 

	Care Egypt 
	Women Economic Empowerment Programme Director 

	Plan International 
	Director for Women Economic Empowerment 

	UNICEF Egypt 
	Private Sector & Partnerships Consultant 

	
	ECD Manager 

	World Bank
	 

	Food processing sector 
	One of the private sector companies' representatives 

	Palestine 
	 

	World Bank 
	 

	Deutsche Gesellschaft für Internationale Zusammenarbeit  
(GIZ ) 
	International Organizations  

	Rosa Luxemburg Stiftung Regional Office Palestine and Jordan 
	INGO

	Care International 
	INGO

	Lutheran World Federation 
	INGO

	Young Women Christian Association (YWCA) 
	INGO

	Birzeit University 
	Academia & media 

	Institute of Women studies 
	 

	Media Development Center 
	 

	Ministry of Social Affairs
	Government  

	Supreme Court of Appeal 
	 Religious establishment 

	Regional 
	

	Union for the Mediterranean (UfM)
	Project Manager, Social and Civil Affairs Division

	UNDP
	Gender Specialist, Regional Bureau for Arab States

	WB MGF
	Senior Social Scientist

	UNICEF
	Corporate Alliances Specialist 

	UNICEF
	Regional Advisor, Gender 



In addition to the Bellwether’s method, the MTE will apply an adapted version of the Policy Makers rating[footnoteRef:75] to seek the opinion of the policy Makers who are involved with the Joint Programme as members of the Steering Committee. See Annex 4 for the Policy makers rating scale.   [75:  ibid] 


The evidence generated will be triangulated with other sources of data and the following analytical framework will be used for evaluating and analysing the policy contribution made by the JP:
Table 6: Framework for analysing JP’s contribution to policy and legal reform 
	
JP’s contribution towards Policy and legal reform 

	JP’s support for operationalising policy and legal reform 
	JP’s strategies, approach and capacity
 
	Contribution towards 
Transformative 
changes 

	

How is policy/legal  reform being implemented at the regional and country levels?





	
What are the successful contributory factors? 

What are the areas of improvement?

	

How is JP supporting the implementation/operationalisation of the policy/legal reforms

	

What are the successful contributory factors? 

What are the areas of improvement?


	
How strategic are JP’s approaches and capacity to efficiently and effectively influence and support the policy/legal reforms for promoting women’s decent employment and economic empowerment?

	
How human rights, gender equality and inclusion, specifically inclusion of people living with disability  are incorporated into UN Women’s policy advocacy work?

	

How does policy work contribute to outcomes and transformative changes




vi. GRES gender and work 
The UNDP Gender Results Effectiveness Scale (GRES)[footnoteRef:76] will be used to assess and capture and present the overall gender transformative contribution of the JP using the five categories: Gender negative, gender blind, gender targeted, gender responsive and gender transformative. [76:  http://web.undp.org/evaluation/documents/guidance/gender/GRES_English.pdf] 

15. [bookmark: _Toc97453934]Data and Sampling:
A stakeholder analysis was conducted to understand different institutions/organizations working with JP at the regional and national level. It provided the basis for understanding UN Women’s direct and indirect partners and to inform the sampling strategies for KIIs and FGDs. The JP works with a wide range of stakeholders, so a purposive sampling was applied to identify and choose a cross-section of stakeholders who will be consulted by the evaluation team to capture a variety of perspectives- see annex 2. The stakeholder list was shared with the regional and the country team for validation.   The evaluation team will use triangulation to check and establish validity of the evaluation findings.

Data Collection:
Following evidence collection methods will be used during the MTE as well as participant selection criteria at regional programme management level and for each of the three countries in which the Joint Programme was implemented:




a) Desk Review and content analysis:
i. JP Programme documents: Different Joint Programme reports and documents including JP annual and progress reports, UN Women country level reporting to HQ and donors, training reports and records, pre-post tests, post training surveys etc.  
ii. Different laws and legislation, regulations and policies related to Gender Equality in the labour market, social protection and reconciliation of personal and professional life, including reforms achieved by the programme; official gazettes, reports of legislative bodies etc.
iii. Strategy documents and national action plans in relevant sectors in addition to national budget documents.
iv. Statistics, data, reports and surveys on women in the labour market.  Baseline assessments 	for economic sectors
v. Social dialogue reports of the last decade
vi. Private sector- company policy documents, existing codes of conduct against violence,  Corporate partner database and corporate partner assessments.
vii. Websites: national Ministries of Labour, Manpower, Youth and National Economy; National Council for Women; and other national stakeholders’ websites as well as websites of UN Women, ILO, WEPs website, social media etc.
viii. Ongoing relevant evaluations: following ongoing evaluations can be a source of good secondary data for the JP mid-term evaluation. Due to overlapping timelines with the JP evaluation, all efforts will be made to draw upon these evaluations:
a. End-term evaluation of UN Women, Men and Women for Gender Equality (MWGE) Programme- August 2021- April 2022
b. UN Women Egypt Country Portfolio Evaluation (CPE)- November 2021-April 2022
c. End-term evaluation of UN Women- ILO Joint Project: “Promoting Women’s Equal Access to Economic Opportunities and Decent Work in Palestine”- a brief summary is  presented as Annex 8.
d. A standalone, independent M&E report covering ILO's outputs for Jordan, Egypt and OpT will also be available during the course of the evaluation as an important piece of evidence.

b) In-depth interviews key informant interviews:
Based on the stakeholder mapping, the evaluation team will hold (remotely, and in person – COVID-19 restrictions permitting) a series of semi-structured interviews with the main information sources for the evaluation. Potential cohorts will include: UN Women regional and country office staff, government staff at technical and decision-making level, civil society partners, private sector representatives, donors, employer’s and worker’s organisation etc. (see Annex 2 for the list of stakeholders to be consulted). The ET plans to interview approximately 90 key informants at the country level and approximately 17 key informants at the regional level.   The total number of KIIs is estimated to be around 107. See table 7 below for details.

c) Focus group discussions (FDGs) 
A number of virtual FGDs will be organized with programme partners and beneficiaries in the three countries to cover a diverse perspective. See annex 2 for the FGD details and table below for the proposed sample size:


Table 7: Data collection sample
	
	Egypt 
	Jordan
	Palestine 
	Regional 

	KII
	33
	20
	37
	17

	FGD
	6 (36 participants)
	6 (22 participants)
	5 (30 participants)
	 

	 
	 
	5 FGDs with beneficiaries (30 participants) 
	1 round table with private sector: 5 participants 
	 

	Total
	69
	72
	72
	17



Refer to Annex 7 for the data collection tools. 

c) Roundtable discussions[footnoteRef:77]: [77:  This may not be feasible in all the countries. Timings and the composition of roundtable stakeholders may vary from country to country.  ] 

The ET is also proposing to conduct three roundtable discussions, one in each target country with the policy makers and other key stakeholders to seek additional insights into the JP programme, validate some of the emerging observation as well as to triangulate the data. 

d) Country Offices (CO) and ILO and UN Women Regional Offices for the Arab States (ROAS) de-briefings: the evaluation team will share the preliminary observations with the country and regional key stakeholders after completing the data collection phase. The debriefing session will be an opportunity to review data with selected key stakeholders and identify data issues or gaps that remain to be addressed. It would also be an opportunity for the Country Office and Regional Office to provide additional information if needed. 

e) Presentation of preliminary findings to EMG and internal ERG members: To ensure the evaluation’s utilization focus, a PowerPoint presentation detailing the emerging findings of the evaluation will be presented for validation and feedback with the EMG and the internal ERG members. This remotely held, participatory workshop will also provide the opportunity to co-create actionable recommendations.

16. [bookmark: _Toc97453935]Data Analysis & Synthesis
For the qualitative data analysis Nvivo qualitative software will be used. The quantitative data collected will be analyzed using a combination of survey monkey analytics as well as Microsoft excel. 
Comparative analysis- the MTE will include an analysis and synthesis of the similarities, differences and patterns among the three countries on a comparative basis to facilitate learning and understanding of how and why particular programme approaches, or sequences of approaches and interventions are successful or unsuccessful.
17. [bookmark: _Toc97453936]Report Structure 
The evaluation report with maximum 65 pages, including three country chapters (approx. 10-12  pages/  country  chapter),  and  a  regional  chapter  (approx. 30 pages) will be developed.  In addition, the report  will  include a  concise  Executive  Summary  and  annexes  detailing  the methodological approach/analytical products developed during the course of the evaluation. The evaluation report will be developed following the UN Women Evaluation Global Evaluation Reports Assessment and Analysis System (GERAAS)[footnoteRef:78]. [78:  GERRAS Guidance as of July 2021 and EQA matrix] 


Evaluation communication products:  A PowerPoint/Prezi presentation of the  final key evaluation findings and recommendations, and a 2-pager/infographics on the final key findings, lessons learned, and recommendations will be developed. All products such as inception, draft and final reports will developed in English. The final English report will be translated into Arabic. For the report structure see Annex 5.
18. [bookmark: _Toc97453937]Data Management Plan 
In keeping with standard evaluation ethics and practice the evaluation team will maintain the confidentiality of all data sources. In Annex 6, the team has outlined a detailed data management plan about how it will keep all evaluation data collected either digitally or physically secure, e.g. through storage in the UN Women Teams secure folder. This data will subsequently be stored for four years in TeamMate. The data management plan also outlines the proposed treatment of populations to be consulted and indicates that all persons interviewed, surveyed or who participate in the evaluation focus group discussions will be asked to provide informed consent.  
19. [bookmark: _Toc97453938]Evaluation Team, Oversight and quality assurance 
The evaluation Team includes Chaitali Chattopadhyay, Regional Evaluation Specialist for the ROAS region as the team leader; Wael Zakkar as the international evaluator and thematic expert; and three national evaluators, Zein Soufan for Jordan, Awny Amer for Egypt and Aysheh Abu-Hweij for Palestine. In addition, a part time research assistant is supporting the evaluation team. 

The evaluation is following a consultative, inclusive and participatory process and includes a threefold management structure consisting of an Evaluation Steering Committee (ESC), an Evaluation Management Group (EMG) and Evaluation Reference Group (ERG)- described below. Since this is a Joint Evaluation, all the structures include representation from both the partner agencies. 

The threefold evaluation governance and management structure-
Evaluation Management Group (EMG) will be responsible for supporting the evaluation team in the conduct of the evaluation such as by facilitating access to programme documents, coordinating field missions for data collection and quality assurance of the evaluation deliverables. The regional M&E personnel for JP and the regional M&E specialist from ILO are part of this group. In addition, the Director of UN Women Independent Evaluation and Audit Service (IEAS) and Chief of Independent Evaluation Services (IES) will also be a part of this group for quality assurance.

Evaluation Reference Group (ERG) will be responsible for facilitating the participation of relevant stakeholders in the design and scope of the evaluation, raising awareness about different information needs, maintaining quality assurance throughout the process and disseminating the evaluation results. The ERG will include key national stakeholders from government, employers’ and workers’ organizations, civil society organizations, donor partners, key programme staff members (Regional Programme Manager, national coordinators from the countries of implementation), UN Women and ILO thematic experts, and relevant regional/national programme partners. 

Evaluation Steering Committee (ESC) will be the key responsible body for the development of an Evaluation Management Response (MR) to address the recommendations included in the report. The Management Response will be developed jointly by both the entities. The ESC will be chaired by the UN Women Regional Director, ROAS, in the function of the joint programme Administrative Agent and Convening Agency, and will include the UN Women Deputy Regional Director, ROAS, the ILO Regional Director/Deputy Regional Director, ROAS, and the UN Women and ILO country representatives (or their alternates) from the countries of implementation.  

In addition, the following oversight and quality assurance arrangements will be in place:
1. Independent Evaluation and Audit Service (IEAS) Oversight: As indicated above, the Director of IEAS who oversees all activities, and the Chief of Independent Evaluation Service, responsible for the evaluation related activities; both will review the key products of the evaluation and sign off on the final report and associated products;
2. Peer Review for methodological guidance and feedback: one IES staff will be engaged as peer reviewers of the evaluation.
3. The Evaluation Report will be quality assured following the UN Women Evaluation Global Evaluation Reports Assessment and Analysis System (GERAAS)[footnoteRef:79]. [79:  UN Women Global Evaluation Report Assessment and Analysis System (GERAAS)  (GERRAS Guidance as of July 2021 and EQA matrix) 
] 


20. [bookmark: _Toc97453939]Workplan 
The evaluation will be coordinated and led by IES. It will be conducted over a period of 8 months, beginning in mid-November 2021.
Table 8: Evaluation timelines and deliverables 
	Tasks/deliverables
	Expected delivery date

	Inception phase

	

	Desk review of background documentation
	Mid Oct- November 2021 

	Inception/scoping meeting with ERG and EMG
	November 2021 

	Draft inception report
	December 2021

	Final inception report 
	Mid-February 2022

	Data collection phase
	

	Additional documents review and in-depth data collection

	March- April 2022**

	Analysis and reporting phase
	

	Presentation of preliminary findings to the ERG 
	First week of May 2022

	Draft report 
	End of May 2022

	Final report
	End of June 2022 

	Evaluation communication products (brief PPT, two-pager)
Final presentation of the evaluation
	June 2022 



**The Evaluation team is keen to complete the interviews in March as April is the holy month of Ramadan and stakeholder availability will be limited. The evaluation team will primarily focus on document reviews and desk analysis in the month of April. 

21. [bookmark: _Toc97453940]Risks and Challenges 
Table 10 below summarizes the potential risks that the evaluation may face as well as proposed solutions or mitigating measures. 
Table 9: Evaluation risks and mitigation measures 
L: Low; M: Medium; H: High 
	Potential Challenge  
	Risk  
	Proposed solution/Mitigating measures 

	Disruption to project timelines due to COVID-19 
	M 
	· ·                Use of remote data collection aimed at minimising the potential of COVID-19-related disruption 

	FGDs cause health risks due to COVID-19  
	H 
	· Conduct KIIs by telephone/ on-line if in person data collection not possible
· Hold all FGDS and KIIs outdoors 
· Follow Covid protocols regarding social distancing, mask, limited number of participants in the FGDs
· Request participants do not attend if they have symptoms of C-19; checking this at invitation and on arrival at FGD 

	Unavailability of key stakeholders 
	M
	· Ensure that introductory letters are sent to stakeholders as early as possible
· Constant communication with the EMG and ERG for planning/scheduling interviews of key stakeholders at a convenient time 
· Follow up with stakeholders to ensure high response rate

	Poor quality FGD data due to remote facilitation
	M 
	·                Keep the question list very simple 
·                Plan to implement FGDs in person where Covid situation permits

	Declining interest and ownership of the stakeholders in the evaluation
	M 
	·                Build in sufficient time for stakeholders to comment on draft reports 
·                Conduct early consultations around draft findings and recommendations to support with the delivery of a robust first draft of all deliverables 

	Data access and security challenges  
	H 
	·                UN Women IES has established policies to ensure data protection and privacy 

	Potential for safeguarding risks and harm to evaluation participants  
	H
	·                All UN Women staff are trained to report any and all allegations of abuse, harassment, exploitation or bullying 


 
22. [bookmark: _Toc97453941]Ethical Considerations 
The evaluation will apply core UN Women evaluation principles to ensure it is conducted in a way that is responsive to gender equality and women’s rights and is in alignment with the United Nations Evaluation Group (UNEG) norms and standards, UNEG ethical guidelines and the handbook Integrating Human Rights and Gender Equality in Evaluation: Towards UNEG Guidance. 
 
These core evaluation principles include: 
· fair power relations and empowerment;
· independence and impartiality;
· transparency;
· quality and credibility;
· intentionality and use of evaluation;  
· application of ethics practices to ensure confidentiality for and the safety of evaluation respondents and participants;
· development of a data management plan for transparency of data storage principles; and 
· feedback and consultation processes and evaluation methodologies designed to foster ownership of the evaluation results and recommendations
1
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