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PREFACE

Understanding why and under what conditions a set of interventions can produce the desired impact is
of utmost importance for policy making (European Commission, 2013). Well-planned policy options
should be based on, and driven and justified by, a theory of change: a set of assumptions about how
exactly the policy action will lead to the desired result. Therefore, the identification of policy options
eligible for assessment in PRIME starts with an overview of the intervention logic i the assumptions of
Jordanian policy makers, stakeholders and the PRIME expert team about the preconditions,
mechanisms and context for the interventions to work.

This issues paper tries to identify and articulate an agenda for action regarding female participation in
employment in Jordan, with a particular focus on the transition to work and the contribution of
vocational education and training (VET). It then presents several policy options based on this theory.
Its findings created a framework for a discussion in a validation meeting with stakeholders in
December 2014 in Amman.

The empirical basis is evidence about who are the women affected and factors, which hinder them
from participating in employment. The policy options are formulated and presented in line with the
impact assessment guidelines of the European Commission. Phase 2 of PRIME relies on the results
of the overview to test the assumptions and investigate whether and to what extent the suggested
policy options will cause the intended results.

The issues paper builds on background analysis, international funded projects in Part V.3 as
presented in Part V.3, and on the results of a Phase 1 meeting with stakeholders (kick-off meeting).
Contributors to that meeting were the Ministry of Labour, Ministry of Education, Vocational Training
Corporation (VTC), Al-Balga University, Federation of Trade Unions, Chamber of Commerce,
Chamber of Industry, European Economic and Social Council, National Centre for Human Resource
Development (NCHRD), donors, NGOs, microfinance institutions, a national expert from Turkey and
an ETF team. It was further revised based on the validation meeting of December 2014 with the same
representatives of Jordanian stakeholder institutions.
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The meetings with stakeholders were framed as a structured consultation on the basic elements of a
theory of change: on factors which cause low female participation in employment; on how exactly
these factors matter; on who is most affected by the problem; on what could be done to address the
problem; and on how the solutions could work. A stakeholder consensus about these questions and
the logic of their connection allowed for the identification of policy options to be assessed in Phase 2,
and suggested directions for the setting of assessment criteria.
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The issues paper summarises these points.

y It frames the problem and the baseline situation and reproduces the results of stakeholder-driven
analysis of factors that hinder progress (Part II).

Yy It draws lessons from national and international efforts in Jordan to address these factors
(Part V).

It outlines an agenda for change for achieving the strategic goal (Part VI).

It defines policy options to be assessed in Phase 2 and sets the assessment criteria (Parts VI.1
and VI.2).




EXECUTIVE SUMMARY

The European Training Foundation (ETF) is committed to supporting its partner countries in
harnessing the potential of their human capital through better education and training. This includes
raising the capacity for informed decisions, taken in full awareness of the reasons for, and
consequences of, policy action. At the core of this support is a systematic approach to policy
interventions, which promotes the advantages of a robust diagnosis of the policy challenge, before
moving on to the design of corresponding actions.

To operationalise this commitment, ETF adapted ex-ante impact assessment methodologies used in
the European Union so that they can be used for assessing the potential impact of policy action in
VET, and called it PRIME. PRIME pursues two objectives. Firstly, it aims at identifying the optimal
policy for addressing a specific problem/objective in the field of technical and vocational education and
training (TVET). Secondly, it is a learning process intended to enhance the capacity of partner
countries to take informed decisions and integrate the knowledge in their decision-making routines.

Following discussions with Prof. Nidal Katamine, Minister of Labour and Chairman of the Employment
and Technical and Vocational Education and Training (E-TVET) Council, about the 2014 findings of
the Torino Process, it was agreed that the policy priority on which to focus PRIME in Jordan would be
dncreased female participation in the labour market, in particular by improving the transition from
education and training to employmenté

The purpose of the issues paper is to define policy options to be assessed, set the criteria of
assessment, and identify stakeholders to be involved in the consultations and the validation of results.
The issue paper was prepared as a first deliverable of PRIME and its findings have been used in
guiding the PRIME ex-ante assessment in 2015.

The paper frames the problem and the baseline situation and reproduces the results of stakeholder-
driven analysis of factors that hinder progress (Part Il); draws lessons from national and international
efforts to address these factors (Part V); outlines an agenda for change for achieving the strategic goal
(Part VI); defines policy options to be assessed in Phase 2 and sets the assessment criteria (Part VI.1
and VI.2).

The analytical part of the issues paper is devoted to a structured analysis of factors that hinder women
from participating in employment and consequently prevent progress in solving the persisting
participation challenge. The analysis suggests that the women who are most frequently affected by the
participation challenge are:

Yy young graduates looking for a first time employment;
Yy (mostly) married women who leave their jobs to become economically inactive;
Yy inactive women economically.

Another important source of guidance on effective responses is an understanding of factors that
prevent these target groups from contributing their share to the national economy. In the PRIME
methodology, this is a key aspect of the problem analysis and is instrumental in constructing the
options for policy action.
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This paper confirms the known factors that contribute to the participation challenge, and structures
them according to the main features of their disadvantaging impact on the target groups:

Yy factors related to skill supply through education and training, most notably the educational and
training choices of women, the availability of different educational and training choices for
women, and the quality of education and training;

Yy factors related to employment, in particular working conditions and attitudes of employers
towards women;

Yy factors related to cultural attitudes towards female employment and working women.

Effective policy options are likely to be those that are able to address the factors that create the
problem while taking into account the specific situation of women in each of the three target groups.
An overview of initiatives so far shows that the sum of activities, both national and international, is
impressive but that their focus is too dispersed, both in terms of problems addressed and target
groups, to make a significant difference. The analysis suggests that a more informed, focused and
needs-sensitive approach might render results better and faster.

At the core of the new agenda for change proposed on the basis of PRIME consultations is an insight
that the extent to which women in Jordan can contribute to the national economy at any given point in
time is a function of three progress variables:

1. the number of women in working age who are economically active;
2. the level and/or relevance of skills they possess;
3. their rate of employment.

These three variables are well suited to tracking succinctly changes in the participation in the national
economy of all the major groups of unemployed and inactive women discussed in this paper. A
positive change in any of them (economic activity rate, quality of education and training provision,
employability) will be a first sign of success.

The best way to influence these variables is to reshape and influence transition: stimulate transition
from education to work, prevent the transition flow from work to inactivity, and establish a transition
pathway from inactivity back to employment. The policy options suggested in the last part of the issues
paper all aim at a large and swift impact by suggesting ways to equip women for successful transition
from education or inactivity to employment; to encourage and guide them in making this transition; and
to empower and support them to stay in employment.

Education and training have a major role to play, but ultimately this task is a shared responsibility
between the education system, the labour market, the women and the families of women. The policy
options, together with an initial list of criteria for assessment, are presented in Part VI.
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1. INTRODUCTION

1.1 The PRIME approach

Today, more than ever before, the individuals and institutions responsible for developing the human
resources of nations depend on the @vider worldéthat surrounds them: on the demands of education
participants, the expectations of employers, and the broader needs of the society and economy. In the
same vein, learning credentials are only as good as the success of their holders in moving on to, and
gaining achievements in, further education or the world of employment.

All partner countries in all regions of ETF& eperation are facing complex policy challenges in the fields
of youth unemployment and skills. In response, they are all investing efforts in changing things in one
or more areas of their human resource development policies.

In recent years, countries of the Southern and Eastern Mediterranean region (SEMED) have
witnessed sluggish economic and social development, surging population growth and high
unemployment, particularly among youth. National development strategies and media reports in
countries of the region all agree that human resource development can and should play a pivotal role
in improving the current state of affairs.

Even when the objectives are straightforward, policies in this field remain complex and challenging.
Their success depends on multiple stakeholder interests, and requires evidence that is often missing,
yet is necessary to underpin policy decisions. In addition, there is often more than one way to go
ahead and policy makers have to choose among several promising-looking alternatives, all of which
have potentially long-term impact.

ETFés is committed to supporting its partner countr
capital through better education and training. This includes raising the capacity for informed decisions,

taken in full awareness of the reasons for, and consequences of, policy action. At the core of this

support is a systematic approach to policy interventions, which promotes the advantages of a robust

diagnosis of the policy challenge, before moving on to the design of corresponding actions.

To operationalise this commitment, ETF adapted ex-ante impact assessment methodologies used in
the European Union so that it can be used for assessing the potential impact of policy action in VET,
andcalleditPRIME( Pr o e c t i rnimgpacRie Edocationd. ¥he PRIME approach is rooted in the
Torino Process and in impact assessment methods developed and applied by the European Union in
its decision making.

*
** *x

*
Warking together
Learning for life



FIGURE 1.1 PRIME AND ITS CONTRIBUTION TO THE POLICY CYCLE
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PRIME supports the assembly, integration and analysis of evidence for and against policy options. Its
results facilitate and shape the transition from the strategic goal setting to formulation of policies, as
depicted in Figure 1. PRIME involves problem analysis, the collection and interpretation of qualitative
and quantitative information, and the mobilisation of stakeholders for consultations in view of
improving the predictability of policy results and impact.

PRIME pursues two objectives. Firstly, it aims at identifying the optimal policy for addressing a specific
problem/objective in the field of TVET. Secondly, it is a learning process intended to enhance the
capacity of partner countries to take informed decisions and integrate the knowledge into their
decision-making routines. In this sense, the application of PRIME is also an investment in a long-term
improvement of public policy formulation.

PRIME combines the analysis, consultations and capacity building into a thorough but easy to
implement assessment exercise, which is built around a three-step procedure:

Yy analysis of the problem at hand and identifying possible options to address it;
Yy assessing the options;
Yy validating the results with all parties concerned.

These steps are preceded by a period of commitment in which the partner country identifies the
problem and nominates a national lead institution to coordinate the exercise. The outcomes can be
used to initiate a planning phase in which the partner country prepares for implementation of the
option identifies as optimal (FIGURE 1.2).
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FIGURE 1.2 THE IMPLEMENTATION LOGIC OF PRIME
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The first phase of PRIME (analysis) encompasses steps 2 and 3 and is devoted to the setting of
assessment criteria and determining which options for action will be assessed. The outcomes are
summarised in the current issues paper, presented to stakeholders in Jordan at the end of the phase.

The objective of the second phase (assessment) was to collect evidence about the possible impact of
the options for action and to assess them against the criteria set in the preceding phase. The second
phase produced an impact report for each option and presented these to the coordinating institution
for approval and a preliminary choice of option.

The objective in the third phase (validation) was to fine-tune and validate the impact reports in
consultations with stakeholders and possibly the wider public, and to assess the cost of the preferred
option for action.

1.2 PRIME in Jordan: supporting a strategic objective

Jordanés empl oyment and employability issues are we
several strategic and developmental plans, for instance the National Agenda 20061 2015, the National
Employment Strategy 20117 2020, the National Executive Plan 20117 2013, and the National Strategy

for Jordanian Women 20121 2015. All of these include increasing the rate of female participation in the

labour market as a national goal. The Jordanian government has repeatedly committed itself to this

task as a matter of priority.

Regrettably, efforts invested in enhancingwo menés partici pation do not see
and expected. Despite numerous efforts to address the issue, statistics show that figures are still

below the desired aspiration and that actions are not necessarily transforming the situation on the

labour market.

Nevertheless, the Jordanian authorities and stakeholders continue to be determined to invest in
another, better, more consolidated and informed effort to change things, and strike a new,
transformative policy direction that encourages and facilitates women to engage actively in the
economy (ETF, 2014a).

Following discussions with Prof. Nidal Katamine, Minister of Labour and Chairman of the E-TVET
Council, about the 2014 findings of the Torino Process, it was agreed that the policy priority on which
to focus PRIME in Jordan would be dncreased female participation in the labour market, in particular
by improving the transition from education and training to employmenté The overall coordination of this
important exercise has been entrusted to the Employment and Technical and Vocational Education
and Training (E-TVET) Council, which acts as a national lead institution with responsibility for
stakeholder dialogue and the validation of deliverables. The Jordanian Economic and Social Council
acts as peer reviewer of all interim and final deliverables.
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PRIME-Jordan is being implemented in three phases: Analysis, Assessment and Validation

(TABLE 1.1). At the core of each phase are consultation meetings with stakeholders and decision
makers. In each phase, the meetings retain the dual purpose of PRIME: to build capacity for impact
assessments in general, and to generate and agree on the content of PRIME deliverables. This issues
paper summarises the outcomes of Phase 1 of PRIME-Jordan (problem analysis) and consolidates
the ground for the impact assessment in Phase 2.

TABLE 1.1 PRIME IMPLEMENTATION OVERVIEW, JORDAN

Problem Phase 1.
analysis Analysis
Impact Phase 2.

assessment Assessment

Validation Phase 3.
Validation
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2. PROBLEM DEFINITION AND ANALYSIS

2.1 Country context

Jordan is an upper middle-income country with limited natural resources and high reliance on foreign
assistance. Increasing investment, creating jobs and reducing poverty are among the most daunting
economic challenges that consecutive Jordanian governments have encountered, especially in the
current political and economic state of affairs of the region (ETF, 2015).

Jordandéds population is estimated to be 6.4 million
to be at 2.2% (DOS, 2012). It is also estimated that the number of refugees and migrant workers in the

country reaches up to 2 million (World Bank, 2013a). According to ETF calculations based on data for

2013 from the Department of Statistics of Jordan (DOS), over a third of the population is under the age

of 15 and the median age is 20.3 years. In 2013, the population of working age was 64% of the total

(DOS, 2013b) and half of that group was 15i 29 years old (ETF, 2015).

Statistically, those who generate income seem to have a particular responsibility in Jordan. The
dependency ratio in 2012 was 68.2%, and the average household size in the same year was 5.4
(DOS, 2012d). In 2013, only 37% of a working-age population of almost 4 million were economically
active. In other words, some 1.4 million employed people support a population of 6.4 million, meaning
that on average one worker supports more than four individuals. In addition to children, a significant
percentage of the dependents are inactive or unemployed women. At the same time the need for
employment among Jordanians, especially among young people, is increasing at a rate that exceeds
the demand for labour. There are 60 000 new entrants to the labour market each year and the number
is on the rise, while about 50 000 jobs have been created annually over the most recent years (ETF,
2015).

Because of a decision to liberalise investment and market policies, the Jordanian economy witnessed
considerable growth between 2004 and 2008. Gross domestic product (GDP) grew at an average rate
of 6.7% and more than 450 000 jobs were created. However, the benefits from the economic boom
were short-lived. Despite the economic prosperity, unemployment rates hardly changed; participation
in the labour force, especially among women, remained low (World Bank, 2013b). The majority of the
jobs were filled by foreigners due to different mismatches in geography (jobs created far from where
unemployed people lived), employability (the employers preferred foreign workers for their workplace
behaviour and productivity) and expectations (Jordanianséexpectations for wages, working hours, job
security) (World Bank, 2013b).

Economic growth plummeted after 2008 (FIGURE 2.1) in parallel with foreign direct investments, and

the following wave of political changes and unrest in the region further exacerbated the situation. The

influx of Syrian refugees and the increased demand for resources, the continued disruption of gas

supplies from Egypt, the fluctuating oil prices, and the increased demand for services led to a growing

budget deficit and slower economic growth. Inflation and poverty rates are on the rise. The number of

poverty pockets i defined by the Ministry of Planning as areas where poverty rates affect more than

25% of the population i increased from 22 in 2006 t0 32in2 0 0 8 . l roni cal | soseathor d an ¢
time when the economy was at its peak growth, which suggests that the benefit of the economic boom

was not equitably distributed.
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FIGURE 2.1 GDP GROWTH RATE AND DIRECT FOREIGN INVESTMENTS IN JORDAN
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Source: World Bank, World Development Indicators Database.
2.2 Baseline situation and target groups

2.2.1 Overview

According to data from the Jordanian Department of Statistics (DOS), between 2005 and 2013 the
average rate of participation of women in the labour market was 127 15%. This is more than twice as
low as the regional average (22%) and more than three times below the average rate of participation
in middle-income countries (47%) (FIGURE 2.2).

FIGURE 2.2 AVERAGE LABOUR FORCE PARTICIPATION RATE (FEMALE, PERCENTAGE OF
FEMALE POPULATION AGED 15+), JORDAN, SEMED REGION AND MIDDLE-INCOME
COUNTRIES, 20091 13
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Lebanon 2009, Libya 2012, Palestine2013 and Tunisia2012). Middle-income countries: World Bank data, modelled ILO
estimate.
SourcesNational Statistical Offices and World Bank
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Marginalc hanges with respect to womenbdés engagement i
challenges, controversy and complexity surrounding the issue. Despite regular references in strategic

and analytical documents such as the National Agenda 20067 2015, the National Employment

Strategy 20117 2020, the National Executive Plan 20117 2013 and the National Strategy for Jordanian
Women 20121 2015, and a multitude of activities, there is a clear and persistent gap between

strategies, legislation and policy discourse on the one hand and genuine improvement in the

employment situation of women on the other. For women in particular, perceptions of their capacities
remain weak, for society and government policies continue to reinforce their dependency through a
patriarchal system (Al-Manar, 2008; Amer, 2012; ILO, 2013; and World Bank, 2013c).

2.2.2 The target groups of policy action

Any discussion about measures to increase female employment will be incomplete without an
overview of who the potential target groups for the measures are and of their situation. The analysis in
the following sections suggests that the women who are most frequently affected by the participation
challenge are:

Yy Target group 1. Young graduates looking for first-time employment
Yy Target group 2. Women who leave their jobs and become inactive
Yy Target group 3. Inactive women.

It is safe to assume that policy measures that start with these three target groups will have a better
chance of success in making a difference at least. The available data seem to confirm this insight.

Of the women of working age in Jordan, some are available and willing to supply their skills to the
labour market, but many more are not. In fact, in Jordan the share of those who are neither in
employment nor looking for a job is remarkably high in international comparison (TABLE 2).

TABLE 2.1 INACTIVE POPULATION IN JORDAN AND EU28 AS A SHARE OF TOTAL
POPULATION OF WORKING AGE, 20057 13

Average
. 2005 | 2006 | 2007 | 2008 | 2009 | 2010 2013 | 2005 | ‘EP5E
13

Total 61.7 62.3 60.2 60.5 59.9 60.5 62.0 62.9 62.0 29.3
Male 35.6 36.9 35.6 36.0 35.2 36.5 38.7 39.6 36.0 22.4
Female 88.3 88.1 85.3 85.8 85.1 85.3 85.9 86.8 86.3 36.2

Source: http://web.dos.gov.jo/?lang=en; DOS, Employment and unemployment survey?

In the period 2005i 13, more than 85% of women of working age were inactive, which means that only
about one woman of every 10 was working or actively looking for a job. This is in stark contrast with
the average inactivity rate of men in the same period, which was 36%. During the PRIME
consultations, stakeholders expressed their concern about the problem of economic inactivity and the
fact that it affects predominantly the women. In comparison, the average rate of female inactivity in EU
countries was two and half times lower than that for females (36.2% on average?).

2 www.dos.gov.jo/dos_home_e/main/, last accessed 3 March 2014.

3 In all EU Member States, female employment rates are lower than those for males, with big variations across the
EU: EU 2020 indicators, available at:

http://ec.europa.eu/europe2020/pdf/themes/31 labour_market_participation_of women.pdf, last accessed April
2015.
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Even if women are willing to work, in Jordan they seem to be confronted with particular difficulties in
finding a job. While this is true for both sexes, unemployment affects more than twice as many active
women than it does men. The female rate of unemployment in 2000i 2013 varied between 17% and
26%, while the unemployment rate of men in the same period was between 10% and 14%.

In 2013, close to a quarter (22%) of the women who were active in the labour market were
unemployed. According to the data presented in TABLE 2.2, some of the highest activity rates are
reported in regions in which unemployment rates are higher.

TABLE 2.2 ACTIVITY RATE (AR) AND UNEMPLOYMENT RATE (UR), BY GOVERNORATE AND

SEX, 2013
AR UR AR UR AR UR

Amman 36.7 10.5 59.4 8.7 13.4 19.0
Balga 38.2 14.4 59.6 12.9 15.6 20.4
Zarga 35.4 13.1 61.7 12.0 8.0 21.9
Madaba 42.0 16.2 64.9 14.2 18.8 23.2
Irbid 36.9 13.0 61.2 10.4 12.3 26.5
Mafraq 36.9 145 59.7 12.3 13.2 24.9
Jarash 35.1 12.3 57.6 10.4 11.5 22.3
Ajloun 34.9 13.5 55.5 9.7 14.8 27.2
Karak 42.3 15.8 63.5 125 22.0 25.0
Tafiela 42.5 17.1 61.6 13.0 22.5 28.9
Maan 36.9 15.0 59.0 14.1 13.4 19.1
Aqgaba 39.1 15.2 64.5 14.1 12.1 21.3
National 37.1 12.6 60.4 10.6 13.2 22.2

Source: DOS, Employment and unemployment survey, yearly estimates.

It is not known how many of those unemployed have lost a job and how many of them never had one
and are looking for first-time employment. However, a breakdown of unemployment by age suggests
that a majority of those girls and women who are unemployed (22.8% in the age groups 151 19 and
56.2% in the age group 201 24) is at typical ages for graduation from secondary, post-secondary or
higher education (TABLE 2.3). Table 2.3 also suggests that the rate of economic inactivity among
female learners declines considerably the more advanced they are in their educational career. In other
words, the more educated young female students are, the bigger the share of those who are willing to
work but seem to have difficulties in moving on from education to employment.

PRIME team discussions have confirmed with a sample of female university graduates in October
2015 on their willingness to work within the scope of their studies or otherwise, if the wages and
conditions of work suitable enough to contribute to the family expenses. But a number of difficulties
have been confronted specifically: the limited employment opportunities within the females living areas
in Tafileh, Irbid and other remote areas from the capital Amman, working conditions are not
appropriate in many cases, also the long working hours and low wages less than the minimum, with
up to less than 190 Jordanian dinars. In addition to the lack of commitment by employers to cover the
labor insurance, such as health or social security.
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TABLE 2.3 UNEMPLOYMENT AND INACTIVITY RATES OF FEMALES AND STUDENTS OF
WORKING AGE (15+) IN JORDAN, BY AGE GROUP, 2013

Economic inactivity
among female Age group

Unemployment rate

Age group

(%) students (%)
Total 22.2 19.5 15119
15119 22.8 79.5 201 24
2071 24 56.2 37.6 251 29
251 39 19.2 2.2 301 39
401 54 2.7 0.7 407 49
55i 64 0 0 501 59
65+ 0 0 60+

Source: DOS, Employment and unemployment survey, yearly estimates.

Last but not least, at a particular point in their professional life (at the latest after they have reached
the age of 39, but often also earlier) women tend to leave the labour market, presumably never to
come back. TABLE 2.4 shows that there is a considerable drop in economic activity from 24% in the
251 39 age group to 12% in the 407 54 age group. One could speculate that at this age professionals
have commonly gained sufficient experience and seniority to be of importance to employers as
potential managers, or as senior staff. If this is the case, women must have compelling reasons not to
be in employment at a possible turning point in their careers. Whatever these reasons might be, the
change in economic activity rate (most striking in this age group, but presumably starting even earlier)
is significant and merits attention.

Unemployed women and women who do not have a college degree or professional diploma after they
married and reached age of 35 years and over, they return to work to help in covering their family
expenses. Hence women turned to vocational training centers or to the non-governmental
associations and charities to receive specific training to qualify them for a work either individually or
through the concerns of the private sector. But also their return to the labor market is not easy, given
the limited employment opportunities in remote areas from the capital and other main governorates,
and the low existing skills in women to keep up with developments in the labor market, in addition to
low wages and inadequate working conditions for them in terms of wages, insurance and lack of
space to take care of children and the lack of transportation lines carrying women workers to their
villages after the work is finished.
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TABLE 2.4 ECONOMIC ACTIVITY OF FEMALES OF WORKING AGE IN JORDAN, BY AGE

GROUP, 2013
Age group Economic activity rate (%)

Total 13.2
15i 19 0.5
20i 24 17.6
25i 39 24.1
401 54 12
55i 64 1.5

65+ 0.2

Source: DOS, 2013a.

In summary, the three target groups discussed here have something important in common. They are
all affected by deficiencies in transition to or from employment. From the data presented so far it is
evident that the graduates have difficulties in transiting from education to work, the inactive women are
not encouraged (or are unwilling) to transit from inactivity to employment, and a worrying share of
those who are employed give up and move on to inactivity. The participation challenge comes out as a
challenge of transition to and from employment. Education and training can play an important role in
supporting all of these transitions.

The following subsections provide more detail on the profile and situation of each of the three target
groups.

Young graduates looking for first-time employment

Young graduates in Jordan, especially females, have considerable difficulties to move on from
education to work. Females stay in education longer than males, and FIGURE 2.3 indicates that, after
they leave formal education, only a modest share transits to employment whereas most of the others
become inactive.

The likelihood of a transition to economic activity (to employment or unemployment) rises with the

l evel of educational attainment . Femal e graduates w
or higher diploma are more than five times more likely to be active than those with secondary and

those with less than secondary education (TABLE 2.5). Correspondingly, women with lower

educational attainment are very likely to be inactive.
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FIGURE 2.3 CURRENT SITUATION OF YOUNG FEMALES IN JORDAN, 2013
Female youth by current situation
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mNEET mEmployed = Education = Training

Note: NEETorefers to those who are neither in employment, nor in education or training. Eurostat defines the
indicator as the percentage of the population of a given age group and sex, who are not employed and are not
involved in further education and training.

Source: ETF calculations based on ILO School-to-Work Transition Survey, 2013.

TABLE 2.5 ECONOMIC ACTIVITY RATE OF WOMEN IN JORDAN, BY LEVEL OF EDUCATION,

2013
Educational attainment SESMSHTIE EEIHY (1 6
women (%)

Total 13.2
llliterate 0.9
less than secondary 3
Secondary 5
Intermediate Diploma 30.1
Bachelor & above 55.9

Source: DOS, 2013a.

Discussion groups held by the PRIME team in October 2015 in cooperation with the chambers of
commerce in cities: Amman, Irbid and Tafileh stressed the increasing desire of girls graduates with
diploma or university degree to get a job, because the majority of the interviewed were unmarried and
they do not face social restrictions, such as those challenges faced the married women in their
movement.

Women who leave their jobs and become inactive

Women in the second target group typically leave their work after a certain number of years in
employment, and become inactive. As already noted, this occurs at the latest once they have passed
the age of 40.

When women have family responsibilities, this limits their freedom of movement and therefore they
have to leave their work, especially since wages are less than the minimum wage and working
conditions are not encouraging for the continuation of their works.

*
** *x

*
Working together
Learning for life



There is no direct evidence for the reasons behind this tendency, but TABLE 2.6 shows that married
women are more likely to be inactive than those who were never married.

TABLE 2.6 ACTIVITY RATE OF WOMEN (15+), BY MARITAL STATUS, 2013

Marital status Activity rate (%)

Never married 17.7

Married 11.9
Source: DOS, 2013a.

The activity rates of married women are about 5% points lower than those of women who have never

married. The difference might appear modest; however, in a country where an average of 60% of

women above the age of 19 are married and close to 97% of those who thereby become homemakers

do not work outside the home and do not look forajob, according to data provi de
Employment and Unemployment Survey, marriage becomes an important predictor of the likelihood of

becoming inactive.*

According to stakeholders consulted in the PRIME kick-off meeting, employers seem to share the view
that women are likely to leave their work at a turning point in their careers to become mothers and
take care of family and household, and never come back to their jobs. Third party reports also point
towards family reasons as the most likely explanation for women opting out of the world of work (ILO,
2013).

Some women in this target group are well educated. Among those women who in 2013 were between
25 and 39 years old and, according to past trends, were about to leave employment in considerable
numbers and most likely transit to inactivity, almost 38% had an intermediate or higher level diploma
(FIGURE 2.4). While the levels of educational attainment of those who leave employment are not
known, the loss of well-educated individuals to inactivity is particularly harmful in economic terms.

FIGURE 2.4 SHARE OF FEMALE GRADUATES WITH INTERMEDIATE DIPLOMA AND ABOVE,

2013
37.5%
27.2%
23.6%
13.8%

4 3%

-
I T T T T T

15-19 20-24 25-39 40-54 55-64 B85+

Source: DOS, 2013a.

4 It is important to note that marital status does not correlate in the same way with female unemployment as it
does with female inactivity. Of those women who in 2013 were active and had employment, 57% were in fact
married. Of those who were never married, in the same year only 39% had a job (DOS, 2013a).
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Inactive women

The data presented so far suggest that inactive women are more likely to have lower educational
attainment and to be married. More importantly, there are considerable differences between
governorates in the size of this target group. In Tafileh and Karak, around 22% of the females are
active, while at the bottom end of the list only 8% of the women in Zarga and around 12% of the
women in Jerash and Agaba are working or seeking employment (TABLE 2.7).

TABLE 2.7 ECONOMIC ACTIVITY RATES, BY GOVERNORATE AND SEX, 2013

Economic activity (%)

Governorate
Both sexes Male Female
Tafileh 42.5 61.6 22.5
Karak 42.3 63.5 22.0
Madaba 42.0 64.9 18.8
Balga 38.2 59.6 15.6
Ajloun 34.90 5.5 14.8
Amman 36.7 59.4 13.4
Maan 36.9 59.0 13.4
Mafraq 36.9 SeL 13.2
Irbid 36.9 61.2 12.3
Agaba 39.1 64.5 12.1
Jerash 35.1 57.6 115
Zarga 35.4 61.7 8.0

Note: Governorates are listed by female activity rates in descending order.
Source: DOS, 2013a.

It is interesting to note that the governorates with the highest female activity rates (Tafileh: 22.5%;
Karak: 22%; Madaba: 18.8%) are also those with the highest activity rates of men (Tafileh: 61.6%;
Karak: 63.5%; Madaba: 64.9%) and for both sexes (Tafileh: 42.5%; Karak: 42.3%; Madaba: 42%). Of
these governorates, Karak has an Industrial Qualified Zone, which may or may not have a positive
impact on employment rates, but the other two governorates with higher female activity rates 1 Tafileh
and Madaba i do not have such zones. Through the focus group meetings in October 2015, Prime
team found that the high proportion of female workers in Tafileh goes back to the high rate of female
enrollment in government and military institutions. Despite this, women in Tafileh are also complaining
about the lack of employment opportunities available to them in private sector.

In fact, other governorates with such zones, such as Irbid, Zarqa, Amman, and Agaba had very
different data patterns. Agaba and Zarqga are the next destégovernorates in terms of male economic
activity (Agaba: 64.5%, Zarqa: 61.7%; Irbid: 61.2%) but they are also places where women are among
the least active (Agaba: 12.1%; Zarga: 8%; Irbid: 12.3%).

A third pattern can be observed in the governorate of Jerash, which has the second lowest activity rate
in Jordan for both males and females. The female activity rate in the capital, Amman, is around the
national average (13.4%). It is surprising to discover that in regional comparison the activity rate of
women in Amman is only average, despite the fact that the capital offers more employment
opportunities than the regions and attracts better-educated women.
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These are important observations that point towards a need for further, more regionally focused
investigation into the reasons behind the differences. The findings might justify and guide the
introduction of a regional dimension in the policy solutions to the participation challenge.

2.3 Factors that are causing the problem

The previous section identified who should be the primary target groups of policy action to increase
female participation in employment. Another important source of guidance on effective responses to
the challenge of low female participation is an understanding of the factors that prevent these target
groups from contributing their share to the national economy. In the PRIME methodology, this is an
important aspect of the problem analysis and is instrumental in constructing the options for policy
action.

What hinders young graduates in finding their first employment, women in employment in staying
employed, and those who are not active from re-entering the labour market? The next sections
discuss three groups of factors:

Yy factors related to skills supply through education and training, most notably educational and
training choices of women and quality of education and training (Section 2.3.1);

Yy factors related to employment, in particular working conditions and attitudes of employers
towards women (Section 2.3.2);

Yy factors related to cultural attitudes towards female employment (Section 2.3.3).

To a varying extent, all of them limit the prospects of transition to employment of the target groups and
thus contribute to the persistence of the problem.

2.3.1 Skills mismatch
Skills mismatch due to educational and training choices

Girls and boys have equally good access to education in Jordan. Gross enrolment rates are high as
well: at primary level they are 99% for males, 97% for females, at secondary level 87% for males and
89% for females, and at tertiary level 43% for males and 50% for females® (TABLE 2.8).

TABLE 2.8 EDUCATION LEVEL OF THE POPULATION (15+) IN JORDAN, BY GENDER, 2013

100 100 100

Total

llliterate 6.8 3.7 10.1
Less than secondary 52.5 56.3 48.6
Secondary 17.9 17.9 17.8
Intermediate diploma 7.8 6.3 9.4
Bachelor and above 15.0 15.8 14.2

Source: Dos, 2013b

5 Data available for 2012 on UNESCO-UIS database: www.uis.unesco.org/DataCentre/Pages/country-
profile.aspx?code=JOR&regioncode=40525
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Overall, the younger generation of females is enjoying a more equitable access to education than the
school generations that preceded it. The average share of women with elementary education or less,
including illiterate women, is considerably higher among the older age groups: 57.3% in the 55i 64 age
group and 84% in the 65+ age group, compared to 10.3% among the 251 39-year-olds and 5.5%
among those in the 20i 24 age group (FIGURE 2.5).

FIGURE 2.5 SHARE OF FEMALES WITH ELEMENTARY EDUCATION OR LESS IN JORDAN, BY
AGE GROUP, 2013

B4 0%
57.3%
25.4%
10.3%
7.2% S 55
I . | | | |
15-19 20-24 25-39 40-54 55-64 65+

Source DOS, 2013b.

As regards gender parity in educational attainment, Jordan is performing well, too. In 2010, the gender
parity index (GPI)¢ in primary education was 1.0 and for secondary education 1.06 (UNESCO, 2012).
In higher education, the malei female ratio was 105.5 and at the intermediate diploma stage it was
130.8 (DOS, 2013b).

Access is important, but access to what? While females are almost equally represented in education
overall, clear preference is given to general education over TVET. In 20117 2012, only 8.7% of female
enrolment on secondary level was in vocational streams. The vast majority of girls preferred academic
secondary education, presumably with a view to moving on to university upon graduation

(TABLE 2.9).

TABLE 2.9 NUMBER OF FEMALE STUDENTS IN ACADEMIC AND VOCATIONAL SECONDARY
EDUCATION, 201171 12

Academic secondary Vocational secondary
education education
Number of students 101 753 9724

Share of total (%) 91.2 8.7
Source: DOS, 2012a.

6 The gender parity index presents the ratio of girls to boys at specific levels of education. A GPI greater than 1
indicates a disparity in favour of females.
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There are a number of quality-related challenges in secondary education and in TVET schools in

particular, and they will be touched upon in the next subsection. Nevertheless, TVET still ensures

relatively good employment prospects, which at present remain out of reach for female students due
totherownand their familiesd preference towadisd gener al
Nations Development Programme (UNDP) on vocational education and training (mainly VTC) shows

that the proportion of young people completing TVET and finding work is significant, especially in the
governorates of Tafileh (56%), Mafraq (42%), and Karak (43%) (TABLE 2.10).

TABLE 2.10 EMPLOYMENT RATES FOR YOUTH WHO HAVE COMPLETED TVET

Young people completing TVET
and finding employment (%)

Balga &2
Irbid 38
Mafraq 42
Jerash 38
Karak 43
Tafileh 56
Maan 25

Source: UNDPT JICA, 2014.

According to data from the Jordanian National Centre for Human Resource Development (NCHRD), in
2011/12 females accounted for only 31% of enrolment in secondary vocational schools, and were
concentrated mostly in a small number of vocational streams provided in women-friendly
surroundings, limited to traditional female professions like hairdressing or nursing. The reasons behind
the reluctance of females to enrol in TVET, despite the employment opportunities that it is likely to
offer, are numerous and well known. Addressing them might help to start slowly to influence the
perceptions and choices of prospective female students and their families.

Fewer girls than boys join vocational training centres or opt for vocational secondary education, and
while there are cultural barriers to their participation, factors such as accessibility and creating friendly
environments for women are commonly recognised as deterring factors (Q-Perspective, 2009). In a
recent study by the UNDP, it was notable that women included in the study sample were less aware of
nearby vocational centres and courses offered than men were (31% to 47% respectively) (UNDPi
JICA, 2014). In both cases, however, the awareness level continues to be low. The low female
participation in TVET can also be explained by the preconceived cultural notions against women
joining TVET and the labour force in general (Barcucci and Mryyan, 2014).

Furthermore, there is a perception (confirmed by evidence) that TVET is for the less affluent. Although
vocational education students come from different backgrounds it is evident that students, both males
and females, who have parents with primary education and an income level of less than JOD 399 per
month are more likely to join than other students, of the total number of students in vocational
education (261 137), 17 632 come from families with an income of less than JOD 399 per month
(NCHRD, 2012).

Finally, yet importantly, TVET is stigmatised. Students who join TVET are considered academic
failures (UNDPT JICA, 2014), which runs contrary to the aspirations of young Jordanians in general to
acquire a university degree. Even though some of them may join community colleges, most still strive
to finalise their studies and dridge their studydto complete university. Despite the increasing need for
more technical and vocational skills, TVET careers are not considered attractive for both social and
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economic reasons. If allowed by their grades, students opt for general and academic education rather
than vocational or technical streams.

Women sample that was interviewed in October 2015, confirmed that girls' enrolment in vocational
education is limited, considerations related to: community perception of vocational education as less
important than university education, limited educational options in vocational training with the limited
options still devotes traditional role, in addition to the low wages.

For those few female students who enrol in TVET, another source of limitation in employment
perspectives is the choice of courses. In general, girls enrol in programmes that are deemed
appropriate for them. For the most part, their interest is in clerical and office-related courses, and trade
and crafts-related vocations such as hairdressing, personal care and beauty treatment, leather
clothing and tailoring. Boys also follow traditional choices: machinery and vehicle operation, metal
formations and mechanics, electronics and equipment technology, and so on (TABLE 2.11).

TABLE 2.11 TVET TRAINING COURSES OF INTEREST AMONG STUDENTS (16i 26), BY
GENDER (%)

Communication/IT 55 45
Trades and crafts and related vocations 28 72
Electronics and equipment technology 62 38
Catering and hospitality 61 39
Clerical/office functions 30 70
Metal formations and mechanics 97 3
Agriculture and horticulture 80 20
Machinery and vehicle operation 94 6

Source: UNDPT JICA, 2014.

A difference in enrolment preferences between males and females is observable in community
colleges as well (TABLE 2.12). Overall, the community colleges have more females enrolled than
males: 66% in 2012 (NCHRD, 2013). Womend high representation in community colleges is
associated with those colleges being women-only, and with the courses being two years long and
allowing for university bridging (ETF, 2015). Study fields that are believed to be more &ocially
appropriated such as languages, education, and Sharia and Islamic civilisation, are female-dominated.
Such fields of study are in limited demand in the private sector, but might provide knowledge and skills
more adequate for employment in the public sector.
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TABLE 2.12 PERSONS ENROLLED AT COMMUNITY COLLEGES, BY PROGRAMME AND SEX,
2011/12 (%)

Programme Males Females

Languages 10 90
Education 8 97
Engineering 91 9

Agriculture 76 24
Paramedical 28 72
Administration and finance 34 66
Information management 41 59
Hotel management 77 23
Applied arts 34 66
Applied science 0 100
Sharia and Islamic civilisation 12 88
Total 43 57

Source: DOS, 2012b.

It is likely that both males and females would prefer the job security that comes along with public
employment, but the study choices of males, such as engineering, agriculture, hotel management,
etc., give them a chance to compete for jobs in both the public and the private domains. In turn, this
improves their employment prospects, as in recent years most jobs are created in the private sector
(TABLE 2.13).

TABLE 2.13 PERCENTAGE OF JOBS CREATED, BY SECTOR (PUBLIC AND PRIVATE)

% of public sector jobs 35.1 29.3 34.5 33.6
% of private sector jobs 64.4 69.4 64.5 64.0
% of other jobs 0.5 1.3 1.0 2.4

Source: DOS, 2012c.

The picture is somewhat different at university level. Roughly half of all graduates are female
(TABLE 2.14), and at the higher, post-graduate level the female students outnumber the male ones.

Women who were interviewed in Tafileh, Amman and Irbid in October 2015 with PRIME team
confirmed that the government decision related to the decrease of the female employment in the
security and military sector as a result of the administration reforming programme. This decision is not
well appreciated from women, because they prefer government jobs than private-sector jobs, due to
the better security they offer.
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TABLE 2.14 NUMBER OF BA AND BSc GRADUATES, BY PROGRAMME AND SEX

RENEIES Males

Programme
Number % Number %
Veterinary science 13 0.1 23 0.1
Service trades 108 0.4 102 0.5
Dentistry 214 0.8 128 0.6
Physical education 288 11 397 1.8
Medicine 308 1.2 567 2.6
Law 314 1.2 809 3.7
Agriculture 375 15 221 1.0
Architecture and town planning 418 1.6 190 0.9
Mass communication and documentation 432 1.7 256 12
Fine and applied arts 477 1.9 574 2.6
Social and behavioural sciences 812 3.2 530 2.4
Pharmacy 899 35 457 2.1
Natural sciences 1438 5.6 657 3.0
Paramedical sciences 1825 7.1 1003 4.5
Engineering 2139 8.4 4098 18.6
Mathematics and computer sciences 2 230 8.7 2 058 9.3
Educational sciences and teacher training 3932 154 708 3.2
Humanities and religion 4341 17.0 1535 7.0
Commercial and business administration 4993 195 7744 351
Total 25556 100 22057 100

Source: DOS, 2012b.

There is a perception that the trouble with limited study choices for women continues at this education
level too, and that they are concentrated in more demaledappropriate studies that befit their social and
cultural roles. However, Table 2.14 suggests that, with one exception, the most popular graduation
subjects are the same for male and female students: commercial and business administration,
humanities and religion, mathematics and computer sciences, and engineering. The exception is
educational science and teaching, where the female graduates outnumber the male graduates by five
to one. The least popular subjects are the same for males and females: veterinary science, service
trades, and dentistry.

Despite graduating in similar subjects, females have more difficulty in finding a job after university.
TABLE 2.15 shows that females with Bacheloré degrees and higher are twice as likely to be
unemployed as males. In 2013, 26.6% of the female university graduates were unemployed as
opposed to 12.6% of males. The debate focus group confirmed in October 2015 to the high proportion
of male graduates enrolled in the institution security and military after graduation. As the families and
friends connections and support were given to the male university graduates more than the support
given to females graduated females seeking work.
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TABLE 2.15 UNEMPLOYMENT RATES (15+), BY EDUCATION AND SEX, 2013

e T e [ e

Total 12.6 10.6 22.2
llliterate 7.6 8.5 0
Less than secondary 10.9 10.8 114
Secondary 8.5 8.5 8.6
Intermediate diploma 11.9 7.4 20.2
Bachelor and above 17.8 12.6 26.6

Source: www.dos.gov.jo/dos _home e/main/

This discrepancy is a hint that the difficulties of women with transition from higher education to work
might stem from the labour market and possibly from family pressure, and not from limitations in
higher education itself. The finding could have implications for the construction of policy options.

It suggests that interventions to improve the transition of female graduates from education to work
might have to be customised for TVET and for higher education separately. Improvements in the
transition of female university graduates to work might require action that targets employment and
culture-related factors, described in Sections 2.3.2 and 2.3.3.

Some of the women confirmed that the quality of university specialization fields are not linked to the
labor market needs, in addition to that they pointed out the (wasta) and favoritism in hiring, which still
affect the hiring process and give the priority to males in employment.

Skills mismatch due to limitations in quality of provision and relevance of skills

Another source of skills mismatch which burdens transition is the quality of education and training and
the limited relevance of skills. This affects both young graduates and women who have been inactive
for a longer time.

Firstly, the quality of education and training is below what is needed and expected (ETF, 2015).
Addressing the quality of education has been a constant feature in literature on employment and
unemployment. The issues identified are rather similar and include:

Yy the mismatch in knowledge and skills that are being taught at schools, universities and vocational
training centres with the demands of the private sector;

the limited focus on practical learning for students at universities and vocational training centres;

the system of acceptance to universities which determines different weights of importance to
different specialisms within academia and between academia and vocational training;

teaching approaches and gender stereotyping;

the lack of focus on lifelong soft skill learning and insufficient emphasis on work values and
ethics.

Secondly, as stakeholder consultations confirm, the learning of soft skills and work values is limited.
Studies with private sector companies indicated that they are dissatisfied with the outcome of
education and are reluctant to hire Jordanian youth and women (World Bank, 2012), and that many
consider the applicant®& work attitude and soft skills as a critical determinant in the hiring process.
Moreover, when stating obstacles in hiring Jordanians, private sector companies indicated the lack of
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soft skills, insufficient salaries to motivate Jordanians to join the labour market, and lack of available
qualified applicants (Creative Associates International, 2014).

Women, especially girls of a typical university age, are subject to stricter behavioural rules than their

male counterparts are (JOHUD, 2009). This might have an effect on their exposure to communication

and affect their social skills. The mismatch between the outcome of the educational system and

womends ability to join the mguisitetthnicabkiowledgesandb ey ond |
skills, and rests in socially and professionally preparing women to engage in the market and foresee

their own role in it, either as entrepreneurs or professionals.

Through meetings with women, team PRIME observed the decrease in the desire of women in
business administration amongthef e mal e 6 s and eveh armongwomen who graduated from
vocational training courses for reasons of weak knowledge of the labor market, the fear of
independent work and risks, the fear of taking loans, and the fear from the legal accountability.

Thirdly, there is no gender-sensitive career guidance in schools. Pressure on women in employment is

relatively high and yet many of them are not receiving any form of support or guidance on labour law,

their career options, or even sharing experiences on managing multiple roles. Information suggests

that a large number of women in Jordan work out of necessity and not self-actualisation, but more
investigation is needed to help understand thhe driv
According to meeting sessions in October 2015 conducted by PRIME team, it became clear that the

need for money to cover expenses and things in life are the foundation of motivation to work and self-

realization comes later.

Finally, the vast majority of the female population of working age in Jordan is inactive. Statistically, the
transition from work to inactivity is most pronounced after the age of 39 and there is anecdotal
evidence that it tends to be a one-way transition. This means that those women who quit remain
inactive, despite the fact that currently some 38% of them have a university degree. Long-term
inactivity has various negative consequences, such as depreciation of skills over time (OECD, 2012)
and diminished employment outlook (Maloney, 2004). The longer the period of inactivity of women, the
more difficult if becomes for them to transition back to employment. There is a lack of training offers to
adapt and upgrade of skills in support of a re-entry to economic activity.

2.3.2 Employment conditions

Another group of key factors hindering young graduates in finding their first employment, women in
employment in staying employed, and those who are not active from re-entering the labour market is
related to working conditions and the attitudes of employers towards female employees. They affect
the absorption capacity of the labour market for female job seekers and its responsiveness to the
more specific requirements of female workers, in particular of mothers and women who transit from
inactivity to work. The following subsections discuss female transition from education to work from a
labour market perspective, retention of women in employment, and female transition from inactivity.

Transition to employment

The Jordanian market does not generate enough opportunities to absorb the new entrants to the
labour force each year. Despite recent improvement in GDP growth rate (from 2.3% in 2010 to 2.7% in
2012), there is an evident decrease in the number of jobs created between 2009 and 2012

(TABLE 2.16). On the one hand, public sector recruitment has decreased in line with the government
policies to reduce its current labour market share (ETF, 2014b), and on the other hand, the overall
performance of the economy and the current political situation of the Middle East emphasise the need
for Jordan to continue to improve its investment-friendly environment for foreigners and Jordanians.
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TABLE 2.16 NUMBER OF JOBS CREATED, BY SECTOR OF WORK AND SEX, 20091 12

2009 2010 2011 2012
Sector

Total M Total M Total M Total
Total 49 714 26 604 76 318 39335 234772 628126 360621 168256 52887.7 354483 126209 48069.2
Public
Soctor 19 911 6 850 26 761 12432  5969.6 18402 13777.6 44709 182485 12587 35844 161714
Private
Sector 29 662 19 506 49 168 26406 171775 435834 219309 121572 340881 22099.8  8656.2 30 756
Others 141 247 388 497 330.1 827.1 353.6 1975 551.1 761.5 3795 1141

Source: DOS, 2012c.

Furthermore, the jobs created do not meet the expectations of the Jordanian workforce. The majority
of new jobs are mainly low-skill and low-wage jobs that are not attracting Jordanians and in many
cases are not considered appropriate for women. Of the newly created jobs, only 30% are
opportunities for university graduates the rest are for high school or lower graduates (DOS, 2013c).

The quality and reliability of transportation to and from work affects the decisions of women and youth

to work. Jordandés publ oflbeindg effectivesgndeffitiemtt Regpondehtatbd s s hor t
study on transportation noted that both the distance from home to work and the frequency and

reliability of public transportation are significant determinants in their decision to accept or stay in a

job. Women are also affected by the weak transportation systems, as not only are they encouraged

not to assume jobs distant from their homes, in order to avoid transportation, but also they need to

consider other factors such as safety, returning early in winter.

In addition to the shortcomings of the transportation infrastructure, the cost of transportation is
relatively high, especially for workers moving from one governorate to another. Indeed, both workers
and business owners noted that a considerable proportion of salaries is spent on transportation from
and to work. The modest wages turn this into a burden that influences the decisions of prospective
workers whether to stay in employment (IYF, 2014).

Retaining women in employment

Even when women work outside home, there is a tendency to discriminate them in the way they are
treated at work and in the access to benefits and opportunities. The incentive of women to stay in the
labour market is low from both professional and personal points of view. Professionally, a considerable
share of young female learners are pushed into colleges and fields of study that hold little promise of
success in the labour market. Even after they graduate with a specialism that might be in demand,
employers tend to prefer their male peers. Once employed, women are exposed to structural
discrimination at the workplace: they are seldom promoted and have lower pay than their male
colleagues with comparable job profiles and responsibility. Hence, women lose interest in advancing
their career and drop out of the job market.

On a personal level, women in employment are under pressure to fulfil all their responsibilities at work
and home with limited support and are criticised if they fall short of meeting their family and community
expectations. Combined together, these pressures mean that women have little incentive to work,
especially if they do not even have control over their earned resources.

When they continue to work, women in employment tend to invest more effort both at home and at
work to prove their ability to balance between their tasks, even if it is at the risk of their own physical
and psychological well-being. Consequently, womend soping mechanisms are exhausted quickly and
their careers tend to be shorter, as many tend to drop out shortly after being married or at early
retirement age (451 50 years).
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Anecdote information suggests that some women prefer to work at home or in part-time opportunities
to accommodate all their responsibilities while working. Some also seek flexible hours in order to
facilitate their commitment to their families. Nonetheless, the culture of part-time work, job sharing,
flexible hours and remote home-based work is still underdeveloped in Jordan, consequently enforcing
a work structure that is not accommodating to the needs and interests of women in specific times of
their lives.

Companiesd perceptions and at t iAstudywith busioegssowngrs wo me n
showed that 31% of those surveyed believed that women are incapable of performing the same tasks

that their male counterparts undertake, 20% expr essed t heir concern about wo
late hours and 13% cited problems arising from vacations and personal leaves due to family matters.

Even so, a quarter of managers surveyed found that the main problems with women employees are

theirfami | i es & r ef us a(MORI®& UNPR, 200lh.e m wor k

Companies discriminate against hiring, training and promoting women. Private sector companies are

reported not to be sensitive to gender issuesandnotact i vely engaged in promot.i
advancement. The existing dnental modelséwithin the companies tend to perpetuate social

perceptions and reinforce stereotypes. Women are discriminated against in hiring, training

opportunities, promotion, wages and benefits. They are in some cases deprived of their maternity

rights that have been stipulated by the labour law as well. Sexual harassment is illegal by law but

because many women refuse to report it, due to social considerations, it continues to take place.

Some of the women confirmed that the lack of sensitivity of the private sector to gender in terms of:
the issues of discrimination against women in employment, training opportunities, promotion, wages
and benefits, Sometimes also denied of their rights to maternity..There is a lack of available day care
services. Although compulsory by law, companies should mandatory provide day care services for
their employees (provided they have more than 20 female and male employees with a total of

ten children under the age of four). Despite the law, according to survey many companies neglected
the stipulation or instead refused to hire women as employees, to ensure the inapplicability of the law
on them. Nonetheless, recently, and due to civil action and Ministry of Labour interest, the law is being
enforced and more companies are engaging in establishing day care. While such a solution will
facilitate womends work, the need for affordabl e da
composed of small to medium-sized enterprises (SMESs) that may not be obliged to provide day care.

The labor offices in Tafileh, Amman and Irbid confirmed the difficulties they face in the work force to
provide day-care services for children of working owners, however there is a response by employers,
but not to that percentage they plan to achieve. This challenge hinder the entry of women into the
labor market

Trends and perception of working women do not encourage private sector companies to hire them.
Due to the lack of sensitivity to womend seeds in the workplace, unfavourable patterns of behaviour
emerge from working women that in fact reinforce the negative image that women have. This is a
vicious circle unless the private sector revaluates its position to facilitate womené participation.

According to a study of companies in 2006, private sector companies noted reasons for their
reluctance to hire women. The first is attributed to the overall impression that women are less
productive than men, while the second relates to womend sudden drop out of the market for maternal
or retirement purposes’. Half of the hired women in the formal private sector are likely to change their
position in the first year (Amer, 2012). Of them 30% drop out of the market while only 12.2% move to
public sector jobs (Amer, 2012).

"Policiesonwomeno6s economic e mpo we20h2eJordanianiFgnt forHuman Dedetopnieret.n
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An ETF study from 2010 that surveyed ICT and tourism companies in Jordan, interestingly, did not
indicate the prevalence of negative stereotypes about women. Employers quite strongly disagreed
with the statements that women are less committed to their jobs than men are, or that they perform
worse than men do. In addition, employers did not believe that male colleagues and customers are
biased against women. They also tended to perceive their companies as appropriate workplaces for
women, and said that women improve the image of the company, and that women establish better
relations with the clients. However, 60% of employers in tourism and 32% of employers in ICT found
that it is difficult to find women with the qualifications and skills their companies need, and a majority of
the employers thought that women create organisational problems for companies, and that they find it
difficult for their company to provide transportation for female employees. Many thought that it is too
expensive to employ women because of legal provisions. When asked about the types of incentives
they would like to see for hiring women, employers mentioned sharing the costs for training,
subsidising salaries for the first year, supporting awareness-raising programmes, supporting part-time
work, and sharing the cost of nurseries and covering maternity leave.

The legislative framework is not favourable to female employment. Jordanian labour laws are
constructed from a patriarchal viewpoint despite efforts to grant women rights that are more equitable.
Indeed, while there have been many progressive changes to the labour law, some articles and other
relevant laws continue to perpetuate the image of women as dependent on men. Moreover, there are
gaps in the labour law and its implementation that reinforce the discriminatory practices against
women. In addition, there is no equal opportunity clause to grantee lack of discrimination against
women

Not having an anti-discrimination clause within the labour law, or even on a voluntary basis within
organisations, has rendered women vulnerable to discriminatory actions and decisions. Such
discriminatory behaviours create a less favourable environment for women to continue working. Efforts
to bridge discrimination between men and women are already on their way; however, unless a
coherent strategy to eliminate any form of mistreatment is introduced, the private sector will bypass
this by discriminating against women at the recruitment stage. The recent introduction to promote

@ g ui t a bfdr wompnaisyafh achievement. The initiative calls for equal pay without sex-based
discrimination for the same jobs that women and men undertake. However, unless there are
guarantees that women will not be discriminated against at the recruitment stage, some private sector
companies are likely to reject women applicants from the outset.

The underlying assumptions of the | aws are patriarc
Despite efforts to modify the laws and make them less discriminatory, clauses within the labour law,

social security law and taxation laws still reflect the patriarchal and economic model that men are the
breadwinners. Ther e are stil!] ' i mitations on womends worKk
from the labor law, despite efforts to modify the situation of women in the social security law, there are
stipulations that suggest that women still need protection and that they are dependent on men. For

example, unmarried or widowed women are entitled to their husbandsband fathersépensions if they

remain single. Once they are married or remarried, they lose the benefits. Similarly, men in the public

sector are offered family allowances whether their spouse works or not, but women are allowed them

only if they are the breadwinners of the family. These stipulations reinforce the principle that men are

the breadwinners and womenmesnbowor k i s suppl ementary

One more factor is informal employment. Government research has estimated on the basis of a 2010
survey that informal employment represents 44% of total employment, Including children and
foreigners, in the Jordanian economy. The World Bank has estimated the informality rate as a
percentage of GDP to be 21%. All informal workers are in the private sector: 59% are employees, 39%
employers and own-account workers, and 2% unpaid household workers (ETF, 2014b). If the
tendency is to restrict the number of work permits to foreigners during massive inflows such as the one
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currently this might result in a growth of the informal sector. The segmentation between formal and
informal sectors results in youth getting their first job in the informal sector and not accessing
protected employment later.

(Re)integration into employment

The concept of re-entry of women into the labour market is hardly studied or promoted. There is
limited understanding and information on the extent to which some women return from inactivity, and
why they do so. In addition, there are little if any reintegration programmes for such women. DOS data
for 2013 indicate that in the age group 20i 39, the share of women who join a new job is higher than
the share of those who quit employment (TABLE 2.17). It would be important to determine what
factors contribute to this statistic and to incentivise women who do not leave their jobs to continue
working.

Women mentioned during October 2015 meetings their wellness to return to work after their drop for
reasons of raising children, to do that, women were involved with vocational training, whether these
training provided by chambers of commerce or charitable institutions or vocational training centers run
by Ministry of Labor to enhance their skills to start new jobs.

The women mentioned other problem affected their work, which is their inability to communicate with
financial institutions and conditions for taking loans and payments system. Hence, the return to the
work is still dependent on women self-initiatives and not within a national plan to expand the
proportion in the work-force.

TABLE 2.17 PERCENTAGE OF WOMEN WHO JOINED A NEW JOB AND WHO LEFT A JOB,

BY AGE, 2013

15119 1.4 0.0
201 24 29.2 13.5
251 29 31.6 29.9
301 39 30.3 20.6
401 49 6.7 20.6
501 59 0.8 23.7

60+ 0.0 12.3

Source: DOS, 2013c.

2.3.3 Attitudes and beliefs

Womenodés empl oyment i s ofkduantior Bealth and sotidli worksTaey are alse
concentrated in public employment and are deterred from jobs that require fieldwork, mixing with men,
and long working hours (MOPIC & UNDP, 2011). Noticeably as well, the number of paid women
employees with vocational apprenticeship is rather marginal.

The society stil |.OnthesuridesstatistocairetiedHashemiverUkiversity study (Ali

etal.,2010)show t hat respondents support WWaveverna@esepewor k ou
anal ysis of the figures indicates that women support
respectively) and that in both cases, acceptance of

dinancial needs6of the family and is restricted by the @ppropriateness of conditionséat work.
Moreover, the study showed that since men are the breadwinners of the family they have priority over
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http://www.rand.org/content/dam/rand/pubs/research_reports/RR500/RR556/RAND_RR556.pdf
http://www.amcham.jo/Portal1/Upload/Block/Image/Creative%20Associates%20International%20Report.pdf



http://iknowpolitics.org/sites/default/files/johud-gender-study_0.pdf
http://hdr.undp.org/sites/default/files/jordan_nhdr_2011.pdf
http://en.unesco.org/gem-report/sites/gem-report/files/Jordan_fact_sheet.pdf
http://en.unesco.org/gem-report/sites/gem-report/files/Jordan_fact_sheet.pdf
http://documents.worldbank.org/curated/en/2012/10/16866089/soft-skills-or-hard-cash-works-female-employment-jordan
http://documents.worldbank.org/curated/en/2012/10/16866089/soft-skills-or-hard-cash-works-female-employment-jordan
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