DOCUMENT OF
THE WORLD BANK

FOR OFFICIAL USE ONY

GENDER-BASED DIFFERENCES AMONG
ENTREPRENEURS AND WORKERS IN LEBANON

June 24, 2009

‘ Social and Economic Development Group
Middle East and North Afca Region
The World Bank

A
N

This report is for restricted distribution. Recipients may use it only in performance of their official duties. Iltsroagtant be released without
authorization of the World Bank.




Table of Contents

EXECULIVE SUMIMAIY.. . iiiii it e e e et e e et e e e e e et e e e et eeeata e e e et e e e eaean e eesanaeeernnaeeens 4.
oo 13 o 1o o I PPN 8
Chapter One: The Entrepreneurs: Men, Women and How Each Contributes to the

Private SeCtor iN LEDANON.........oouu e e e 11

Part I. What Are the Differces between a Female and a Male Entrepreneur in Lebanon?2....11

1.1. Definition of entrepreneurshipéééckEKléeeeéeééceéceecdc

1.3 Capability of being an entrepreneur (entrepreneurial ability and accefisance) 12
Part Il. The role of Female entrepreneurs on female labor force participation in the
Chapter Two: Male and Female Workers in the Private Sector: Characteristics and
EMPIOYMENT PAIEINS. ...ttt e ettt e et e e e e e e rtaa e e e e 22
Part I. Comparisons between Female and Male Ereployn the Private Sector

////////////
,,,,,,,,,,,,

Employne nt by SectorééeéeeéeééceééeeéeéceépBeéecéecéc.

////////////////////

Empl oyment by Occupati onééééééééééFlééééééeéécéd

Part 1 11. Factors t hatoyamefretc t( mweol nee/nféesmadl ee®zacnodm pf
Chapter Three: Wage Differentials between Female and Male Employees in the
[SL A 2= LT =Tox (o (O PP 39

3.1 Descriptive resultsééeeecéééeeceeceéBreceééeece

rrrrrrrrrrrrrrrrrrrrrrrr

3.3 The contribution of the differend2 variable
Chapter Four: Conclusions and Policy Recommendation................ccooeiiiiiieeeeiiiie e 47

rrrrrrrrrrrrrrrrr

//////////////

Recommendations o boost supply of female | ahb8r éééééécéeé



Acknowledgements

This report vas producedinder the guidance of Farrukh Igbal Sector Manager (MNSED) by a
team consisting oRanda Akeel, Team Leader (TIHconomist (MNSED), Abay Asfaw
Getahun Consultant, Silvia Muzi ETE@MNACE), and Ramadan Hamed Mohammad
Consultant (The Amé&an Uniwersity of Cairo Department of Statisticdpreparatoryeasearch

and consultatiorsupport was provided blfrancesca Lamanna Social Protection Economist
(LCSHS), andTalajeh Livani ETC (MNSED).The team would like to acknowledge the
contribution ofNaderenChamlouSenior AdvisorMNACE) at the intiation of the report
and of INFOPRO with regards to the implementation of the two surveys in particular
Jennifer AbuMrad, the ProjeciManager.

This report was peer reviewed internally Indrew Stonelead Private Sector
Development Sgcialist (MNSED) John Speakmahead Private Sector Development
Specialist (SASFR)and ThomasJacobsProgram Manager, Leasing & Credit Bureaus
(IFC). Other review commentsand valuable feedbacknd supportwvere received from
Demba Ba,Zeina EiKhalil, Seonem Akkaya,Mark Blackden, Julia Brickell, Mayra
Buvinic, Fatou Fall, Laila AlHamad and Mona Ziade. Nada AbRizk andKrisztina Mazo
provided team assistance

The teamwould like to extend its thanks to the Ministry of Education, Ministry of Finance,
Ministry of Social Affairs and Ministry of Economy and Trade for providing feedback and
comments on the report. The team is @sateful to several individuals the private sector,
academiacivil society and various international organizatioamd_ebaron who contributed

to the concept design of the report and provided valuable informatidnconsultations
throughout its preparation in particulaProfessorMona Khalaf (Lebanese American
University), Mrs. Hanan SagBounder and President of the Lebanksague for Women in
Business), Mrs. Lamia Osseiran (Lebanese Council for Women), and Dr. Josiane Sreih
(Director Institute of Family and Entrepreneurial Business, Lebanese American University)
Thanks arealso owed to Lina Abou iHabib Executive Director CRTDA), Randa
Abousleiman Balad{Chief Lawyer,Abousleiman & Partners, Law OffiyeRamzi Al Hafez
(InfoPro),Hazar Caracall@Economic Team of MP Saad Hajjrdudge Arlette Jreisatti,lAa

Kadi (Lebanese Council for Women)eila Karami (President Lebanese Business Women
Association) Elie BoujaoudeandPierre Madan(Kafalaf), Fadoi Mansourl{es Associations

des Bangues du Libanand Chadia EI Meouch(Managing Rrtner,Badri and Salim El
Meouchi Law firm). From the privatesector thanks are extertiéo Ms.Maya Karanouh,
Rima Beydoun,Dima Al-Husseini,Joumana KlaAyoub, Leila Obeid, Mariam Chahine,
Nawal Mudallali, Sawsan Wazzakabri,andMounir Tabbara

Vice President: Daniela Gressani
Sector Director: Ritva Reinikka
Sector Manager: Farukh Igbal
Task Team Leader: Randa Akeel




Executive Summary

1 Are there significant differences between the perceptions and labor market experiences
of male and female entrepreneurs and workers in Lebanon? Are such differences important to the
optimal deployment of females in the workforce? This report approaches these issues
empirically through two surveys conducted in 280he first was a survey &35 formal sector

firms® (109 female owned and 126 male owned) and the second a survey of 615 \(@tRers
females and 273 males).

2. Careful attention was paid to sampling and definitions to get reliable results. The
samples for both surveys were stratified by sector of actiaity firm siz& (defined by number

of employees). Sample sizes were largeughoto allow for statistically rigorous comparison
between the two gender groups. Also, attention was paid to ensure that the definition of
entrepreneur captured those who are operationally active in the management of their companies.
In some earlier sueys, share ownership was used to define entrepreneurs. This can mislead
since some businesses are registered under the name of female owners who have no active role in
company management.

Main Findings
Entrepreneurs

3. The survey of entrepreneurs reeshthe following key findings (see Table 1):

a. Female entrepreneurs provide greater employment opportunities to other females than do
male entrepreneurs. On average 47 percent of the labor force in female owned enterprises was
composed of women comparex34 percent in male owned enterprises.

b. Women entrepreneurs provide better treatment to workers and are especially sensitive to the
needs of female employees. The survey data show that 50 percent ofd@matéfirms offered

family health insurance cevage to workers compared to 37 percent of roaleed firms.

Eighty percent of female employees were given maternity leave upon request indamate

firms compared to 72 percent in malened firms. Finally, in male owned firms more than 6
percentofé mal e empl oyeesd requests for annual | e ¢
percent of such requests by male employees. However, in female owned firms only 0.53 of
annual leaves submitted by women and 0.1 percent submitted by male employees iedte den

c. Female entrepreneurs have a better perception of female workers: 40 percent consider female
employees as more skilled/productive compared to 32 percent of male entrepreneurs.

L while the survey was held nationwide, most of the substantive responses came from the Greater Beirut area. Two thieds of bus
activitiesin Lebanon take place in the Greater Beirut area.

2 Although weights were developed to achieve population representation, it should be noted that the firm samples do ot provide
statistical incidence of female entrepreneurship in the Lebanese prietatepsr se, however, given the small number of female
entrepreneurs and employers in Lebanon as shown by other sources it can somewhat reflect the situation on-tAerggrunf the
mainreport) provides a detailed breakdown and explanation afatmpling and the data and to what extents it reflects the population.

8 Manufacturing, trade, services, construatitT, and hotel & restaurants.

4 Small ( >=5, <=9), medium (209), Large (100 and over).

® The data also shows that women with young chiidiess than 7 years of age) ask for more leave than all other groups, however, neither
these women, or their male counterparts with young children have had their requests for annual or other leave rejeetesli¢saok
exception where more women tvithildren than men face rejection). Those facing the highest rejections to their leave requests (annual,
sick, and other) are women without children.



d. Female entrepreneurs provide greater professional opportunities forfetha&es than do
male entrepreneurs. Sevetttyee percent of female owned firms had Boards wittb@%
female members as compared to only 36 percent of male owned firms.

Table 1: Survey Datai Entrepreneurs

Female Male

Owned Owned

Firms Firms
Proporton of workforce that is female (%) 47 34
Proportion of firms offering family health insurance (%) 50 37
Maternity leave requests of female workers approved (%) 80 72
Annual leave requests fdfmaleworkers rejected (%) 0.53 6
Annual leave requests ofale workers rejected (%) 0.1 0.5
Firm owners who consider female workers to be more 40 32
skilled/productive than male workers (%)
Proportion of firms with 20% 50% of Board members female 73 36
Firms with access to a bank loan to finance capitaperations (%) 48 64

e. Female entrepreneurs are more sensitive to financial and regulatory constraints. They listed
such constraints higher among investment climate challenges than did male counterparts. This
may be related to their differential accesdihance. Sixty four percent of male entrepreneurs

who financed their capital or operations had access to a bank loan compared to only 48% of

female entrepreneurs.

Workers

4. The survey of workers revealed the following key findings (see Table 2):

Table 2: Survey Datai Workers

Female Male

Workers who have completed colleggucation or above (%) 65 46
Number of days absent

With small children (under age 7) 10 5)

Without small children (under age 7) 5 5)
Leave requests (Annual, sick and othe¥)

With small children (under age 7) 69 65

Without small children (under age 7) 65 65.7
Rejection of all leave requests (Annual, sick, and oth%r)

With small children (under age 7) 0.55 0

Without small children (under age 7) 5.35 0.82
Rejection of all lege request (Annual, sick, and othefjp

Never married 5 0.46

Married 4 0.78

a. Femaleworkers are better educated than male workers. Sixty five percent of female workers
have completed college education or above compared to 46 percent for males.

b. Female workers tend to be single and younger. The average age of female workers is 31
while that of male workers is 35. Among female workers 68 percent are single and 29 percent are
married. The corresponding numbers among male workers are 47 percent and 51 percent.

c. Female workers face more challenging working conditions than do male workers in some
respects. A femal e empl oy e e élorfuneral attendance iso r
five times more likely to be rejected compared to the same request by a male employee. The
rejection rate for sick leave requests



by female workers is 11 times higher tharrigure 1: Percentage of leave requests denied by
that for male workers (Figure 1). A closergender of the employee

look at the dat a shows hat Al eave
di scriminationo occjurss mostly for ufn
married females without small children.
Leave rejection rates for female and mal
workers with small children are practically|] -
nonexistent and almost the same (0.5%*
percent versus 0 percent resipeely).

5 -

M Female

w
I

u Male

d. The degree of sector segregation among .
women has declined over time. Thus, whilg
older women (between 51 and 70 years otherleave Anmualleave Sk lenve
age) are heavily concentrated in th
manufacturing sector, younger women tend

to be more evenly spread across the rsagtors of economic activity (see Figure 2).

Figure 2: Female Employment by Sector and Age e. Female workers emphasize

1000 1 | g B nonwage factors more than
: s 0 male workers in their decision
s0% to work. Although income
. g " — stability and high position are
60% 1 m Hotel & Restaurants || Felevant to both female and
o @ Construction male workers, notwage
0% 0 > Eiix;?me conditions are  especially
- : = Manufacturing important for women. When
= 2 asked to prioritize female
e workersstressedvailability of
1830 | 3140 | 4150 51-70 flexible work, proximity to the
Age in years home, no child at home, and

availability of nurseries while male workers listed monetary factors asiéixed salary, benefits,
and availability of social security (NSSF) coverage.

f. Female workers face wage discrimination. Nearly 27 percent of the wage difference
between male and female employees is shown by statistical analysis to be plausiblylaigribut

to discrimination. Wage gaps exist even within the same sector and occupation even after
controlling for different levels of educatibn

g. However, wage discrimination varies by age and isaastent for younger female workers.

The survey data shv that the gender wage gap does not exist for younger workers (under 30
years of age) while at the same time women are just as likely as men to get promotions.

® Data is for wages only hence this does not refer to earnings.

" Differences in working hours: variablesch as sex, age, and marital status affect the number of working hours. After
controlling for these variables, there appeared no statistically significant difference in the number of working houns betwee
female and male employees.



Concluding remarks

5. The findings of this report show that compared to males, feemitepeneurdend to

hire more women and to provide better working conditions to them (as well as to male workers).
Thus making it easier for more women to become entrepreneurs should make a positive
contribution both to female labor force participation andiéoking conditions in the country.

Public policy shouldocusin particularon two key constraints that female entrepreneurs face
access to finance amomplexregulatons.

6. Loan guarantee schemes for small businesses such as the one offerédiyrkKa

Lebanon can be an effective mechanism to ease access to financing for SMEs. Setting up such a
program that focuses on supporting female entrepreneurs could be explored. Similarly loan
guarantee programs for individual loans such as those offestddents could be structured to
support women wanting to pursue private sector related initiatives. With regards to reducing
regulatory proceedings some countries have set up service centers (usually at the Chamber of
Commerce) that provide assistanceavigating all regulatory processes and agencies. Locating
these centers within officially recognized and high profile associations such as the Chamber of
Commerce would allow investors options other than resorting to unmonitored or unlicensed
agencies iad individuals where there is a high risk of not getting the full process done.

7. In terms of areas for further research, a gender based analysis of financing could
highlight the ways by which women face these issues differently than men. In the Lebanese
banki ng system, |l oans are highly <coll aterald]

name than to a company. Women are less likely than men to own assets or to have assets
registered in their name (such as land or housing) which can inhibit tHejr ttbborrow.

8. The findings of this report also show that some categories of female workers (such as
single women) find it more difficult to get leave for various reasdarried women (especially

those with children) appear to struggle in maintajnthe same level of work commitment
compared to those not married, exhibiting high absenteeism and leave requests. In addition, the
low level of married female workers in the sample suggests that more women choose not to
participate in the labor force whemarried. To support work for women with children
government could support initiatives for childcare such as extending the schoobatby
childhood educatiomafter school programand publicize prechools in poor and needy areas
Specific important seices are nurseriéstraining of nannies, and transportationluding child
transportation In addition, revisions to the labor law should focus on facilitating flexible and
parttime employment regulations and conditions.

0. The above findings pertaim formal sector firms. It would be useful to complement
these with a survey of the gender characteristics of the informal and micro enterprise sectors as
well. Ninety percent of Lebanese firms are in the informal sector and are micro enterprises in
size aml nature.

8 Regarding openingf@hildcare centers in the work place care must be taken to ensure that this does not become a burden
on private companies in a way that would drive them to discriminate further in their hiring of women. Examples from certain
countries where companies weeguired to open a childcare facility based on a specific (minimum) number of female

workers with children showed that employers would limit their hiring of women to below the minimum stated to avoid

having to set a childcare center at their expense.Bastices related to supporting childcare centers at work include making

it a requirement based on a certain number of total employees (male and female) hence not tying it to women only and at the
same time providing equal benefit to male employees widdren to have a childcare center. Other best practice examples
include facilitating the growth of the private sector childcare industry and putbliate partnerships to develop joint

childcare centers in work communities rather than making it a solieibwn private sector firms.

v
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Introduction
1. Background

1.1. Lebanon has faced a continuous series of economic setbacks fueled by mounting political
uncertainties and war over the decades. The current global financial crisis compounds the levels
of uncertainty an@nxiety facing households with regards to their future security. The need for
earned income and employment is therefore higher than ever and an increasing number of
women are entering the labor market as a means of generating additional income for #&emselv
and their families.

1.2  Women in Lebanon enjoy high social indicators both in education and health. The female
to male ratios in secondary and tertiary enrollment are 110 and 116 percent respectively
However, womeno6s par t etleripthetlabar marketor ptivatesectoc o0 N 0 my
investment is relatively low, especially when compared to their female counterparts in other
similar middle income countries. Female labor force participation in Lebanon is 37 percent
compared to 84 percent forem® and according tthe Lebanese National Survey of Household
Living Condition(2004)- which includes information 0R0,000 individuals across Lebanon

female employers account for only 1% of taabnomically active female®mpared to almost

7% of males who are categorizedemployers'. There are some clear indications that women
business owners contribute positivelyprivate sector employment in addition to investrirent
However, there remain limited availability of in depth information about @oentrepreneurs

and the dimensions that male and female entrepreneurs play on private sector employment,
particularly for women.

2. Objective

2.1  Given the important role of the Lebanese private sector in job creation combined with an
interest to incease income earning opportunities for women,répertseeks to explore the

working environment for females and the conditions as well as, barriers that women
entrepreneurs face in the business and investment environment. All the analyses will be gender
based comparing male and female indicators.

2.2  The analyses will examine the hypothesis that women entrepreneurs contribute more
positively than male entrepreneurs to female employment in Lebanon and that women in general
do not operate at a level playifigld as the men in the private sector. Teportwill suggest
recommendations that would help address the barriers faced at a higher level by female
entrepreneurs, as well as, improve the working environment for women in view of the factors
that affect heir demand for employment in the private sector.

° World Bank database.

% Female labor force participation in Argentina is 62%, in Croatia it is 58%, and in Malaysia it is 49%. In Turkey it is 29%.

" The National Household survey also shows that self emplogetlis (bothwith and without assistance from other

household members) are about 11% compared to more than 3&Jb efployednales.

2See AWomenods Entrepreneurship in the Middle East and Nol
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2.3  For this purpose the specific objectives will be to:

1) Determine what constitutes a female entrepreneur and a male entrepreneur in Lebanon and
highlight their role (by gender) to factors related toghpply of employment particularly for
women;

2) Highlight the different characteristics and working conditions faced by female and male
workers in the private sector including factors that influence the demand of women for
private sector jobs;

3) ldentify thebarriers perceived in the business environment by female and male
entrepreneurs; and

4) Determine any patrticular challenges that are faced by women both as entrepreneurs and as
workers based on institutional and regulatory environnmetite private sector.

3. Scope

3.1 The scope ofhe reporis on employment and entrepreneurship in the private sector and
does not include public sector employment. The prevailing trend is that women are generally
drawn to the security and favorable benefits offered idipgbctor jobs however, Lebanon

relies heavily on a dynamic private sector for economic growth and employment creation. In the
competitive environment of the private sector more women than men find it difficult to break
through and attain the same levébpportunities. Hence, after consultations with stakeholders

it was decided to focus the scope of the study on the barriers that women face in the private
sector compared to those faced by men and to provide policy recommendations that would
address chinges faced by women in this sector.

4. Audience

4.1. Thisreportis intended for stakeholders and decision makers in the private sector who can
make policy, legal and structural changes necessary to achieve equal employment and investment
opportunities in the privatesectorin Lebanon. Those would include the ministraé$inistries of:
Education and Higher Education; FinanSegial Affairs andLabor. In addition include the

judiciary, Rarliament, theChamber of Commercassociations,dnks,and tle private sector

among target groups as they can have strong influence on policy making and initiating.reforms
Similarly, avil society organizations and NGOs can use the information provided ireffostto
support their advocacy and awareness campd@promote gender equality; other development
and international organizations (including the World Bank Group) and donors will have an
instrument that would inform and guide them in addressing gender inequalities in the formulation
of their assistance draid programs for Lebanon.

5. Data and Methodology

5.1. Two surveys were conducted in 2007 specifically for this analysis covering the Greater
Beirut are&®. The first was a survey of 236rmal sectoffirms (109 female owned and 126 male
owned) with amilar levels of engagement and participation in the management of their business
(i.e. they were all engaged and were active business owners). The second survey was conducted
on a sample of 615 workers (342 females and 273 males). The selection of thes Sampoth

surveys was stratified at two levels: sector of actiignd firm sizé”® (defined by number of

13 While the survey was held nationwide, shof the substantive responses came from the Greater Beirut area. Two thirds of
business activities in Lebanon take place in the Greater Beirut area.
4 Manufacturing, trade, services, construction, IT, and hotel & restaurants.

9



employees). The sample selections were designed so as to allow fobesenh comparison to

the extent possible between each of the gender g@augpgprovide clear answers on whether
each group faces similar challenges or behaves differently based on gender. Although weights
were developed to achieve population representation, it should be noted that the study does not
provide information about thencidence of female entrepreneurship in the Lebanese private
sector per se, rather for the purpose of this analysis two non random sample groups of male and
female entrepreneurs each were selected to highlight the gender dim&nsions

5.2 The analysis exmines data from both the workers survey and the firm survey. The
workers survey includes detailed information on the characteristics of workers and on their
family/household background. When combined with the corresponding firm data it allows for a
comprénensive examination of gender disparities from the perspective of the employees, the
household, and the employers.

5.3. The methodology for analyzing the data invaleoking at descriptive statistics to
highlight the characteristics and differencetngen male and female entrepreneurs and workers.
The analyses of the employee datasudmgnostics using the dissimilarity index (DI) to
determine the underlying factors for any disparities in sector and occupational segregation. The
Mincerian wage regresons and the Oaxadilinder mean wage gap decomposition method,
examine the level of wage differentials between female and male employees and the impact of
endowments and discrimination on observed wage gaps.

5.4. Chapter oneovers the characteristiof female and male entrepreneurs. The differential
characteristics between female and male business owners are determined in terms of: ownership
status, entrepreneurial ability, how they started their business, the extent and source of financing
used,andstructure of the company Board (family/ntamily partnership). The second part

covers factors that are related to the supply of goftsworking conditionf the private sector

as exhibited by firms according to the gender of the owner.

5.5. Chapterwo focuses on the workers and their characteristics in terms of age, experience,
education, skills, and marital status. It examwesk the different work patterns of workeasd
identifies thedistribution of male and female employment across sectors@mgbations to

understand the dimension of sex segregation in private sector employment. Factors that influence
the demand of women for labor participation will be examined by looking at the various aspects

in employment that women value compared to mexn &s benefits, flexible wodkrangement
transportation, childcaretc.

5.6 Chapter three quantifies the level of the gender gap and identifies its sowi=s of
the different demographicharacteristics of the worker. Chapter four lays dowrctrelusions,
examines the related policy and regulatory environment, and provides recommendations.
Detailed data and supporting research are attached in the Annex.

5 Small (>=5, <=9), medim (20-99), Large (100 and over).
'8 Annex 1 provides a detailed breakdown and explanation of the sampling and the data.
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Chapter One: The Entrepreneurs: Men, Women and How Each Contributes
to the Private Sector in Lebanon

This chapter examines the data from the firm survey that was conducted fepthisit is

divided into two parts. The first part highlights the different characteristics of male and female
entrepreneurs the second part examinesdlleethat female entrepreneurs play on female
employment as compared to male entrepreneurs.

Part I. What Are the Differences between a Female and a Male Entrepreneur in Lebanon?

1.1. Definition of entrepreneurship

1.1.1. h the theoretical anémpiiical literature, there is a proliferation of definitions and
taxonomies of entrepreneurshgnd entrepreneursin the early theories, entrepreneurs are
defined as those individuals that earn uncertain profits from the difference between a known
buying prie@ and an uncertain selling pridearing the risk (Cantillon, 1755%tressing the
relevance of the entrepreneurial lapias having good judgment, S4$767%1832) identified
entrepreneursnore with the managers than with the owners of capital or firnagei_theories
defined the entrepreneurs as residual claimant optimizing agents continuously seeking for
opportunities to minimize costs (MarshalB64) or as innovators who mottee system out of

the static equilibrium by créiag new products or produoth methods (Schumpeter, 1949) and
assume the consequences of uncertainty related to those events (Knight, 1942). Recent theories
highlight the presence of enterprising skills (Shane and Venkataraman, 2000) and ability in
decisionmaking (Casson, 2003Degite the absence of a generally accepted definition it is clear

t hat t he ent r ep maliple aspestévhich intluglebusinegsoownshifs risk
bearing, innovation, opportunity seekirggnd management

1.1.2. Despite being quite widespretite use of firm ownership as proxy for entrepreneurship is
not free from drawbacks. Indeed, problems are related to the existence of different degree of
participation in ownership (e. g. sole proprietorship, majority shareholder, minority shareholder

orpprtner ship) as wel |l as to the real i nvol v
busi ness. The main question in the case of t
has the real decision power in running the activity, or, even bett@ther or not the owner is

the dreal playero in the private sector. At

consider firmds manage me- giten theadedteat thetmarager daily r mo ¢
interacts with the investmentilate - or, even better, to combine information collected on
owner and the manager.

1.1.3. These issues, which are already relevant in the analysis of the entrepreinegesingoal,
become essential when a gendesaggregated analysis of entreprenieiprds carried out. A
situation that is often found in the MENA region is that many companies have women as a
registered owner but in most cases it is by name only while the actual entrepreneur and decision
maker is a male (often a spouse or relative)yien the real players in the private sector are
identified does it become possible to see if male and female entrepreneurs face the same
investment barriers or not.

1.1.4. For the purpose of thiseportan entrepreneutis defined asan individual who owns
eithera majority shareholding (51%)a minority shareholding (49%), or ia partner/manager
who can be liable and who may or may not own some shares in the coniparig not the
registered ownerTheseindividuals regardless of shareholding status aseviously defined

11



haveto be actively involved in the running of the business by being dynamically involved in

the enterprisebs activity providing tangibl e
decision making process (i.e. managing, being aiden making member bthe Board,

and/or adecision maker within the company in general).

1.2 Legal status and ownership:

Figure 1.1: Participation of entrepreneurs by gender
1.2.1In Lebanon more men than women of firm owner
are “kely to be sole proprietors of their firm Figure 1.1 - Participation in entrepreneurship, by gender of the
(24 percent compared to 1percent.Women ' firms owner '
are more likely than men to be majority e . . ——
shareholders in their companies (20 percent of oty Sl
total female entrepreneurs compared to (16 ity s, é_h'_q
percent for males)Although the differences e et .
are small they arstatistically significantNo
differences are found with regardo minority
shareholders and partngffigure 1.1). These
indicators show that in terms of ownership,
women who are actively engaged in their own
business tend to be more likely shareholders in
their company (minority or majority) rathe
than sole propetors. o firms
||:| Manager B Active Board member |
1.2.2 Manufacturing accounts for 21 percent of the 109 firms run by female entrepreneurs,
whilst the remaining 79 percent are in servi¢ésOut of 126 firms run by male entrepreneurs,
about 25 percent are in manufacturing whilst 75 percent aerwicesRegarding size, the
majority of manufacturing enterprises in the sample are medium or large (hiring 20 or more
employees) regardless of the gender of the entrepreneur. An equal distribution between small
and medium/large enterprise is found @msces, again with no relevant differences between
enterprises run by male and female entrepreffeurs

Male-owned

Partner |

Minority sharehol.

Female-owned

Majority sharehol.

Sole proprietor

0 10 20 30 40 50

=

1.3 Capability of being an entrepreneur (entrepreneurial ability and access to
finance):

The capability of the entrepreneur is usuadigresented biwo main components,
Namely i) the entrepreneurial abilitandii) accesgo finance® .

1.3.1Entrepreneurial ability

Entrepreneurial ability is a wide term, which refers to the ability of individuals to perceive and
exploit business opportunity acdn include a wide set of factors namely:

A Experiencé measured by the number of years the entrepreneur has been in operation.
A Education- measured by the highest educational level attained by the entrepreneur.

" The services sector in this case includ&inting ServicesConstruction Transportation/car rentdinancial services,
EducationHealth and social actioResearch and testing services, Advertising / Marketing / ME&daning and
maintenance, Security, Service to individuals (beauticians, hairdressers etc.)

'8 Not enough observations were available in the IT, trade, construatibmodel and restaurants to allow for significant
results

% Evans and Jonovic, 1989.

12



A Business contact&nd motivation® - not enaigh data is available to allow for an
examination of business contacts however, motivations are proxied by the reasons behind the
entrepreneurship choice (taking over a family business or initiating a new venture).

A Knowledge ofthe marketi measured by the nt r e p fieddnok studysafid experience

~(previous work) in the enterpriseo0s special
A Opportunity seekingme asured by the entrepreneurso6 int
future.

1.3.1.1Experiencé Female entrepreneurs are slightly youger and less experienced than

male entrepreneursHowever, neither male nor, female entrepreneurs are in the very young age
group and neither is completely new in the market. The average age of a female entrepreneur is
45 years compared to 50 years for alenentrepreneur, whilst female entrepreneurs are
characterized on average with 13 years of experience in the market compared to 19 years of
experience by male entrepreneurs.

1.3.1.2Educatiorf> Women entrepreneurs are as educated as men and even sligidte so

as shown by the data although the difference is not statistically significamte majority of
entrepreneurs regardless of thggnderhave a university degree or post university degree. The
percentage is slightly higher for female entreprend@B percent) than for male entrepreneurs
(86 percent).

1.3.1.3Motivation (famlly business versus Figure 1.2 - Reasons for being involved in the current
own undertaking) In Lebanon family plays a business

crucial role in entrepreneurship, and is
equally relevant for female and male 100
entrepreneurs (figurel.2). Famly businesses
in Lebanon constitute 85 percent of the private
sectof®. According to the firm survey data an

38% 39%

@
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(o]
o
Il

IN
o
1

% of firms

enterprise where the board holds regular 20 J
meetings, the percentage of family membersjin | | . 4%
the board is 56% in firms run by male Male Female

entrepreneurs comparéml47% in firms run
by female entreprenedfs

| O Started with spouse B Family business O Personal skills/jobs related

1.3.1.4 Knowledge of the market: Nevertheless of those initiating their own venture women
have just as much knowledge as men of the marllest as many female entrepreneurs as male
entrepreneurs (approxately 40 percent) first got involved in the business because of their own
entrepreneurial ability linked either to exploiting an idea in the market, a specific opportunity, or
to considerations related to personal skill and/or comparative advantageqsrekiaus

experience in the field or their field of study).

1.3.1.5 Pursuit of opportunity and risk taking (intention to expand the business activity): The
data shows that women have a lower tendency to take an investment risk but women also list
financial and regulatory constraints higher than do meNen are more likely to report the

2 see Burke, FitzRoy, and Nolan, 2002 for a broader description.

% This data was taken from the same firm sample where 100 male entrepreneurs and 69 female entreppemeles to

this question.

%2 |pid.

BHAFamily Business Consultations in Lebanono, Josiane Fal
2 Differences are statistically significant.
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political and economic situation as a constraint. If it is true that entrepreneurial ability is
measured by Aopportunity seekingtcstartdihgeoftbat a s €
less risky attitudes of female entrepreneurs (Jianakopolis and Bernasek, 1998)1.Bigeltews

that despite having lesser perceptions of constraints and issues with regards to the political and
economic situation 30 percent of Lebanfsuale entrepreneurs had no plans to expand their

business compared to 18 percent of male entrepreneurs, with the main reason being the absence

of any need foexpandingNevertheless, although women appear as lower risk takers a

significant number are lédy to invest and expand (70 percent).

Figure13TEnt repreneur s6 plans to expand the business,

Male Female

no

constraints no
constraints
with plans to financial /
expand with plans to financial
no plans to 2% _/ - no plans to p -/ -

expand political and expand expand political and
)120/ _~ economic 30% 70% —— economic

0 . . . .

situation situation

—__company or \company or

\ market market
regulations .
regulations

1.3.2 Access to finance

1.3.2.1Access to finances an important factor that can allow an entrepreneur to translate his or
her entrepreneurialinitiative into action. Under such an asmption Lebanese male
entrepreneurs show, at a first glance, a stronger entrepreneurial skill than their female
counterpartsHowever, a more complex picture emerges when information about the source of
financing is analyzed.

1.3.2.2Differences betweemale and female entrepreneurs are found in tesrof access to

finance (as measured by botthe demand for finance andhe kind of financial instruments

used. When asked the questisnd o you current | y fimancegaurdcapyab u at
or operdion? ¢gonly 26% of male entrepreme s answer ed f rod fencaempar e
entrepreneufs.

1.3.2.3Sixty four percent of male entrepreneurs who financed their capital or operations had
access to a bank compared to only 48% of female entreprenewsrfi2.4).This difference is
alsoconfirmedafter controlling for industry fixed effects: female entrepreneurs are 17% less
likely to have a bank loan when they finance their business than méhe ©ther hand, for
women,personal savings are more redav. Establishing a causal relationship to determine the
linkages between lower access to banking instruments and lower access to finance with, lower
female attitudes towards expanding is difficult with the current data. However, an interesting

guestionrena i n s : nare female entrepreneurs in Leba
instruments because of weaknesses in the demand for financing or because of constraints on the
supply side?0 Findings from firmsstudies in ¢

1.3.2.4Findings from an Enterprise Survey datanalysesof firms in Eastern Europe and
Central Asia ly Muravery et al. (2007show that women entrepreneurs are less likely than

2 The difference in attitude is confirmed across size and sector.
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men to get a loaff. This suggest that, even if certain factors indiths women are lower risk
takers, actual constraints in the supply of finance can play an important role in influencing
womends fAentrepreneurial spirito.

Figurel.471 Access to finance andaurce of finance by gender

Male Female

64% 38%
26%

O yes banks B yes other sources O no O yes banks B yes other sources O no

* Differencesbetween male and female entreprenauresstatistically significant

Part Il. The role of Female entrepreneurs on female labor force paitipation in the
private sector

2.1 Female entrepreneurs are an important source for boosting female labor force
participation in the private sector in Lebandheither at the managerial pat the production
level. For the purpose of this analysis, fempbaticipation at the managerial level is measured
by the percentage offemalesn t he enterprisebs board.

Figure 1.5: Women on the Board of companies by gender

2.2 Firms run by female entrepreneurs are
more likely to have more women on the
board than frms run by male
entrepreneursSeventy three percent of
female owned firms had Boards with-20
50% female members as compared to only
36 percent of male owned firmBhe left talil
of the kernel distribution of the percentage
of women board members in firmsn by
male and female entrepreneurs (figure 1.5),
shows that a remarkably higher fraction of
enterprises run by male entrepreneurs have
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T T [T from 0% to20% of the board composed of
— male-owned firms female-owned firrs women compared to a definitely smaller

portion of enterprises run by female
entepreneursOn the other hand, for higher percentages of female board members, the kernel

% Those findings were establishatien correcting for selection on whether the firm seetban, and controlling for the
profit of the firm, capacity utilization, age, and competition faced by the firm, as well as for industry and country fixed
effects.

%" The same findings were found farhale entrepreneurs in other MENA countries (see Women Entrepreneurs in the
Middle East and North Africa, World Bank 2008).

15



distribution of firms run by female entrepreneurs always dominates those of firms run by a male
entrepreneur$his is true also whethe subsample of nofiamily busness is considered.

2.3 When controlling for family businesses the percentage of females on the board- of non
family female owned firms is higher than in nfamily male owned firms (22 percent compared

to 11 percent). This goes against the prevailirsgiaption that female owned family businesses
would by default have only female shareholders due to inheritance andcatitial factors
where if there were male family members they would have ownership and control. More detailed
data about the compositicof the male and female board members and their relationships is
needed to shed more light on this issue.

24 Enterprises run by female entrepreneurs hire a higher percentage of women workers
compared to enterprises run byale entrepreneurscross all gctors.On average, 47% of the
labor force in enterprisasin by female entrepreneurs is composed of women compared to 34%
in enterprises run by male entreprenétirs

25 Female employees in female owned firms have an advantage both in how they are
percaved as employees and terms of compensatiaonMale and female firm owners were
questioned about their perceptions and attitudes to employees and the results were compared
with how they treated female and male workers through wage andvagm benefits ah
services that they actually provide.

2.6 Female entrepreneurs are more likely than male entrepreneurs to consider female workers
as more skilkd/productive in their work (40 percent compared to) 3# better because of
personal characteristics like morérustworthy, more dediated, and more presentable (22
percentcompared to 17)On the other hand, male entrepreneurs are more likely to find no
advantages in hiring women compared to female entrepreneurs (46% versus tdi§ofé).6.

Figure 1.6. Advantages and disadvantages of hiring women as reported by entrepreneurs,

Advantages Disadvantages
100 -
100
17% 22% 80
80
0
" 32% g 60
g 60 40% &
g o
e 0 [ 50, I < 40 -
L e 39 el
20
46%
20 0
35% 17%
O T
0
Male Female Male Female
O no disadvantages B family committement
O no advantages B less costly O less skilled/productive O less committed to the work
O more skilled/productive O personal characteristics B not suitable

2.7 A high percentage of entrepreneurs (40%), regardledstheir gender, directly mention
family commitment as the major disadvantage in hiring womeviore male entrepreneurs
(29%) than female entrepreneurs (17%) consider women as less committed to their work for
reasons such as higher exit from work, higher absence, and unavailability for working overtime.
However, looking at the data on leave, absenteaisd overtime work request male firm owners

are more likely to reject leave requests submitted by female workers (paragrafa®) aiid

% Differences are statistically significant
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although 95 percent of overtime requests are usually accepted for all employees, more women
workers than men tend tave their request to work overtime rejected or ignored (see paragraph
3.1.11). At the same time women have a higher level of absenteeism in male owned firms than
men although from the current data it is difficult to determine if this is related to therhig
tendency of having their leave requests rejected in those firms.

2.8 Female entrepreneurs are more likely to provide health insuranceverage for an
empl oyeeds f ami | yand casual eick damed thdn enrale ler@repreneurs
However, moranale than female employees benefit from family health coverage. For benefits
and services that can be useful for work life balance, male entrepreneurs are more likely to

Figure 1.7: Services provided to the employees by gender of the entrepreneur

Figure 8 - Services provided to the employees, by gender of the
entrepreneur
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Note: Stars indicate differences that are statistically significant at the 1 percent level or the 5 pe
level.

provide maternity leaves for women and annual leaves however, the differencetéisintadly
significant (figure 1.7) and as just mentioned above women have a higher tendency of having
their leave request, particularly gender related leave (maternity and childcare) rejected by male
owned firms than in female owned firms as explainether in chapter three.

29 There is no statistically signf i cant gender di fference 1in
between male and female owned/managed firmalthough male employees are more likely to

be dissatisfied in female owned/managed firms (14.23 percent) compared to their female
counterparts (8.02 pegnt) and compared to male employees in male ownedépdnfirms
(10.76).

Leaveséggender related - maternity/childcare and gender neutral- all other types of
leaves)

Gender related leaves

2.10 Female owned/managed firms are more likely to approve enaity and childcare based
leave requests for their female employees than do male owned fifithe. cross tabulation

®Data findings are derived from the workersd survey
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results show that roughly twthirdso f f emal e empl oyeesd request f
breast feeding leaves are approvddhe dah shows thathere can be differensein the
applicationof these services in differentrrins such as female owned firms versus male owned

firms, different sectors, and among firms with different sifégue 2.6presents the approval

rate for different ypes of leaves applied by female employees between female and male
owned/managed firms. As the figure clearly shofesjale employees in fematevnedfirms

have a higher chance of getting their leave request approved compared to female employees
working inmale ownedirms and this holds true for all the three tgpé leave requests.

Figure1l.8:Per cent age of f emal e e mplbyggnderaf the dweeithe firme quest apry
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2.11 For example 80 percent of female employees who requested miterleave were
approved in female owned/managed firms compared to afflypercent in male ownetirms.

Thus, if male owned firms have a higher tendency to offer maternity leave women workers are
not benefiting as much from i&s the graph shows, the pentage difference increases as we
move from maternity leave, to child care and one hour breastfeeding leave requests. In the case
of leave approval for one hour breastfeeding request, the percentage difference between female
and male owned firms is more tha6 percent.

Gender neutral leaves

2.12Female and male firm owners equally discriminate against women in non maternal type
leaves indicating that all employers consider female workers as already getting too much leave
due to maternity and childcareFemale workers have a significantly higher incidence of
rejection to their (homaternal based) leave requests than their male counterparts in both female
and male owned firmg$zigure 1.9clearly shows the differences. The annual leave request of 3.5
perceit of female employees was denied compared to the request of 0.3 percent of male
employees. At the same time, the request of female employees for other leave (such as
unexpected travel or funeral leaves) is five times more likely to be rejected comptredame
request by male employees. This chance of rejection is much higher in the case of sick leave.
The chance of female employeesd request for ¢
chance of a mal eHereanpdtemiyenee sdmes aetigecastsof other types of
leaves that women are entitled @ad there is no consistent and meaningful difference across
different sectors and sizes of firms.
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Figure 1.9: Percentage of leave requests denied by gender of the employee
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2.13 Although all types of (non maternal based) leave requests of female employees are more
likely to be denied in both male and female owned/managed firms the differences are more
significant in the case of male oved firms. Figure 1.10presents the diffrence in the
percentage of female and male leave requests deni¢gtebyender of the ownef the firm.
Positive values showhat
Figure 1.10: Difference in the percentage of leave requests denied requess of female
between female and male employees ltige gender of the firm owner employees are more
likely to be denied
compared to requess
submitted by male
employees. As the figure
clearly shows, the
percentage difference in
denial of (the) leave
request between female
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Male owned/managed firms Female owned/managed firms and .male employee§ is
3.24 in male owned firms
O Other leave @ Sick leave B Annual leave Compared to only 2.33 in

female owned firms.

2.14In male owned frmsmr e t han 6 percent of female empl
is compared to less than 0.5 percesftrequests by male employegtenoting a difference of
5.55percentage points). In female owned/managed firms on the other hand only 0.53 percent of
the annual leave request of female and 0.1 percent of male employees is aetifsignce of

0.43 percentage pointd).nt er est i ngly t he ganiamirreateiad red d dhac
for unmarried females without small children. Leave rejection rates for female and male
workers with small children are practically nreristent and almost the same (0.55 percent
versus 0 percent respectively).

2.15 More women than men tend to have their request to work overtime rejected or ignored.
Workers were asked whether they work overtime and whether their employers grant it. Only 26
percent of the employees (male and female) said that they can request to workeouetarly

half of the workers in the survey (52 percent male and 47 percent female) request it and 94
percent of the requests are usually accepted equally by both female and male firm owners.
However, interesting variations are observed in the rate efttrens of overtime requests
submitted by male and female workers. While only 3 percent of the request of male employees is
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refused or ignored, more than 10 percent of the request of women employees is refused or
ignored and the difference is statisticalfignificant. This implies that out of 50 overtime
applicants, the request of only one and a half male employees is rejected or ignored compared to
five female employees.

2.161n firms and job categories where overtime work is applicable, nearly 30npefciemale
and 26 percent of male employes#aimed that they couldot refuse to work overtime if it was
requested of them. Results agww thatt9 percentf the over-time hoursworkedgoesunpaid
No significant gender differences are observed th boeas.
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Key Summary points

1 Compared to male entrepreneurs female entrepreneurs are slightly younger and consequently
have less experience but they are equally educated even slightly mdversenalsohave just
asmuch knowledge as men of the market.

1 More men than women are likely to be sole proprietors of their firm and family businesses play
a crucial role in entrepreneurship in Lebanon, and is equally relevant for female and male
entrepreneurs

1 Women list finagial and regulatory constraints higher than do men. Differences between male
and female entrepreneurs are found in terms of access to finance (as measured by both the
demand for finance and the kind of financial instruments used).

1 Female entrepreneurs ae important source for boosting female labor force participation in
the private sector in Lebanon either at the managerial or at the production level. Firms run by
female entrepreneurs are more likely to have more women on the board than firms rua by mal
entrepreneurs. Enterprises run by female entrepreneurs hire a higher percentage of women
workers compared to enterprises run by male entrepreneurs across all sectors.

1 Female employees in female owned firms have an advantage both in how they aregasceive
employeesndin terms oftreatment Female entrepreneurs are more likely than male
entrepreneurs to consider female workers as more skilled/productive in their work or better
because of personal characteristics like being more trustworthy, moratdddand more
presentableHowever, ehigh percentage of entrepreneurs regardless of their gender, directly
mention family commitment as the major disadvantage in hiring women.

1 Female avnedfirms are more likely to approve maternity and childcare basmdlrequests

for their female employees than do male owned firffsmale entrepreneurs asomore likely

to provide health insurance coverage for an
leave$ than male entrepreneurs

1 Female and malérm owners equally discriminate against women in non maternal type leaves
indicating that all employers consider female workers as already getting too much leave due to
maternity and childcare. Although all types of (non maternal based) leave requestslef
employees are more likely to be denied ithbmale and female owndidms the differences are
more significantn the case of male ownédns.
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Chapter Two: Male and Female Workers in the Private Sector:
Characteristics and Employment Ratterns

This chapter covers three areas:

1) An assessment of the differences and similarities between female and male workers in the
Lebanese private sector in terms of their characteristics, and working patterns;

2) The distribution of Female and Male Werk Across Sectors and Occupations; and

3) A deeper analysis of the factors that influence the demand of women for labor force
participation compared to men including a
law, and factors that affects their deoisto work/stay on their job.

Part I. Comparisons between Female and Male Employees in the Private Sector
(characteristics, employment structure, and working patterns)

2.1 Age and experience:

2.1.1Female workers are on average younger than male wenk Overall, 38.2 prcent of the
sampledwvorkers are female. The mean age of female employees is 31 years compared to 35
years formale workers. Figure.2 presents the distribution of workers by four age categories. As
the figure clearly shows, most faie employees in the Lebanese private sector are very young
compared to men and thehiase declines as age increases.

Figure 2.1: Distribution of workers by age and gender
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2.1.2 Fifty seven percent of female employees are in the youngest age cafd@B9 years)
compared to only 37 percent of male employe®@s. the other extreme, 12 percent of male
employees are in the oldest age group-{Blyears) compared to only 2 percent of sampled
female employees. This result indicates that more young fenebl@nese have been joining the
labor force compared to their mothers. In addition, as expected when looking at the age
composition of workersmale employees have more experience than female emplolees
difference in the mean for experience between raald female employees is 1.2 years. The
difference is much higher when considering the me(Bdnyears).
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2.2 Marital status

2.2.1 Marriage plays a highr ol e on wo @eenalh $5 pevaent lof. theworkers
interviewedare single 43 percent @ married, and only 2 percent have been previously married
(divorced, separated, and widowed). Among female employees, 68 percent are single and 29
percent are married. When looking at male employees however both married and single males
are on almost equdboting whereby, 47 percent are married and 51 percent are single (figure
2.2).

Figure 2.2. Distribution of workers by marital status and gender
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2.3 Education and occupation

2.3.1Female workers are more educated than their male counterpaviste than 87 percent of

all the workers surveyerkeport having attendeskecondaryor universiy education (34 percent
secondary and 53 percent university)Of thosewho attended high school and university
education64 percenhave done so through private edtional establishmentswhich highlight

the importance of the private educational sector in building the human capital in Lebanon.
Interestingly more men attended private educatiéd.b percent) compared to womeA5(5
percent).The percentage of fema@mployees with elementary level of educatioony seven
percent compared to 17 percent of male employees. Sixty five percent of female employees have
also completed college or above compared to only 46 percent of male empgkgedsgure

2.3). Thisgap still holds after controlling for age differences. In the3Q&gegroup, only 47
percent of male employees completed university compared to 75 percent of female employees.
As the graph shows, the gap declines as age increases indicating the hoghapart of young

women in the higher education system.

%0 At the time of the survey, onli5% of the employees were still attending schools or universities.
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Figure 2.3. Educationof workers by genderand age
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2.4 Occupations

2.4.1 Females are highly involved in administrative jobs particularly in accounting,
secetarial/receptionist, and as assistant mange@n the other hand male employees are highly

involved in production and other (nqmoduction) occupation(figure 2.4).

Figure 2.4. Occupation by gender
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2.5 Employment registration and past employment istory

2.5.1Women workers are less aware or knowledgeable about employment registr&igmty-

five percent of all workers surveyedave beenlegally registeredsince the start of their
employment, of which 71% were registered within the first threethso Seventy four percent of
male employees have been legally registered within three months compared to 67 percent of
female employees. When explaining reasons for beingreregistered employemost male

employees stated that they were either a pad or temporary worker, or that they did not have
a Lebanese nationality. Female employees did not seem as knowledgeable and mentioned

reasons such

fidid not

as

At hey

wo ul
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k mssu@. Eighbeenupercent bfemployees that are not registered are non

3111 the data set, jobs were classified as administration, professional, productigmodantion & trainee
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Lebanese, 80 percent of them are femakese findings indicate that efforts should be made to
educate women about the labor, their rights and responsibilities.

2.5.2Twenty eight perceinof employees were unemployed before getting their current job and
there is a statistically significant difference between female and male employEeisty seven
percent of female workers were unemployed before their current job compared to 22 gercent o
male employeedsEighty-six percentof all employeesad spent up to a year looking for a job
before finding employment, whiledlpercenhadspent more than a year doing so. Interestingly,
there is no statistically significant gender difference in thaber of months stayed without job

(9 months for male and eight months and half for female employees).

2.6 Transportation to work

2.6.1 Generally, 82 percent of the respondents do not consider getting to work as being
difficult (83 percent of male and B percent of female employeesjowever, women more than

men consider good transportation as importantfork and public transportation (government
and private companies) are more important for workiémle there is no statistically significant
gender dference in the percentage of employees who use public transport, more male
employees use private cél vs. 52%) and motorcycles (four vs. less than one percent) than
their female counterparts. Female employees are more likely to walk on foot (11 hts. eig
percent) and to use taxi cabs (13 vs. six percent). This may indicate that provision of public
transport services by the government or private companies can be more beneficial for female
employees (figure 8). Female employees are also more likelyive Inear their work place as
indicated by the relatively small amount of time they need to arrive at work.

Figure 25: Means of transportation to work by gender

70
60 -
50

. 40

<" 30 A
20 -
10
0

=
Tax.;

Private car
Public
transport
On foot
Motorcycle
Other

| O Female® Male |

2.7 Working hours and flexible work time

2.7.1Men work more hoursthan women.Most empbyees(male and femaleyork five to six

days a weeKmean 5.6 and median 6 days). The mean and median numbers of working hours
are 8.6 and 9 hours respectively. Nearly half of the employees work for 8 hours or less and 30
and 16 percent of them work fr and 10 hours, respectively. The number of hours worked by
female employees is relatively small compared to their male counterparts as shown in Figure 3.6.
Those that work 8 hours and less are made up of females where as those that work 9 hours and
moreare made up of males.
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Figure 2.6: Distribution of working hours by gender
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2.7.2Gender does not play a significant role in the determination or availability of flexible
working hours offered by employer&ased on what was reported by the workergp@@ent 6

the firms offer flexible working hours. Of this 20 percent, 78 percent provide-tjpaet
employment, 9 percent allow working from home and 16 percent have flexible entry and exit
times.

Figure 2.7: Availability of flexible working hours for d ifferent groups
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2.8 Absenteeism

2.8.1 Women have higher level of absenteeism from work than do n@n. average total
employees are 5.36 and 2.21 times absent from their work in the past year and month,
respectively. Male employees are absent fronr twerk 4.85 (median 4) and 1.98 (median 1)
times in the last year and last month, respectively. The corresponding figures for female
employees are 6.17 (median 5) and 2.45 (median 2), and the differences are statistically
significant in the case of the mberof times absent from work in the last year.

2.8.2There is no consistent and meaningful difference in the pattern of absenteeism across

sectors. However, there is significant gender difference in the pattern of absenteeism that
exists between femaland maleowned firms (figure 28). The average number of times female

26



employeesare absent in male ownddms (both over the past year and past month) are much
higher than the corresponding figures for male employees. For instance, tan@te/ees in

male ownedirms are absent from work 7.02 and 2.08 times per year and per month, respectively
compared to only 4.59 and 1.62 times of male employees.

Figure 2.8: Number of timesa worker is absent from work last year and last month
by gerder of the emplgyee and ownerof the firm
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2.8.3However, this gender discrepanaanishes in female ownefirms. The average number
of times female and male employees walisent duringhe last year wer®.26 and 5.25,

respectively. The nungp of times female emplegs werabsent from work durinthe last year

in male ownedirms is higher than the numb of times female employees wetgsent in female

owned/managed firms.

2.8.4Female employees are more likely to be absent from work to take care of their chjldren
parent, etc., than the male counterparts (figure 2). However,illness is the single most
important reason mentioned by both female and male employees. More than 79 percent of male
employees and 75 percent of female employees mentioned iliness fasttheason for their
absence from work over the last year.

Figure 2.9 Reasongmnentioned first by workers (apart from illness) for absence
from work over the past year by gender
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Part Il. Patterns of Employment across Sectors and Occupations

2.2 Patterns of Employment by Sector and Occupation

Employment by Sector:

2.2.10ut of the 28 different sectors reported by firms, six broad sectors were identified for the
sake of analysis: manufacturing, commerce, service, construction, hotel and restaugand
information technology (IT) The service sector is the major employethis sample. It employs
more than onghird of the total labor force in the sampfeggre 2.1Q. The manufacturing and
the commerce sectors are the second and the thirglstaggnployers (they employ 28 and 16
percent of the total sampled workers).

Figure 2.1Q Total employment by sector
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2.2.2Using the measure of the dissimilarity index (Bfito determine the level of segregation
thirty two percent of female employeased to move across sectors in order to achieve an even
distribution across the six sectots However, when looking at the different characteristics and
work related variables of employees interesting variations provide a clearer pattern.

Age:

2.2.3Young females are relatively equally participating in all sectoF8gure 2.11 shows that

the level of sectoral gender segregation increases as the tigeevhployeencreases. In other
words, the average share of female workers across sectors decreagesraseases. For the
youngest age group, the level of sectoral gender segregation is relatively small (ID. F0id6)
indicates several things that should be taken into consideration with caution given the lack of
adequate data for deeper investigatidme findings highlight the positive achievement in

%2 The Index of Dissimilarity (ID) given byjp :}aﬁ‘ L m
i=1 M
f, = the percentage of female employees ini'theector*
F = the total female employees in the sample
m = the percentage of male employees inithgector*
M = the total female employees in the sample
*Occupation can be substituted for sect@ee anax to chapter three for a more detailed explanation

% The index of dissimilarity computed for the six sectors is 0.3158.

where:
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womends capacity that has reached the same |
become more culturally and socially acceptable for women to be working in all areas and sectors
than wasthe case for their mothers. Furthermore, the growth of the services sector in Lebanon
has opened up employment opportunities and employers are capitalizing on the comparative
advantage of the new generation of educated young women. A deeper look atethef lev
womends segregation by sector opens up the pi

Figure 2.11 Index of sectoral dissimilarity between female and male employees by age
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Figure 2.12: Percentageof women employed by age and sector
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2.2.4For instance, more than 60 peent of female employees who are older than 50 years are
employed in the manufacturing sectowhereas the pattern is reversed in the case of the
services sector whemmore than 40 percent of female workers betwdbe ages ofl8 and 40

are employedcompaed to only 19 percent of female workers above.58s age increases the
percentage of women employed in the construction, hotel and restaurant, and IT sectors declines
significantly, in the above 50 age group, no single woman is observed in the ITucbosir

and hotel and restaurant sectorffigure 2.2). Interestingly, there is no significant age
difference in the percentage of women working in the commerce skcterms of salary level

341n the case of the IT sector, this also holds for men above 50. In the construction, and hotel and restaurant sectgrs, howeve
we observe men above 50.
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the encouraging news is that younger women are increasnggying into the highest paying
sector (IT) and are moving away from the lowest paying ones (manufacturing and corfimerce)

Marital status:

2.2.5Marital status may also affect the sector of employmémtwomenbut age is a stronger
determinant Theindex of dissimilarity computed for female and male employees with different
marital status i9.19 for never married and 0.15 for married workefBhese figures amelatively
small compared to the ID figures computed for thegaeder segregation acsosectorgtable

2.1). This implies that the aggender sectoral segregation is more important than the marital
statusgender sectoral segregation.

Table 2.1:Index of dissimilarity by age groups

ID by Age

18-30 years 0.1644
31-40years 0.4415
41-50years 0.5557
517 70 years 0.5459

2.2.6Based on the datdurther investigation needs be made to determine if the hours of work
and cultural factors make working in the IT and hospitality industry undesirable for married
women. Though the level of gendemarital status sectoral heterogeneity is relatively small,
significant sector variation is observed within female employees theraskivé¢heir marital

status (seeidure 2.13). The figure reveals that there is no significant differdme®veen single
nevermarried and married women Bectos of employment excepthat a higher number of
single never married women are more likely to work in the IT and hotel and restaurant sectors
even after controlling for age differences.

Figure 2.13 Percentage of women employed by sector & marital status
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% Employees in the IT sector get the highest average monthly payment (US$1,058) followed by services (US$ 883),
commerce (US$ 731), and manufacturing (US$ 669).

3 The third group, married before (divorced, separated, and witjpare not included in the analysis due to insufficient

number of observations.
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Education:

227Education remains an I mportant requisite f
findings support this conclusionVery high sectoral gender segréga is observed for less
educated employees. The educaty@mder sectoral dissimilarity index is 0.45 for illiterate
workers and it declines to 0.13 and 0.19 for high school and college gradeafestively.

Further examination of the occupation wonage concentrated in provides more insight.

Employment by Occupation:

The same DI measure is used to examine gender segregation by occupation. Occupations are
grouped into four categoriegrofessional, administration, production, aber.

2.2.8 The omputed occupation DI for Lebanon (0.2754) is relatively low compared to the
sectoral dissimilarity index computed above (0.3158) and lies within the average for the
MENA countries. Using the same breakdown of occupatiohs, iD computed for the MENA
courtries ranges from 0.18.65"".

2.2.9 Almost8 percent of female employease concentrated in administrative occupatiofis
Womenods shar e i nis6ddencénhcorsparedadd percemtorjmaldemployees.

A deeper breakdown within occupatfoshows that mmenare also more highly concentrated in

jobs such asoperatos/secretaries or accountar{(tshere theirshare is16.5 and 17 percén
respectively compared to 3 and 9 percentifates)and they are less concentratednanagerial,
technical,and skiled labor occupations where theainare is relatively smalln the banking

sector where women in Lebanon have integrated well at the professional levels, out of a total of
544 senior managers listed in the 2006 Almanac of Banks only 75 were Wdmerof the 382

listed Board members 14 were women).

2.2.10 Occupational segregation by gender may be more likellye to experience and
education than on other factors (discrimination or soegultural barriers) when taking into
consideration, age, mdtal status and education level afmployes. Figure2.14showsthat the
gender occupational difference is very high for the younggsgroup (ID = 0.29) and lowest
for the oldest age group (0.054)he negative slope of theurve for age indicates that
occupational segregation between female and male employedasedeak the age of the
employedncreases.

2.2.11The level of gender segregation in occupation declines significantly as the level of
education increasesidure 2.15. The ID value for wadkers withelementaryeducation is one of

the highest (0.53) indicating a high concentration of women with lower education in certain
occupations This high level of ID shrinks by more than 10 times in the case of college
graduates. The negative and steegdhped curve of the education graph indicates that the level
of gender related occupational segregatioall occupationsleclines significantly as the level of
education increaseagain supporting the argument of the importance of higher education for
employment opportunities for women.

37 Anker, R. 1998. Gender and Jobs: Sex Segregation of Occupations in the World. Geneva: International Labor
Organization.

3 The overall occupational dissimilarity index besm female and male employees is 0.2754.

39 The banking sector was not included in the survey as banks did not form part of the sample for the ICA 2004 from which
the sample for this study was designed.
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Figure 2.14: Index of occupational dissimilarity between female and male employees by age,
marital status, and education

0.6 T
0.5 4
0.4 4
0.3 + ‘\.
0.2 +

0.1+

18-30 31-40 41-50 51-70 Never Married Elementary | Secondary college
married
Age group Marital status Education
Part [ I Factors that af fect womends demand
23.1lngener al demane forfatsor force participation is more affected by non wage

conditions whereas for men their decision to work is more related to wages and benefits.
Various factors may affect the decision of employees to work and/or decide to stegrat
current job. The employee survey collected informatanincentives to work or on issues that
affect the decision oémployees to take the joResponderst werealso asked to rank the
reasons. The reasons are classified into three parts baskd différence in the responses of
femde and male employees: important for both sexes, important for female employees only, and
important for male employees only.

2.3.2 Respect at work (80 percenf total responsésfollowed by fixed salary (65 percenthen
benefits (10 percentwere rankedequallyimportant by both mbe and female workers (figure
2.15).

Figure 2.15: Factors that affect the decision to work or to stay at the current job
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2.3.3 Flexibility at work, proximity to home, availabilityof good transportabn, good
treatment at workhaving no small children at home, availability of a nursery, a high position,
and encouragement from spouse/famiyere mentionedmore by female workers than male
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workers to beimportant factorsfor working (figure 2.16). Factors which were mentioned
proportionatelymore by male workerisiclude high salary and availability of NS8Eoverage

Figure 2.16: Female & male employees who mentioned various factors that affect their
decision to work (%)
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2.3.4 \When asked to prioritiz€ female employees stressed thdaetors that are related to

family issues such as flexible working hour@roximity to the home, no child at home,
nursery, and the ke while male employees highlighted monetary factors as priaitfixed

salary, benefits, and availability of NSSF coverggeThis is not surprising as in the case of
female workers (most of who are unmarried and may not have dependents) their income is
supplementary to the household whereas for men in most casgsatbethe primary
breadwinners.For instance, more than 55 percent of male employees cover more than half of
their family expenses compared to only 20 percent of female emplay®edo soln addition,

the data shows that5 percent of female employeeavie household relateasponsibilities
compared to only 41 percent of male employees. The average (median) time spent for household
related responsibilities is 3hrs per day for female employees compared to only 1 hr for male
employees.

2.3.5 Respect at wix, family encouragement, well treatment at workand having a high

position, are ranked more or less the same by female and male emplaye@gheissue of

transport appears again as more important for females than it is for male employEss.
responseof workersto the questioii Wh a t things would 1 mpassve wo
strengthenghese findings Most workers mentoned the issue of nursery, proximity to hgme

good transpodtion good pay, and flexible working hours as important issUs=atirg separate

working environment for women is not mentioned asimportant vaiable even by women
themselvegfigure 2.17.

0 National Social Security Fund (NSSF)

“l Respondents @re also asked to list each factor they mentioned according to their priority. In this report, we have
considered the first five ranks. For the sake of analysis, we give weight for each mentioned factor based on its rank. Facto
ranked first get 1 (thdull value), second factor 4/5, third 3/5, forth 2/5, and the fifth factor gets 1/5. If one factor is
mentioned as the first most important by all respondents it will get 1 and if it is not mentioned by any respondent as first,
second, third, fourth, orfth important factor, it will get zero. Then, the mean values are computed separately for female and
male employees and the results are presented in Figure 4.8. A Dot on or near flitgodal line shows the factor is
equally important for both femabknd male employees.
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Figure 2.17 Average rank of factors by gender
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2.3.6 Job satisfactio: The crosstabulation result shows that 93.09 percent of female employees
are satisfied with their current job compared to 87.94 percent of male employees and the
difference is statistically significant at less than 5 perce@n average nearly 90 perdexi all
workers are satisfied with their job. More interesting are the reasons given by female and male
employees with regards as to why they were satisfied or dissatisfied with their work.

2.3.7 Reasons related to pay are the first most important mes for satisfaction or
dissatisfaction of male employees compared to thieimale counterparts (figure 2.19 For

i nstance, 36 percent of male employees ment.
satisfaction compared to only 29 percefifemale employees. At the same time nearly 4 percent

of male employees (compared to only one percent of female employees) are dissatisfied with their
work because of low salary.

238 Mostf emal e empl oyees on t Imgtheorightsi | hadénads me hte
reason (35 percent compared to 23 percent of male) for job satisfach@marly 12 percent of
female employees also mentioned oI am respect
of male employees.

Figure 2.18: Reasons 6r job satisfaction or dissatisfaction

45 -

40 A

35 A

30 - O Femalg
25 B Male
>

20 A

15 -

5 -

5 I = . ==
Have the righl{ Pay is suitabIE{ I'm respected
skill

Enthusiastic [Work cond. nof Low salary or
about the job| encouraging rank

Satisfied because Dissatisfied because

34



2.3.91n general, there is no significant gender difference in job satisteon across sectors as

shown (figure 2.19. However, male employees in hotel and restaurant sectors are highly
dissatisfied with their joltompared tdheir female counterparts in the same sector and amale
female employees in other sectors. 0The work
reasorgiven by male employedsr ther dissatisfactionn this sector.

Figure 2.19 Percentage of employees dissatisfied with their work by gender and sector
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2.3.10 Perceptions about the labor law: Interesting variations are observed in the reaction of
female and male employséo the labor lawInformation was collected on the reactidn o

employees to the labor law. Every respondent was asked to evaluate the labor law as very good,
good, bad, and very bad. Out of the total employees covered by the survey, 42 percent gave their
opinion while the remaining 58 percent said either they coolevaluate the labor law or they did

not know it. There is no statistically significant gender difference in the percentage of employees
who did not/could not evaluate the labor law (57 percent male and 60 percent female employees).

2.3.11More femde employees than male employees view the labor law unfaverdible very

low intercepts(figure 2.2Q, which correspond to the percentage of female and male respondents
who judge the labor law as very good, indicate thaery smallnumber ofemployees bboth

sexes consider the labor law as very good. The curve of female employees is always below the
curve of male employees indicating that compared to male employees female employees do not
havea good opinion about the labor law. The steepeslof the Emale curveafter the rating of

0 g o alsb 8hows that a higher percentage of female employees evaluate the labor law as bad and
very bad compared to the percentage of male employees. For instance, only 22 percent of female
employees consider the labor law good compared to 30 percent of male employees. At the same
time, only 41 percent of male employees consider the labor law as bad compared to nearly 50
percent of female employees.
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Figure 2.20: Reaction of female and male employees to thaldor law
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2.3.12Nearly 20 percent of female employees say that the labor law is not fair for women
compared to 9 percent of male employeesl these results indicate that the labor law has some
limitations as far as female employees are concernedefbine, further detailed investigation is
needed in this aredost of the respondents (more than 97 percent) are not meoflemy labor
union or do not have any representative organization with no significant gender difference.
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Key Summary Points

- Women have made significant gains in recent years as evidenced by the more equitable working
terms of the younger generation of workers. Young working waenemelatively equally
participating in all sectorand women are justs likely as men to get promotions.

- Female workers are on average younger and more educated than male workers. Education
remains an i mportant requisite for womeno6s er
gender segregation in occupation dedis@nificantly as ta level of education increases.

-Marriage plays a high role on womenés wor k.
of women but age is a stronger determinit@n work more hours than women am@ére women
than men tend tbave their request to work overtime rejected or ignored.

- Women have higher level of absenteeism from work than do men. Female employees are more
likely to be absent from work to take care of their children, paretd., than their male
counterpartsThere is no consistent and meaningful difference in the pattern of absenteeism across
sectors. However, there is significant gender difference in the pattern of absenteeism that exists
between female and male ownédns. There is no female absenteeisnfeimale owned firms.

- Women workers are less aware or knowledgeable about employment registration.

- Occupational segregation by gender may be more likely due to experience and education than on
other factors (discrimination or soetultural barriers) whetaking into consideration, age, marital
status and education level of employees.

- Respect at work followed by fixedlaay, then benefitswere ranked equally important by both

mal e and female workers but i n gipatioaismdre wo me n ¢
affected by non wage conditions whereas for men their decision to work is more related to wages
and benefits.

- When asked to prioritizéemale employeesankedthose factors that are related to family issues
as more importangtlexibility at work, proximity to home, availability of good transportation,

good treatment at work, having no small children at home, availability of a nursery, a high
position, and encouragement from spouse/family were mentioned more by female workers than
male worlers to be important factors for workinglale employees highlighted monetary factors as
priorities (fixed salary, benefits, and availability of NSSF coverage).

- More female employees are satisfied with their current job compared to male employees

Reasos related to pay are the first most important reasons for satisfaction or dissatisfaction of

male employees compared to their female counterparts. Most of female employees on the other
hand mention Ohaving the riigfactonskil |l 6 as thei

- More female employees than male employees view the labor law unfavorably. Nearly 20 percent

of female employees say that the labor law is not fair for women compared to 9 percent of male
employees
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Chapter Two Annex
Methodology for the quantitative analysis

A. Dissimilarity Index (D) for measuring segregation (by sector and by occupation)

Thelndex of Dissimilarity (ID) given by:

6
25/F M
where

f, = the percentage of female employees ini'theector*
F = the total ferale employees in the sample

m = the percentage of male employees initheector
M = the total female employees in the sample
*Occupation can be substituted for sector

This index measures how similthe gender mix is at treectorsor occupationsilt is statisticdly
independent of the relative size of tkample offemale and male employees used in the
computationand it ranges from 0 (ngender segregation) to 1 (complete segregation). The higher
the index, the more segregated the two groups dre.ifidex can also be interpreted as the
percentage of women that would have to move to different smtorpationsn order to produce

a completely even distributioit. also allows the calculation of segregation based on workers with
specific demographicharacteristics.
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Chapter Three: Wage Differentials between Female and Male Employees in the
private sector

This chapter examines in depth, gender Wagtfferentials as they relate to the different
characteristics of female andafe workersResults indicate that, even within the same sector and
occupation, female employees are more likely to earn less than their male coufitekiantsver,

the gender wage gap does not exist for younger worless thart0 years of age).

3.1 Desciptive results™

3.1.1The average wage of a male employee is 13 percent higher than the average wage of
female employee and the difference is statistically significant at less than 10 perdegure
3.21 presents the averageage levelbetween fem& and male employees by sector and
occupation. The monthly wage level in the private modern sector of Lelbanges from 100 to
6000US dollarsand the averagis aroundUS$769. Employees in the IT sectors ge¢ thighest
average payment (U$858) followed by services (US883) andcommerce (US$731)

3.1.2 The averageonthly wage for males arehigher thant h e f annttee Imansifacturing,
commerce and service sectors (figure.3. In the construction and hotel and restaurant sectors,
where the perceage of women employsés very low, there is no significant difference.

3.1.3In the IT sector the average wage of females is higher than that of maldewever, the
overall sectoral wage variatishetween female and male employees is not statistis@hificant
(F= 1.39 and sig. level 0.239).

3.1.4 When the gender wage gap across occupations is examined, statistically significant
variation is observetl. In almost all occupations, except one, the average wage of male
employees is higher than thatf demale employeesk-or instance, the average wage of male
employees in the professional occupation is 41 percent higher than that of female employees. In
the administration and nguroduction occupations, male employees earn 29 and 16 phargbeat
thantheir female counterparts, respectively. It is only in the production occupations the average
wage of female employees is higher than that of male employees by around 18 percent.

3.1.5 In terms of occupation, mployees (male and female)in the professimal and
administrative positions get the highestage levels in all sectors except in the IT sectxcept

in production, female worksiin all occupationsand sectorgarn less average wages compared to
their male counterparts.

“2 Data is for wages only hence this does not reflect the earnings gap.

“3 Differences in working hours: variables such as sex, age, and marital status affect the number of working hours. After
controlling for these variables, there apped no statistically significant difference in the number of working hours between
female and male employees.

*4 The descriptive analysis presents the bivariate relationship between wage and$mmtiez.annex to the chapter for a
more detailed explatian of the methodology.

5 F= 37.66 and sig. level 0.000
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Figure 3.1: Gende wage differential by sector and occupation
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3.1.6 For the same level of education, women earn lower wagfgan men and the gap is
particularly wide for those with higher educationFor instance, the average wage of male
workers with elementary level @ducation is 23 percent higher than that of female workers with

the same level of education. The gap is very wide for college and above graduates. College and
above graduate female employees on the average earn 39 percent less than their male counterparts
This may roughly indicate that on the average for the same level of education women earn
relatively less than that of men.

3.1.7The gender wage gap is very high for older employees and very low for youngeoyeasl

More importantly, he gender wagg a p d 0 e s nydungemployeed betiveatiie age ofl8

and 30. Similar pattern is observed in the cash®$tarting salary. Though there is stark gender
difference in the average wage for employees older than 40, the gap has been declining for the
young Lebanesworkers Looking at the levels of promotions given to all workers the data shows

no gender differencé&his indicatesa lesser trend for discrimination in recent yeangrovement

in the accumulation of human capital by young women emplyehange in preferences of
women for job attributes, improvements in the labor law, or other related re&wihsnever
married and married male employees earn more than their female counterparts. However, the
absolute magnitude of the wage gap amoffgréint maritalstatus is relatively low.

Figure 3.2: Male-Female wage gap by age, marital status, and education
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3.2 Regression results

3.2.1 The descriptive results above provide a general perspective but do notwéibkbetoryas

there exista number of othefactors that affect thevagelevel which cannotbe controlled in the
bivariateanalysis. In thisection, a regression analyssapplied withthe Oaxaca&linder mean

wage gap decomposition method to examine if female employees aréegmithan their male
counterpart€. The Oaxacalinder method is used for a more in depth look at the level of wage
differentials between female and male employees and whether these variations are due to
differences in endowments or to differences in ueeration to endowments (gender
discrimination) after controlling for various individual, family, and firm level characteristics.

3.2.2College education has a positive and statistically significant impact and being a woman

has a negative and statistidgl significant impact on thewage levelceteris paribus.Marital

status of the employee, gender of the firm owner, sector and location of the firm (in Beirut or in
other places), do not have statistically significant impact on the wage level. Though not
statistically significant at the desired level, employees in firms where the owner is the sole
proprietor tend to earn less wages compared to employees in partnership firms. Age increases the
wage level but at a decreasing rate. More experienced emplageais@more likely to be highly

paid.

3.2.3 Nearly 27 percent of the wage difference between male and female employees is due to
discriminaton.Mal e empl oyees have 10.5 percent of tl
discrimination (unexplained) As shown in figure 3.3, the sum of the gender wage gap (raw
differentials) due to differences in endowments, returns to endowments, and shift fagtars is
percent. The gender wage gap due to discrimination (difference in returns to endowments and in
shift factors) is26.7 percent. Two important points should be emphasized from these results. First,
the endowment difference is in favor of female employees. This indicates that the observed wage
differentials are not due to difference in f@dor market owomes such as low level of education,

etc. Second, the positive and relatively high value of the coefficients (16.1 percent) and the shift

Figure 3.3 Summary of the gender wage gap decomposition
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W W' =@ §%)+ X (M- BT+ X 2(6%, - B72)+ BM(X™ - X )+ 6 (X™- XT,) Where

WT™-W' is the total wage differential(#® . %)+ X',(6™ - 5'1)+ X' 2(b™, - £',) measures the portion of the wage
difference due to difference in returns (some esm called unexplained difference or discrimination), and

70 — — 70 — — . . . . .
LM (X™ - X))+ 5™ (XM, - X,) measures the portion of the wage difference due to different endowments/characteristics.

See the annex for chapter three for a more detailed explanation of the methodology.

*" Higher shift coefficients (unexplained portion of the differential or the constant). The constant is shown in the first term
the right hand side of equation (5) shown in annex of chapter 3. Since it is unexplained, it is usually considered as
discriminaion.
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coefficients (10.5) imply that labor market discrimination is a major factor in explaining the wage
differentials betveen female and male employees in the private sector.

3.3 The contribution of the different variables to the observed wage gap:

Figure 3.4 presents the decomposition of the wage iimg s the variables used in the anaffsis

Figure 3.4: Decomposition of the gender wage gap
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3.3.1The impact of education on the gender gap (the dark black part of the bar) is relatively
low*®. As shown in the figure, this is because, despite thetfat male employees have higher
returns to their education (19.3 percent), female employees have higher educational endowment
than male employe®s This high level of endowments gives female employees a 24.5 percent
advantage. As a result, the overafipact of education on the wage gap is only 5.2 percent-(24.5
19.3).

3.3.2 Married female employees have more wage advantage as shown by the negative and
relatively high total (coefficient + endowment) valuellale employees have more experience
than treir female counterparts. This gives them an 8.7 percent wage advantage. However,
experience is rewarded relatively little. As a result, experience explains only 9.5 percent of lower
wages of female employees.

3.3.3Female employees have more advantdaban their male counteparts in firms ownedby

females and in the IT sectors as indicated by th@atve bars in Figure 3.24In all other cases,

either male employees have greater endowments or are better rewarded than their female
counterparts.

“8 A positive number indicates advantage to male employees and a negative numbers indicate advantage to female
employees.

“9The contribution of each factor to the gender wage gap depends on its magnitude and on how it is remunerated.

Y As we have seeabove 65 percent of female employees have completed college and above education compared to only 46
percent of male employees.
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Key Summary Points
1 The data shows thaearly 27 percent of the wage difference between male and female
employees is due to discriminatibawever it is important to note thahe gender wage gap does
not exist for yonger workersléss thar0 years of age).

1 A deeper analysis of the wage gap that has been observed showsthattkin the same sector
and occupation, female employees are more likely to earn less than their male counterparts.

1 In addition where there gender discriminationpf the same level of education, women earn
lower wages than men and the gap is particularly wide for those with higher education.

1 In the IT sector the average wage of females is higher than that of males.
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Chapter Three Annex
Methodology for the quantitative analysis

OaxacaBlinder Decomposition Methodfor measuring the wage gap

To examine the wage differential between female and male employees, consider the following two
wage equations fomale () and female f§ employees which can be explained by a vector of
individual and enterprise characteristi¥s & X>):

_fam+b," XM+ b," X, "+ mf
_'I\ f f f f  f f »U

fa +b Xy +b, Xd +m
WhereW is the wage level of individual a is the interceptp, & b, are the parameters to be
estimated, and is the error term.

(1)

When equation (1) is estimated we get the following results for male and female employees
respectively.

W™ =4+ &X,"

- 2)
5 X f (3)

The average wage between male and female employeesffardde to three factors. First, the
two groups can differ in their observed personal characterigfifs, X 1), in the characteristics

of their enterprise(X™: ., X») , or in both. Second, male and female employees may differ in
their intercepts(@™ , a'). Finally, the two groups may differ in their returns to their observed
characteristics(b™ , b'1 and/or 6™, b'2).

Using this logic, the wage difference can be written as difference in characteristics (difference in
Xs) and difference in returns (difference in coefficients) as:

— —_ V) lY) 70 __ 7 — 70 __ 7 —
W™ W =@ 4%+ (AKX BTX )+ (6™ X" - BT2X ) (4)
Based on this relationship, Oaxaca decomposes the wage differences as differences in endowments
(called explained component) and differences in the coefficieated unexplained components)
as follows:
Wm-W' :(aU/Q‘- 5/@)+)?f1(1;%1— 5?1)+Xf 2([7/%2- /;/?2)"'5%1()7(“11- Xf1)+5%z()?m2 - sz) (5)51
Where
W"-W' is the total wage differentiakg® - 4%)+ X '1(6™ - 6'1)+ X' 26™ - 6',) measures the
portion of the wage difference due to difference in returns (some timesl callexplained

difference or discrimination), and™ (X™ - X',)+56™(X™ - X',) measures the portion of the
wage difference due to different endowments/characteristics.

*1 The equation can vary depending on the weights used to value the differences in characteristics and in returns.
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We use equation (5) to determine the existence, level, and sources of wage differenteds betw
male and female employees in the Lebanon modern private sector.

Various individual/family and enterprise level variables are identified from the survey. Variables
such as age, sex, marital status, experience, level of education, family size afeddaest
individual/family characteristics. The firm level variables include gender of the owner, size, and
sector. One of the major problems in estimating equation (5) is the endogeneity of some of the
variables used ithe regression equation. In tluase, to examine the impact of gender on wage,

we have to control for education and marital status of individuals in addition to several other
variables. However, these variables may not be exogenous in the wage equation. Various
researchers also pointedtdhat the estimated effect of marriage on the wage equation may be
biased due to unmeasured heterogeneity. Various factors that affect the marital status of
individuals for instance, can be correlated with the error term of the wage equation making the
OLS result biased (see for instance, Becker, 1981; Korenman and Neumark, 1992).

In the absence of panel data, we use instrumental vatladlenethods to address this issue.

The main challenge of using IV techniques is finding valid instruméntsderfor instruments to

be valid two crucial conditions should be fulfilled. First, the instruments should be relevant, i.e.,
the instruments should be highly correlated with the education or marital status variables. Second,
the instruments should be exogespile., the instruments should not be correlated with any
unobserved factors that affect the wage level of employees. The identification strategy therefore
should rely on finding variables that are highly related to our potentially endogenous variables
(education and marital status) but not directly related to the wage of employees.

Thus we use four personal/family and enterprise level variables as instrynvemthat are related
to the education variable and two to marital statlibough the validityf these instruments is an
empirical issue, the theoregiqustification is given below:

Education:The first instrument is parent/spouse level of education. This variable is more likely to
be correlated to the education level of the individual budirettly to the wage level. The second
variable is the labor law knowledge of the workers. The survey collected information on the
opinion of each worker about the labor law of the firm. We assume that more educated workers are
more likely to read and undgand the labor law and to give proper evaluation of the law what
ever their opinion may be. Their knowledge of the labor law, however, is less likely to be
correlated with their wage level.

Marriage: thehird variablewe useis the percentage of incacontributed by each worker to the
family expenditure as a proxy for marital status. The percentage contribution of never married
workers is relatively small compared to married and married before individuals. However, this
variable is less likely to beocrelated to the wage variable or tiee error term of the wage
equation. Finally we use the availability of health insurance in the company as an instrument to the
marital status variable. Married individuals are more likely to have children and areithenere

likely to work in companies that provide health insurance coverage for their employees. Our data
also confirms this tendency.

These variables are expected to be highly correlated with the potentially endogenous variables but

not to the componeérof wage that canndbe explained by the explanatowariables. We use
heteoskedastiefficient twostep Generalized bthal of Moments (GMM) estimator. This
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met hod gener ates 6coefficient estimat es t hi

A

heteroskdasticity and arbitrary intgr oup cof rel ati ono.

Before presenting the GMM estimator results of the instrumental variable model, we used various
specification tests to examine the validity of the instruments. First, the coefficients of the
instrumetnts in the first stage regression are examined. The coefficient of parent/spouse education
and knowledge of the laborariablesare positive and statistically significant in the education
equation. The availability of health insurance in the firm and hiagesof income contributed to

the family alsoperformvery well and take the expected positive signexplaining themarital

status variableSecond, we usedanoverdent i fi cati on test (Hansenbo
excluded instruments are joiy independent of thevagee r r or t er m. The P v
test revealed that we could not reject the null hypothesis that all instruments are uncorrelated with
the estimated residualBhese test results indicate that we can saramine the impz of marital

status and education of employees on the gender wagesiggthe IV technique

52 Baum, C.F, Schaffer, M.E., Stillman, S2003. Instrumental variables and GMM: Estimation and Testing. Boston
College Department of Economics working paper No. 545.
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Chapter Four: Conclusions and Policy Recommendation

The findings in thigeportclearly indicate that there are certain issndbe private sectahat
womenfaceavhi ch need to be acnkestmenCliemaegAsstssment{IEA),B a n k
Doing Business Indicators, Foreign Investment Advisory ServigidsS) and other reportare

tools thatprovide comprehensive recommendatitorstheimprovement of thenvestment climate

and labor conditions general. However, given the evidence of the positive contribution of female
entrepreneurs to female employment in particular, coupled with the increased human capital of the
younger gearation of women the following proposed recommendation will be important to foster

this untapped market potential. These recommendations complement the overall assistance
provided by the Bank, as well as by those of other organizatloscan be added the overall
government private sector reform strategyntegrated where needed

4.1 Challenges facingemale entrepreneurs

Increasing access to financand reducing cumbersomebusiness regulatory processeare
particularly important in supporting female entrepreneurs who play a more positive role in
female employment. Pro active program/initiatives to hire more women should be developed
and promoted to private sector firms.

4.11 Female entrepreneurs in Lebanon are important for boosting femalslaandthey

contribute more positively to the work environment for women than do male entrepreneurs.
However, it is also clear that Lebansuffers fromarelativelylow level of female entrepreneurs.
Hence an i mportant que sdleieatrepreaaurs existén:Lebdinanlagd d o ¢
what i1 s discouraging the entrepreneurial spir
various variables in the investment climate as reported by the firm o(taleles 4.1 and figure

4.1)does not tell us och The fact that the firms are already in operation indicates that they enjoy

a particular advantage in navigating and overcoming existing barriersrmattket

Table 4.1 Entrepreneurs perception of obstacles after the war

Percentage of male and female-owned firms reporting investment climate
constraints as a Major or Very severe obstacle or as No ostacle to business
operation and growth after 2006 war, by sex of the entrepreneur

Major or Very Sever Obstacle No obstacles
male female male female
Telecom 7.6 7.9 75.9 69.7
IT and internet 8.2 3.7 74.8 72.1
Electricity 36.8 45.1 26.6 19.2
Natural gas 6.4 10.3 78.9 82.0
Water 7.4 6.6 78.8 83.8
Garbage disposal 7.2 2.6 76.3 79.2
Tax rates 12.7 9.0 74.9 76.0
Tax administration 7.1 10.1 76.4 79.5
Term of financing 27.3 33.2 51.1 49.0
Customs & trade 10.8 17.3 70.2 69.3
Export Import 42.8 29.3 37.7 55.4
Labor regulations 8.0 4.2 84.6 75.4
Unskilled workers 27.7 22.8 55.7 53.2
Skilled of workers 34.9 24.1 43.8 43.6
Business licensing 7.8 3.4 84.3 83.6
Macro Instability 37.0 43.8 34.1 28.7
Corruption 20.5 18.1 61.8 61.8
Smuggling or dumping 10.9 4.0 75.3 81.1
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Figure 4.1: Percentage of entrepreneurs perceiving selected constraints BOT a problem as a result of the
2006 war, by gender

o
o -
—

80

Skillge of workers

40

Export Import

20

T T T
0 20 40 60 80 100
Female (%)

4.1.2 According to the survey ale and female entrepreneurs are characterized by very little
differences in their percption of constraints, in the investment climate in LebarfdnDuring the

time that the survey for this analyses waseahebanon had just experienced a violent conflict
with Israel that brought a halt to the economy and business operations for several iHente

asking entrepreneurs for their perceptions of the investment climate at the time would have been
biased by the post conflict situation. Instead entrepreneurs were simply asked to indicate which
indicators they found not to have become signifigantinstraining in their efforts to recover or
continue operating after the war. Female entrepreneurs lsselikely to report electricity,
telecommunication, and labor regulation as a no obstacle constraint than firms run by male
entrepreneurdn otherwords they found these indicators to have become particularly difficult for
them to continue their operations after the war. However, male entrepreneuresselikely to

report constraints like impoegxport, or dumping, as a no obstack those corgints loomed

higher for male entrepreneurs as a result of the war

4.1.3 In this analyses a stronger indicator ahvestment climatdarriers are thefactorsthat
wereindicated as constraints in the decision of an entrepreneur, who is already imiegs, to
expand his or her activityGiven the binding entry barriers, firms currently operating are likely to
be among the better performers and may have a better perception of the investment climate or
more experience in how to navigate it. This is fareboth nale- and femaleowned firms.

However, when asked about the constraints for their decision not to expand their business more
female form owners than male stated financial constraints and regulatory issues indicating that
women may have lower ag=to finance and are more affected by a cumbersome business
environment (see figure 2.3).

3|t is important to note two thing&irst the sample may be affected by selection effects.nGive binding entry barriers,

firms currently operating are likely to be among the better performers and may have a better perception of the investment
climate or more experience in how to navigate it. This is true for bate mnd femaleowned firms, ahoughother studies

suggest thaiemaleowned firms might be more affected by the selection effect because the business environment is generally
more discouraging for woem (World Bank, 2008). A secormdution is needed in interpreting the magnitude efrésults.

Indeed, data captwsehe effects of the 2006 war in the perception of the investment climate more than the perception of
constraintper se
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4.1.4Findings from other studies reinforce the negative effect a difficult business environment

has on female entrepreneurshijéc cor di ng t o DdngBuShhess POd&obneriesk 0 s
with more cumbersome business environments have smaller shares of women entrepreneurs and
vice-versa (figure 4.2)

Figure 4.2: Female Entrepreneuship and Female Unemployment Ease of Doing
Business (world countries)

Female Entrepreneurs Female Unemplcyment
o [} enireprensurs )| male nemployment
1
-

A

L
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Easiest Most difficult Easiest Most difficult

Countries ranked b:o,-' ease of dﬂlhg business, qulntlles

Source: Doing Business Website (AccesBedember 1,12008)

4.1.5 Focusing on the common areas of constraints indicablgdwomen (those that are related

to finance and regulations), findings from the Doing Business indicators indicate that Lebanon
performs worse in these areas when compared to other countfrigghile Lebanon has done a

good job in facilitatinghe number bprocedures and the number of days it takes to start a business

it performs worse than the OEGIveragen terms of the cost to start a business. In terms of

registering a property both the number of procedures and the cost is higher in Lebanoththan in
OECD and with regards to construction permits (number of procedures, days, and cost) Lebanon

al so performs worse than OECD countries. Lebe
is also lower than the average for the OECD.

416 Findings of he ICA and the FIAS also highlight the high cost of finance and the
cumbersome regulatory proceedingbhe ICA specifies three reasons for the high cost of finance

in Lebanon: 1) commissions and fees adtiffrcent to the effective interest rate and dtivp to

10-12 percent; 2) collateral requirement is high due to weak legal conditions for enforcement of
credit agreements; and 3) highly indebted firms that might exit (if the channels and incentives were
stronger) linger on with heavy reliance on deftth limited opportunities for profitHigh interest

rates and high collateral requirements can be particularly problematic for women many of whom
do not have assets (homes or land) registered in their names.

4.1.7 Measures that would improve accessitafce and reduce regulatory proceedings would
have a higher return to potential women entrepreneufgdditional data and analyses would be
needed irorder to better understand if the low access to finance by women in Lebanon is related to
problems in sudy, such as discriminatiqror is due to factors on the demasile (by women
entrepreneurs themselves) study using the Business Environment and Enterprise Performance

>4 Comparisons are not made with the MENA region as the level of female entrepreneurship in othecddiBiias is as
low and in most case lower than in Lebanon. In general, Lebanon performs better than the regional averages in most
indicators.
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http://www.doingbusiness.org/features/women.aspx

Survey (BEEPS) from Europe by Muravyev et al. (2007) found that female managetidivena

5.4 percent lower probability of securing a bank loan than male managed firms. The study also
found that female managed firms on average pay 0.6 percent higher interest rates than their male
counterparts.

4.1.8 One good example for facilitating aess to finance is a government supported program
called Kafalat. The government of Lebanon in an effort to support the growth of small and
medium enterprises (SMESs) has partnered with a loan guarantee agency Kafalat (H¢efdldt).

has been very succéglsand receives all applications regardless of gender. However, due to its
gender neutral approach Kafalat does not have data available with regards to the percentage of
female clients who have Kafalat guarantees.

Box 4.1: Kafalat Loan Guarantees for SMEs
Kafalat helps SMEs by providing loan guarantees with no collateral. It processes guarantee applications for loans that
are to be provided by Lebanese banks to SMEs operating throughout Lebanon. Kafalat receives loan guarantee
requests from banks (in tlsase of conventional start ups and existing SMES) or directly from applicants (in the case

of innovative start ups). Kafalat studies the feasibility of the project and if it is accepted it communicates apprgval to
the bank that it will provide a guarantédany large banks in Lebanon now have a Kafalat section. The loans are
subsidized (interest rate of 6.1% in LL and 10.8% in US$)ritezestrate subsidies are financed by the Lebanese
treasury and administered by the Central Bank of Lebanon. Kafajet @ients are SME (98%) where the minimum
size of a loan is 4 million LL and the maximum is 300 million LL.

www.kafalat.com.lb

Recommendations to support female entrepreneurship:

4.19 Accelerate the overall reform efforts to reduce regulatory pratiegs and cost of finance
In addition to helping boost private sector investment as suggested by theusI¥ng ahead with
reforms in those two areas would also providehéidenefitsfor women nvestors and would
therefore support the increase of thisup.

4.110Increase funding to supportoan guarantee schemes for small businesses such as the

one offered by Kafalat in Lebanon and for individualSuch initiativesan be an effective

mechanism to ease access to financing for SM&asn guaranteprograms for individual loans

such as those offered to students could be structured to support women wanting to pursue private
sector related initiatives.

4.1.11 With regards to reducing regulatory proceedings some countries have set wstope
shop ty service centers (usually at the Chamber of Commerce) that provide assistance in
navigating all regulatory processes and agencikscating these centers within officially
recognized and high profile associations such as the Chamber of Commerce wauld allo
investors options other than resorting to unmonitored or unlicensed agencies and individuals
where there is a high risk of not getting the full process done.

4.112 A genderbased study of micro enterprises and the informal economy can provide
additional clarity on the regulatory constraints faced by women entrepreneurs and would
contribute to more effective private sector policy reforn@ne of the main reasons for why
enterprises refrain from registering their business is to avoid the complexitgdamdistrative
procedures embedded in the business regulatory regimeesurvey used for thieportlooked at
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small enterprises with a minimum of 5 9 employee¥, whereas, the majority of female
businesses in Lebanon have an average of 2 empldyeasding to the FIAS9 out of 10 firms

in the Lebanese private sector are micro enterprises and enterprises operating in the informal sector
(without getting registered) constitute 34.1 percentof GNB. f ul |y capture wom
to the private sdor in Lebanon an assessment that takes into account the gender dimensions in the
informal and micro enterprise sectors can provide critical information to fill in the gaps.

4.1.13 To formulate incentives for firms to undertake pro active initiatives ticriease their

hiring of women alditional knowledge on the contribution of femal workers to firm
productivity (agencer based workers productivity as well agian productivity analyses) could

be undertakenOneobservation is that hiring more femal®rkersand providinghem withmore
favorable benefits and wagewesnot seem to havédiarmed the profitability of female firms
otherwise they would not ki businessAn interestingquestion howeveryvould be tosee if male
owned firms are more profitabler amore productive and to what extent this is related to the
productivity of their workersAdditional data would need to be collected on an equal number of
female and male owned firms and workers to calculate productivity levels and conduct a gender
comparson. Such an analysis should identify the comparative advantage of female (and male)
workers in Lebanon and gaps in skills in terms of the needs of the job market to help formulate
policy to enhance education and human capital development.

4.2 The sypply of Female labor in the private sector

A detailed investigation of the labor law is needed in addition to providing inentives for
firms to reduce discriminatory practices andprovide more flexible work terms. In addition,
services (public and privatesector run) to support work-life balanceshould be developed

4.2.1 Women are making significant gains in tHeebanese labomarket however there exist
certain discouraging factors that are inhibiting participation of a wider pool of highly qualified
women. Lebanese women are highly educated and are experiencing equal participation in all
sectors and occupations. However, women are particularly affected when they get married and
while some aspects may be related to seaitural factors, practical argtructural changes in the
working environment can go a long way allowing women to accommodate the double
responsibility of work and child/home care and increase their labor force participation.

4.2.2 Most female workers indicate good nurseries, gooahdportation, good salary, and
flexible work arrangements, as important factors for their decision to work. On the other hand,
female workers pay a price in terms of having a higher tendency to have-(naternal related)
leave rejected These findings einforce the perceptions by employers that women are less
committed to their work and that their income is not of primary importance to them or their family
since they are not the main breadwinners.

4.2.3 Women workers view the labor law as unfavoraldedards womenThere are several areas
within the labor law that discriminate against women summarized in table 4.2 below (Annex four
has a more detailed list of the labor law in the areas related to women). Most are manifested from
the view that society @ates only with the traditional family framework which recognizes one
sole breadwinner for the family who is male and does not acknowledge the realities of today.

5 This was done in order to match the sample design of the ICA (2004) which did not have micro enterpri§ss. The |
sample was designed to be representative of the population and in order to construct weights for similar represehtation for t
current surveys it was necessary to apply the same categories as the ICA sample.
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Table 4.2: Areas in the labor law that discriminate against women

Area Disadvantages

Sodal security A male employee can take family compensation but a female employee cann
though she contributes the same amount.

Pension A female employeebs family cannot
conditions whereas for a male empde his family automatically receives it up
his death.

Doctor visits and The family members of a female employee who works in the public sector do

hospitalization receive the same level of doctor visits and hospitalization as those for a
emgoyee.

Agricultural workers and The labor law and social security does not apply to agricultural workers or to

household help who work in homes the majority of whom are women.

4.2.4 According to the FIAS report, many businesses consider that I#®r code needs
adaptation to accommodate patitne and temporary workEmployers have to pay employee tax

and social security on a full time basis regardless to the number of hours a worker contributes
hence it is not within their interest to give flebathours or partime employment.

Recommendations to boost supply of female labor:

4.2.5 Review the labor lavEspeciallyin the areas of employee tékose related to flexible work
andsocial securityegulations).

4.2.6 Assess markstipply and infastructurefor work/life balance servicest o support work for
women with children government could support initiatives for childcare such as extending the
school dayearly childhood educatioafter school programend publicize prechools in poor and
needy areasSpecific important services are nursetiegaining of nannies, and transportation
including child transportation. Family and children are a priority for women in Lebanon and high
government oversight and quality control of these sectors vgauédiong way in raising their trust
to takeadvantage of these services.

*% Regarding opening of childcare centerstia work place care must be taken to ensure that this does not become a burden

on private companies in a way that would drive them to discriminate further in their hiring of women. Examples from certain
countries where companies were required to openldcelné facility based on a specific (minimum) number of female

workers with children showed that employers would limit their hiring of women to below the minimum stated to avoid

having to set a childcare center at their expense. Best practices relatpdddiag childcare centers at work include making

it a requirement based on a certain number of total employees (male and female) hence not tying it to women only and at the
same time providing equal benefit to male employees with children to have eachiteknter. Other best practice examples
includefacilitating the growth of the private sector childcare industryualic-private partnerships to develop joint

childcare centers in work communities rather than making it a sole burden on privatdisastor
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ANNEXES
ANNEX: 1

Lebanon Gender Dimensions in the Private Sector
Data Design and Sample

The primary objective of the sample design
provide estimates for enterprisedamorkers in Lebanon as a whole and for major sectors. The
design of the samples used findings from the 2004 Investment Climate Assessment (ICA) survey.
The ICA firm sample was designed proportional to the size in the popukatidrine samples
derived fa the entrepreneurs and workers surveyed forrgpertwere designed proportional to

the ICA sample in order to achieve the same level of represenfatitnwever due to difficulties

that were faced in getting the correct number of respondents and@aaoage needed by gender

it was not possible to apply the design of the ICA sample resultivariations inthe frame of the

current samples. Weights were therefore developed to arrive at a population representation for both
the enterprise survey amar the workers survey.

Specifically, the limitations that were found were in the sampling of female owned firms described
as follows:

a. The first limitation was in respect to using a sample of firms from the ICA 2004 survey which
would have allowed for soencomparability in addition to having representation. A preliminary
screening across the ICA firms revealed that few female owned firms met the definition of
ownership established for thisporf®. In addition many firms did not want to participate in the
new survey. In order to complete the sample size of female firm owners while continuing to
choose from the ICA survey firms, ICA enterprises that were owned by males but had indicated
that the management of the firm was by a woman were included and treeyseel as a proxy for
active female entreprenetitsDespite this inclusion still, the number of observations fell short of
the sample size by a significant amount. To fill the gap, additional female owned firms were
selected from the master database framch the ICA sample was originally developed.

b. Based on the definition used for an entrepreneur the number of female owned firms found
both within the ICA sample and the master database (where all sampling of firms was derived) was
small as explained ia. above. Add to that the rejection rate (firms who refused to participate in

the survey) and the database for this group became just enough to meet the level of responses
necessary to generate findings with a 95% significance level. Therefore whilentipéesaof

" The initial design had the objective of randomly selec#ih@ firmsfrom the 2004 Lebanon ICA samgfeough a twe

stage stratified sample designwithe ct or o f a c t iasthe twyg levelnad strétifications 6 si z e

%8 A person who owns a ajority shareholding (51%), minority shareholding (49%), or, a partner who is liable and who may

or may not own some shares in the company but is not the registered-@imdrthese individuals have to be actively
contributing to the running ofthe ilumess and not only titled (e.g. manage, a|
Board, and/or are primary decision makers within the company overall.

¥ The argument behind this is that in order to determine obstacles faced by male and femaémenteethre sample needed

to include those owners that were active in the running of the business, in Board meetings, and primarnnddgémgion

Thus, women that were not listed as owners but were in fact running the business and making the mainvdrditiaise

provide this perspective. In most cases these General Managers had some share holdings in the companies but another partne
or majority share owner is the one listed as the owner, therefore, the women would not appear as owners in thelatabases
Lebanon as in other places in the MENA region due to various cultural, economic and/or regulatory processes many women
open and operate a business but the actual registration is made under the name of a man (and in most cases a relative).
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workers (males and females) and the sample of male owned firms were randomly selected from a
pool, for the female owned firms the survey simply questioned all the remaining firms in the
database that qualified and there was not enough room tp apphdom selectiolhe weights
developed make the distribution in the sample the same as the distribution in the population
(Design Weights), but, the weights can not make a nonrandom selection a random one. However,
since the number of female/ownedmanaged firms is very small the probability of selecting any

of them in the sample is high (close to 1). In turn this will not affect the weights (the reciprocal of
the probability is close to 1). Hence it is assumed in the analyses that the findinfedomteat

the population of female entrepreneurs in Lebanon is facing.

c.In addition to the difficulty in finding the level of female owned firms in a way that matched the
ICA design sample frame, it was also not possible to find female owned firms tfeinviae

same sectoral and firm size distribution as those in the ICA. In order to conduct the gender
analyses for this policy it was necessary to change the sectoral and firm size distributions of male
owned firms as well, to match the sample distributod the female owned firms and allow for
proper comparability on a gender basis.

d. Given the variations just explained, the final sample frame of enterprises surveyed for
this reportis different than that of the firms in the ICA frame both in size awtbsad divisions

and most of the firms interviewed were not firms that were interviewed in the ICA. Therefore,
caution is needed when comparing the two surveys as they may not be comparable.

Problems were also faced in getting the same sample for waakespecified in the original
sample design. The reasons were that many of the firms would not allow their workers to be
interviewed. Weights that were developed were derived so as to correct for these variations to
allow the sample to be representativéhaf original sample design.

Despite these limitations, the database provides a valuable source of information for a proper
genderdisaggregated analysis. Particularly, in the case of female and male entrepreneurs where
the relationship between ownerstapd management is clearly identified; by setting the active
participation of the owner in running the business as a rule for inclusion in the sample, the
database has the crucial peculiarity of overcoming the concern about the real involvement of
female etrepreneurs in business. In addition, the database includes an equal number of male and
female entrepreneurs and male and female workers overcoming the common problem of having a
disproportionate number of males in the samples.

The final total sample stzand distributions of firms and workers are specified in tables A1 and A2
below. For the firm distribution, due to the low number of firm observations in some sectors
(especially female firms) the analyses for the firms used an aggregation of the sasipeva in

table Al below.
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Table Al: Distribution of firms sampled by sector, size and gender of ownéraggregated for the analysis

Male Female
small medium & Total small medium & Total
large large
(5t0 19) (20 and over) (5t0 19) (20 and over)
manufacturing |% row 34.52 65.48 100 34.5 65.5 100
% col 19.85 29.97 25.48 16.16 25.56 21.29
services % row 47.68 52.32 100 48.41 51.59 100
% col 80.15 70.03 74.52 83.84 74.44 78.71
Total % row 44.33 55.67 100 45.45 54.55 100
% col 100 100 100 100 100 100

Table A2: Distribution of sampled employees by sector, size and gender of the employee

Sector Small Medium Large Total

Fw MW Fv MW Fv MW Fv MW Tote
Manufacturin 4z 29 1< 11 1C { 6 4 11
Trade 61 38 1t 14 1< 1 8 6 15
Services 5¢ 31 3¢ 16 2z 1 11 6 17
Construction 1C 15 7 15 7 ‘ 2. 3 5
IT 1t 11 1C 7 3 . 2 2 4
Hotel & rest. 8 29 4 4 7 1 1 4 6.
Total 19 15: 8¢ 67 62 5 34 27 61
FW = female worker MW = male worker

In order to achieve a level of representation for this data weights were developed as explained
below.

Data Weights

Weights weraleveloped and esl in theanalysis to compensate for tbiéferential representation,
in order to producestimates that relate to the target populatibfirms in Lebanof. For each of
the surveys (entrepreneurs and workers) weights were adjusted to arav®tat sanple size
equal to the totabriginal designed sample sizbat wasdesigned proportional to the sioé the
ICA enterprise survey (which is representative)

Depending on the objective of the survey and the prior information available, the weight in the
suvey consisted of two components:

1- Weight forsectors for female owned and male owfigds.
2-  Weight for workers (females and males) insidegéetor (for female owned and male owned
firms).

The weighs compensate for the variations related to desigm;rasponse or any other unseen
factors. Table®\3 andA4 represent these weights.

9 The weightfor a responding unit in a survey data set is an estimate of the number of units in the target population that the
responding unit represents.
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Table A3 Weights of sectors
Sector #of firms in the sample
Female Owned/ Managed Male Owned/managed
D S weight D S weight
Food and Beverage 12 9 1.3333 12 1 0.75
33 6
Textile and Clothing 12 12 9 1.3333
17 0.671 33
Furniture 9 9 1 9 7 1.3
Construction 9 9 1 0.6
7 1.3 3
Hotels 11 3 3.7 11 8 14
Information Technology 12 11 1 1
7 1.7 1
Trade 18 21 0.82 18 2 0.7
6
Services 20 35 0.58 20 3 0.58
5
Banks 2 1 2 3 2 15
total 1
2
105 109 105 7
Table A4 Weights of Workers
Sector Female Owned/ managed Male Owned/managed
FW MW FW MW
D S weight D S weight D | S | weight D [ S| weight
Food & 40 | 14 2.857142857| 40 13 | 3.07692308| 40| 14 | 2.85714286| 40 | 30 | 1.33333333
Beverage
Textile & 40| 12 3.333333333 40 28 | 1.42857143| 40| 10| 4 40| 4 10
Clothing
Furniture 30| 4 7.5 30 8 3.75 30| 10| 3 30 | 11 | 2.72727273
Construction 30| 11 2.727272727| 30 14 | 2.14285714) 30| 25| 1.2 30| 14 | 2.14285714
Hotels 35| 8 4.375 35 1 35 40 | 13| 3.07692308] 35| 9 3.88888889
IT 40| 7 5.714285714 40 14 | 2.85714286| 35| 16| 2.1875 35| 18 | 1.94444444
Trade 60 | 15 4 60 33| 1.81818182| 60| 26 | 2.30769231| 60 | 34 | 1.76470588
Services 70| 37 1.891891892 70 46 | 1.52173913| 65| 48| 1.35416667| 70 | 61 | 1.14754098
Banks 7 0 8 0 10| 3 | 3.33333333| 10 | 4 2.5
Total
D: Design  S: Survey
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ANNEX: 2
Additional survey data

TableA2.1: Distribution of employees by job type

M F M F
(%) (%) (%) (%)
9.0 17.4 human resouwe 0.4 0.5
accountant 5 5 office 6 2
4.6 5.3
assistant manager 2.2 8.66 otheradministrative 8 6
3.4 1.0 1.1
chef (cook) 4 0.56 stock keeper 2 1
3.8 1.9
waiter 7 0.36 tailor or hair dresse 0.6 2
1.6 4.8 15
graphic designer 3 2.56 architecture 7 1
5.6 IT employee (no 0.8
sales person 9 8.14 manaerial) 4 0
1.2 0.2
marketing manager 7 1.68 general manager 4 0.2
0.4
purchasing manager 1.3 0 gardener 6 0
4.0
chief orexecutiveor 1.3 3.77 driver or taxi driver 6 0
13 5.0
product manager 1.3 0.75 unskilled worker 4 2
4.1 business developer
sales manager 5 0.98 or 0.6 0
3.0 16.5 0.4
operator or secretary 4 5 macrobioticengineer 8 0
0.9 0.3
financial analyst 3 0.69 maid 0 6
3.2 web or software 1.7 1.1
technicianor mechanic 1 0.36 devekp. 3 8
1.3 1.4 0.7
factory supervisor 8 0.59 other administrative 1 2
8.9 6.4
other manageréad 9 8
8.8 2.1
skilled worker 5 2

Table A2.2: Occupational distribution of employees by gender and age

Age group41-
Age group 1830 Age group 3140 50 Age group51+
M M F
M F (% F (% (% M F
(%) (%) ) (%) ) ) (%) (%)
Administratio 39.7 68.1 36. 66.2 47. 54.1 49.3
n 2 1 6 4 6 57 2 2
20.9 21.0 15.2 29. 20.0
Professional 4 6 18 8 1 15 20.7 7
Production 23.7 27. 13. 18. 17.9 20.0
worker 6 4.53 4 9.92 9 8 9 7
15.5 17. 9.3 9.2 10.5
Other 8 6.3 9 8.56 7 9 7.19 3
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Table A2.3: Sector of employment of women employedsy age and marital status

Marital status Age category Sector of employment
Manufacturing Commerce Service Construction Hotel & restaurant IT
Never married 18-30 23. 16.6 40.6! 4. 8. 6.
31-40 24.7. 20.1 43.5i 5.4 2.5 3.4
41-50 34.6 10.! 38.71 ( 12.8 2.
51-70 57.8 15.1 26.9 ( I
[ Married T 1830 T 237 T 19777 TAas T a0 T 63 1.4
31-40 29.7 21.8 33.2! 4.7! 5.4 4.9
41-50 9.8 25.8. 64.3 ( |
51-70 10 [ [ ( [
| Married before” ¢ 3140 T o 100 T
41-50 60.2. 21.00 18.7.
51-70 | 101 [

Table A2.4: Averages of Board Members in Female and Male owned firms

Means Female Owned Female Managed Male Dwne&fManaged
Female board

members 253 275 212

Male board

member 3.40 5.04 3.33
Relatives 22 57 5.76

Non relatives 463 7.94 322

Base: Total sample — 236 Interviewses

In 51% of the cases, both the husband and wife spend their incomes in
order to keep the household going, while in 39 % of the cases it is only one ofukessfiwat
spend his whole income.

female employees that are not registered have a higher incidence of beingpbaoese than their

male counterparts who blame the lack of registration upon the shortness of employment and the fact
that they will be regigtred in a few week&ighteen percent of employees that are not registered are
not Lebanese, 80% of those are female employees.

If a caretaker was available, 87% of the female employees and 93% of the male employees
claimed that they would not do work The reasons given are as follows, 29% claimed that
their work is too hard, while 22% claimed to be better off perusing hobbies or activities, when

|l ooki ng

at this matter

from a gender s

pursuing theihobbies and other activities than their female counterparts.

Table A2.5 : Benefit/detriment recipient across gender of the employee (in %)

Female Employee| Male Employees

Yes No Yes No
Pay Increases 40 60 44 56
Pay Cuts 6 94 3 97
Appreciation 33 67 31 69
Warning or censures 2 98 3 97
Promotion 11 89 10 90
Training on new production skill 17 83 19 81

59

point

o f



Table A 2.6: Training fields, certification, improvement and benefits received across gender of
employee

Female Employees Male Employees
ves No | pvaiabie | Y8 No | avaiable

e 14% 74% 12% 26% 66% 8%

Bima” certeate or 52% 48% 35% 65%

Recelved carsers 46% 54% 49% 51%

ot nesding more 63% 37% 62% 38%
sl 9% 91% 5% 95%

B = certieats or 89% 1% 67% 33%

Recelved careers 43% 57% 60% 40%

fropored needing more 68% 32% 60% 40%

B = certieats or 39% 61% 40% 60%

Recelved careers 45% 55% 43% 57%

opored needing mere 59% 41% 67% 33%
Base: Total sample — 615 Interviewees

Table A 2.7: Health benefits acragsnder of employee

Table A 2.8: Basis upon which health payments and benefits are settled
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