
Gender-based Discrimination
in the Palestinian Labor Market

By: Moayad Afaneh

Democracy & Workers Rights
Center

IN COOPERATION WITH

WITH SUPPORT OF



Table of Contents

Topic Page

Executive summary 3

Introduction 5

Study problem, objective, justification, importance, theories, scopes, target groups, tools 5

Chapter One: International conventions and national legislation combating gender-based discrimination at work 8

1.1. International conventions and national legislations, combating gender-based discrimination at work 8

1.2. Rights guaranteed by national legislations 9

1.3. Sustainable Development Goals 2030 9

Chapter Two: Statistics about the situation of working women in Palestine 13

2.1. Labor force participation and unemployment 13

2.2. Average daily wage for wage workers in Palestine 16

2.3. Fields of study and the link with the labor market for individuals aged (20-29 years) 21

2.4. Women and higher education in Palestine 24

2.5. Women & girls in vocational education in the West Bank and the Gaza Strip 25

2.6. Number of men and women working in the Public Civil Sector in Palestine 25

2.7. Number of women employed in the security sector 26

2.8. Indicators on women’s participation rate in public office and in decision-making positions in Palestine 27

Chapter Three: Findings and analysis of the field research (questionnaires & interviews) 29

3.1. Study population, study sample, distribution of the study sample according to demographic changes 29

3.2. Gender-based discrimination in the private sector 33

3.2.1. Discrimination in job opportunities in the private sector 33

3.2.2. Discrimination in wages in the private sector 36

3.2.3. Discrimination in work conditions and work environment in the private sector 39

3.2.4. Gender-based exploitation and corruption in the private sector 42

3.2.5. Discrimination at work due to family responsibilities in the private sector 45

3.3. Gender-based discrimination in the public sector 48

3.3.1. Discrimination in job opportunities in the public sector 48

3.3.2. Discrimination in wages and bonuses at the public sector 51

3.3.3. Discrimination in work conditions and work environment at the public sector 53

3.3.5. Gender-based exploitation and corruption in the public sector 55

3.3.6. Gender-based exploitation and corruption in the public sectorr 57

3.3. The labor sector with the highest level of gender-based discriminatory practices 59

3.5. Suggestions from relevant stakeholders to fight gender-based discrimination in the labor market 60

Chapter Four: Study Postulates and Recommendations 63



Executive Summary

The study on “Gender-based Discrimination in the Palestinian Labor market” highlights the various forms of discrimination 

faced by Palestinian women in the labor market, and their impact on women’s right to decent work and a safe work 

environment free from violence, as guaranteed by international labor standards and relevant provisions of the United 

Nations conventions signed by the State of Palestine, and in conformity with legislation governing the labor market 

in Palestine. The study integrates the analytical scientific method based on the analysis and study of previous studies, 

statistics, and legislation, with the descriptive analytical survey approach based on the use of a questionnaire as a study 

tool, and its distribution to a representative sample of the target groups in the study. In addition, the study is enriched 

through focused interviews. The study covers the West Bank and Gaza Strip. 621 questionnaires were distributed in both 

the West Bank and Gaza Strip, focusing on five discriminatory practices in the labor market, in the public and private 

sectors, namely discrimination in work opportunities, discrimination in wages, discrimination in working conditions and 

the work environment, exploitation and gender-based corruption at work, and discrimination against workers with family 

responsibilities. Moreover, 22 focused interviews were conducted with representatives of relevant stakeholders. 

Some of the most important findings of the study are as follows. Statistics and figures indicate that women face 

discrimination at work. This appears clearly in the low labor market participation rate of women and high unemployment 

rates in the West Bank and Gaza Strip, as well as discrimination in salaries & wages, and lack of access to equal education 

opportunities with men, as women are concentrated in stereotypical specializations, which exacerbates the unemployment 

of female university graduates. Women also face discrimination in obtaining supervisory leadership positions in the civil 

public sector in both the West Bank and the Gaza Strip. The representation of Palestinian women in decision-making and 

public positions remains low. 

The field study confirmed the existence of a gender gap and gender-based discrimination in the Palestinian labor market. 

The gender gaps is deeper in the private sector compared to the public sector, and more predominant in the informal 

economy compared to others. Thus, 39% of women workers indicated that they were exposed to discrimination in 

obtaining job opportunities in the private sector, a percentage that rose to 43% in the Gaza Strip compared to 36% in 

the West Bank. In the public sector, 31% of female employees said they were exposed to discrimination in obtaining 

work opportunities, 42% in the Gaza Strip compared to 21% in the West Bank. With regard to wage discrimination in 

the private sector, a majority of female workers (63%) indicated that the wage they receive is not commensurate with the 

nature of their work )65.3% in the West Bank and 60.4% in the Gaza Strip). As for the public sector, about 44% of female 

employees indicated that the salary they receive is not commensurate with the nature of their work (45.5% in the West 

Bank compared to 42.9% in the Gaza Strip). Half of the women private sector workers in the study sample indicated 

that the working conditions and environment do not take into account the needs of women (51.4% in the West Bank 

compared to 47% in the Gaza Strip). In the public sector, 36% of women employees indicated that there is discrimination 

in the working conditions and environment from a gender perspective. Women are also confronted to exploitation and 

gender-based corruption in the labor sector, at a significantly higher rate in the private sector compared to the public 

sector. 21% of women working in the private sector among the study sample indicated that they are exploited by those 

in charge (employers), 25.5% in the West Bank compared to 15.3% in Gaza Strip, which is a statistically significant 

percentage difference. As for the public sector, 15% of the study sample of female employees in the public sector indicated 

that they are exploited by officials, and this percentage increases in the West Bank to 16.8% compared to 12.7% in the 

Gaza Strip. 15% of the study sample of women workers in the private sector indicated that they were subjected to some 

form of harassment (verbal/physical/through gestures), a percentage that increases to 21% in the West Bank compared to 

5.3% in the Gaza Strip, which is statistically significant. This percentage decreased significantly in the public sector, where 

3



4% of the study sample of female employees indicated that they had been exposed to some type of harassment (verbal/ 

physical/through gestures), 4.9% in the West Bank compared to 3.5% in the Gaza Strip. Gender-based discrimination 

against workers due to their family responsibilities is higher in the private sector than in the public sector. 17% of 

the study sample of women workers in the private sector indicated that they were exposed to discrimination at work, 

because of marriage, pregnancy, and having children. This percentage reaches 20% in the West Bank compared to about 

12% in the Gaza Strip. While 46% of the study sample of married women working in the private sector indicated that 

women do not get paid leave in the event of childbirth, this percentage rises slightly in the Gaza Strip to reach 46.3%, 

compared to about 45.9 % in the West Bank. As for the public sector, 17% of the study sample of female public sector 

employees indicated that they were exposed to discrimination at work due to marriage, pregnancy, and having children. 

This percentage increases in the Gaza Strip to reach about 24%, compared to about 10% in the West Bank. 

Prevalence of gender-based discrimination is higher in some work sectors compared to others, and discrimination against 

working women is particularly high in the informal economy. Women with disabilities are exposed to deeper issues 

of discrimination in the labor sector. There are gender-based gaps in the labor legislations, and there is also a lack of 

legislation to combat gender-based corruption and sexual harassment at work. It should be noted that women in the study 

sample considered that their own sector is the one with the highest prevalence of gender-based discrimination, which 

indicates that the issue is present across sectors. 

The study recommends to: update the legislative framework related to the Palestinian labor market in a gender-responsive 

manner to address gender-based issues and existing gaps and in a participatory manner with stakeholders; adopt a Social 

Security Law that would guarantee fair wages and financial rights for women; adopt modern legislation emanating from 

international conventions and covenants and the Palestinian Basic Law to combat violence and structural corruption 

from a gender perspective in the workplace; to criminalize violence; and to adopt codes of conduct to prevent sexual 

harassment and gender-based corruption; adopt macroeconomic policies that reduce discrimination and inequality, such 

as tax exemptions, exemptions from registration fees, assistance in marketing products, allocating a quota to women’s 

projects and companies to benefit from government tenders, and the need to enforce social justice by enhancing women’s 

opportunities to join the labor market; support women in claiming their rights in the labor sector and raising awareness 

about violations of these rights; enforce societal inclusion of persons with disabilities in the labor market, especially 

women, through multiple measures to facilitate the integration of persons with disabilities into the labor market, and 

the need to take the necessary measures to facilitate the women’s women, such as providing nurseries and kindergartens, 

and to provide public transportation. The study calls on the authorities to develop mechanisms and measures to monitor 

the situation in the informal economy, to ensure the rights of women workers, and to increase inspection visits by the 

Ministry of Labor. It also calls on the government to work on policies towards combating poverty and fostering the 

economic empowerment of families and women living in poverty in order to provide them with opportunities to enroll in 

quality academic or vocational education and to engage them in the labor market. The study requests to support women in 

engaging in vocational and technical training, since it is essential for entering the labor market. The study also highlights 

the necessity for the Ministry of Higher Education and Scientific Research and Palestinian higher education institutions 

to close some academic specializations and open new ones in order to bridge the gap between higher education outputs 

and labor market requirements. It also stresses the need for a political will among decision-makers to foster women’s 

participation in decision-making positions.
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Introduction

There are many forms of direct and indirect gender-based discrimination in all labor sectors; some are governed by laws, 

and others are outside the legal framework. Men can also be affected by gender-based discrimination. Furthermore, 

discrimination can also take place between persons of the same sex, as one woman can be discriminated against in favor 

of another woman. Discrimination can be based on beliefs, culture, geography, or other demographic variables. However, 

discrimination is generally practiced against women, which is the focus of this study. 

The study highlights the various forms of gender-based discrimination faced by Palestinian women in the labor market, 

and their impact on women’s right to decent work, and their right to work in a safe environment free from violence, as 

guaranteed by international labor standards, relevant provisions of the United Nations conventions signed by the State of 

Palestine, and in conformity with legislation governing the labor market in Palestine. 

Through the study, an in-depth scientific framework has been provided on the situation of gender-based discrimination 

within the labor market, in all fields, including: discrimination in access to job opportunities (employment), discrimination 

in wages and salaries (income), discrimination in working conditions, and the work environment, in addition to identifying 

gender-based violence and corruption in the labor market, discrimination based on family responsibilities, discrimination 

in access to public education and vocational training, discrimination in access to higher education, discrimination in 

access to senior employment opportunities, and the classification of economic sectors based on the levels of discrimination 

that women face.

Study Problem

There is no doubt that there is gender-based discrimination in the labor market, whether it concerns access to job 

opportunities, wages, decent work conditions, fair treatment and equal opportunities to access senior positions, and other 

inequalities. Reports by the International Labor Organization (ILO) indicate that gender-based discrimination in the field 

of work continues to constitute a significant issue, and Amnesty International has also reported about the gender pay gap.

As repeatedly proven, the empowerment of women and girls has a multiplier effect, helping to drive economic growth 

and development in all fields. Moreover, according to the United Nations, the full and complete development of a country, 

the well-being of the world, and world peace all require the maximum possible participation of women on an equal basis 

with men in all fields.

The study problem can be summarized in the following main question: what are the most important aspects of gender-

based discrimination within the Palestinian labor market?

The following sub-questions emerge from the main question:

1. What are the main aspects of gender-based discrimination in job opportunities?

2. What are the main aspects of discrimination in salaries and wages in the labor market?

3. What are the main aspects of discrimination in working conditions and the work environment from a gender perspective?

4. What are the aspects of gender-based exploitation and corruption within the labor market?

5. What are the aspects of gender-based discrimination at work due to family responsibilities?

6. In which work sectors is gender-based discrimination most prevalent?
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Main objective of the study 

The study aims to highlight forms of discrimination faced by Palestinian women in the labor market, and their impact 

on women’s right to decent work, and to work in a safe environment free from violence, based on international 

labor standards, the relevant provisions of the United Nations conventions signed by the State of Palestine, and in 

conformity with legislation governing the labor market in Palestine, and to develop recommendations to fill the 

gender equality gap.

Study Justification

There is gender-based discrimination in the labor market, and it is necessary to monitor it and to propose recommendations 

to address gaps in equality. Furthermore, the unemployment gap between Palestinian female and male workers is increasing 

despite high levels of education among Palestinian women. It is necessary to conduct scientific research to understand 

the reasons behind this widening gap. It is also important to evaluate the role of national legislation in combating 

discrimination between women and men at work, in addition to undertaking a field review of main aspects of gender-

based discrimination at work, thought target groups and direct beneficiaries, especially women workers, employers, and 

relevant authorities in the public and private sectors.

Study Importance

The study examines gender-based discrimination at work, especially in light of ongoing gaps and discrimination within 

the Palestinian labor market. The study integrates the analytical scientific method based on the analysis and study 

of previous studies, statistics, and legislation; and the descriptive analytical survey approach based on the use of the 

questionnaire as a study tool. The study included focused interviews, and workshops with relevant authorities aiming 

to provide a comprehensive analysis that integrates aspects of gender-based discrimination in the labor market, while 

providing practical recommendations.

Study Assumptions

First main assumption: the existence of a gender gap and discrimination within the Palestinian labor market. 

The following sub-assumptions are:

1. The existence of gender-based discrimination in employment opportunities.

2. The existence of gender-based discrimination when receiving salaries and wages in the labor market.

3. The existence of gender-based discrimination in working conditions and work environment.

4. The existence of gender-based discrimination and corruption within the labor market. 

5. The existence of gender-based discrimination at work due to family responsibilities. 

6. Some labor sectors practice gender-based discrimination more than others. 

7. Second main assumption: women with disabilities are exposed to a higher level of gender-based discrimination at 

work. 

8. Third main assumption: the existence of legislative gaps in relation to gender sensitive laws regulating the labor market.
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Study Scope

- Geographical scope: West Bank and Gaza Strip.

- Temporal scope: third quarter of 2023

- Human scope: Palestinian working women.

- Objective scope: forms of discrimination faced by Palestinian working women in the labor market.

Target Groups

Women in the labor 
market (working or 
searching for a job)

Women wage workers 
in the private & public 

sectors, NGOs, UNRWA 

Self-employed 

women and female 

entrepreneurs

Women with disabilities 

Study Tools

Previous studies Workshops with 
relevant stakeholders Guided interviews Study questionnaire

UN conventions and 
national legislations Statistics & surveys
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Chapter one: International conventions and national legislations
combating gender-based discrimination at work

International conventions stipulate the rejection of all forms of gender-based discrimination at work and call for justice 

and equality in working conditions and wages. This chapter reviews dispositions of international conventions and 

covenants, and relevant national legislation. 

1.1. International conventions and standards on gender equality at work

International standards regarding gender equality at work include the provisions of article (23) of the Universal Declaration 
of Human Rights, which mentioned the right to equal  pay for equal work without any discrimination, Articles (3) and (7) 
of the International Covenant on Economic, Social and Cultural Rights, in addition to what is stipulated in the Convention 
on the Elimination of All Forms of Discrimination against Women and the definition of discrimination against women 
through the provision of Article (1) as “ any distinction, exclusion or restriction made on the basis of sex which has the 
effect or purpose of impairing or nullifying the recognition, enjoyment or exercise by women, irrespective of their marital 
status, on a basis of equality of men and women, of human rights and fundamental freedoms in the political, economic, 
social, cultural, civil or any other field.” Article (2) obliges signatories to the Convention to take all necessary measures 
to ensure gender equality and prohibit all forms of discrimination against women. Article (11) is devoted to combating 
discrimination in employment, including the exercise of the right to work, the right to free choice of profession and 

employment, labor-related rights, and the guarantee of special protection for women during pregnancy1.

 The State of Palestine has signed and adopted the previously mentioned conventions, making them

.enforceable in the Palestinian territories

Until now, Palestine has been unable to sign the International Labor Conventions as it has not gained full membership 
in the International Labor Organization (ILO) and it still holds a non-member observer state status, nor has it gained a 
full membership through the voting of two-thirds of the ILO member states. However, the Palestinian National Authority 
(PNA) enjoys close technical cooperation with the ILO, and it strives to respect international labor standards and works 
to harmonize its legislation and policies with them.

The ILO has adopted four main conventions on gender equality including: the Equal Remuneration Conventions No. 
(100), which lays out the principles for equal remuneration for work of equal value and addresses gender discrimination, 
Discrimination (Employment and Occupation) Convention, (No. 111), Workers with Family Responsibilities Convention, 
(No. 156), and Maternity Protection Convention, No. (183), which guarantees women’s right to at least 14 weeks of 
maternity leave, in addition to other measures that improve the level of protection of working women during their 
maternity period.

Convention No. (111) defines discrimination as: “(a) Any distinction, exclusion or preference made on the basis of race, 
color, sex, religion, political opinion, national extraction or social origin, which has the effect of nullifying or impairing 
equality of opportunity or treatment in employment or occupation; (b) such other distinction, exclusion or preference 
which has the effect of nullifying or impairing equality of opportunity or treatment in employment or occupation as may 
be determined by the Member concerned after consultation with representative employers’ and workers’ organizations, 
where such exist, and with other appropriate bodies.” 

Moreover, Article (3) of the Workers with Family Responsibilities Convention No. (156) stipulates that: “With a view to 
creating effective equality of opportunity and treatment for men and women workers, each Member shall make it an aim 
of national policy to enable persons with family responsibilities who are engaged or wish to engage in employment to 
exercise their right to do so without being subject to discrimination and, to the extent possible, without conflict between 

1  Convention on the Elimination of All Forms of Discrimination against Women (CEDAW), articles (1,2,11)
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their employment and family responsibilities”. The Convention also includes other provisions for workers with family 
responsibilities. The new set of international standards for domestic workers; Convention No. (189) and recommendation 
No. (201), adopted in June 2011, is a strong recognition of the economic and social value of decent work and a call for 
action to address existing exceptions applied to labor and social protections for domestic workers. Given that women 
make up the overwhelming majority of domestic workers, the new standards are an important step towards advancing 
gender equality at work and ensuring protection and equal rights to women.

Violence and Harassment Convention, 2019 No. (190), is one of the main conventions that contributes towards improving 

the situation of women in the world of work and enhancing their opportunities to enjoy rights on an equal basis with men, as 

the definition of violence in the Convention includes the term “gender-based violence and harassment” which is defined as: 

“violence and harassment directed at persons because of their sex or gender, or affecting persons of a particular sex or gender 

disproportionately, and includes sexual harassment.”

1.2 Rights guaranteed by national legislations 

Article (25) of the Palestinian Basic Law stipulates that: “Every citizen shall have the right to work, which is a duty and honor. 
The Palestinian National Authority shall strive to provide work for any individual capable of performing it. Work relations 
shall be organized in a manner that guarantees justice to all and provides workers with welfare, security, and health and social 
benefits. The organization of unions is a right that shall be regulated by the law. The right to conduct a strike shall be exercised 

within the limits of the law.”  2

Article (2) of the Palestinian Labor Law No. 7 of the year 2000 guarantees that: “Work is a right for each citizen who is 

capable of working. The National Authority shall provide work to the citizens on equal opportunities basis and without 

any kind of discrimination”. While article (100) specifies the: “prohibition of discrimination between men and women”, 

while Article (101) prohibits the employment of women in “extra working hours during pregnancy and during the first 

six months after delivery” and it also prohibits employing women in dangerous or hazardous jobs and night shifts, except 

for work determined by the Cabinet.  Article (102) of the law states that: “the establishment shall provide special amenities 

for female workers”. The right to a paid maternity leave for a period of ten weeks, including at least six weeks after the 

delivery, to working women who had spent a period of one hundred and eighty days at work, was guaranteed in article 

(103) of the law. The article also prohibits the dismissal of a working woman due to maternity leave, unless it is proven 

that she worked at another workplace. Article (104) of the law guarantees working mothers the right to “….a period or 

periods for breastfeeding during work hours, the total of which shall not be less than one hour per day for a period of one 

year from the date of delivery”, providing that the hour shall be counted as part of the daily working hours. Article (105) 

stipulates that: “according to the interest of labor, a working woman may take leave without pay to care for her child or 

to accompany her husband.”

The Palestinian Labor Law needs to be amended from a gender perspective in order to become a tool for 
promoting gender equality.  

The Palestinian Labor Law does not define discrimination, and does not state measures required from employers to ensure 

equality and non-discrimination at work. Nor does it provide protection from violence and harassment at work, including 

gender-based violence, to working women and men. The law grants working women a maternity leave for only 10 weeks, 

which is less than the international standard, and does not provide for adequate measures or facilities for workers with family 

responsibilities. Finally, there is an issue with enforcing the law, specifically when it comes to the right to minimum wage.

1.3. Sustainable Development Goals 2030 
The State of Palestine has adopted and is working to localize and achieve the 2030 Sustainable Development Goals, which 

2 Palestinian Basic Law, Article (25).	
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is a plan to achieve a better and more sustainable future for all by achieving seventeen goals. These goals address the global 

challenges we face, including those related to poverty, inequality, climate and environmental degradation, prosperity, peace, 

and justice. In addition to the interdependence of the goals, and to ensure that no one is left behind, it is important to achieve 

each of these goals by 2030. 

The fifth goal is to achieve gender equality and the empowerment of all women and girls, this means, inter alia, the elimination 

of all forms of discrimination against women and girls everywhere, including the elimination of all forms of violence against 

all women and girls in the public and private spheres; the full and effective participation of women and equal opportunities 

for leadership on an equal basis with men at all levels of decision-making in political, economic and public life; reforms to 

empower women with rights to ensure access to equal economic resources, as well as access to property and disposition of land 

and other property, financial services, inheritance, and natural resources, under national laws; and to adopt sound policies 

and enforceable legislation and strengthen existing policies and legislation to advance gender equality and the empowerment 

of all women and girls at all levels.

The eighth goal, is to promote sustained, inclusive and sustainable economic growth, full and productive employment and 

decent work for all includes: the achievement of full and productive employment, decent work for all women and men, 

including youth and persons with disabilities; equal pay for work of equal value, by 2030. The adoption of immediate and 

effective measures to eliminate forced labor and end modern slavery and human trafficking to ensure the prohibition and 

eradication of the worst forms of child labor, including recruitment and use of child soldiers, to end child labor in all its forms 

by 2025. The protection of labor rights and the promotion of a safe and secure working environment for all workers, including 

migrant workers, in particular migrant women, and those in precarious jobs. 3

1.4. The most important legislative and procedural gaps related to women’s work in Palestine according 

to previous studies  

First: Participatory monitoring of progress on reducing gender gaps in the world of work, published by the Democracy 
and Workers’ Rights Center in 2023, which highlights the effectiveness of related national and local policies, strategies 
and programs including: 

- Lack of mechanisms within the national legislations to enjoy rights within the labor sector:

According to international labor standards, labor inspection and monitoring the implementation of legislation is a purely 
governmental task, and therefore it must provide qualified crews to do so, in addition, governments must provide the teams with 
all the requirements and equipment for the implementation of these tasks. The reports of the Inspection Department indicate 
the lack of sufficient number of labor inspector, and this is the most prominent challenge in the process of implementing 
legislation. The lack of deterrent punitive system for violating labor legislations, is not commensurate with the damage and harm 
caused to workers whose rights are violated, as the penalties for violations are limited to a fine of up to 500 Jordanian Dinars, 
which makes it easier for employers violating the law to pay the fine than to abide by the provisions of legislations. It should 
also be noted that the penalties apply to Chapters V to IX of the law, and therefore the provisions preceding these chapters are 
omitted from the penalties, chapters which include important provisions, most notably equal opportunities and the prohibition 
of discrimination.

- Gender-based violence, including sexual harassment

Labor legislations do not address violence in general, nor gender-based violence, despite the existing of existence of all form 
of violence at work. The complete absence of specific laws criminalizing gender-based violence including sexual harassment at 
work is problematic and has serious consequences for women. 

3  Sustainable Development Goals 2030.United Nations https://www.un.org/sustainabledevelopment/	
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- Minimum Wage

The Labor Law introduces minimum wage, in the second paragraph of article (87), which stipulates: “the determination of the 
minimum wage has to be issued through a decision by the Council of Ministers.”4  The Council of Ministers’ decision to determine 
the minimum wage was issued in 20125,  and amended through Council of Ministers’ Resolution No. (4) of 2021 on the 
application of the minimum wage in Palestine6. However, the implementation of the decision is still fragmented, creating a wage 
gap between men and women in Palestinian society, especially since women, in general, are the ones to whom the provisions 
of the law are not applied, especially that the supervisory role of the Ministry of Labor needs the development of measures to 
ensure the implementation of the law. Moreover, the minimum wage is not applied in the Gaza Strip, except in narrow limits.

- Social Security

Despite the adoption of a Social Security Law in Palestine to complete the legislative framework for the labor sector, the law7 
has been suspended, and Palestine still lacks a social security law, which constitutes a major gap, especially for working women, 
who are in dire need for social security. The law is particularly important to address the problem of women’s access to paid 
maternity leave in the private sector, as it would introduce a maternity leave benefit financed through contributions of employers 

and workers.

- Issues related to women’s employment that need to be amended in legislation, such as maternity leave, nursing hour, 

probationary period of work, termination of employment contract for technical reasons, and the penal system.

Second: A study on Discrimination in the Palestinian Labor Market: A Gender Perspective, 2011, published by Muwatin 
Institute for Democracy and Human Rights:

Among its results, the study indicated that during the past years, decision makers, planners, and the civil society faced 

and are still facing many challenges to achieve a complete gender equality, including Israeli procedures through the 

dismemberment of population centers in the West Bank, the policy of cantons, and the blockade imposed on the Gaza 

Strip. This has resulted to an economic crisis in the Palestinian territories, slow economic growth, and the weak capacity 

within the productive sector to provide employment opportunities especially for new graduates, which is evident in the 

high unemployment rates, especially in the Gaza Strip. In addition, the prevailing culture around women’s employment 

and the prevailing stereotypes of traditional jobs for women, especially in light of the scarcity of jobs. As well as the 

absence of the legislative authority to pass additional laws supporting this cause. Those challenges have crystallized 

weaknesses in achieving equality as it should be in the field of work. 

- In the governmental sector (civil service), there is no quantitative discrimination, especially that there is a low demand 

for jobs by women. However, women occupy lower-level positions than men, as men work in supervisory positions, 

especially managerial positions or higher. This could be a result of the cultural norms. 

- Discrimination at work is evident within the private sector, where there is usually non-abidance with laws. Clear 

discrimination in job offers can be noticed, often providing low-service jobs in addition to a low number of jobs, with 

few options for women.

- There is a gap between women and men’s average wages, although the rate decreases if the educational degree is higher. 

In intermediate qualifications (diploma), the gap is narrow, due to the convergence of professions and positions for both 

men and women. However, for bachelor’s degree holders, the wage gap between men and women increases, as women 

work in lower positions tan men leading to this visible gap. 

4 The Palestinian Labor Law, No. 7 of 2000, Article 87.

5 Cabinet Resolution No. (11) of 2012 on the Adoption of the Minimum Wage in All Areas of the Palestinian National Authority.

6 Cabinet Resolution No. (4) of 2021 regarding the implementation of the minimum wage in Palestine.

7 Law by Decree No. (19) of 2016 on Social Security.
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- When it comes to legislative procedures related to gender equality within the labor sector, it was found that the lack of 

legislative policy for equality at work is a result of the absence of hierarchical elements in legislations related to labor, as 

the labor law was adopted before the adoption of a Trade Union Law, which led to the suspension of the enforcement of 

many approved legislative provisions, and the legislation related to equality at work lacked the element of accompaniment. 

In addition, the regulation and codification of labor legislation in the public service preceded legislation in the private 

sector, which affected the rights of male and female workers and guarantees of equality in both sectors. However, public 

sector employees were granted higher guarantees than those granted to private sector workers.

- Labor legislations still include a gap in gender equality as a result of the absence of the role of women in their reproductive 

role, and not recognizing it as paid work, and the lack of sensitivity of these legislations to the three roles of women 

“reproductive, productive, and social”, as these legislations are characterized as gender-blind, the principle of legal equality 

was not linked to providing an umbrella of support and assistance for working women to facilitate their involvement in 

the labor market and reduce their burdens, such as providing childcare homes and nurseries near work facilities, and 

mothers were not granted leaves that enable them to care for their sick children and in some cases maternity leave has 

even been shortened.

- The tripartite study also included recommendations for legislative amendments to enforce equality and justice in the 

labor market from a gender perspective.

Third: The scope of economic and social discrimination faced by women wage workers in the private sector Master’s 
Thesis, An-Najah National University, 2017:

The study sought to characterize the economic and social realities of women and determine the degree of economic 
and social discrimination faced by women working in the private sector. The study attempted to determine the amount 
of economic and social discrimination practiced against women working in the private sector, and the reasons behind 
women’s acceptance of such acts, if any. The study society consists of women working in the private sector registered 
within the Labor Office, and the study was conducted on a sample of (312) women workers. The study’s results include: 
the existence of social and economic discrimination against women working in the private sector, women workers lack 
awareness about their labor rights, women are receive wages below the minimum wage, women’s labor rights are not 

recognized, and women accept discrimination due to lack of job opportunities, economic need, and low self-esteem.

International conventions, including ILO conventions, require member States to combat all forms of discrimination 

against women at work. The Palestinian Basic Law and the Palestinian Labor Law also stipulate the right to          

non-discrimination and decent work. However, there are numerous legal and procedural gaps related to women 

employment. These gaps need to be addressed through modern legislation in line with international standards and 

which includes procedures that guarantee law enforcement.  
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Chapter two: Statistics on the situation of women’s work in Palestine

2.1. Labor force participation and unemployment 

The labor force participation rate among individuals aged 15 years and above reached 45% in 2022. The participation rate 

of men was 70.7% compared to 18.6% for women. Moreover, the labor force participation rate in the West Bank was 47.5% 

(75.3% for men and 18.7% for women), while in the Gaza Strip it was 41.0% (63.4% for men and 18.3% for women)8.  

Figure No. (3): Labor force participation according to sex and geographical area in 2022

Women’s participation in the labor market is generally low. Men’s participation in the labor market is four times 
higher than women’s participation. Despite overall lower labor force participation in the labor market in the 
Gaza Strip compared to the West Bank, women›s participation in both the West Bank and the Gaza Strip is low 

and at the same level.

Figure No. (4) : Unemployment rates according to sex and geographical area in 2022

8  PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (29)
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The unemployment rate in Palestine during the year 2022 was 24.4% (20.3% for men and 40.4% for women). By 

geographical area, the West Bank’s unemployment rate was 10.6% for men, compared to 23.7% for women, while in the 

Gaza Strip, the unemployment rate was 39.1% for men and 67.4% for women in the labor force.9

Women’s unemployment rate is higher than men’s unemployment rate in both the West Bank and the Gaza Strip. 

Moreover, women’s unemployment rate is significantly higher than men’s unemployment rate in the Gaza Strip, 

and also higher compared to women’s unemployment rate in the West Bank.

Unemployment and years of education: 
- The results indicated that (0.2%) of unemployed men had no education, while none of the unemployed women were in 

this category.

- 9.1% of unemployed men have completed (1-6) years of education, compared to (0.5%) of unemployed women with the 

same years of education.

- 21.6% of unemployed men have completed 7-9 years of education, compared to 1.6% of unemployed men with the same 

years of education.

- 40.6% of unemployed men have completed (10-12) years of education, compared to (7.5%) of unemployed men with 

the same years of education.

- 28.5% of unemployed men have completed (13) years of education and over, compared to (90.4%) of unemployed 

women with the same years of education. 

Figure No. (5): Link between years of education and sex, and unemployment rates

Relationship between employment and marital status: 

Data indicate that 36% of men and women participants in the labor force have never been married, 62% are currently married, 
and 2% have another other social situation, but these rates vary depending on sex. The percentage of men, who have never 
been married, and are participating in the labor force reached 35.6%, while women’s percentage in the same category is 37.8%. 
The biggest divergence is in the married group, as the percentage of currently married men participating in the labor force 
was 63.5% compared to 56.1% of women. 0.9% of the men compared to 6.1% of the women were classified in the “other” 

social situation category.10

9 PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (30)

10  PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (60), Table (14).
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Figure No. (6) indicates that the participation rate in the labor force of «currently married women» is lower than 

men. Women’s participation rate in the labor force is seven times higher than men under «other» social status.

Unemployment rates and geographical areas: 
In 2022, the highest unemployment rate for women in West Bank governorates was in Jenin, where it reached 35.5%, while the lowest 
unemployment rate was in Jerusalem, reaching 5.9%. Meanwhile, in the Gaza Strip, the highest unemployment rate among women 
was in Deir al-Balah at 75.6%, while the lowest unemployment rate among women was in the North Gaza governorate at 59.1%. 11

According to figure No. (7), women’s unemployment varies considerably between the West Bank and Gaza 

Strip governorates, as well as between governorates in each area.

Female unemployment according to geographical area and refugee status: 

Women’s unemployment rate in urban areas was 42.7%, and 22.3% in rural areas. It rose significantly in refugee camps to 
53.1%. In terms of areas, in the West Bank, women’s unemployment in urban areas was at 23.7%, in rural areas at 22.3% 
and in refugee camps at 30.8%. Meanwhile, in the Gaza Strip, women’s unemployment rate in urban areas reached 67.7% 
and in refugee camps, it reached 65.5%. 12

Figure No. (8): Women’s unemployment rates and distribution according to geographical area

11  PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (67), Table (18).

12  PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (68), table (19).
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Figure No. (8) shows that women’s unemployment is generally higher in refugee camps and is significantly lower 

in rural areas, especially in the West Bank governorates.

Distribution of female and male workers according to sex, geographical area, and working status: 

In Palestine, the business owners’ percentage among the employed reached 5.4%, 6.1% among men and 2% among 

women, while the percentage of self-employed reached 14.7%, 15% of men, and 13.2% of women. The percentage of wage 

workers was 76.1%, 76% of men and 77% of women. The percentage of unpaid family members was 3.8%, constituting 

2.9% of men, and 7.8% of women.

In the West Bank, the business owners’ percentage reached 6.1%, 6.9% of men and 2.2% of women, while the percentage 

of self-employed reached 14.9%, 15.4% of men, and 12.8% of women. The percentage of wage workers was 74.7%, 74.5% 

of men and 75.8% of women. The percentage of unpaid family members was 4.3%, of whom 3.2% were men, and 9.2% 

were women.

At the same time, in the Gaza Strip, the business owners’ percentage reached 3.5%, 3.9% of men and 1.4% of women, 

while the percentage of self-employed reached 14%, 13.8% of men, and 15% of women. The percentage of wage workers 

was 80.3%, 80.2% of men and 81.3% of women. The percentage of unpaid family members was 2.2%, of whom 2.1% of 

men, and 2.3% of women13. 

Figure No. (9): Distribution of workers according to sex and working status in 2022

According to Figure No. (9), the percentage of women entrepreneurs is significantly lower than that of men by 

one-third, while the percentage of unpaid women working in the family business rises to 7.8% of the total women 

workers, as compared to 2.9% for men.

2.2. Average daily wage for wage workers in Palestine: 
The daily wage for working men in Palestine is 150.6 NIS, while for women, it is 105.9 NIS.14  In the West Bank, the daily wage 
for working men is 130.5 NIS, while for women it is 108 NIS. The average daily wage is significantly lower in the Gaza Strip, 
as the daily wage for men is 51.9 NIS and there is insufficient data for women. 

13 PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (75), Table (28).

14 PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (75), Table (28).
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Figure No. (10): Average daily wage in NIS for wage workers in Palestine according to sex in 2022

Figure No. (10) indicates that women’s daily average wage is only 70% of men’s average wage in Palestine.  

Female and male wage workers in the private sector:

The number of wage workers in the private sector in Palestine reached (427,400), of whom (359,900) are men, and (67,500) 
are women. In the West Bank, there are (297,100) wage workers, in which (244,100) of them are men, and (53,000) are 
women. During the same period in the Gaza Strip, there are (130,300) wage workers, of whom (115,800) are men, and 

(14,500) are women15. 

Figure No. (11): Female and male wage workers in the private sector in Palestine according to sex, 2022

Figure No. (12): Wage workers in the Palestinian private sector according to geographical area and sex, 2022

15 PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (94), Table (48).	
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According to figures No. (11) & (12), 69.5% of workers are wage workers in the private sector in the West Bank 

and their percentage in the Gaza Strip is 30.5%. However only 15.8% of the Palestinian private sector workers 

are women, (18%) in the West Bank and (11%) in the Gaza Strip.

The average monthly wage for workers paid less than the minimum wage of (1880 NIS) in 2022:

The average monthly wage for workers paid less than the minimum wage in the West Bank reached 1516 NIS for men 

and 1291 NIS for women. In the Gaza Strip, the average wage for workers paid less than the minimum wage was 703 NIS 

for men and 638 NIS for women.

Figure No. (13): Average monthly wage for workers paid less than the minimum wage in Palestine according to the 

geographical area & sex in 2022

Figure No. (13) indicates gender-based discrimination in the monthly wages of those paid less than the minimum 

wage in both the West Bank and the Gaza Strip.

Average monthly income for the self-employed in Palestine in 2022:

The average monthly income rate in NIS for self-employed persons in Palestine was 4327 NIS, reaching 4441 NIS for men, 
and 2815 NIS for women16.

16  PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (96), Table (50).
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Figure No. (14): Average monthly income rate the self-employed in Palestine in 2022

In Figure No. (14), the average monthly income in shekels for self-employed women in Palestine is 63.3% of the 

monthly average income for self-employed men.

Average daily wage for wage workers, who are graduates holding intermediate or higher diplomas in Palestine 

by sex in 2022: 

The average daily wage rate in shekels for wage workers, who are graduates holding an intermediate or higher diploma 

was 134.8 NIS in Palestine, amounting to 146.5 NIS for men and 113.6 NIS for women.17

Figure No. (15): Average daily wage rate for wage workers, who are graduates holding intermediate or higher diplomas in 

Palestine by sex in 2022

Figure No. (15) indicates that there is gender-based discrimination in the average daily wage in shekels for wage 

employees among graduates with an intermediate or higher diploma qualification, and that women’s wage is about 

77.5% of men’s wage.

Long-term unemployment rate (12 months and more) for individuals aged 15 years or more in Palestine by 

geographical area and sex

17  PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (98), Table (52).
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The long-term unemployment rate (12 months and more) for individuals aged 15 and over in Palestine reached 39.5%, 

17.8% for men, and 51% for women. In the West Bank, it reached 10.4% for men and 37.1% for women. In the Gaza Strip, 

it reached 62.1%, 31.4% for men and 79.4% for women.18

Figure No. (16): Long-term unemployment rate (12 months and more) for  individuals aged 15 years and over in Palestine 

by geographical area and sex

Figure No. (16) indicates that the long-term unemployment rate (12 months and more) for individuals aged 15 or more 

is higher among women than men in both the West Bank and the Gaza Strip.

The average period of unemployment in months for unemployed persons in Palestine by geographical area and sex 

in 2022:

The average period of unemployment in months for unemployed persons in Palestine was 12.8 months, 7 months for men 
and 15.8 months for women. In the West Bank, people remained unemployed for an average period of 8.8 months before 
obtaining a job, 4.5 months for men and 11 months for women, while the period of unemployment reached 20.5 months 
in the Gaza Strip, 11.6 months for men and 25.6 months for women. 19

Figure No. (17): Average unemployment period in months for unemployed persons in Palestine according to the 

geographical area and sex

18 PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (106), Table (63).

19  PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (106), Table (65)
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 Figure No. (17) indicates that the average unemployment period in months for unemployed persons in Palestine is high

.among women compared to men in both the West Bank and the Gaza Strip

The percentage of youth (15-24 years), who are unemployed and not studying/training in Palestine by 
geographical area and sex, 2022:

The percentage of youth (aged 15-24), who are not in employment, education, or training in Palestine reached 29.1%, 
24.3% of men and 34.2% of women. In the West Bank, the percentage reached 24.3%, 17.4%) of men and 31.4% of women. 
In the Gaza Strip, the percentage reached 36.4%, 34.5% of men and 38.4% of women. 20

Figure No. (18): Percentage of youth aged (15 - 24) years, who are not in employment, education or training by 

geographical area and sex

Figure No. (18) indicates that the percentage of young people aged (1524- years) not in employment, education or 

training is high among women in both the West Bank and the Gaza Strip compared to men.

2.3. Fields of study and the link with the labor market for individuals aged (20-29 years):

According to the PCBS, the number of applicants for the Tawjihi exam (high school exam) reached 87,817 in the academic 
year 2022/2023, while the number of graduates of the Palestinian higher education institutions reached 46,225 graduates 
in the academic year 2021/2020. The local market annually accommodates the rate of 3,000 job opportunities for fresh 
graduates. 21

20  PCBS, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-Palestine, page (117), Table (77)

21 PCBS Educational fields and labor market among individuals aged (2029- years) in 2022. 
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Table No. (1): The distribution rate of individuals aged (20-29 years) with an intermediate diploma or bachelor’s degree in 
Palestine and unemployment rate for the same category by field of study and sex in 2022

Field of Education

Percentage of Individuals (20-29 years) 
with an Intermediate Diploma or 

Bachelor’s Degree

Unemployment Rate of Individuals 
(20-29 years) with an Intermediate 

Diploma or Bachelor’s Degree

women men total women men total

Business and 
Administration 26.4 28.0 26.9 62.1 32.2 46.6

Education 19.3 7.6 15.3 67.6 45.3 62.4

Health 9.1 13.0 10.4 42.0 38.0 40.2

Languages 10.8 3.9 8.4 62.8 51.7 60.8

Engineering 3.2 9.4 5.4 63.0 26.6 34.5

Law 4.4 6.6 5.2 66.3 32.5 45.4

Information and 
Communication 

Technologies (ICTs)
3.6 6.3 4.5 60.2 45.0 51.9

Social and behavioral 
sciences 5.1 3.0 4.4 77.9 40.6 64.1

Arts 3.5 3.8 3.6 60.0 40.5 51.1

Welfare 4.4 2.5 3.6 69.4 43.3 61.0

Architecture and 
construction 1.4 7.0 3.4 39.8 38.1 38.6

Physics 3.0 1.5 2.4 78.0 27.0 55.9

Media and journalism 1.3 3.6 2.1 56.0 36.4 42.4

Total 100 100 100 66.4 38.4 52.6

Figure No. (19): Unemployment rate among individuals (20-29 years) in Palestine with an Intermediate Diploma or Bachelor’s Degree
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According to Table No. (1) and figure No. (19), the unemployment rate for young women (2029- years) with an 
intermediate diploma or bachelor›s degree is higher than for young men in all fields of education, rising to very high 

rates in certain fields, such as social and behavioral sciences and physics.

Table No. (2) Unemployment duration (months) for individuals (20-29 years) in Palestine with an intermediate diploma or 
bachelor’s degree for selected fields of study and sex, 2022 22

Field of Education
Both 

Sexes

Sex

Men Women

Business and Administration 17.9 15.3 19.4

Education 18.1 13.3 19.1

Health 13.5 10.6 15.6

Languages 19.2 17.3 19.5

Engineering 13.4 12.8 14.3

Law 19.5 19.7 19.3

Information and Communication Technologies 

(ICTs)
14.5 17.2 12.0

Social and behavioral sciences 15.6 - 16.8

Arts 14.3 8.6 17.5

Welfare 17.1 - 20.0

Architecture and construction 12.6 13.0 -

Physics 17.8 - 20.1

Media and journalism 14.9 13.0 -

Figure (20): Unemployment duration (months) for individuals (20-29 years) in Palestine with an intermediate diploma or 
bachelor’s degree for selected fields of study and sex

22  PCBS 2023. Database of Labor Force Survey, 2022. Ramallah-Palestine
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Data in Table No. (2), and figure No. (20) indicate that the period of unemployment is up to 20 months for certain 

educational field, especially for women.

2.4. Women and higher education in Palestine:
The number of Palestinian university students was (203,600) of whom (76,900) were men and (126,700) were women, 
with a parity guide23  of 1.65 in favor of women. There were (11,100) students in community colleges in Palestine, of whom 
(5,200) were men and (5,900) were women with a parity guide of 1.13 in favor of women24.  There is a clear dominance of 
female students in certain fields of education including: health, welfare, business and administration, law, and education. 

Figure No. (21): Number of women compared to men in Palestinian universities

According to Figure No. (21), the percentage of women in Palestinian universities is higher than the percentage of men, 

but it is concentrated in stereotypical educational fields, which suffer from high unemployment.

Women in various employment sectors:

The percentage of women employed in the public sector (civil and military) in Palestine was 33.2% of total employees, 
compared to 17.7% of men. While in the private sector, women’s employment rate reached 65.7% compared to 65.9% 
among men. Employment rates among women working in Israel and settlements reached 1.1% compared to 16.4% among 
men.   25

Figure No. (22): Women’s employment in various work sectors compared to men

23  32 Parity Guide = Female Index Value/Male Index Value, if less than 1 in favor of males, above 1 in favor of females.

24  PCBS: Women and Men in Palestine Issues and Statistics, 2022. Page (33)

25  PCBS: Women and Men in Palestine Issues and Statistics, 2022. Page (62)
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Figure No. (22) indicates that women are mostly employed in the private sector, reaching a percentage of 65.9 % compared 

to 33.2% of women employed in the public sector. 

2.5. Women & girls in vocational education in the West Bank and the Gaza Strip:

According the Annual Educational Statistical Book (2021/2022), there were 10,460 students enrolled in Palestinian 
vocational schools from the tenth to the twelfth grade, out of a total of 265,838 students in secondary education. The 
number of female students enrolled in vocational education was 3,523, compared to 6,937 male students. The number of 
female students enrolled in vocational education in the West Bank was 3,048, equaling 3.6% of female secondary school 
students, while the number of male students enrolled in vocational education in the West Bank was 6,276, equaling 
9.7% of male secondary school students. In the Gaza Strip, 475 female students were enrolled in vocational education, 
representing 0.8% of the Gaza Strip’s total number of female secondary school students, compared to 661 male students, 
representing 1.2% of the total number of male secondary school students. 26

Figure (23): Enrollment rates in vocational education according to sex and geographical area, 2022

Figure (23) indicates that girl’s enrolment in vocational education is very low, compared with the total number of female 

students at the secondary level, or compared to male students. This percentage is even lower in the Gaza Strip.

2.6. Number of women and men employed in the Public Civil Sector in Palestine by job title and sex:
There are  91,075 employees in the civil sector in Palestine, of whom 48,297 are men and 42,778 are women, constituting 
about 47% of the employees in the civil public sector27 , but data indicates that the percentage is decreases steadily in more 
senior positions, as is shown in figure (24).  

26 Annual Educational Statistical Report 20212022-, issued by the Ministry of Education, page (25) Table No. (8)

27 PCBS: Women and Men in Palestine Issues and Statistics, 2022. Page (65).
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Figure No. (24): Number of women and men employed in the Civil Public Sector in Palestine by job title and Sex

Figure No. (25): Percentage of women and men employed in the Civil Public Sector in Palestine by job title and sex

Figures No. (24) and No. (25 indicate that despite the high percentage of women in the public civil sector, this percentage 

consistently decreases in senior positions, reaching only 8.5% at the top of the career ladder (Deputy Minister), although 

women account for 47% of the total number of employees in the public civil sector.

2.7. The percentage of women in the security sector: 

Women make up approximately 6.0% of the total number of employees in the security forces. This percentage increases 
and decreases depending on the department. For example, it increases in the security services finance, administration, 
and management departments28 .  The percentage of women in the Palestinian Police Service is 5.8%29 , while it reached 
8.1% in the Customs Department at the beginning of 202230  compared to 47% in the civil service according to the data 
of the General Personnel Council31. 

28 Annual Comparative Expenditure Report 2022 of the Ministry of Interior and National Security, Issued by Miftah institution, 2023.

29 PCBS: Women and Men in Palestine Issues and Statistics, 2022. Page (78).

30  interview with General Eyad Barakat, Commander of the Customs Police, Al-Hayat Al-Jadeeda newspaper 312022/3/ http://alhaya.ps/ar/Article/132108

31 Civil Service in Figures, Public Employees› Office, Ramallah, February 2022.	



26 27

The highest percentage of women is concentrated at the rank of lieutenant, sergeant, captain, commander and lieutenant 
colonel.

Figure No. (26): Percentage of women in the security sector compared to men

According to Figure No. (26), there is a gender gap in employment in the security sector, where women make up only 6%, 
although the security sector has (52,410)  employees . It is inconsistent with the percentage of women in society, or their 

percentage in the public service.

32

Percentage of women employment in the public sector in the de facto government in the Gaza Strip:

The number of employees in the civil service in the Gaza Strip was (36,699), of whom (13,311) were women and (23,388) 
were men. Meaning that the percentage of women is (36.3%). 33 It should be noted that there is a lack of available detailed 
data on the percentage of women in the de facto Authority’s security services in the Gaza Strip.

Figure No. (27): Number of women employed by the de facto government›s public sector in the Gaza Strip 2022

Figure No. (27), indicates that only 36.3 % of employees in the civil service in the Gaza Strip are women, which is 

disproportionate with the percentage of women in society.

2.8. Indicators on women’s participation rate in public office in decision-making positions in Palestine34

- Percentage of women in the Palestinian National Council: 18.9%
- Percentage of women in the Palestinian Central Council: 22.5%
- Percentage of women in the Executive Committee of the Palestine Liberation Organization: 0%
- Percentage of women in the current Palestinian Government: 11.5%
- Percentage of women as heads of local bodies in Palestine: 1.1%
- Percentage of women ambassadors: 10.8%
- Percentage of women judges: 19.2%
- Percentage of women on the boards of agricultural, industrial, and commerce chambers in Palestine: 1%
- Percentage of women members of corporate councils registered with the Capital Market Authority: 7.9%

32 Draft of the General Budget Law 2022.	

33 Civil Service in Figures, Public Employees› Office, Gaza, page (2).

34  PCBS: Women and Men in Palestine Issues and Statistics, 2022.	
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Summary:

- There is gender-based discrimination against women in employment, as reflected in women’s low participation rates in 
the labor force or high unemployment rates in both the West Bank and the Gaza Strip.

- There is gender-based discrimination against women in wages in both the West Bank and the Gaza Strip.

- There is gender-based discrimination in women’s access to education, where women’s participation is concentrated in 
stereotypical disciplines which exacerbates the unemployment of women with university degrees.

- There is gender-based discrimination against women’s access to leadership positions within the governmental sector in 
both the West Bank and the Gaza Strip.

- There is discrimination and a gender gap in women’s participation in the West Bank’s security forces according to 
available data.

- The percentage of women entrepreneurs is lower than men (one-third), yet the percentage of women working in family 
businesses without receiving any wages is higher than men. 

- The unemployment period in months for unemployed persons in Palestine is high for women in both the West Bank 
and the Gaza Strip, compared to men.

- The percentage of young people (15-24 years old) who are not in work, education or training in Palestine by region and 
sex is high among young women in both the West Bank and Gaza Strip compared to young men.

- The representation of Palestinian women in decision-making and public positions is low and does not correspond to the 
percentage of women in the Palestinian society.

- The percentage of women in vocational education remains low, which is later reflected in women’s employment 
opportunities.
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Chapter three: Findings and analysis of the field study (questionnaires & interviews)

3.1. Study population, study sample, and distribution of the study sample according to demographic variables

In order to achieve the main objective of the study, which is identifying aspects of gender-based discrimination in the 

Palestinian labor market, the researcher used questionnaires and guided interviews as research tools. A questionnaire 

was developed targeting women working in the private sector, and another questionnaire targeted women working in the 

public sector. Each questionnaire included the demographic variables for the study sample, in addition to five research 

fields, which are:

Discrimination in providing 
job opportunities 

The study population is comprised of working women in Palestine (the West Bank & the Gaza Strip), working in the 

private sector, including the civil society sector, the public sector (both civil & security institutions), local authorities, and 

the United Nations Relief and Works Agency (UNRWA).  

The study sample includes 650 women from the West Bank and Gaza, working in various sectors (public, local authorities, 

private, civil…etc.). 621 (i.e. 95.5%) of the questionnaires were correctly filled.

Table (3): Distribution of useable questionnaires on a geographical and sectorial basis

 Area Private sector Public sector Total

West Bank 226 126 352

Gaza Strip 150 119 269

Total 376 245 621

Figure (28): Geographical distribution of the questionnaire’s sample

The researcher conducted intensive interviews with relevant stakeholders, including: women workers, employers, 

relevant ministries (Labor Ministry, Social Development Ministry, and Finance and Planning Ministry), the 
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Palestinian Employment Fund, trade unions, researchers & experts, federations, chambers of commerce, feminist 

associations concerned with entrepreneurship, etc (details about interviewed stakeholders are provided in annex).

Distribution of the study sample according to demographic variables:

Figure (29): Distribution of the study sample according to the academic qualifications of respondents
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Figure (30): Distribution of the study sample according to the geographical area
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Figure (31): Distribution of the study sample according to the age group of respondents
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Figure (32) – Distribution of the study sample according to women’s marital status

Figure (33) – Distribution of the study sample according to labor sector

Figure (34) – Distribution of the study sample according to the number of female & male workers employed by the 
establishment

Figure (35): Distribution of the study sample according to the type of work contract
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Figure (36):  Distribution of the study sample according to the type of contract for women workers with a contract

66.7%

33.3%

The workplace has male workers

There are no male workers

5.7%

94.3%

Women workers with a disability

Women workers without a disability

Figure (37): Distribution of the study sample according to 
the number of working men at the workplace

Figure (38): Distribution of the study sample according to 
disability

Figure (39): Distribution of the study sample according to type of disability (this includes only the sample of women 
workers, who have a disability)

64.7%

23.5%

11.8%

Mobility impairment Hearing impairment Visual impairment Mental impairment

The study sample of 621 girls and women, as detailed in figures 28 to 38, is distributed according to demographic variables 
and in a way that reflects the distribution of women workers on the ground, in addition to targeting women workers with 

disabilities through a representative percentage.  
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Findings and analysis of the field study:

The findings and analysis of the five study fields will be presented through two sections. The first section addresses the 
situation in the private sector, including the civil society sector, while the second section addresses the situation in the 
public sector (civil & security), local authorities, and the UNRWA.

Gender-based Discrimination in the Private Sector 

3.2.1. Discrimination in job opportunities in the private sector

Table (4): Study sample’s average responses on discrimination in job opportunities in the private sector

# Questions Yes No
I don’t 
Know

1 Have you been exposed to discrimination in accessing a job opportunity? 38.6% 57.7% 3.7%

2
Have you been exposed to discrimination since you entered the 

labor market?
39.7% 57.6% 2.7%

3
Have you been exposed to discrimination in seeking to obtain a job 

opportunity during the past two years?
37.0% 58.4% 4.6%

3 Do you believe that ads for job offers are designed for men? 22.8% 63.6% 13.6%

Cases are attached 
for further 
guidance

Was a man preferred for a job although he had fewer educational 
qualifications?

32.2% 57.1% 10.7%

5
Have you been asked questions about your social status, such as 

“are you married”, “do you have kids”, …etc? 
54.5% 41.1% 4.4%

6
Did you receive any comments about your appearance during a job 

interview?
32.1% 62.0% 5.9%

7 Did you renounce any of your rights to obtain a job? 21.4% 74.1% 4.6%

8

If you are a woman with disability, have you been exposed to 
discrimination because of your disability? For example: not getting 
a reply to the job request, questions about your ability to work, how 

will you be able to reach work…etc. 

8.5% 34.5% 57.0%

9
Have you been offered a low wage that does not suit the job 

opportunity, nor your experience and capacity? 
52.4% 35.3% 12.2%

10 Has the job been offered to you on a fair basis with men? 22.6% 67.7% 9.7%

11
Have you been exposed to discrimination in obtaining a job 

opportunity for being married?
22.5% 54.0% 23.6%

12
Have you been exposed to discrimination in obtaining a job 

opportunity because you have children?
24.7% 53.7% 21.6%
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Figure (40) - Study sample’s average responses on discrimination in job opportunities in the private sector

In table No. (4) & figure No. (40) on discrimination in job opportunities in the private sector, the researcher 

noted the following:

- Around (39%) of female workers, were exposed to negative discrimination when obtaining a job opportunity. This 
percentage was higher in the Gaza Strip reaching about (43%) compared to (36%) in the West Bank. 

- One third of the surveyed female workers (32%) indicated that employers preferred employing a man although he had 
fewer educational qualifications. This percentage was higher in the West Bank reaching (38%) compared to (21%) in the 
Gaza Strip. 

- Most of the surveyed female workers (55%) indicated that they have been asked about their social statute. This percentage 
was higher in the Gaza Strip reaching (67%) compared to (51%) in the West Bank. 

- One third of the surveyed female workers (32%) indicated that they have received comments about their appearance 
when attending a job opportunity. The percentage was higher in the West Bank reaching (35%) compared to (26%) in the 
Gaza Strip. 

- (21%) of the surveyed female workers relinquished some of their rights to obtain a job. This percentage increases in the 
Gaza Strip reaching (24%) compared to (19%) in the West Bank.

- Most of the surveyed female workers (52%) indicated that they received a low wage that does not suite their job nor their 
experience and capacity. This percentage increases in the Gaza Strip reaching (61%) compared to (46%) in the West Bank.

- A vast majority of the surveyed female workers (68%) indicated that they did not get the chance to work in equal 
conditions as men, this percentage increases in the Gaza Strip reaching (76%) compared to (62%) in the West Bank.

- (22.5%) of the surveyed female workers indicated that they have been exposed to discrimination in job opportunities for 
being married. This percentage increases in the West Bank reaching (24%) compared to (20%) in the Gaza Strip. 

- (25%) of the surveyed female workers indicated that they have been exposed to discrimination in obtaining a job 
opportunity, because they have children. This percentage is higher in the Gaza Strip, reaching (26%) compared to (24%) 
in the West Bank. 

- Female workers in the study sample noted the existence of discrimination against women with disabilities, and the 
percentage was higher in the Gaza Strip compared to the West Bank. 

Mrs. Suha Kan’an, the director of the Labor Statistics Department at the Palestinian Central Bureau of Statistics, indicated 
that it is important to take measures at the national level to facilitate women’s entry into the labor market especially with 
the existence of discrimination in obtaining job opportunities in Palestine35. While Mr. Mohammed Qutqut, the director 

35  Interview with Suha Kan’an, the director of the Labor Statistics Department/PCBS, September 2023.	
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of the Chamber of Commerce, Industry and Agriculture in Qalqilya Governorate, stressed the existence of gender-based 
discrimination in obtaining job opportunities according to the employers’ needs, and the prevailing social norms. He 
also pointed out the necessity of creating and strengthening a social culture that supports women, her ability to work, in 
addition to the importance of developing initiatives by women to lead their own business, and not to relay only on the 
employment provided by employers. Mr. Mohammed Qutqut also noted that there are many success stories of women in 
businesses36. 

From his side, Mr. Dawoud Al Deik, the Prime Minister’s Advisor of Strategic Affairs, noted the existence of various factors 
affecting women’s participation in the labor market and gender-based violence at work, including: social norms, stereotyping 
women’s employment in specific work fields such as the sectors of education and health, and the inherited traditions assuming 
that women are weak, thus their relatives would fear to see them participate in the labor market.  health, and social science, 
whether in high school or higher education institution, affects the employment of women.    The huge rise of the percentage 
of women studying these education majors affected their changes in being employed. At the same time there is a demand for 
employees in other fields of work in which women avoid37.  

Anwar Eiz Al Dein Salah, an employee at the civil society sector and has a hearing disability, highlighted the existence 
of discrimination faced by women with disabilities in the labor market. She noted that women with disabilities, especially 
women with hearing disabilities are not accepted in the private sector, moreover, the work environment is suitable for people 
with disabilities38.

Tarik Atawi, a member of the Engineers Association and an owner of an engineer company, highlighted some reasons 
behind the existence of discrimination within the labor market including equations of supply and demand, the nature of 
specializations that are accepted at a higher range among men than women, men having the chance to work abroad, and the 
nature of work for example women avoid working as a field engineer supervisor for traditional and cultural perspectives39. 

Taghrid Naser, the representative of the Palestinian Employment Fund, said that the employment fund believes that it is 
important to solve the issue of discrimination faced by working women in the labor market. The fund considers this as a 
main issue that requires intervention, thus the fund has mechanisms and strategies to reduce the prevalence of discrimination, 
including:

• Awareness and training: awareness campaigns targeting employers to emphasize the importance of valuing women workers 
based on competencies and skills, not gender.

• Supporting women entrepreneurs: the Employment Fund encourages women to start their own businesses by providing 
financial and technical support to women’s projects.

• Periodic review of policies: reviewing recruitment and employment policies for programs and projects, and ensuring that 
the minimum employment of women is 50%.

• Cooperation with international institutions: work continuously with international organizations to exchange best practices 
and apply international human rights standards in the labor market.

• Encourage institutions to adopt equal standards: support and encourage companies and institutions to adopt equal 
employment standards, while providing fair wages to all40.

Mirna Ziyadeh, from the Palestinian Business Women’s Association “Asala”, addressed the amount of cultural, legal, social and 
psychological obstacles faced by Palestinian women, when accessing the labor market and obtaining equal job opportunities. 

36  Interview with Mohammed Qutqut, the director of the Chamber of Commerce, Industry and Agriculture in Qalqilya Governorate, September 2023.	

37  Interview with Dawoud Al Deik, the Prime Minister’s Advisor of Strategic Affairs, September 2023. 

38  Interview with Anwar Eiz Al Dein Salah, an employee with a hearing disability, September 2023.	

39  Interview with engineer Tarik Atawi, a member of the Engineers Association and an owner of an engineer company, September 2023.	

40 Interview with Taghrid Naser, the representative of the Palestinian Employment Fund, September 2023.
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She talked about the efforts undertaken by Asala’s Association, which was established in 1997, to encourage women to enter 
the labor market through its main programs (access to the labor market, capacity building, bargaining and advocacy41) . Mirna 
Ziyadeh said that Asala contributes in building women’s capacities, and supporting women with work programs in various 
sectors including: income-generating project’s administration, marketing, access to local and international markets, develop 
ideas for entrepreneurial projects, technical trainings, digital marketing, provision of fixed sales points, and implementing 
an annual exhibition. Asala also supports women in bargaining and advocacy through developing policy papers to enhance 
women’s access to decision-making positions, and to promote and support women in various important issues (inheritance, 
women’s access to decision-making positions in chambers of commerce, formalization of women’s projects, women’s access to 
non-traditional training, access to funding resources...etc.)42.

Researcher Khadijah Zahran, from the Independent Commission for Human Rights, said that the political and economic 
situation and the limited opportunities within the formal private sector and the public sector, pushed women towards working 
in the informal economy, which is subjected to distortions and imbalances that affect working women43.

Conclusions on discrimination in job opportunities in the private sector: According to the results of the survey 
and interviews with relevant stakeholders, there is gender-based discrimination in job opportunities in the private 
sector whether in the West Bank or the Gaza Strip. Discrimination also affects married women, women with 
children, and women with disabilities, limiting their chances in obtaining job opportunities. Reasons behind 
discrimination include social and cultural norms, stereotyping women’s employment in specific fields, lack of 
national policies and procedures that enhance women’s employment opportunities, and limited job opportunities 
that push women towards working in the informal economy. Official and private institutions are working towards 
enhancing women’s participation in the labor market, but these interventions need higher level of efforts for the 
adoption of legislation and national policies in education and employment, and bargaining and advocacy to change 
the existing cultural norms. 

3.2.2. Discrimination in wages in the private sector
Table (5): Study sample’s average responses on discrimination in wages in the private sector

# Questions Yes No I don’t 
know

1 Do you think that your wage is commensurate to the nature of your job? 34% 63% 3%

2 Do you think that your wage is adequate for your job title? 31% 65% 4%

3 Do your male colleagues obtain bonuses or allowances that you are deprived from? 22% 55% 23%

4 Is there discrimination in wages between men and women with the same job titles at 
your workplace? 27% 53% 20%

5 Do men have better chances in obtaining overtime working hours? 38% 45% 17%

6 Is there discrimination in the non-financial benefits granted to men compared to 
women (i.e. vacations/courses/leaves during working hours...)? 31% 50% 19%

7 If you are a women with a disability, are you paid lower wages than your female 
colleagues doing the same tasks? 7% 25% 68%

8 If you are a women with a disability, are you paid lower wages than your male col-
leagues doing the same tasks? 6% 24% 70%

9 Is there discrimination in wages between married and unmarried women? 21% 57% 22%

41 Interview with Mirna Ziyadeh, Palestinian Business Women’s Association “Asala”, October 2023.	

42 Ibid footnote 41	

43 Interview with Khadijah Zahran, the Independent Commission for Human Rights, September 2023.
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Figure (41): Study sample’s average responses discrimination in wages in the private sector

In table No. (4) & figure No. (40) on discrimination in job opportunities in the private sector, the researcher noted 

the following:

- A vast majority of the surveyed women workers (63%) indicated that the wage received does not suit the nature of job 

they are doing; the percentage is higher in the West Bank reaching (65.3%) compared to (60.4%) in the Gaza Strip.

- A vast majority of the surveyed women workers (65%) indicated that the wage received does not suit their job title, the 

percentage is higher in the Gaza Strip reaching (68.9%) compared to (61.3%) in the West Bank.

- (22%) of the surveyed working women indicated they do not receive bonuses and allowances as their male colleagues, 

the percentage is higher in the West Bank reaching (28%) compared to (12.8%) in the Gaza Strip. 

- (27%) of the surveyed working women indicated the existence of gender-based discrimination in terms of obtaining the 

same wage for the same job title, the percentage is higher in the West Bank reaching (29.1%) compared to (24%) in the 

Gaza Strip. 

- (38%) of the surveyed working women indicated the existence of gender-based discrimination in obtaining compensations 

for overtime working hours, the percentage is higher in the Gaza Strip reaching (41.1%) compared to (36.2%) in the West 

Bank. 

- (31%) of the surveyed working women indicated the existence of gender-based discrimination in terms of obtaining 

non-financial benefits (i.e. vacations/courses/leaving during working hours...), the percentage is higher in the West Bank 

reaching (33.8%) compared to (26.2%) in the Gaza Strip.

- (20%) of the surveyed working women with disabilities indicated that they obtain less wages than their male and female 

colleagues doing the same tasks, the percentage is higher in the West Bank compared to the Gaza Strip.

- (21%) of the surveyed working women indicated that discrimination between married and unmarried women exists, the 

percentage is higher in the West Bank reaching (24.5%) compared to the Gaza Strip (14.7%).

Mamoun Odeh, the General Director of the Labor Inspection Department at the Ministry of Labor, addressed the wide 

efforts undertaken by the Ministry of Labor to ensure that women working in the private sector obtain the minimum 

wage. He mentioned that the ministry employed an additional (100) male and female labor inspectors in the West Bank, 

and that inspection visits are increasing. He however noted that they are facing an issue, when workers refuse to state 

that they are paid below the minimum wage. Mamoun Odeh also highlighted that labor inspectors are implementing 
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inspection visits to monitor the implementation of occupational safety and health conditions44. 

The annual report for the Ministry of Labor shows that labor inspectors conducted 14,041 inspection visits during 2022, 

covering 42,631 female and male workers. Inspectors undertook 5,230 legal procedures against 5,274 establishments 

found in contravention of the law; complaints against 70 establishments were filed with courts, 30 establishments were 

completely closed, and 3 establishments were partially closed45.  

A woman working in the informal economy in Nablus interviewed by the researcher indicated that women face wage 

exploitation compared to men. She mentioned that she does not obtain the minimum wage, and yet does not mention it 

for fear of losing her job, as there are no alternatives. She also refused to submit a complaint, because she is aware that 

her employer would dismiss her, as it is really hard to find a job in Nablus. This women hold a university degree in social 

sciences and could not find a job opportunity for eight years after graduation46. 

An employer from the private sector in Nablus mentioned that he is working towards paying the minimum wage, but that 

he will not be able to do this all at once, due to weak local production, high costs, and the lack of any incentives from the 

government. The employer noted the existence of wage discrimination between men and women, and believes that such 

discrimination is logic, especially since men are willing to work in occupations and in conditions that women refuse, 

including maintenance work, night shifts, delivering products outside the governorate,…etc47.  

Entrepreneur, business owner, and member of the Chamber of Commerce Fatimah Algada’ noted that there is no 

justification for gender-based discrimination in wages. Women are able to work and achieve tasks just like men, she noted 

that she provides equal wages to men and women in her company, and that women are able to achieve many things and be 

creative in the labor market. Fatimah talked about her experience in the labor market, despite being from a marginalized 

geographical region, she was able to pave the way to leadership, and received the Islamic Development Bank Award as a 

pioneering woman in the world and the Arab world, and was ranked among the top 50 women in the business sector in 

the world in 201048. 

Lama Awad, the Head of the Gender Unit at the Ministry of Labor, said that the government has a vision to eliminate 

discrimination within the labor market in line with international conventions and national plans. She highlighted the 

weakness of the legal framework and related procedures to eliminate discrimination, noting that the Palestinian Labor 

Law needs to be amended from a gender perspective49.  

Dunia Jaradat, a member of the Palestinian Union for the Deaf, and a working woman with a hearing disability, affirmed 

that the Palestinian work environment does not fulfill the needs of women with disabilities, noting that women with 

disabilities have been subjected to wage discrimination in the private sector. She said that women with disabilities obtain 

very low wages compared to women with no disabilities or compared to men. Dunia Jaradat noted that women do not talk 

about these violations due to lack of awareness and the limited work opportunities provided to women with disabilities50. 

In the same context, one of the female labor inspectors at the Ministry of Labor stated that working women oppress 
themselves, when not speaking out about discrimination at work, especially when it comes to wages and not obtaining 
the minimum wage.

44 An interview with Mamoun Odeh, the general director of the inspection department at the Ministry of Labor, September 2023. 

45  Annual report 2022, the Ministry of Labor, page (32).2023.

46  An interview with a women working at the private sector in Nablus (who preferred to stay anonymous), September 2023.

47 An interview with an employer form the private sector in Nablus, who preferred to stay anonymous, September 2023.

48  An interview with Fatimah Algada’, business women and a member of Chamber of Commerce, September 2023.	

49  Interview with Lama Awad, Head of the Gender Unit at the Ministry of Labor, September 2023.	

50  Interview with Dunia Jaradat, a member of the Palestinian Union for the Deaf, and a working woman with a hearing disability, September 2023. 	
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This happens for two reasons, either because women are afraid to lose their jobs, or because they just accept their current 
situation. Such behavior limits the intervention of the Ministry of Labor. She also noted that in order to impose deterrent 
penalties on employers, who contravene the law, it is necessary for the judicial system to strengthen penalties for repeated 
violations, especially the non-provision of the minimum wage51. 

Taghrid Naser, the representative of the Palestinian Employment Fund, ensured that the fund implements awareness 
campaigns targeting employers to inform them about the importance of valuing the work of both male and female 
workers based on their competencies and skills, rather than their gender, from an economic and moral aspects, yet 
enhance the capacities of women workers and provide them with administrative and technical skills52. 

Tarik Atawi, a member of the Engineers Association, ensured that the association is working on monitoring and enforcing 
the implementation of the minimum wage that reaches 500 JD in the engineering sector, noting that this minimum wage 
is better that the minimum wage applied in Palestine. He noted that the control and monitoring systems are the primary 
issue, and that the Engineers Association welcomes any initiative or mechanisms that would improve monitoring and 
ensure the implementation of the minimum wage53. 

In turn, Suha Kan’an, the director of the Labor Statistics Department at the Palestinian Central Bureau of Statistics, 
stressed the necessity of enforcing the legal provisions related to working women’s wages in the private sector, especially 
for women working in the informal economy, where women’s need for work is exploited, and there is no obligation to pay 

their wages in accordance with the legal provisions54. 

3.2.3. Discrimination in work conditions and work environment in the private sector
Table (6): Average of the study sample’s responses on discrimination in work conditions and work environment in the private sector

# Questions Yes No
I don’t 

know

1 Do the working conditions and environment take into consideration women’s needs? 46% 50% 4%

2 Do the working conditions and environment take into consideration the needs of 
women with disabilities? 21% 41% 38%

3 Do the working conditions and environment deprive women from obtaining job 
opportunities compared to men? 43% 44% 13%

4 Do the working conditions and environment encourage women to join the labor 
market? 46% 47% 7%

5 Does your workplace have security cameras? 49% 48% 3%

6 Do arrangements provided at work allow you to maintain your privacy? 55% 41% 4%

7 Are there any restrictions at work for using sanitary facilities? 24% 74% 3%

8 Are there any restrictions at work for praying? 26% 71% 3%

51 Interview with a female labor inspector from the Ministry of Labor, preferred to stay anonymous, September 2023	

52  Interview with Taghrid Naser, the representative of the Palestinian Employment Fund, September 2023.	

53 Interview with Tarik Atawi, a member of the Engineers Association, and an owner of an engineering company, September, 2023.	

54  Interview with Suha Kan’an, Director of the Labor Statistics Department at the Palestinian Central Bureau of Statistics, September 2023.	
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Figure (42): Average of the study sample’s responses on discrimination in work conditions and work environment in the private sector

In table (6) & figure (42) regarding discrimination in work conditions and the work environment in the private sector, 
the researcher noted the following: 

- Half of the surveyed women workers indicated that the working conditions and environment do not take into consideration 
women’s needs; the percentage is a bit higher in the West Bank reaching (51.4%) compared to (47%) in the Gaza Strip. 

- A vast majority of the surveyed working women indicated that the working conditions and environment do not take into 
consideration the needs of women with disabilities; the percentage is higher in the West Bank compared to the Gaza Strip. 

- (43%) of the surveyed working women indicated that the working conditions and environment deprive women from 
obtaining job opportunities compared to men. This percentage is higher in the Gaza Strip, reaching (46%), compared to 
(41.3%) in the West Bank.

- (47%) of the surveyed working women indicated that the working conditions and environment do not encourage women to 
join the labor market. This percentage is higher in the West Bank, reaching (48.9%), compared to (43.5%) in the Gaza Strip.

- Half of the surveyed women workers indicated that there are security cameras at work, the percentage is higher in the West 
Bank, reaching (59.2%), compared to (33.1%) in the Gaza Strip. 

- Only (55%) of the surveyed working women indicated that the arrangements provided at work allow them to maintain their 
privacy. The percentage decreases in the West Bank, reaching ab (46.1%), compared to (68.7%) in the Gaza Strip. 

- (24%) of the surveyed working women indicated that there are restrictions at work for using sanitary facilities; the percentage 
is higher in the West Bank, reaching (30.1%), compared to the Gaza Strip (14%).

- (26%) of the surveyed working women indicated that there are restrictions at work for praying; the percentage is higher in 
the West Bank, reaching (34.1%), compared to the Gaza Strip (14.4%).

Hiba Abu Hani, a member of the Palestinian Postal Services Workers’ Union, highlighted the fact that the work conditions 
and environment constitute a major obstacle for women to join work, especially the availability of sanitary facilities, rest areas, 
etc55.  She noted that the union has been working on providing suitable working conditions and environment for women 
workers.

55 Interview with Hiba Abu Hani, a member at Palestinian Postal Services Workers’ Union, September 2023.



40 41

From her side, Asma’ Al-Khayat, the head of the Gender Unit at the Ministry of Finance, stressed the importance of 

providing suitable and encouraging working conditions and environment for women, and providing arrangements to 

facilitate the work of women, such as nurseries or kindergartens, to take care of children in a place close to women’s work, 

which helps in promoting women’s work56 .

Saida Al-Atrash, the General Director of the Social Development Directorate in Bethlehem Governorate, pointed out the 

necessity of providing an encouraging working environment and conditions for women, such as providing a rest area and 

child care facilities57.

Feminist activist Hadeel Shehadeh, a woman with a visual disability, explained that the working conditions and environment 

constitute a major obstacle for women with disabilities, clarifying that access to work is not easily available to women with 

disabilities, and that working conditions and environment are not responsive to the needs of women with disabilities. 

She said that the work environment is not suitable for people with disabilities, and lacks the required adaptations and 

inclusion measures, or even the capabilities of access to workplaces, such as compatible sidewalks, compatible streets, 

inclines of roads, distribution of trees, stairs, elevators, etc. It becomes very difficult and complicated for women with 

disabilities to work in such an environment58.

A woman working in the informal economy in the private sector in Nablus mentioned the lack of privacy for working 

women in the informal economy sector. She also highlighted the lack of sanitary facilities and suitable rest areas. The 

work conditions and environment are not suitable for working women, especially for women coming from outside the 

city, due to the need to work for late hours and the lack of public transportation, which hinders women from working 

in this sector, noting that she previously worked in more than one field, and was forced to leave her employment due to 

unsuitable working conditions and working late hours at night59.

While Leena Abu Shihab, the director of Work Injuries and Occupational Diseases Department at the Ministry of Labor, 

indicated that the ministry works on monitoring the working conditions and to what extent are they suitable for women 

workers, in line with relevant legal provisions, especially for women working in dangerous jobs or at night60.

Mr. Mohammed Qutqut, the director of the Chamber of Commerce, Industry and Agriculture in Qalqilia Governorate, 

ensured the importance of creating a culture that supports working women in the Palestinian society, that guarantees 

women’s needs within the labor market in order to enhance women’s contribution and productivity. He also stressed that 

labor legislations in Palestine need to be amended taking into account the development within the labor market61.

Conclusions on the field of discrimination in work conditions and work environment at the private sector: 
according to the results of the survey and the interviews with relevant stakeholders, there is discrimination in 
work conditions and work environment at the private sector that hinders women’s ability to work. For example, 
there is a lack of daycare facilities including kindergarten and nurseries to assist women to work. The issue is 
even wider within the informal economy sector, where there is no environment that responds to people’s needs, 
preserves their privacy, or provides them with rest areas within the workplace. What has contributed to this is the 
trend toward installing surveillance cameras in workplaces, especially in the West Bank, which creates a violation 
of women’s privacy. Another obstacle is the lack of public transportation at late hours. In the case of women with 
disabilities, discrimination is more severe and the obstacles are more profound, due to the lack of adaptation of 
workplaces to the needs of women with disabilities, in addition to difficulties in reaching workplaces.

56 Interview with Asma’ Al-Khayat, the head of the Gender Unit at the Ministry of Finance, September 2023.

57 Interview with Saida Al-Atrash, the general director of the Social Development Directorate in Bethlehem Governorate, September 2023. 

58 Interview with Hadeel Shehadeh, feminist activist and a woman with visual disability, September 2023.

59 Interview with a womam working at the private sector in Nablus, preferred to stay anonymous, September 2023.	

60 Interview with Leena Abu Shihab, the director of Work Injuries and Occupational Diseases Department at the Ministry of Labor, September 2023.	

61 Interview with Mr. Mohammed Qutqut, the director of the Chamber of Commerce, Industry and Agriculture in Qalqilia Governorate, September 2023.	
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3.2.4. Gender-based exploitation and corruption in the private sector
Table (7): Average of the study sample’s responses on gender-based exploitation and corruption in the private sector

# Questions Yes No
I don’t 

know

1 Have you been exposed to exploitation by your employer at work? 21% 74% 5%

2
Are you asked to perform tasks for your manager or employer outside your domain 

of employment? E.g.: prepare coffee while your job is data input or you work in 
administration.

24% 71% 5%

3 Are you asked to perform personal tasks for your direct supervisor other than what 
your job requires? E.g.: do personal shopping for your manager 20% 76% 4%

4 Have you experienced any kind of harassment (verbal/physical/through gestures ...)? 15% 81% 4%

5 Have you experienced any kind of violence (verbal/physical/through gestures...)? 19% 77% 4%

6
Have you seen or heard that one of your co-workers has experienced harassment or 

violence at work?
25% 60% 16%

7 Are you forced to work more hours than men? 20% 71% 9%

8
Have you been asked to do extra work free of charge, just due to your need to work? 

Such as overtime work during official holidays?
29% 66% 5%

Figure (43): Study sample’s average responses on gender-based exploitation and corruption in the private sector
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In table (7) & figure (43), regarding gender-based exploitation and corruption in the private sector, the researcher 
noted the following: 

- (21%) of the surveyed women working in the private sector indicated that they been exposed to exploitation from the 
employer at work. The percentage was higher in the West Bank, reaching (25.5%), compared to (15.3%) in the Gaza Strip. 

- (24%) of the surveyed women indicated that they were requested to do tasks for their directors or employers outside 
the scope of their employment, such as making coffee or other tasks, and the percentage was higher in the West Bank, 
reaching (30.6%), compared to (14%) in the Gaza Strip. 

- (20%) of the study sample of women working in the private sector indicated that they were required to do personal work 
for their direct supervisor or employer other than what their jobs require, such as: do personal shopping for the director. 
That percentage is higher in the West Bank reaching (27%) compared to (9%) in the Gaza Strip.

- (15%) of the study sample of women working in the private sector indicated that they had experienced some form of 
harassment (verbal/physical/through gestures), rising to (21%) in the West Bank compared to (5.3%) in the Gaza Strip.

- (19%) of the study sample of women workers indicated that they had experienced some form of violence (verbal/
physical/through gestures) at work, this percentage rises to (21.8%) in the West Bank compared to (15.8%) in the Gaza 
Strip.

- (25%) of the study sample of women workers indicated that they had seen or heard that one of their female co-workers 
had experienced harassment or violence at work, the percentage reached (28.1%) in the West Bank compared to (20%) 
in the Gaza Strip. 

- (20%) of the study sample of female workers in the private sector indicated that they are charged more hours of work 
than their male colleagues and the percentage reached (21%) in the West Bank compared to (18%) in the Gaza Strip. 

- (29%) of the study sample of women workers indicated that they were being exploited at work and had been required 
to do additional work free of charge, such as overtime during official holidays. The percentage in the Gaza Strip rose to 
(29.1%) compared to (28.6%) in the West Bank.

Khadija Zahran, a legal researcher from the Independent Commission for Human Rights, noted that the Palestinian labor 
market suffers from the exploitation of women, because it considers them weak, adding that the labor market also suffers 
from the existence of harassment at work. A study was prepared in previous years that indicated this, and competent 
authorities need to follow up on this issue, to prevent and protect the labor market from exploitation and harassment in 
its various forms62.

From her side, the general director of the Social Development Directorate in Bethlehem Governorate, Saida Al-Atrash, 
ensured the necessity to adopt a Palestinian legislation to combat exploitation and harassment at work, or to amend 
existing legislation to combat harassment and provide protection to working women from this dangerous behavior63.

From his side, Mamoun Odeh, the general director of the inspection department at the Ministry of Labor, said that in 
order to provide protection from exploitation and harassment at work, we need related legislations, a culture that refuses 
harassment, improve the awareness of women workers to refuse exploitation of all forms at work. He ensured that the 
Ministry of Labor follows up on each complaint received from women workers in relation to harassment at work64.

Through an interview with a female labor inspector, she said that harassment at work is not widespread according to her 
field work experience.

62 Interview with Khadijah Zahran, the Independent Commission for Human Rights, September 2023.	

63 Interview with Saida al-Atrash, general director of the Social Development Directorate in Bethlehem Governorate, September 2023.	

64 Interview with Mamoun Odeh, the general director of the inspection department at the Ministry of Labor, September 2023.	
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She explained that during inspection visits to establishments, labor inspectors provide comfortable atmosphere for women 
workers to submit complaints including harassment complaints, but women avoid complaining about such acts. Very few 
women submit complaints about harassment at work, and some do that in the event of a dispute with employers. Women 
fear to talk about harassment due to social norms, as harassment including sexual harassment is a sensitive topic within 
the society, in addition to women ignoring to deal with such acts if exposed to, especially that there would be records 
(videos and audios) that would make her seem guilty in front of the society. The labor inspector ensured that raising 
awareness and education the society is the main intervention to protect women from harassment at work65.

A female worker employed in the private sector in Nablus said that women working in the private sector may confuse 
harassment and compliments, especially in occupations that require daily interaction between the employer and the 
workers. She explained that workers follow their intuition and feelings in assessing the risks of employers’ actions, and 
that they need a clear guide or code of conduct for actions and words that come within the framework of harassment, and 
to make that clear to both workers and employers66.

While Taghrid Naser, the representative of the Palestinian Employment Fund, ensured that the fund works to combat 
any practice that exploits women in the work environment, whether material or moral. The exploitation of women in 
the workplace constitutes a violation of human rights and an unethical standard that harms the entire society. To reduce 
these practices, the fund works on spreading awareness about the rights of women workers, support women to submit 
complaints, provide appropriate, easy-to-access and safe complaint mechanisms, highlight the importance of building 
a collective culture repelling corruption and gender-based violence, and provide a deterrent punishment package for 
violators67.

During an interview with Fatimah Algada’, an entrepreneur, business owner, and a member of the Chamber of Commerce, 
she noted that prevention of exploitation of women and combating harassment can be ensured by empowering women 
socially and culturally, and enhancing their self-confidence, explaining that such acts are not widespread. Fatima called 
for the provision of support and awareness to working women about their rights at work68.

Mirna Ziyadeh, from the Palestinian Business Women’s Association “Asala”, pointed out the need to develop a strategy to 
combat exploitation and harassment of women at work, based on the needs of working women themselves, the challenges 
they face in this field, and the need to provide complaints mechanisms that are available, safe for women, and effective in 

terms of follow-up from the relevant authorities69.

Feminist activist Hadeel Shehadeh, a woman with a visual disability, explained that women with disabilities are exposed 
to a higher level of exploitation and harassment compared to other women, as society consider them as vulnerable, 
making it easier for perpetrators to commit such acts against women with disabilities. Having a disability can provide 
greater space for physical contact and thus for harassment, under the guise of providing assistance, and it can be an 
opportunity to legitimize harassment, indicating that the level of awareness among women with disabilities is a very 
important determinant in preventing and reducing exploitation and harassment70. 

65 Interview with Mamoun Odeh, the general director of the inspection department at the Ministry of Labor, September 2023.	

66 Interview with an employer form the private sector in Nablus, who preferred to stay anonymous, September 2023.	

67  Interview with Taghrid Naser, the representative of the Palestinian Employment Fund, September 2023.	

68 Interview with a female labor inspector from the Ministry of Labor, preferred to stay anonymous, September 2023	

69 A personal interview with Mirna Ziyadeh, the Palestinian Business Women’s Association “Asala”, October 2023.

70 An interview with Hadeel Shehadeh, feminist activist and a women with visual disability, September 2023.
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Conclusions on gender-based exploitation and corruption in the private sector: 

According to the results of the survey and the interviews with relevant stakeholders, women workers are 
exposed to exploitation in the labor market, whether through additional unpaid work, or additional personal 
work for employers, depending on the women’s need for work. Exploitation can also be practiced through 
violence against working women in its various forms, or through all forms of sexual harassment. Among 
the reasons behind practicing harassment at work are the lack of a modern, integrated legislative framework 
with a sanctions system to reduce harassment and exploitation. In addition, there is an unsupportive societal 
culture that deals with harassment issues timidly, and considers them a negative stigma for women, even 
if they are victims. Lack of awareness of the concept of harassment and its forms is also a reason for the 
existence of harassment at work, as well as the lack of safe mechanisms for complaints. Harassment affects 
women with disabilities at a higher level, as they are considered to be vulnerable, and sometimes harassment 
is practiced under the pretext of helping these women.

3.2.5. Discrimination at work due to family responsibilities in the private sector
Table (8): Study sample’s average responses on discrimination at work conditions due to family responsibilities in the private sector

# Questions Yes No
I don’t 
know

1 Have you been exposed to discrimination at work for being a mother and having 
children? 17% 55% 28%

2 Have you been exposed to discrimination at work during pregnancy? 17% 47% 37%

3 Did you suffer from restrictions at work from the employer once you married? 16% 56% 29%

4 Have you ever lost a job because you got married? 17% 55% 28%

5 Have you ever lost a job due to pregnancy or for having children? 18% 52% 30%

6 Does the employer provide a paid maternity leave? 30% 46% 24%

7 Does the employer provide a nursing hour as guaranteed by law? 29% 43% 28%

8
Have you lost career development opportunities due to pregnancy or having 

children, such as training courses/external work assignments/promotion?
21% 45% 34%

9 Have you been excluded from work duties due to pregnancy or for having children? 21% 48% 31%

Note: In this table, the percentage of responses is higher under (I don’t know) because these questions were directed at 
married women, or those previously married, and did not include single women, who responded under (I don’t know).
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Figure (44): Study sample’s average responses on discrimination at work due to family responsibilities in the private sector

In table No. (8) & figure No. (44) regarding discrimination at work due to family responsibilities in the private sector, 
the researcher noted the following: 

- (17%) of the women workers in the private sector in the study sample indicated that they have been exposed to 
discrimination at work for being mothers with children, compared to (55%) of women who haven’t been exposed to such 
acts of discrimination; the remaining percentage includes women who weren’t exposed to this type of discrimination, and 
women who are not married or have never been married. The percentage is higher in the West Bank, reaching (20%), 
compared to (12%) in the Gaza Strip.

- Between (17-18%) of the women workers in the private sector in the study sample indicated that they have lost a job due 
to marriage, pregnancy, or giving birth. Between 25% to 55% of women were not exposed to this type of discrimination, 
the rest if the sample includes women, who are not married or have never been married. The percentage of women, who 
have faced such discrimination, is higher in the West Bank (18.5%) compared to the Gaza Strip (14.5%).

- (46%) of the study sample of married working women indicated that they were deprived from a paid maternity leave 
after giving birth. This percentage is a bit higher in the Gaza Strip, reaching (46.3%), compared to (45.9%) in the West 
Bank. 

- (43%) of the study sample of married working women indicated that they were deprived from a nursing hour as 
guaranteed by the law. This percentage is a bit higher in the West Bank, reaching (43.8%), compared to (41.3%) in the 
Gaza Strip.

- (21%) of the study sample of married working women indicated that they had lost opportunities for professional 
development due to pregnancy or for having children, such as training courses/overseas work assignments/promotion; 
the results are slightly higher in the Gaza Strip (22.9%) compared to (20.1%) in the West Bank.

- (21%) of the study sample of married working women were excluded from work duties due to pregnancy or having of 
children; the results are slightly higher in the West Bank, reaching (21.5%), compared to (20.4%) in the Gaza Strip. 

An employer interviewed about the non-provision of a paid maternity leave to women working in the private sector noted 
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that he is unable to pay for maternity leaves, as any expenditure provided is from his personal account. He explained that 
when paying for a maternity leave, he has to also provide an alternative worker. He said: “we are not in the governmental 
sector, the benefits will be paid on our own expenses, how is it possible to pay a woman for 10 weeks during her maternity 
leave, and at the same time employ another to fill the gap?” He added: “how is it possible to provide a nursing hour for a 
whole year?” The employer noted that he would end the contract of a married woman in different ways once she is pregnant, 
and highlighted if the government would support in the provision of these rights, then he would also support them. He also 
suggested decreasing taxes in return for employing married and pregnant women71.  

While entrepreneur, business owner, and a member of the Chamber of Commerce, Fatimah Algada’, noted that it is important 
to provide a paid maternity leave to women, since women exercise their reproductive societal role. She also noted that it is 
important to enforce the legal provisions, requesting women to defend their rights72. 

Mirna Ziyadeh, from the Palestinian Business Women’s Association “Asala”, stressed that employers must provide a paid 
maternity leave to women, since their reproductive role is no less important than their economic role. She also noted that 
in order to help married women with children, it is important to provide assistance, such as provision of daycare and 
kindergartens close to work, which would provide stability to these women. She also explained that the existence of a Social 
Security Law would contribute to resolving this issue, noting that “Asala” is raising awareness and taking measures to evaluate 
women’s care work in Palestine73. 

The General Director of the Social Development Directorate in the Bethlehem Governorate, Saida Al-Atrash, affirmed 
the necessity to adopt a Social Security Law, to preserve the rights of women workers, who have family responsibilities, 
noting that it is also important to provide paternity leave to working men, which will decrease discriminatory practices 
in the labor market against workers with family responsibilities74. 

Mamoud Odeh, the General Director of the Labor Inspection department at the Ministry of Labor, confirmed that a paid 
maternity leave and nursing hour are among the rights guaranteed to women workers. He highlighted that the Ministry 
of Labor follows-up on each complaint regarding this matter, and that the adoption of a Social Security Law would help 
in ending the issue of non-compliance75. 

Asma’ Al-Khayat, the Head of the Gender Unit at the Ministry of Finance, noted that the law guarantees the right to 
maternity leave, but that there is an issue with its implementation in the private sector, especially in the informal economy. 
Asma’ said that it is important to create a social culture that supports women and their roles, including care work, family 
responsibilities, and their reproductive role76. 

Conclusions on discrimination at work due to family responsibilities in the private sector: 

According to the survey findings and interviews with relevant stakeholders, women workers are exposed to 
discrimination in the labor market due to family responsibilities. In addition, employers are not committed 
to providing a paid maternity leave, nor a nursing hour to working women as guaranteed by the law. There is 
an “implicit” and undeclared tendency among employers to dismiss women once they get married or become 
pregnant, which creates discrimination against women, because of their social responsibilities. The Social 
Security Law, if adopted, would protect the right of married women workers and would limit discrimination 
due to family responsibilities.

71 Interview with an employer form the private sector in Nablus, who preferred to stay anonymous, September 2023.

72 Interview with Fatimah Algada’, business women and a member ember of Chamber of Commerce, September 2023.

73 Interview with Mirna Ziyadeh, the Palestinian Business Women’s Association “Asala”, October 2023.	

74 Interview with Saida al-Atrash, general director of the Social Development Directorate in Bethlehem Governorate, September 2023.	

75 Interview with Mamoun Odeh, the general director of the inspection department at the Ministry of Labor, September 2023.	

76 Interview with Asma’ Al-Khayat, the head of the Gender Unit at the Ministry of Finance, September 2023.	
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Real-life Case

During an interview with a woman working in the informal economy, she ensured that there is discrimination against 

women in obtaining job opportunities. She stressed that she obtained a BA degree in social sciences eight years ago, 

and is still working in the informal economy, especially since there are limited opportunities of employment in the 

public sector. She also explained that she had to work as a secretary in the private sector, and was exposed to many 

violations of her labor rights, including: non-payment of the minimum wage, lack of privacy at work, unsuitable 

work conditions, and long and late working hours and the lack of public transportation. She said that she is exposed 

to verbal violence from her employer, and the authorities are not monitoring all these violations. This worker also 

noted the lack of a trade union to represent workers in her sector. She said that she never submitted a complaint 

and will not do so, for fear of losing her job. In her current job, she works in tasks that are not related to her work 

domain, including preparing coffee and tea and performing some cleaning work. 

3.3.1. Discrimination in access to job opportunities 
Table (9): Study sample’s average responses on discrimination in access to job opportunities in the public sector

# Questions Yes No
I don’t 

know

1 Have you been exposed to discrimination when seeking a job opportunity? 31.1% 66.8% 2.1%

2 Have you been exposed to discrimination since you entered the labor market? 32.9% 65.8% 1.3%

3 Have you been exposed to discrimination in seeking a job opportunity during the 
past two years? 23.3% 75.8% 0.8%

4

Do you believe that ads for job offers are designed for men? 23.0% 63.0% 14.0%

Have you ever witnessed a man being preferred for a job although he had fewer 
educational qualifications? 30.4% 57.5% 12.1%

Have you been asked about your social status? For example: are you married? Do 

you have children …etc. 
50.2% 41.5% 8.3%

Did you receive any comments about your appearance during a job interview? 23.1% 68.2% 8.7%

5 Did you compromise any of your rights to obtain a job? 13% 83.1% 3.9%

6

If you are a woman with disability, have you been exposed to discrimination because 

of your disability? For example: not getting a reply to the job request, questions 

about your ability to work, how will you be able to reach work…etc. 

4.1% 26.7% 69.2%

7 Did you receive a low wage that does not suit your job nor your experience and capacity? 35.7% 37.8% 26.5%

8 Did you get the chance to work in equal conditions as men? 39% 53.4% 7.6%

9 Have you been exposed to discrimination in obtaining a job opportunity for being married? 16.8% 61.8% 21.4%

10 Have you been exposed to discrimination in obtaining a job opportunity for having kids? 20.6% 57.1% 22.3%
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Figure (45): Study sample’s average responses on discrimination in job opportunities in the public sector

In table No. (9) & figure No. (45) regarding discrimination in job opportunities in the public sector, the researcher 
noted the following:

- Around (31%) of women employed in the public sector in the study sample were exposed to discrimination when 
obtaining a job opportunity. This percentage was higher in the Gaza Strip, reaching about (42%), compared to (21%) in 
the West Bank. 

- (31%) of the surveyed women employees indicated that employers preferred employing a man although he had fewer 
educational qualifications. This percentage was higher in the Gaza Strip, reaching (43.5%), compared to (21.3%) in the 
West Bank. 

- Half of the surveyed women employees indicated that they have been asked about their social status. This percentage 
was higher in the Gaza Strip, reaching (70.3%), compared to (34.2%) in the West Bank. 

- (23%) of the surveyed women employees indicated that they have received comments about their appearance, when 
attending a job interview. The percentage was higher in the Gaza Strip, reaching (34%), compared to (14%) in the West 
Bank. 

- (13%) of the surveyed women employees compromised some of their rights to obtain a job. This percentage increases in 
the Gaza Strip, reaching (23%), compared to (2.6%) in the West Bank.

- (35.7%) indicated that they received a low wage that does not suit their job nor their experience and capacity. This 
percentage increases in the Gaza Strip reaching (50%) compared to (21.7%) in the West Bank.

- A vast majority of the surveyed women employees (53.4%) indicated that they did not get the chance to work in equal 
conditions as men, percentages are almost equal in the West Bank and Gaza.

- (16.8%) of the surveyed women employees indicated that they have been exposed to discrimination in job opportunities 
for being married. This percentage increases in the Gaza Strip reaching (23%) compared to (10.7%) in the West Bank. 

- (20.6%) of the surveyed women, who are employed in the public sector, indicated that they have been exposed to 
discrimination in obtaining a job opportunity because they have children. This percentage is higher in the Gaza Strip, 
reaching (29%), compared to (12.4%) in the West Bank. 

- Female workers in the study sample noted the existence of discrimination against women with disabilities, and the 
percentage is higher in the Gaza Strip compared to the West Bank. 

Mr. Daoud Al Deek, the Prime Minister’s Adviser on Strategic Affairs, noted that there are several factors affecting 
women’s participation in the labor market, and the existence of gender-based discrimination, including:

- The prevailing societal culture, stereotyping the role of women in specific jobs, such as education and health, in addition 
to the inherited traditions that consider women weak, creating a state of fear among her family that would deprive her 
from participating in the labor market. 

- The issue of the educational structure whether in secondary schools or higher education, that limits women to certain 
educational specializations such as: health, education, and social sciences. Therefore, educational specializations that 
women join are overloaded affecting women’s ability to join the labor market. At the same time, there is a high demand 
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on specializations that women avoid77. 

Saida Al-Atrash, the general director of the Social Development Directorate in Bethlehem Governorate, pointed out that 
the stereotypical educational specializations that women study, affect them negatively when joining the labor market, and 
create discrimination against them, not forgetting to mention the social and cultural norms that support discrimination 
against women78.

Feminist activist Hadeel Shehadeh, a women with a visual disability, talked about the fact that decision makers do 
not believe in the capabilities of people with disabilities, especially women, in the governmental sector, so there is 
discrimination in job opportunities, and if those opportunities are available by law, they are in lower jobs79.  Dunia 
Jaradat, a member of the Palestinian Union for the Deaf, and a working woman with a hearing disability, agrees with 
this, by noting that in the public sector, there is a specific percentage for the employment of people with disabilities, but 
the jobs offered are usually limited to persons with minor motor disabilities, and do not include as required people with 
hearing disabilities, especially women80. 

Adham Taha, a member of the National Union for Local Authorities’ Employees, highlighted that there is no discrimination 
in terms of employment within the local authorities, but some professions are conducted by men as women refuse to work 
in them, especially field works including provision of services, sanitation, electricity, sewage...etc81. 

By reviewing Figures No. 24 and 25, one can note that despite the high percentage of women in the governmental civil 
sector, this percentage constantly decreases in senior positions, reaching only (8.5%) at the top of the career ladder 
(deputy minister), although the percentage of women employed within the governmental sector reaches (47%) of the total 

number of women and men employees. 

Conclusions on discrimination in job opportunities in the public sector: According to the survey findings and 
interviews with relevant stakeholders, women are exposed to discrimination in the public sector, although to a 
lesser extent than women working in the private sector. There is discrimination in access to leadership positions and 
decision-making centers, according to official statistics. There are also major obstacles to obtaining job opportunities 
in the public sector for women with disabilities. Furthermore, there are obstacles and challenges related to societal 
culture, and the stereotyping of women’s work in specific jobs and occupations, which has been reflected in a very 
low percentage of women in some sectors, such as the security sector, in which the percentage of women employees 
is only 6%.

77  Private interview with Daoud AL Deek, Prime Minister›s Adviser on Strategic Affairs, September 2023.	

78 An interview with Saida Al-Atrash, the general director of the Social Development Directorate in Bethlehem Governorate, September 2023.	

79  Interview with Hadeel Shehadeh, feminist activist and a women with visual disability, September 2023.	

80  Interview with Dunia Jaradat, a member of the Palestinian Union for the Deaf, and a working woman with a hearing disability, September 2023. 	

81 Private interview with Adham Taha, member of the National Union for Local Governance Employees, September 2023.	
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3.3.2. Discrimination in wages and allowances in the public sector

Table (10): Study sample’s average responses on discrimination in wages and allowances in the public sector

# Questions Yes No
I don’t 

know

1 Do you think that the wage you obtain is suitable for the nature of job that you are 
doing? 44% 54% 2%

2 Do you think that the wage you obtain is suitable for your job title? 45% 54% 2%

3 Do your male colleagues obtain bonuses or allowances that you are deprived from? 22% 61% 17%

4 Is there discrimination in wages at your work between men and women with the 
same job titles? 38% 51% 11%

5 Do men have better chances of obtaining overtime working hours? 37% 42% 21%

6
Is there discrimination in the non-financial benefits granted to men compared to 

women (i.e. vacations/courses/leaves during working hours...)?
27% 51% 21%

7
If you are a women with a disability, are you paid lower wages than your female 

colleagues doing the same tasks?
4% 20% 77%

8
If you are a women with a disability, are you paid lower wages than your male 

colleagues doing the same tasks?
5% 18% 77%

9 Is there discrimination in wages between married and unmarried women? 16% 55% 29%

Figure (46):  Study sample’s average responses on discrimination in wages and allowances in the public sector
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In table No. (10) & figure No. (46) regarding discrimination in wages and bonuses in the public sector, the 
researcher noted the following:
- (44%) of the surveyed women employees indicated that their wage is not commensurate to the nature of their 
job; the percentage is higher in the West Bank, reaching (45.5%), compared to (42.9%) in the Gaza Strip.
- (45%) of the surveyed women employees indicated that their wage is not adequate for their job title; percentages 
in the West Bank and the Gaza Strip are almost equal. 
- (22%) of the surveyed working women indicated they do not receive bonuses and allowances as their male 
colleagues; percentages in the West Bank and the Gaza Strip are almost equal. 
- (38%) of the surveyed working women indicated the existence of gender-based discrimination when obtaining 
bonuses and allowances. The percentages in the Gaza Strip reached (47.5%) compared to (28.7%) in the West 
Bank. 
- (37%) of the surveyed working women indicated the existence of gender-based discrimination in obtaining 
compensations for overtime working hours. The percentage is higher in the Gaza Strip, reaching (43.2%) compared 
to (31.4%) in the West Bank. 
- (27%) of the surveyed working women indicated the existence of gender-based discrimination in terms of 
obtaining non-financial benefits (i.e. vacations/courses/leaves during working hours...). The percentage is higher 
in the Gaza Strip, reaching (30.3%) compared to (24.4%) in the West Bank.
- (4.5%) of the surveyed women with disabilities employed in the public sector indicated that they have equal 
opportunities compared to their male and female colleagues in obtaining promotions at work. The percentage in 
the Gaza Strip was higher than in the West Bank.
- (16%) of the surveyed working women indicated that there is discrimination against married women compared 
to unmarried women. The percentage is higher in the West Bank, reaching (19.8%) compared to the Gaza Strip 

(12.8%).

Although there are laws that regulate the work of the public sector, such as the Civil Service Law82 , the Security 

Forces Service Law83 , or regulations organizing the employment of at local authorities’ employees84  , and other 

legal provisions, the study sample indicated that there is discrimination in salaries and bonuses in the public sector. 

This appears through the concentration of women in implementers positions, especially the second category, which 

is reflected on their salaries and bonuses compared to men. In addition, women face gender-based discrimination 
in obtaining non-financial benefits, such as attending courses, scholarships, and loans.

The case of a woman engineer, who works in the educational sector as a teacher, is an example of why women 
feel that they are exposed to discrimination in salaries or are not satisfied with their salary compared to their 
qualifications. This engineer is paid the salary of a teacher, not an engineer, which does not suit her qualifications, 
and is less than the salary paid to female and male engineers working in engineering.   

Conclusions on the field of discrimination in wages and bonuses in the public sector: According to the results of 
the survey and the interviews with relevant stakeholders, and although salaries obtained in the public sector are 
subjected to laws and regulations, there is still discrimination against women in the public sector. This includes 
working in implementers’ positions, not supervisory positions with higher salaries. In addition, many women 
work in jobs lower than their educational qualifications. They also orient themselves towards stereotypical 
specializations for women, and thus end up working in implementers’ jobs in the health and education sectors. 

82 Civil Service Law No. (4) for the Year 1998, and amendments. 

83 The Security Forces Service Law No. (8) for the Year 2005.

84 Regulation for Local Authorities Employees No. (1) for the Year 2009, and amendments.	
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3.3.3. Discrimination in work conditions and work environment at the public sector
Table (11): Study sample’s average responses on discrimination in work conditions and work environment in the public 

sector

# Questions Yes No
I don’t 

know

1 Do the working conditions and environment take into consideration the needs of 
women? 62% 36% 2%

2 Do the working conditions and environment take into consideration the needs of 
women with disabilities? 41% 28% 31%

3 Do the working conditions and environment deprive women from obtaining job 
opportunities compared to men? 45% 45% 10%

4 Do the working conditions and environment encourage women to join the labor 
market? 60% 36% 4%

5 Does your workplace have security cameras? 49% 49% 2%

6 Do arrangements provided at work allow you to maintain your privacy? 59% 40% 1%

7 Are there any restrictions at work for using sanitary facilities? 41% 58% 1%

8 Are there any restrictions at work for praying? 30% 69% 1%

Figure (47):  Study sample’s average responses on discrimination in wages and allowances in the public sector

In table No. (11) & figure No. (47) on discrimination in work conditions and work environment at the public 
sector, the researcher noted the following:

- (62%) of the surveyed women employees indicated that the working conditions and environment do not take into consideration 
the needs of women; the percentage is a bit higher in the West Bank, reaching (71%), compared to (53%) in the Gaza Strip. 

- (28%) of the surveyed working women indicated that the working conditions and environment do not take into 
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consideration the needs of women with disabilities, the percentage is higher in the West Bank compared to the Gaza Strip. 

- (45%) of the surveyed working women indicated that the working conditions and environment deprive women from 
obtaining job opportunities compared to men. This percentage is higher in the Gaza Strip reaching (53%) compared to 
(36%) in the Gaza Strip.

- (36%) of the surveyed working women in the public sector indicated that the working conditions and environment do 
not encourage women to join the labor market. This percentage is higher in the Gaza Strip, reaching (42%), compared to 
(29%) in the West Bank.

- Half of the surveyed women employees indicated that there are security cameras at work, the percentage is higher in the 
West Bank than the Gaza Strip.

- (59%) of the surveyed working women indicated that the arrangements provided at work allow them to maintain their 
privacy. The percentage increases in the West Bank, reaching almost (73%), compared to (44%) in the Gaza Strip. 

- (42%) of the surveyed working women indicated that are restrictions at work for using sanitary facilities; the percentage 
is higher in the West Bank, reaching (55.5%), compared to the Gaza Strip (27.7%).

- (30%) of the surveyed working women indicated that there are restrictions at work for praying, the percentage is higher 
in the West Bank, reaching (42.7%), compared to the Gaza Strip (16.4%). 

Hiba Abu Hani, a member of the Palestinian Postal Services Workers’ Union, highlighted that the work conditions 
and environment constitute a major obstacle for women to join work, noting that the union and in coordination with 
the ministry and other organizations is working on creating suitable working conditions and environment for women 
workers, such as private bathrooms, rest areas for women…etc., which has a positive impact on women’s participation in 
the labor market85.  

From his side, Adham Taha, a member of the National Union for Local Authorities’ Employees, the union works on 
creating working conditions within local authorities to be suitable for women employees, such as providing health 
services, praying areas, rest areas…etc. He noted that the presence of women within the union helps in reflecting women’s 
needs in order to work on fulfilling these needs86. 

Asma’ Al-Khayat, the head of the Gender Unit at the Ministry of Finance, stressed the importance of providing suitable 
and encouraging working conditions and environment for women, in order to enhance their comfort at work. This shall 
not be limited only to facilities, but rather providing additional facilities that contribute to responding to the needs of 
women working in the public sector, such as nearby nurseries, kindergartens, the availability of public transportation, and 
other matters that contribute towards fulfilling women’s needs. 87

While Anwar Ezz Al Deen Salah, an employee with a hearing disability, highlighted that the public sector does not provide 
inclusive work conditions, nor an inclusive environment to women with disabilities, especially women with hearing 
disabilities. This limits the employment of women with disabilities, and does not achieve social inclusion88.  Feminist 
activist Hadeel Shehadeh, a woman with a visual disability, agrees with Anwar, and says that the physical environment at 
work is neither friendly nor responsive to women with disabilities in the public or private sectors, especially for those with 
visual disabilities. This creates a challenges for women with disabilities at work, and limits their job opportunities due to 
the working conditions and environment. 89

85 Interview with Hiba Abu Hani, a member at Palestinian Postal Services Workers’ Union, September 2023.	

86 Interview with Adham Taha, member of the National Union for Local Governance Employees, September 2023.

87 Interview with Asma’ Al-Khayat, the head of the Gender Unit at the Ministry of Finance, September 2023.	

88 Interview with Anwar Eiz Al Dein Salah, an employee with a hearing disability, September 2023.	

89 Interview with Hadeel Shehadeh, feminist activist and a woman with a visual disability, September 2023.	
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Conclusions on discrimination in work conditions and work environment in the public sector: According to the 
survey findings and the interviews with relevant stakeholders, work conditions and the work environment are 
considered an obstacle for women working in the public sector, although less so than in the private sector. There 
are problems related to women’s particular needs at work, and despite the existence of legislation requiring the 
employment of persons with disabilities, including women, the conditions and work environment in the public 
sector are still not responsive to the needs of persons with disabilities, and the workplace environment is still not 
compatible, especially for hearing and visual disabilities. In addition, there is still a need to provide measures 
that facilitate women’s work, such as nurseries or kindergartens close to workplaces at the public sector.

3.3.5. Discrimination at work due to family responsibilities in the public sector
Table (12): Study sample’s average responses on gender-based exploitation and corruption in the public sector

# Questions Yes No
I don’t 

know

1 Have you been exposed to exploitation by your employer at work? 15% 80% 5%

2
Are you asked to perform tasks for your manager or employer outside your domain 

of employment? E.g.: prepare coffee while your job is data input, or you work in 
administration.

9% 89% 2%

3 Are you asked to do personal work for your direct supervisor other than what your 
job requires? E.g.: do personal shopping for your director 4% 94% 2%

4 Have you experienced any kind of harassment (verbal/physical/through gestures...)? 4% 95% 0%

5 Have you experienced any kind of violence (verbal/physical/through gestures...)? 12% 88% 0%

6
Have you seen or heard that one of your co-workers has experienced harassment or 

violence at work?
15% 73% 12%

7 Are you forced to work more hours than men? 7% 86% 6%

8
Have you been asked to do extra work free of charge, just because you need to work? 

Such as overtime work during official holidays?
12% 86% 1%

Figure (48): Study sample’s average responses on gender-based exploitation and corruption in the public sector
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In table No. (12) & figure No. (48) regarding gender-based exploitation and corruption in the public sector, 
the researcher noted the following:

- (15%) of the surveyed women employed in the public sector indicated that they have been exposed to exploitation by their 
employer at work. The percentage was higher in the West Bank, reaching (16.8%), compared to (12.7%) in the Gaza Strip. 

- (9%) of the surveyed women indicated that they were requested to do tasks for their directors or employers outside 
the domain of their employment, such as making coffee or other tasks, and the percentage was higher in the Gaza Strip, 
reaching (10.4%), compared to (8.2%) in the West Bank. 

- Only (4%) of the women in the study sample employed in the public sector indicated that they were required to do 
personal work for their direct administrator or employer other than what their jobs require, such as: do personal shopping 
for the director. That percentage is higher in the West Bank, reaching (6.5%), compared to (1.7%) in the Gaza Strip.

- (4%) of the women in the study sample employed in the public sector indicated that they had experienced some form of 
harassment (verbal/physical/through gestures), reaching (4.9%) in the West Bank, compared to (3.5%) in the Gaza Strip.

- (12%) of the women employees in the study sample indicated that they had experienced some form of violence (verbal/
physical/through gestures) at work, reaching (13.1%) in the West Bank compared to (10.5%) in the Gaza Strip.

- (15%) of the women employees in the study sample indicated that they had seen or heard that one of their female co-
workers had experienced harassment or violence at work; the percentage reached (17.9%) in the West Bank compared to 
(11.6%) in the Gaza Strip. 

- (7%) of the women in the study sample employed in the public sector indicated that they are forced to work more hours 
than their male colleagues, with an equal percentage in the West Bank and the Gaza Strip. 

- (12%) of the women employees in the study sample indicated that they were being exploited at work for additional work 
free of charge, such as overtime during official holidays, and the percentage in the Gaza Strip rose to (18.3%) compared 
to (6.6%) in the West Bank.

The Prime Minister›s Adviser on Strategic Affairs, Mr. Daoud Al Deek, noted that there was a problem in legislation and 
procedures criminalizing violence against women and gender-based discrimination and harassment in all its forms. There 
is a gap in legislation addressing these issues, he explained that the President had issued a Law by Decree in September 
2010 amending the Penal Code to criminalize torture, a positive trend towards a Palestine free from torture and violence90. 

From her side, the General Director of the Social Development Directorate in Bethlehem Governorate, Saida Al-Atrash, 
pointed out Palestine’s need to modernize its legislation on issues of women’s exploitation and harassment at work, given 
the importance of this in enhancing women›s job security and creating a safe environment for women at work. In order to 
prevent harassment in its various forms, legislation against harassment should be included in the code of conduct for public 
employees91. 

While Adham Taha, a member of the National Union for Local Authorities’ Employees, confirmed that the union works 
on monitoring harassment at work (if existing). He confirmed that the union provides lines of communication and 
complaints mechanisms to all women workers. He also noted that there are women members within the national unions 
and sub-unions92. 

90 Interview with Daoud AL Deek, Prime Minister›s Adviser on Strategic Affairs, September 2023.	

91 Interview with Saida al-Atrash, general director of the Social Development Directorate in Bethlehem Governorate, September 2023.	

92 Interview with Adham Taha, member of the National Union for Local Governance Employees, September 2023.	
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Feminist activist Hadeel Shehadeh, a woman with a visual disability, spoke about the need to develop legislation and 
procedures to protect women with disabilities from the risks of exploitation, and gender-based corruption and harassment. 
She explained that women with disabilities are considered vulnerable in society›s customs, making them an easy target for 
exploitation and harassment, especially since their disability can provide greater space for contact and thus harassment, 
under pretenses of providing assistance93.  

The researcher conducted a review of the Palestinian Anti-Corruption Law and its amendments94 , and found 
that it does not include gender-based corruption, nor does the Code of Conduct and Ethics of the Public Service 
directly address issues of gender-based corruption or sexual harassment. Thus, it is essential to include issues 
related to gender-based corruption in the law, while also including anti-harassment provisions in the Code of 
Conduct, in order to protect employees in the public sector, and provide a safe work environment to women.

Conclusions on gender-based exploitation and corruption at work in the public sector:According to the results 
of the survey and the interviews with relevant stakeholders, cases of exploitation of women in the public sector 
are significantly lower than in the private sector, not exceeding (4%). However, according to the results of the 
questionnaire, women in the study sample, who heard or learned about cases of harassment or violence, reached 
(15%). Despite the low percentage, there is a need to protect the public sector from the risks of gender-based 
corruption through modern legislation, and measures that would provide a safe working environment against 
the risks of gender-based violence and corruption.

3.3.6. Gender-based exploitation and corruption in the public sector94

Table (13): Study sample’s average responses on discrimination at work due to family responsibilities in the public sector

# Questions Yes No
I don’t 

know

1 Have you been exposed to discrimination at work for being a mother and children? 46% 50% 4%

2 Have you been exposed to discrimination at work during pregnancy? 21% 41% 38%

3 Did you suffer from restrictions at work from the employer once you married? 43% 44% 13%

4 Have you ever lost a job in the public sector because you got married? 46% 47% 7%

5 Have you ever lost a job in the public sector due to pregnancy or for having 
children? 49% 48% 3%

6 Does the employer respect legislations related to maternity? 55% 41% 4%

7 Does the employer respect you family responsibilities? 24% 74% 3%

8
Have you lost career development opportunities due to pregnancy or having 

children, such as training courses/external work assignments/promotion?
26% 71% 3%

9 Have you been excluded from work duties due to pregnancy or for having children? 18% 57% 26%

Note: In this table, the percentage of responses is higher under (I don’t know), because these questions were directed at married 
women, or those previously married, and did not include single women, who responded with (I don’t know / don’t know).

93 Interview with Hadeel Shehadeh, feminist activist and a women with visual disability, September 2023.	

94 The Palestinian Anti-Corruption Law No. (1) for the Year 2005, and its amendments.	
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Figure (49): Study sample’s average responses on discrimination at work due to family responsibilities in the public sector

In table No. (13) & figure No. (49) about discrimination at work due to family responsibilities in the public 
sector, the researcher noted the following:

- (17%) of the study sample of women workers in the public sector indicated that they have been exposed to discrimination 
at work due to pregnancy, being mothers, or being pregnant. The percentage in the Gaza Strip reached (24%) compared 
to (10%) in the West Bank. 

- (11%) of the study sample of women workers in the public sector indicated that they have lost a job due to marriage, 
pregnancy, or giving birth. The percentage of women, who have faced such discrimination, is higher in the Gaza Strip 
(14.5%) compared to in the West Bank (7%).

- (31%) of the study sample of married working women indicated that their employers do not respect legislations related 
to maternity. This percentage was higher in the Gaza Strip, reaching (33%), compared to (29.8%) in the West Bank. 

- (35%) of the study sample of married working women indicated that the employers do not respect their family 
responsibilities. This percentage is higher in the Gaza Strip reaching (46%), compared to (24.4%) in the West Bank.

- (23%) of the study sample of married working women indicated that they had lost opportunities for professional 
development due to pregnancy or having children, such as training courses/overseas work assignments/promotion; the 
results are higher in the Gaza Strip, reaching (27.8%), compared to (19.2%) in the West Bank.

- (18%) of the study sample of married working women were excluded from work duties due to pregnancy or having of 
children; the results are slightly higher in the Gaza Strip reaching (19.3%), compared to (16.3%) in the West Bank.

Conclusion on discrimination at work due to family responsibilities in the public sector: According to the 
results of the survey, there is discrimination against women in the labor market due to family responsibilities, 
and women lose opportunities for promotion and professional development as a result. This problem is greater 
in the Gaza Strip than in the West Bank, although it is generally lower in the public sector compared with the 
private sector.
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3.3. The labor sector with the highest level of gender-based discriminatory practices

In the study questionnaire, we asked respondents to give their opinion about the labor sector they consider as most 
discriminatory. The table below reflects the opinions of women working in the private sector

Table (14): Study sample’s average responses about the labor sector with the highest gender-based discrimination practices

No.
Most Discriminatory 

Sector

Opinions of 
women in the 
private sector 
(Percentage)

Opinions of women in the public 
sector (Percentage)

General 

Percentage

1 Public Sector (Civil) 24.1% 35.4% 17.1%

2 Public Sector (Security) 8.2% 10.9% 6.5%

3 Non-Governmental Sector 8.2% 7.8% 8.4%

4 UNRWA 9.8% 14.8% 6.7%

5 Formal Private Sector 15.9% 10.5% 19.3%

6
Informal Private Sector 

(informal economy)
31.8 18.7% 40.0%

7 Other 1.9% 1.9% 1.9%

Total 100.0% 100.0% 100.0%

Figure (50): The labor sector with the highest level of gender-based discriminatory practices

In table No. (14) & figure No. (50) regarding the labor sector with the highest gender-based discrimination practices, 

the researcher noted the following: 

- The responses of the surveyed regarding the sector with the highest rates of gender-based discrimination are inconsistent. 

Each sector is seen as mostly practicing gender-based discrimination. Women in the study sample, who are employed in 

the public sector, believe that the public sector is the most discriminatory, and the same applies to the private sector. This 

indicates that there is gender-based discrimination in the labor market in all sectors.
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- In general, women in the study sample consider that the informal private sector (informal economy) is the sector that 

mostly practices gender-based discrimination. 

Mrs. Suha Kan’an, the director of the Labor Statistics Department at the Palestinian Central Bureau of Statistics, agrees 

with the previous results, and recommends the development of mechanisms for monitoring the informal labor sector95. 

Additionally, Mr. Mohammed Qutqut, the director of the Chamber of Commerce, Industry and Agriculture in Qalqilia 

Governorate, agrees as well with these findings, and reiterates the need to modernize legislation and procedures governing 

women’s employment in the informal economy96.

As for Saida Al-Atrash, the General Director of the Social Development Directorate in Bethlehem Governorate, she 

stressed the importance of regulating the informal economy, especially as there is a lack of information about this sector. 

Regulating this sector should include the rights of female domestic workers, to ensure that their rights are safeguarded97. 

Lama Awad, the Head of Gender Unit at the Ministry of Labor, said that the Ministry of Labor is undertaking several 

measures to follow-up on issues faced by women working in the private sector, including kindergartens. It is also 

monitoring discrimination against women in terms of wages in professional and specialized sectors, such as women 

working for law firms, engineering firms and clinics, despite the employers being intellectuals. Lama noted that the best 

solution for protecting women’s rights would be applying the Social Security Law98. 

Mamoun Odeh, the General Director of the Inspection Department at the Ministry of Labor, talked about the latest draft 

of the amended Palestinian Labor Law, mentioning that procedures for its reform are slow as there are many stakeholders 

representing trade unions, federations and employers, which is slowing down the adoption of the amended legislation. 

He added that there are multiple and sometimes contradictory amendment proposals, and that this legislation contains 

articles on domestic workers’ employment, employment of family members, and other issues99.

3.5. Suggestions from relevant stakeholders to fight gender-based discrimination within the labor market:

Mr. Daoud Al Deek, the Prime Minister’s Adviser on Strategic Affairs, noted that in order to address gender-based 

discrimination in the labor market, empower women to work, produce, and advance the development process, we 

must work on:

- Policies to combat poverty and to promote the economic empowerment of poor families and women in order to provide 

them with opportunities for enrolling in quality academic or vocational education and to engage in the labor market.

- Adopting macroeconomic policies that reduce discrimination and inequality and enforce social justice by promoting 

women’s access to the labor market and providing women with incentives.

- Taking necessary measures to provide work for women of all categories. 

- Supporting women’s participation in vocational and technical education and training which is needed in the labor 

market, as there is a lack of supply and demand for these educational fields.

- Investing in education and raising awareness away from gender stereotypes and the masculine culture that hampers 

women’s participation in the labor market100.

95 Interview with Suha Kan’an, the Director of the Labor Statistics Department at the Palestinian Central Bureau of Statistics, September 2023.	

96 Interview with Mohammed Qutqut, the director of the Chamber of Commerce, Industry and Agriculture in Qalqilya Governorate, September 2023.	

97 Interview with Saida Al-Atrash, the General Director of the Social Development Directorate in Bethlehem Governorate, September 2023.	

98 Interview with Lama Awad, the Head of the Gender Unit at the Ministry of Labor, September 2023.	

99 I nterview with Mamoun Odeh, the General Director of the Labor Inspection Department at the Ministry of Labor, September 2023.	

100 Interview with Daoud AL Deek, Prime Minister›s Adviser on Strategic Affairs, September 2023.
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Interventions taken by the Palestinian Business Women’s Association “Asala” to support women in the 
labor market101:

- Access to the labor market: in addition to the cultural, legal, social, and psychological constraints faced by Palestinian 

women, self-employed women and women in cooperatives face high levels of informality and unqualified cooperative 

work, low productivity, high production prices, lack of access to knowledge and skills, limited innovation capacity and 

inadequate trade and competition infrastructure. To address these issues, Asala has worked on many projects to ensure 

women’s access to local and even global markets. Asala established a Business Club, where entrepreneurial women 

seeking to start their small businesses meet. The Club’s responsibilities also include providing women with an enabling 

environment to meet, exchange experiences, discuss, buy goods at wholesale prices, and obtain support from qualified 

women.

- Capacity-building for women entrepreneurs: Asala provides a range of standardized capacity-building services in 

response to rural women’s urgent needs. Asala insists that they should be provided with community-based, tailored 

training.

- Lobbying and advocating for women’s economic and social rights: women’s work is traditionally limited to the home, 

and family enterprises, and this type of work is usually unpaid or undervalued. Additionally, statistics on employment 

in Palestine do not reflect the value of women’s informal work, including the countless micro-enterprises they run. 

Furthermore, institutional barriers make the social and economic empowerment of women with limited incomes difficult, 

as they lack access to information, institutions, and resources, thereby preventing them from taking appropriate steps to 

improve their livelihoods. For these reasons, Asala launches campaigns to support women in the labor market. 102

Interventions by the Palestinian Employment Fund for affirmative action for women at work:

- Specialized training programs: the fund offers tailored training programs for women in areas where women are rarely 

presented, to enhance their chances of obtaining jobs in those areas, especially those related to professional and technical 

training. The fund also works on providing career mentoring opportunities through business service coordinators.

- Special funding for women’s enterprises: the fund provides concessional financing for women running SMEs, as well as 

concessional loans for women and persons with disabilities to enable them to set up their own enterprises. 

- Supporting women’s entrepreneurship: through workshops and courses designed to enhance women’s skills as 

entrepreneurs.

- Awareness campaigns: to promote the importance of women’s role in the labor market and how positive discrimination 

can contribute to gender balance.

- Partnerships with the private sector: the fund encourages and incentivizes the private sector to employ more women 

through partnerships with the private sector. 

- Verifying statistics: the fund follows up on statistics and reports on women’s participation in the labor market and uses 

them to improve its strategy for the employment of women.

- Collaborating with non-governmental organizations: working with women’s organizations and civil society to 

understand the challenges women face and working together to develop innovative solutions.

- Ensuring equal opportunities in interventions: ensure that a certain percentage of the beneficiaries of the fund’s 

programs and projects are women.

101 Interview with Mirna Ziyadeh, the Palestinian Business Women’s Association “Asala”, October 2023.	
102 Website of the Palestinian Business Women›s Association «Asala», https://asala-pal.org, date of retrieve: October 2023.	
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- Participation in national committees: the fund takes an active part in the National Commission on Women’s 

Employment and other similar committees that support the Government in the formulation of employment policies and 

the creation of a fair and safe working environment for women.

According to the Palestinian Employment Fund’s point of view, the following actions should be taken to reduce 

discrimination in the labor market:

- Fair employment policies: to emphasize that companies and institutions adopt employment policies that guarantee 

equal opportunities for all regardless of gender.

- Awareness-raising programs: to launch awareness-raising campaigns on gender discrimination and its negative impact 

on society and the economy.

- Training of employers: to provide training courses to employers on the importance of diversity and how gender 

discrimination can reduce productivity.

- Promote women’s leadership: to encourage and support women in leadership and decision-making roles in corporations 

and institutions.

- Monitoring and evaluation: to implement regular monitoring and evaluation mechanisms to ensure compliance with 

gender equality standards in companies and institutions.

- Enforcing penalties: to impose penalties on companies that engage in gender-based discrimination or those that do not 

take action to counter it.

- Strengthening international cooperation, in particular with non-governmental organizations: to cooperate with 

international organizations and other States to share experiences in the field of gender equality.

- Supporting research and studies: to support and finance research on gender issues in the labor market to understand 

challenges and develop solutions.

- Support and counseling: to establish support centers for victims of gender-based discrimination, to provide them with 

legal and psychological advice, and to assist them in dealing with cases they may face.

- Support individual initiatives: to encourage and support individual and collective initiatives that promote gender 

equality and raise awareness about the importance of gender equality.103104

Businesswoman Fatimah Algada’ stresses that community development cannot be accomplished without 
women›s employment. She invites women to officially register women-owned enterprises, as this would add 
legal value to the enterprise, preparing it to compete in the business market and helping it to obtain government 
bids. At the same time, she calls on the government to launch a governmental incentives package for women 
entrepreneurs to enhance their participation in the labor market, such as tax exemptions, assistance in the 
marketing of their products, obtaining a share/ quota of government tenders, and exemptions from registration 
fees. She emphasized Palestinian women’s ability to be creative and to prove themselves in the labor market, but 
also indicated that they need formal and social support, and self-capacity-building tools.104

103 Interview with Taghreed Nasser, Palestinian Employment Fund, September 2023.

104 An interview with Fatimah Algada’, business women and a member ember of Chamber of Commerce, September 2023.	
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Chapter Four: Study’s Postulates and Recommendations

4.1. Discussion of the study’s postulates:

The study findings confirmed that there is still a gender gap and gender-based discrimination in the Palestinian 
labor sector. The gap is deeper in the private sector, as compared to the public sector, and it is even deeper in the 
informal private sector (informal economy) as compared to other sectors.

The study findings indicated: 
- The existence of gender-based discrimination in employment opportunities, which is higher in the private sector than in 
the public sector.
- The existence of gender-based discrimination in salaries and wages in the labor sector, with significantly higher discrimination 
in the private sector than in the public sector.
- The existence of gender-based discrimination in working conditions and work environment, which is higher in the private 
sector than in the public sector.
- Gender-based exploitation and corruption exist in the labor sector, and this discrimination is significantly higher in the 
private sector than in the public sector.
- The existence of gender-based discrimination in employment based on family responsibilities in the labor sector; such 
discrimination in more prevalent in the private sector than in the public sector.
- Certain sectors of employment have a higher percentage of gender-based discrimination compared with other sectors. The 
informal private sector is at the forefront of these discriminatory sectors. 
- The problem of discrimination in the employment sector is deeper for women with disabilities.
- There is still a gap in the legislation and laws governing the labor sector from a gender perspective, whether in the public 
or private sectors.
- There remains a significant gap in legislation to combat gender-based corruption and sexual harassment in the workplace.

4.2. Recommendations:

- The legislative framework governing Palestine’s labor sector, especially the Palestinian Labor Law, the Civil Service 
Law, the Anti-Corruption Law, should be modernized to ensure harmonization with international conventions and 
responsiveness to gender issues, and to bridge existing gaps, in a participatory manner with relevant bodies, including 
workers themselves.

- The Social Security Laws should be adopted, as a guarantee for women’s rights in terms of wage equity and financial rights, 
access to their right to paid maternity leave, and various other labor issues.

- The need to adopt modern legislation emanating from international conventions and instruments and the Palestinian 
Basic Law, combating and criminalizing sexual violence and exploitation, and gender-based corruption at work. 

- Strong policies should be adopted in Palestine to prevent sexual harassment and gender-based corruption at work.

- Macroeconomic policies should be adopted that reduce discrimination and inequality and enforce social justice by 
enhancing women’s access to the labor market, providing them with incentives.

- Women should be empowered to demand their rights within the labor sector, and to raise awareness of violations of these 
rights, and to improve the complaint mechanisms for the relevant authorities.

- Government stimulus needs to be approved for women entrepreneurs, such as tax exemptions, registration fee exemptions, 
assistance in the marketing of products, and a quota for women’s enterprises and companies must be adopted in order to 
benefit from government tenders.

- The rights of domestic workers and unpaid family members (first-degree relatives working in the family business without 
pay) should be guaranteed in labor legislation to safeguard women’s rights, and in line with the ILO conventions. 

- Social inclusion of people with disabilities in the labor market, especially women, should be enforced through 
various measures to facilitate the integration of persons with disabilities into the labor market, through the integrated 
harmonization of all types of disabilities, and to enforce legal provisions for the allocation of a quota in jobs for this 
category of workers. 
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- Measures should be taken to facilitate the work of women of all categories, such as provisions for nurseries, kindergartens, 
and public transportation.

- Mechanisms and measures to monitor the informal labor sector, to guarantee the rights of women workers, and to 
intensify inspection visits by the Ministry of Labor should be put in place.

- Governmental policies should be developed to combat poverty and foster the economic empowerment of families and 
women living in poverty in order to provide them with access to quality academic or vocational education and to enable 
them to engage in the labor market. 

- Women’s participation in vocational and technical education and training based on labor market should be supported. 
There is a lack of supply and demand for these fields.

- The Ministry of Education should open academic vocational specializations and vocational training appropriate to the 
labor market, free from stereotypes, and to encourage women to enroll in such fields of education.

- The need to invest in nurturing and raising awareness away from the stereotypical view and patriarchal culture that 
hampers women’s participation in the labor market.

- The Ministry of Higher Education and Scientific Research and Palestinian higher education institutions should close 
certain educational specializations and offer others to fill the gap between higher education outcomes and labor market 
requirements, especially in specializations with a female focus.

- The need for political will among decision-makers to foster women’s participation in decision-making positions, whether 
at the level of public sector institutions or the private sector.

- The need to prepare a guidance manual to assist women working in the public and private sectors with their rights and the 
existing complaint mechanisms.

- The importance of building on the outcomes of this study, including data, conclusions and recommendations, in 
implementing studies and interventions that reduce gender-based discrimination within the labor market. 

Practical proposals for policy and position papers to combat gender-based discrimination in the labor 
market

- Policy paper to include the promotion of women’s employment and to provide the necessary measures in the National 
Development Plan 2024-2029, under preparation.

- Policy paper advocating for macroeconomic policies that reduce discrimination and inequality and foster social justice 
by enhancing women’s access to the labor market and providing them with incentives.

- Policy paper on the current Labor Law’s responsiveness to gender issues.

- Policy paper on the need to adopt special legislation to combat harassment in the workplace.

- Policy paper on the inclusion of gender issues in the new draft of the civil service law, under approval.

- Policy paper on the need to include combating discrimination at work from a gender perspective in the Strategic Plan 
for the Labor Sector 2024-2029, under preparation.

- Policy paper to incorporate gender-based corruption issues into the Anti-Corruption Act and the National Anti-
Corruption Strategy.

- A demand paper on the need to establish nurseries and childcare in institutions, ministries, various governmental 
bodies, and private sector institutions, to strengthen the support for women’s employment.

- Policy paper on adapting the specializations of higher education institutions to the local and global labor market.

- Policy paper on the need to promote women’s vocational education and to open up atypical disciplines.

- Policy paper on proposed government incentives for entrepreneurial women to integrate them into entrepreneurship.

- Policy paper on the adaptation of public spaces and workplaces to the needs of persons with disabilities, especially 

women, and to all types of disabilities.
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Resources

- Universal Declaration of Human Rights.

- The International Covenant on Economic, Social and Cultural Rights.

- Convention on the Elimination of All Forms of Discrimination against Women (CEDAW).

- The Palestinian Basic Law.

- Palestinian Labor Law No. 7 of the Year 2000 

- Cabinet Decision No. (15) of 2003 regarding the system of necessary health conditions in workplaces.

- ILO Equal Remuneration Convention, 1951, No. (100)

- ILO Discrimination (Employment and Occupation) Convention, 1958, No. (111)

- ILO Workers with Family Responsibilities Convention, 1981, No. (156)

- ILO Maternity Protection Convention, revised 2000, No. (183)

- ILO Domestic Worker’s Convention, 2011, No. (189)

- ILO Violence and Harassment Convention, 2019, No. (190)

- Sustainable Development Goals 2030, United Nations https://www.un.org/sustainabledevelopment/

- Cabinet Decision No. (11) of 2012 on the Adoption of the Minimum Wage in All Areas of the Palestinian National 

Authority.

- Cabinet Decision No. (4) of 2021 regarding the implementation of the minimum wage in Palestine.

- Law by Decree No. (19) of 2016 on Social Security.

- Palestinian Central Bureau of Statistics, 2023, Palestinian Labor Force Survey Annual Report: 2022. Ramallah-

Palestine.

- Annual Educational Statistical Report 2021-2022, issued by the Ministry of Education

- Annual Comparative Expenditure Report 2022 of the Ministry of Interior and National Security, issued by Miftah 

institution, 2023.

- Interview with General Eyad Barakat, Commander of the Customs Police, Al-Hayat Al-Jadeeda newspaper 31/3/2022 

http://alhaya.ps/ar/Article/132108

- Civil Service in Figures, Public Employees’ Office, Ramallah, February 2022.

- Draft of the General Budget Law 2022.

- Civil Service in Figures, Public Employees’ Office, Gaza. 

- Annual report 2022, the Ministry of Labor, issued in 2023.

- Law No. (4) for the year 1998, Civil Service Law, and amendments. 

- The Security Forces Service Law No. (8) for the year 2005.

- Regulation for Local Authorities Employees No. (1) for the year 2009, and amendments.
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- The Palestinian Anti-Corruption Law No. (1) for the year 2005, and its amendments.

- Cabinet Resolution No. (4) of 2020, approving the Code of Conduct and Ethics for the Public Service.

- Official website of the Palestinian Association of Businesswomen “Asala”, https://asala-pal.org/, date of obtaining 

information: October 2023.

List of persons interviewed in September 2023: 

- Suha Kan’an, Director of the Labor Statistics Department, PCBS

- Mohammed Qutqut, Director of the Chamber of Commerce, Industry and Agriculture in Qalqilya Governorate 

- Dawoud Al-Deek, Prime Minister’s Advisor of Strategic Affairs

- Anwar Ezz Al Deen Salah, an employee with a hearing disability

- Tarik Atawi, a member of the Engineers Association and an owner of an engineer company

- Taghrid Naser, the representative of the Palestinian Employment Fund

- Mirna Ziyadeh, the Palestinian Business Women’s Association “Asala”

- Khadijah Zahran, the Independent Commission for Human Rights

- Mamoun Odeh, the general director of the inspection department at the Ministry of Labor

- Fatimah Algada’, business women and a member ember of Chamber of Commerce

- Lama Awad, the Head of the Gender Unit at the Ministry of Labor  

- Dunia Jaradat, a member of the Palestinian Union for the Deaf, and a working woman with a hearing disability 

- Female labor inspector, preferred to stay anonymous

- Hiba Abu Hani, a member at Palestinian Postal Services Workers’ Union

- Asma’ Al-Khayat, Head of the Gender Unit at the Ministry of Finance

- Saida Al-Atrash, General Director of the Social Development Directorate in Bethlehem Governorate 

- Hadeel Shehadeh, feminist activist and a woman with visual disability

- Leena Abu Shihab, Director of the Work Injuries and Occupational Diseases Department at the Labor Ministry

- Adham Taha, member of the National Union for Local Governance Employees

- Women working at the private sector (who preferred to stay anonymous)

- Employer from the private sector in Nablus, who preferred to stay anonymous


