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EconoWin – when women work, economies win
•

Regional GIZ programme working on the
economic integration and employment
promotion of women in the Middle East and
North Africa (MENA) region
 EconoWin is active in Egypt,
Jordan, Morocco and Tunisia

•

Commissioned in 2010 by the Federal
Ministry of Economic Cooperation and
Development
 Additional funds in 2015 by the
Special Initiative MENA to upscale
the approach of Gender Diversity
Management
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Why economic integration of women in the MENA
region?
Point of departure
• Female workforce potential is not fully tapped yet (Ø 21% labor market
participation 15 – 64 years)
• Women are mostly employed in the informal sector, often in agriculture
• Educational level of women is high (Ø 32% in tertiary education, >men),
in the future: more young women than men will hold a graduate degree

• Women are not in leadership positions yet (Ø 12% in Morocco and
Egypt)
• Social norms and cultural stereotypes restrict women
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EconoWin and its four areas of work
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•

Gender Diversity
Management in
cooperation with private
sector

•

ANA HUNNA Network
promotes the importance of
women’s participation in
the world of work

•

Professional Orientation
through Female
Mentoring

•

Gender Sensitive Value
Chain Analysis fosters
economic empowerment of
women in the rural areas
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ANA HUNNA
Network
•

Media and film
campaign

•

300 screenings (2014 2015)

•

More than 7000
viewers

•

More than 30 civil
society partners

•

Educational material
was developed for
guided material

NOW – potential ANA
HUNNA regional network
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Female
Mentoring
•

2nd round of ANA
HUNNA mentoring in
Jordan

•

Hassan 1er University
in Morocco is
implementing a new
round of female
mentoring
independently

•

Girls’ Day activities in
Egypt with private
sector companies

•

Internship to promote
tourism sector with in
cooperation with TUI
in Tunisia

GSVC Analysis
•

7 pilot projects in
Egypt, Jordan,
Morocco and Tunisia
with 700 female
beneficiaries

•

Increased earnings,
improved quality of
products, access to
supporting services

RESULTS
• The Jordanian
Ministry of the Interior
has integrated the
GSVC approach into
its rural development
policy.
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Implemented by

Gender Diversity Management
Hire, keep and promote female talent in the MENA region
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Diversity pays off – A gender-balanced workforce is
a competitive advantage
Gender-balanced workforce

Better
realization of
highlyqualified
workforce
potential

Increased
retention rates
through
keeping
women in the
workforce

Better
respond to
market by
enhanced
understanding
of female
customers

Enhanced
problemsolving and
innovating
through
diverse teams

Enhanced
public image
by positioning
company as
an “equal
opportunities
employer”

ENHANCED CORPORATE PERFORMANCE
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Three steps to motivate and enable business actors
are to tap the female talent pool
STEP 1 CORPORATE GENDER

DIVERSITY PROJECTS

Support 20 selected private companies to enhance
the recruitment, retention and career advancement
of women
STEP 2 BUSINESS ASSOCIATIONS
Enable associations of HR managers, entrepreneurs
and employers to provide services for business on
Gender Diversity Management
STEP 3 BEST PRACTICES
Facilitate exchange of experience among specialists
from the private sector in Europe and Middle East &
North Africa

Higher female
employment rates &
better job and
career opportunities
for women in private
companies
Gender diversity
management is
recognized as a
solution for
attracting and
retaining talent
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STEP 1 - Implement GDM projects in 20 selected
companies in the MENA region
Process of the GD projects
Duration of GD project: after selection up to 18
months

Up to 12 months
M&E
Up to 6 months

GD
Competition

GD
analysis

GD
project

Selection
process of
companies
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Zooming in…
BMCI – Career advancement of female employees
BMCI, a subsidiary of BNP Paribas,
employs about 3,100 people in Morocco,
49% women.
BMCI wants to increase the number
women in managerial positions. With the
outstanding commitment of the CEO,
several career development programs for
women to better access middle and top
management have taken place.
One year later, BMCI counts on 5% more
women in middle management, about
10% more women in upper management
and 20% more women in top management

Career paths
for women

Training
programs for
women

Sensitization
of managers

Communication
campaign

Women have to be stakeholders of the
economic development of their country,
otherwise we‘re missing 50% of the active
population
Asmaa Oudghiri, BMCI, (former) responsible for
HR Support and Career Management
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Zooming in…
Valeo – Winning more women for automotive jobs
Valeo Tunisia is an automotive supplier
that employs 1650 people, 40% women.
Due to occupational stereotypes it is
difficult to recruit women for jobs in
maintenance and warehouses. Only 3
women work there.
Valeo wants to change this. Several
measures will help to increase the
numbers of women in those
departments.

Cooperation
with training
centers for
automotive
jobs

Training for
managers
and
employees

Womenfriendly
working
environment

A woman can certainly take over all sorts
of tasks in maintenance. There is no
difference to the male colleagues
Ichraf, Valeo, maintenance technicien
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Zooming in…
Vodafone – Family-Friendly Workplace
Vodafone, a multinational
telecommunications company, employs
about 8,000 people in Egypt, 33%
women.

Familyfriendly
working
hours

Familyfriendly
corporate
culture

Childcare

Vodafone Egypt wanted to reduce the
number of parents, specially women,
leaving the company. With a number of
measures, Vodafone Egypt is
supporting employees in their family
duties.
By positioning itself as a family-friendly
employer, Vodafone Egypt aims at
attracting more women to work at the
company in the long run.

Empowering women is the right and natural
way to do business in any community
Khaled Mostafa, Vodafone Egypt
(former) Human Resources Director
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STEP 2 -Build ownership of our partner business
associations
Business
breakfasts
& events

Gender
Equality
Prize

Equal pay
day

GDM
Training

Studies &
surveys
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STEP 2 - Products & Tools – for HR professionals to
manage gender diversity
Manager Guide to
Gender Diversity

Gender Diversity
Management
Specialization Course

Gender Diversity
Analysis Toolkit

A

• Corporate Gender
Diversity Metrics

B

• Gender Diversity
Efforts

C

• Gender Diversity
Achievements

D

• GD Analysis Report
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STEP 3 - The GD Circulator boosts knowhow and
strengthens networks

Conferences

Workshops

“Peer-toPeer”

Representatives from business and politics
from Europe and the Middle East and North
Africa engage in a multi-stakeholder exchange

hands-on sessions on specific HR/ GDM
topics for HR managers and professionals
from 20 MENA companies

20 tandems consisting of MENA and EU
companies work on practical solutions for
more gender diversity
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Part of the GD Circulator are . . .

and more to come .Page. .16

Success factors & risks
Success factors

Risks

• Cooperation with private sector
and support of top management

• Economic situation in the
countries > recruitment and
production stop

• Business case and addded
value to the coporation jointly
with enthusiams and passion for
the topic of an individual

• Political instability
• Staff turnover > losing the key
person

• Open call for proposals
• Positiv competitivness and
regional/ international exchange
• Political momentum (SDG‘s, etc)
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Fragen?
Laura Stahl
5 Shagaret El Dor
11211 Zamalek, Cairo, Egypt
E Laura.stahl@giz.de
M +201023811102
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Gender Diversity Competition
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