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Sharikat Haya - Promoting Arab Women's Employment

Forward

At the beginning of 2008, The Abraham Fund Initiatives instituted an experimental initiative,
together with the JDC's Momentum in Employment (Tevet) Program. The objective of this

initiative was to examine the possibility of integrating Arab women into the job market.

The initiative, called Sharikat Haya (Life Partners), was created after we learned that many of
those experienced with employment and economic development policies in Israel attribute the

low employment rate among Arab women to internal social and cultural barriers.

Knowing that only a few decades ago, Arab women customarily worked outside the home and
that the percentage of working women in Arab countries is much higher than in Israel, we
were motivated to examine whether the fact that Arab women in Israel abstain from going to

work is decreed by fate, or whether under certain circumstances this can be changed.

We felt that such an examination should be carried out by means of an intervention program
defined as a limited field experiment. This program would not overlook the difficulties
deriving from culture and tradition, but rather would place its emphasis on objective external
barriers: lack of industry and commerce in Arab localities, distance from industrial areas,
lack of public transportation, deficient investment in education, lack of daycare centers for
toddlers and children, and the small number of effective programs targeted at finding, training

and empowering Arab women and placing them in jobs.

Out of an understanding that employment among Arab women is facilitated by having a
college education and residing relatively close to the center of the country, we chose to focus
the experiment on women living in outlying areas who did not have a college education. These
women, who are particularly excluded from the job market, constituted the target audience
for the Sharikat Haya program, for the program’s success with this group will prove that it can

be implemented among stronger population groups in Arab society.

Since the program was launched, it has succeeded in meeting its goals. It has confirmed
the hypothesis that working diligently to explain and persuade the community, locating and
screening candidates, training them, and providing individual support in seeking work and job
placement result in a dramatic increase in the percentage of Arab women who are interested

in working and who find and keep jobs.

This document describes the program's working model. It is our hope that Israeli policymakers
in the fields of economics and finance will be interested in adopting and financing this

program and in running it in all the Arab localities in Israel.

Mohammad Darawshe Amnon Be'eri-Sulitzeanu

Co-Executive Directors, The Abraham Fund Initiatives
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Intervention Model for Promoting Arab Women's

Employment*

This document outlines The Abraham Fund Initiatives' Sharikat Haya (Life Partners)
intervention model for integrating Arab women into the Israeli job market. The model has
been in operation since 2008 in cooperation with the JDC's Momentum in Employment
(Tevet) Program and operates in three stages: training the women, placing them in jobs, and
supporting them after they are employed. The integration of Arab women into the labor
force aims at helping their families break out of the cycle of poverty, advancing the status of
Arab women within their society and improving the economy of Arab society as part of the
country's overall economy. Another objective is to change public awareness among Jews and
Arabs alike regarding the employment of Arab women and to secure governmental and social

legitimacy for integrating these women into the labor market.

Introduction

Arab society in Israel is in the process of a transition from a traditional society to a modern
society, which involves social, political, cultural, educational and economic changes. These
changes have brought about some improvement in the social and economic status of Arab
women, their liberation from some traditional patterns, their increasing demand for higher

education, and their integration into the job market. Indeed, the past twenty years have seen

*  This document was written jointly by: Dr. Khaled Abu Asbeh, Director, Massar Institute and consultant
for JDC Momentum in Employment (Tevet) Program; Nadia Ismail, Regional Director, Sharikat Haya
Initiative, The Abraham Fund Initiatives; and Basem Kana'ani, Director of Mixed Regions, The Abraham
Fund Initiatives.
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a marked rise in the percentage of Arab women in the labor force, and the percentage of
Arab women employed has doubled, from 10% in 1990 to 20% in 2006. Nonetheless, this rate
is significantly lower than the employment rate for Jewish women, negatively impacting the
personal status of Arab women, the social and economic strength of Arab society and even the

rate of growth of the Israeli economy as a whole.

Numerous studies point to the loss to the Israeli economy as a result of not realizing the
potential value of integrating the Arab population in the economy. Sadan and Halabi note
that the Arab population is responsible for 8% of the gross national product, even though it
represents 20% of the population as a whole.! Fares points out that low economic participation
among the Arab population has resulted in losses of around 4% of the gross national product.?
Jabareen notes that by not realizing the potential of the Arab labor force, the economy loses

around 31 billion shekels annually.?

Along with this loss to the Israeli economy, the low employment rate among Arabs in Israel
slows down the rate of economic development in Arab society and hinders it from breaking
out of the cycle of poverty. The 2009 National Insurance Institute Report on Poverty indicates
that the falling trend in the incidence of poverty among Arabs over 2006-2007 (attributed to a
4% increase in the number of wage earners among Arabs during that same period) has reversed
itself and that the incidence of poverty among Arab families rose from 49.4% in 2008 to 53.5%
in 2009 (compared to 28.4% and 28.9%, respectively, among Jewish families). Moreover, the
percentage of Arabs among the poor rose from 33.8% in 2008 to 35.9% in 2009.

Arab Women and the Employment World

The Arab population of Israel numbers around 1,535,600, constituting 20% of the general
population. Arab women number around 750,600, of whom 83.5% are Muslim, 8.4% are

Christian and 8.1% are Druze.*

1 Sadan, E., Halabi, R. (2008). "Integration of the Arab Citizens of Israel into the National Economy."
In: Gopher, U. (ed.) The Economic Benefits of Social Inclusion and Jewish-Arab Equality, Jerusalem: The
Abraham Fund Initiatives, pp. 44-56.

2 Fares, A. (2008). "Economic-Social Gaps and Great Wasted Potential." In: Gopher, U. (ed.) The Economic
Benefits of Social Inclusion and Jewish-Arab Equality, Jerusalem: The Abraham Fund Initiatives, pp. 16-24.

3 Jabareen, Y. Dr. (2010). The Employment of Arabs in Israel - The Challenge of the Israeli Economy, Jerusalem:
The Israel Democracy Institute.

4 Central Bureau of Statistics, 2010; Figure 2.1 Table 2.10.



Central Bureau of Statistics figures indicate significant gaps in employment rates between the
Jewish and Arab populations, as well as between women and men. Arabs constitute 12.5%
of the civilian labor force in Israel. Nevertheless, while 55.2% of the Jewish population is
employed, only 37.5% of the Arab population aged 15 and over is integrated into the labor
force. Arab women constitute an even lower percentage of the employment market. Even
though they represent 20.7% of women of employable age in Israel, they comprise only 6.7%
of Israel's civilian labor force.” According to Central Bureau of Statistics figures, 86,100 Arab
women, representing only 18.8% of Arab women aged 15 and over, were part of the civilian

labor force in 2009, compared to a 53.5% employment rate among Jewish women.®

In addition to the low employment rates among Arab women, it should be noted that most
Arab women who work are engaged in occupations that pay less than the average salary in
Israel. This hinders improvement in the economic status of Arab families and even perpetuates

the low status of women in the family, the community and in Israeli society as a whole.”

Barriers to the Integration of Arab Women
in the Labor Force

The potential for Arab women to enter the labor force is impacted by their belonging to three
discriminatory circles that impede their development. First, they belong to Arab society, a
traditional and patriarchal society that discriminates against and shortchanges women.
Second, they belong to the Arab minority, which is discriminated against by Jewish society
and by government policies. Third, they are women in the job market, which is still marked by

discrimination against women.

5 Central Bureau of Statistics, 2010; Figure 2.1.

6 Among Arabs, the highest employment rate is for Christian women (38%). Among Druze women, the
employment rate is 19.5%, while among Muslim women it is only 15.6%. King, J., Naon, D., Wolde-
Tsadick, A., Habib, J. (2009). Employment of Arab Women Aged 18-64. Jerusalem: The Myers-]DC-
Brookdale Institute, Center for Research on Disabilities and Special Populations.

7 Most Arab women work in the field of education (44.7%). In addition, around 15.3% work in health and
welfare, 9.7% in wholesale and retail commerce, 7.5% in industry, 6.4% in business services, 3.6% in
community, social and individual service, 3.4% in food and hospitality services, 2.1% in private domestic
work, 1.8% in transportation, warehousing and communications, 1.7% in public administration, and
1.4% in banking, insurance and financial services. The lowest employment rate among Arab women is in
agriculture (1.3%). (Central Bureau of Statistics, 2010; Table 12.12).
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Many barriers affect the percentage of Arab women who enter the labor force. External

barriers include mainly government policies and the structure of opportunities in the job

market. Internal barriers include the characteristics of the women themselves and the social

and cultural norms of Arab society.

1. EXTERNAL BARRIERS

A.

Limited economic development: For dozens of years the government has adopted a
discriminatory policy toward the Arab population and Arab towns and villages, and
its investments in infrastructure, education and social services have been low. This
policy has slowed down Arab economic development, created a limited structure
of opportunities in the Arab localities and promoted the dependence of the Arab
economy on the national economy. The absence of a well-developed Arab economy
has reduced employment options within Arab society, increased competition for jobs

and as a result excluded women from the few jobs that are offered.®

Public transportation: Limited investment in and development of the Arab localities
is also apparent when it comes to infrastructures. Hence, many Arab towns and
villages in the outlying areas are in effect cut off from centers of employment, which
are generally located in or near Jewish communities, thus limiting the mobility of Arab
women and their possibilities of entering the work force. For Arab women, this barrier
is even greater when taking into consideration that only 18% of Arab women have a

driver's license.”

Residence in outlying areas: Most of the Arabs in Israel live in the periphery of the
country, in localities that are undeveloped economically and are far from centers of
business and employment. These localities are characterized by traditional social and

cultural norms that limit employment possibilities for Arab women.1

8 Saif, I, Director of the Authority for the Economic Development of the Arab, Druze and Circassian Sectors
in the Prime Minister's Office, at a conference on The Advantages of Employment Diversity in the Israeli
Economy held in Carmiel, on November 24, 2010, as part of the Sharikat Haya Initiative.

9 Kinget al., 2009 (note 6 above).

10 There is a direct correlation between the employment rate of Arab women between the ages of 18 and 50

and the size of the community in which they live. The employment rate among women who live in mixed
or large cities (excluding Jerusalem) is around 50%. For the mid-sized and small cities, the rate is 24%,
while for the small towns and villages the rate is around 13%. See Fichtelberg, O. (2004). Arrangements for
Caring for Young Children — Status Report. Authority for Human Resources Planning, Ministry of Industry,
Trade and Labor, presentation at workshop on Women in the World of Work, March 22, 2004.



2.

1

—

12

13

14

D. Childcare: A significant lack of childcare settings and daycare centers in the Arab

localities also makes it difficult for Arab women to enter the work force.

E. Economic conditions and enforcement of labor laws: Like Arab men in the job
market in Israel, Arab women are also discriminated against when it comes to salary
and employment conditions.!! The fact that it is not financially worthwhile to go to
work also hinders women from entering the job market. This is particularly true for

women who must pay for childcare.

INTERNAL BARRIERS
Characteristics of Arab Women

A. Knowledge of Hebrew: Many Arab women, and particularly those who are not
educated and have not come in contact with the Jewish population, do not have
sufficient knowledge of Hebrew. The language barrier is considered a major barrier
for Arab women attempting to enter the Jewish job market. 52% of unemployed Arab

women do not have a good command of Hebrew.!2

B. Employment qualifications: Unemployed Arab women usually have few employment
qualifications, making it difficult for them to enter the job market. 87% of unemployed
Arab women do not use a computer, 95% do not use the Internet and around 82% do

not have a driver's license.!3

C. Level of education: According to Central Bureau of Statistics figures for 2008, around
8.5% of Arab women over the age of 15 are uneducated, and another 3.6% have up
to four years of schooling. That is, around 52,600 women, comprising 12.1% of Arab
women, are defined as illiterate. In the 55-64 age group, the percentage of illiteracy

reaches 35%, and over the age of 65 it is around 68%.

Figures from the Director for Research and Economics of the Ministry of Industry, Trade and Labor
(Employment Status of Arab Women aged 18-65, 2008) show a gap of 47% between the monthly salary of
Arab women between the ages of 18-64 and that of Jewish women. Furthermore, 51.5% of employed Arab
women over the age of 18 earn minimum wage or even less.

King et al., 2009 (note 6 above).
Ibid.

Government Withdrawal from Support for Educational Settings for Arab Women in the Negev, Position Paper
submitted to the Knesset Education Committee, March 2, 2010.
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Social and Cultural Norms in Arab Society

A. Traditionalism and patriarchalism: Arab society is a traditional and patriarchal
society that sees women as a cultural symbol whose honor must be defended. This
view often prevents women from leaving the borders of the locality in which they
live and limits their employment possibilities. Furthermore, Arab society considers
women to be responsible for raising the children and for the housework, with the
home defined as the major sphere of operation. Here, too, this social vision makes
it difficult for Arab women to work outside the home. The modernization processes
apparent today in Arab society are reducing the impact of social and cultural norms
on the entry of Arab women into the work force, but their influence, mainly in the

more traditional peripheral areas, has not disappeared completely.

B. Education: The traditional and patriarchal nature of Arab society in Israel also
affects the number of Arab women who attend academic institutions and attain a
higher education. At the same time, studies indicate that employment rate increases
significantly in accordance with increased level of education. Among women who
are high school graduates, the employment rate is 18.5%, while among those with a

bachelor's degree, the rate is 73%.1°

C. Religious affiliation: The employment rate of Arab women varies according to their
religious affiliation, place of residence and level of education. The employment rate
rises with educational level and according to whether the women live in mixed cities
or in areas where Christians live. In contrast, the employment rate among Bedouin
women in the south is particularly low, 19.8% in 2008.1¢

Despite the above and even though the impact of cultural norms on women's employment has
not yet ended, many studies show that in recent years this influence is becoming less and less,

and in some cases is even marginal.!”

15 Almagor-Lotan, O., Employment of Women in the Arab Sector: Compilation of Data, Knesset Research and
Information Center, January 2008.

16 It can be assumed that this low employment rate among Bedouin women results from the fact that
Bedouin society is a closed tribal society with traditional values when it comes to women going to work.
Nevertheless, it should be noted that Bedouin society is undergoing changes and that these changes are
having a positive impact on employment rates of Bedouin women.

17 Almagor-Lotan, O., Public Plans to Increase Employment Rate Among Arab Women, Knesset Research and
Information Center, September 2009.



Stages of Implementation

1. Selecting the Localities and Establishing the
Infrastructure

SELECTING THE REGION AND THE COMMUNITY

Proper selection of the target community is considered of critical importance in the success of
the initiative. The choice is made based on comprehensive mapping that provides information
about the community and its environs. The mapping considers the following factors, among
others: demographic data (primarily unemployment and income figures, poverty rate,
employment rate, average salary and the like); socioeconomic status; presence of government
bodies (in or near the community); civil society organizations activity; similar intervention
programs (if any); distribution of industrial and labor zones; public transportation; and
educational institutions, particularly day care centers. The businesses in the community are
also mapped, along with their characteristics and potential for offering employment (see

section on Employers Mapping below).

ENGAGING THE LOCAL AUTHORITY

Of particular importance is clarifying how the local leadership views the employment
of women outside the home in general and the proposed initiative in particular, as well as
determining local government willingness to provide serious backing to the initiative and
its activities. Mere formal agreement on the part of the head of the local authority is not a
sufficient guarantee of its serious commitment to the notion of women's employment or to

the initiative.

Hence, before a decision is made to run the initiative in a particular local authority, cooperation

with the authority should be anchored in an agreement that includes the following:

e The authority will provide the initiative with a well-equipped office for the local

coordinator, preferably in the authority's office building;

e The authority will allocate a building for training activities;
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e The initiative will be represented as a joint project with the authority;
e The head of the authority will play an active role on the community steering committee;

e The authority will actively participate in the various activities of the initiative, such as

study days and job fairs.

e The head of the authority will take public action to promote the initiative's success,
including actively encouraging women to take part in the initiative and encouraging

employers to hire women who have undergone the training program.

RECRUITING THE STAFF

After the region and the local authorities have been chosen, staff is recruited to fill the

following positions:

> Regional director: The regional director is responsible for the following: running the
initiative in a cluster of communities through a regional view that takes into consideration
training needs on the one hand and employment opportunities on the other; training and
administering the staff in the communities forming the cluster; building cooperation on
the regional level, including with government agencies; maintaining contact with large
employers and administrators of industrial and employment zones. The director is also
responsible for developing the training program and adapting it to the needs of employers

in the region.

> Regional employer liaison coordinator: The regional employer liaison coordinator
is responsible for the following: finding Arab and Jewish employers in the area and
maintaining ongoing contact with them; finding jobs for women who participate in the
Sharikat Haya Initiative; and finding suitable candidates for available positions (together
with the local coordinator). The regional employer coordinator is also responsible for
inviting and recruiting employers to take part in job fairs and study days planned as part of
the initiative, for organizing tours to places of employment, for creating a regional forum

of employers, and for updating and monitoring new positions in the region.

> Local coordinator: The local coordinator is responsible for the following: recruiting
candidates in the community, including finding and screening them; providing participants
with individual and group support; determining the order and dates for the training
sessions; selecting a representative committee from among the women participating in
the program; fostering ties with the local authority and its head; running a community

steering committee; establishing a Sharikat Haya Club in the community and coordinating



its activities; locating new employers in the community, together with the employer liaison
coordinator; and providing support for women during job application and placement, and

after they have been placed.

> Professional facilitators and teachers: The teachers specialize in three areas: Hebrew
language instruction (Business Hebrew course), computer applications (Computer Literacy

course) and employment/placement (course on preparing to enter the working world).

> Administrative coordinator: The administrative coordinator is responsible for the
following: coordinating among the staff members and the initiative partners in every
community and throughout the region; organizing and coordinating data about the
initiative; providing logistical and administrative help in organizing all the initiative's

activities.

ESTABLISHING STEERING COMMITTEES

One of the keys to the program's success involves setting up regional and local steering
committees and operating them on a regular basis. These committees are the primary
mechanism for interested parties to participate in the initiative. They are the public expression
of support for the initiative given by various parties, and they also serve as a public body that

supervises the initiative's activities and directions.

> Regional steering committee: The regional committee includes the heads of the
local authorities where the initiative operates, representatives of regional and national
government organizations (among them the Authority for the Economic Development of
the Arab, Druze and Circassian Sectors in the Prime Minister's Office, the Employment
Service, the Authority for the Development of the Galilee, and the Commission for
Employment Equality), directors of industrial zones and employment centers in the region,
and representatives of the JDC's Momentum in Employment (Tevet) Program and The
Abraham Fund Initiatives (including public leadership). The role of the regional steering
committee is to clarify essential dilemmas related to the employment of women; to draw
conclusions; to draft expansion directions for the initiative; to help provide exposure of the
program and its successes to decision-makers; to create a basis for support and resources
for continuing the initiative; and to help recruit "strategic” employers in the region. The
committee meets twice a year, and the regional director is responsible for calling and

running the meetings.

> Local steering committee: Each community has its own steering committee, consisting of

the regional director, the head of the local authority or his representative, representatives
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of organizations or associations that promote employment, a representative of the
employers in the community, and a representative of the women in the program (chosen
by the participants). The local steering committee is responsible for the following:
providing backup and legitimacy for the initiative's activities in the community; discussing
local issues that arise from the initiative's activities; and monitoring the program's
progress according to objectives and goals set out at the beginning of the year. To ensure
the committee's effective operation, it must meet at least once per quarter. The local

coordinator is responsible for calling and running these meetings.

2. Publicity and Recruitment

For many of the women in the program's target audience and for their families, employment
outside the home is not seen as being within the realm of possibility due to the communal-
traditional barriers and the external barriers mentioned above. For this reason, publicizing the
program and convincing the women to come is of critical importance. The persuasion process
is based upon explaining the benefits and advantages of going to work and of bringing in

additional income. The publicity also sets out the conditions for admission to the program:
e Married women or single mothers with children;

e Women between the ages of 25 and 45;

e Women with no higher education (complete or partial high school education);

e Women who are not registered with the Employment Service as job seekers and are not

receiving a stipend from Social Services;
e Women who are highly motivated to work.

Women who meet these threshold conditions are asked to fill in a questionnaire. After that,
they are interviewed individually to examine their motivation level and their reasons for
signing up for the program. After these interviews, the initiative staff ranks the candidates

and selects 25-30 women who are most suitable for participation in the program.

MEANS OF PUBLICIZING THE PROGRAM AND TARGET POPULATIONS

Brochures: Written material explaining the program is distributed among the women by

different means. Sometimes this material is even passed out to schoolchildren to take home.



Street signs: Signs are posted at the center of the communities and on main streets. Due
to its high cost, this type of advertising is usually short-term, prior to the opening of a new

registration drive.

Individual appeals and discussions: The local coordinators individually contact each woman
in the community likely to be interested in the program. After meeting with the women, the
coordinators usually meet also with the rest of the family (spouse, parents and other influential

members of the family).

Home get-togethers: After initial interest has been expressed, a number of women are
assembled and given further explanation, usually by a woman who entered the labor force

after being trained through the initiative.

Publicizing success stories: The success stories of women who "made it" are widely advertised,
including how being employed changed their lives. Through the work of a spokesperson, these

stories are publicized in the press and on Internet sites popular among the target population.

Study days: Study days take place in each community once a year to raise public awareness
about the initiative and its advantages. The study days include lectures on a variety of topics,
some given by women leaders. Special emphasis is placed on explaining the strong ties between

economic empowerment and the status of women.

A friend brings a friend: Cumulative experience has shown that the individual explanations
of the women participants are highly effective and should be used. These women are the
program's best ambassadors, for they can provide firsthand testimony of the program's

benefits and advantages.

3. Training

Training the women includes four components:

A. Courses: Preparation to enter the working world, computer literacy, and business Hebrew
(total of 160 hours)

B. Tours of businesses and factories
C. Individual support

D. The Sharikat Haya Club
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COURSES

Preparation to enter the working world: This course is intended to provide the women with
a set of "soft skills" and includes the following: individual empowerment and reinforcing the
sense of competence; creating a personal vision; understanding the opportunities inherent
in work suitable to one's abilities and ambitions; gaining familiarity with the employment
world; improving the ability to market oneself, including writing a CV and preparing for
interviews and employment entrance exams; effective job search; improving interpersonal
communication and body language; and learning about workplace norms and employee

rights.

Computer literacy: This course is often the women's first exposure to computers. The purpose
of the course is to teach basic computer applications, including Word, Office and Excel, as well

as how to surf the Internet, how to use e-mail and the like.

Business Hebrew: Since many women never needed to use Hebrew even though they learned
it in school, most are incapable of or not confident about communicating freely in Hebrew.
This course is intended to enrich their knowledge of Hebrew while emphasizing terms and

concepts important in the work environment.

TOURS OF BUSINESSES AND FACTORIES

During the courses, the women are taken on two organized tours to factories or large
businesses. The purpose of these tours is to provide direct contact with the work environment
and with working women who, just like them, were trained and placed in jobs suited to their
abilities and expectations. These tours usually include a meeting with the factory manager or
human resources director. Experience shows that such meetings inject the participants with

renewed motivation and increases their commitment to enter the job market.

INDIVIDUAL SUPPORT

Around the beginning of the training period, each participant is given individual support
involving two meetings per month (including at the woman's home). The local coordinator and
the participant together build an individual progress program that involves goals and concrete
assignments to carry out from one meeting to another, including actively seeking work. This
individual support provides the participant with quality time for analyzing personal barriers,
building motivation, identifying options and strong points, defining possible routes of action

and so on.



THE SHARIKAT HAYA CLUB

Each community has a Sharikat Haya Club, which provides a setting for women to meet for
social and educational interchange. The clubs, operated by the initiative's local coordinator
together with a number of active women, serve the women during the period of their training
and job search, as well as program graduates and even women who have begun working.
Monthly meetings at the club provide mutual support and encouragement as well as an
opportunity to exchange ideas and information and forge a sense of group spirit. Women are
given information on a variety of topics, among them the battle against abuse and exploitation
at work, management of the family budget and the status of women, as well as on topics

relevant to social services and culture.

4. Placement and Support
EMPLOYERS MAPPING

While the participants are being recruited, efforts are also devoted to mapping the employers
in the initiative's communities and in the entire region. This mapping includes all branches
of employment, regardless of business size or location. The mapping includes the name
of the business, the branch and area of its operations, the name of the owners, the extent
of its human resources, job details and attributes, potential for growth and for expanded
employment, and contact details, including address and contact person's name. The
mapped data is computerized, copied onto CDs and given to the local coordinators and
to other parties concerned with employment, primarily the local authority and the regional
employment services. The CD is also given to women who attend the job fairs. Experience

has shown that employers mapping is an effective tool in looking for work.

OUTREACH AND ADVERTISING TO EMPLOYERS

Convincing potential employers to hire women who are graduates of the Sharikat Haya
Initiative is of prime importance. Hence, special efforts are made to tell employers about
the significant economic potential and major social value of hiring diverse employees, and
particularly Arab women. This information is provided through individual meetings with
business owners, CEOs, work foremen and human resources directors. Moreover, group
meetings and study days are offered to employers and are often attended by the heads of the
local authorities. In addition, great efforts are invested in preventing exploitative employment

and abuse.
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JOB FAIRS

A regional job fair is held towards the end of the training period to provide job-seekers
exposure to the widest range of employers and available jobs. The fair is also open to graduates
of previous cohorts who have not yet been placed, as well as to women who did not participate
in the program. Another purpose of the fair is to provide public exposure and broad media
coverage to the topic of employment in general and to the Sharikat Haya Initiative in particular.

The fair is run in cooperation with the Employment Service and other partners.

LOOKING FOR WORK AND INDIVIDUAL PLACEMENT

Toward the end of the course on preparation to enter the working world, a personal profile is
created for each participant. This profile takes into consideration the personal vision developed
by each participant, her abilities, her education, her area of interest and a practical assessment
of possible employment directions for her. Already at this stage, after the participant has gone
through a process of empowerment, has a CV and is motivated and capable of presenting
herself effectively, the active job search can begin. The search involves the ongoing support
of the local coordinator, who together with the participant creates a detailed plan, including
assignments to be carried out. The employer liaison coordinator, who is familiar with the job
seeker's personal profile, is also involved in directing participants to potential employers. For
practically all of the women, this is the first time in their lives they have taken responsibility
for their future and taken actual steps involving making phone inquiries, actually going to
places of work within and outside their community, filling in questionnaires and going on job
interviews. Prior to an interview, the local coordinator and the employer liaison coordinator
provide the candidate with focused training based upon concrete information about the
employer and the job. This training often includes simulations. If the candidate is offered
the job, the coordinators help her negotiate the employment conditions, up to the point of
signing a contract with the employer. This can be done by providing advice behind the scenes

or openly, if necessary.

SUPPORT AFTER JOB PLACEMENT

Part of the role of the local coordinator and the employer liaison coordinator is to maintain
ongoing contact with the new employees and their employers and to supervise the orientation
process. This takes place even though a woman's interest in maintaining contact with the
initiative staff drops after achieving her goal and finding a job. The purpose of this support is

to make sure that the woman is easily integrated into the job, that the agreed-upon conditions



are not violated and that she is treated fairly and is given her full rights. Moreover, employer
satisfaction is also evaluated. This support is considered particularly important in view of
the varied forms of abuse and exploitation at work among many employers. The support
provided by the initiative staff is also important in women's efforts to improve their conditions
of employment and their status at work, to change the scope of their jobs, to gain promotions
to better jobs and more. For this purpose, the women are visited at work on a regular basis, as
well as at home, if necessary. The women's participation in the Sharikat Haya Club provides

another avenue for maintaining contact with them.





