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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 2007.
1
 The first was a survey of 235 formal sector 

firms
2
 (109 female owned and 126 male owned) and the second a survey of 615 workers (342 

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 activity
3
 and firm size

4
 (defined by number 

of employees). Sample sizes were large enough to 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 surveys, 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 revealed the 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 compared to 34 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 of female-owned firms offered 

family health insurance coverage to workers compared to 37 percent of male-owned firms. 

Eighty percent of female employees were given maternity leave upon request in female-owned 

firms compared to 72 percent in male-owned firms.  Finally, in male owned firms more than 6 

percent of female employeesô requests for annual leave were rejected compared to less than 0.5 

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 were denied
5
. 

 

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.  

 

                                                
1 While the survey was held nationwide, most of the substantive responses came from the Greater Beirut area.  Two thirds of business 

activities in 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 not provide a 

statistical incidence of female entrepreneurship in the Lebanese private sector per 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 the ground - Annex 1 (of the 

main report) provides a detailed breakdown and explanation of the sampling and the data and to what extents it reflects the population. 
3 Manufacturing, trade, services, construction, IT, and hotel & restaurants. 
4 Small ( >=5, <=9), medium (20-99), Large (100 and over). 
5 The data also shows that women with young children (less 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 rejected (sick leave is an 

exception where more women with children than men face rejection). Those facing the highest rejections to their leave requests (annual, 

sick, and other) are women without children. 
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Table 2: Survey Data ï Workers 

 Female Male 

Workers who have completed college education 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 other) - %   

          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 other) - %   

          With small children (under age 7) 0.55 0 

          Without small children (under age 7)  5.35 0.82 

Rejection of all leave request (Annual, sick, and other) - %   

          Never married 5 0.46 

          Married 4 0.78 

 

d. Female entrepreneurs provide greater professional opportunities for other females than do 

male entrepreneurs.  Seventy-three percent of female owned firms had Boards with 20-50% 

female members as compared to only 36 percent of male owned firms. 

 
Table 1: Survey Data ï Entrepreneurs 

 Female 

Owned 

Firms 

Male 

Owned 

Firms 

Proportion 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 of female workers rejected (%) 0.53 6 

Annual leave requests of male workers rejected (%) 0.1 0.5 

Firm owners who consider female workers to be more 

skilled/productive than male workers (%) 

40 32 

Proportion of firms with 20% - 50% of Board members female 73 36 

Firms with access to a bank loan to finance capital or operations (%) 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 access to finance.  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): 

 

a. Female workers 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 female employeeôs request for leave for unexpected travel or funeral attendance is 

five times more likely to be rejected compared to the same request by a male employee. The 

rejection rate for sick leave requests  
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Figure 1: Percentage of leave requests denied by  

gender of the employee 

 

Figure 2: Female Employment by Sector and Age 
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by female workers is 11 times higher than 

that for male workers (Figure 1). A closer 

look at the data shows that ñleave 

discriminationò occurs mostly for un-

married females without small children.  

Leave rejection rates for female and male 

workers with small children are practically 

non-existent and almost the same (0.55 

percent versus 0 percent respectively).     

 

d. The degree of sector segregation among 

women has declined over time.  Thus, while 

older women (between 51 and 70 years of 

age) are heavily concentrated in the 

manufacturing sector, younger women tend 

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

 

e. Female workers emphasize 

non-wage factors more than 

male workers in their decision 

to work.  Although income 

stability and high position are 

relevant to both female and 

male workers, non-wage 

conditions are especially 

important for women. When 

asked to prioritize female 

workers stressed availability of 

flexible work, proximity to the 

home, no child at home, and 

availability of nurseries while male workers listed monetary factors such as fixed salary, benefits, 

and availability of social security (NSSF) coverage.  

 

f. Female workers face wage discrimination. Nearly 27 percent of the wage difference
6
 

between male and female employees is shown by statistical analysis to be plausibly attributable 

to discrimination.  Wage gaps exist even within the same sector and occupation even after 

controlling for different levels of education
7
. 

 

g. However, wage discrimination varies by age and is non-existent for younger female workers.   

 

The survey data show 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.  

 

 

 

 

                                                
6
 Data is for wages only hence this does not refer to earnings. 

7
 Differences in working hours: variables such 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 hours between 

female and male employees.  



 7 

Concluding remarks 

 

5. The findings of this report show that compared to males, female entrepreneurs tend 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 and to working conditions in the country.   

Public policy should focus in particular on two key constraints that female entrepreneurs face: 

access to finance and complex regulations.   

 

6. Loan guarantee schemes for small businesses such as the one offered by Kafalat in 

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 offered to students 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 assistance in navigating 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 and 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 

banking system, loans are highly collateralized and typically provided under an individualôs 

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 their ability to borrow. 

 

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 reasons.  Married women (especially 

those with children) appear to struggle in maintaining the 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 when married.  To support work for women with children 

government could support initiatives for childcare such as extending the school day, early 

childhood education, after school programs and publicize preschools in poor and needy areas. 

Specific important services are nurseries
8
, training of nannies, and transportation including child 

transportation. In addition, revisions to the labor law should focus on facilitating flexible and 

part-time employment regulations and conditions.  

 

9. The above findings pertain to 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 and nature.  

                                                
8
 Regarding opening of childcare 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 were required 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. Best practices 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 with children to have a childcare center. Other best practice examples 

include facilitating the growth of the private sector childcare industry and public-private partnerships to develop joint 

childcare centers in work communities rather than making it a sole burden on private sector firms. 
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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 and anxiety 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 themselves 

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
9
. 

However, womenôs participation in the economy whether in the labor market or private sector 

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 for men
10

  and according to the Lebanese National Survey of Household 

Living Condition (2004) - which includes information on 20,000 individuals across Lebanon - 

female employers account for only 1% of total economically active females compared to almost 

7% of males who are categorized as employers
11

.  There are some clear indications that women 

business owners contribute positively to private sector employment in addition to investment
12

. 

However, there remain limited availability of in depth information about women entrepreneurs 

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 increase income earning opportunities for women, this report seeks 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 playing field as the men in the private sector. The report will 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 their demand for employment in the private sector. 

 

 

 

 

 

 

                                                
9
 World Bank database. 

10
 Female labor force participation in Argentina is 62%, in Croatia it is 58%, and in Malaysia it is 49%. In Turkey it is 29%. 

11
 The  National Household survey also shows that self employed females (both with and without assistance from other 

household members) are about 11% compared to more than 33% of self employed males. 
12

 See ñWomenôs Entrepreneurship in the Middle East and North Africaò, The World Bank, 2008. 
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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 to the supply 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) Identify the barriers perceived in the business environment by female and male 

entrepreneurs; and 

4) Determine any particular challenges that are faced by women both as entrepreneurs and as 

workers based on institutional and regulatory environment in the private sector.   

 

3. Scope 

 

3.1  The scope of the report is 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 in public sector 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 level of opportunities.  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 challenges faced by women in this sector. 

 

4. Audience 

 

4.1.  This report is 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 private sector in Lebanon. Those would include the ministries of Ministries of: 

Education and Higher Education; Finance; Social Affairs; and Labor. In addition include the 

judiciary, Parliament, the Chamber of Commerce, associations, banks, and the private sector 

among target groups as they can have strong influence on policy making and initiating reforms. 

Similarly, civil society organizations and NGOs can use the information provided in this report to 

support their advocacy and awareness campaigns to 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 and aid programs for Lebanon. 

 

5. Data and Methodology 
 

5.1.  Two surveys were conducted in 2007 specifically for this analysis covering the Greater 

Beirut area
13

. The first was a survey of 235 formal sector firms (109 female owned and 126 male 

owned) with similar 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 the samples for both 

surveys was stratified at two levels: sector of activity
14

 and firm size
15

 (defined by number of 

                                                
13

 While the survey was held nationwide, most of the substantive responses came from the Greater Beirut area.  Two thirds of 

business activities in Lebanon take place in the Greater Beirut area. 
14

 Manufacturing, trade, services, construction, IT, and hotel & restaurants.  
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employees). The sample selections were designed so as to allow for an un-biased comparison to 

the extent possible between each of the gender groups and provide 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 the incidence 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 dimensions
16

.  

 

5.2  The analysis examines 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 

comprehensive examination of gender disparities from the perspective of the employees, the 

household, and the employers.  

 

5.3.  The methodology for analyzing the data involves looking at descriptive statistics to 

highlight the characteristics and differences between male and female entrepreneurs and workers. 

The analyses of the employee data uses diagnostics using the dissimilarity index (DI) to 

determine the underlying factors for any disparities in sector and occupational segregation. The 

Mincerian wage regressions and the Oaxaca-Blinder 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 one covers the characteristics of 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, and structure of the company Board (family/non-family partnership). The second part 

covers factors that are related to the supply of jobs and working conditions in the private sector 

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

 

5.5.  Chapter two focuses on the workers and their characteristics in terms of age, experience, 

education, skills, and marital status. It examines work the different work patterns of workers and 

identifies the distribution of male and female employment across sectors and occupations 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 men such as benefits, flexible work arrangement, 

transportation, childcare etc.  

 

5.6  Chapter three quantifies the level of the gender gap and identifies its sources in view of 

the different demographic characteristics of the worker. Chapter four lays down the conclusions, 

examines the related policy and regulatory environment, and provides recommendations. 

Detailed data and supporting research are attached in the Annex.  

 
 

 

 

 

 

 

                                                                                                                                                                   
15

 Small ( >=5, <=9), medium (20-99), Large (100 and over). 
16

 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 for this report. It is 

divided into two parts. The first part highlights the different characteristics of male and female 

entrepreneurs the second part examines the role that 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. In the theoretical and empirical literature, there is a proliferation of definitions and 

taxonomies of entrepreneurship and entrepreneurs. In the early theories, entrepreneurs are 

defined as those individuals that earn uncertain profits from the difference between a known 

buying price and an uncertain selling price bearing the risk (Cantillon, 1755). Stressing the 

relevance of the entrepreneurial ability as having good judgment, Say (1767-1832) identified 

entrepreneurs more with the managers than with the owners of capital or firms. Later theories 

defined the entrepreneurs as residual claimant optimizing agents continuously seeking for 

opportunities to minimize costs (Marshall, 1964) or as innovators who move the system out of 

the static equilibrium by creating new products or production 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 

decision-making (Casson, 2003). Despite the absence of a generally accepted definition it is clear 

that the entrepreneursô role involves multiple aspects which include business ownership, risk 

bearing, innovation, opportunity seeking, and management.  

 

1.1.2. Despite being quite widespread, the 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 

or partnership) as well as to the real involvement of the enterpriseôs owner in running the 

business. The main question in the case of this analysis is whether or not the enterpriseôs owner 

has the real decision power in running the activity, or, even better, whether or not the owner is 

the ñreal playerò in the private sector. At the empirical level, the focus is on the opportunity to 

consider firmôs management rather than firmôs ownership - given the idea that the manager daily 

interacts with the investment climate - 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 entrepreneurship in general, 

become essential when a gender-disaggregated analysis of entrepreneurship is 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). Only when 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 this report an entrepreneur is defined as an individual who owns 

either a majority shareholding (51%), a minority shareholding (49%), or is a partner/manager 

who can be liable and who may or may not own some shares in the company but is not the 

registered owner. These individuals regardless of shareholding status as previously defined 
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Figure 1.1 - Participation in entrepreneurship, by gender of the 
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have to be actively involved in the running of the business by being dynamically involved in 

the enterpriseôs activity providing tangible and intangible resources and taking part at the 

decision making process (i.e. managing, being a decision making member of the Board, 

and/or a decision maker within the company in general).  

 

1.2  Legal status and ownership: 

 

1.2.1 In Lebanon more men than women 

 are likely to be sole proprietors of their firm 

(24 percent compared to 15 percent. Women 

are more likely than men to be majority 

shareholders in their companies (20 percent of 

total female entrepreneurs compared to 16 

percent for males). Although the differences 

are small they are statistically significant. No 

differences are found with regards to minority 

shareholders and partners (figure 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) rather 

than sole proprietors. 

 

1.2.2 Manufacturing accounts for 21 percent of the 109 firms run by female entrepreneurs, 

whilst the remaining 79 percent are in services
17

.  Out of 126 firms run by male entrepreneurs, 

about 25 percent are in manufacturing whilst 75 percent are in services. Regarding 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 in services, again with no relevant differences between 

enterprises run by male and female entrepreneurs
18

. 

 

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

finance): 

 

The capability of the entrepreneur is usually represented by two main components, 

Namely: i) the entrepreneurial ability; and ii) access to finance
19

 . 

 

 1.3.1 Entrepreneurial ability  

 

Entrepreneurial ability is a wide term, which refers to the ability of individuals to perceive and 

exploit business opportunity and can include a wide set of factors namely: 

 

Á Experience ï measured by the number of years the entrepreneur has been in operation. 

Á Education - measured by the highest educational level attained by the entrepreneur. 

                                                
17

 The services sector in this case includes: Printing Services, Construction, Transportation/car rental, financial services, 

Education, Health and social action, Research and testing services, Advertising / Marketing / Media, Cleaning and 

maintenance, Security, Service to individuals (beauticians, hairdressers etc.). 
18

 Not enough observations were available in the IT, trade, construction, and hotel and restaurants to allow for significant 

results 
19

 Evans and Jonovic, 1989. 

 

Figure 1.1: Participation of entrepreneurs by gender 

of firm owner  
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Figure 1.2 - Reasons for being involved in the current 

business
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Á Business contacts and motivations
20

 - not enough 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).  

Á Knowledge of the market ï measured by the entrepreneursô field of study and experience 

(previous work) in the enterpriseôs specialty. 

Á Opportunity seeking - measured by the entrepreneursô intention to expand their activity in the 

future. 

 

1.3.1.1 Experience
21

: Female entrepreneurs are slightly younger and less experienced than 

male entrepreneurs. However, 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 a male entrepreneur, whilst female entrepreneurs are 

characterized on average with 13 years of experience in the market compared to 19 years of 

experience by male entrepreneurs.  

 

1.3.1.2 Education
22

: Women entrepreneurs are as educated as men and even slightly more so 

as shown by the data although the difference is not statistically significant. The majority of 

entrepreneurs regardless of their gender have a university degree or post university degree. The 

percentage is slightly higher for female entrepreneurs (93 percent) than for male entrepreneurs 

(86 percent).  

  

1.3.1.3 Motivation (family business versus 

own undertaking) In Lebanon family plays a 

crucial role in entrepreneurship, and is 

equally relevant for female and male 

entrepreneurs (figure 1.2). Family businesses 

in Lebanon constitute 85 percent of the private 

sector
23

. According to the firm survey data an 

enterprise where the board holds regular 

meetings, the percentage of family members in 

the board is 56% in firms run by male 

entrepreneurs compared to 47% in firms run 

by female entrepreneurs
24

.  

  

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 market. Just as many female entrepreneurs as male 

entrepreneurs  (approximately 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 advantage (such as previous 

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 men. Men are more likely to report the 

                                                
20

 See Burke, FitzRoy, and Nolan, 2002 for a broader description.  
21

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

this question. 
22

 Ibid. 
23

 ñFamily Business Consultations in Lebanonò,  Josiane Fahed Sreih, 2008. 
24

 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 ñopportunity seekingò the data seems to support the common understanding of the 

less risky attitudes of female entrepreneurs (Jianakopolis and Bernasek, 1998), Figure 1.3, shows 

that despite having lesser perceptions of constraints and issues with regards to the political and 

economic situation 30 percent of Lebanese female 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 for expanding. Nevertheless, although women appear as lower risk takers a 

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

 

 
 1.3.2 Access to finance 

 

1.3.2.1 Access to finance is an important factor that can allow an entrepreneur to translate his or 

her entrepreneurial initiative into action. Under such an assumption, Lebanese male 

entrepreneurs show, at a first glance, a stronger entrepreneurial skill than their female 

counterparts. However, a more complex picture emerges when information about the source of 

financing is analyzed. 

 

1.3.2.2 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). When asked the question ñdo you currently or did you at some point finance your capital 

or operation?ò, only 26% of male entrepreneurs answered ñnoò compared to 38% of female 

entrepreneurs
25

.  

 

1.3.2.3 Sixty four percent of male entrepreneurs who financed their capital or operations had 

access to a bank compared to only 48% of female entrepreneurs (figure 2.4). This difference is 

also confirmed after controlling for industry fixed effects: female entrepreneurs are 17% less 

likely to have a bank loan when they finance their business than men. On the other hand, for 

women, personal savings are more relevant. 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 

question remains: ñare female entrepreneurs in Lebanon less likely to have access to banking 

instruments because of weaknesses in the demand for financing or because of constraints on the 

supply side?ò Findings from firm studies in other regions provide useful insights.  

 

1.3.2.4 Findings from an Enterprise Survey data analyses of firms in Eastern Europe and 

Central Asia by Muravery et al. (2007) show that women entrepreneurs are less likely than 

                                                
25

 The difference in attitude is confirmed across size and sector. 

Figure 1.3 ï Entrepreneursô plans to expand the business, by gender  
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men to get a loan
26

.  This suggest that, even if certain factors indicate that women are lower risk-

takers, actual constraints in the supply of finance can play an important role in influencing 

womenôs ñentrepreneurial spiritò.  

 

 
 

Part II.  The role of Female entrepreneurs on female labor force participation in the 

private sector 

 

2.1 Female entrepreneurs are an important source for boosting female labor force 

participation in the private sector in Lebanon
27

 either at the managerial or at the production 

level. For the purpose of this analysis, female participation at the managerial level is measured 

by the percentage of females in the enterpriseôs 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 firms run by male 

entrepreneurs. Seventy three percent of 

female owned firms had Boards with 20-

50% female members as compared to only 

36 percent of male owned firms. The left tail 

of the kernel distribution of the percentage 

of women board members in firms run by 

male and female entrepreneurs (figure 1.5), 

shows that a remarkably higher fraction of 

enterprises run by male entrepreneurs have 

from 0% to 20% of the board composed of 

women compared to a definitely smaller 

portion of enterprises run by female 

entrepreneurs. On the other hand, for higher percentages of female board members, the kernel 

                                                
26

 Those findings were established when correcting for selection on whether the firm needs a loan, 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. 
27

 The same findings were found for female entrepreneurs in other MENA countries (see  Women Entrepreneurs in the 

Middle East and North Africa, World Bank 2008). 

Figure 1. 4 ï Access to finance and source of finance by gender 
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* Differences between male and female entrepreneurs are statistically significant  
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distribution of firms run by female entrepreneurs always dominates those of firms run by a male 

entrepreneurs This is true also when the sub-sample of non-family business 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 non-family male owned firms (22 percent compared 

to 11 percent). This goes against the prevailing assumption that female owned family businesses 

would by default have only female shareholders due to inheritance and socio-cultural factors 

where if there were male family members they would have ownership and control. More detailed 

data about the composition of the male and female board members and their relationships is 

needed to shed more light on this issue. 

 

2.4 Enterprises run by female entrepreneurs hire a higher percentage of women workers 

compared to enterprises run by male entrepreneurs across all sectors. On average, 47% of the 

labor force in enterprises run by female entrepreneurs is composed of women compared to 34% 

in enterprises run by male entrepreneurs
 28

.  

 

2.5 Female employees in female owned firms have an advantage both in how they are 

perceived as employees and in terms of compensation. Male 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 and non-wage benefits and 

services that they actually provide. 

 

2.6 Female entrepreneurs are more likely than male entrepreneurs to consider female workers 

as more skilled/productive in their work (40 percent compared to 32) or better because of 

personal characteristics like more trustworthy, more dedicated, and more presentable (22 

percent compared to 17). On the other hand, male entrepreneurs are more likely to find no 

advantages in hiring women compared to female entrepreneurs (46% versus to 35%) - figure 1.6. 
 

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

 
 

2.7 A high percentage of entrepreneurs (40%), regardless of their gender, directly mention 

family commitment as the major disadvantage in hiring women. More 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, absenteeism and overtime work request male firm owners 

are more likely to reject leave requests submitted by female workers (paragraphs 2.7-2.9) and 

                                                
28
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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 percent 

level.  

 

although 95 percent of overtime requests are usually accepted for all employees, more women 

workers than men tend to have 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 the higher 

tendency of having their leave requests rejected in those firms. 

 

2.8 Female entrepreneurs are more likely to provide health insurance coverage for an 

employeeôs family (male and female) and casual sick leaves than male entrepreneurs. 
However, more male 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 

provide maternity leaves for women and annual leaves however, the difference is not statistically 

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 explained further in chapter three. 
 

2.9 There is no statistically significant gender difference in employeesô job satisfaction 

between male and female owned/managed firms.   Although male employees are more likely to 

be dissatisfied in female owned/managed firms (14.23 percent) compared to their female 

counterparts (8.02 percent) and compared to male employees in male owned/managed firms 

(10.76).  

 

Leaves (gender related - maternity/childcare and gender neutral - all other types of 

leaves)
29

 

 

Gender related leaves 

 

2.10 Female owned/managed firms are more likely to approve maternity and childcare based 

leave requests for their female employees than do male owned firms. The cross tabulation 

                                                
29

 Data findings are derived from the workersô survey 
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results show that roughly two-thirds of female employeesô request for maternity, child care, and 

breast feeding leaves are approved. The data shows that there can be differences in the 

application of these services in different firms such as female owned firms versus male owned 

firms, different sectors, and among firms with different sizes. Figure 2.6 presents the approval 

rate for different types of leaves applied by female employees between female and male 

owned/managed firms. As the figure clearly shows, female employees in female owned firms 

have a higher chance of getting their leave request approved compared to female employees 

working in male owned firms and this holds true for all the three types of leave requests.  
 

Figure 1.8: Percentage of female employeesô leave request approval by gender of the owner of the firm 
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2.11 For example 80 percent of female employees who requested maternity leave were 

approved in female owned/managed firms compared to only 72 percent in male owned firms. 
Thus, if male owned firms have a higher tendency to offer maternity leave women workers are 

not benefiting as much from it. As the graph shows, the percentage 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 than 16 percent.  

 

Gender neutral leaves  

 

2.12 Female 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 childcare. Female workers have a significantly higher incidence of 

rejection to their (non-maternal based) leave requests than their male counterparts in both female 

and male owned firms. Figure 1.9 clearly shows the differences. The annual leave request of 3.5 

percent 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 compared to the same 

request by male employees. This chance of rejection is much higher in the case of sick leave. 

The chance of female employeesô request for sick leave to be rejected is 11 times higher than the 

chance of a male employeesô request. Hence, maternity leave comes at the cost of other types of 

leaves that women are entitled to and there is no consistent and meaningful difference across 

different sectors and sizes of firms.  
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Figure 1.10: Difference in the percentage of leave requests denied 

between female and male employees by the gender of the firm owner  
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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 owned firms. Figure 1.10 presents the difference in the 

percentage of female and male leave requests denied by the gender of the owner of the firm. 

Positive values show that 

requests of female 

employees are more 

likely to be denied 

compared to requests 

submitted by male 

employees. As the figure 

clearly shows, the 

percentage difference in 

denial of (other) leave 

request between female 

and male employees is 

3.24 in male owned firms 

compared to only 2.33 in 

female owned firms.   
 

 

2.14 In male owned firms more than 6 percent of female employeesô request for annual leave 

is compared to less than 0.5 percent of requests by male employees (denoting a difference of 

5.55 percentage 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 denied (a difference of 

0.43 percentage points). Interestingly the data revealed that ñleave discriminationò occurs mostly 

for un-married females without small children.  Leave rejection rates for female and male 

workers with small children are practically non-existent 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 work overtime. Nearly 

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 of rejections 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 statistically significant. 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.  

 

2.16 In firms and job categories where overtime work is applicable, nearly 30 percent of female 

and 26 percent of male employees claimed that they could not refuse to work overtime if it was 

requested of them. Results also show that 59 percent of the over-time hours worked goes unpaid. 

No significant gender differences are observed in both areas.  
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Key Summary points 

 

¶ Compared to male entrepreneurs female entrepreneurs are slightly younger and consequently 

have less experience but they are equally educated even slightly more so. Women also have just 

as much knowledge as men of the market. 

 

¶ 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 
 

¶ Women list financial 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). 

 

¶ Female entrepreneurs are an 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 run by male 

entrepreneurs. Enterprises run by female entrepreneurs hire a higher percentage of women 

workers compared to enterprises run by male entrepreneurs across all sectors. 

 

¶ Female employees in female owned firms have an advantage both in how they are perceived as 

employees and in terms of treatment. 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, more dedicated, and more 

presentable. However, a high percentage of entrepreneurs regardless of their gender, directly 

mention family commitment as the major disadvantage in hiring women. 

 

¶ Female owned firms are more likely to approve maternity and childcare based leave requests 

for their female employees than do male owned firms.  Female entrepreneurs are also more likely 

to provide health insurance coverage for an employeeôs family (male and female and casual sick 

leaves) than male entrepreneurs.  

 

¶ Female 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 childcare. Although all types of (non maternal based) leave requests of female 

employees are more likely to be denied in both male and female owned firms the differences are 

more significant in the case of male owned firms. 
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Chapter Two: Male and Female Workers in the Private Sector: 

Characteristics and Employment Patterns  
 

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 Workers 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 look at workersô perceptions regarding the labor 

law, and factors that affects their decision to 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:  

 

2.1.1 Female workers are on average younger than male workers. Overall, 38.2 percent of the 

sampled workers are female.  The mean age of female employees is 31 years compared to 35 

years for male workers. Figure 2.1 presents the distribution of workers by four age categories. As 

the figure clearly shows, most female employees in the Lebanese private sector are very young 

compared to men and their share 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 category (18-30 years) 

compared to only 37 percent of male employees. On the other extreme, 12 percent of male 

employees are in the oldest age group (51-70 years) compared to only 2 percent of sampled 

female employees. This result indicates that more young female Lebanese have been joining the 

labor force compared to their mothers. In addition, as expected when looking at the age 

composition of workers, male employees have more experience than female employees. The 

difference in the mean for experience between male and female employees is 1.2 years. The 

difference is much higher when considering the median (3.5 years).  
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2.2 Marital status  

 

2.2.1 Marriage plays a high role on womenôs work. Overall, 55 percent of the workers 

interviewed are single, 43 percent are 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 equal footing 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  

 

2.3.1 Female workers are more educated than their male counterparts. More than 87 percent of 

all the workers surveyed report having attended secondary or university education (34 percent 

secondary and 53 percent university)
30

. Of those who attended high school and university 

education, 64 percent have done so through private educational establishments, which highlight 

the importance of the private educational sector in building the human capital in Lebanon.  

Interestingly, more men attended private education (54.5 percent) compared to women (45.5 

percent). The percentage of female employees with elementary level of education is only 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 employees (see Figure 

2.3).  This gap still holds after controlling for age differences. In the 18-30 age group, 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 high participation of young 

women in the higher education system.  

 

 

 

 

 

 

 

 

 

                                                
30

 At the time of the survey, only 15% of the employees were still attending schools or universities. 
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Figure 2.3. Education of workers by gender and age 

 

 
 

 

2.4 Occupations 

 

2.4.1 Females are highly involved in administrative jobs particularly in accounting, 

secretarial/receptionist, and as assistant mangers. On the other hand male employees are highly 

involved in production and other (non-production) occupations
31

 (figure 2.4). 

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

 

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

five percent of all workers surveyed have been legally registered since the start of their 

employment, of which 71% were registered within the first three months. Seventy four percent of 

male employees have been legally registered within three months compared to 67 percent of 

female employees.  When explaining reasons for being a non-registered employee most male 

employees stated that they were either a part time or temporary worker, or that they did not have 

a Lebanese nationality. Female employees did not seem as knowledgeable and mentioned 

reasons such as ñthey would be registered soonò, ñthey had started working recentlyò, or they 

ñdid not know about the issueò. Eighteen percent of employees that are not registered are non-

                                                
31
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Lebanese, 80 percent of them are female. These findings indicate that efforts should be made to 

educate women about the labor, their rights and responsibilities. 

 

2.5.2 Twenty eight percent of employees were unemployed before getting their current job and 

there is a statistically significant difference between female and male employees.  Thirty seven 

percent of female workers were unemployed before their current job compared to 22 percent of 

male employees. Eighty-six percent of all employees had spent up to a year looking for a job 

before finding employment, while 14 percent had spent more than a year doing so. Interestingly, 

there is no statistically significant gender difference in the number 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 81 percent of female employees). However, women more than 

men consider good transportation as important for work and public transportation (government 

and private companies) are more important for women. While there is no statistically significant 

gender difference in the percentage of employees who use public transport, more male 

employees use private car (61 vs. 52%) and motorcycles (four vs. less than one percent) than 

their female counterparts. Female employees are more likely to walk on foot (11 vs. eight 

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 2.5). Female employees are also more likely to live near their work place as 

indicated by the relatively small amount of time they need to arrive at work.  

 
Figure 2.5: Means of transportation to work by gender  
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2.7 Working hours and flexible work time 

 

2.7.1 Men work more hours than women. Most employees (male and female) work five to six 

days a week (mean 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 for 9, 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 

more are made up of males.  
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Figure 2.6: Distribution of working hours by gender 
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2.7.2 Gender does not play a significant role in the determination or availability of flexible 

working hours offered by employers. Based on what was reported by the workers, 20 percent of 

the firms offer flexible working hours. Of this 20 percent, 78 percent provide part-time 

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 men. On 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 from their work 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 number of times absent from work in the last year.   

 

2.8.2 There 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 owned firms (figure 2.8). The average number of times female 
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employees are absent in male owned firms (both over the past year and past month) are much 

higher than the corresponding figures for male employees. For instance, female employees in 

male owned firms 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 times a worker is absent from work last year and last month  

by gender of the employee and owner of the firm  
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2.8.3 However, this gender discrepancy vanishes in female owned firms. The average number 

of times female and male employees were absent during the last year were 5.26 and 5.25, 

respectively. The number of times female employees were absent from work during the last year 

in male owned firms is higher than the number of times female employees were absent in female 

owned/managed firms.  

 

2.8.4 Female employees are more likely to be absent from work to take care of their children, 

parent, etc., than their male counterparts (figure 2.9). 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 illness as the first reason for their 

absence from work over the last year.  

 
Figure 2.9: Reasons mentioned first by workers (apart from illness) for absence  

from work over the past year by gender 
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Part II. Patterns of Employment across Sectors and Occupations  

 

2.2  Patterns of Employment by Sector and Occupation 

Employment by Sector:  

 

2.2.1 Out of the 28 different sectors reported by firms, six broad sectors were identified for the 

sake of analysis: manufacturing, commerce, service, construction, hotel and restaurant, and 

information technology (IT). The service sector is the major employer in this sample. It employs 

more than one-third of the total labor force in the sample (figure 2.10).  The manufacturing and 

the commerce sectors are the second and the third largest employers (they employ 28 and 16 

percent of the total sampled workers).  
 

Figure 2.10: Total employment by sector  
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2.2.2 Using the measure of the dissimilarity index (DI)
32

 to determine the level of segregation, 

thirty two percent of female employees need to move across sectors in order to achieve an even 

distribution across the six sectors
33

. However, when looking at the different characteristics and 

work related variables of employees interesting variations provide a clearer pattern. 

 

Age: 

 

2.2.3 Young females are relatively equally participating in all sectors. Figure 2.11 shows that 

the level of sectoral gender segregation increases as the age of the employee increases. In other 

words, the average share of female workers across sectors decreases as age increases. For the 

youngest age group, the level of sectoral gender segregation is relatively small (ID = 0.16). This 

indicates several things that should be taken into consideration with caution given the lack of 

adequate data for deeper investigation. The findings highlight the positive achievement in 

                                                
32

 The Index of Dissimilarity (ID) given by: ä
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ID  where: 

fi = the percentage of female employees in the i
th
 sector* 

F = the total female employees in the sample  

mi = the percentage of male employees in the i
th
 sector* 

M = the total female employees in the sample 

*Occupation can be substituted for sector - See annex to chapter three for a more detailed explanation.  
33

 The index of dissimilarity computed for the six sectors is 0.3158.   
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womenôs capacity that has reached the same level as menôs. It also points to the fact that it has 

become more culturally and socially acceptable for women to be working in all areas and sectors 

than was the 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 at the level of 

womenôs segregation by sector opens up the picture further. 
 

Figure 2.11: Index of sectoral dissimilarity between female and male employees by age 
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Figure 2.12: Percentage of women employed by age and sector  
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2.2.4 For instance, more than 60 percent of female employees who are older than 50 years are 

employed in the manufacturing sector whereas the pattern is reversed in the case of the 

services sector where more than 40 percent of female workers between the ages of 18 and 40 

are employed (compared to only 19 percent of female workers above 50). As 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 IT, construction, 

and hotel and restaurant sectors
34

 (figure 2.12).  Interestingly, there is no significant age 

difference in the percentage of women working in the commerce sector. In terms of salary level 

                                                
34

 In the case of the IT sector, this also holds for men above 50. In the construction, and hotel and restaurant sectors, however, 

we observe men above 50.    
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the encouraging news is that younger women are increasingly entering into the highest paying 

sector (IT) and are moving away from the lowest paying ones (manufacturing and commerce)
35

.  

 

Marital status:  

 

2.2.5 Marital status may also affect the sector of employment for women but age is a stronger 

determinant. The index of dissimilarity computed for female and male employees with different 

marital status is 0.19 for never married and 0.15 for married workers
36

. These figures are relatively 

small compared to the ID figures computed for the age-gender segregation across sectors (table 

2.1). This implies that the age-gender sectoral segregation is more important than the marital 

status-gender sectoral segregation.  

 
Table 2.1: Index of dissimilarity by age groups 

ID by Age  

18 -30 years    

 

0.1644 

31 - 40 years  0.4415 

41 - 50 years    0.5557 

51 ï 70 years    0.5459 

 

 

2.2.6 Based on the data, further 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 gender-marital status sectoral heterogeneity is relatively small, 

significant sector variation is observed within female employees themselves by their marital 

status (see figure 2.13). The figure reveals that there is no significant difference between single 

never married and married women in sectors of employment except that 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).  
36

 The third group, married before (divorced, separated, and widowed), are not included in the analysis due to insufficient 

number of observations.  
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Education: 

 

2.2.7 Education remains an important requisite for womenôs employment in Lebanon and the 

findings support this conclusion. Very high sectoral gender segregation is observed for less 

educated employees. The education-gender sectoral dissimilarity index is 0.45 for illiterate 

workers and it declines to 0.13 and 0.19 for high school and college graduates, respectively. 

Further examination of the occupation women are 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 categories: professional, administration, production, and other. 

 

2.2.8 The computed 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 occupations, the ID computed for the MENA 

countries ranges from 0.15-0.65
37

.   

 

2.2.9 Almost 28 percent of female employees are concentrated in administrative occupations
38

. 

Womenôs share in administrative jobs is 67 percent compared to 40 percent for male employees. 

A deeper breakdown within occupations shows that women are also more highly concentrated in 

jobs such as operators/secretaries or accountants (where their share is 16.5 and 17 percent 

respectively compared to 3 and 9 percent for males) and they are less concentrated in managerial, 

technical, and skilled labor occupations where their share is relatively small. In 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 women
39

 (out of the 382 

listed Board members 14 were women). 

  

2.2.10 Occupational segregation by gender may be more likely due to experience and 

education than on other factors (discrimination or socio-cultural barriers) when taking into 

consideration, age, marital status and education level of employees.  Figure 2.14 shows that the 

gender occupational difference is very high for the youngest age group (ID = 0.29) and lowest 

for the oldest age group (0.054). The negative slope of the curve for age indicates that 

occupational segregation between female and male employees declines as the age of the 

employee increases.  

 

2.2.11 The level of gender segregation in occupation declines significantly as the level of 

education increases (figure 2.15). The ID value for workers with elementary education 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 steeply sloped curve of the education graph indicates that the level 

of gender related occupational segregation in all occupations declines significantly as the level of 

education increases again 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.  
38

 The overall occupational dissimilarity index between 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 
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Part III. Factors that affect womenôs demand for employment (male/female comparisons) 

 

2.3.1 In general womenôs demand for labor 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 stay at their 

current job. The employee survey collected information on incentives to work or on issues that 

affect the decision of employees to take the job. Respondents were also asked to rank their 

reasons. The reasons are classified into three parts based on the difference in the responses of 

female 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 percent of total responses) followed by fixed salary (65 percent), then 

benefits (10 percent), were ranked equally important by both male 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, 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 
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workers to be important factors for working (figure 2.16).  Factors which were mentioned 

proportionately more by male workers include high salary and availability of NSSF
40

 coverage. 
 

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 prioritize
41

 female employees stressed those factors that are related to 

family issues such as flexible working hours, proximity to the home, no child at home, 

nursery, and the like while male employees highlighted monetary factors as priorities (fixed 

salary, benefits, and availability of NSSF coverage).  This 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 cases they are the 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 employees who do so. In addition, 

the data shows that 75 percent of female employees have household related responsibilities 

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 work, family encouragement, well treatment at work, and having a high 

position, are ranked more or less the same by female and male employees and the issue of 
transport appears again as more important for females than it is for male employees. The 

response of workers to the question ñWhat things would improve womenôs employmentò also 

strengthens these findings. Most workers mentioned the issue of nursery, proximity to home, 

good transportation, good pay, and flexible working hours as important issues. Creating separate 

working environment for women is not mentioned as an important variable even by women 

themselves (figure 2.17). 

                                                
40

 National Social Security Fund (NSSF) 
41

 Respondents were 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. Factors 

ranked first get 1 (the full 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, or fifth 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 to the 45
0
diagonal line shows the factor is 

equally important for both female and male employees.  
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Figure 2.17: Average rank of factors by gender  
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2.3.6 Job satisfaction: The cross-tabulation 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 percent. On average nearly 90 percent of 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 reasons for satisfaction or 

dissatisfaction of male employees compared to their female counterparts (figure 2.19). For 

instance, 36 percent of male employees mention ópay is suitableô as their first reason for their job 

satisfaction compared to only 29 percent of female 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.  

 

2.3.8 Most female employees on the other hand mention óhaving the right skillô as their first 

reason (35 percent compared to 23 percent of male) for job satisfaction. Nearly 12 percent of 

female employees also mentioned óI am respectedô as their first reason compared to only 9 percent 

of male employees.  
 

Figure 2.18: Reasons for job satisfaction or dissatisfaction  
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2.3.9 In general, there is no significant gender difference in job satisfaction across sectors as 

shown (figure 2.19). However, male employees in hotel and restaurant sectors are highly 

dissatisfied with their job compared to their female counterparts in the same sector and male and 

female employees in other sectors. óThe working conditions are not encouragingô is the major 

reason given by male employees for their dissatisfaction in 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 employees to the labor law. Information was collected on the reaction of 

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 could not evaluate 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).    

 

2.3.11 More female employees than male employees view the labor law unfavorably. The very 

low intercepts (figure 2.20), which correspond to the percentage of female and male respondents 

who judge the labor law as very good, indicate that a very small number of employees of both 

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 

have a good opinion about the labor law. The steep slope of the female curve after the rating of 

ógoodô also shows 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 as 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.  
 

 

 

 

 

 

 

 

 

 

 

 



 36 

Figure 2.20: Reaction of female and male employees to the labor law 
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2.3.12 Nearly 20 percent of female employees say that the labor law is not fair for women 

compared to 9 percent of male employees.  All these results indicate that the labor law has some 

limitations as far as female employees are concerned. Therefore, further detailed investigation is 

needed in this area. Most of the respondents (more than 97 percent) are not members of any 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 women are relatively equally 

participating in all sectors and women are just as likely as men to get promotions.  

  

· Female workers are on average younger and more educated than male workers. Education 

remains an important requisite for womenôs employment in Lebanon. For example, the level of 

gender segregation in occupation declines significantly as the level of education increases.  

 

· Marriage plays a high role on womenôs work. Marital status may affect the sector of employment 
of women but age is a stronger determinant. Men work more hours than women and more women 

than men tend to have their request to work overtime rejected or ignored. 

 

· Women have a 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, parents, etc., than their male 

counterparts. There 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 owned firms. There is no female absenteeism in female 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 socio-cultural barriers) when taking into consideration, age, marital 

status and education level of employees.   

 

· Respect at work followed by fixed salary, then benefits, were ranked equally important by both 

male and female workers but in general womenôs demand for labor force participation is more 

affected by non wage conditions whereas for men their decision to work is more related to wages 

and benefits. 

 

· When asked to prioritize, female employees ranked those factors that are related to family issues 

as more important. Flexibility 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 workers to be important factors for working. Male 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. 

Reasons 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 óhaving the right skillô as their first reason for job satisfaction. 

 

· 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 (DI) for measuring segregation (by sector and by occupation) 

 

The Index of Dissimilarity (ID) given by: 

ä
=

-=
6

12

1

i

ii

M

m

F

f
ID  

 

where 

fi = the percentage of female employees in the i
th
 sector* 

F = the total female employees in the sample  

mi = the percentage of male employees in the i
th
 sector* 

M = the total female employees in the sample 

*Occupation can be substituted for sector 

 

This index measures how similar the gender mix is at the sectors or occupations. It is statistically 

independent of the relative size of the sample of female and male employees used in the 

computation and it ranges from 0 (no gender segregation) to 1 (complete segregation). The higher 

the index, the more segregated the two groups are. The index can also be interpreted as the 

percentage of women that would have to move to different sectors/occupations in order to produce 

a completely even distribution. It also allows the calculation of segregation based on workers with 

specific demographic characteristics. 
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Chapter Three: Wage Differentials between Female and Male Employees in the 

private sector 
 

This chapter examines in depth, gender wage
42

 differentials as they relate to the different 

characteristics of female and male workers. Results indicate that, even within the same sector and 

occupation, female employees are more likely to earn less than their male counterparts
43

. However, 

the gender wage gap does not exist for younger workers (less than 40 years of age). 

 

3.1 Descriptive results
44

  

  

3.1.1 The average wage of a male employee is 13 percent higher than the average wage of a 

female employee and the difference is statistically significant at less than 10 percent.  Figure 

3.21 presents the average wage level between female and male employees by sector and 

occupation. The monthly wage level in the private modern sector of Lebanon ranges from 100 to 

6000 US dollars and the average is around US$769. Employees in the IT sectors get the highest 

average payment (US$1058) followed by services (US$883) and commerce (US$731).  

 

3.1.2 The average monthly wages for males are higher than the femalesô in the manufacturing, 

commerce, and service sectors (figure 3.1). In the construction and hotel and restaurant sectors, 

where the percentage of women employees is very low, there is no significant difference.  

 

3.1.3 In the IT sector the average wage of females is higher than that of males.  However, the 

overall sectoral wage variations between female and male employees is not statistically significant 

(F= 1.39 and sig. level 0.239).   

 

3.1.4 When the gender wage gap across occupations is examined, statistically significant 

variation is observed
45

. In almost all occupations, except one, the average wage of male 

employees is higher than that of female employees. For instance, the average wage of male 

employees in the professional occupation is 41 percent higher than that of female employees. In 

the administration and non-production occupations, male employees earn 29 and 16 percent higher 

than their 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, employees (male and female) in the professional and 

administrative positions get the highest wage levels in all sectors except in the IT sector. Except 

in production, female workers in all occupations and sectors earn less average wages compared to 

their male counterparts.  
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 Data is for wages only hence this does not reflect the earnings gap. 
43

 Differences in working hours: variables such 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 hours between 

female and male employees. 
44

 The descriptive analysis presents the bivariate relationship between wage and gender. See the annex to the chapter for a 

more detailed explanation of the methodology. 
45

 F= 37.66 and sig. level 0.000. 
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Figure 3.1: Gender wage differential by sector and occupation 
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3.1.6 For the same level of education, women earn lower wages than men and the gap is 

particularly wide for those with higher education. For instance, the average wage of male 

workers with elementary level of education 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.  

 

3.1.7 The gender wage gap is very high for older employees and very low for younger employees.  
More importantly, the gender wage gap doesnôt exist for young employees between the age of 18 

and 30. Similar pattern is observed in the case of the starting salary. Though there is stark gender 

difference in the average wage for employees older than 40, the gap has been declining for the 

young Lebanese workers. Looking at the levels of promotions given to all workers the data shows 

no gender difference. This indicates a lesser trend for discrimination in recent years, improvement 

in the accumulation of human capital by young women employees, change in preferences of 

women for job attributes, improvements in the labor law, or other related reasons. Both never 

married and married male employees earn more than their female counterparts. However, the 

absolute magnitude of the wage gap among different marital status is relatively low.  
 

Figure 3.2: Male-Female wage gap by age, marital status, and education 
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Figure 3.3 Summary of the gender wage gap decomposition  
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3.2 Regression results  

 

3.2.1 The descriptive results above provide a general perspective but do not tell the whole story as 

there exist a number of other factors that affect the wage level which cannot be controlled in the 

bivariate analysis. In this section, a regression analysis is applied with the Oaxaca-Blinder mean 

wage gap decomposition method to examine if female employees are paid less than their male 

counterparts
46

.  The Oaxaca-Blinder 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 remuneration to endowments (gender 

discrimination) after controlling for various individual, family, and firm level characteristics.  

 

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

has a negative and statistically significant impact on the wage level ceteris 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 employees are also more likely to be highly 

paid.  

 

3.2.3 Nearly 27 percent of the wage difference between male and female employees is due to 

discrimination. Male employees have 10.5 percent of their wage (above womenôs wages) due to 

discrimination (unexplained)
47

.  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 factors is 7.7 

percent. The gender wage gap due to discrimination (difference in returns to endowments and in 

shift factors) is 26.7 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 pre-labor market outcomes such as low level of education, 

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

                                                
46

 )()()(2)()( 22211122111
fmmfmmfmffmffmfm XXXXXXWW -+-+-+-+-=- bbbbbbaa

%%%%%%%%    Where:  
fm WW -  is the total wage differential, )(2)()( 22111

fmffmffm XX bbbbaa
%%%%%%
-+-+-  measures the portion of the wage 

difference due to difference in returns (some times called unexplained difference or discrimination), and 

)()( 222111
fmmfmm XXXX -+- bb

%%
 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. 
47

 Higher shift coefficients (unexplained portion of the differential or the constant). The constant is shown in the first term of 

the right hand side of equation (5) shown in annex of chapter 3. Since it is unexplained, it is usually considered as 

discrimination.  
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coefficients (10.5) imply that labor market discrimination is a major factor in explaining the wage 

differentials between 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 by some of the variables used in the analysis
48

.  
 

  Figure 3.4: Decomposition of the gender wage gap 
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3.3.1 The impact of education on the gender gap (the dark black part of the bar) is relatively 

low
49

. As shown in the figure, this is because, despite the fact that male employees have higher 

returns to their education (19.3 percent), female employees have higher educational endowment 

than male employees
50

. This high level of endowments gives female employees a 24.5 percent 

advantage. As a result, the overall impact 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) values. Male employees have more experience 

than their 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.   

 

3.3.3 Female employees have more advantage than their male counterparts in firms owned by 

females and in the IT sectors as indicated by the negative bars in Figure 3.24. In all other cases, 

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

counterparts.  

 

 

                                                
48

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

employees. 
49

 The contribution of each factor to the gender wage gap depends on its magnitude and on how it is remunerated. 
50

 As we have seen above, 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 

 

¶ The data shows that nearly 27 percent of the wage difference between male and female 

employees is due to discrimination however, it is important to note that the gender wage gap does 

not exist for younger workers (less than 40 years of age). 

 

¶ A deeper analysis of the wage gap that has been observed shows that even within the same sector 

and occupation, female employees are more likely to earn less than their male counterparts.  

 

¶ In addition where there is gender discrimination, for the same level of education, women earn 

lower wages than men and the gap is particularly wide for those with higher education.  

 

¶ 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 

 

Oaxaca-Blinder Decomposition Method for measuring the wage gap 

 

To examine the wage differential between female and male employees, consider the following two 

wage equations for male (m) and female (f) employees which can be explained by a vector of 

individual and enterprise characteristics (X1 & X2): 

 

îý

î
ü
û

îí

î
ì
ë

+++

+++
=

f

i

fff

i

ff

m

i

m

i

m
i

mmm

i

iXX

XX
W

mbba

mbba

2211

2211
      (1) 

Where Wi is the wage level of individual i, a is the intercept, b1 & b2 are the parameters to be 

estimated, and ɛ is the error term.  

 

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

respectively.  
m

i

m

i

mm

i XXW 2211
ĔĔĔ bba ++=         (2) 

f

i

f

i

ff

i XXW 2211
ĔĔĔ bba ++=         (3) 

 

The average wage between male and female employees can differ due to three factors. First, the 

two groups can differ in their observed personal characteristics )( 11
fm XX ¸ , in the characteristics 

of their enterprise )( 22
fm XX ¸  , or in both. Second, male and female employees may differ in 

their intercepts )( fm aa ¸ . Finally, the two groups may differ in their returns to their observed 

characteristics )/( 2211
fmfm orand bbbb ¸¸ .  

 

Using this logic, the wage difference can be written as difference in characteristics (difference in 

Xs) and difference in returns (difference in coefficients) as: 

 

)()()( 22221111
ffmmffmmfmfm XXXXWW bbbbaa

%%%%%%
-+-+-=-   (4) 

 

Based on this relationship, Oaxaca decomposes the wage differences as differences in endowments 

(called explained component) and differences in the coefficients (called unexplained components) 

as follows:  

 

)()()(2)()( 22211122111
fmmfmmfmffmffmfm XXXXXXWW -+-+-+-+-=- bbbbbbaa

%%%%%%%%  (5)
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  Where  

 
fm WW -  is the total wage differential, )(2)()( 22111

fmffmffm XX bbbbaa
%%%%%%
-+-+-  measures the 

portion of the wage difference due to difference in returns (some times called unexplained 

difference or discrimination), and )()( 222111
fmmfmm XXXX -+- bb

%%
 measures the portion of the 

wage difference due to different endowments/characteristics. 
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 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 differentials between 

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 are identified as 

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 in the regression equation. In this case, 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 pointed out that 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 variable (IV)  methods to address this issue.  

The main challenge of using IV techniques is finding valid instruments. In order for 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 exogenous, i.e., 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 instruments, two that are related 

to the education variable and two to marital status.  Though the validity of these instruments is an 

empirical issue, the theoretical justification 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 but not directly 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 understand 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: the third variable we use is the percentage of income contributed 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 be correlated to the wage variable or to the 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 are therefore more 

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 component of wage that cannot be explained by the explanatory variables. We use 

heteroskedastic-efficient two-step Generalized Method of Moments (GMM) estimator.  This 
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method generates ócoefficient estimates that are efficient in the presence of arbitrary 

heteroskedasticity and arbitrary intra-group correlationô.
52

   

 

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 

instruments in the first stage regression are examined. The coefficient of parent/spouse education 

and knowledge of the labor variables are positive and statistically significant in the education 

equation.  The availability of health insurance in the firm and the share of income contributed to 

the family also perform very well and take the expected positive sign in explaining the marital 

status variable.  Second, we used an over identification test (Hansenôs test) to examine whether the 

excluded instruments are jointly independent of the wage error term.  The P values of Hansenôs 

test revealed that we could not reject the null hypothesis that all instruments are uncorrelated with 

the estimated residuals. These test results indicate that we can safely examine the impact of marital 

status and education of employees on the gender wage gap using the IV technique 
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 Baum, C.F., Schaffer, M.E., Stillman, S.  2003.  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 this report clearly indicate that there are certain issues in the private sector that 

women face which need to be acknowledged. The Bankôs Investment Climate Assessment (ICA), 

Doing Business Indicators, Foreign Investment Advisory Services (FIAS) and other reports are 

tools that provide comprehensive recommendations for the improvement of the investment climate 

and labor conditions in 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 generation 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 organizations, they can be added to the overall 

government private sector reform strategy or integrated where needed.   

 
4.1 Challenges facing female entrepreneurs  

 
Increasing access to finance and reducing cumbersome business regulatory processes are 

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. 

 
4.1.1 Female entrepreneurs in Lebanon are important for boosting female labor and they 

contribute more positively to the work environment for women than do male entrepreneurs. 
However, it is also clear that Lebanon suffers from a relatively low level of female entrepreneurs. 

Hence an important question arises: ñwhy do so few female entrepreneurs exist in Lebanon and 

what is discouraging the entrepreneurial spirit of so many women?ò Looking at the constraints of 

various variables in the investment climate as reported by the firm owners (table 4.1 and figure 

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

a particular advantage in navigating and overcoming existing barriers in the market. 

 
Table 4.1 Entrepreneurs perception of obstacles after the war 

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

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
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Figure 4.1: Percentage of entrepreneurs perceiving selected constraints as NOT a problem as a result of the 

2006 war, by gender 
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4.1.2 According to the survey male and female entrepreneurs are characterized by very little 

differences in their perception of constraints, in the investment climate in Lebanon
53

. During the 

time that the survey for this analyses was done Lebanon had just experienced a violent conflict 

with Israel that brought a halt to the economy and business operations for several months. Hence 

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 significantly constraining in their efforts to recover or 

continue operating after the war. Female entrepreneurs were less likely to report electricity, 

telecommunication, and labor regulation as a no obstacle constraint than firms run by male 

entrepreneurs. In other words they found these indicators to have become particularly difficult for 

them to continue their operations after the war. However, male entrepreneurs were less likely to 

report constraints like import-export, or dumping, as a no obstacle i.e. those constraints loomed 

higher for male entrepreneurs as a result of the war.  

 

4.1.3 In this analyses a stronger indicator of  investment climate barriers  are the factors that 

were indicated as constraints in the decision of an entrepreneur, who is already in business, to 

expand his or her activity. Given 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 true for both male- and female-owned 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 access to finance and are more affected by a cumbersome business 

environment (see figure 2.3).  

 

                                                
53

 It is important to note two things. First the sample may be affected by selection effects. Given 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 true for both male- and female-owned firms, although other studies 

suggest that female-owned firms might be more affected by the selection effect because the business environment is generally 

more discouraging for women (World Bank, 2008). A second caution is needed in interpreting the magnitude of the results. 

Indeed, data captures the effects of the 2006 war in the perception of the investment climate more than the perception of 

constraints per se.  

Labor regulations  

Telecom  



 49 

4.1.4 Findings from other studies reinforce the negative effect a difficult business environment 

has on female entrepreneurship. According to the World Bankôs Doing Business 2008, countries 

with more cumbersome business environments have smaller shares of women entrepreneurs and 

vice-versa (figure 4.2). 
 

Figure 4.2: Female Entrepreneurship and Female Unemployment / Ease of Doing  

Business (world countries) 

 
Source: Doing Business Website (Accessed December 11, 2008) http://www.doingbusiness.org/features/women.aspx 
 

 

4.1.5 Focusing on the common areas of constraints indicated by women (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 countries
54

. While Lebanon has done a 

good job in facilitating the number of procedures and the number of days it takes to start a business 

it performs worse than the OECD average in 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 Lebanon than in the 

OECD and with regards to construction permits (number of procedures, days, and cost) Lebanon 

also performs worse than OECD countries. Lebanonôs performance on the getting credit indicators 

is also lower than the average for the OECD. 

 

4.1.6 Findings of the ICA and the FIAS also highlight the high cost of finance and the 

cumbersome regulatory proceedings. The ICA specifies three reasons for the high cost of finance 

in Lebanon: 1) commissions and fees add 2-4 percent to the effective interest rate and drive it up 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 debt with limited opportunities for profit. High 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 access to finance and reduce regulatory proceedings would 

have a higher return to potential women entrepreneurs. Additional data and analyses would be 

needed in order to better understand if the low access to finance by women in Lebanon is related to 

problems in supply, such as discrimination, or is due to factors on the demand side (by women 

entrepreneurs themselves). A study using the Business Environment and Enterprise Performance 

                                                
54

 Comparisons are not made with the MENA region as the level of female entrepreneurship in other MENA countries is as 

low and in most case lower than in Lebanon. In general, Lebanon performs better than the regional averages in most 

indicators. 

http://www.doingbusiness.org/features/women.aspx
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Survey (BEEPS) from Europe by Muravyev et al. (2007) found that female managed firms have a 

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 access 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 (SMEs) has partnered with a loan guarantee agency Kafalat (box 4.1). Kafalat 

has been very successful and 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 the case 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 approval to 

the bank that it will provide a guarantee. Many 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$) the interest rate subsidies are financed by the Lebanese 

treasury and administered by the Central Bank of Lebanon. Kafalat target clients 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: 

 

4.1.9 Accelerate the overall reform efforts to reduce regulatory proceedings and cost of finance. 

In addition to helping boost private sector investment as suggested by the ICA, pushing ahead with 

reforms in those two areas would also provide higher benefits for women investors and would 

therefore support the increase of this group.  

 

4.1.10 Increase funding to support Loan guarantee schemes for small businesses such as the 

one offered by Kafalat in Lebanon and for individuals. Such initiatives can be an effective 

mechanism to ease access to financing for SMEs. Loan guarantee programs 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 up one-stop 

shop type service centers (usually at the Chamber of Commerce) that provide assistance in 

navigating 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 and individuals 

where there is a high risk of not getting the full process done. 

. 

4.1.12 A gender-based 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 reforms. One of the main reasons for why 

enterprises refrain from registering their business is to avoid the complexity and administrative 

procedures embedded in the business regulatory regime. The survey used for this report looked at 
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small enterprises with a minimum of 5 ï 9 employees
55

, whereas, the majority of female 

businesses in Lebanon have an average of 2 employees. According to the FIAS, 9 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 percent of GNP. To fully capture womenôs contribution 

to the private sector 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 to increase their 

hiring of women additional knowledge on the contribution of female workers to firm 

productivity (a gender based workers productivity as well as a firm productivity analyses) could 

be undertaken. One observation is that hiring more female workers and providing them with more 

favorable benefits and wages does not seem to have harmed the profitability of female firms 

otherwise they would not be in business. An interesting question however, would be to see if male 

owned firms are more profitable or more productive and to what extent this is related to the 

productivity of their workers. Additional 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 

comparison. 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 supply of Female labor in the private sector 

 

A detailed investigation of the labor law is needed in addition to providing incentives for 

firms to reduce discriminatory practices and provide more flexible work terms. In addition, 

services (public and private sector run) to support work-life balance should be developed.   

 
4.2.1 Women are making significant gains in the Lebanese labor market 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 socio-cultural factors, practical and structural changes in the 

working environment can go a long way in 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, good transportation, 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 (non-maternal related) 

leave rejected.  These findings reinforce 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 unfavorable towards women. There 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 operates 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.  

 

                                                
55

 This was done in order to match the sample design of the ICA (2004) which did not have micro enterprises. The ICA 

sample was designed to be representative of the population and in order to construct weights for similar representation for the 

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 

Social security A male employee can take family compensation but a female employee cannot even 

though she contributes the same amount. 

Pension A female employeeôs family cannot benefit from her pension except under specific 

conditions whereas for a male employee his family automatically receives it upon 

his death. 

Doctor visits and 

hospitalization 

The family members of a female employee who works in the public sector does not 

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

employee.  

Agricultural workers and 

household help 

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

who work in homes the majority of whom are women. 

 

4.2.4 According to the FIAS report, many businesses consider that the labor code needs 

adaptation to accommodate part-time and temporary work. Employers 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 flexible hours or part-time employment.  

Recommendations to boost supply of female labor: 

 

4.2.5 Review the labor law. Especially in the areas of employee tax (those related to flexible work, 

and social security regulations).  

 

4.2.6 Assess market supply and infrastructure for work/life balance services. To support work for 

women with children government could support initiatives for childcare such as extending the 

school day, early childhood education, after school programs and publicize preschools in poor and 

needy areas. Specific important services are nurseries
56

, training 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 would go a long way in raising their trust 

to take advantage of these services. 
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 Regarding opening of childcare 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 were required 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. Best practices 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 with children to have a childcare center. Other best practice examples 

include facilitating the growth of the private sector childcare industry and public-private partnerships to develop joint 

childcare centers in work communities rather than making it a sole burden on private sector firms. 
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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 of both the enterprise and workersô surveys was to 

provide estimates for enterprises and workers 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 population and the samples 

derived for the entrepreneurs and workers surveyed for this report were designed proportional to 

the ICA sample in order to achieve the same level of representation
57

. However, due to difficulties 

that were faced in getting the correct number of respondents and sector coverage needed by gender 

it was not possible to apply the design of the ICA sample resulting in variations in the frame of the 

current samples. Weights were therefore developed to arrive at a population representation for both 

the enterprise survey and for 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 some comparability 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 this report
58

. 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 they were used as a proxy for 

active female entrepreneurs
59

. Despite 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 from which 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 in a. 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 while the samples of 
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 The initial design had the objective of randomly selecting 210 firms from the 2004 Lebanon ICA sample through a two-

stage stratified sample design with sector of activity and firmsô size as the two levels of stratification. 
58

 A person who owns a majority 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 owner - all of these individuals have to be actively 

contributing to the running of the business and not only titled (e.g. manage, are decision making members of their companyôs 

Board, and/or are primary decision makers within the company overall. 
59

 The argument behind this is that in order to determine obstacles faced by male and female entrepreneurs the sample needed 

to include those owners that were active in the running of the business, in Board meetings, and primary decision-making. 

Thus, women that were not listed as owners but were in fact running the business and making the main decisions would also 

provide this perspective. In most cases these General Managers had some share holdings in the companies but another partner 

or majority share owner is the one listed as the owner, therefore, the women would not appear as owners in the databases. In 

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 to apply a random selection. The 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/owned or managed 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 findings do reflect what 

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 that were in the 

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 distribution of 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 report is different than that of the firms in the ICA frame both in size and sectoral 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 workers as specified 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 representative of the original sample design. 

 

Despite these limitations, the database provides a valuable source of information for a proper 

gender-disaggregated analysis. Particularly, in the case of female and male entrepreneurs where 

the relationship between ownership and 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 entrepreneurs 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 size and 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 sample as shown in 

table A1 below. 
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Table A1: Distribution of firms sampled by sector, size and gender of owner ï aggregated for the analysis 

small medium & 

large

Total small medium & 

large

Total 

(5 to 19) (20 and over) (5 to 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

Male Female

 
 

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

Sector 

  

Small Medium Large Total 

FW MW FW MW FW MW FW MW Total 

Manufacturing  43 29 14 11 10 9 67 49 116 

Trade 61 38 15 14 13 10 89 62 151 

Services 59 31 34 16 22 16 115 63 178 

Construction 10 15 7 15 7 4 24 34 58 

IT  15 11 10 7 3 2 28 20 48 

Hotel & rest.  8 29 4 4 7 12 19 45 64 

Total 196 153 84 67 62 53 342 273 615 

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 were developed and used in the analysis to compensate for the differential representation, 

in order to produce estimates that relate to the target population of firms in Lebanon
60

. For each of 

the surveys (entrepreneurs and workers) weights were adjusted to arrive at a total sample size 

equal to the total original designed sample size that was designed proportional to the size of the 

ICA enterprise survey (which is representative). 

Depending on the objective of the survey and the prior information available, the weight in the 

survey consisted of two components:   

1- Weight for sectors for female owned and male owned firms. 

2- Weight for workers (females and males) inside the sector (for female owned and male owned 

firms).  

The weights compensate for the variations related to design, non-response or any other unseen 

factors. Tables A3 and A4 represent these weights.  

 

 

                                                
60

 The weight for 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
33 

12 1
6 

0.75 

Textile and Clothing 12 
17 0.671 

12 9 1.3333
33 

Furniture 9 9 1 9 7 1.3 

Construction 9 
7 1.3 

9 1
3 

0.6 

Hotels 11 3 3.7 11 8 1.4 

Information Technology 12 
7 1.7 

11 1
1 

1 

Trade 18 21 0.82 18 2
6 

0.7 

Services 20 35 0.58 20 3
5 

0.58 

Banks 2 1 2 3 2 1.5 

total 

105 109  105 

1
2
7  

 

 

 

 

 

D: Design      S: Survey 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

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 & 
Beverage 

40 14 2.857142857 40 13 3.07692308 40 14 2.85714286 40 30 1.33333333 

Textile & 
Clothing 

40 12 3.333333333 40 28 1.42857143 40 10 4 40 4 10 

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             
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ANNEX: 2 

Additional survey data 

 
 

TableA2.1: Distribution of employees by job type 

 

M 

(%) 

F  

(%)   

M 

(%) 

F  

(%) 

accountant 

9.0

5 

17.4

5  

human resource 

office 

0.4

6 

0.5

2 

assistant manager 2.2 8.66  other administrative 

4.6

8 

5.3

6 

chef (cook) 

3.4

4 0.56  stock keeper 

1.0

2 

1.1

1 

waiter 

3.8

7 0.36  tailor or hair dresser 0.6 

1.9

2 

graphic designer 

1.6

3 2.56  architecture 

4.8

7 

1.5

1 

sales person 

5.6

9 8.14  

IT employee (non 

managerial) 

0.8

4 0 

marketing manager 

1.2

7 1.68  general manager 

0.2

4 0.2 

purchasing manager 1.3 0  gardener 

0.4

6 0 

chief or executive or 1.3 3.77  driver or taxi driver 

4.0

6 0 

product manager 1.3 0.75  unskilled worker 

13.

4 

5.0

2 

sales manager 

4.1

5 0.98  

business developer 

or 0.6 0 

operator or secretary 

3.0

4 

16.5

5  macrobiotic engineer 

0.4

8 0 

financial analyst 

0.9

3 0.69  maid 0 

0.3

6 

technician or mechanic 

3.2

1 0.36  

web or software 

develep. 

1.7

3 

1.1

8 

factory supervisor 

1.3

8 0.59  other administrative 

1.4

1 

0.7

2 

    other managers (head 

8.9

9 

6.4

8 

    skilled worker 

8.8

5 

2.1

2 

 
 

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

 Age group 18-30 Age group 31-40 

Age group 41-

50 Age group 51+ 

 

M 

(%) 

F 

(%) 

M 

(%

) 

F 

(%) 

M 

(%

) 

F 

(%

) 

M 

(%) 

F 

(%) 

Administratio

n 

39.7

2 

68.1

1 

36.

6 

66.2

4 

47.

6 57 

54.1

2 

49.3

2 

Professional 

20.9

4 

21.0

6 18 

15.2

8 

29.

1 15 20.7 

20.0

7 

Production 

worker 

23.7

6 4.53 

27.

4 9.92 

13.

9 

18.

8 

17.9

9 

20.0

7 

Other 

15.5

8 6.3 

17.

9 8.56 

9.3

7 

9.2

9 7.19 

10.5

3 
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Table A2.3: Sector of employment of women employees by age and marital status 

Marital status Age category Sector of employment 

Manufacturing Commerce Service Construction Hotel & restaurant IT 

Never married 18-30  23.1 16.61 40.69 4.1 8.7 6.8 

 31-40 24.74 20.19 43.58 5.49 2.54 3.45 

 41-50  34.64 10.9 38.76 0 12.81 2.9 

 51-70  57.85 15.17 26.97 0 0 0 

Married 18-30  23.9 19.7 44.57 4.09 6.31 1.43 

 31-40 29.71 21.82 33.25 4.75 5.49 4.97 

 41-50  9.85 25.84 64.31 0 0 0 

 51-70  100 0 0 0 0 0 

Married before 31-40 0 0 100    

 41-50  60.22 21.06 18.72    

 51-70  0 100 0    

 

 

 

 

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

 
 
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 of the spouses that 

spend his whole income. 

 
female employees that are not registered have a higher incidence of being non-Lebanese than their 

male counterparts who blame the lack of registration upon the shortness of employment and the fact 

that they will be registered in a few weeks. Eighteen 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 go to 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 

looking at this matter from a genderôs point of view we notice that males are far more into 

pursuing their hobbies and other activities than their female counterparts. 

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

 Female Employees 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 skills 17 83 19 81 

 



 60 

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

employee 

 
 

Table A 2.7: Health benefits across gender of employee 

 
 

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

 
 

 

 

 

 

 

 

 


