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“ Only those economies which have  
full access to all their talent will 
remain competitive and will prosper” 
Klaus Schwab, Founder World Economic Forum 
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1   Why
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Driven by a highly-focused ambition to 
become the world’s leading government in 
delivering sustainable development, the UAE 
has made huge strides to ensure its economy 
is stable in the aftermath of the 2008 global 
debacle, followed by the oil price glut in 2014. 
It has proved itself resilient in many aspects 
of the economy and continues to build 
an attractive market for FDIs to enter the 
country, as well as increase its GDP inputs.

The country’s leadership have shown a strong 
position to ensure policies and regulations 
on par with international standards are 
in place and monitored. This has led to 
increased confidence from the international 
markets about the country’s capability to 
steer its economy amidst global economic 
changes and protect its country from major 
challenges.

The UAE context for Gender Economic Governance

The Ministry of Economy has stated in its 
latest report a strong desire to continue 
improving their economy by achieving 
more international competitiveness and 
diversification. According to statistics and 
data registered by various sectors, the UAE’s 
GDP, particularly its non-oil components, has 
achieved significant growth at current and 
constant prices, as the policy of economic 
diversification continues to gain momentum 
in line with ongoing endeavours to build a 
post-oil economy. Now their mission is:
“to develop the national economy and 
create a pro-business environment that 
contributes to achieve balanced and 
sustainable development of the country, 
through the enactment and modernisation 
of economic legislations, foreign trade 
policies, development of national industries 
and exports, promotion of investment, 
regulation of competition and Small and 
Medium Enterprises (SMEs) sector, protection 
of consumer and intellectual property rights, 
and diversification of economic activities, 
under the leadership of efficient nationals, in 
line with international standards of creativity, 
excellence and knowledge economies”.

“Gender Economic 
Governance is more than  

a goal in itself, it is a  
pre-condition for meeting 
the challenge of achieving 

sustainable development 
and building good 

Corporate Governance.”
Equileap Gender Equality Investment Index Report 2018

The UAE & The World’s Leading Economies – Managing Challenges and Opportunities Amidst Global Change 
United Arab Emirates Ministry of Economy – Annual Economic Report 2017 25th Edition



Proposal for Establishing Gender Economic Governance for the Private Sector of the UAE

6 MOH.INTERNATIONAL

Enhancing international standing

The UAE’s Vision 2021 reflects the 
commitment of the UAE government and 
leadership to improve gender parity as a 
means to achieving the empowerment and 
equal participation of both men and women. 
The UAE’s overall goal is “to be among 
the best countries in the world by 2021.” 
Part of this means achieving full equitable 
participation of both women and men in UAE 
organisations including in decision-making 
and leadership positions. Vision 2021 is a 
call to action for building a cohesive society 
and preserved identity; a safe public and fair 
judiciary; a competitive knowledge economy; 
first rate education system; world class 
healthcare; and a sustainable environment 
and infrastructure.

The UAE’s economic goals are in line with  
the objectives of the Vision 2021.

Setting different national priorities for their 
social and economic development means 
the country is embarking on a journey of 
empowerment at all levels, that includes 
confronting challenges of their cohesive 
society, their economic competitiveness, 
their national identity, their health, 
education, environment and well-being. 
The government is aware that their goals 
cannot be reached by relying on their past 
achievements and that they must work 
harder, be more innovative, become more 
organised and more vigilant in examining 
the trends and challenges that will face them.
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However, maximising the use of talent in 
economy and society is critical for achieving 
inclusive growth and fostering national 
competitiveness. Equal access for both 
men and women in public and economic 
opportunities is part of a more equitable  
and sustainable economy and society.

Indeed, achieving gender parity in the public 
sector is found to contribute to reduced 
inequality rates and considerably improved 
public confidence in government institutions. 
Greater empowerment of women in public 
leadership positions not only leads to higher 
living standards, positive developments in 
health, education and infrastructure but also 
has an impact on potential long-term growth 
effects.

In the private sector, greater gender equality 
is also found to increase the competitiveness 
of the labour market, boost productivity 
gains, and expand the talent pool from 
which employers can draw. In fact, in OECD 
countries, reducing the gender gap in 
employment in both the public and private 
sector was strongly correlated with an 
average GDP increase of 12% over 20 years.

The Vision 2021 is focused on six key pillars, 
two of which are crucial for the achievement 
of gender parity in the UAE: 
1. Cohesive society and preserved identity
2. Safe public and fair judiciary
3. Competitive knowledge economy
4. First-rate education system
5. World-class healthcare
6. Sustainable environment and infrastructure.

The “Competitive knowledge economy”, 
which aims not only to achieve leading 
positions in global reports, but to also to 
provide a good life for its citizens. Therefore 
the National Agenda seeks to place the UAE 
among the top countries in the world in 
income per capita and ensure high levels of 
national participation in the private sector 
workforce.

The “Cohesive society and preserved 
identity” which stands for promoting an 
inclusive environment that integrates all 
segments of society while preserving the 
UAE’s unique culture, heritage and traditions 
and reinforces social and family cohesion.

With these key pillars the UAE aspires to 
make progress towards realising its vision 
of becoming one of the top 25 countries 
for gender equality by 2021. There naturally 
comes a need to develop clear procedures 
and adopt concrete action plans to entrench 
gender parity practices in the workplace.

UAE Vision2021.ae
UAE Government.uae – The official portal of the UAE Government - Gender Equality
Gender Balance Guide – Actions for UAE Organisations | September 2017
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The 2015 Gender Balance Guide was 
launched together with the OECD and 
the Gender Balance Council to meet the 
objective of gender equality in the UAE. The 
guide serves as a vital resource to advance 
gender balance across government and 
private sector institutions by setting out 
best practices and policies to embed it more 
deeply into the culture of their organisations. 
It addresses key issues such as work 
conditions, merits, rights and responsibilities, 
with the aim of enhancing women’s 
participation in society and their contribution 
to economic development. Moreover, 
the Gender Balance Guide also aims to 
play a crucial role in fulfilling the UAE’s 
commitments to the UN’s 2030 Agenda for 
Sustainable Development, which in turn will 
advance the nation’s position as a global role 
model for gender balance.

Ambition vs reality

However, despite their effort to reach gender 
equality in 2017 the global position of the 
UAE in the World Economic Forum (WEF) 
Gender Gap Index was the 120th with a low 
parity score of 0,649. This index evaluates 144 
countries on their progress towards gender 
parity regarding economic participation and 
opportunity, political empowerment, health 
and survival and educational attainment. The 
role of the private sector in bridging this gap 
is crucial and compelling as we will see it is 
also a highly attractive proposition giving an 
excellent return on any investment. 

The UAE’s gender parity policies and the private sector
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The role of the private sector

There are many possible approaches to 
establish and increase momentum for 
national investment in gender parity 
strategies. There are various opportunities 
for the government to promote further 
private sector participation and create a 
call to action, including by making use of 
UAE-based companies’ high degree of 
‘internationalisation’. These include:

n   Fostering outcome-oriented multi-
stakeholder partnerships that draw from 
(multinational) private sector expertise by, 
for example, expanding on the Gender 
Balance Guide model 

n   Providing enabling environments for 
companies’ participation in domestic 
and transnational business networks, 
including systematically and regularly 
engaging all existing gender parity 
business stakeholders in dialogue on the 
implementation of gender parity and 
showing how these are translated into 
market opportunities;

n   Incentivising UAE-based multinationals  
to show leadership and share best 
practices by encouraging globally-
known ‘gender parity champions’ and 
to demonstrate and role-model local 
leadership;

n   Encouraging UAE-gold rated companies 
to support gender parity action in silver, 
bronze and non-rated businesses, for 
example by introducing gender parity-
related best practices and standards;

n   Ensuring strong coordination among 
relevant government stakeholders already 
working with private sector engagement;

n   Establishing a private sector gender parity 
action data bank that would, initially, serve 
to incentivise further private sector action 
by giving visibility to active companies 
and, later, become the basis for targeted 
government policies as well as long-term 
policy planning;

n   Applying the practice of systemic 
interventions using multi stakeholder 
platform processes (explained further  
in this proposal).

Gender Balance Guide – Actions for UAE Organisations | September 2017
Global Gender Gap Report 2017 – World Economic Forum
Driving Gender Responsive Implementation of the 2030 Agenda for Sustainable Development – UN Women
Key Findings on Women in the Economy – UAE Outlook – NAMA Women Advancement Establishment – Pearl Initiative
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UAE Cabinet approval of new  
policies to empower emirati women

The UAE Cabinet adopted a new package of 
national legislative policies, and initiatives 
to empower Emirati women to ensure 
that women are conducive partners in 
the UAE’s development journey. The new 
empowerment package is based on three 
principal axes: Legislation and Policy, 
Services, and International Representation, 
all of which include resources to support the 
advancement of Emirati women as active 
partners in local, regional and global arenas. 
The new initiatives will see women’s increased 
participating in diplomatic missions, as well 
as an increased representation in judicial 
and legal affairs. The legislative and policies 
axis will seek to include more female 

participation in the UAE’s judicial system 
as well as other leadership positions in 
business. It will also set legislative frameworks 
concerning domestic violence, as per UAE 
Cabinet decisions and the nation’s human 
rights frameworks. As for international 
representation, new policies will ensure the 
increased participation of female diplomatic 
missions and representatives of international 
organisations, including UN peace-keeping 
missions. The Cabinet also agreed to set up 
a media hub that monitors and reports on 
the success of UAE women, led by the UAE 
Gender Balance Council, in cooperation with 
concerned national institutions.
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The strategy has been developed in line with  
the key objectives of the UAE’s strategic plans  
to promote a culture of innovation throughout  
the nation, and will support DWE’s continued 
efforts to promote the vital contribution of  
Emirati women in shaping the UAE’s economic 
and social future, enhancing the level of female  
participation across various sectors, and boosting 
the UAE’s competitiveness on a global level.

The Strategy based on four key pillars to achieve  
the Establishment’s vision and objectives 
through various world-class initiatives.

n   Manal bint Mohammed: “The strategic 
plan will play an important role in DWE’s 
continued efforts to promote the vital 
contribution of Emirati women in shaping 
the UAE’s economic and social future, 
enhancing the level of female participation 
across various sectors, and boosting the 
UAE’s competitiveness on a global level.”

n   Mona Al Marri: “The new strategic plan 
builds on DWE’s achievements over the 
past ten years and will help us to continue 
enhancing the status of Emirati women, 
strengthening their role in decision-
making positions, and supporting the UAE 
government’s vision of achieving gender 
balance, by incorporating innovation into 
our mission and corporate values.”

n   Shamsa Saleh: “The launch of our five-year 
strategy is another important milestone 
in DWE’s successful history, serving as a 
catalyst for new ideas and approaches which 
will help the UAE to seize new opportunities 
as it embarks upon the next phase in its 
national agenda.”

UAE Women Establishment’s Strategy for 2017-2021

MOH.International 
General Vision and 
Positioning

MOH.International (MOHi) is a 
global advisory and consulting 
group that provides services to 
governments and multinationals 
for the effective implementation 
of globally agreed goals for the 
establishment of gender economic 
governance at the national level.

MOHi’s ambition for the UAE is to 
provide leadership of these global 
goals through the implementation 
of a national programme to establish 
gender economic governance in 
the private sector of the UAE; to 
support the achievement of the main 
targets of the 2021 vision, enable 
the leadership of the private sector 
to commit, invest and implement 
the necessary gender parity policy 
frameworks to achieve the national 
agenda, setting the necessary 
conditions for the private sector 
to absorve the national demand 
on gender capital and enable the 
empowerment of women to fully 
participate in the economy of the 
UAE at levels.
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2   What
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The Gender Dividend – The business case for investing  
in gender balance and empower women at all levels

It is predicted that women may well become 
the dominant source of economic growth 
in the near future. Organisations that are 
able to capitalise on the roles women play 
as economic actors will most likely have a 
competitive advantage as the world faces 
global sustainability challenges.  

With a rapidly changing global economy, 
leaders are urgently seeking an effective 
method to sustain economic growth. While 
geography, industry, and technology are 
important considerations, gender is an 
imperative factor that cannot be ignored. 
Talent is critical to staying competitive, but 

despite the growing number of qualified 
women in the workforce, the female talent 
pool continues to remain under-utilised.

In Europe for example, women make up 45 
percent of the workforce – with more than 
half college graduates – yet they comprise 
only 11 percent of corporate executives. And 
with the increasing power of women as 
consumers, bringing women into decision-
making roles is more important than ever 
to help tap this growing market. Already, 
women control roughly US$20 trillion of total 
consumer spending globally and influence up 
to 80 percent of buying decisions.

Gender Economic Governance –  
Resolving the Economic Gender Gap

On current trends, the overall global gender 
gap can be closed in exactly 100 years 
across the 106 countries covered since the 
inception of the World Economic Forum 
Report, compared to 83 years last year. The 
most challenging gender gaps remain in the 
economic and health spheres. 

If the Economic Gender Gap continues to 
widen at this rate, it will not be closed for 
at least 217 years. However, the education-
specific gender gap could be reduced to 
parity within the next 13 years. The political 
dimension currently holds the widest gender 
gap and is also the one exhibiting the most 
progress, despite a slowdown this year. It 

could be closed within 99 years. The health 
gender gap is larger than it stood in 2006.

While all world regions record a narrower 
gender gap than they did 11 years ago, 
more efforts will continue to be needed to 
accelerate progress. At the current rate of 
progress, the overall global gender gap can 
be closed in 61 years in Western Europe, 62 
years in South Asia, 79 years in Latin America 
and the Caribbean, 102 years in Sub-Saharan 
Africa, 128 years in Eastern Europe and 
Central Asia, 157 years in the Middle East and 
North Africa, 161 years in East Asia and the 
Pacific, and 168 years in North America.
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Gender Economic Dividend

A wide variety of models and empirical 
studies have shown that improving gender 
parity will result in significant economic 
dividends, these vary depending on the 
situation in any given economy and the 
specific challenges they are facing. 

Notable recent estimates suggest that 
economic gender parity could add an 
additional US$250 billion to the GDP of the 

United Kingdom, US$1,750 billion to that of 
the United States, US$550 billion to Japan’s, 
US$320 billion to France’s and US$310 
billion to the GDP of Germany. Other recent 
estimates suggest that China could see a 
US$2.5 trillion GDP increase from gender 
parity and that the world as a whole could 
increase global GDP by US$5.3 trillion by 
2025 by closing the gender gap in economic 
participation by 25% over the same period.

3McKinsey Global Institute The power of parity: How advancing women’s equality can add $12 trillion to global growth

In this best-in-region scenario, global GDP could increase by as much as $12 trillion 
annually in 2025, realizing some 42 percent of the opportunity outlined in the full-potential 
scenario. This is equivalent to the current GDP of Japan, Germany, and the United Kingdom 
combined, or 1.0 percent incremental GDP growth per year relative to business-as-usual 
forecasts. This $12 trillion of incremental GDP represents a doubling of the output likely 
to be contributed by female workers globally between 2014 and 2025 in the business-as-
usual scenario. 

Exhibit E1

Global GDP opportunity
2014 $ trillion

Closing the global gender gap could deliver $12 trillion to $28 trillion of additional GDP in 2025

Male Female

39

69

17

12

75

47

Total 2025 full-
potential GDP

136

$28 trillion

67

10833

12

27

2014 GDP Business-as-
usual growth1

Additional GDP 
in full-potential 
scenario in 2025

Incremental 
best-in-region 
GDP in 2025

Total 2025 
business-as-
usual GDP

69
21

SOURCE: ILO; World Input-Output Database; Oxford Economics; IHS; national statistical agencies; McKinsey Global Growth Model; McKinsey Global Institute 
analysis 

1 Represents difference between annual GDP in 2014 and in 2025 for the business-as-usual scenario.
NOTE: Numbers may not sum due to rounding.

Incremental 
GDP above 
2025 business-
as-usual

Gender gap
ES
0929 mc

REPEATS as x5

11% 15% 26%
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5McKinsey Global Institute The power of parity: How advancing women’s equality can add $12 trillion to global growth

comes in next at $2.5 trillion, and Western Europe follows with $2.1 trillion of potential GDP 
increase in 2025. 

These estimates assume that there is no decline in male participation in response to the 
rising number of women in the workforce. Between 1980 and 2010, across 60 countries, 
the rate of labor-force participation for women of prime working age rose by 19.7 
percentage points (based on a simple average), while the corresponding male labor-force 
participation rate fell by 1.5 percentage points. The gains from higher female participation 
were negated to a very small extent by men withdrawing from the workforce. Assuming 
the male participation rate does not shrink, the best-in-region scenario would increase the 
world’s employed labor force by some 240 million workers in 2025 over the business-as-
usual scenario. 

The entry of more women into the labor force would be of significant benefit to countries 
with aging populations that face pressure on their pools of labor and therefore, potentially, 
on their GDP growth. In Russia, for instance, our analysis indicates that the labor force is 
projected to shrink from 76 million in 2014 to 71 million in 2025, primarily due to aging. The 
best-in-region scenario would produce a milder decline to 74 million. In Japan, we expect 
the labor force to shrink to 63 million by 2025 from 65 million in 2014; in a best-in-region 
scenario, the labor force would be 64 million. 

Exhibit E2

All regions have a substantial incremental GDP opportunity from bridging the gender gap

Global GDP opportunity, 2025
Incremental 2025 GDP to 2025 business-as-usual scenario

SOURCE: ILO; World Input-Output Database; Oxford Economics; IHS; national statistical agencies; McKinsey Global Growth Model; McKinsey Global Institute 
analysis
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30

34

47

48

60

26

China

Latin America

Sub-Saharan Africa

East and Southeast Asia
(excluding China)

Western Europe

Eastern Europe
and Central Asia

South Asia
(excluding India)

World

North America
and Oceania

Middle East and
North Africa

India 2.9

0.4

2.7

2.6

3.3

0.7

28.4

1.1

5.1

4.2

5.3

Full-potential scenario

%
2014 
$ trillion

Best-in-region scenario

%
2014 
$ trillion

11

12

9

9

12

8

14

11

11

16

11

0.7

0.1

0.6

1.1

0.9

0.3

11.8

0.4

2.1

2.5

3.1

NOTE: Numbers may not sum due to rounding. 

REPEATS as x7

240M
workers potentially 
added through 
higher female 
participation

The world as a whole could increase global 
GDP by US$5.3 trillion by 2025 by closing 

the gender gap in economic participation 
by 25% over the same period.
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Analysis for the UAE

As explained earlier, despite their effort to 
reach gender equality in 2017 the global 
position of the UAE in the World Economic 
Forum (WEF) Gender Gap Index was the 
120th with a low parity score of 0,649. (See 
Country Score Card on p16-17). The WEF’s 
findings show that the Middle East suffers 
from one of the widest gender gaps with 
women reaching only 40% of parity in the 
workplace. This is characterised by low 

labour force participation, a concerning 
wage difference between male and female 
and rarely are women found in roles in the 
legislative sector, as senior officials or in key 
management positions. As a result of this, 
the MENA region only captures 62%, hence 
loses 38% of its human capital potential and 
women thus represent a large body of latent 
talent.

McKinsey Global Institute 1. The economic case for change 26

Three factors combine to lower the share of output produced by women. First, women do 
not participate in the labor force in the same numbers as men. They account for only 23 to 
24 percent of the labor force in India and MENA. In Eastern Europe and Central Asia, where 
their representation is highest, they account for 47 percent of the labor force. Globally, 
women comprise about 40 percent of the labor force. Second, women work fewer hours 
than men since many are in part-time roles. Women work 80 percent as many hours as men 
in Western Europe, for example, although the numbers are as high as 92 to 96 percent in 
East and Southeast Asia (excluding China), China, and Eastern Europe and Central Asia. 
Third, women in many countries are disproportionately represented in lower-productivity 
sectors (accounted for by their GDP contribution per worker) such as education, health care, 
and agriculture (Exhibits 2 and 3). For instance, the share of female agricultural workers is 16 
percentage points higher than that of men in India, and 25 percentage points higher in South 
Asia (excluding India). 

Even once they move out of agriculture, women tend to go into service sectors rather than 
industrial sectors that often have the highest average productivity. In all regions, the share 
of women employed in industry is less than it is for men; women in Western Europe and 
Eastern Europe and Central Asia have gaps of greater than 20 percentage points. Women 
who do work in industry tend to be concentrated in higher-productivity manufacturing roles 
rather than low-value-added construction jobs. 

Exhibit 1

GDP in 2014
$ trillion

83 82 76
67 66 62 61 60 59 59

17 18 24
33 34 38 39 40 41 41

8.45.53.72.1 18.2

India

20.91.5 10.3100% =

Global 
female
share of
GDP
(37%)

3.70.5

East and 
South-
east Asia 
(exclud-
ing China)

North 
America 
and 
Oceania

Eastern 
Europe 
and 
Central 
Asia

South 
Asia 
(exclud-
ing India)

Middle 
East and 
North 
Africa

Sub-
Saharan 
Africa

ChinaLatin 
America

Western 
Europe

MaleFemale

24Female 
share of 
labor force
% 

23 34 42 43 46 46 46 44 47

Women contribute 37 percent to global GDP—with a range among regions of 17 percent to 41 percent

SOURCE: International Labour Organisation (ILO); World Input-Output Database; Oxford Economics; IHS; national statistical agencies, McKinsey Global 
Growth Model; McKinsey Global Institute analysis

Gender gap
Report
0929 mc
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McKinsey Global Institute 1. The economic case for change 34

The economic opportunity for both advanced and emerging economies 
is substantial 
The full-potential scenario would increase annual GDP in 2025 by more than 20 percent 
over a business-as-usual case for 74 of the 95 countries analyzed. The highest potential 
boost could be in India at 60 percent (Exhibit 7). The rest of South Asia and MENA also have 
a significant opportunity at 48 percent and 47 percent, respectively. Advanced economies 
that have already made significant progress in reducing gender inequality could also achieve 
a significant economic boost from closing the gender gap. For instance, Western Europe 
could increase annual GDP by 23 percent, and North America and Oceania by 19 percent. 

Exhibit 6

90

85

67

61

54

52

50

46

45

43

31

4

9

8

9

23

21

26

9

18

31

48

7

6

25

30

23

27

24

45

37

26

22

2.9
100% =

Western Europe 5.1

North America and Oceania 5.3

Sub-Saharan Africa 0.7

Eastern Europe and 
Central Asia 1.1

East and Southeast Asia 
(excluding China) 3.3

Latin America 2.6

World 28.4

China 4.2

South Asia (excluding India) 0.4

2.7Middle East and North Africa

India

Drivers of additional GDP vary among regions

Change in sector mixIncrease in labor-force 
participation rate1

Increase in hours worked

SOURCE: ILO; World Input-Output Database; Oxford Economics; IHS; national statistical agencies; McKinsey Global 
Growth Model; McKinsey Global Institute analysis 

Incremental 2025 GDP in the full-potential scenario compared with the 
business-as-usual scenario
%; $ trillion

1 Includes impact of change in unemployment rate for women in the full-potential scenario.
NOTE: Numbers may not sum due to rounding.

13McKinsey Global Institute The power of parity: How advancing women’s equality can add $12 trillion to global growth

24 countries, daughters of working mothers were more likely to be employed, have 
higher earnings, and hold supervisory roles.15 

To supplement the correlation analysis, MGI calculated a Gender Parity Score using 
the 15 indicators to measure how far each country is from full gender parity. The GPS 
weights each indicator equally and calculates an aggregate measure at the country level 
of how close women are to gender parity in each of the 95 countries, where a GPS of 1.00 
indicates parity. We also calculate GPS for subgroups of indicators, specifically comparing 
GPS on work equality indicators with the GPS on indicators relating to equality in society. 
This enables what, to our knowledge, is the first comparison of the interplay between the 
economic and social dimensions of the gender gap. 

Broadly speaking, an increase in gender equality in society is linked with an increase in 
gender equality in work. While absolute scores on gender equality in society tend to be 
higher than those of gender equality in work for most countries, virtually no country has high 
gender equality in society and low equality in work (Exhibit E6). 

15 Kathleen L. McGinn, Mayra Ruiz Castro, and Elizabeth Long Lingo, Mums the word! Cross-national effects of 
maternal employment on gender inequalities at work and at home, Harvard Business School working paper 
15-094, June 2015.

Exhibit E6
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Gender Parity Score: Gender equality in society (parity = 1.00)2

Gender Parity Score: Gender equality in work (parity = 1.00)1

Gender equality in society is linked with gender equality in work

SOURCE: McKinsey Global Institute analysis

1 Labor-force participation rate, professional and technical jobs, perceived wage gap for similar work, leadership positions, unpaid care work.
2 Essential services and enablers of economic opportunity, legal protection and political voice, physical security and autonomy.

Group 1 
Relatively gender-equal 
on both dimensions
Example countries: 
France, Germany, Norway

Group 2
Relatively high equality in work
Example countries: Ethiopia, 
Nigeria, Thailand

Group 3
Relatively low gender equality on both dimensions
Example countries: Egypt, India, United Arab Emirates

Per capita GDP levels, 2014 purchasing-power-parity international dollar

>50,00015,000–25,000 25,000–50,00010,000–15,0005,000–10,000<5,000

Correlation coefficient (r) = 0.51

REPEATS as x14
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rank
out of 144 countries 120

score
0.00 = imparity

1.00 = parity 0.649

0.40 distribution of countries by score 1.00

SCORE AT GLANCE

Economy

Education

Health

Po
lit

ic
s

United Arab Emirates score 

average score

KEY INDICATORS

GDP (US$ billions) 348.74
GDP per capita (constant '11, intl. $, PPP) 67,133.07
Total population (1,000s) 9,269.61
Population growth rate (%) 1.33
Population sex ratio (female/male) 2.67
Human Capital Index score 65.48

Global Gender Gap score
Economic participation and opportunity
Educational attainment
Health and survival
Political empowerment
rank out of

2006
rank
101
109
61

100
112
115

score
0.592
0.403
0.986
0.964
0.015

2017
rank
120
130
62

129
67

144

score
0.649
0.459
0.994
0.965
0.180

COUNTRY SCORE CARD
distance to parity

rank score avg female male f/m 0.00 1.00 2.00

Economic participation and opportunity 130 0.459 0.585

Labour force participation 129 0.461 0.667 42.4 92.0 0.46

Wage equality for similar work (survey) 2 0.833 0.634 0.83

Estimated earned income (PPP, US$) 134 0.265 0.509 23,989 90,549 0.26

Legislators, senior officials and managers 118 0.110 0.320 9.9 90.1 0.11

Professional and technical workers 123 0.279 0.758 21.8 78.2 0.28

Educational attainment 62 0.994 0.953

Literacy rate 1 1.000 0.883 91.5 89.5 1.02

Enrolment in primary education 96 0.991 0.979 93.0 93.8 0.99

Enrolment in secondary education – – – – – –

Enrolment in tertiary education – – – – – –

Health and survival 129 0.965 0.956

Sex ratio at birth 1 0.944 0.920 0.96

Healthy life expectancy 135 1.012 1.037 68.8 68.0 1.01

Political empowerment 67 0.180 0.227

Women in parliament 68 0.290 0.279 22.5 77.5 0.29

Women in ministerial positions 33 0.364 0.209 26.7 73.3 0.36

Years with female head of state (last 50) 69 0.000 0.200 0.0 50.0 0.00
0.00 1.00 2.00

United Arab Emirates

AVGARE

Country Score Card – World Economic Forum Graphic for the UAE
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0.649 / 120 ARE
SELECTED CONTEXTUAL DATA

Workforce Participation female male value
Non-discrimination laws, hiring women no

Youth not in employment or education – – –

Unemployed adults 10.8 2.4 4.42

Discouraged job seekers – – –

Workers in informal employment – – –

High-skilled share of labour force 4.0 12.6 0.32

Workers employed part-time – – –

Contributing family workers 0.0 0.0 1.85

Own-account workers 0.2 0.4 0.56

Work, minutes per day – – –

Proportion of unpaid work per day – – –

Economic Leadership female male value
Law mandates equal pay no

Advancement of women to leadership roles 2 0.84

Boards of publicly traded companies – – –

Firms with female (co-)owners –

Firms with female top managers –

Employers 1.1 0.0 90.30

R&D personnel – – –

Access to Assets female male value
Hold an account at a financial institution 66.3 89.8 0.74

Women’s access to financial services part

Inheritance rights for daughters no

Women’s access to land use, control and ownership part

Women’s access to non-land assets use, control and

ownership part

Mean monthly earnings (1,000s, local curr.) 5.6 7.9 0.70

Political Leadership female male value
Year women received right to vote 2006

Years since any women received voting rights 11

Number of female heads of state to date 0

Election list quotas for women, national –

Election list quotas for women, local –

Voluntary political party quotas –

Seats held in upper house 18.3 81.7 0.22

Family female male value
Average length of single life 25.3 26.8 0.94

Proportion married by age 25 36.9 26.4 1.40

Mean age of women at birth of first child 27

Average number of children per woman 1.75

Women's unmet demand for family planning –

Potential support ratio 78

Total dependency ratio 18

Parity of parental rights in marriage no

Parity of parental rights after divorce no

Care female male value
Length of parental leave (days) –

Length of maternity/paternity leave (days) 45.0 –

Wages paid during maternity/paternity leave 100.0 –

Provider of parental leave benefits –

Provider of maternity/paternity leave benefits empl –

Government supports or provides childcare yes

Government provides child allowance no

Education and Skills female male value
Out-of-school children 4.3 3.8 1.13

Primary education attainment, adults 78.4 73.2 1.07

Primary education attainment, 25-54 83.2 83.2 1.00

Primary education attainment, 65+ 25.5 54.3 0.47

Out-of-school youth – – –

Secondary education attainment, adults 59.9 43.0 1.39

Secondary education attainment, 25-54 63.9 43.6 1.47

Secondary education attainment, 65+ 17.3 39.2 0.44

Tertiary education attainment, adults – – –

Tertiary education attainment, age 25-54 15.8 8.9 1.78

Tertiary education attainment, age 65+ 4.3 16.5 0.26

PhD graduates – – –

Individuals using the internet 83.2 85.6 0.97

Graduates by Degree Type female male value
Agri., Forestry, Fisheries and Veterinary 0.1 0.2 0.79

Arts and Humanities 10.0 2.6 3.88

Business, Admin. and Law 38.6 59.7 0.65

Education 12.6 1.2 10.54

Engineering, Manuf. and Construction 8.7 20.1 0.43

Health and Welfare 9.5 2.4 3.89

Information and Comm. Technologies 6.2 7.4 0.84

Natural Sci., Mathematics and Statistics 1.6 0.7 2.34

Services 0.5 0.2 2.20

Social Sci., Journalism and Information 11.0 5.4 2.04

Health female male value
Mortality, children under age 5 0.3 0.4 1 0.78

Mortality, non-communicable diseases 2.4 9.0 1 0.27

Mortality, infectious and parasitic diseases 0.1 0.2 1 0.32

Mortality, accidental injuries 0.2 1.8 1 0.09

Mortality, intentional injuries, self-harm 0.0 0.6 1 0.06

Mortality, childbirth 1 6

Legislation on domestic violence no

Prevalence of gender violence in lifetime –

Law permits abortion to preserve a woman’s

physical health yes

Births attended by skilled health personnel –

Antenatal care, at least four visits –

1 Age-standardized death rates per 100,000 population. 2 Data on a 0-to-1 scale (0 = worst score, 1 = best score)

Country Score Card – World Economic Forum Graphic for the UAE
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Acknowledging and investing in women can yield 
a significant return for the UAE. To fully capitalise 

on the gender dividend, however, the UAE and its 
private sector must go beyond policies that focus on 
discrimination and develop solid strategies aimed at 

integrating women at every level.

WEF data suggests a strong correlation 
between a country’s progress in closing 
the gender gap – particularly in education 
and the labour force – and its economic 
competitiveness. It is estimated that closing 
the female employment gender gap 
would increase the UAE economy’s GDP 
by over 12%. Achieving gender equality 
would not only have dramatic benefits for 
women and girls’ welfare and agency, it 
would greatly benefit their households and 
communities, and help the UAE reach their 
full development potential.

As WEF’s founder, Klaus Schwab, states: 
“Only those economies which have full access 
to all their talent will remain competitive 
and will prosper”. Furthermore, the business 
case for women in leadership is strong. 
Companies with more women in top 
management and board positions better 

reflect the profiles of their customers and 
employees, benefit from more diverse views 
when solving problems, rank higher on 
indicators of organisational cooperation and 
health, and report higher profitability and 
returns on equity.

Acknowledging and investing in women can 
yield a significant return for the UAE. To fully 
capitalise on the gender dividend, however, 
the UAE and its private sector must go 
beyond policies that focus on discrimination 
and develop solid strategies aimed at 
integrating women at every level. This will 
require building a strong, dual-focused 
business case that considers women as both 
workers and consumers. It must lay out the 
rationale behind why governments and 
organisations should look to women as key  
to their economic growth.

Analysis for the UAE (continued)

The Gender Dividend: Making the business case for investing in Women
McKinsey Global Institute The power of Parity: How Advancing Women’s Equality can add $12 trillion to global growth
Global Gender Gap Report 2017 – World Economic Forum
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Key findings on women in the  
economy of the UAE across sectors

Overall, the findings show that women 
value their careers and are motivated by the 
ambition to learn and grow professionally, 
followed by compensation and the desire to 
be independent and self-reliant. When asked 
about factors encouraging women to enter 
the workforce, the organisational culture, 
leadership commitment and supportive 
families were found to be the top three 
considerations for women deciding to enter 
or remain in the workforce. On the other 
hand, lack of support within the organisation, 
preconceptions about women’s roles and 
social circumstances, such as having children, 
are all viewed as elements that impede 
women’s career progression.

Across all sectors, gender-based biases 
and stereotypes were viewed as barriers 
for women engaging in the workforce. 
Apart from the Finance and Investment 
sector, survey respondents across all 
sectors perceived demanding work hours 
and conditions as one of the challenges to 
women’s career advancement. In the Finance 
and Investment and ICT and STEM sectors, 
the lack of policies supporting women’s 
advancement was highlighted as a key 
element hindering women from progressing 
in their careers. While in the Energy and 
Environment sector, the lack of technical 
knowledge and skills were among the top 
three challenges women face.

When asked about what organisations could 
do to address the obstacles to women’s 
engagement in the workforce, 74% viewed 
that flexibility for work and life balance were 
essential. Second to that, active consideration 
of women in recruitment policies and 
succession planning, followed by policies 
that nurture a company culture that supports 
women in the workforce.

To address the structural and social 
challenges of female participation and 
engagement in the workforce, our 
recommendations, as inferred from both the 
survey and interviews, are that a strong “tone 
from the top” is crucial when implementing 
gender diversity initiatives. Once the tone is 
set, senior management can take the lead 
in addressing conscious and unconscious 
bias and develop holistic programmes and 
initiatives that aim to support and train 
women in their professional roles.
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Key findings on women in the economy of the UAE across sectors (continued)

Key Findings on Women in the Economy UAE Outlook. Insights Across Four Sectors. [Energy 
and Environment] [Healthcare and Wellness] [Finance and Investment] [Information and 
Communications Technology, and Science, Technology, Engineering and Mathematics]

Women in the Economy | UAE Outlook 09  |

3.2 Factors that Encourage Career Progression by Women

Survey participants were asked to rank the importance of common factors, identified 
in the graph below, that encourage women’s career progression. The majority of 
respondents identified four main factors that include: a supportive organisational 
culture, followed by leadership’s commitment, a supportive family and recruitment 
opportunities for women. Whilst respondents felt that there is value in having a 
supportive family, a supportive society was not as important to women’s career 
advancement.  

Statements Overall*
Views by Sector

E&E F&I H&W ICT/
STEM

Policies

1 Work appraisals from my organisation’s 
leadership have incentivised female 
employees to rise to senior positions 60% 67% 27% 72% 59%

2 My organisation has “gender targets” or 
quotas 34% 38% 33% 33% 24%

3 My organisation offers flexible working 
hours 72% 79% 60% 78% 65%

4 Maternity leave offered in my 
organisation is adequate 71% 70% 60% 89% 72%

* % of respondents in agreement

Figure 1 |  Percentage of participants quoting factors that encourage
career progression for women

Organisational culture 
that supports women 

in the workforce

Leadership 
commitment 
to women’s 

engagement in 
the workforce

Supportive 
family

Recruitment 
opportunities 

for women

Supportive
society

Training and 
development
 programme 

for
women

Female role models 
who have paved 
the way

71% 58% 51% 49% 26% 23%

22%

Women in the Economy | UAE Outlook14  |

3.6 What can Organisations do to Retain and Develop Women? 

Based on the survey, 74% of respondents feel that flexibility for work-life balance is the 
most important element in retaining and developing women, followed by recruitment 
policies and having a gender bias free corporate culture. 

According to the data gathered during the one-on-one interviews, some necessary 
future initiatives highlighted were: (i) ensuring leadership commitment to gender 
diversity in the organisation, thereby, facilitating the creation of an organisational 
culture that supports the progression of women in the workplace; (ii) the involvement 
of men in the move to establishing a more diverse workforce in the region and tackling 
gender bias; (iii) spreading awareness about the existing prejudice and stereotypes 
and about the advantages of having a diverse workforce, particularly among youth, 
this will support in establishing a future where a gender inclusive workforce is the norm; 
(iv) share information about the sectors with young women to address preconceptions 
about its culture and working conditions and identify what qualifications are required 
for particular roles; (v) soft-skills training to build women’s confidence.

Figure 10 | Participants preference to what organisations can do
to retain and develop women

0% 80%60%40%20% 30% 50% 70%10%

Flexibility for work-life balance

Active consideration of women in recruitment policies

Ensure company culture has no gender bias

More training/development/coaching of high potential

Leadership commitment to gender diversity

Provide mentorship programmes

Ensure company policy has no gender bias

Provide more generous maternity leave policy

Provide more training for all employees on diversity

Gender diversity targets linked to employee performance

Quotas/targets for boards and senior management levels

Women’s networks 

74%

57%

26%

63%

51%

26%

59%

24%

47%

43%

40%

47%
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To meet the imminent challenge of social 
and environmental sustainability in a post-oil 
economy of the UAE, further rethinking of 
corporate purpose, governance and duties of 
directors will be essential. This sustainability 
revolution has just commenced but in the 
course of the 21st century will transform both 
business and society.

However, concerns continue about the 
incessant drive for returns and the increasing 
short term investment horizons that 
accompany this and are accentuated further 
by the intensity of high frequency trading. 
The increasing gearing of markets and 
corporations to the short term presents real 
dangers for the economy and society. The 
shadow of short-termism has continued to 
advance and the situation may actually be 
getting worse. As a result, companies are less 
able to invest and build value for the long 
term, undermining broad economic growth 
and lowering returns on investments for 
savers and shareholders. This realisation is 
becoming widespread.

The establishment of gender economic 
governance fatal weaknesses are becoming 
more apparent. As a result Corporate 
Governance has become:

n   identified almost exclusively with endless 
templates for compliance and regulation

n   overwhelmed by the intellectual 
constrictions of agency theory

n   neglectful of diversity, creativity and 
innovation in corporate forms and activity

The need to set a strong tone from the top 

n   ignorant to the huge market opportunities 
presented by establishing a more gender 
balanced workforce at all levels of the 
organisation

n   unaware of its impact upon the 
intensification of inequality in both the 
corporation and wider society.

Overall it has evolved into a discipline with a 
narrow focus on empirical studies of abstracted 
variables and is bereft of attempts at holistic 
explanations of integrated and interrelated 
social and economic institutions and systems. 

Corporate governance is ill-equipped to deal 
with the urgent imperative of 21st century 
responsibilities like climate change and 
gender parity and to deliver a sustainable 
enterprise.

In a context where the adequacies of the 
dominant paradigm of corporate governance 
is increasingly challenged, the search for 
coherent new paradigms becomes a vital task 
in corporate governance for the future.

International Corporate Governance - Corporate Social Responsibility and Sustainability
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A business response – Women in the economy of the UAE

Establishing Gender Economic Governance 
is a fundamental pillar to the economy 
and sustainable development of the UAE. 
However, rooted in the industrial era, the 
current model operating in most organisations 
is to think of talent as a cost, and women as a 
niche group. But in the knowledge economy, 
talent is an asset, and women are key to both 
the talent and consumer marketplace.

What this requires, therefore, is a business 
response to what is essentially a business 
problem:

An evaluation of the bottom line impact of 
investing in women. Assessing in real terms 
– revenues, profits, growth, productivity, 
customer satisfaction, or whatever metrics 
are used to deem a company successful.

What will be achieved by shifting the mindset, 
re-evaluating investments, and reconsidering 
the leadership model to reflect a more 
balanced mix of women and men as workers 
and consumers. Capturing this value requires 
a gender lens to analyse both the internal and 
external challenges facing the organisation:

The impact of women internally as workers 
in the organisation and externally as the 
customers.
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Enhancing gender parity in the workplace in the UAE

Embracing gender parity in the workplace 
in the UAE and across the region ultimately 
serves a dual purpose: positively impacting 
business performance, and creating 
opportunities for women to be a part of 
every aspect of an organisation based on 
their chosen career path. Data-collection and 
evidence-based research is required to build 
the pool of knowledge from which effective 
policy, initiatives and action can be grounded. 
The results of this limited research suggest 
potentially three areas of further research:

n   The varying results shown per sector 
establish a case for sector specific 
studies. A deeper analysis of each sector 
can generate detailed insights into the 
progress made, challenges and ways to 
address them.

n   For comparative purposes and to generate 
consolidated outlooks for the Gulf Region, 
it is recommended that this study be 
expanded to all the countries in the Region 
and understand any commonalities and 
differences in the organisational, cultural 
and technical context.

n   With the region attracting a multi-national 
workforce, future research could analyse 
the perspective of both the national and 
expatriate workforce while juxtaposing the 
experiences of expatriates and nationals, 
as well as that of international entities 
operating in the region in comparison to 
local employers.

Women in the Economy | UAE Outlook 13  |

Of those reporting obstacles to their career progression, all agreed that they were not 
willing to sacrifice other aspects of life for work such as having a family. Respondents 
from the Healthcare and Wellness and ICT and STEM sectors specifically cite the 
negative effect of a career break and those from the Energy and Environment and 
Finance and Investment sectors cite not having the required skills to move up to the 
next level as another hindering obstacle. Lacking sufficient confidence about their 
abilities was another personal obstacle pervasive across all sectors. 

60% 73%
100%

Energy &
Environment

Healthcare &
Wellness

Finance &
Investment

ICT &
STEM

50%

0%

44%
59%

Figure 8 | Percentage of women participants expressing
the presence of personal obstacles for career progression

I do not have
enough experience

Taking a career break 
negatively impacts my career plans

I feel I do not have the required skills 
to move up to the next levels

It’s difficult for me to 
move location

I do not or I am not sure I have 
sufficient ambition to climb up 
the career ladder

I don’t want to sacrifice other 
aspects of life for work such as 
family, children, etc

My spouse’s career takes precedence 
over my career aspirations

I feel I do not have sufficient 
confidence

E&E F&I H&W ICT/STEM

Figure 9 | Most cited personal obstacles by participants who
acknowledged their presence

Key Findings on Women in the Economy UAE Outlook. Insights Across Four Sectors. [Energy 
and Environment] [Healthcare and Wellness] [Finance and Investment] [Information and 
Communications Technology, and Science, Technology, Engineering and Mathematics]
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Enhancing gender parity in the workplace in the UAE (continued)

Women in the Economy | UAE Outlook 19  |

Both qualitative and quantitative data were captured through the electronic survey and 
one-on-one interviews with key players across the four sectors in the UAE. This ensured 
quality assurance for the findings and corroborated assumptions. The design of the 
survey and interview questions were inspired by a previous research conducted by the 
Pearl Initiative in the report, “Women’s Careers in the GCC”, as well as other regional 
studies created by other entities, with an emphasis on the challenges, opportunities and 
outlook for women’s engagement in the workforce.

5.1 Research Limitations

The research to identify sector-specific enablers regarding women’s engagement resulted 
in industry insights, yet certain limitations constrained the depth and breadth of the scope of 
the research. Insofar as demographic representation, future work will highlight the Emirati’s 
outlook as compared to the total workforce. The research was also limited to four sectors in 
the UAE and thus would require complementary work, if it were to portray the UAE’s overall 
outlook comprehensively, as well as that of the wider the Gulf Region. Secondary data from 
the participating sources was not fully disclosed in order to provide confidentiality. Aside 
from the constraints presented, the research set a precedent to industry specific analysis 
that provides a platform for further study as shall be presented.

17% 22%
6%

23%

16%

42%

13%

83% 78%

Nationality Composition Gender Composition Industry Composition

Expats Female E&ENationals Male F&I
ICT/STEM

H&W
Others

0% 15%5% 20%10% 25% 30% 35%

Non-profit

Government

Local private company

Regional private company

International company

Figure 12 | Participants by various demographic categorizations

Embracing gender parity in the workplace in the UAE  
and across the region ultimately serves a dual purpose: 

positively impacting business performance, and creating 
opportunities for women to be a part of every aspect of an 

organisation based on their chosen career path.

Key Findings on Women in the Economy UAE Outlook. Insights Across Four Sectors. [Energy 
and Environment] [Healthcare and Wellness] [Finance and Investment] [Information and 
Communications Technology, and Science, Technology, Engineering and Mathematics]
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What is the business case for gender 
equality? What value is brought to 
companies by diversity? 

n   Summary of studies and research 
on the ROI of gender balance in 
management

Companies with the highest 
representation of women on their top 
management teams experienced…

n  Better financial performance

n  A higher Return on Equity

n   A higher Total return to Shareholders… 
than the group of companies with the 
lowest women’s representation.Source: 
Catalyst 

How to assess the impact of your 
gender equality plan?

n   Financial performance – does gender 
equality have an impact on financial 
indicators, i.e. stock performance, 
return on equity, profitability, better 
average growth…?

n   Organisational excellence – how can we 
measure “non-financial” indicators such 
as working environment, governance, 
creativity, etc. as evidence for the 
business case for gender equality?

n   Catalyst showed that 500 Fortune 
companies with more women on their 
boards tend to be more profitable.

n   Catalyst used 2 measures to examine 
financial performance: Return on 
Equity (ROE) and Total Return to 
Shareholders (TRS). 

“The Bottom Line: Connecting Corporate Performance and Gender Diversity” 2004

“McKinsey & Company found that the  
international companies with more women on their 

corporate boards far outperformed the average 
company in return on equity and other measures.  

Operating profit was 56% higher …56%!”
Nicholas Kristof, “Twitter, Women, and Power,” NYTimes, 1024.13

Gender Economic Governance – ROI for the Private Sector
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Correlation between women in the executive team and profitability

Correlation between number of women in management and profitability

Financial Performance

Source: Skema 2015 report “Le 
féminisation des entreprises”

Source: Skema 2015 report “Le 
féminisation des entreprises”
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Correlation between number of women in the staff and profitability

Financial Performance

“Women are rated higher in fully 12 of the 16 
competencies that go into outstanding leadership. 

And two of the traits where women outscored 
men to the highest degree – taking initiative and 
driving for results – have long been thought of as 
particularly male strengths.” Harvard Business Review/ 2014

Source: Skema 2015 report “Le 
féminisation des entreprises”



Proposal for Establishing Gender Economic Governance for the Private Sector of the UAE

30 MOH.INTERNATIONAL

Crédit Suisse showed a superior share price performance for the companies with 
one or more women on the board. *

In Europe the companies that have one or more women on board outperformed those 
that do not have any by 18%, on the same sector neutral basis

Share Price Performance

Source: Credit Suisse 
“The CS Gender 3000: Women 
in Senior Management” 2014

Source: Credit Suisse 
“The CS Gender 3000: Women 
in Senior Management” 2014
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Higher female representation in management implies higher annual average return

Share Price Performance

With  
25% female 
representation 
the annual 
average  
return was 
22.8% bigger

With 33% female 
representation 
the annual 
average return 
grew to 25.6%

With a 50% 
minimum 
threshold 
of female 
representation 
the annual 
average return 
was at 28.7%

Basically the 
higher the 
threshold, 
the better the 
performance.

Companies with 
a market capital 
>$10 billion 
with 1+ women 
on the Board 
outperformed 
those without  
by 26% 
(December 2011)

“$22 Trillion in Assets Will Shift to 
Women by 2020” The Street and Investment News 

Source: Credit Suisse 
“The CS Gender 3000: Women 
in Senior Management” 2014
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3   How
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Gender Economic Governance – Implementation

Since it is no surprise, given the context, 
that organisations can be slow to adopt new 
approaches, a collective change in Gender 
Parity has been a long time coming. Within 
the UAE it is clearly seen how organisations 
are not making enough progress addressing 
the question of how to close the gap and 
achieve parity. However, the problem is not, 
as we have heard above so much about 
gender parity per se but it is the economic 
forcefield and the opposing interests that 
stand in the way.

MOHi is absolutely clear that all these solutions 
which industry is looking for cannot be 
separated from the economic side of the story.

MOHi also sees how internal gender based 
initiatives are often not aligned to each other, 
the efforts start to contradict each other 
due to conflicting agendas. This leads us to 
surmise that within the private sector, either 
the impact and importance of gender parity 
has not yet been seen and/or the real cost 
and loss of potential from doing nothing, so 
far has not been clear enough...

MOHi is able to make the direct link to the 
bottom line and the proof of concept shows 
that the impact on ROI is substantial. That 
should be a compelling enough reason 
to act. But before the private sector really 
commits itself to Gender Parity, concrete 
conditions will first have to be met. If an 
uninformed board of directors does not know 
what is possible in terms of human capital 
improvements within the organisation and 
does not know what this can mean in terms 
of direct positive impact in the market, the 
impasse is not broken. This means that the 
organisation as a whole, despite a multitude 
of good intentions, continues to do what it 
always did.

Before the Private Sector really commits  
itself to Gender Parity, concrete conditions  

will first have to be met by companies
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Stakeholder platform – Enabling effective  
systemic interventions in the Private Sector

A stakeholder platform is a very powerful 
approach for creating a shared business case 
regarding Gender Economic Governance 
(GEG). The first round of dilemmas that 
emerge from the stakeholders are often 
largely predictable. However, the deeper 
issues that are at play most definitely cannot 
be foreseen. These emerge during the 
process of collective awareness building 
around the theme. All obstacles that become 
visible and have not been taken into account 
so far, now become the source of refining the 
joint vision for Gender Economic ROI, which 
is being developed on the spot.

During the stakeholder platform process, a 
group of around 10-12 Board representatives 
from different companies plus some 
influential representatives and specialists from 
diverse domains, with interests in relation 
to the theme, will participate together. For 
instance: policy, national/ international market 
developments as well as talent and retention 
experts for different UAE industries, etc. 
These external stakeholders who will join the 
co-creative process with the private sector 
representatives, will be chosen beforehand.

What is expected during the process? At the 
start all the viewpoints, opposing or conflicting 
paradigms, contrasting cultural and linguistic 
interpretations, possible misunderstandings 
and the voicing of any frustrations and 
anxieties, personal or organisational, are given 
free rein. This is an entirely natural space and 
in fact, it would be surprising if this was not the 
case. Each and every challenge is welcome. It’s 
the power and highly developed skills of the 

moderators that will move the stakeholders 
beyond their differences integrating each 
other’s opinions. They will supper and guide 
them to a place where common interest can 
be found. This is a powerful process when 
facilitated well. Movement into new and 
refreshing perspectives is experienced where 
previously there was inertia and frustration. 
 
The co-creative process establishes insight for 
new possibilities and shared commitments 
towards the future, based on a solid foundation 
that enables the optimal conditions for 
success. This triggers movement that translates 
into concrete actions and initiatives for 
implementation that move towards the closure 
of the gender gap. This movement no longer 
comes from governmental bias but is now 
based on the self-interests of the enterprises 
individually and as a collective vision. The co-
creative process on shared vision building and 
setting conditions takes place then and there in 
the stakeholder platform process.

Our proposal is as follows:

n   Step 1 - Large Scale Event 
Building Gender Economic Awareness on 
the ROI

n   Step 2 - Small Scale Events 
Stakeholder Platform for External 
Alignment and Engagement

n   Step 3 - Small Scale Events In-company 
Stakeholder Platform for Internal 
Alignment and Engagement

n   Step 4 - Gender Economic Governance 
In-company Implementation programmes
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Step 1. Large Scale event – Building 
Gender Economic Awareness on the ROI

It is crucial that this important initial step in 
awareness building creates enough magnetic 
power for the stakeholders to engage with 
the theme of Gender Economic Governance. 
In fact, the question is whether the theme 
is attractive enough to embrace in the 
first place. During the Large Scale Event a 
paradigm shift takes place by the different 
UAE enterprise board room members. This 
is the shift from the current paradigm on 
Human Capital Management to the new 
paradigm for Gender Economic Governance 
by leaving no doubt about the Gender 
Economic business case and the Return 

on Investment on Gender Parity. It creates 
the business response to what is essentially 
a business problem: An evaluation of the 
bottom line impact of investing in women. 
Developing a gender lens to analyse both the 
internal and external challenges facing the 
organisation: the impact of women internally 
as workers in the organisation and externally 
as the customers. This Large Scale event will 
not only build awareness of the ROI – ‘the 
carrot’ – but simultaneously builds awareness 
of the downside of the current paradigm 
running within the private sector, hence ‘the 
stick’. The process will make crystal clear what 
the underlying operating principles are that 
keep the current insufficient system in place. 

Our process proposal
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During this Large Scale Event MOHi 
will facilitate highly engaging dynamics 
associated with Gender Economics from the 
very start of the event. Amelia Lopez Huix 
as the expert in Gender Economics and 
guardian of the Vision for Gender Economic 
Governance, will be the keynote speaker and 
host of the event. Amelia could possibly be 
co-assisted by an UAE UN expert in Gender 
Parity, which can be decided upon later. The 
generic awareness building process itself will 
be facilitated by the MOHi facilitators Jesse 
Kraij and Ian Hale, eventually supported by 
additional MOHi process facilitators who 
will support and guide the audience in their 
specific sub-group work during the event. 
The quantity of sub-facilitators depends on 
the amount of participants. Due to the highly 
experiential character of this event we count 
on 1 sub-facilitator per circa 10 participants.

During the event a concrete shared experience 
is facilitated that shows unambiguously 
what Gender Economic Governance exactly 
entails. The aim is that the meaning cannot 

Stakeholder platform (continued)

be misunderstood; the ROI and the cost 
of not acting. This clarity is the basis on 
which common enthusiasm and passion 
is developed for the significance of this 
orientation in the subsequent enterprises. 
The proof during the event is the increasing 
alignment, engagement and commitment 
of the participants to take the next step to 
voluntarily subscribe for one of the upcoming 
external stakeholder platforms.

Step 2. Stakeholder Platform for  
External Alignment and Engagement

During the External stakeholder process, 
both the benefits of taking action and the 
negative consequences of doing nothing, are 
seen with great clarity. The potential Return 
on Investment is made abundantly clear.

During the process, each stakeholder will 
immediately see where the real obstacles are, 
what the real concerns and key questions are, 
where conflicting interests are at play and 
become aware of conditions that still need to 
be fulfilled.

We think of two distinct parts almost like the 
sea – the very obvious and visible waves on 
top and the real dilemmas the currents that 
are hidden from our view. As long as this 
undercurrent process does not completely 
get addressed, there is no opportunity 
for the real obstacles to be exposed, you 
might say it is certain that whatever the 
outcome will be, it will never be realised. If 
this process is lacking, it stays with as ‘some 
great ideas’ and we go back to the order 
of the day. Simply because it does not fully 
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take into account the conditions that are 
needed to actually translate the joint vision 
into a process of realisation. A stakeholder 
platform is illuminating and exciting. When 
dealt with integrity and honesty rather than 
‘icing a mud pie’, it facilitates the co-creation 
process of the development of Gender 
Economic Governance at all levels. So, not 
only on seeing the why and the what but 
also the what-not, fulfilling the conditions 
for translating ideas into practice and the 
realisation of the ROI.

During these External Stakeholder Platforms 
the Gender Economic Awareness gained 
during the Large Scale Event will be applied 
to build a shared vision for a way forward. The 
stakeholders put their focus on the obstacles 
seen externally and establish together the 
external conditions for the ROI. As a result, 
alignment on the new Gender Economic 
System is established. Engagement with new 
Gender Economic Principles is being built.

The External Stakeholder Platforms for higher 
managers are challenging. Not only do the 
facilitators need to take responsibility for 
the group process, but it is also a dynamic 
learning situation for all stakeholders. People 
attend in different roles and for different 
purposes. This creates natural hierarchies 
with subsequent dynamics amongst the 
participants. In addition, a process is set in 
motion that will extend far beyond the actual 
event. Under such complex conditions many 
forces act out simultaneously. To achieve 
the intended outcome Amelia Lopez Huix 
as the guardian of the Gender Economic 

Vision, Jesse Kraij and Ian Hale as the process 
facilitators rely heavily on each other’s skills 
as experienced moderators. It is how they 
collaborate to take responsibility for achieving 
the results we have agreed on beforehand.

Step 3. Stakeholder Platform for  
Internal Alignment and Engagement 

The Gender Economic Governance problems 
are challenging for both the public and 
private sector stakeholder. But even the 
number of stakeholders within each individual 
organisation with all their different issues 
internally, is in itself gigantic and diverse. Here 
too, the stakeholder platform forms a powerful 
answer. What conditions is the organisation 
not meeting to attain Gender Parity? What 
is not yet foreseen in the organisation that 
makes it possible? What is still missing or 
what is in the way? During the Corporate 
stakeholders platform, a refinement process 
arises in which the Board works on two sides. 
On the one hand, the conditions for Gender 
Economic Governance that must be met and, 
on the other hand, the further translation of 
the vision for Gender Economic ROI within the 
organisation into practice.

In building a new workforce based on 
sustainability and impact in the market, a 
Stakeholder Platform gives any organisation 
the means to immediately accelerate the 
potential benefits of GEG. Also here it 
requires strong facilitators who powerfully 
facilitate the process thus avoiding any 
self-interest becoming part of the force 
field that can stand in the way of a positive 
outcome. Facilitating a stakeholder platform 



Proposal for Establishing Gender Economic Governance for the Private Sector of the UAE

38 MOH.INTERNATIONAL

for building Gender Economic Awareness 
is more than some days full of enthusiasm 
about new opportunities. It requires 
facilitating paradigm shifts and mindset shifts 
for each stakeholder individually. It requires 
them to collectively look at the system as 
it is and see the impact of what a systemic 
intervention can provide. There is a twofold 
effect: Fine-tuning and making concrete 
the realisation of the ROI and the joint 
mapping of all conditions for the individual 
stakeholders as part of the translation of 
Gender Economic Governance into practice.

During the Internal Stakeholder Platforms 
the Gender Economic Awareness gained by 
the champion during the Large Scale Event 
and the External Stakeholder platform, will 
be applied to build a shared vision for a way 
forward internally. The stakeholders put their 
focus on the obstacles seen internally and 
establish together the internal conditions 
for the ROI. As a result, internal alignment 
on the new Gender Economic system is 
established. Internal engagement with new 
Gender Economic principles is being built. 

We work during the Internal Stakeholder 
Platform with the Gender Balance Guide 
as the main point of reference. The Gender 
Balance Guide, prepared by the OECD in 
collaboration with the United Arab Emirates 
(UAE) Gender Balance Council, lays out the 
roadmap for the UAE and its organisations to 
harness the untapped potential that women 
represent. It provides clear frameworks and 
standards to help employers establish a 
supportive environment for gender balance. 

Stakeholder platform (continued)

It addresses the gaps affecting both men 
and women and provides an overview of 
the opportunities available to promote 
gender balance within an organisation’s 
management, performance and policy 
structures. It also includes human resources 
management tools and good practice 
indicators, as well as policy guidelines, 
which can contribute to mapping a national 
approach that both government and private 
sector entities can use to actively instil gender 
balance across their organisations.

Building on OECD expertise, the Gender 
Balance Guide provides a list of practical 
actions that can be taken by UAE 
organisations, in order to achieve gender 
balance and work towards Gender Parity. 
These actions cover 5 defined pillars of 
Gender Balance success:

1. Commitment and Oversight
2. Policies & Programmes: HRM & GRB
3. Personnel Engagement
4. Leadership
5. Communication

GENDER 
BALANCE 
SUCCESS

1. Commitment and Oversight

2. Policies & Programmes: HRM & GRB

3. Personal Engagement

4. Leadership

5. Communication
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The focus of the GBIs is to advance and 
measure progress in three key areas:

1. Women in senior leadership positions
2. Women in specialised and technical fields
3.  Building workplaces that support gender 

balance

The MOHi process of implementation itself 
takes place at three levels: elimination of 
Dis-satisfiers, strengthening Satisfiers and 
fostering Delighters in relation to Gender 
Parity. This process is not only taking place 
top-down but also from the inside out. Top-
down means that the higher management 
is sticking its neck out and takes risks. 
From the inside out means that the higher 
management has a learning attitude and can 
be held accountable in their role. A MOHi 
representative will foresee in this role during 
the implementation phase.

Step 4. In-company Implementation – 
Establishing Gender Economic Governance

Now that the conditions are in place for the 
inhouse implementation process, MOHi 

3. Gold level 
Gender Balance 
Excellence

2. Silver level 
Gender  
Balance 
Distinction

1. Bronze level 
Gender  
Balance 
Commitment

•  Implementation of advanced gender balance practices
•  Succesful use of Gender Impact Assessment for budgeting
•  Actions taken to support other organisations and share 

lessons learned

• Development of a gender balance action plan
•  Succesful use of Gender Impact Assessments (GIA) for policy and  

programme design
•  Measurement of process

• Awareness building
•  Organisational commitment to gender balance
•  Achievement of national gender balance KPIs

will line up, coach and train UAE local 
project managers that assist in the concrete 
implementation of the Gender Balance 
Guide principles and lead the organisation 
in their journey towards Bronze, Silver and 
Gold. With the Pearl initiative and NAMA as 
primal collaborating partners that are willing 
to support these aspirations, we are excited 
to make our contribution and to help ensure 
the success of the UAE economy that is ready 
to invest in Gender Parity.

Results of this project

Result of this project important for the  
UAE During the Large Scale Event and 
External Stakeholder Platforms, we will have 
experienced the willingness of the participants 
to fulfil an exemplary role herein. This same 
willingness is also the prerequisite for the 
success of the Internal Stakeholder Platform. 
It seems that in this Stakeholder Platform 
process there are no guarantees. In our 
experience, however, it has never failed.  
A shared experience with new orientation and 
the promise of directly observable growing 
Gender Balance at the enterprises and the 
UAE economy as a whole, can be expected.
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4   About
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About MOH.International

Structured as a global, networked consulting 
group, MOH.International harnesses the 
power of leading independent change 
leaders and managers in an agile and 
innovative solution that answers customers’ 
demands for a new model of consultancy. 
With 160 senior partner level consultants 
worldwide, we are experienced, global 
minded, local oriented and effective. 

MOH.International leverages the global 
labour market to implement national 
interventions for the achievement of 
Gender Parity at the country level, as a 
matter of economic growth and sustainable 
development. MOHi supports the 
implementation of the National Policy on 
Gender Parity through capacity building, 
knowledge sharing and policy advice to 
all Member States of the United Nations 
committed to the achievement of the 2030 
Sustainable Development Agenda on 
measures to ensure that policies, legislation 
and national development priorities are 
gender equitable. 

The overall objective of our National 
Interventions is to provide on demand 
services on Gender Responsive 
Macroeconomics, with the specific goal of 
building national capacity in the area of 
economic policy at the country level. 

Since the founding of MOHi in 2010, the 
group has been committed to gender 
equality, not only as a basic human right, but 
also as intrinsic to the Global Goals and as an 
instrument for the achievement of the 2030 
Sustainable Development Agenda. 

MOHi’s four strategic objectives for country 
ownership, alignment with national priorities, 
results-orientation and mutual accountability 
among our country partners are key features. 
These are to:

n   Enable countries to strengthen their social 
and economic performance by creating 
new arenas of gender parity and decent 
work under the principles of international 
labour standards;

n   Offer practical frameworks for tackling 
multi-dimensional challenges of the 
labour market, involving international 
stakeholders in the design and 
implementation;

n   Guide companies within their international 
operations and among their business 
relations in the supply chain, applying 
human rights principles;

n   Guide countries to assess general rights 
assisting special procedures mandates and 
developing working methods on specific 
allegations on social and economic 
development.
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Amelia Lopez Huix founded MOH.International 
in 2010. She is an expert in leveraging global 
markets, transnational networks and international 
mechanisms for gender parity and decent 
work under the SDG framework. A former UN 
Representative at the Commission of the Status 
of Women in NYC since 2012, an active member 
participant of the UN Global Compact Leaders 
Summit in NYC since 2016, and of The High Level 
Political Forum in NYC since 2017.

Amelia has studied Political Sciences and 
International Affairs at the UNED University 
of Madrid and obtained a Diploma Degree in 
Management of Development at the University 
School of Development of Turin. She holds 
various certifications in the area of Gender and 
Work from the ILO-ITC, such as Macro-Economic 
Models for National Policy Implementation, 
Leveraging the Global Supply Chain for Decent 
Work and Sustainable Development, Corporate 
Social Responsibility, Due Diligence, Multinational 
Enterprises MNE Declaration, Results-Based 
Management in Public and International 
Organisations, International Labour Standards, 
Pay Equity and the Key Equality Conventions.

Prior to direct MOHi, Amelia has 10 years of 
experience as an IT engineer, holding a degree 
in IT Management Systems by the University 
of Barcelona, being appointed Director of 
Implementation of ERP Systems in all European 
Countries at Honeywell Inc.

A former member of the Spanish Swimming 
Team and Spanish champion in 1992. She lives in 
Amsterdam with her Dutch husband and family. 
She is the mother of four daughters, and  
is passionate of conscious mothering.

About Amelia Lopez Huix

Contact 
amelia.lopezhuix@moh.international

Amelia Lopez Huix
Gender and Economics 
Expert, Founder and 
Managing Director  
MOH.International

MOH.INTERNATIONAL

MOH.International
Vijzelstraat 68-78
1017 HL Amsterdam
The Netherlands
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