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Preface

Dear Reader,

The Handbook on Equal Opportunities in the Eqyptian Higher Educa-
tion System is the result of the combined efforts of many actors:

All were participants in the DAAD-funded project Gender Equality
in the Eqyptian Higher Education System under the lead of Freie
Universitét Berlin, and in cooperation with the universities of
Alexandria, Cairo, Sohag and South Valley. Freie Universitat is an
international network university represented in Cairo by a liaison
office, which aims to increase academic cooperation between Freie
Universitét in Berlin and universities and research centers in Egypt
and the Middle East. This region is of great importance to German
universities in general, and it enjoys a particularly strong research
focus at Freie Universitit Berlin. The transformation process after
the Arab uprisings of 2011 increased the attention given to the
region, thus fostering research, cooperation projects and trans-
cultural dialogue. In times of social and political change, interna-
tional university partnerships provide platforms for exchange and
support. Gender equality and diversity policy are integral parts of
Freie Universitit Berlin. Opening them up to a more international
perspective was the goal of the DAAD project Gender Equality in the
Egyptian Higher Education System.

The underrepresentation of women in (senior) academic positions
is an enduring problem at the international level. As Van den
Brink/Benschop (2012)* wrote: "Gender inequality resembles an
unbeatable seven-headed dragon that has a multitude of faces

in academic life". Of course, there is no such a thing as academic
practice in general — practices vary and do not operate in the same

way (Van den Brink/Benshop 2012: 72). They especially vary
across countries with different academic traditions. However,
the problem of inequality persists on an international level.
The DAAD-funded project Gender Equality in the Egyptian Higher
Education System addressed precisely this problem. The Handbook
was the product of several workshops in Egypt and Germany. It
was shared in a wiki so it could easily be continued between the
workshops. The Handbook gives the project participants the ability
to share their experiences regarding equal opportunities in higher
education: These experiences were collected over the duration
of the project, i.e. nearly three years, and they will hopefully help
others overcome challenging structures in higher education,
promote equal opportunities for women and men at universities,
and achieve lasting change.

Enjoy the Handbook and help make equality a reality!

Prof. Dr. Brigitta Schiitt
Vice President of Freie Universitit Berlin
Project Director

Prof. Dr. Margreth Liinenborg
Director of the Margherita von Brentano Center for Gender Studies
Project Director



Introduction

The DAAD-funded project Gender Equality in the Egyptian
Higher Education System was carried out from 2012 to 2014 at
Freie Universitit Berlin. The Project partners were the Egyp-
tian Ministry of Higher Education and the universities of Cairo,
Alexandria, Sohag and South Valley. The project was funded
within the framework of the DAAD program Change by Ex-
change: Cooperation with the Transformation Countries Egypt
and Tunisia. The project funding primarily covered mobility/
travel costs in the context of fact-finding missions, workshops,
summer schools, mentoring stays, as well as training and sup-
port for the development of electronic communication and a
well-structured learning environment.

The objective of the project was not only to establish an inner-
Egyptian dialogue on gender fairness and equal opportunities
in higher education but to also build a transnational network
on equal opportunity issues between Freie Universitit Berlin
and the Egyptian partner universities. Furthermore, the pro-
ject aims included developing and implementing measures
which will better ensure equal opportunities in Egyptian high-
er education institutions in the mid- to long-term perspective,
supporting Egyptian university management in promoting a
family-friendly environment at universities in order to better
promote women’s careers, and qualifying faculty members for
gender- and diversity-sensitive teaching and research. Through
avariety of measures, the project contributed to the transforma-
tion process taking place at Egyptian universities and included
an international perspective in gender and diversity discourses
at Freie Universitit Berlin.

As can be seen in Tables 1 and 2 (below), the universities in Cairo
and Alexandria have a higher percentage of female professors
than German universities (22% in 2014). The percentage of fe-
male professors at Freie Universitit Berlin is slightly above the
German average? (see table 2). Despite the fact that half of the

students at the universities in Upper Egypt are women, they re-
main under-represented throughout all faculty levels. Further-
more, most universities lack programs which balance academic
careers with family duties and facilitate the integration of fe-
male graduates into the labor market.

Partner Universities = Female Professors Female Assistant
(W3) Professors (W1)

Alexandria University  35,8% 42,5%

Cairo University 34,6% 41,9%

Sohag University 11,3% 18,5%

South Valley University ~ 5,9% 14,6

Freie Universitit Female Profes- Female Profes- Female Assistant Female Students
Professors (W1)

Berlin sors (\W3) sors (W2)
2010 22% 31% 48%
2013 27% 34% 52%

The first project phase included an exchange of good practice
examples and sharing information about equal opportunity is-
sues at the participating universities. Project objectives and
measures were also discussed. In several meetings, the
Egyptian project partners identified the promotion of a
family-friendly environment at Egyptian universities and
the enhancement of career opportunities for female university

Female Students

53,3%
47,8%

55,0%
58,2%

60%



graduates and scientists as important topics. The second pro-
ject phase implemented the good practice measures which were
deemed appropriate in an Egyptian context. All of the meas-
ures were made public by the universities. A summer school
titled "Implementation of gender and diversity management at
universities” was provided for staff from the central and faculty
levels of the Egyptian partner universities in order to foster the
successful establishment of the measures.

The Egyptian partners established Equal Opportunity Offices
as a project milestone: These offices are to promote equal
opportunities and a family-friendly environment at Egyptian uni-
versities. Another key issue was the development of a Hand-
book on Equal Opportunities in the Eqyptian Higher Education
System. The aims of the handbook in front of you right now
include spreading the idea of sustainable gender equality to
universities in Egypt and throughout the Arab region, en-
couraging other universities to join the network, and providing
good practices for many equal opportunity-based activities in
higher education systems. Colleagues from Jordan joined the
network — their country has also undergone substantial efforts
in promoting gender equality at its universities. The Handbook
is bilingual (English and Arabic), increasing its accessibility
throughout the region and also paving the way for further stud-
ies and better equal-opportunity policy.

The Handbook consists of three sections: The first offers a
general outlook on the context in which universities — es-
pecially those in Egypt — operate. It gives an overview of
gender-equality issues and discusses the political, economic
and legal framework in both an international and Egyptian
context. The second section provides an overview of Equal
Opportunity Policies/Work at Universities as well as informa-
tion about measures for the promotion of equality. Part three,
Working on Equal Opportunities, addresses specific measures

and instruments in a practical way. It provides information
about the work of Equal Opportunity Offices, i.e. their infra-
structure, staff, procedures, various activities and services.




Part |: Context

Political Framework
Gender Equal Opportunity at Higher Education Institutions

Equal opportunity can be defined as ideal situation in which
resources are allocated solely according to merit, talent and
work performance. Discrimination occurs when job alloca-
tion is affected by factors other than merit, such as race, class
or gender (White 2010). Despite the fact that women attain the
same levels of education and training as men, and more women
graduate from higher education programs than men, gender
inequality in employment persists as a universal phenomenon:
It is expressed in persistently unfair salaries and by the fact
that more women tend to work in low-status occupations and
have diminished career opportunities than men. These trends
continue despite legislation which promotes equality (Browne
2007).

Women are generally under-represented in leadership and de-
cision-making positions. Even if gender equality is an upheld
ideal and a desirable goal, it has not yet become reality. For ex-
ample, despite the fact that gender equality is one of the found-
ing principles of the European Union, women are underrepre-
sented in fields of responsibility across the EU and are largely
outnumbered by men in leadership positions in politics and
business (European Commission 2014a).

This trend also extends to universities. In the UK, only 22% of
university professors are female (Coughlan 2014; Tickle 2013). In
2012 in Germany, slightly over 20% of all professors were female,
a proportion that has steadily increased since 2002, when it was
only 12% (Deutschland.de). In Norway, 25% of professors are

women (Rice 2014). This lack of parity between men and women
exists despite the fact that more than half of all university gradu-
ates in Europe are female (European Commission 2014b).

Efforts are being undertaken at higher education institutions
worldwide to eradicate gender inequality on campus and pro-
vide models to be emulated in other professional environments.
Equal opportunity offices established at universities take extra
measures to combat and protect females from discrimina-
tion and to provide ‘family-friendly’ settings where childcare
support is provided. Freie Universitit Berlin is one exemplary
university that aims at changing structural inequalities in the
long term. It has developed programs for "the advancement of
women" in all areas of the university. The goal of several ac-
tivities carried out by the Gender Equality Office is to achieve
changes within the different departments’ and disciplines’ cul-
tures. The efforts of the university’s central and departmental
gender equality officers resulted in successful equality policies.
They were an important reason why the university won the To-
tal E-Quality Science Award (Freie Universitit Berlin; Zentrale
Frauenbeauftragte der Freien Universitit Berlin).

Grant approvals depend on selection based on personal success
(Hinz 2009). Appointments at top positions and the assessment
of candidates within university echelons also depend on the
selection of committees (Rossbauer/Abott 2008). During such
selection processes, inequality and/or discrimination can take
place. According to Sally Tomlinson, "Women and minority
applicants for professorships still face overt and covert dis-
crimination in higher education, as well as challenges around



childcare". Such "patterns of discrimination appear similar
across national boundaries," according to Professor Louise
Morley from the Centre for Higher Education and Equality Re-
search, who analyzed evidence from an international group of fe-
male academics (Tickle 2013).

The Convention on the Elimination of all Forms of Discrim-
ination against Women (CEDAW) (UN Women 1979) defines
discrimination against women 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 fun-
damental freedoms in the political, economic, social, cultural,
civil or any other field" (UN Women 1979).

Scholarly work on intersectionality highlights that discrimina-
tion against women does not occur in a ‘single-axis framework’.
Women’s experiences are often a product of compounded iden-
tity factors, where factors such as race and class perpetuate their
marginalization (Crenshaw 1989). Intersectional discrimination
appears e.g. when certain races in a country are given inferior
treatment, in cases where migrant women apply for jobs in the
destination country or where women from rural areas migrate
to the cities in search for jobs, and in many other instances.
Women are often prejudged and perceived to be less compe-

tent than men.

Evidence of this happening within universities exists in the
case of black women in the UK. A survey undertaken by Black
British Academics found that 56% of respondents reported hav-
ing suffered discrimination. One of the respondents describes
a situation of "constantly being challenged by students and
staff who have low expectations with regards to receiving a
high level of education from a black female" (Parr 2014). Out of
over 14,000 British professors, only 50 are black, and of these 50,
only 10 are women (Shepherd 2011). According to data from the

Higher Education Statistics Agency, the numbers have barely
changed in the last eight years (Parr 2014).

One of the most significant discriminatory practices against
women, however, is the unequal valuation of equal work per-
formed by men and women. The latest figures from the Euro-
pean Commission show that women work 59 days each year ‘for
free’. It takes women 59 days of working for free in order for
them to receive the same amount of pay earned by their male
counterparts. The gender pay gap, the difference between the
average gross hourly earnings of male and female employees,
stood at a 16.4% in 2012 ("Equal Pay Day"). In the US, women are
paid as low as 64 cents for every dollar that men earn, accord-
ing to a state-by-state analysis by the National Partnership for
Women and Families. The average figure nationwide is 77 cents,
i.e. for every dollar paid to men, women are paid only 77 cents
(McVeigh 2014).

These persistent practices violate the principles of the CEDAW.
Article 11 of the CEDAW states the following: "Parties shall
take all appropriate measures to eliminate discrimination
against women in the field of employment in order to ensure,
on a basis of equality of men and women, the same rights." This
includes "the right to equal remuneration, including ben-
efits, and to equal treatment in respect of work of equal value,
as well as equality of treatment in the evaluation of the quality
of work" (UN Women 1979).

These trends point to the necessity addressing women’s lack of
progression through their careers. This is especially true since
women have increasingly become primary earners, and the level
of gender equality significantly affects economic development.
The UN quadrennial comprehensive policy review states that
"... gender equality is of fundamental importance for achiev-
ing sustained and inclusive economic growth, poverty eradica-
tion and sustainable development." It states that "investing in
the development of women and girls has a multiplier effect, in



particular on productivity, efficiency and sustained and in-
clusive economic growth, in all sectors of the economy, espe-
cially in key areas such as agriculture, industry and services"
(United Nations General Assembly 2012).

Gender Equality in Egypt

During the uprisings of 25th of January uprisings, many Egyp-
tian women participated in protests solely in their capacity as
citizens, with no regard to their gender (Sholkamy 2012). Some
voice the argument that the status of women was among the
things that women wanted to change during the Revolution
(Taha 2013). In any case, women’s meager political representa-
tion after the uprisings does not reflect their massive political
participation in them. In some cases, some of the gains women
acquired prior to 2011 were then reversed. For example, the
parliamentary elections law operating during Mubarak’s rule,
which included a quota for women comprising 64 seats in par-
liament (The Egyptian Center for Women’s Rights 2012), was
repealed.

Another contentious issue was Article 3, which initially com-
pelled political parties to include female candidates in the first
half of their lists of candidates. Islamists objected to this law,
and it was then amended so that "each party list must include
one female candidate" (Essam El-Din 2013). The results were as
follows: The number of women who nominated themselves for
office doubled since the previous year, 2010. However, wom-
en won only 9 out of 498 seats — their representation fell from
13% to 2% (Institute of Development Studies 2012). The propor-
tion of seats held by women in the national parliament in previ-
ous years was a constant 2% from 2005 through 2009, followed

by 13% in 2010, and then it fell to 2% again in 2011 and 2012
(World Bank 2013b). In 2012 as many as 396 female candidates
ran for the Shura Council elections, compared to only 9 women
in 2010, but only 5 out of the 180 seats were won by women, or
2.7% (The Egyptian Center for Women’s Rights 2012).

The Appropriate Communication Techniques for Development
Centre issued a report in which it criticized former President Mor-
si for not fulfilling his promises to empower women and increase
their representation in government. The Hisham Qandil cabinet
had only two female ministers, or 6% representation (Salah 2013).

Furthermore, the first constitution drafted after the 2011 up-

risings, the 2012 Constitution, was condemned by women ac-
tivists. The Chair of the Egyptian Center for Women’s Rights,
Nehad Abou El-Komsan, explained that the only article addressing




women as a particular group was part of the "moral founda-
tions of society” chapter and stated that "the state shall pro-
vide free motherhood and childhood services and shall bal-
ance a woman’s obligation between the family and public
work. The state shall provide for special care and protection
for single mothers, divorced women and widows" (Samir 2013).
Abou El-Komsan argued that it implied a limitation to the role
of women as "caregivers" and that it does not consider rais-
ing children to be a societal responsibility but rather only the
mother’s individual responsibility (ibid.).

Other criticism concerned the generic terms used to protect
women, the lack of concrete measures, and the inclusion of the
article’s Sharia-compliance which states that equality is ensured
by the state. This was criticized and refuted on grounds that
extremist interpretations of Sharia are different from those of
liberals, especially with regards to women (ibid.).

As for representation and the rights granted in the 2014
Constitution, it was the first time that a constitution granted
Egyptian women the right to pass full citizenship on to their
children (Egypt Independent 2013). However, criticism has
been previously directed at the Committee of 50, which drafted
the constitution, because the committee itself included only
5 women, or 10% of the members. The Egyptian Center for
Women'’s Rights protested against such a small proportion of
women representatives, highlighting the role women played in
ousting the Muslim Brotherhood, which marginalized women.
The Center issued a statement saying that this representation
resulted in a draft constitution "that does not heed the mini-
mum requirements of women" (Ibid.).

The charter’s article 11 addresses the state’s role in protecting
women and children and ensuring equality between men and
women. The Salafist Nour Party, which participated in the
committee drafting this constitution, is against the quota of
women in parliament and therefore rejected an amendment

that states that "the State is obliged to take the necessary meas-
ures to ensure the appropriate and balanced representation of
women in parliaments and local units". Feminist groups and
activists protested the absence of a parliamentary quota in the
amended constitution (Ahram Online 2013).

The state’s role in ensuring women’s equality was eventually
defined, however, in Article 11, as "The state shall take meas-
ures that ensure women are properly represented in repre-
sentative assemblies, as prescribed by law, and shall guarantee
women the right to hold public office and the highest admin-
istrative roles in the country, as well as their appointment to
judicial bodies and authorities, without discrimination. The
state shall also be committed to protecting women against all
forms of violence and shall guarantee women are empowered
to reconcile their family responsibilities with their work com-
mitments" (The Egyptian Center for Women’s Rights 2013b).

Other issues concern the perception that women are primarily
responsible for the home, and that women’s work is a second-
ary issue. Nagwa El-Badry, Chair of the Biomedical Sciences
at Zewail University, describes the challenge facing women
scientists in Egypt, saying that Egyptian women are expected
to be women first, and scientists second. It is expected that
women returning home from work are to start carrying out
their household duties, though this is not expected of men (Al
Sharq Al Awsat 2014).

It is important to note that according to Islam, a woman is not
required to work or financially support her home in any way.
This is solely the responsibility of the man, whether he is a
husband, father or some other relative. However, if the woman
desires to work, her earnings are her own independent property
and her provider does not have the right to ask her for her money.
This is confirmed by Amna Nusseir, Professor of Theology and
Islamic Philosophy and former Dean of the Faculty of Islamic
Studies at Al-Azhar University. She says this independence is a



divine requirement and that a woman can participates in public
life just like a man. This is part of the divine mission for which
God granted humans authority on Earth. Saying that women are
not supposed to participate in work outside the house is an act
of selfishness on the part of men, and a desire to exclude women
from dignified and important human occupations, such as those
associated with jurisprudence or political representation (Alwaei
Al-Tslami 2013).

Women in Egyptian Higher Education Institutions

Egyptian women have been appointed to top positions in sev-
eral universities as school deans, but not as presidents, though
this changed with the appointment of Hind Hanafy in 2009.
This was the first case where an Egyptian woman was appointed
to be president of a public university, in this case, Alexandria
University (Khaled 2009). However, according to a discussion by
some women scientists, the number of women who reach the
position of dean in a scientific fields is smaller than the num-
ber of men who do so (Al Sharq Al Awsat 2014).

According to figures Dr. Nagwa El-Badri attributed to the Su-
preme Council of Universities, 20% of full professors are fe-
males, despite the fact that 60% of those occupying entry level
junior faculty positions are females (El-Badri 2013). In order to
test this figure, staff compositions at Egyptian universities were
randomly sampled. Out of 25 staff members holding the po-
sition of professor of Political Science at Cairo University, the
percentage of female professors is 56%. The percentage of fe-
male staff holding the position of professor of Law at Zagazig
University is 22%.

As for scientific fields, here are some percentages: Out of 1325
professors in the Medicine department of Cairo University, at
least 833, or about 63%, were male and at least 470, or 35%, were
female. For 22 faculty members the information was unavail-
able. Out of 146 professors of Pharmacy at Cairo University, 78

were women and 68 were men; the percentage of women pro-
fessors is 53%. The percentage of female professors of Pharmacy
in Zagazig University amounts to 50%. The percentage of fe-
male professors of all faculties of science is 22.5%; in Zoology
the share is 66%, in Botany 50%, in Mathematics 22% and 20%
in Chemistry. The percentage of female Chemistry teaching
staff’ at Mansoura University is 57%, though only 18% of the
professors are female. The faculty of Computers and Infor-
mation at Cairo University consists of four female professors
and six male professors. This share is higher than the average
—20% — that is found in many countries.

Deputy Editor-in-Chief of the periodical Nature, Arabic
Edition, Karim El-Digwy, claims that issues of inequality
extend to scientific research in laboratories. In a discussion
of the issue he stated that he and his team talked to men and
women who head laboratories, and they would say that they do
not particularly prefer the appointment of female researchers
because they fear women would not provide full-time dedica-
tion to their work, or that they would decide to stop working,
which is less likely in the case of male researchers (Al Sharq
Al Awsat 2014).

The Universities Regulations Law provides the general guide-
lines regarding faculty employment, tenure and the governing
of student life. Guidelines that make particular mention of
measures tailored to women faculty are maternal leave and
accompanying a spouse abroad; they state that maternal leave
should not amount to more than 10 years (Article 91, Univer-
sities Regulations Law). This is a very positive sign of support
for women’s family-related decisions, especially considering the
fact that advancement in their academic career is not affected by
the leave which they are permitted to take.

In addition, and most significantly, women and men in equal
positions receive equal pay. The law does not state this because
there are no cases of unequal pay for the same work value in-



volving faculty or other university staff. In other countries, the
law demands that universities adhere to equal pay policies, but
universities can break those rules (BBC News). Also, the law does
not state that student applicants should be accepted into any
given subject regardless of their gender. Gender-based poli-
cies and recruitment practices do not exist at Egyptian uni-
versities.

The subject of harassment has received heightened attention
after an incident took place at Cairo University in which a group
of students harassed a female colleague for wearing an outfit
which was perceived as inappropriate to be worn on campus.
Student witnesses say that she was assaulted verbally, not physi-
cally (Abdelhamid 2014). In response to the assaults coming
from many directions, she hid in the bathroom until security
personnel were able to escort her from campus (Ahram On-
line 2014). Women activists condemned the incident and voiced
their anger at the university dean. They say that his response
placed blame on both the girl and the students guilty of harass-
ment, because he emphasized the more revealing clothes which
she was wearing despite the fact that she had previously passed
through the campus gates wearing a longer garment (Rizk 2014;
Abdelhamid 2014).

The Chair of the ECWR placed particular blame on the uni-
versity dean, stating that he justified the students’ criminal
acts by placing blame on the girl. The Chair is determined to
prove that the girl is not guilty and to prevent her from being
punished. Referring to the fact that the head of Cairo University
was actually one of the Committee of Fifty who drafted the con-
stitution, and should be a defender of rights and freedoms, the
Chair describes his position as passive (Abdelhamid 2014). In

one article she proposed pursuing the harshest punitive meas-
ures against anyone found guilty, or against anyone who knew
about the incident but did not take measures against it (The
Egyptian Center for Women’s Rights 2013a).

The Egyptian Ministry of Foreign Affairs issued a report on end-
ing violence and discrimination against women, which includes
the following statement: "Among the principles of Sharia is the
right to protection from violence and discrimination, which ne-
cessitates the issuance of legislation that criminalizes all forms
of violence to which women might be exposed." It describes the
legal efforts taken to criminalize all forms of violence against
women. The possibility of execution as a punishment for rape
is considered. It states that "sexual harassment, through the use
of force or threatening to do it, is penalized by Article 269 of the
Penal Code, as amended by Decree No. 11/2011" (Ashraf 2014).

Solutions

Recently, fifty academics at Cambridge University have called for
new methods to make senior faculty appointments eliminate
the lack of women professors. One suggestion was that a wider
range of skills should be taken into account in order to pro-
duce a more ‘inclusive’ recruitment process. Including academic
contributions such as teaching, administration and outreach
work when evaluating success and promotion is likely to help
women advance. The current assessment depends on a narrow
set of achievements, like publications in academic journals
and receiving research grants, and does not include a broad
spectrum of work-based competencies which could better
account for women’s academic contributions (Coughlan
2014).

However, it is important to be careful when drafting responses
to inequality at higher education institutions, especially if these
efforts aim to increase the proportion of women in senior posi-
tions. Active efforts to promote and encourage the selection of



women can have adverse consequences in that they could create
the impression that women and men are not equally competent,
and that the recognition of women'’s achievements is somehow
artificial as opposed to truly accomplished and self-attained. The
case involving the Massachusetts Institute of Technology (MIT)
shows some of the thorny problems that can be faced.

In 1999, MIT acknowledged that it discriminated against
women in "subtle but pervasive ways". Subsequently, MIT
started a push for hiring women, of which the results were
described as being a "stunning progress" in a new study pub-
lished twelve years later. But some disadvantages remain, and
an entirely new set of different issues which need to be ad-
dressed has been created. For example, one consequence of
these efforts is the creation of the perception that women are
receiving unfair advantages. When women earn prizes and ac-
colades, the assumption is that they did so because of their
gender, and not because of merit or ability (Zernike 2011).

Also, because every committee now is required to include a
woman, and there are fewer women than men, more time is
spent by women on work associated with these committees, so
women lose up to half of their research time. They also lose
time which would be otherwise spent in outside consultancies,
time which brings their male counterparts a great deal of mon-
ey. Female undergraduates are sometimes perceived by their
male classmates as having been accepted at MIT only because
of affirmative action (Ibid.).

Moreover, when women are supposed to regard work-life bal-
ance as a criteria for success, inherent inequality remains, as
men are not praised for their work-life balance. It is as if rais-
ing children and taking care of the home is the sole respon-
sibility of women. According to some faculty members, when
men are given family leave, they spend this time doing outside
work, resulting in even more professional inequity. Society
influences gender stereotypes as well, and as one female pro-

fessor explains, women have a narrow "acceptable personality
range", one that is "neither too aggressive nor too soft". One
significant issue which needs to be addressed is the percep-
tion that combatting bias results in lowering standards for
women. Finally, the fundamental issues in gender equality are
a reflection of societal issues, as the dean of the School of Sci-
ence, Marc A. Kastner, concludes (Ibid.).

Economic Framework

Education is a crucial dimension for development. It builds
up human capital, one of the important resources required for
economic growth. Studies have shown that countries which re-
duced illiteracy by 20 to 30 % have witnessed a jump in their
gross domestic product (GDP) of 8 to 16 %. Education has
positive effects on almost all measures of human development,
including health, nutrition and life expectancy. Consequently, en-
suring access and providing high quality education is a pre-
requisite for every country which plans to fulfill its developmen-
tal goals (USAID 2008). However, the challenge of achieving
long-term developmental goals from which all agents in the
economy would benefit can only be achieved when all avail-
able resources are used efficiently. Allowing women to lag
behind would be a misallocation of resources that would
always leave a country with idle resources, thus hindering
the country from reaching its maximum attainable level of
output or from achieving sustainable growth. Therefore gen-
der equality, defined as when "males and females have equal op-
portunities to realize their full human rights and contribute
to and benefit from economic, social, cultural, and political
development", should be regarded as the second pillar, be-
sides education, that every development process requires in
order to reach its own goals and thrive (World Bank 2012).

Realizing gender equality in various areas constitutes "smart
economics”" (World Bank 2012). This is due to a number of
positive outcomes and effects which result from making educa-



tion and employment opportunities more accessible to men
and women. These outcomes and effects include considerable
improvement to productivity and growth and increased invest-
ment in children’s health and education. Moreover, politics,
policymaking and institutions are more likely to be representa-
tive of the entire society when men and women are given equal
chances to be socially and politically active (World Bank 2013a).
There are other positive externalities for gender equality on a
wider scale, such as expanding the country’s ability to compete
internationally, particularly if the country specializes in export-
ing goods and services for which men and women workers are
equally well-suited (World Bank 2012). Therefore neglecting
gender mainstreaming in education would not only reflect eco-
nomic costs through reduced economic growth and an increase
in poverty, but would also have negative impacts on families’
welfare as well as on health indicators like malnutrition and
child mortality (El-Said 2006).

Mainstreaming gender throughout the education process is not
only about having equal enrollment rates at various educational
stages. In order to best address gender equality in education, a
wider vision which pledges equality of access, equality in the
learning process, and equality of educational outcomes should
be adopted. Equality of access means giving males and females
equal chances to be enrolled in any type of education, at any
level. Equality in the learning process refers to the equal treat-
ment of males and females, i.e. providing them equal amounts
of attention and learning opportunities. In order to achieve this
goal, both sexes should be exposed to the same curricula and
learning environment, and only teaching methods which are
free of gender bias should be implemented. Equality of edu-
cational outcomes means that males and females are evaluated
with objective assessment mechanisms which are based solely

on the learner’s own capabilities and efforts (USAID 2008).

Egypt is confronted with several development-related challenges,
many of which have an important gender aspect. A number of stud-

ies emphasizes the strong link between women’s education and
improved gender indicators in various areas and sectors like
labor market participation, health, political participation and
poverty. Such studies pinpoint the importance of addressing
gender gaps in education as a necessary and sufficient condi-
tion to resolve gender gaps in other areas and sectors (Mandour
2009; World Bank 2003; Malhotra et al. 2003). Other empirical
studies proved that once wealth is accounted for, parental edu-
cation, especially the mother’s, is a major factor which contrib-
utes to the degree of accessibility of university education (As-
saad 2010).

Egypt is classified as a lower middle-income country with a
population of approximately 8o.7 million; 49% of the popu-
lation is female. At PPP constant 2005 terms, GDP reached
125 USD billion in 2012 or approx. 1560 USD per capita.
Economic growth remains weak, GDP and GDP per capita ex-
perienced a growth rate of about 6.2% and 4.4%, respectively,
between 2006 and 2010, decreasing further to 2% and 0.3%,
respectively, in 2011 and 2012. Low growth rates pose a danger
to mounting social frustrations, as they will not deliver the
needed jobs and opportunities. Indeed, unemployment ex-
ceeded 13% in 2013. Literacy rate reached 74% in 2012, though
males (82%) are noticeably more literate than females (66%)
(World Bank 2013b). Nevertheless, the country has witnessed
some minor improvements in overall socio-economic devel-
opment. In 2012, it ranked 112 out of 187 countries on the hu-
man development index, with an average growth rate of 0.92%
from 2000 to 2012, despite the small changes of the last two
years (UNDP 2013). Nevertheless, gains were more evident for
women and girls. Child health indicators, such as immuniza-
tion rates and infant mortality, have improved for both gen-
ders. Fertility has been declining, and women are getting mar-
ried at a later age (World Bank 2010). Poverty still constitutes a
major challenge - the percentage of the population living under
the national poverty level increased from 21.6% in 2008/09 to
25.2% in 2010/11 (CAPMAS 2012).



Education receives moderate attention from the government,
as depicted in the 4.1% education expenditures as a percentage of
GDP. However, this amount is highly skewed in favor of uni-
versity education, where the ratio of spending (higher educa-
tion student vs. pre-university education student) averaged 3.2
between 2005 and 2008 compared to only 1.1 in OECD countries
(Assaad, 2010; El-Baradei 2012).

In the 2013 Gender Gap Index, Egypt ranked #125 out of 136
countries. The gender gap index, published by the World Eco-
nomic Forum, is measured by four sub-indices: Economic par-
ticipation and opportunity, educational attainment, political
empowerment and health & survival. Though Egypt’s ranking
moved up one spot in 2013, its overall score has been decreasing
since 2000, placing the country among the weakest countries in

terms of closing their gender gap.

Focusing on the detailed classification, the political empow-
erment sub-index reveals the major challenges the country is
still facing: With a political empowerment sub-index of only
3.4%, the country’s position is even below the 7 % average of the
MENA region. It is worth mentioning that this index measures
the gap between men and women at the highest level of politi-
cal decision-making — it assesses the ratio of women to men in
both minister-level and parliamentary positions. Less than half
of the economic participation gap is closed (44.2%), a rate that
is near the average of the MENA region, though far below North
America, Sub-Saharan Africa and Latin America, where the aver-
age rate exceeded 60%. On the other hand, Egypt ranks rela-
tively higher in terms of education and health & survival; its
level of achievement reached approx. 92% and 98% respectively
(World Economic Forum 2013).

Gender disparities in education have narrowed rapidly in Egypt
over the past two decades. The ratio of females to males in pri-
mary education has increased from 89% in 2001/02 to 94% in
2009/10. Secondary education has witnessed a reverse gender

gap which started in 2000/01 — there were nearly 1.2 times
as many females as males. University education followed the
same trend: The female-to-male ratio increased from 84%
in 2000/01 to 96% in 2009/10. Females constituted 49% of
all students enrolled at public universities in 2009/10 as op-
posed to 46% in 2001/02. In 2008/2009 females represented
53% of all students at public universities (CAPMAS 2012). A
similar representation can be seen in the employment level,
where the percentage of female academic staff members has
experienced a constant increase from 29% in 2000/2001 to 33%
in 2006/07 reaching 45% in 2012 (Minstry of Higher Education
2012; El Masry El Youm 2014). In addition, the number of fe-
males enrolled in post-graduate studies increased from 39.7%
in 2000/2001 to 50.8% in 2009/2010 (NCW, 2014). Egypt follows
the same world trends regarding gender differences in fields of
studies — females tend to gravitate towards social sciences and
theoretical studies, and they tend to avoid "the hard sciences".
Another aspect where Egypt is no exception is the fact that fe-
males who have gained access to higher education outperform
males when it comes to grades, and completing their degrees.

In spite of these promising trends, females still have a relatively
low representation in leading positions in Egypt, this includes
as department heads, faculty deans and vice deans, and they
are almost completely absent at the university-wide level. Cor-
respondingly, females tend to be under-represented in the
highest-level academic positions (associate professors or full
professors). Deeper analysis of the status of (free) public univer-
sity education showed that, despite much higher government
spending on university education than on basic education, in-
equality was still significant. Assaad (2010) highlighted the fact
that the degree of accessibility to university education is af-
fected by more factors than ability and effort, i.e. wealth, family
background and gender. Although minimal disparities regard-
ing secondary and university education accessibility, and attain-
ment across regions in Egypt (except for border governorates),
has been revealed, women from rural and poor backgrounds



still face geographical restrictions to access higher education.
More specifically, females from rural areas who belong to the
lowest income quintile and have illiterate parents have only a 2%
chance to pursue a university education; a male with the same
characteristics has a 9% chance. In contrast, females from
urban areas who belong to highest income quintiles and have
educated parents have a 100% probability of attending univer-
sity, as compared to 97% for males. This leads to the conclusion
that inequality of opportunity is more evident for females when
their ability to participate in higher education is more affected
by income, family background and regional variables. Assaad
(2010) argues that higher education is more likely to be viewed
as a necessity for boys who come from rural areas (and have
illiterate parents). Higher education for girls under similar cir-
cumstances, however, is more likely to be viewed as a luxury. For
the wealthier group, the higher probability of female access was
explained by the fact that, on average, girls tend to outperform
boys in education when all other variables are constant.

Furthermore, there’s still a missing link between education
and labor market participation. Unemployment hit females
harder: In 2012 about 24% of females were unemployed, op-
posed to 9.3% of all males. This discrepancy is even more
evident within the youth category, where the unemployment
rate of young females reached 54% in 2010, as opposed to
only 15% for young males. Most importantly, there is a posi-
tive link between the gender gap in employment, and edu-
cation level: The higher the education level, the wider the
gender gap. In terms of people who have completed second-
ary education, 13.8% more females were unemployed than
men; for tertiary education, 16.5% more females were unem-
ployed. One can conclude that highly-educated women are
more susceptible to unemployment than their male coun-
terparts (World Bank 2013b). Moreover, women are concen-
trated in a few sectors — the government sector accounted
for about 54% of all female employment, as opposed to only
10% in formal private sector (World Bank, 2010). Exacerbat-

ing the vulnerability of employed women, the percentage of
females in the informal self-employed sector highly exceeds
that of males (American University in Cairo 2014).

In 2009/10, 46.5% of the students at Cairo University were female.
Nevertheless, other universities in Egypt, like South Valley, Alex-
andria, Menya and Helwan, have a higher share of female stu-
dents than Cairo University. Moreover, a number of faculties
within Cairo University have experienced a reverse gender gap
(FEPS, Alson, Mass Communication, Social Services, Arts, Ar-
cheology and Fine Arts). In addition, some faculties only have
female students (Faculty of Nursing and Faculty of Child Care).
The proportion of female academic staff members, however, is
lower that the share of female students. Since the establishment
of Cairo University in 1908, none of its Presidents were women
and only one female Vice President (for Environmental and So-
ciety Services) was appointed.

Legal Framework
Constitution

The current Egyptian constitution promotes equality of op-
portunity. There are more than 20 articles explicitly benefiting
women. Article 11 e.g. states that the state shall ensure the equal-
ity of men and women in all civil, political, economic, social,
and cultural aspects. Moreover, the State is also responsible for
the "appropriate” representation of women in the parliament
and other representative bodies, although the term "appropri-
ate" is debatable. The State also guarantees women the right to
be appointed to public positions and high leadership positions;
no discrimination is permitted against them. The State is re-
sponsible for protecting women against all kinds of violence
and for enabling women to have a suitable work/life balance.
The constitution explicitly mentions the care and protection
of motherhood and childhood, female heads of households,
elderly women, and women who are most needy. In addition,



women also benefit from all the other articles of the constitu-
tion as full citizens whose rights include social protection and
social equality.

This support is clearly stated in the constitution's preamble:
"We are drafting a Constitution that holds all of us equal in
rights and duties without discrimination of any kind. We, the
citizens, women and men, the Egyptian people, sovereigns in a
sovereign homeland, this is the manifestation of our volition;

this is the Constitution of our revolution."

Article 53 relates to public rights, freedoms, and duties: "All
citizens are equal before the Law. They are equal in rights, free-
doms and general duties, without discrimination based on re-
ligion, belief, sex, origin, race, color, language, disability, social

class, political or geographic affiliation or any other reason."

University Regulatory Law
(i.e. Law 49 from 1972, plus its amendments)

As for the legal framework, all Egyptian public universities
(Al-Azhar University is not included) must follow the university
regulatory law, i.e. Law 49 from 1972, plus its amendments. Pri-
vate and international universities are subject to other laws.
All professors — from Assistant Professors to Full Professors —
are subject to university law. Teaching assistants and assistant
lecturers, however, are not considered to be faculty, so they are
subject to public servants’ law, as are administrative staff work-
ing at university.

All departments within Egyptian public universities are subject to
Law 49 from 1972. Further bylaws are imposed at the faculty and
department levels, including within administrative depart-

ments, but all must follow the law.

It is worth mentioning that the laws are completely gender-
blind. However, due to the nature of the Arabic language, the

generic masculine grammar is used. It is understood that the
language is intended to include both women and men. However,
one could recommend including both male and female forms of
the nouns and verbs or amending the preamble by stating that
this law is equal for both male and female professors.

This is especially important in the articles that mention the
leadership positions in higher education, and very clearly stated in
Article 13 (which was amended in 1994): "The Minister of Higher
Education in charge is he who is also the Head of the Supreme
Council of Universities, and he oversees the universities accord-
ing to his position". This subconsciously enhances the percep-
tion that the Minister of Higher Education has to be a man,
which so far has always been the case. The same goes for all

professional — masculine - titles throughout academia.

Another important note is included in Article
13, the amendment from 2012. It stipulates that
leadership positions are no longer permit-
ted to be given by appointment — now, leaders
must be chosen through fair elections. These
positions include heads of scientific depart-
ments, deans, and presidents of universities.
This is a positive amendment that enhances
equal opportunity and decreases discrimina-
tion, at least in terms of the legal aspects. It
remains to be seen whether elections truly
end discrimination. Social factors, gender and
other forms of discrimination might continue
to influence the selection of university leaders.

One of the exceptions in the 2012 amendment
offers special bonuses to tenured professors at
the Universities of Assiut, Tanta, Mansoura, or
Cairo University in Khartoom, or to faculty at
institutes outside Cairo, Giza, and Alexandria

governorates.



Labor Law

Labor law is another law that regulates workplaces. Article 35 of
the 3rd section states: "It is prohibited to discriminate employees’
salaries based on sex, origin, language, religion, or faith."

In addition, there an entire section is dedicated to women’s la-
bor: Articles 88 to g7. These ten articles address women’s equal-
ity with other workers and their protection from having to take
hazardous or unsuitable jobs. For example, Article 89 allows the
minister under whom a woman works to specify cases where
it might not be possible for women to work from 7pm to yam.
Article go allows the minister to specify which specific jobs are
considered too hazardous or physically tough for women.

The Law provides special care is given for mothers and lactating
mothers.

Article g1 obliges all employers to give 9o days of paid materni-
ty leave (at least 45 of them immediately following delivery) for
any woman who has worked for them for the last ten months.

Article 93 allows lactating mothers (during the 18 months
following her delivery) an additional hour for rest and lactation
without any deduction from their pay. Article 94 states that
(for enterprises with at least 50 employees) women are allowed
up to two years of child-care leave.

Article 96 obliges employers employing at least 100 female em-
ployees to establish or coordinate a nursery facility for the chil-
dren of female employees.

On another note

In June 2014, Dr. Gaber Nassar, President of Cairo University,
has launched an initiative to combat sexual harassment and
violence against women at Cairo University and other Egyp-
tian universities. The initiative includes establishing a supreme

committee, headed by Dr. Gaber Nassar himself; to set the poli-

cies required for this purpose.
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Part II: Equal Opportunity
Policies/ Work at Universities

Introduction

Equal opportunity offices are responsible for advancing and
monitoring equal opportunity policies and programs at univer-
sities in many countries of the world. New governance at uni-
versities around the globe brings many challenges, but also of-
ten includes gender equality and/or equal opportunity policies.
Very often international competition, organizational development
and societal pressure are key drivers for the establishment or
strengthening of equal opportunity policies in institutions like
universities. Even funding schemes or programs initiated by
organizations for science and research or ministries for high-
er education can further intensify focus on this subject. In the
European Union, Gender Mainstreaming became a union-wide
strategy for fostering gender equality and was translated into the

national agendas of all member countries. Over time, equal op-
portunities often became a cross-sectional objective for many
universities. In many countries equality work has become a
field of occupation which went through a phase of profession-
alization during the last two decades.

Changing agendas — from gender equality to equal opportunities
(focusing more on inequality than simply gender) to what is of-
ten referred to today as "diversity management" — creates new

challenges, new duties and new conflicts. After all, the field is
characterized - like many others in times of "economization”
of universities — by the constant battle for scarce resources in a
"competitive environment". But this battle is often fought at the
expenses of the equal opportunities’ causes.

Gender stereotypes and gender bias are not always visible nor
are they noticeable at first glance, but they are still prevalent
in academia. In order to overcome the existing structures
that hinder women (and/or other (minority) groups) from
advancing their careers, a great deal of change needs to take
place.

Although universities continuously strive to become modern,
diverse and equal, structures of inequality prevail. In order to
change those structures, studies of gender (and other) inequali-
ties, and their structural integration in academic politics and
processes, should become a well-rooted subject of interdiscipli-
nary academic research. Especially in the fields of political and
social sciences and economics, interesting questions for schol-
ars might stem from work- and occupational studies, highlight-
ing gender specific and hierarchical divisions of labor, the role
of migration and (anti-)migration politics, and the conditions
that enable or disable women and members of social minori-
ties from participation and success in many things, including
academic professional qualification.



There are at least six explanations (for the German context, see
Blome et al 2013: 55ff) which explain the phenomenon of "leaky
pipelines", "glass ceilings" and/or "sticky floors" (metaphors
which describe the disproportionally low percentage of women
who have achieved higher levels of professional qualification).
These elements are often interwoven, addressing both indi-
vidual and structural barriers that may lead to an underrepre-
sentation of women in academia. The survey done by Blome et
al. shows that even if women occasionally underestimate their
ability to succeed in academia, it is of prime importance to re-
move not only individual barriers but structural ones as well.
Examples of these barriers include "old boys networks" that re-
cruit their personnel from a homogeneous (read: male) pool of
candidates, concepts of family and work-life-balance that heav-
ily depend on a stay-at-home mother, aspects of childhood so-
cialization that prevent girls from pursuing an academic career,
stereotypes and gender biases, and official rules and regulations
that tacitly work in favor of men (ibid., 68).

Depending on which explanation appears to be most convinc-
ing and the priorities of the different problems (usually it is a
mix of more than one), the work of equal opportunity actors at
universities has many parallel goals: First and foremost is often
improving the representation of women on all levels of qualifi-
cation. Guiding principles of work could include the "cascade-
model of equalization": every level up the job ladder should in-
clude atleast the same percentage of female professionals as the
preceding level. Another principle is mandatory gender quotas
or target ratios. Ideal would be 50%/50%, but in some circum-
stances other compositions are preferred. For example: Since
2015 Germany has a gender quota of 30% women on corporate
boards (New York Times 2015).

Other structural goals of equal opportunity actors include the
development, enactment and implementation of rules, legis-
lation and processes that remove deficits and foster equity,
as well as planning accompanying projects such as support

programs, workshops and publications. For example, work-
shops and campaigns could be used to raise awareness for job
inequality, discrimination and/or sexual harassment, but also
for possibilities to improve promotion prospects and job op-
portunities in academia. Dual career services which serve both
parents and envision a more balanced division of all labor —i.e.
both at work and within the family — are also an important area
of activity.

Each explanation and task requires the inclusion of various
actors, for example, members of the executive committee and
university-administration, deans of faculties, scientists and
scholars, lecturers, students, as well as members of professional
networks inside and outside the institution.

In this respect, working towards equal opportunity has to com-
bine established methods with (relatively) new instruments and
fields. Using gender mainstreaming and diversity management
to bring together these strategies which allow for a work-life-
balance, provide family- services, and ensure equal treatment
in vocational and recruitment processes is a huge task which
requires cooperation, alliances and support throughout all
levels of higher education. In order to comply with the in-
creased expectations and duties, equality work should reflect
research outcomes of gender, diversity and intersectional-
ity studies (e.g. Choo/Ferree 2010, Cho/Crenshaw/McCall 2013,
Hill-Collins/Bilge 2016). Given the interlinked institutionalization
of gender studies and equal opportunity policies at universities,
this is important for dealing with changing agendas. But it is
most necessary when rhetoric modernization isn't sufficient but
equal opportunity policies target a modernization of structures
of prejudice.



Promotion of Equality
Introduction

Universities in Egypt and Germany should pursue the goal
of equal opportunity for men and women. By doing so, uni-
versities emphasize the fundamental necessity of taking
each woman’s special situation at the university into ac-
count. The following guidelines on promotion of equality
of women and men are intended to eliminate structural dis-
advantages for women and to also guarantee equal oppor-
tunities in career development. The promotion of women
complements and substantiates the university’s goal (and
legal obligation in some countries, e.g. Germany) to reduce
existing underrepresentation in some fields (in Germany,
these are typically the MINT/STEM-disciplines). This also goes
for higher academic positions across all disciplines. The im-
plemented measures should bring significant improvement
to the learning and work environment and should also help
increase the proportion of women in fields in which they are
underrepresented.

In order to improve the situation of staff, students and em-
ployees, it is very important to give them support which can be
provided on different levels and by different persons or institu-
tional facilities/units. Actions to be taken for the promotion of
women in academia include:

Offering female staff, students and employees readily
available opportunities in career development and
advancement.

Systematically including women or, with a focus on
structure, mainstreaming gender equality with regard to
the allocation of scholarships and research grants.
Equalizing the ratio between women and men amongst
student employees and in subjects in which women are
underrepresented (e.g. STEM), and improving each
female student’s study situation.

Providing more childcare and/or care for dependents of
men and/or women working/studying at the university —
especially for single parents.

Promoting the institutionalization of gender studies

as well as diversity and intersectionality research in across
departments and/or institutions.

Taking pre-emptive action against sexual harassment.

In the following chapter we will suggest instruments which
have been implemented at many universities and have proven
to be successful in resolving some of the obstacles that prevent
women from developing their full potential. The necessary
measures require support from both ends of the employment
spectrum, i.e. top-down and bottom-up. On the one hand,
people in power (deans, university presidents, etc.) have to
support the idea, and on the other, staff/femployees/students
have to be actively involved in the matter of equal opportuni-
ties. Recommended tools or components include workshops,
trainings, mentoring systems, scholarship programs, informa-
tion strategies and networking. These effective instruments will
be explained in detail in this chapter.

Examples of such activities at Egyp-
tian universities will be given in
chapter 4. All participating univer-
sities are partners in the DAAD
project Gender Equality in the Egyp-
tian Higher Education System. The
measures and strategies which
were developed during the project
were then proposed as a way to re-
duce existing gender disparities in
access and achievement in higher
education.



Scholarships and grants

One important tool is the promotion and support of young
researchers who write proposals for research projects. This
support includes providing young female academics informa-
tion about scholarships and grants and encouraging them to
actually write proposals. Concerning the latter, such support can
focus on two elements: It can be directed especially towards
young female researchers and support them in a research topic
of their choice, and/or it can be directed towards projects which
focus on questions regarding equal opportunities or gender
relations. In order to provide the best possible support, joint
effort and coordination by professors (as project leaders) and
equal opportunity officers is required.

University Support

The university as an institution could provide resources for
activities and qualification workshops, advanced training for
staff and doctoral students would be of great significance. Ex-
amples of such programs are leadership trainings which
would also focus on two elements: Providing young female
professionals with the necessary skills for leadership, and
establishing leadership trainings that promote a concept
of (gender) equality and gender- and diversity-sensitive
leadership skills throughout all levels of the academic hi-
erarchy. Workshops might cover topics such as personnel
policy, communication, science management, applying
for and administering funds, public relations and other skills
relevant for an academic career. The university could organize
awards for excellence in different fields, such as outstanding
research, teaching, or raising financial support from third par-
ties in the field of equal opportunities. In Egypt, universities
celebrate public holidays, such as Mother’s Day on March 21, to
honor the importance of parenting. Such an occasion could be
the basis for family-friendly university activities.

¥

Mentoring

Mentoring is another important tool for the advancement of
women in academia which takes various shapes and includes
many topics and target groups. For example, faculty members
could be enabled by their respective equal opportunity offices/
branches to set up programs that promote gender equality at
the faculty level. On a more central level, a female counselor at
the university should be accessible for all questions concerning
women in academia. Such a counselor, or other equality-sensi-
tive ombudspersons, could be installed to conciliate between
disagreeing parties, and to make the voices of university mem-
bers heard who experienced discrimination or gender-related
job difficulties. Furthermore, psychological advice should be
provided by the equal opportunity office.

In order to make the highest possible number of university
members aware of the equal opportunity aspects of academic
conduct and procedures, the university’s equal opportunity
center can provide mentoring programs with a special focus
on leadership, research and/or teaching. Institutionalized peer
mentoring is one way to evaluate and sustain the knowledge
and capabilities of students and staff.

Information

Another important tool is to make information from the equal
opportunity office available to all members of the university.
Universities should ensure that their members know their
rights and have access to university support structures, as
well as to information about legislation which applies to their
respective situation. All university members should have their

voices heard.

The most common ways to promote this include websites,
public blackboards, posters, flyers and brochures issued by

' z‘.

o 0

'
_ x&.‘af’




equal opportunities offices, university administration and
through staff or student associations. Other means of informa-
tion include open forums such as "Qualification Days", where
senior and junior graduates can meet and discuss their experi-
ences and prospects. A special variety of such a forum is "Girls’
Day", where all departments, especially those in which female
students are typically underrepresented (especially STEM), open
their doors for curious/interested girls. The very first Girls’ Day
to take place at an Egyptian university occurred during the course
of the DAAD project at South Valley University in 2013%. In a Girls’
Day event, female pupils have the whole day to get to know the
university, ask questions, take part in scientific quizzes, solve
tasks and assist in experiments (under supervision). The goal is
to help girls become more informed when it comes to deciding
what they will study, and also to empower their self-perception
as scientifically capable, and finally, to increase the share of
female students. Information and mutual peer-education, for
example in post-graduate follow-up sessions or (concluding)
colloquia where master and doctoral students participate and
present their current research progress (e.g. in gender equality
related topics), are a helpful tool not only in the early stages

of studying, but also in the graduate and post-graduate phases.

Networking

Networking structures are another important topic. One can as-
sume that networking structures exist both overtly and tacitly in
every institution, and that being able to navigate within such
networks contributes significantly to personal progress.

Two prevalent types of networks are to be identified: formal and

informal.

Formal networks within the university connect gender equality
offices, university presidents, vice presidents, departments, as
well as other relevant actors in equal opportunity work (such
as working groups, initiatives on the faculty-level, and counse-
lors). Other networks might also reach outside the university
and bring together actors from universities with political actors,
e.g. national (or federal) councils for women, representatives of
parliaments, ministers, members of non-governmental organi-
zations (NGOs) or other equal opportunity associations. Such
networks can provide information and strategies that might be
useful for implementing new instruments for the advancement
of women in academia. Examples might be the NGO "Har-
ass Map"+ which developed a "Safe Schools and Universities
Program' that was adapted by Cairo University in the 2014
fall semester or the NGO "Ikhtyar ‘Choice’ for Gender Stud-
ies and Research", an initiative with the goal of developing
an Arabic-language knowledge base of gender and sexuality
trends and dynamics from the Arabic world.

Other important networks include international collabora-
tions between universities or individual departments. This
document is just one outcome of such a collaboration. On an-
other level, national and international academic profes-
sional associations connect professionals, disseminate knowl-
edge, and enable temporary or sustainable connections between
researchers, decision makers and political activists.



Informal networks in the field of gender equality can empower
people to voice their experiences, or to search for pragmatic,
ad-hoc solutions. One could assume, that such networks in-
volve informal meetings between office members and persons
that are interested in equality related issues (e.g. Post-Docs,
researchers, etc.). Such situations might arise when there is
a perceived lack of formal structures addressing existing chal-
lenges, or in early stages of formal networks, when actors want
to find out if there might be other interested actors with whom
a more formal network could be developed. Social networking
tools (wikis, Facebook, Twitter) can contribute to the circulation
of information through both informal and formal networks.

Universities can support women by making access to formal
networks more open, and by reducing any possible negative
effects from pre-existing informal "old boys" networks, as well
as by encouraging actors of equal opportunity to build up new
networks and strengthen their influence on equal opportunity
politics, both inside and outside the institution.
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Part I1l: Working on Equal Opportunities

What does "equal opportunities"
in higher education mean?

In terms of access, most countries have made substantial pro-
gress in closing the gender gap in higher education. Women
are increasingly gaining access to higher education, and in
Egypt, female enrolment is nearly as high as male enrolment.
However, the increase in female enrolment does not necessar-
ily mean that gender equality has been achieved: The cascade
model, the equal representation of women on each career stage
from bottom to top, has not been realized yet. The same goes
for Germany (GESIS 2014). The European Commission has
confirmed this finding by stating that "Gender differences are
not big in enrolments, but inequality comes later in the transi-
tion to the labor market." (European Commission 2013). In ad-
dition, female students still face more financial and social bar-
riers than male students with regard to access to higher education.
Women from wealthier, more educated urban families are more
represented in higher education in Egypt.

Equal opportunity offices at the university are just one compo-
nent of many which aim to ameliorate the situation of women
in the educational system. In order for even more progress to
take place, many regulations and adjustments should take effect
in much earlier stages of their educational careers, such as in
schools or day-care centers. Nonetheless, universities have the
obligation to support all students equally, and to reduce exist-
ing inequalities. To support this goal, equal opportunity offices
have a range of activities at hand.

Equal opportunity centers at universities

In June 2012, as an outcome of the DAAD Transformation Part-
nership project Gender Equality in the Eqyptian Higher Education
System, the Egyptian project teams started to establish Equal
Opportunity Centers at their universities. At South Valley Uni-
versity in Qena, the Equal Opportunity Center” was founded as
an office for the promotion of equal opportunities and a family-
friendly environment at the university. The Center’s main goal is
supporting the work-life balance and career development of all
university members. This includes counseling young research-
ers and graduates, offering soft skills courses to faculty mem-
bers, and enhancing offers for child-care at the universities. The
center supports female staff members and female post graduate
students in making progress in their academic career and social
lives. Young female scientists now can consult with the Center
when facing problems related to equal opportunity issues. Fur-

thermore, the Center has organized trainings for young scientists

and an open day at the university for school girls ("Girls Day")
that first took place at South Valley University in 2013.




Administrative Structure

The administrative structure of the center includes its integra-
tion in the university organizational hierarchy, an official name
and logo, and the assignment of a chief office manager. Related
issues include the question whether it should be a single
central office or many decentralized offices, or a combination
of both, and the number of people working in each office.
Throughout the duration of the project, the partner univer-
sities established offices for equal opportunities, as follows:

South Valley University (SVU): The office was established in
April 2012 and is affiliated with the Vice President of Social
Services and Environmental Affairs, namely Prof. Sayed Taha.
The office is called the "Equal Opportunity Centre" and man-
aged by Prof. Jehan Ragab.

Alexandria University (AU): The office was set up and is affili-
ated with the Vice President of Research and Postgraduate
Studies, namely Prof. Seddik Abdel-Salam. The office is labeled
"SCOPE", which stands for "Support Centre for Equal Oppor-
tunities and Parental Enhancement". It is managed by Dr.
Zeinab Shata.

Sohag University (SU): The office was established in 2012 and is
affiliated with the university President, namely Prof. Nabil Nour
El-Deen. The office is called the "Family Support Centre" and is
managed by Dr. Ahlam El-Adawy.

At Cairo University (CU), the Faculty of Economics and Politi-
cal Science established "FORUS" for contact regarding the fields
of equal opportunity or gender-related research.

Legal Framework

The administrative structures of the equal opportunity office are
often connected to and regulated by legislation. In Germany, for

example, national and federal law prescribe the equal treatment
of men and women and prohibit discrimination against people
based on sex, gender, origin, religion, political belief, or disability
(German Basic Law, Art. 3). Deriving from the basic law and the
German anti-discriminatory law (General Equal Treatment Act)
there are federal laws specifically intended for higher education
which prohibit discrimination in the academic context. On alocal
level, each university is obligated to establish rules regarding the
work of its equal opportunity office, a task which is defined in the
respective constitution of each university (Blome et al 2013: 98f).

Working Personnel and Procedures

This section refers to qualifications, duties, rights and respon-
sibilities of the staff of the equal opportunity office. It specifies
the necessary skills for all staff members who work in the office.

Rights and responsibilities of the equal opportunities office
and its staff

In some countries, e.g. in Germany, equal opportunity officers
can work in a paid position as either full-time or part-time of-
ficers, depending on the respective university and/or according
to federal or national laws. Such officers should be able to be
(partially) indemnified from their regular occupational tasks in
order to have enough time to invest in their positions as equal
opportunities officers.

Another important aspect is that equal opportunities officers
should take part in all decision-making processes of academic
boards, and they should always have a voice. This is crucial in
the recruitment processes of all positions, including high-pro-
file positions. The degree of authority of each equal opportu-
nity officer may vary from university to university, but should
be specified in university legislation.



Personnel and duties

The equal opportunity office is headed by the chief equal op-
portunity officer. A deputy officer, and/or assistant officers, an
IT administrator, a secretary and, as the case may be, other of-
fice representatives such as speakers or advisers complete the
team. The office manager is responsible for planning and su-
pervising the work, programs and activities running in the of-
fice with other personnel, and in collaboration with national

and international partners.

Each school or department should be assigned a deputy equal
opportunities officer. The office — or a branch of it — can also
be located in the university administration building. The main
equal opportunity office should be well connected with any
branch offices.

One of the core tasks of the office is to develop visions regard-
ing gender and equality for the development of the whole uni-
versity. One practical approach employs one-year action plans
that are presented to the university administration as well as to
internal and external partners. Such action-plans could act as
guidelines for gender- and equality issues in any decisions tak-
en by university authorities. Discussing these plans and getting
the consent of all parties involved helps secure the financial and

technical support needed.

In order to provide basic information for all such decisions, the
office collects, handles and edits statistical data from the whole
university. The office then presents this data to the administration
and individual departments along with analyses and recommen-
dations for action. One such recommendation could be the estab-
lishment of a program for career development, including PhD and
post-doctorate programs, which would ensure the advancement

of women to higher management positions.

Decentralized equal opportunities officers have many similar tasks
but their actions take place on another level. One important
task is managing conflicts that arise among faculty members,
providing counseling to staff and students, and liaising with the
chief equality officer.

The chief equal opportunities officer is responsible for the
coordination among the decentralized equal opportunities of-
ficers. Periodic meetings are an important tool for discussing
problems, providing feedback and finding suitable solutions.
Important news from other faculties with issues related to ca-
reer development, e.g. motivating and encouraging women to
apply for higher positions, can be shared.

Another important element is consultation with the university
president and/or vice presidents to discuss activities, current
problems, financial needs and future plans, as well as network-
ing with higher authorities (e.g. Ministry of Higher Education)
and other policy makers.

On the faculty level, the officer should meet with deans and other
faculty members on a regular basis. This can be the result of the
officer’s presence in vocational procedures for faculty jobs and
professorships, and/or to help solve gender or equality related
problems or conflicts which were presented to the office by staft
members. In addition, this collaboration can lead to individual



rules for one faculty area, and can thus provide best practices, e.g.
establishing a nursery or children's daycare.

While these activities target networks inside the university,
equal opportunity work also deals with networks outside
university. Officers build connections with higher levels of the
administration, authorities, policy makers and other relevant
partners and organizations to get support for all sorts of office
activities, i.e. administrative, financial and/or technical. A good
example is the previously mentioned collaboration between the
NGO "Harass Map" and Cairo University.

Qualifications of working personnel

In order to achieve the best results, equal opportunities officers and
their coworkers should have qualifications in the fields of equal
opportunity and counseling as well as profound knowledge of
higher education administration, decision-making channels,
political relations, statistics and law. Also recommended are
good management and communication skills, experience
managing or moderating groups, and a wide range of network-
ing capabilities with university administration, as well as with
personnel in higher positions inside and outside the university,
e.g. governmental and non-governmental organizations.

Officers are often required to be faculty teaching staff members
of the university.

All staff members in the equal opportunity office should be able
to find common ground and be able to represent the office’s
goals and aims publicly with a strong voice. Also, trainings
about equality/gender topics are required for all staff members.

Selection of personnel

A primary selection of personnel for the equal opportunities
office may be carried out by the president, vice president or uni-

versity council. After the office has been established and aware-
ness of'its services has been disseminated among university staff,
officers should be selected by election, for example, by the uni-
versity's women's council. Announcements for such positions
come from the president or vice president; they trickle down
to the deans, and then continue to the departments. In the end,
every staff member should be made aware of them via the depart-
ment council. The announcements should include details on the
qualifications and competencies needed for these jobs, where to
get the application form, the timing for interviews and those
responsible for holding the interviews with applicants.

Work methods

Establishing a system of working methods inside the office is
important in order to ensure that all work done by the office is
effective. Such a system should be written down and approved
by all involved personnel as well as by the higher administra-
tion of the university. Each university is to inform the office
members about its system and all working personnel are ex-
pected to approve the system before starting work.

Work-day shifts between the manager and her deputy are ex-
pected to cover all days of the week. Specific times should be
allocated for counseling, and they should be targeted at specific
groups e.g. 10-12 am on Sundays and Tuesdays.

Regular meetings with deputies and university administration
should take place in order to ensure the advancement of the
office’s work.

Statistical data from different departments should be collected
by the office manager. The analysis, interpretation, and recom-
mendations based on this data that should be presented in an
annual report, which should also include all achieved activities,
programs, and trainings conducted throughout the year. The
report should be made available to all university members.



Infrastructure and equipment

Space, equipment and resources are another important topic.
In order to guarantee discretion when providing counseling
for sexual harassment, a separate room is strongly advised to
ensure the consultant can act in an independent manner. It is
best to locate the office near the administrative building of the
university to best facilitate communication and connections
with higher level authorities. In addition, the office should be
easily accessible to all faculty members and institutions affili-
ated with the university, it should provide wheelchair access
and the path to the office should be clearly indicated. Moreo-
ver, it should be clearly labeled and the logo of the office should
be placed on the front of the door, so no one has difficulties to
find it.

In order to ensure good working conditions in the office, it
should be equipped with suitable furniture, according to oc-
cupational health and safety regulations, which mightinclude
air conditioning and/or heating. A self-contained computer
infrastructure, with computers for all staff members, a print-
er, internet connection and an independent phone number
should be self-evident. Files and records that a generated
over time should be kept secure and stored in the office. A
small library with essential literature and a presentation area
or table with the office‘s own publications and further help-
ful information, posters and flyers for clients and the general
public are also recommended. To make the office more vis-
ible and easy to access, business cards or flyers with all the
important information, such as working days, opening hours
as well as activities covered by the office and exact areas of
provided counseling, are helpful. This information should
also be published on the office’s website, which ought to be
independently administered, and regularly provided with ac-
curate, up-to-date statistics about equal opportunity by the
office’s I'T administration. It should be accessible from the
university‘s main page or public internet presence.

Equal opportunities at universities — activities
and instruments

Equal opportunity offices at universities have the goal of sup-
porting female staff and female students of the university and
encouraging the advancement of women in higher education.
In order to achieve this, equal opportunity offices can take ac-
tions in different fields, such as:

Information/counseling/support regarding

equal opportunity related questions

Establishment and support of women’s networks
Encouragement of research on gender equality related topics
Creating awareness for equal opportunity actions
Workshops/trainings/skill-building courses for female
staff and students to facilitate and/or improve their
work/studies

Obstacles

Equal opportunity officers may face some obstacles in the
course of their work. They are related to the broader, overall
societal situation of women which has to be taken into consid-
eration and can rarely be changed immediately. These obstacles
include society’s low acceptance of women in leadership posi-
tions (especially in governmental positions, engineering and
law). This is closely related to certain cultural restrictions and
role models (e. g. early marriages) which constitute an obsta-
cle for the higher education of women. That is not to say that
women aren't legally authorized to study and take their rightful
places in leadership positions. But there is a huge discrepancy
between the guaranteed legal rights of women and the actual
implementation of these rights in daily life. Another previ-
ously mentioned obstacle that girls (and boys) from poor fami-
lies face is their underrepresentation in education, especially
in academia. Support and measures ensuring economic justice
have to be implemented to change their underprivileged status



and ensure their full participation. Also, limited mobility (re-
sulting from many different causes) can be a huge problem for
women, as distances between home and university are too large
and would result in inordinately long travel times. In order to
increase the percentage of women from all social backgrounds
in higher education, these obstacles have to be overcome.

The sustainable work of equal opportunity offices can not only
help create awareness of these obstacles but also work towards

their removal.
Counseling

Equal opportunity offices are supposed to be the central point
of contact for gender and/or equality-related issues. Counseling
provided to women by an equal opportunity office can be seen
as a short-term intervention offering advice about how to solve
concrete equal opportunity related problems. The counseling
topics include career development/qualification in academia;
study-related problems; conflicts at work, or with students,
colleagues or direct superiors; sexual harassment, mobbing or
stalking; questions regarding work/life balance and other
family related questions.

In the short-term counseling situation, the role of the coun-
selor is to create an atmosphere of trust in order to find out
precisely what the client wants and needs. Since most women
know the answers to their problems, the counselor’s attitude
should be supportive in order to help them be able to see
their answers on their own and to offer additional ideas when
they are suitable. The counselor’s task is to understand the
limits of counseling and establish a professional relation-
ship with the women who are seeking advice. Sometimes, the
outcome of a counseling session can be referring the client
to another counselor. Even though face-to-face-interaction
is preferable, sometimes counseling over the telephone is a
good way to enhance the accessibility of counseling.

Some examples of counseling activities of equal opportunity
offices from Egyptian universities include cases in which fami-
lies refuse to permit a woman to continue her education after
completing her BA degree and cases in which families urge fe-
male students to get married and drop out of university before
finishing their BA degree. Another common problem occurs
when staff members with children, other family obligations,
or spouses living in distant cities have long commuting dis-
tances — this can result in problems balancing work and home
duties. Violence against female students or staff members is
another severe problem. However, it is not only blatant abuse
or violence, but rather subtle, even overt discrimination that fe-
male candidates often face in job interviews. One solution for
the problem of long commuting distances was solved at Sohag
University, where new housing for female staff members was

built next to university.
Researching social problems

In order to improve conditions for female staff members and
female students, it is important to gather, analyze and publish data
about their experiences at universities. Questions and problems
might differ from university to university, even from department
to department. A survey among university teaching staff members,
conducted at Alexandria University, assessed that university’s equal
opportunity situation and family friendliness. At Cairo University,
data about the current situation of women was collected. These
are good starting points for developing equal opportunity ac-
tion. Encouraging gender related projects, theses and PhDs
throughout the university can add knowledge to the field.

Raising awareness

Raising awareness about equality related questions is one of
the vital tasks of equal opportunity offices. Initiating meet-
ings with female staff members and students, like those held at
South Valley University, helped address gender equality topics, as



well as visualizing and promoting the work of the Equal Opportu-
nity Office. Most notably at Cairo University, difficult topics, like
sexual harassment on campus, were discussed. All these actions
raise awareness for equality related issues at universities.

Training Courses/Workshops

The equal opportunity office can organize training courses.
Skill-building courses on leadership, as well as on writing aca-
demic papers, proposals or CVs can be organized in cooperation
with specialists in the field, for example in cooperation with the
DAAD academy (DAAD) or in cooperation with universities that
have extensive experience in equal opportunity action. Work-
shops on women in science, like those held at Cairo University,
or on female participation in politics, like those conducted at
Sohag University, contribute to increased understanding and
appreciation of the importance of providing active roles for

women in universities and society.
Co-operation with other women’s organizations

Equal opportunity offices can choose from a broad variety of
possible cooperation partners for joint activity and/or support:
The National Council for Women, UN Women’s organizations,
NGOs, and foreign institutions which support individual coun-
tries’ efforts to realize gender equality. Equal opportunity of-
fices can seek sponsors for activities among local business con-

tacts and the university administration.
Family friendly environment

Creating a family friendly environment at universities can be re-
alized on different levels and through various measures which
are supported by the equal opportunity office. A center for so-
cial services, social clubs for staff members, non-profit shops for
underprivileged students and on-campus grocery shops for staft
members, like those found at Sohag University, are examples of

support for students and staff members with families. Schedul-
ing certain medical services for staff members — like a specific
day of breast cancer screening at Alexandria University — are
another good example. There are countless possibilities, includ-
ing correspondence courses, digital learning environments and
other learning opportunities (without compulsory attendance).
The specific needs of the female staff members and female stu-
dents, as well as the university, must be taken into account.

In a more general way, the equal opportunity office can raise
awareness for societal change and thus enhance the situation
of women. Discussing with female staff members and students
how many children they might want, as well as receiving sup-
port from husbands for household chores, teaching children
how to look after themselves, creating childcare networks and
developing time management skills can contribute to a new
awareness regarding sharing responsibilities and improving
women’s work-life balance.

Social activities

In order to empower girls and promote higher education and
professional fields which are still mostly dominated by men,
some countries have a Girl’s Day action. On this special day,
universities and companies open their doors and invite girls
to become more aware of higher education or certain fields of
activity, mostly in the STEM/MINT disciplines. The first Girl's
Day in Egypt took place on December 4th, 2013 and was sup-
ported by the National Council for Women in Qena and a del-
egation from a German university (Freie Universitit Berlin)

Possible future activities of project partner
universities

There are many possible future activities. Project partner uni-
versities have planned many different activities according to
the special needs and interests of the women involved. At Cairo



University, a Gender Diploma and the gender-sensitive devel-

opment of curricula are being discussed — the objective is to
focus more on gender issues and promote gender sensitive aca-
demic teaching. At Alexandria University, daycare and child care
during conferences and workshops have been provided since
December 2014, when it began during the Annual University In-
ternational Scientific Conference. At Sohag University, a child
care center is planned as well. South Valley University plans to
make the equal opportunity center’s website available in Arabic
(until now it has only been available in English), and to organize
training courses in cooperation with the DAAD?® in Cairo. Also,
there are plans to create a video about the activities of the center
in order to promote equal opportunities.

Many more activities are possible. In order to promote equal
opportunities in higher education, please share ideas, spread
the word and make equality happen!
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PART I: CONTEXT

Workshop at Cairo University in December 2012; photo: Florian Kohstall

Meeting with German Delegation and female staff members at South Valley
University; photo: SVU

Wiki-Training at South Valley University, March 2013: Project coordinator in
Egypt Elisabeth Trepesch with trainees; photo: SVU

Summer School on university management in the context of gender equality,

July 2013 at Freie Universitdt Berlin; photo: Florian Kohstall

First Egyptian Girl's Day at South Valley University in December 2013:
Dr. Nada Nabil, Silvia Arlt, Prof. Jehan Ragab; photo: SVU

Girl's Day 2013 at South Valley University: female students from Secondary
and Preparatory Schools; photo: Jehan Ragab

Counseling in the Equality Center at Sohag University: Prof. Hossnia Mohran
with guest; photo: FU Berlin

Workshop on handbook, November 2013 at Freie Universitit Berlin: Participants with
project responsibles Prof. Brigitta Schiitt, Prof. Margreth Liinenborg and project

coordinator Dr. Barbara Sandow; Photo: Elisabeth Trepesch

Workshop on handbook, November 2013 at Freie Universitit Berlin: Prof. Jehan Ragab,
Prof. Zeinab Shata, Silvia Arlt; Photo: Elisabeth Trepesch

Workshop on Handbook at Alexandria University in September 2014: Project
coordinator Dr. Barbara Sandow with Prof. Hossnia Mohran

Photo: Heike Pantelmann
Workshop on Handbook at Alexandria University in September 2014: Heike

Pantelmann, Aisha Ghoneimy, Dr. Samaa Hazem Hosny, Swantje Winkel, Prof. Riham
Bahi; Photo: Ahlam El-Aldawy
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Workshop on Handbook at Alexandria University in September 2014: Prof. Ahlam
El-Adawy, Heike Pantelmann, Prof. Sahar Wahby, Katrin Bub, Dr. Barbara Sandow
(project coordinator), Prof. Hossnia Mohran; Photo: Ahlam El-Aldawy

First version of the Handbook is ready in November 2014
Prof. Hossnia Mohran, Prof. Jehan Ragab, Prof. Ahlam El-Adawy
Photo: Heike Pantelmann

Closing conference in Cairo in November 2014; photo: Heike Pantelmann

Closing conference at Cairo University in November 2014;
Photo: Ahlam El-Adawy
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