Women’s Empowerment and Development in the Middle East

Shaping Economies, Politics and Culture
A key component of organization strategy is the development of effective leadership skills for both organization and nation competitiveness. While women have made significant gains in senior executive roles, both in public and private institutions in western economies, this is not the case for all global regions. This paper provides a critical review of women’s leadership development in the Middle East (ME). The discussion is linked to globalization debates about women’s social status in ME economies. The article critiques the social, cultural and economic barriers that have limited women’s career development. These incorporate the patriarchal work contract within public and private institutions, as well as cultural and ethical values that shape gender and social  relations. While it is suggested that there are fundamental obstacles to women’s leadership development there have also been notable advances in women’s social and economic status. The paper following Lynam et al’s (2006) research notes the value of developing women’s leadership capacity to assist economic, social and political transformation in developing regions. It is suggested that gender scholars and practioners need to be aware of the socio-cultural dynamics of ME societies if they are to devise equality and HRD strategies that will assist women’s empowerment and leadership advance.
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Introduction

The Arab Human Development Report 2003 argued that the empowerment of Arab women, recognizing their right to equal participation and leadership in political and organization roles was a significant aspect of the future regions competitive development (UNDP, 2003a, 2003b, 2003c; World Bank, 2005; Metcalfe, 2006, 2007). It is, however, the ME countries where the gap between the rights of men and women is the most visible and significant, and where resistance to women’s equality has been most challenging (Mernissi, 2001; UNIFEM, 2004; Moghadam, 2005; Metcalfe, 2007). Arab women are significantly under-represented (or entirely absent) in senior executive positions in politics, public administration and legal systems and professional roles in the private sector. Yet, women are challenging the prevailing social ethics which require that they define their self-identity in the home sphere and eschew a career. Women have advanced in leadership roles in the ME and championed commitment to social and cultural change.
This paper contributes to the field of gender and HRD and provides a thematic review of women’s leadership status in the ME. Drawing together insights from HRD, gender, leadership and  management and ME literatures the paper highlights barriers that limit women’s advancement, as well as chart the progress that has been achieved by women in politics, HRD and leadership in recent years. The paper outlines a leadership development framework which can be used to assist the formation of national HRD strategies and organization level strategies. 
Gender, HRD and Leadership
Recent HRD investigations have provided useful insights into how HRD research has tended to ignore feminist research agendas as a tool for analysis (Bierema and Cseh, 2003; Bierema, 2001). Bierema and Cseh’s (2003) study provided a detailed review of Academy of Human Resource Development scholarship published in the journal Human Resource Development Quarterly and attempted to assess to what extent a feminist or gender lens was part of their study. They found that of the 655 articles analysed only 10% incorporated gender as part of the analysis. Significantly however, they note that their intention was to provide a summary of research rather than explore the gendered construction of HRD theories and practices and suggested that this avenue of research needed to be further developed (2003: 19). They called for researchers to draw on wider literature bases and explore interconnections in order to explain gender and diversity phenomenon in HRD writings. This paper follows this tradition and aims to provide a gender critique of women’s limited leadership advance in the Middle East, a region that is little explored in international management or gender literature (Callahan, 2007).

A great deal of gender and leadership literature has examined the barriers which limit women’s career advancement, yet these substantive writings are largely case data from western societies (for example inter alia Eagly and Carli, 2003; Vechio, 2003; Powell, 2000). The limitations that hinder women’s progress in organizations are well documented, including the persistence of gender stereotypes (Davidson and Burke, 2004; Powell, 2000); biases in recruitment and selection practices (Dickens, 1997; Truss, 1999; Powell, 2000; Harris, 2002); and few female role-models (Powell, 2000; Davidson and Burke, 2004).  Scholars have also noted how organizations are gendered and reproduce unequal power relations (Legge, 2004 Hearn et al, 2006). Similarly, Hanscombe and Cerero’s (2003) research examined the ways in which practising male and female HRD leaders exercised power in their role and found that power and decision making was interpreted in gendered ways. They found that power and influence was also related to the seniority of HRD practioners as well as the significance that HRD played in corporate culture. 
Recent HRD and management scholars have examined gender issues within developing or transitional countries or regions (for example McClean; 2001; Metcalfe and Afanasseiva, 2005). While there will be some common concerns that men and women may share globally, it is important to examine the specificities of socio-cultural and political processes that shape gender relations and the impact this has on men and women’s leadership opportunities (Fagenson, 1993; Powell, 2000 see also Roald, 2001). Given that ME women are less represented in senior management and leadership positions there is thus a need to review the social and cultural processes that shape gender regimes in order to gain an accurate picture of why this is the case.
The Arab world is diverse economically, socially, historically and politically. Yet Arab people are linked in a variety of ways. The great majority are linked by a common language (Arabic); religion (Islam) and cultural identity and heritage (Ahmed, 1998; Ali, 1995; 1999; UNIFEM, 2004). Globalization has created new employment opportunities, especially in oil/gas rich economies such as Bahrain, UAE and Saudi Arabia. Labour market policies such as Emiritarization, Omanization, Bahrainization and Saudiazation have lead to the feminisation of public employment (Adler, 2004; Moghadam, 2003; 2005). In addition, following international trends there are signs of increased entrepreneurial development amongst women especially in Jordan, Egypt and Bahrain (Basma, 1998; Tzanntos and Kaur, 2003). 

The importance of the ME to the world economy and the requirement of ME societies to expand into new markets have made gender a salient issue and placed women’s empowerment on policy agendas of international organizations and national governments (Edwards and Kurivilla, 2005 Hearn et al, 2006). In the following we detail more closely how globalization is creating both disadvantages and opportunities for women’s leadership advancement. The discussion highlights the structural, cultural and political dimensions of inequality regimes that are specific to a ME context.
Women and Development in the Middle East
Scholars have argued that gendered occupational structures have created limited opportunities for women’s growth and leadership advance (Acker, 2005, 2006; Davidson and Burke, 2004; Bierema, 2001). These inequalities in career opportunities are particularly prevalent for women in the ME, since the rate of women’s labour market participation is the lowest in the world (Wirth, 2001; UNIFEM, 2004). Table 1 provides selected data for Arab countries and the USA and UK relating to women’s labor participation rate, the GEM ranking
, the number of women professional and technical workers, women’s current participation in cabinet and the year women received the right to vote. The GEM – gender empowerment measure  is a composite indicator that captures gender inequality in three key areas:  Political participation and decision-making, as measured by women’s and men’s percentage shares of parliamentary seats;  Economic participation and decision-making power, as measured by two indicators – women’s and men’s percentage shares of positions as legislators, senior officials and managers and women’s and men’s percentage shares of professional and technical positions; Power over economic resources, as measured by women’s and men’s estimated earned income (UNIFEM, 2004)
The Arab countries can be divided into three categories, depending on their labor and natural resource endowments: labor-abundant and natural resource-rich countries, labor-abundant and natural resource poor countries, and labor-importing and natural resource-rich countries (UNIFEM, 2004; Metcalfe and Ress, 2006). The rate of women’s participation in the work force tends to be higher in countries with abundant labor and relatively limited resources such as Egypt, Lebanon, Morocco, and Tunisia, as opposed to countries that are abundant with labor and rich in resources such as Algeria, Iraq, Syria, and Yemen (UNIFEM, 2004; UNDP, 2003). This is more pronounced in oil rich countries. GCC countries that are endowed with natural resources which import labor, however, show high rates of women’s participation. Kuwait, Bahrain and Qatar are the three countries with the highest levels of women’s employment.
INSERT TABLE 1

The percentage change in female labour participation overall for the Middle East and North Africa (MENA) increased 47% between 1960 and 2000.  Like western societies ME occupational structures are strongly gendered with the majority of women employed in health, education and social care. There is also evidence of vertical segregation with women concentrated in lower level roles (World Bank, 2003c, 2005). However, unlike western societies in some Arab countries women are also barred from certain professions, for example architecture, some fields in medicine and engineering occupations (Kingdom of Saudi Arabia, 2003; Bahry and Marr, 2005). 

Women’s development in politics has been significant in the last few years. Indeed, Oman currently has more women in ministerial positions than do the UK and USA. While not all countries have given women the vote (Saudi Arabia and UAE) women have accessed power and decision making roles and have strongly advocated women’s rights, have suggested changes to legal codes and have served as a role model for women across ME states. A key figure is Sheikha Lubna al-Qasami who was appointed Minister of Economy and Planning, the first woman in UEA history to be appointed at that level. Other key female figures hold primarily stereotypical female political roles including Fatima Balooshi at Social Affairs and Dr Nada Haffad at Health in Bahrain’s governing body. Nonetheless, these figures are quite dramatic since less than 10 years ago there was virtually no female political representatives in the Arab states at all. 
Women and Culture in the ME
HRD writers have shown that women are disadvantaged in respect of workplace training and development opportunities (Callahan, 2006). This is true with respect to the ME but HRD policy is governed by Islamic jurisprudence and make the work environment very different from the West. In the majority of Arab states women’s right to work is granted (for example Jordan Constitution 1952; National Charter 2001, Kuwait Constitution 1996; Bahrain National Charter 2001), however, the interpretation of employment laws is guided by urf (custom) and Shar’ia law which reflect the need to protect women and create a moral work environment. As such, employment legislation is limited and does not cover sexual discrimination, since discrimination is perceived as being embedded within Shar’ia law. In Saudi Arabia, Bahrain, Oman and Qatar oil companies support gender segregation by subsidising sex-separate offices and educational facilities. This work organization structure limits career choices for women (Moghadam, 2005; Kandyoti, 1996;). Metcalfe (2006) found in sex segregated organizations in Bahrain and Oman that there were limited funds for skills development for women since training budgets were largely allocated to men, especially if the training was tied to a professional or higher degree. It was also found that private sector organizations preferred to recruit men for leadership roles. A further study examining gender, diversity and HRD relationships in the ME found that that equal opportunities or diversity issues did not constitute part of general HRD procedures since equality was considered as being constituted within the guidelines of Islamic Shar’ia (ILO, 1998; Metcalfe, 2007). 
While HRD policies have been shown to limit women’s opportunities there are also embedded in cultural practices that govern men’s and women’s roles. Gender, work and social relations are governed by a traditional patriarchal structure in ME states (Walby, 1990; World Bank, 2003a). Women’s most important role, according to the society, is as a homemaker and mother, while the man’s responsibility is to support and protect the wife and the family. Hence, women enjoy limited, if any, recognition, for their contribution to the family, and are often seen as legally, financially and socially dependent on men (World Bank 2003b: 9). In addition, there is a code of modesty that rests on the dignity and reputation of the woman, with restrictions on interactions between men and women (complied from World Bank, 2003a, 2003b; UNDP, 2003, 2005). This is supported by the dominant cultural practice of qiwama (protection), which requires that men must ‘protect’ a woman’s honor and sexuality. There are also restrictions that are imposed on women which limit their mobility within their country (for example Bahrain, Egypt, Iraq, Jordan, Kuwait), as well as women having to obtain permission to travel overseas from their husband or guardian (for example Bahrain, Oman, Saudi Arabia, Egypt). These cultural practices create gendered work relations and organization structures and sustain sex segregated work spaces and, likewise, sex segregated occupations. 

The importance of Islam as a social and organizing influence is shown in research which examines how the Qu’ran and Hadith provide a moral framework which guides the behavior of all men and women. The achievement of the ‘well being’ (falah) of all men and women (Ali, 1995; Ali, 1999) is an underlying philosophy in all human activity and communications. The concepts of unity (itihad), justice (adalah) trusteeship (khilafah) have a significant bearing on ethical behaviors in management and organization relations (Rice, 1999; Rice and Al-Mosawi, 2002). ME scholars also note that the Qu’ran is explicit in identifying the different but complimentary roles of men and women (Roald, 2001). A recurring theme is the equal but different identities of men and women: 

And the male is not like the female (Surah, The Family of Imran 3:36)

The commitment to difference in shaping gender and work relations is perhaps best encapsulated by reviewing the status of Arab countries signed up to the United Nations CEDAW
 convention. Of the 22 Arab League states, 16 have ratified or acceded to CEDAW although most have stated reservations in respects of womens social status and rights (See Table 2). Arab states argue that they are not against the principles of CEDAW but wish to maintain their commitment to Islamic Shar’ia. This stresses that men and women be treated differently, not unequally. As UNIFEM state this stance ‘may be a reflection of equity considerations rather than biases against women’ (2004: 26).

The forgoing has highlighted that are a range of structural and cultural barriers that limit women’s development. This barriers are very different to women’s experiences in the west. In the following we want to chart the progress that has been made especially in the filed of senior executive and leadership positions.

INSERT TABLE 2
Women’s Leadership Development in the Middle East
The UN Beijing conference on Women in 1995 sparked a global commitment to the empowerment of women everywhere and drew unprecedented international attention. This has stimulated government agencies and regional organizations to devise national human resource development systems to assist women’s advancement. All Arab states adopted the Millennium Development Goals (MDGs) which emphasise gender equality and the empowerment of women, especially the progression of women into pubic leadership and politics (Acker, 2004; UNIFEM, 2004). The women’s Arab League has facilitated human development efforts across Arab states.
Governance and National HRD Frameworks for Women’s Leadership Development
Scholars have highlighted the importance of leadership skill strategies in national HRD systems (Metcalfe and Rees, 2005, Mclean and Mclean, 2001). We utilise Metcalfe and Rees’ (2005) definition of national HRD which focuses on tripartite systems for human development. Thus, a ‘national’ policy of skills formation is normally devised by governmental education and industry administration departments, not organization agencies, although they can play a part.  HRD initiatives can be regionally oriented within a nation state, or incorporate partnerships with other governments (as with women’s Arab League). Significant to national HRD strategy is that they promote partnership relationships for learning between government, industry, NGO’s and professional and labour institutions. Women’s national HRD planning in the ME incorporates four components (See Table 3).

1 The development of a national women’s development strategy that incorporates all elements of MDG priority areas including women’s role in politics and the economy as well as better provision for health and education opportunities.

2. The establishment of a specialised women’s unit in government institutions in order to ensure that women’s concerns are considered in public policy and development

3. The development of specific national women’s leadership training initiatives. Priority is to be given to initiatives that incorporate collaboration with multinational agencies.

4. Consultation, and involvement of women’s organizations in policy planning and development, and the encouragement of women’s organizations networks to helps assist their advancement.

While detailed critique of the democratic structure and governance systems is beyond the scope of this paper (see Esposito, 2005 for an excellent summary), many ME states have made significant efforts in establishing women’s units in government to assist women’s empowerment (Gulf Centre for Strategic Studies, 2004; UNIFEM, 2004; World Bank, 2005). The Beijing conference called for countries to develop National Action Plans (NAP) for women. These are articulated in the gender objectives of the Millenium Development Goals which focus on improving women’s access to employment and politics, providing greater provisions for literacy and education, as well as improved The majority of ME states have established independent women’s ministries or sections. These departments advocate the empowerment of women in a range of areas including economic and political spheres.  An objective of these units is also to start the process of data collection on women’s work and status in their regions in order that they benchmark women’s leadership progress and can prepare gender sensitive development plans (UNIFEM, 2004). 
INSERT TABLE 3
In Egypt as part of the Women at Work Programme, equal opportunity departments were established in thirty two ministries to ensure equality between men and women, in addition to ensuring that women’s constitutional rights in the workplace were observed.  In addition the establishment of a Women’s Business Resource Centre has provided administrative, research and marketing support to women seeking to start small business.  In the year 2005 the centre provided consultations to 1,240 women, conducted 247 feasibility studies of small enterprises, and ran series of seminars and training sessions targeting university graduates and entrepreneurship development (Metcalfe, 2007). 
In Bahrain the Supreme Council For Women was established under the decree of the National Charter and exists to: ‘define and lead the women’s movement to equip women to take up their rightful role in the society, establishing constitutional and civil mechanisms for the leadership  development and empowerment of women in Bahrain’ (Supreme Council for Women). 
It should be highlighted that these leadership initiatives are having a profound impact on social and economic values and are being contunuously resisted and challenged. The Jordanian national strategy focuses on the empowerment of women in six fields, including legislation, economics, society, education and health. Their commitment stipulates any women’s strategy should:
..be consistent with the Jordanian constitution, Jordanian national charter, Islamic Jurisprudence, values of Arab and Muslim society, principles of human rights, aspiration to progress and development, regional and international agreements (Jordanian National Strategy for Women, 1993).

Women’s leadership advance is thus supported, but within accordance to strong family values that shape Arab culture and gender relations. 

Women and Multinational Enterprises
While government agencies through legislation and national HRD policies can create the appropriate business culture in which to foster a commitment to human resource development, ultimately it is organisations too that play a key role in promoting diversity and inclusion of members of a society. There is some evidence that MNC organizations located in the ME region are supporting women’s advancement in the public sphere. Shell and General Electric, for example, are promoting women in business through leadership and entrepreneurship of the year awards (Metcalfe, 2006, 2008).  These awards provide women leaders with recognition and status and help challenge cultural and gender stereotypes about women’s role in business (Adler, 2004). Shell and General Electric have also established a women’s ME network to support knowledge transfer and learning. Their current HR strategies also provide for building diversity objectives into long term succession planning.  It should be noted, however, that the majority of MNCs tend to employ female international staff at middle and senior levels rather than local female staff. 
Contrary to this, evidence from various studies of gender and work in the global economy revealed that MNCs’ commitment to an equality philosophy in regional subsidiaries is uneven, and that MNCs are more likely to perpetuate inequalities between men and women (Zanani and Jensons, 2003; See Hearn et al, 2006).  Indeed, Edwards and Kurivilla (2005) highlighted that globally there was a great deal of ambiguity about equality and diversity policies and their HR strategic approach in regional subsiduaries was one of politcial and social expediancy. 

A good example is that current government policy in Saudi Arabia advocates part-time work for women as this ‘suits the special circumstances of many women’ (Kingdom of Saudi Arabia, 2003: 112). MNCs, however, are reluctant to reform employment systems since part- time arrangements are not a common feature of work practices in ME states. This highlights the ways in which transnational processes and local specificities intertwine (Walby, 2005). 
A reluctance by MNCs to tackle sensitive local organization and managerial cultural practices that are at odds with their global corporate philosophy has meant that women’s advancement in business has been increasingly supported by international agencies such as the ILO and UN (Hearn et al, 2006; Metcalfe, 2007). This is significant since it is international organizations that are providing the lead in political reforms and equality transformations. An example is the micro-start initiative in Bahrain that has been able to help more than 2,000 low-income entrepreneurs in the Arab region since 1998. The program was funded with US$1 million from the government of Bahrain and US$ 500,000 from the UNDP. The Alexandria Business Association (ABA) is playing a key role in Bahrain’s Micro-start Project as an international micro-finance service provider (See Basma, 1998; UNIFEM, 2004).
Women’s Leadership and Entrepreneurial Development

A number of important achievements have been made by women in the sphere of leadership and entrepreneurial development. In just five years the Bahrain Chamber of Commerce grew from having no female members to 1785. Dr Lulwa Mutlaq, Vice-President of the Arab Banking Co-operation, was voted as President of the Bahrain Management Society, a predominantly male organization in the Gulf (Metcalfe, 2007).  In Saudi Arabia the Chambers of Commerce and Industry (CCI) are setting up female provisions to assist entrepreneurial development including information and advice with business start ups and finance and legal counselling. In addition Chambers of Commerce are expanding provisions for specialist women’s training including, inter alia: banking, finance, public relations, managing small enterprises, and the management of social services (Kingdom of Saudi Arabia, 2003). The Princess Basma Resource Centre in Amman Jordan provides similar services (Metcalfe, 2006). 
At the regional level the OECD’s Centre for Entrepreneurship has been assisting women’s entrepreneurship training in Morocco and Turkey. The World Bank has established a development project Investment Climates and Women’s Entrepreneurship which is part of a larger gender project in the Middle East and North Africa (MENA) (World Bank, 2005) which is assessing the opportunities for women entrepreneurs in MENA client countries to promote women's entrepreneurship. 
Women’s Organizations and Networks
A key factor to women’s leadership development is the growth of women’s organizations and networks (CAWTAR, 2001; Roald, 2001). While it has been found that women’s networks can have limited impact on career progression (for example Bierema, 2005) in the ME they have been pivotal in creating learning and training support, especially in the area of employment rights and leadership skills. Women’s organizations have grown markedly in the last decade especially in the Gulf region (Moghadam, 1997). Women are bound together by a feminist organization nurtures coalition and network building (Walby, 2005; Acker, 2006). While some women’s organizations concentrate on promoting traditional female roles such as child care, health education and religious education (for example the UAE Women’s Federation founded by Sheikha Fatima), there are an increasing number that are dedicated to advancing women in politics and leadership roles. Specifically these organizations contribute to women’s development in progressive ways through provision of literacy programs, raising legal awareness about employment and personal status rights, provide training programmes for work related skills as well political participation (For example Bahrain’s Women’s Society). Other organizations unite professional women and offer a development forum for enhancing women’s knowledge and skills. 
The Jordan Forum for Women and Business’ vision is to ‘empower women’s participation in all social, cultural, legal, business and economic development in Jordan, through education, advocacy, networking, training and professional support’ (World Bank, 2005). In addition, the Bahrain Businesswoman’s Society (BBS) was recently successful in acquiring funding from UNIFEM to support entrepreneurial and leadership development skills training and has trained 100’s of women in the last few years (Metcalfe, 2007).  
It is important to note however, the complexity of the support systems for women’s development. Many women’s organizations cannot be managed independently and are often subject to government checks, or are tied to a religious party (CAWTAR, 2001). In addition most of women’s organizations are united predominantly by their middle class background and their commitment to retain and expand their civic rights (Moghadam, 1997; Bahry and Marr, 2005).
Advancing Women in Leadership and Management in the Middle East

INSERT TABLE 4 HERE
The evidence in this paper has highlighted that globalization processes in the ME make salient Islamic values in shaping gender and work systems. Islam is a unifying cultural resource that forms a community of practice and assists in the formation of organization practices and individual subjectivities at institutional, organization and individual identity levels (Ali, 1995; Ahmed, 1998; Acker, 2006). 
An important consequence of this observation is that leadership development initiatives in Islamic states should also embrace the advancement of women’s rights of women as well as recognise the importance of family in society. Developing women’s capabilities then rests on being able to develop institutional frameworks and employments systems that assist women in combining work and family responsibilities, and this has been the primary characteristic of the development of equal opportunity policies in western nations (Hakim, 1996; Dickens, 1998). 
The debates on the conceptualization of gender equality are informed by ongoing analysis of the processes of changes in gender relations. In particular there is a question of the extent to which progress for women is closely associated with economic development as contrasted to democratically inspired social and civil society development (Acker, 2006). However, the mobilization and collective action of women to challenge inequalities in is also necessary. Significantly, women should consider themselves as not only able to define self-interest and choice, but also be entitled to make choices (Longwe and Clarke, 1994 in Malhotra et al, 2002). As Malhortra et al argue: ‘Without women’s individual or collective ability to recognize and utilize resources in their own interests, resources cannot bring about empowerment’ (2002: 9).
Table 4 represents a development model that focuses on leadership advancement for women on three levels. 
Government Strategies

1. To ensure women’s economic development, there is a need for an enabling institutional, legal, and regulatory framework to facilitate women’s access to economic resources and to strengthen existing national HRD structures. At the government level a key concern for women’s organizations has been legislative measures that prohibit gender based discrimination in the workplace since this is largely inadequate in most Arab states (Moghadam, 1997). The global commitment to the MDG gender goals has ensured that womens progress is being evaluated. There also need to be reforms in educational policy in order include provision for women in vocational, professional and entrepreneurial activities. This requires some of the women’s administrative bodies in Arab states to give equal emphasis to the work as well as the private sphere. The implementation of these institutional changes would require a greater number of women in public administration roles through gender integration and empowerment planning. This is one area where Arab states are actively promoting women’s leadership and there is current debate about whether quotas are a viable way forward (World Bank, 2003c; UNDP, 2005; Badran, 2005). 
HR Strategies

2. To ensure women’s economic advance in management and the professions, there is a need for organizations to support general empowerment initiatives in the ME through the integration of gender principles in HRD planning and generally through promoting discourses of equality. The expansion of women’s networks and social and professional organizations, supported by business institutions referred to earlier in this paper, would provide opportunities for women to share knowledge and assist women’s training and skills development. This would be best to include:

a)  HR Statistics Monitoring

The measurement of women’s advances could be measured through the establishment of recruitment monitoring and training statistics and further promote the importance of management education and development for women. 

b)  Women’s Development Training

One area that would complement existing business culture is the development of sector led management education and development programmes for women, Training programmes that target women have been introduced in a number of countries reflecting the growing recognition of the importance of self-employment and entrepreneurship for women's employment (World Bank, 2003b;).These programmes stress business planning, credit counselling, marketing and management development 

c) Cultural Training

Cultural orientation programmes should introduce the philosophy of Islam and highlight the women’s and men’s roles and importance of the connections between work-related values and religion. This training should also introduce the complex nature of men and women’s different role and highlight cultural variation in the societal construction of gender.

d) Mentor Programmes

Develop mentor programmes that include and promote positive leadership role models of women.
Individual Strategies

3. Finally, there is a need to build leadership competencies in women and for women to believe in themselves. There is therefore a need to involve individual women in social and political forums within community networks (Badran, 2005). The globalization of discourses of human rights, equality and transnational feminism has reactivated commitment to social transformation and change.  In particular the role of women’s organizations, NGOs, and INGOs have promoted the development of transnational feminist networks and as argued in this paper made salient the significance of gender development planning. Reaffirming the commitment to women’s agency we would stress women be involved as agents of change rather than be recipients (Malhorta et al, 2002). Acquiring knowledge and understanding of gender relations and the ways in which these relations may be changed is important for women to move forward (Moghadam, 2005). Developing a sense of self-worth and a belief in one’s ability to secure desired changes and the right to control one’s life are skills that need to be fostered.
Between Secular and Islamic Feminism: Women’s Leadership Development
The difficulties that many women face in the ME are similar to other women in many parts of the world. However, there are opportunities and constraints for women in terms of the ways in which gender identities are formed and reformed within their culture. Women are torn between ongoing global tensions between Islamic and secular feminisms. The former, through re-readings of the Qu’ran articulates women claiming Islam for themselves, and in establishing an authoritative speaking position. The latter takes the view that the practice of Islamic and feminist ideals can never be realized. Secular feminisms rooted in national identities, and thus deeply local, and Islamic feminisms universalism and global character together are recovering a holistic Islam in which secular and religios dissolve back into each other (Badran, 2005). It is suggested that both feminisms, are producing Islam’s gender revolution.

Both men and women believe that Islam defines gender and family roles and responsibilities and these are taken very seriously. Women’s groups, governments and organizations advocate the interface between the Islamic and universal construction of human rights and stress the family as a foundation of an Islamic state (UNIFEM, 2004; Badran, 2005). And, as Torraco (2004) argues different cultural and political contexts requires us to rethink the challenges and choices for how we frame and research gender and HRD in the global economy. 
The implication is that Western experiences and knowledge’s of HRD may not provide the most appropriate model with which to improve women’s economic and social status in the ME (Metcalfe and Rees, 2006).Equal opportunity initiatives in the west which are concerned with, day care, , higher pay and economic equality with men are of less importance to women who are struggling for fundamental rights to vote, to have access to education programmes, to work of any kind, and to an end of sexual discrimination, Islamic feminists argue the advancement of women’s rights but within a framework that acknowledges the different roles of men and women and the importance of the family as central to the foundations of society. Religion is still an important regulator of everyday life and of a source of female identity. An equality development model proposed that a difference equality strategy, acknowledging the importance of the family, was the most appropriate way forward to develop women’s leadership capabilities targeting institutional mechanisms, as well as women’s individual subject position (Dickens, 1997). Moreover, as ethical and critical organization scholars have noted, leadership development is inextricably linked with notions of rights, status and broader community development (Stewart et al, 2006). In this respect it should be highlighted, that an Islamic cultural lens, while advocating difference between the sexes, should not be linked to ideas of subordination and deference. The analysis presented suggests therefore that we cannot understand the complexity of women, HRD and leadership development processes in the ME without connecting to broader social and economic changes relating to the rights of women in Islamic nations; and to the unveiling of new readings in feminist writings. This paper argues that transnational feminisms are unmistakably political and transformatory, yet as may critical commentators have argued, investment in women’s leadership development and equality agendas will be essential to spearhead social, cultural and political transformation in ME states
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Table 1 GEM in Selected Arabic Middle East Countries 2005 (Compiled from Human Development Report 2005)

	Country
	Seats in

Parliament

(%)
	Minister Positions Actual Number*
	Female Economic Activity Rate

UN     UNIFEM

2005           2004
	Female 

legislator 

managers

(%) 
	Profess

Tech

Workers

(%)
	Women received

right to vote

	UK
	17.9
	3 (1924)
	53.5
	33
	54
	1918, 1965

	USA
	14.8
	5 (1952)
	59.6
	46
	55
	1920, 1965

	Bahrain


	7.5 (a)
	4 (2000)
	34.5            21
	10
	19
	1973a

2002

	Egypt


	4.3
	3 (1962) (e)
	                   30
	9
	31
	1956

	Saudi Arabia
	0
	0
	22.4            18
	31
	6
	-

	Jordan


	7.9
	1 (1982) (e)
	28.1(d)        24
	-
	-
	1974

	Oman
	7.8
	6 (1995)
	20.3            17
	
	
	1994, 2003

	Kuwait
	0
	5 (1996)
	36.2            23
	0 
	-
	2005 (b)

	UAE
	1
	2 (1996)
	32.1            13
	8
	25
	-

	Qatar
	1
	3 (1996)
	42.6            15
	
	
	1999


Notes

a According to the constitution in force (1973) all citizens were equal before the law but women were not allowed to cast their vote until the national referendum held in February 2001 which approved the National Charter. Women were nominated in the national elections in 2002 but none were appointed.
b On 16 May 2005 parliament voted a law granting women the right to stand for election

c New constitution being finalized provides women right to vote but they have not voted yet

d. The Jordan economic assessment report by the World Bank 2005 estimates real figure is somewhere between 12-26%.

e Jordan first appointed a woman a ministerial position in 1980. Since then there has always been female representation on the cabinet. The current Minister of Planning and International Cooperation Suhair Al Ali
* Data obtained from personal knowledge. The date in brackets indicate the first year a woman was appointed minister. It should also be noted that in a number of states a woman’s ministerial position is attributable to her royal birth.  

Table 2 Selected Arab States and CEDAW Accession and Reservations
Compiled from United Nations Datasets 2004

	STATE
	Date of Signature
	Date of Ratification 
	Art  2
	Art 
7
	Art 9
	Art 15
	Art 16 
	Art 29
	Total
Reservations

	Jordan
	3/2/80
	1/792
Ratify
	
	
	9/2
	15/4
	16/1
(c) (d) (g)
	
	3

	Algeria
	
	22/5/96
Accession
	2
	
	9/2
	15/4
	16
	29/1
	5

	Iraq
	
	3/8/86
Accession
	2
	
	9/1 9/2
	
	18
	29/1
	4

	Kuwait
	
	2/9/94
Accession 
	
	7(a)
	9/2
	
	16/1 (f)
	
	4

	Lebanon
	
	21/4/97
Accession
	
	
	9/2
	
	16/1
(c)(d) (f) (g)
	
	3

	Egypt
	16/7/80
	18/9/8
Ratify
	2
	
	9/2
	
	6
	29/1
	4

	Saudi Arabia
	7/9/2000
	7/9/2000
	
	
	9/2
	
	
	29/1
	2

	Bahrain
	18/6/02
	18/7/02 
Accession
	2
	
	9/2
	15/4
	16
	29/1
	5

	UAE
	
	
	
	
	
	
	
	
	


Article 2: Condemns discrimination against women in all forms and agree to pursue all appropriate means to eliminate it (particularly incorporating principle of equality in laws and actions)

Article 7: Political and public life (voting and participation in public office and NGO)

Article 9: Nationality of mothers to be passed to children

Article 15: Women’s equality with men before the law

Article 16: Equality of rights in marriage and family relations

Article 29: Settling of disputes by arbitration or International Court of Justice

* Saudi Arabia has made a general reservation against the CEDAW convention as follows: ‘In case of contradiction between any term of the Convention and the norms of Islamic law, the Kingdom is not under obligation to observe the contradictory terms of the Convention’ (See UNIFEM, 2004).
Table 3 Women, Management and National Human Resource Development

	Country
	Women’s National Action Development Plan
	Government Department
	Leadership and Management Development Initiatives
	Women’s professional and Networking Organizations

	Bahrain
	Bahrain National Charter (2002)
	Supreme Council 
for Women (2002)
	Royal Women’s University

Crown Prince leadership Programme
	Bahrain woman Society (BBS)

Bahrain Management Society 

	Jordan
	National Strategy 
for Women (1993)
	Jordanian National Council for Women (1993)
	Princess Basma Women’s Development Centre
	Jordan Forum for Women in Business

	Emirates
	UAE Women’s Federation, now General Women’s Union*
	General women’s Union*
	2008 Dubai Women’s Establishment (DWE) Leadership Programmes
	Dubai Businesswomen’s Council

Abu Dhabi Business Women’s Council

	Egypt 
	National Strategy for Women (1996)
	National Council for Women  (2002)
	Women at Work 

IBM Regional Development Programme
	Egyptian Business Society


 Table 4 Women and Leadership Development

	HR
	Government


	Individual

	EO and leadership policies 

Learning and knowledge transfer
Collaborations and enterprise development with Chambers of 

Commerce


	Legislation  

Active role of women’s ministries/councils in economic planning
Development and training and support for vocational provision
Entrepreneurship support 

Political empowerment

	Women’s societies and professional   - local and international 

Commitment to lifelong learning
Political participation


� The analysis primarily draws on Arab nations with constitutions governed by Islamic Shar’ia including Bahrain, Egypt, Oman, KSA, UAE.


� Confederation for the elimination of Discrimination Against Women (CEDAW) is a United Nations regulation that is argued is an international bill of rights for women. 
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