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Harassment Legislation in 
Lebanon

•	 A roadmap for women-
inclusive business and 
leadership: the KIP index and 
Lived experience index
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ON INCLUSIVE BUSINESS AND LEADERSHIP FOR WOMEN 



Editorial

Dear Friends and Partners across the World,

Women continue to face discriminatory workplace 
structures, experience various forms of violence 
against them, and are constantly excluded from 
positions of decision-making. 

The responsibility for change 
should and needs to be 
addressed collectively for us 
to see viable and long-lasting 
solutions.

At CIBL, we work with partners across the 
MENA region to change the Human Resource 
Structures and policies that lead to the systemic 
exclusion of women. By having women-inclusive 
initiatives we can work together to see dignified 
economic participation and meaningful political 
representation of women. Here’s what we have 
been up to and how you and your organization 
can get involved.

As a collective that relies on evidence-driven 
decision making, we cannot really do much 
without knowing where the problems lie and how 
women are being treated in the workplace. 

To address this data gap, we 
launched the first MENA sector-
based measure on the structural 
challenges and barriers women 
face at the workplace, referenced 
as the Knowledge is Power (KIP) and 
Lived Experience (LE) Indices. 

The indices cover 11 MENA countries 
across 6 sectors and present results and 
recommendations based on data collected over 
1600 formal employer surveys and approximately 
500 interviews with women who work in the formal 
economy. We are currently collecting data for the 
second iteration of these indices, and we invite 
you to partner with us. Would you like to partner 
with us to improve your policies and practices? 
Get in touch with our research team for more 
information!

Our partnerships and team are dedicated to push 
for changes through partnering with employers 
across the MENA. 
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Working together in public, 
private, and non-profit sectors, 
we can begin to make change 
and in places where we identify 
gaps and challenges. 

To that end, we launched and implemented 
the first mini-certification program for 482 
employers on inclusive recruitment, retention, and 
promotions strategies for women in the region. HR 
managers, executives, and heads of operations 
from organizations in STEM, healthcare, banking, 
and finance joined the discussion and continue 
to carry the conversation and action forward. 
Are you interested in learning more? Download 
our toolkit here and do join our listserv to stay 
tuned for the next mini-certification dates and 
upcoming CIBL news. 

In partnership with our stellar country partners 
across the region (Apotheox, BPWA, Democracy 
for All, Econmia HEM, LLWB, Warsha, and 
WEOiraq), we are currently working with a 
network of approximatively 80 MENA employers 
to develop and draft women-inclusive human 
resource policies and practices through the 
SAWI (Support to Accelerate Women’s Inclusion) 
Project. Now in its second year, the aim of the 
project is to not only draft but to strategize 
about implementation in their organizations. Do 
you want to know how our employers are doing? 
Check out news from our North African partners 
here! If you’d like your organization to sign up 
and learn more, get in touch with us. 

Protracted conflicts in Iraq, Syria, Palestine, 
Libya, and Yemen have had a disastrous impact 
on women. Now 26 years after the Beijing 
Declaration, the agenda for Women, Peace and 
Security in the region needs to be expanded to 
be more inclusive of women and consider the 
social and economic challenges that impact 
women. In partnership with the Arab Reform 
Initiative (ARI) we will soon introduce a fellowship 
program titled, Supporting Arab Women at the 
Table, or SAWT, to amplify women’s voices and 
perspectives. The aim of the SAWT fellowship is 
to bring women activists from across the region 
to build networks, share personal stories and 
narratives, and influence the spaces and agenda 
for peace and security in the region. Are you a 

“
“
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woman activist from Syria, Palestine, Libya, Iraq or 
Yemen interested in joining? We welcome women 
with a variety of life experiences, work histories, 
and current forms of pushing for change. Get in 
touch and keep an eye on the CIBL website for a 
call for applications coming out soon.  

As a last note, we cherish collective action and 
continued solidarity in the face of adversity! In 
this time of the global pandemic, coupled with 
the regional instability and the recent devastating 
events in Afghanistan, Syria, and Lebanon, to name 
just three, we stand in solidarity and continue to 
work for more women-inclusive and dignified 
futures. With the power cuts, severe devaluation 
of the currency, fuel shortage and more than half 
of our compatriots plunging into poverty, we are 
humbled by the spirit of hope and fortitude 
to continue to build and continue to 
partner for positive change. 

The work at CIBL for Women continues to 
bring us together with a shared purpose and 
community that we value greatly. We are grateful 
to our network of employers, funders, friends, and 
partners for joining us in this endeavor and we 
look forward to broadening our partnerships and 
the impact we can make together. 

We hope you enjoy reading this issue and that 
you continue to engage in these projects and 
initiatives with us. Some may say that despite 
all odds we have to keep going, but at CIBL for 
Women we say that because the odds are so 
arduous and challenging the time for change is 
now!

CIBL Family

Changing policies and human resource practices at the organizational and national level, 
towards a future that offers women dignified employment, secure jobs, and fair opportunities 
for upward mobility. 
Here is a closer look at some of our projects 
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A GLIMPSE INTO CIBL

SAWI IMIN
Knowledge is Power

 Support and Accelerate
Women›s Inclusion

Impact Investing Supporting Arab Women at
the Table
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We are delighted to announce Dr. Lama Moussawi as the new 
Director of CIBL for Women as of July 2021. Dr. Moussawi is 
a co-founder of CIBL for Women and a Tenured Associate 
Professor at OSB at AUB, where she also serves as Associate 
Dean of Research and Faculty Development. Dr. Moussawi is 
heavily invested in promoting gender diversity and equity to 
empower women across the Middle East. On a global level, 
she is the founding Chair of the Women in Data Science (WiDS) 
conference at AUB, the largest WiDS hub for women in Data 
Science in the MENA region and the largest WiDS conference 
worldwide, a yearly initiative held in collaboration with Stanford 
University. At AUB, she served as the founding chair of the AUB 
Committee on the Lives and Careers of Women at AUB, the first 
committee at AUB that looks into the careers and lives of AUB 
faculty, staff, and students.

Dr. Charlotte Karam is moving on from her position as the 
Founding Director of CIBL for Women to a new lead role as 
the Director of International Partnerships at CIBL for Women, 
with the aim of expanding CIBL internationally as a model in 
universities.  She joins the Telfer School of Management at 
the University of Ottawa as the Endowed Professor in Gender 
and Inclusive Systems. Dr. Karam’s vision, leadership, and 
management have placed CIBL for Women on the global map 
of actors and institutions on women-inclusive policies and 
multi-stakeholder mobilization.  Dr. Moussawi, with the CIBL 
team, will carry on and expand the work currently being done 
in the region on women’s inclusion in the workplace, peace and 
security, leadership positions, and championing to recognize 
and increase employers and decision-makers to adopt and 
implement inclusive policies and practices.

We have proudly connected and sparked a dialogue between approximatively 80 employers in the MENA where 
they can discuss, debate, and share key issues relating to women’s recruitment, retention, and promotion in local 
workplaces. This effort and space for conversation was made possible in collaboration with our regional country 
partners (Apotheox, BPWA, Democracy for All, Econmia HEM, LLWB, Warsha, and WEOiraq), and the willingness 
of employers in Algeria, Bahrain, Iraq, Jordan, Lebanon, Libya, Morocco, and Tunisian banking, healthcare, higher 
education, and STEM specifically. Employers are now part of a private LinkedIn group created by CIBL for Women 
‘MENA Employers for Women-Inclusive Workplaces’ that serves as a platform to connect, communicate, and share 
experiences, expertise and challenges. The group aims to provide a space for employers, stakeholders, and 
gatekeepers to join the SAWI’s movement in makings change in the HR systems within each sector, and employer, 
across the MENA.

STORY HIGHLIGHTS | CIBL Going Forward

CIBL IN ACTION 

DR. LAMA MOUSSAWI
Director, CIBL for Women
Associate Dean for Research and Faculty 
Development
Tenured Associate Professor of 
Management Science 

A regional network of trailblazing employers

A MENA DIGEST ON INCLUSIVE BUSINESS AND LEADERSHIP FOR WOMEN 

https://aub.edu.lb/cibl/Pages/CIBL_member_LM.aspx
https://www.aub.edu.lb/cibl/Pages/CIBL_member_CK.aspx
https://www.aub.edu.lb/cibl/Pages/Meettheteam.aspx
https://www.aub.edu.lb/cibl/Pages/Meettheteam.aspx
http://www.womintelligence.com/
http://bpwa-amman.org/
http://democracyforall.tn/
http://economia.ma/
http://llwb.org/
www.warsha-me.com
http://weoiraq.org/


Issue No. 4

In response to many questions raised about best practices for implementing women-inclusion, we hosted a 
webinar under our SAWI project, on July 27, titled ‘Let’s Talk Women-Inclusion - North-African Employers have 
taken Action!’. The webinar, which focused on North African employers’ experiences with advancing women-
inclusion in their organizations, was organized in collaboration with three of SAWI’s country partners: Apotheox 
in Algeria, Democracy for All in Tunisia, and Economia HEM in Morocco, which was livestreamed on the CIBLW 
Facebook page. The webinar discussions focused on assessing steps toward women-inclusion, collaborations 
between sectors, mistakes to avoid when embarking in the journey toward inclusion, and some advice to inspire 
all employers to join the SAWI’s movement in this effort. 

Read more about it here.

Let’s talk women-inclusion

When a formulation of the law has finally passed in Lebanon on December 2020,  the sexual harassment policy and 
legislation initiative was quickly launched to partner with employers and increase awareness on their responsibilities 
and on key steps on how to implement it within the workplace. The initiative included three main activities: (1) A 
March 8th national, employer focused, public awareness campaign Ba3da #Mesh_Basita, building on a previous 
campaign #Mesh_Basita that took place in 2017 to highlight the MENA region’s lack of anti-sexual harassment 
protection. (2) The design and facilitation of a two-part Executive Workshop focused on supporting employers to 
better understand the law, devise internal anti-sexual harassment policies, and to support their understanding of 
the necessary steps for implementation. (3) A June national, employer-focused public awareness campaign. All 
activities were designed to build support for the recently passed the law within Lebanese Parliament.

Click here for more information.

Advocacy for anti-sexual harassment legislation in Lebanon
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CIBL for Women commemorated Labor Day by launching an awareness and advocacy campaign on the 
status of labor laws in the MENA region on all social media platforms. Despite some amendments to labor 
laws aimed at increasing women’s economic participation, the campaign aimed to shed light on the larger 
steps needed to ensure equitable recruitment, retention, and promotion of women in the region’s labor 
force. The campaign also highlighted the efforts of some countries that amended their laws, demonstrating 
that by working together we can mobilize for the successful implementation of women-inclusive workplaces.

Watch the campaign videos here.

Labor day the CIBL’s way
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The first mini-certification program on inclusive Recruitment, 
Retention, and promotion of women in the MENA region

In March 2021, CIBL for Women certified the first cohort of HR managers and decision-makers on women-inclusive 
recruitment, retention, and promotion policies. This was the first of its kind free of charge mini-certification program. 
It was delivered over a period of four weeks, in both Arabic and English, with live French translation, that extended 
forward-thinking andwomen- inclusive solutions for employers in the sectors of STEM, Healthcare, Banking, and 
Education. Comprised of four hands-on modules, these provided participants with concrete competitive arguments 
for implementingwomen- inclusive strategies, followed by practical exercises and Q&A closing sessions to enable 
local strategizing. The final module brought together a panel of trailblazing champions of women-inclusion who 
shared successful women-inclusion initiatives that have worked within their organizations. At the end of the program, 
the center celebrated 106 participants who successfully completed the program. 

Learn more about the mini-certification here.
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The MENA sector-based measure of employer policies and barriers 
to women’s economic participation: Knowledge is Power (KIP) and 
Lived Experiences Indices.

For over two years, CIBL for Women conducted over 1600 formal employer surveys and approximately 500 interviews 
with women who work in the formal economy, in 11 MENA countries to understand where the MENA region stands 
on women-inclusive practices – with regards to the Recruitment, Retention and Promotion (RRP). The findings 
were released in a public event by end of March 2021, a significant milestone in capturing employer policies and 
practices posing challenges to the dignified participation of women in the formal economies across the region. To 
build meaningful, localized, and multi-stakeholder strategies for employers in the region, we need indigenous data 
about employer policies as well as women›s workplace experiences. The first iteration of both indices comprises 
the foundational basis of knowledge on which we are building our strategies and partnerships.

Watch the official launch and learn about the main findings here.

Media has a huge role to play in advancing women-inclusive systems and advocating for 
women’s economic and political representation. What did the CIBL team tell the media in the 
last quarter? Keep up with our media coverage by visiting our webpage.
Main news:

CIBL IN THE MEDIA

THE KIP INDEX LAUNCH
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IN THE SPOTLIGHT

Share, Improve and Learn 
 

Joining the SAWI project is a great opportunity to foster women-inclusive practices in Morocco, 
which is part of the DNA of the “Social Innovations Chair” I am holding at Economia HEM 
Research Center. 

Thanks to the great network offered by CIBL in the MENA region, the Moroccan SAWI team, 
made up of junior and senior researchers, as well as activists and employers, is experiencing a 
collaborative work where we share, improve and learn how to accelerate women’s inclusion in the 
workplace. 

Dr. Manal El Abboubi, PhD
Professor, University Mohamed V – Rabat – Morocco       

Research Affiliate, ECONOMIA – HEM Research Center

Every effort should be made to ensure women equity and equal opportunity. I joined the SAWI 
network because it is critical that we do everything we can to improve workplace equity and reduce 
inequality.

The SAWI network is essential in the Arab world due to the numerous barriers that women face 
when seeking employment. Integrating women's representation  into companies' approaches and 
practices can help empower women and foster an entrepreneurial and innovative culture.

Amira Marzouk
MP, Tunisian National Constituent Assembly

Executive Director, Center Democracy for All / Tunisia

Manal EL ABBOUBI (PhD, University of Liege, Belgium) is Professor at University Mohammed 
V Rabat (Morocco) and Research Affiliate at Economia, HEM Research Center. She is the 

Vice president of ORSEM: Observatoire de la RSE au Maroc. 

Her research area is Corporate Social Responsibility and Social Innovations. She has 
published several papers in numerous journals including: 
management, International Management Review, International journal of SMEs and many 

others. She is the holder of the Social Innovations Chair at Economia-HEM Research 
Center. 

Amira Marzouk is the executive director of the Center for Democracy for All, and a former 
member of the Tunisian National Constituent Assembly. She was elected to the Pan 
African Parliament, and also served on the Human Rights Commission.

Amira studied law, gender studies, and political sciences while also serving on 
the African Union’s investigation committee in Sudan and South Sudan and as 
a member of the African Union’s election observation mission in various African 
countries. From 2012 to 2014, she was Tunisia›s only female representative to the Pan 
African Parliament and its board. She also served as the ambassador of the World 
Forum of Women Parliamentarians.

Amira is an alumnus of the MEPI Leaders of Democracy Fellowship Program at the 
American University of Beirut in 2016, and the International Visitors Leadership Program in the 
United States in 2015.

Over the years, she participated in the work to pass legislation to promote women’s rights, women’s political 
participation, and gender equality in access to all levels of responsibility and in all domains.

“ Every Effort Counts

A MENA DIGEST ON INCLUSIVE BUSINESS AND LEADERSHIP FOR WOMEN 

http://economia.ma/
//democracyforall.tn/


INSIGHTS FROM THE NEXT GENERATION

FEATURES

Did you write a paper, essay, or blog that you want us to publish? Did you write a thesis and want to publish your 
findings? Send it our way and we will be happy to review for potential publication in our Student Corner. 

Learn more here

Welcome to the team Ghida El Masri and congratulations on your new position 
‘Data Manager’.

Ghida is currently the Data Manager for the SAWI project at CIBL for Women 
with over 6 years of experience working with big data management and 
analysis. She is a graduate from Saint Joseph University with a BA focused 
on information systems management. Her passion for Human capital 
development and subjects related to women-inclusion and representation 
pushed her to pursue her master’s degree in Human resources management 
at the Suliman Olayan School of Business at AUB where she graduated with 
a distinguished Consultants’ HRM Leadership Award. Outside of work, Ghida 
is an outdoor junkie passionate about sports, fitness, surfing, camping, and 
backpacking. 

As a Data manager at CIBL, I was able to bridge my 
passion for Data and women-inclusion at the workplace. Being 
part of this movement is about creating the future history of the MENA 
region.

Meet the CIBL for Women team here

Meet our new team members

“
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Meet our new team interns

Zahraa Jassar
Business Administration – concentration 
in Finance and Bids Concentration
American University of Beirut

#StudentVoices

The internship with CIBL for Women 
increased my interest in impact 
investing and women’s empowerment 
and made me more aware of my 
responsibilities as a future female 
leader.

Hanine 
Charanek
Business Administration – concentration in 
Management Information Systems
American University of Beirut

#StudentVoices

Interning with CIBL was a rewarding 
and motivational experience; I was 
encouraged to work hard, develop my 
interpersonal skills, and exceed my 
personal expectations.

Mayssam 
Korri
Business Administration – concentration 
in Human Resources Management
American University of Beirut

#StudentVoices

Working with the CIBL for Women 
team fueled my desire to advocate 
for women inclusion in the 
workplace, particularly through 
working on projects that promote 
women-inclusive HR policies and 
women’s economic participation.

Are you passionate about women-inclusion and want to contribute to systemic change? This is your chance to 
apply to the CIBL for Women internship program.  

Learn more here

A MENA DIGEST ON INCLUSIVE BUSINESS AND LEADERSHIP FOR WOMEN 
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WHY DO WE NEED TO WORK TOWARDS WOMEN-INCLUSVE SYSTEMS?

A MENA DIGEST ON INCLUSIVE BUSINESS AND LEADERSHIP FOR WOMEN 
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THE LANGUAGE OF WOMEN-INCLUSION

Dignified Work
adjective
/'dıgnıf^ıd/  -  wo • rk |  / /'dıgnıf^ıd/ 'werk  /

Definition of Dignified Work. Dignified work is the availability of employment in conditions of freedom, 
human security and dignity.

العمــل الكريــم هو توافر فرص العمل في ظروف من الحرية، والمســاواة، والأمن، والكرامة.

 يشــر مصطلح الفجوة بيت الجنســن الى أي تفاوت بين ظروف أو مكانة النســاء والرجال في المجتمع. مثلاً،
المشــاركة والفرص الاقتصادية، والتحصيل العلمي، والصحة والبقاء، والتمكين الســياسي.

 التكافؤ بين الجنســن مصطلح آخر للتعبير عن المســاواة في تمثيل النســاء والرجال في مجال معين، على ســبيل
المثــال التكافؤ بين الجنســن في القيــادة التنظيمية أو التعليم العالي.

مــكان العمل الشــامل هو المــكان الذي يقدر الفروقات الفردية في القوى العاملة ويرحــب بالعاملين/ العاملات ويتقبلهم/ن.

Le travail digne est la disponibilité d’un emploi dans des conditions de liberté, d’équité, de sécurité 
humaine et de dignité.

Source: Hausmann, Ricardo, Laura D. Tyson, Saadia Zahidi, Editors (2012). «The Global Gender Gap Report 2012». World Economic Forum, 
Geneva, Switzerland. (Also taken from UN Women Gender Equality Glossary)

Gender Gap / الفجوة بين الجنســن 
L’écart entre les genres

La parité entre les sexes

Milieu de travail inclusif

noun
/,dзendэ(r) /gap/

Definition of Gender Gap. The term gender gap refers to any disparity between women and men’s condition 
or position in society. For example, economic participation and opportunity, educational attainment, health 
and survival and political empowerment. 

Le terme écart entre les genres fait référence à toute disparité entre la condition des femmes et des 
hommes ou position dans la société. Par exemple, la participation et les opportunités économiques, le 
niveau d’instruction, la santé et la survie et l’autonomisation politique.

Source: UN Women Gender Equality Glossary

Gender Parity / التكافؤ بين الجنســن

noun
/,dзendэ(r) /'pærэti/

Definition of Gender Parity. Gender parity is another term for equal representation of women and men in a 
given area, for example, gender parity in organizational leadership or higher education. 

La parité entre les sexes est un autre terme pour une représentation égale des femmes et des hommes 
dans un domaine donné, par exemple, la parité entre les sexes dans le leadership organisationnel ou 
l›enseignement supérieur.

Un milieu de travail inclusif est un milieu qui valorise les différences individuelles dans la main-d›œuvre et les 
fait se sentir les bienvenus et acceptés

Inclusive workplace / مكان العمل الشــامل

noun
/in • clu • sive/  -  wo • rk  -  pla •  ce |  / /in-'klü-siv / 'werk:pleis  /

Definition of Inclusive workplace. An inclusive workplace is one that values individual differences in the 
workforce and makes them feel welcome and accepted. 

Source: Agarwal, P. (2018, July). How Do We Design Workplaces for Inclusivity and Diversity. Forbes

Language itself is a powerful medium and it can be one of the most important levers for emphasizing the value of 
women-inclusion. It’s time to start using inclusive language in and out of the workplace!

العمل الكريم/ / Le travail digne
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