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The COVID-19 pandemic, and the global lockdown that was
put in place to control it, have resulted in the harshest
economic crisis since the great depression. The crisis has
caused drastic decline in employment and wages worldwide,
and threatens to increase the number of people living in
poverty for the first time in years. Such effects hit some
groups harder than others, and among the most affected by
the crisis are women, who suffered more loss in employment
than their men counterparts.
This policy brief examines the effect of the COVID-19 crisis on
women employment in selected South Mediterranean
countries, mainly in North Africa, focusing on the three oil
importers in the region, according to the International
Monetary Fund’s classification, Egypt, Morocco, and Tunisia,
which have more similar economic structures than the oil
exporters, Libya and Algeria. The brief highlights how the crisis
is affecting women employment globally, then examines its
impact on women employment in the South Mediterranean
countries of interest, an impact that might seem mild or even
positive at first glance, but proves otherwise through detailed
examination. The brief concludes with discussing the
implications of decreasing women employment and providing
policy recommendations, both during the current recession,
and on the long run, on how to support women employment
in the South Mediterranean, which already lagged behind the
world long before the pandemic. It also provides possible axes
to empower women and reduce gender inequalities through
regional cooperation.

1. COVID-19 and Women Employment: The Global Context and the Uniqueness of the
Current Recession
The COVID-19 pandemic, and the global lockdown that was put in place to control it, have
resulted in the harshest economic crisis since the great depression. The crisis has resulted in
working-hour losses equivalent to hundreds of millions of fulltime jobs throughout the year
2020, which have translated into a 3.5 trillion US dollars loss in labour income globally, in
the first three quarters of the year. i Such loss of employment and income, threatens to push
nearly 150 million people into extreme poverty in 2020 and 2021.ii
The crisis has not affected everyone equally. Some groups were severely impacted
compared to others. Informal labour,iii employees with temporary contractsiv and the less
educated,v have all been hit harder by the lockdown measures and recession, as they were
less capable of adapting to changes in work needs and technologies’ requirements.
Such inequality effects of COVID-19 are further exacerbated by their impact on gender
inequality. Women employment, which intersects with the abovementioned vulnerable
groups, has been more affected than men employment globally. In 2020, 39.6% of
employed women worldwide were working in sectors of high risk to the COVID-19 impact.
This would reflect in terms of job losses and decline in working hours, with an additional
9.5% of total women employment working in medium risk services sectors, which means
that almost half of all working women were at work-related risk due to the COVID-19 crisis.
For men, 36.6% were at high risk sectors, and only 3.8% were at medium risk ones, with a
total of 40.4% facing some sort of risk. High risk sectors include accommodation and food
services, retail, real estate, business and administrative activities, and manufacturing, while
medium risk ones include other services.vi
Preliminary estimates of global unemployment in 2020 show that women unemployment
increased, compared to 2019, twice as much as men unemployment, with an 0.038
percentage point increase for female unemployment, versus an 0.017 percentage point
increase for men.vii The gap varies from one country to another, for example in Japan and
South Korea women employment fell by more than twice compared to the fall in men
employment in the second quarter of 2020, while in the United states the fall was of -16.6%
for women and -13.4% for men. viii
This gap in women and men employment demonstrates a uniqueness of the COVID-19
recession. Past recessions usually affected men employment more than women's as men
tend to be concentrated in industries that are closely tied to economic cycles, including
construction and manufacturing, while women work in sectors less affected by such cycles. ix

The effect on women employment in the current crisis stems from how the lockdown
measures, which are unprecedented in past recessions, have influenced women through
various channels. One major reason is that the sectors most hit by the lockdowns, such as
hospitality and retail, employ more women than men. In addition, the closure of childcare
centers and schools during the lockdowns have forced more women to cut their working
hours or to stop working altogether to take care of their children, a burden not shared
equally with men.x Furthermore, as people stayed home during the lockdowns, almost 72%
of all domestic workers worldwide, who are predominantly women, lost their jobs, adding
millions of women unemployed. xi
The way the current recession is specifically affecting women employment, is not only
problematic during the recession period itself, as its consequences will not quickly subside
as the recovery begins. There is solid evidence that losing employment during recessions
tends to have a lasting effect on future earnings, meaning that the gender pay gap might
widen for years after the current crisis has ended, which will reverse the gains in gender
equality in employment and pay that were obtained in recent years. xii

2. Impact of COVID-19 on Women Employment in the South Mediterranean:
Disproportionate Repercussions not Reflected in Unemployment Data
For the southern Mediterranean countries of interest to this brief, namely Egypt, Tunisia,
and Morocco, preliminary estimates might show an opposite trend for women
unemployment, compared to the global trend of 2020. As figure 1 demonstrates, estimates
highlight a fall in women unemployment in Egypt and Tunisia in 2020, compared to 2019,
while it remained almost constant in Morocco during the last two years. Such data could be
perceived as an indication that the COVID-19 recession might not have affected women
employment in the region negatively as it has done in the rest of the world.
Figure 1. Women Unemployment (% of Women Labour Force)
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Source: World Bank Data 2020. (https://data.worldbank.org/indicator/SL.UEM.TOTL.FE.ZS?locations=EG-TNMA)

However, a closer look into disaggregated national data, actually shows that the COVID-19
recession has had a severe negative impact on women employment in the region, which in
some cases exacerbated worrying trends that have been in place for years before the
pandemic. It is estimated that 29% of total working women in these Mediterranean
countries are in sectors of high risk of COVID-19 impact, with an additional 6.5% working in
other medium risk services.xiii The impact on these sectors was reflected in the women
labour force, which has shrunk in the three countries as a result of the COVID-19 recession.
A large number of women stopped looking for jobs altogether, which automatically
excluded them from the unemployment rate, that artificially appeared to decline or
stagnate, even though the number of working women severely declined. Such decline in
women participation in the labour force is a further step backwards for the region, where
women participation was already far behind the global average of 47.1% in 2019 xiv in the
pre-pandemic period.

Egypt
In Egypt, national official data shows a fall of women unemployment from 21.6% at the end
of 2019, to only 16.2% during the peak lockdown in the second quarter of 2020. However, in
absolute terms, the number of working women has declined from 4 million by the end of
2019 to 3.3 million women in the second quarter, which represents a loss of 700 thousand
women jobs, 35% of all lost jobs during this period, despite women occupying only 15.3% of
all jobs prior to the pandemic. Such disproportional loss of employment is not justified by
the concentration of women in most hit sectors. The three sectors that lost the majority of
jobs during the second quarter, namely retail, manufacturing, and food and hospitality xv,
employ 21.2% of all working women in Egypt, compared to 31.3% of all working men. xvi This
implies that layoffs might have specifically targeted women, and/or that more women
have chosen not to work, for reasons that might include rising irregularity/informality of
work, a decline of earnings, and caring for children as childcare centers and schools had to
close during the lockdown.
By the end of the third quarter of 2020 and due to easing restrictions, the Egyptian labour
market had recovered all the lost jobs during the lockdown. Nevertheless, hundreds of
thousands of women jobs were still lost, and additional hundreds of thousands still failed to
rejoin the labour force. The number of working women increased only to 3.8 million
women, 200 thousand less than the pre-pandemic level. Furthermore, the total number of
women active in the labour force has declined from 5.1 million by the end of 2019, to 4.5
million in the third quarter. Such decline brings down the women labour force participation
rate to a mere 15%,1 the lowest rate in decades.xvii
The shrinkage of the women labour force during the COVID-19 recession is a continuation of
a trend that started with the economic reform program that Egypt adopted from the end of
1

Assuming the number of working age women is 30 million by the third quarter of 2020, which is an increase by almost 400 thousand
women from the latest data available at the end of 2019. This assumed increase is roughly equal to the average annual increas e in the
number of working age women in the last 5 years in Egypt, according to the Egyptian Central Bank data.

2016 to 2019 with the International Monetary Fund, and launched its second phase from
mid-2020 to mid-2021. The program was praised for bringing down women unemployment
from 24.3% in 2016 to 21.6% in 2019. However, during the same period, the number of
working women declined from 5.3 to 4 million, with the total number of women in the
labour force falling sharply from 7 million in 2016, to 5.1 million in 2019, and the women
labour force participation rate from 24.2% in 2016, to 17.2% in 2019. xviii
The main suggested reason for such trend, is that public sector employment has
unprecedently declined during the program years, by 800 thousand jobs, a 13% decline, in
just the first year of the program, xix the only year where data is available. Public
employment is favored by women in Egypt and the wider Mediterranean region for reasons
related to security and quality of work environment; in the mid-1980s, 80% of educated
female workers in Egypt obtained a public job as their first job, a proportion that has
steadily declined to almost 40% for recent pre-reform figures, mainly since less public jobs
became available, with similar trajectories in most of the region’s countries.xx.
Simultaneously during the recent reform years, informal private employment has increased
as an alternative, from 51% xxi to 55%xxii of all employment, which is however largely avoided
by women in Egypt as it lacks social and legal protection, and entails conditions that are
deemed unacceptable by women and their families, especially after marriage. xxiii As for
private-sector formal jobs, they are also not an attractive alternative for women, especially
married ones, due to high levels of gender inequality in wages, lack of job security, and long
working hours.xxiv Furthermore, at the supply side, 75% of all new jobs created in Egypt
during the program’s year were in the construction sector alone, xxv which is dominated by
male labour at 99.1% of its employees.xxvi

Morocco
In Morocco, working women were also hit harder than men. The Moroccan economy lost
581 thousand jobs between the third quarter of 2019, and that of 2020, which concentrated
in sectors where larger shares of women than men work. More than half of all lost jobs
were in the agriculture and manufacturing sectors,xxvii which employ almost two thirds of
working women in Morocco, compared to 40% of working men. Meanwhile, the
construction sector, which employs 13.3% of working men, and 0.5% of working women,xxviii
created more jobs during this period.
This gap was not properly reflected in unemployment data. Official national data shows that
women unemployment increased between the beginning of 2020 and the end of the third
quarter by 2.3 percentage points, while men unemployment increased more by 2.9
percentage points.xxix However, labour force participation rates show that the COVID-19
recession has caused a larger share of women to altogether drop out of the labour force
during the first three quarters of 2020.xxx
While men labour force participation rate declined during the first three quarters by only
0.6 percentage points, the labour force participation rate of women shrank during the same

period by 4.3 percentage points, to a mere 17.8% which is the lowest rate registered in
decades by a large margin.xxxi
In Morocco, as the case in Egypt, such decline in an already low women labour force
participation rate has been persistent for years, long before the COVID-19 recession, but
was happening at a slower pace. Morocco, which by the late 1990s has been deemed as a
leading successful Mediterranean example in the feminization of the labour force, xxxii has
since then witnessed its women labour force participation rate fall from 30.4% in 1999 to
21.5% in 2019, though it still remains higher than in Egypt. xxxiii Explanations involve several
factors that, as in Egypt, include a preference towards public sector jobs that are declining,
rising informality with unacceptable work conditions, increased family responsibilities, xxxiv
and skills-jobs mismatches, especially at higher levels of education. xxxv

Tunisia
In Tunisia, working women were also more affected than men. Most job losses occurred
during the second quarter of 2020, during peak lockdown measures, before the labour
market started recovering in the third quarter. The Tunisian economy lost 162 thousand
jobs in the second quarter, compared to the beginning of 2020. Women jobs constituted
37.5% of lost jobs in the second quarter, despite the fact that women occupied only 26.7%
of all jobs in Tunisia at the beginning of 2020. xxxvi Total loss of jobs is almost evenly
distributed on services (especially hotels and restaurants, telecommunications and
transport, and retail), manufacturing,xxxvii which employs 43% of all working women, xxxviiiand
construction, which is male dominated.
However, unlike Egypt and Morocco, the COVID-19 recession did not result in a significant
shrinkage of women labour force, which remained almost unchanged from its constant level
for the past six years, at nearly 26.6%, as figure 2 shows.xxxix The impact of the recession was
instead reflected in an increase by 3.7 percentage points in the women unemployment rate
in the second quarter of 2020, compared to the beginning of 2020. The labour market
recovered in the third quarter, bringing down the total increase in women unemployment
to 1.1 percentage points.xl
Despite the fact that the women labour force participation rate in Tunisia has not been
falling significantly, during the COVID-19 recession, or even during the last few years, this
rate is still relatively low and well below the global average. The reasons are nearly the same
in Tunisia as in Egypt, Morocco, and most Mediterranean countries. Women tend to work in
public sector jobs that are increasingly declining, while the formal private sector is not
providing adequate conditions in terms of working hours, benefits, and protection,
especially in case of marriage and rising domestic work burden; simultaneously, the growing
informal employment is deemed mostly unacceptable for a majority of women, as its
characteristics are below what could be referred to as reservation working conditions. xli
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3. Recommendations: What Policies to Boost Women Employment in the Mediterranean ?
Low levels of women employment and labour force participation in the South
Mediterranean is not only an issue of equality and upholding values. It also has serious
economic implications that are witnessed all over the region, which hold back the economic
prospects of its countries. Low levels of women employment contribute to higher
population growth rates, as working women tend to have lower fertility rates, since they
tend to marry later and have fewer children in order to pursue their careers. xlii Falling
women employment and participation in the labour force have already contributed to the
rise in the fertility rate in Mediterranean countries in the 2000s, especially in Egypt,xliii after
it had declined for decades. Boosting women employment is also associated with higher
competition in the labour market which enhances productivity. xliv It brings higher aggregate
saving ratesxlv and more investment in children’s nutrition, education, and health, especially
for girls,xlvi which in turn improves human capital and contributes to economic growth.
Thus, increasing women employment and labour force participation in the region should be
a top policy priority, both for achieving equality as a value, but also because it brings
economic benefits. To achieve this, governments in the region should address, on the short
run, the impact of the COVID-19 recession on women employment, while also formulating
policies to address the long falling or stagnant women employment and labour force
participation in the region.
Egypt, Morocco, and Tunisia, have dedicated some relief measures to vulnerable groups
during the pandemic, including for example informal labour which is men-dominated, but
have not recognized working women in specific as more affected by the recession even
though they deserve targeted measures. Thus, on the short run, governments in the region
should introduce relief packages, including cash transfers, emergency unemployment

benefits, and child benefits for women who lost their jobs or had their income fall during
the current recession.xlvii Examples of countries that introduced such packages include India,
which announced emergency cash transfers to targeted vulnerable women, that benefited
from past programs as a part of its national COVID-19 relief packagexlviii. Other countries
have collaborated with the United Nations Women to provide similar measures, as in
Lebanon and Senegal.xlix Such measures might have not been sufficient in these countries,
but they represent a step forward in recognizing the unequal impact of the crisis on women,
which is still lacking worldwide. There should also be targeted support for businesses that
have women as a large share of their employees, and for small and micro businesses that
are women-owned, in the form of tax breaks or subsidies and loans, to prevent more
women layoffs, that seem to be higher in the region than what is suggested. An example for
stimulus packages dedicated to women-owned businesses is the Bangladeshi government
support to women entrepreneurs, who received 5% of the total stimulus package allocated
to cottage, micro, small and medium enterprises (CMSMEs). This initiative might be deemed
insufficient as well, nevertheless, it is encouraging for governments to start targeting
women entrepreneurs in specific, to minimize the burden of the crisis on them. l
Governments in the region should also dedicate more efforts to decreasing women’s burden
of childcare to free more women supply in the labour force. This is both a short and longterm policy that is related to the impact of the pandemic’s lockdown, and long beyond it.
Governments should guarantee the availability of affordable childcare centers and services
for all women to help them reconcile work and family responsibilities, and encourage them
to join the labour force. There is an obvious shortage in pre-school childcare centers in the
countries of interest. In Egypt, official data show that there are only 14 thousand authorized
daycare centers for children at the age of 0-4 years old,li these centers have the capacity to
serve only 8% of all children at this age group, who exceed 12 million child lii.In Tunisia as
well, only 32.3% of pre-school age children are enrolled in daycare centers, liii while in
Morocco, 55% of pre-school children are in enrolled in the available centers. liv Therefore,
boosting the availability, quality and affordability of child care services could help increasing
the supply of women labour in the region.
As for long run policies, that aim to increase the chronic low women employment and
labour force participation in the region, which was mainly affected by falling public
employment, governments should seek to increase the attractiveness of the private sector
to women, by offering them fair remuneration and more attractive conditions, to avoid
having to rebuild a bloated public sector in order to boost women employment. An example
of relevant and recent successful reform in the region, is the introduction of maternity
insurance scheme in Jordan during the past decade, which gave insured women in the
private sector the right to a paid maternity leave of 100% of their earnings for 10 weeks, and
is financed through an 0.75% payroll contribution by the employer, paid on behalf of both
male and female employees, so that employers will not avoid hiring women due to cost of
maternity leaves. This reform is estimated to have contributed to a rise in the number of
women of childbearing age working in the formal private sector in Jordan by 30%. lv

Governments in the region should legally increase and monitor minimum wages paid by
the private sector, at least, to match that in public employment, or in the case of Egypt
introduce minimum wage in the private sector, which exists only in the public sector, with a
significant gap in average wages between the two, in favor of public employees. There
should also be legal reforms regarding labour rights in the private sector, especially
regarding job security, contracts, insurance, encouraging unionization and collective
bargaining, and gender discrimination in pay and employment. Governments should also
intervene legally to guarantee benefits for women with children in the private sector,
including paid leaves, flexible hours, protected part-time work, shorter working days, and
health benefits, which are main attractive characteristics for women employment. In fact,
legal reforms related to women labour rights should be implemented in both private and
public employment in the region. In Egypt, Morocco, and Tunisia, laws still restrict women’s
ability to work in some industries, unlike men. Laws also restrict women’s ability to work in
jobs deemed dangerous in both Egypt and Morocco, and there are also legal restrictions in
Egypt on women’s ability to work at night in the same way as men. lvi Furthermore, labour
laws exclude domestic workers from their scope in some of the region’s countries, thus
depriving them from legal protection. in addition, laws that prohibit discrimination against
women in recruitment, promotion, or payment of wages are combined with very weak
sanctions for violation of such articles, which encourages non-compliance, especially in
Egypt.lvii Moreover, laws in the three countries do not provide full protection to working
mothers; paid leaves are often shorter in the private sector than in the public one, leaves
are not covering 100% of earnings, or laws are not completely prohibiting the dismissal of
pregnant workers.lviii
In addition to legal reforms, Mediterranean governments should provide more support to
women entrepreneurs, and self-employed women in small and micro businesses, through
microfinance schemes, in order to encourage women employment aside from wage-earning
work. Availability of microfinance programmes targeted to women has proven successful in
Bangladesh for example, it contributed to an increase in female labour force participation
through home-based employment, mainly in livestock and poultry rearing. Greater
availability of microfinance, that enabled home-based market-oriented activity in
Bangladesh, is considered a main reason why female economic activity was much higher in
Bangladesh than in comparable West Bengal.lix
Governments could also boost women employment by enacting quotas in government
projects, programs, and public procurement contracts, targeting women-owned business,
or ones that employ large share of women in their workforce. Public procurement, which
comprises 10 to 15 percent of GDP in developed countries, and as much as 30 to 40 percent
of GDP in developing countries, is already being used in several countries worldwide as a
tool to boost women economic activity. In the United States for example, the US Small
Business Act establishes that small businesses owned and controlled by women should
participate in not less than 5 percent of the value of all prime and subcontracts awarded
each fiscal year. lx Chile as well has managed to achieve an increase in women’s economic
participation, in part thanks to its action plan that brought women-owned businesses into

public procurement processes, leading to a surge in the share of women in public
procurement to almost 37% in 2016.lxi
On a macro level, there should be more support to sectors that employ larger share of
women. Governments should provide more incentives to manufacturing sectors, especially
garments and electronics, that usually create more women jobs. Trade openness and
encouragement of export-oriented manufacturing could be a powerful tool for this purpose.
In addition, more investment in public (non-market) services, especially healthcare and
education could as well create more jobs for women, who do occupy larger shares of jobs in
these sectors, which would also have significant spillovers on improving human capital. lxii
Supporting market services sectors as well could be a significant step forward to help
women employment south the Mediterranean, since such sectors are proving to be
attractive and accessible to working women. Services sectors already employ more than
50% of all working women in Egypt, Tunisia, and all southern Mediterranean countries,
except for Morocco, where a larger share of working women are still in agriculture, they also
employ a significantly larger share of working women than working men in the region.
However, in Egypt, Morocco, Tunisia, and in most southern Mediterranean countries, there
is still a room for growth in services, especially since the majority of services employment
and value added is concentrated in low productivity services, mainly tourism, while high
productivity services, including ICT, financial, and professional services are lagging behind.
Governments in the region could help boosting services sectors, especially high productivity
ones, to encourage women employment and boost economic growth, by liberalizing the
heavily restricted services sectors and trade in the region, increasing investments in ICT
infrastructure, committing to institutional reforms, providing incentives for companies in
the targeted sectors, and investing in high-skills education and training.lxiii
There should also be more focus on reforming business environments in the region, to
facilitate establishing and running businesses, simplify taxing procedures, and fight
corruption, in order to encourage more formalization of the private sector, which could
boost women employment in the private sector, as they tend to avoid private informal
employment.
Furthermore, governments in the region should be more active in guaranteeing the safety
of women in workplace, transport, and public spaces. There should be more investment in
public transport, CCTV, well-lit streets, and women police, in order to provide easier and
safer movement for women to workplaces. Such investments in safety and mobility of
women, through increasing surfaced road lengths, bus frequency, and street lighting, were
found to have created a difference between Indian states for example, in female labour
force participation; similar investments were also found influential in Bangladesh in
boosting women’s access to employment. lxiv This is especially true for rural women. They
are particularly vulnerable to discrimination, violence, and other obstacles when reaching
the workplace. Offering rural women access to credit and investment possibilities through
an improvement of connectivity and public transportation would also help close the gap
between urban and rural women. Lastly, there should also be more protection, both de jure
and de facto, for women in the workplace against harassment and exploitation. lxv

All in all, national strategies need to create conditions that allow women to fulfill their
potential in all sectors of the economy, society and in the sphere of politics. A holistic vision
is key.

4. Regional Cooperation: Potential Axes to Empower Women and Reduce Gender
Inequalities
Cooperation will be a key factor for development in post-Covid societies, including in going
towards gender equality.
As Mediterranean countries share similar conditions with regards to women employment, it
will be useful to encourage regional dialogue on best practices on how to tackle the
different challenges. These include providing support and raising awareness with regards to
existing regional women networks and initiatives, and encouraging governments to listen to
their recommendations and insights.
Secondly, the potentialities of the digital sector are considerable and exponentially rising
since the pandemic. Yet, despite a growing demand for digital specialists worldwide, few
women follow studies for a career in the digital sector . At the same time, in Egypt, Tunisia,
Morocco, and in fact most of the countries south the Mediterranean and in the broader
Middle East, women are doing well in studies related to science, technology, engineering,
and mathematics (STEM). Women represent more than half of all STEM students in most of
the region’s countries, and in most of STEMS’s specialities, outperforming males in the
region, and far ahead women in the United States and most of Europe, who represent
smaller percentage of STEM students in their countries. For example, Tunisian Women
represent almost 75% of all university graduates in fields of natural science, maths,
statistics, health and welfare, agriculture, forestry, fisheries, and veterinary, and 55% of
graduates in information and communication technology, and are only less than 50% of all
graduates in engineering, manufacturing, and construction. lxvi However, despite such gains
in women education in the region, there is a significant gap in women employment in STEM
fields in the region, reflected in less women than men working in these fields, as many of
the women STEM graduates end up outside of the labour force altogether. lxvii Thus,
cooperation among countries of the region to encourage women to engage in digital jobs
and job market training can be an element of evening-out the economic opportunities
accessible to women and raising their employability, and utilizing their potentials and skills
in modern high-demand fields.
Thirdly, there is potential for regional cooperation to allow strengthening the
collaborative (or sharing) economy which is also linked to going-digitallxviii. This type of
economy refers to business models that create an open marketplace for access to goods
and services thanks to the use of modern technology. It covers a variety of sectors and
provides new opportunities for nationals who are able to get what they need from each
other instead of going to large organizations/businesses, which is particularly useful in a
post-COVID era. Sharing and digital economic activities and mediums could be good
solutions to overcome different challenges (practical and socio-cultural) faced by women in

the Mediterranean. A regional dialogue on collaborative economy and social
entrepreneurship best-practices for women empowerment could be extremely helpful.
However, such solutions are not in themselves a panacea; governments should still work
hard towards achieving high rates of female labour force participation regardless of how
popular digitalization and/or sharing economy in their country is.
Fourthly, another area for regional cooperation revolves around sharing and collecting
appropriate data on the status of women. The lack of data on gender issues impedes on the
creation of adequate policies. Improving policy-making with regards to gender issues
requires being able to quantify the impact of programs and monitoring them. Public-private
partnerships are essential in the region to enable efficient data collection and the creation
of reliable databases and indicators that facilitate the understanding of the needs of women
in the region. lxix
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