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Women, Business and the Law 2022 is the eighth in a series
of annual studies measuring the laws and regulations that
affect women’s economic opportunity in 190 economies.
The project presents eight indicators structured around
women’s interactions with the law as they progress through
their lives and careers: Mobility, Workplace, Pay, Marriage,
Parenthood, Entrepreneurship, Assets, and Pension.

Amid ongoing development challenges that disproportion-
ately affect women, Women, Business and the Law 2022
identifies barriers to women’s economic participation and
encourages the reform of discriminatory laws. This year,
the study also includes preliminary findings and analysis of
pilot data collected on the provision of childcare and the
implementation of the law.

The indicators build evidence of the critical relationship
between legal gender equality and women’s employment
and entrepreneurship. By examining the economic decisions
that women make throughout their working lives as well
as progress made toward gender equality over the last 50
years, Women, Business and the Law makes an important
contribution to research and policy discussions about the
state of women’s economic empowerment.

Data in Women, Business and the Law 2022 are current as
of October 1, 2021.
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FOREWORD

As the world enters the third year of the pandemic, continued threats to health, safety, and livelihoods
have exacerbated preexisting inequalities and injustices. Despite their key role in development,
women are often the most adversely affected by crises. As a group, they are uniquely vulnerable to
the effects of economic downturns—the available evidence suggests that the downturn caused by
COVID-19 is no exception.

By revealing how discriminatory laws prevent women from fully and equally contributing to their
economies, Women, Business and the Law makes the case for concrete reforms toward gender
equality. Legal reforms to encourage and incentivize women’s work not only empower women but
also strengthen communities and economies.

This year, the project presents the eighth report in the series, covering 190 economies. Since October
2020, 23 economies have introduced reforms strengthening women'’s legal status, setting a powerful
example for their peers. The regions furthest behind, the Middle East and North Africa and Sub-Saharan
Africa, have been catching up and instituted the most positive changes. Globally, many of the new laws
provide more benefits to working parents and have improved gender equality in the workplace.

Yet much remains to be done. On average, women still have just three-quarters of the economic
rights of men in the areas measured by Women, Business and the Law, and nearly 2.4 billion women
of working age live in countries where they do not enjoy the same economic rights as men.

Obstacles also remain in access to childcare and implementation of the law, two areas where
Women, Business and the Law is expanding its measurement agenda. This year’s edition presents
preliminary findings and analysis of pilot data in these areas, which are critical to narrowing the gender
gap in labor force participation.

Gender equality is essential to end extreme poverty and boost shared prosperity. Women, Business
and the Law 2022 continues to build evidence of the significant relationship between women'’s rights
and economic well-being. This agenda must remain a priority to effect lasting change.

Carmen M. Reinhart

Chief Economist and Senior Vice President
Development Economics

The World Bank Group
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Executive Summary

Findings

When societies become more equal, economies become more resilient. Besides
being the right thing to do, gender equality makes economic sense. The World Bank
estimates that, globally, differences between men’s and women’s total expected
lifetime earnings is $172.3 trillion, equivalent to twice the world gross domestic product
(GDP) (Wodon et al. 2020). As such, adopting laws that strengthen women’s rights
and opportunities is an essential first step toward a more resilient and inclusive world.
Women, Business and the Law 2022 measures global progress toward gender equality
in 190 economies by identifying the laws and regulations that restrict and incentivize
women’s economic participation. Whether a 25-year-old starting her first job, a mother
balancing work with caring for her children, or a woman on the verge of retirement, the
eight indicators show the ways in which laws affect women throughout their working
lives (figure ES.1).

The Women, Business and the Law index measures explicit discrimination in the law,
legal rights, and the provision of certain benefits, areas in which reforms can bolster
women’s labor force participation. Governments can use this framework to identify
barriers to women’s success, remove them, and boost economic inclusion. Amid
development challenges that disproportionately affect women, including the ongoing
COVID-19 pandemic, a legal environment that supports their work is more important
than ever. Yet all over the world, discriminatory laws are exacerbating the effects of an
already difficult period.
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FIGURE ES.1 | THE EIGHT WOMEN, BUSINESS, AND THE LAW INDICATORS

Mobility Pay Parenthood Assets
Examines constraints Measures laws and requlations Examines laws affecting women'’s Considers gender differences
on freedom of movement affecting women’s pay work after having children in property and inheritance
FHal & Al &
g == \g/ % YY) 7
Workplace Marriage Entrepreneurship Pension
Analyzes laws affecting Assesses legal constraints Analyzes constraints on women’s Assesses laws affecting the
women'’s decisions to work related to marriage starting and running businesses size of a woman's pension

Source: Women, Business and the Law team.

Billions of women still do not have the same legal rights as men. The global
average Women, Business and the Law score is 76.5 out of 100, indicating that a typical
woman has just three-quarters of the rights of men in the areas measured (map ES.1).
While the average score is half a point higher than in 2020, nearly 2.4 billion women
of working age worldwide still are not afforded equal economic opportunities. Just 12
economies score 100, indicating that women are on equal legal standing with men
across all areas. The most persistent gaps remain in the areas of Pay and Parenthood,
demonstrating that many economies have yet to remove restrictions or introduce the
good-practice legal rights and benefits identified. Among regions, the Organisation
for Economic Co-operation and Development (OECD) high-income region, Europe and
Central Asia, and Latin America and the Caribbean have the highest average scores.
The Middle East and North Africa has the lowest average score of 53.0. Nevertheless, in
every region there are governments implementing good-practice laws and those that
still have room to improve.

Reform is critical for women’s empowerment. Women continue to face major
challenges that threaten to widen gender gaps and entrench existing inequalities.
They earn less than men for the same work and face a greater risk of violence in their
homes. Coupled with the pandemic’s ongoing nature, the global community is at risk
of reversing the progress that has been made to bring women into the workforce.
Women’s economic rights should be strengthened so that they can have equal access
to public support programs and digital technologies, such as mobile phones, computers,
and the internet, which can help them to start new businesses, discover new markets,
and find better jobs.

Fortunately, over the past year, 23 governments sought to address this inequality,
introducing legal reforms to ensure women’s empowerment and protect not only
their people but also their economies. Of the 39 laws that changed because of these
reforms, 10 were enacted in the Middle East and North Africa. Despite its low scores,
the region advanced the most as a result of these efforts, with 25 percent of economies
implementing at least one reform. Economies in Europe and Central Asia also passed
reforms, despite having scores above the global average, with 17 percent changing
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MAP ES.1 | WOMEN, BUSINESS AND THE LAW 2022 INDEX
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at least one law to improve gender equality. Additionally, many reforms occurred in
Western and Central Africa. Gabon stands out, undertaking comprehensive reforms
to its civil code and enacting a law to eliminate violence against women, which
affected 9 of the 15 data points for which the country previously recorded a “no”
answer across five indicators: Mobility, Workplace, Marriage, Entrepreneurship, and
Assets. The Parenthood indicator, with positive changes in eight data points in eight
economies, recorded the highest number of reforms, followed by Workplace and Pay
(table ES.1).

Strong laws lead to stronger economies. Women, Business and the Law 2022
builds on the evidence that reform toward gender equality is critical for women’s
employment and entrepreneurship (World Bank 2020, 2021). Women earn only
two-thirds of men’s expected lifetime income; therefore, reducing the inequalities in
economic opportunity that could close this gap may lead to enormous benefits for
the world (Wodon et al. 2020). Discriminatory practices not only hold women back,
but also impede firms’ productivity, as they are associated with lower levels of sales
and labor productivity (Hyland, Islam, and Muzi 2020). In fact, the good-practice laws
captured by the index are strongly associated with women’s increased economic
empowerment. Additionally, evidence is emerging that a more equal legal environment
is associated with a higher share of female entrepreneurs.” The presence of domestic
violence legislation is also associated with a women-to-men mortality ratio that is
2.3 percent lower than the mean value (Amin, Islam, and Lopez-Claros 2021).

However, while reforms in the areas covered by Women, Business and the Law
are associated with a range of positive outcomes for women, they are not a silver

3
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TABLE ES.1 REFORMS IMPROVING GENDER EQUALITY IN 2020-21, BY INDICATOR

Indicator Examples of reforms adopted

CHD In Cyprus and Oman, passport application procedures are now equal for men and women.
Gabon gave women the same rights as men to choose where to live.

Mobility
Angola and Lebanon both enacted laws protecting women from sexual harassment in
@ employment, including criminal penalties for such conduct. Gabon enacted legislation
MM allowing women to get jobs without permission from their husbands. Kuwait prohibited
Workplace gender discrimination in employment and adopted legislation on sexual harassment in
employment.
\§|I|7/ Bahrain and Burundi mandated equal remuneration for work of equal value. In Benin and
ss Vietnam, women can now work in industrial jobs in the same way as men. Pakistan lifted
Pay restrictions on women'’s ability to work at night.

Egypt, Arab Rep., enacted legislation protecting women from domestic violence. Gabon
& no longer requires a married woman to obey her hushand and allows women to be head

of household in the same way as men. Gabon also enacted legislation protecting women
Marriage from domestic violence.

Armenia, Switzerland, and Ukraine introduced paid paternity leave. Colombia, Georgia,
Greece, and Spain introduced paid parental leave. Hong Kong SAR, China, increased the

Parenthood duration of paid maternity leave to at least 14 weeks.
@ Egypt, Arab. Rep., Gabon, and Sierra Leone prohibited gender-based discrimination in
208 financial services, making it easier for women to access credit. Gabon also gave women

Entrepreneurship

the same rights to open a bank account as men.

@

Gabon granted spouses equal rights to immovable property and equal administrative
authority over assets during marriage.

Assets
Argentina explicitly accounted for periods of absence due to childcare in pension
benefits. Cambodia and Ukraine equalized the ages at which men and women can retire
Pension with full pension benefits.

Source: Women, Business and the Law database.

bullet for women’s inclusion. Legal reform will improve women’s lives only if laws
are implemented properly and if the wider ecosphere is supportive of them. Laws
will not achieve their intended effects if they are in strong conflict with prevailing
social norms. However, changing norms and laws can be mutually reinforcing, with
legal reforms often acting as a magnet to draw social norms in the same direction
over time.

New areas of research. Women, Business and the Law continues to pursue its
substantial research agenda by exploring new topics that are fundamental to the effort
to close persistent gender gaps in women’s economic inclusion. This edition presents
preliminary findings and analysis of pilot data collected on the provision of childcare and
the implementation of the law. Women, Business and the Law welcomes feedback on
these areas of study and expects to refine these measures for further research.



Toward available, affordable, and quality childcare services

Childcare matters for women’s economic participation. Women bear a
disproportionate burden of unpaid care at home, and this unequal distribution
of responsibilities compromises their capacity to access and retain jobs (OECD 2019;
UN Women 2015). The COVID-19 crisis has only heightened the importance of
aligning childcare policies more closely with the needs of working parents and, in
particular, working mothers. To fill gaps in the knowledge around the overall design
and effectiveness of childcare policies and inform their successful implementation,
Women, Business and the Law 2022 presents a new conceptual framework for
measuring the legal environment affecting the provision of childcare services. This
pilot exercise examines laws and regulations in 95 economies with regard to three
pillars: availability, affordability, and quality.

The enactment of policies to make childcare available, affordable, and of decent
quality is a priority due to its potential to achieve better outcomes for women,
children, and the economy as a whole (figure ES.2). In support of this goal, this
project maps and explores current legal and regulatory measures that have been
adopted to ensure or strengthen the availability, affordability, and quality of
childcare without endorsing a specific approach to policy design. It is mindful that
legal frameworks differ in their institutional arrangements, delivery schemes, and
general application.

Insights from pilot data. The availability and regulation of different types of
childcare services vary widely across regions. The public provision of childcare is
regulated in nearly all economies in the OECD high-income region and Europe and
Central Asia. Conversely, many economies in the Middle East and North Africa and South
Asia regulate childcare services provided by the private sector or by employers only.
Of the 55 economies where the public sector provides childcare, about 80 percent do
not mandate free provision; parents must pay a fee that may be conditioned on a
set of criteria—for example, income or number of children. Many economies, however,
provide financial support to parents that may be conditioned on household income
or parental employment status. With regard to quality, mandated parameters such as
teacher-to-child ratios, maximum group size, licensing, inspections, and reporting vary
across economies, with no clear pattern among regions (figure ES.3).

FIGURE ES.2 | THE THREE PILLARS OF CHILDCARE SERVICES

e a e a
e Expands access to childcare through
Availability dverse fypes of provision | Better labor market
L ) outcomes for women
e D
- Promotes uptake of childcare services, i .
Affordability especially for low-income or vulnerable families | : e Improved child
L ) development outcomes
e N b
Ensures a safer environment for children, {
Quality contributes to healthier nutrition and school ~ feeees g Increased
readiness, and promotes uptake economic growth
. J . J

Source: Women, Business and Law team.
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FIGURE ES.3 | REGULATION OF STRUCTURAL QUALITY FOR PUBLIC AND PRIVATE
PROVIDERS OF CHILDCARE, BY REGION
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I Teacher-to-child ratio or maximum group size are mandated in public childcare centers
Il Teacher-to-child ratio or maximum group sizes are mandated in private childcare centers

Source: Women, Business and the Law database.
Note: OECD = Organisation for Economic Co-operation and Development.

Next steps. Targeting access to affordable and quality childcare services can have
far-reaching positive impacts, not only for women as active participants in the labor
market, but also for child development and economic growth. Although no international
legal standards have been established for regulations on childcare, governments may
support a wide range of options to meet the needs of working mothers and families.
Women, Business and the Law will continue exploring such legal frameworks to inform
the design of childcare policy and present good practices to governments and policy
makers. The team aims to expand the pilot exercise to 190 economies and present
scored indicators for inclusion in the legal index in subsequent years.

Measuring the legal environment in practice

Implementation and enforcement are critical barriers to gender equality. Gaps
between laws on the books and actual practice restrict the full realization of women’s
rights and opportunities all over the world. To present a fuller picture of the legal
environment for women, Women, Business and the Law 2022 introduces a new
conceptual framework for measuring the implementation gap (figure ES.4). The pilot
exercise was conducted in 25 economies, examining both the supportive frameworks
that create an enabling environment for working women and the expert opinions of
progress made toward gender equality of individuals on the ground.

Supportive frameworks for primary legislation. The measures of implementation
examined include the enforcement of rights through equal access to justice, safety
regulations, online access, and clear guidelines. On average, the pilot economies have



FIGURE ES.4 | THE STRUCTURE-PROCESS-OUTCOME FRAMEWORK, AS APPLIED TO
WOMEN, BUSINESS AND THE LAW
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Source: Women, Business and the Law team.

value” provision under the law

only half of the supportive frameworks measured, indicating a substantial gap between
the passage of laws and their implementation, and all have room to strengthen the legal
environment for women employees and entrepreneurs in practice. Even in areas with
strong foundational legislation, implementation and enforcement of laws are lacking.

Expert opinions of laws in practice. Expert opinions were also collected to gain
a broader understanding of gender equality on the ground and provide comparisons
with the legal index. The Middle East and North Africa is the only region where expert
opinions indicated more gender equality in practice than the legal index implies. The
legal index exceeded expert opinions in all other regions and across all indicators, with
Workplace showing the largest disparity between laws and expert opinions of gender
equality. Several respondents identified specific gaps in implementation of the law, even
among economies scoring above average on the legal index (table ES.2).

Moving forward. While only preliminary, the results confirm that laws alone are
not enough to improve gender equality, indicating that these gaps should be explored
further. This set of measures provides a starting point for continued focus on this work
and eventual inclusion in the index. By improving these measures in subsequent years,
Women, Business and the Law hopes to deliver a fully developed framework that will
allow more women to enforce their rights, boosting economic inclusion and labor force
participation worldwide.

EXECUTIVE SUMMARY
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SELECT EXPERT OPINIONS OF GAPS IN IMPLEMENTATION OF LEGISLATION

Country

Indicator

Examples from legal experts

Brazil Entrepreneurship ~ “While there are laws and public policies trying to boost women'’s businesses, in general, we see more
unregistered women entrepreneurs than men.”

Canada Pay “Studies show that women are still not remunerated equally with men, despite work of equal value. There
are no restrictions on women working in any field, although systemic barriers continue to exist and women
are underrepresented in many fields.”

Ethiopia Workplace “Gender discrimination and sexual harassment still exist widely in most government offices.”

Lebanon Mobility “Women'’s mobility is affected by various factors, especially social rules and customs depending on social
and religious affiliation ... there are many disparities between Lebanese women depending on their social
and religious context.”

India Marriage “We are still highly patriarchal, and disobeying the husband is not possible in most households. Domestic
violence is very high, and most matters go unreported.”

South Africa Assets “There is the issue of men still very much being regarded as the head of the household and women's

unpaid contributions not being valued.”

“The laws in South Africa do not permit discrimination with regard to property and succession. However,
this occurs in practice.”

Source: Women, Business and the Law database.

Note

1. See the World Bank Entrepreneurship Database (We-Data), https://www.worldbank.org/en/programs
/entrepreneurship/gender.
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CHAPTER 1

Findings

More than two years since the start of the pandemic, much of the world is still reeling
from its ongoing effects. While COVID-19 continues to disrupt lives and livelihoods,
compounding crises are intersecting and the consequences are drastic. Climate change,
forced displacement, and violent conflict are increasingly urgent development challenges
for the global population. Evidence from current and past crises shows that women are
affected disproportionately (Akrofi, Mahama, and Nevo 2021).

During the pandemic, women dropped out of paid employment at higher rates than
men, took on responsibilities for increased care of children and the ill, and faced greater
risks of violence (Bundervoet, Davalos, and Garcia 2021; Center on Gender Equity and
Health 2020; Cucagna and Romero 2021; De Paz Nieves, Gaddis, and Muller 2021;
Kugler et al. 2021). Indeed, virus containment measures affected women’s labor market
outcomes more adversely than those of men. This effect is due, in part, to women’s
overrepresentation in high-contact sectors, such as hospitality (Alon et al. 2020; Kugler
et al. 2021). Moreover, the increased burden of care resulting from the closure of
schools and childcare centers during the pandemic fell more heavily on the shoulders of
working mothers (Collins et al. 2020; Del Boca et al. 2020). Even in economies where a
disproportionate share of women did not drop out of the labor market, women were
often under additional stress trying to manage increased care responsibilities while
remaining at their jobs (Goldin 2021). Women—both employees and entrepreneurs—
were also affected more adversely than men with regard to business closure, reduced
demand for products or services, and financial distress (Hyland et al. 2021; Torres et al.
2021). At the same time, women-led businesses were more likely to increase their use
of digital platforms (Torres at al. 2021).

While men accounted for a higher proportion of disease-related deaths, women’s
health and well-being were immensely affected in other ways. For example,
women’s access to maternal health care and reproductive services suffered,' and
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gender-based violence rose sharply (see, for example, Mittal and Singh 2020).
In particular, stay-at-home policies introduced to curb the spread of the virus
increased the risk of intimate partner violence (Aglero 2021; Bourgault, Peterman,
and O’Donnell 2021).

Crises like COVID-19 expose long-standing and widespread inequalities in
the distribution of rights and opportunities between women and men. Legal
inequalities, for example, could potentially exacerbate the gendered effects of
the crisis. If discrimination under the law keeps women out of formal sector
employment or forces women entrepreneurs to operate in the informal sector,
women may find it more difficult to access emergency support to buffer the
impacts of the pandemic.? Women’s economic rights need to be safeguarded
by law. Equal access to public support programs and digital technologies, such
as mobile phones, computers, and the internet, can also help them start new
businesses, discover new markets, and find better jobs. It is critical that solutions
to the crisis do not reverse any progress that has already been made toward
women’s full economic empowerment.

Differences in expected lifetime earnings between men and women amount to an
estimated $172.3 trillion, equivalent to two times the world’s annual gross domestic
product (Wodon et al. 2020). Policies that improve women’s economic opportunities
are therefore critical. Whether facing a catastrophe or not, governments can address
this inequality by acting to ensure women’s empowerment. Reducing women'’s time
spent on unpaid work and care responsibilities, increasing their access to assets, and
addressing market and institutional constraints, including the legal barriers that hinder
labor force participation and entrepreneurship, will protect not only their people but
also their economies. Indeed, as previous Women, Business and the Law analysis has
shown, safeguarding and incentivizing women’s inclusion bolsters economic growth,
narrowing the gender gap in development outcomes and labor force participation
(World Bank 2020, 2021).

Despite these efforts, discriminatory laws in all regions continue to exacerbate the
effects of an already difficult period and to weaken policy responses to the pandemic.
Worldwide, 2.4 billion women of working age (15-64 years) from 178 economies across
all regions still do not have the same legal rights as men. Women, Business and the Law
2022 identifies where and in what areas this is the case, providing an important resource
for achieving women’s full and equal participation. The eighth in a series, this study
presents a data set and index highlighting opportunities for reform in 190 economies.
It also offers a new measurement of laws regulating the provision of childcare services
and presents a pilot exercise examining how Women, Business and the Law indicators
operate in practice.

For more than a decade, Women, Business and the Law has provided a framework
that governments can use to identify barriers to women’s success, remove them, and
boost labor force participation. Since 2020, an index structured around a woman’s
working life has guided the analysis, highlighting the progress made each year (box 1.1).
While it is too early to determine the effect of the pandemic on government efforts to
reduce legal inequalities between men and women, the Women, Business and the Law
data suggest that, even in these turbulent times, governments can and have enacted
reforms leading to greater equality.
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BOX 1.1 ABOUT WOMEN, BUSINESS AND THE LAW

Women, Business and the Law identifies where and which laws and regulations restrict women'’s economic inclusion, providing
an important resource for achieving their full and equal participation. To facilitate analysis and highlight opportunities for
reform, the project presents an index that aligns different areas of the law with the decisions that women make as they begin,
progress through, and end their careers (figure B1.1.1).

FIGURE B1.1.1| THE EIGHT WOMEN, BUSINESS AND THE LAW INDICATORS

Mobility Pay Parenthood Assets
Examines constraints Measures laws and regulations Examines laws affecting women’s Considers gender differences
on freedom of movement affecting women's pay work after having children in property and inheritance
A & G HA LS
g s= g/ &3 528 7\
Workplace Marriage Entrepreneurship Pension
Analyzes laws affecting Assesses legal constraints Analyzes constraints on women's Assesses laws affecting the
women's decisions to work related to marriage starting and running businesses size of a woman's pension

Source: Women, Business and the Law team.

The eight Women, Business and the Law indicators coincide with the milestones that many women experience throughout
their adult lives. Questions included in the indicators were chosen based on evidence from the economic literature as well as
statistically significant associations with outcomes related to women’s economic empowerment, such as employment and
business ownership. In addition, the international legal framework on women’s human rights, as set out in the Convention on
the Elimination of All Forms of Discrimination against Women (CEDAW) and International Labour Organization conventions,
serves as the underlying justification for each question. The indicators measure explicit discrimination in the law as well as the
legal protection of rights and the provision of benefits, areas in which reforms can bolster women’s economic participation.

The Women, Business and the Law index relies on binary indicators and a series of case study assumptions. For example, the
woman in question is assumed to reside in the main business city of her economy, to belong to the most populous group,
and to be employed in the formal sector. This approach ensures comparability across economies and focuses on the formal
sector, where laws are most relevant. However, it may not capture restrictions in rural areas or in states or provinces of federal
economies if they are not applicable to the main business city. Some of the many forms of discrimination that minority popula-
tions may face also may not be captured. Additionally, the data may not reflect the reality of many women employed in the
informal sector. Finally, to remain actionable, the data set is constructed using only laws and regulations in force. It does not
measure the gap between laws on the books and actual practice.

In total, 35 questions are scored across the eight indicators. Overall scores are then calculated by taking the average of each
indicator, with 100 representing the highest possible score (see the data notes in appendix A for details). The final score
presents the share of good-practice provisions in each economy. Thus, the index serves as an easily replicable way to gauge
the enabling environment for women as entrepreneurs and employees.

Women, Business and the Law acknowledges that the interplay of other factors, such as access to quality education, low
infrastructural and institutional capacity, and social and cultural norms may prevent women from entering the workforce.
Within this overall picture, the project recognizes the limitations of its assumptions and its focus on statutory law. Even though
such assumptions may come at the expense of specificity, they also ensure that the data are reliable and comparable.

To construct the index, Women, Business and the Law uses the feedback of more than 2,000 respondents with expertise
in family, labor, and criminal law, including lawyers, judges, academics, and members of civil society organizations working
locally on gender issues. The Women, Business and the Law team collects the texts of relevant laws and regulations and veri-
fies responses to the questionnaire for accuracy. Responses are validated against codified sources of national law, including
constitutions, codes, laws, statutes, rules, regulations, and procedures in areas such as labor, social security, civil procedure,
violence against women, marriage and family, inheritance, nationality, and land. All of the data used to construct the index and
their sources are available on the Women, Business and the Law website (https://wbl.worldbank.org).
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Legal equality and women’s economic empowerment

Mounting evidence indicates that the laws captured by the Women, Business and the
Law index are associated with greater economic empowerment for women. Aside from
its fundamental desirability, greater legal equality is associated with a larger supply of
female labor, a smaller gender wage gap, higher levels of female entrepreneurship, and
a greater number of women in managerial positions.? New data from the World Bank’s
We-Data project also reveal that the greater the equality between men and women
in the law (as expressed by the Women, Business and the Law index), the higher the
share of female entrepreneurs (figure 1.1).* Equality is also associated with economy-
wide gains in productivity and welfare (Chiplunkar and Goldberg 2021). Women earn
only two-thirds of men’s expected lifetime income; therefore, reducing the inequalities
in economic opportunity that could close this gap could lead to enormous benefits for
the world (Wodon et al. 2020).

Analyzing Women, Business and the Law data in conjunction with data from the World
Bank’s Enterprise Surveys, Hyland and Islam (2021) show that a more discriminatory
legal environment is associated with a greater probability that businesses led by women
will commence operations in the informal sector. In economies where the aggregate
Women, Business and the Law index score is higher, businesses with women owners
are less likely to have begun operating in the informal sector. This negative correlation
is displayed in figure 1.2.

FIGURE 1.1 | ASSOCIATION BETWEEN STRONG LEGAL FRAMEWORKS AND HIGHER
SHARE OF FEMALE ENTREPRENEURS
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Sources: Women, Business and the Law (WBL) database and the World Bank Entrepreneurship Database (We-Data), https://wwwworldbank.org
/en/programs/entrepreneurship/gender.

Note: The Entrepreneurship database collects data on female entrepreneurial activity. Limited liability company (LLC) owners are individuals who own
at least one share of a newly registered LLC. Sole proprietors are individuals who own and manage a business entity, are indistinguishable from the
business, and are personally liable. The figure depicts two correlations: between the share of female LLC owners and WBL score (panel a) and between
the share of female sole proprietors and WBL score (panel b). Fitted regression lines are also included. The relationships remain positive and statistically
significant after controlling for income per capita. This statistical relationship should not be interpreted as causal. OECD = Organisation for Economic
Co-operation and Development.




FIGURE 1.2 | CORRELATION BETWEEN LEGAL EQUALITY AND THE PROPORTION
OF FIRMS WITH WOMEN OWNERS THAT BEGIN OPERATING IN THE
INFORMAL SECTOR
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Sources: Women, Business and the Law (WBL) database; World Bank Enterprise Surveys.

Note: The figure presents the correlation between the Women, Business and the Law score and the proportion of firms with women owners that
began operating in the informal sector, as a proportion of all firms with female owners. The index is measured in the firm's year of birth. Each point
represents a single economy. A fitted regression line is also included. Although the figure presents a simple correlation, the relationship remains negative
and statistically significant after controlling for firm size and exporting status when it began operating as well as macro-level variables, including real
gross domestic product per capita provided in the World Bank's World Development Indicators database (https.//databankworldbank.org/source
/world-development-indicators) as well as time fixed effects. This statistical relationship should not be interpreted as causal. The regression is based on
firm-level observations from firms in 146 economies, surveyed between 2006 and 2020.

Moreover, firms that apply legal provisions restricting women’s rights—such as
provisions limiting the work-related tasks that a woman employee can perform—hire
fewer women and are less likely to have a woman among the firm’s top managers.
These discriminatory practices are associated with lower levels of sales and labor
productivity (Hyland, Islam, and Muzi 2020). As a result, reforms in the area of family
law are associated most strongly with lower informality, in line with studies showing a
positive association between legislation mandating equal access to credit, equalizing
business registration, improving women’s mobility, and expanding women’s business
ownership and access to finance (Demirglg-Kunt, Klapper, and Singer 2013; Islam,
Muzi, and Amin 2019).

Yet new laws are not a silver bullet for women’s inclusion. Legal reform will improve
the situation of women only if these laws are implemented properly and if the wider
ecosphere is supportive of them. Laws do not achieve their intended effect if they are in
strong conflict with prevailing social norms, and social norms change slowly (Acemoglu
and Jackson 2016; Gedzi 2012; Holden and Chaudhary 2013). Moreover, in some
contexts, equalizing rights between women and men can have negative consequences
for women on the ground.> Nevertheless, changing norms and laws can be mutually
reinforcing (Williamson and Kerekes 2011). Indeed, legal reforms can exert a “magnet
effect,” drawing social norms in the same direction as legal reform over time (Aldashev
et al. 2012).

FINDINGS
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Building on evidence of this relationship, Women, Business and the Law emphasizes
the policy actions that can be taken to improve economic opportunity for women.
Despite the persistence of the COVID-19 pandemic, over the past year 23 economies
across the globe recognized these benefits and introduced legal reforms increasing
women’s economic empowerment.

Data update

This edition of Women, Business and the Law captures reforms that occurred in the
period from October 2, 2020, to October 1, 2021. The average global score for 2021
is 76.5 out of 100—more than half a point higher than in 2020. Up from 10 in 2020,
12 economies—Belgium, Canada, Denmark, France, Greece, Iceland, Ireland, Latvia,
Luxembourg, Portugal, Spain, and Sweden—score 100, meaning that women are on
an equal legal standing with men across all of the areas measured (table 1.1). Women,
Business and the Law data and scores are based purely on objective measures of the
law. Each data point must be backed up by a publicly documented legal basis.® For the
complete Women, Business and the Law data set, see the economy data in appendix B.

Of the 39 economies with scores higher than 90, 28 economies are in the Organisation
for Economic Co-operation and Development (OECD) high-income region, 7 are in

TABLE 1.1 WOMEN, BUSINESS AND THE LAW 2022 INDEX

Score Economy Score Economy Score Economy Score
Belgium 100.0 New Zealand 97.5 Albania 91.3 Moldova 815
(Canada 100.0 United Kingdom 97.5 Taiwan, China 91.3 Guyana 86.9
Denmark 100.0 Australia 96.9 United States 91.3 Zimbabwe 86.9
France 100.0 Austria 96.9 Bulgaria 90.6 (abo Verde 86.3
Greece v/ 100.0 Hungary 96.9 Romania 90.6 Costa Rica 86.3
Iceland 100.0 Norway 96.9 Ecuador 89.4 Dominican Republic 86.3
Ireland 100.0 Slovenia 96.9 Mauritius 89.4 Namibia 86.3
Latvia 100.0 Peru 95.0 Bolivia 83.8 Nicaragua 86.3
Luxembourg 100.0 Cyprus ¢/ 94.4 El Salvador 88.8 Timor-Leste 86.3
Portugal 100.0 Paraguay 94.4 Malta 88.8 Bosnia and Herzegovina 85.0
Spain v 100.0 Croatia 93.8 Mexico 88.8 Brazil 85.0
Sweden 100.0 Czech Republic 93.8 Uruguay 83.8 Korea, Rep. 85.0
Estonia 975 Lithuania 938 Georgia v 88.1 Mongolia 85.0
Finland 97.5 Poland 93.8 Lao PDR 88.1 Montenegro 85.0
Germany 97.5 Serbia 93.8 South Africa 88.1 North Macedonia 85.0
Italy 97.5 Hong Kong SAR, China + 91.9 Switzerland « 88.1 Slovak Republic 85.0
Netherlands 97.5 Kosovo 91.9 Armenia v/ 875 Ukraine ¢ 85.0

(Table continues next page)
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TABLE 1.1 WOMEN, BUSINESS AND THE LAW 2022 INDEX (continued)

Economy Score Economy Score Economy Score Economy Score
Venezuela, RB 85.0 Argentina ¢ 79.4 Bhutan 719 Tonga 58.8
Vietnam v/ 85.0 Belize 79.4 Madagascar 719 Algeria 57.5
Colombia « 84.4 Panama 19.4 St. Kitts and Nevis 713 Niger 56.9
Puerto Rico (US) 838 Azerbaijan 7838 Guatemala 706 Solomon Islands 56.9
Rwanda 83.8 Congo, Dem. Rep. 78.8 Uzbekistan 70.6 Palau 56.3
St. Lucia 83.8 Japan 78.8 Eritrea 69.4 Pakistan v’ X 55.6
Cote d'lvoire 83.1 Philippines 78.8 Gambia, The 69.4 Vanuatu 55.6
Sdo Tomé and Principe 83.1 Tajikistan 78.8 Kazakhstan 69.4 Brunei Darussalam 53.1

Burkina Faso 82.5 Lesotho 78.1 Djibouti 68.1 Equatorial Guinea 51.9
Fiji 82.5 Thailand 78.1 Jamaica 68.1 Egypt, Arab Rep. v/ 50.6
Gabon ¢ 82.5 Malawi 775 St. Vincent and the Grenadines 68.1 Libya 50.0
Mozambique 825 Central African Republic 76.9 South Sudan 67.5 Malaysia 50.0
Singapore 825 Ethiopia 76.9 Senegal 66.9 Bangladesh 49.4
Turkey 825 Kyrgyz Republic 76.9 Antigua and Barbuda 66.3 Congo, Rep. 49.4
United Arab Emirates 825 Burundi 763 Chad 06.3 Mauritania 48.1

Togo X 819 Kiribati 76.3 Marshall Islands 65.6 Jordan 46.9
Bahamas, The 81.3 Seychelles 76.3 Sri Lanka 65.6 Somalia 46.9
Cambodia v/ 813 Belarus 756 Bahrain v 65.0 Eswatini 463
Liberia 813 China 75.6 Comoros 65.0 Iraq 45.0
Tanzania 813 Morocco 756 Indonesia 64.4 Guinea-Bissau 42,5
Zambia 813 Ghana 75.0 Tunisia 64.4 Syrian Arab Republic 40.0
Benin ¢/ 80.6 Honduras 75.0 Botswana 63.8 Oman ¢/ 388
Grenada 80.6 Samoa 75.0 Nigeria 63.1 Afghanistan 38.1

Israel 80.6 Trinidad and Tobago 75.0 Dominica 62.5 Kuwait « 35.0
Kenya 80.6 India 144 Haiti 613 Iran, Islamic Rep. 313
Nepal 80.6 Guinea 738 Micronesia, Fed. Sts. 61.3 Qatar 29.4
Barbados 80.0 Maldives 738 Mali 60.6 Sudan 294
Chile 80.0 Suriname 738 Cameroon 60.0 Yemen, Rep. 269
San Marino 80.0 Russian Federation 73.1 Papua New Guinea 60.0 West Bank and Gaza 26.3
Saudi Arabia 80.0 Uganda 73.1 Lebanon v 58.8

Angola ¢ 79.4 Sierra Leone ¢ 72.5 Myanmar 58.8

Source: Women, Business and the Law database.
Note: Economies with a green check (+) saw an improvement in score due to reforms in one or more areas. Economies with a red X (X) implemented at least one change reducing score.
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MAP 1.1 | WOMEN, BUSINESS AND THE LAW 2022 INDEX

INDEX
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Source: Women, Business and the Law database.

Europe and Central Asia, 2 are in East Asia and the Pacific, and 2 are in Latin America
and the Caribbean. No economy in the Middle East and North Africa, South Asia, or Sub-
Saharan Africa scores 90 or higher (map 1.1).

Economies at all income levels made progress toward legal gender equality in the past
year; however, progress varied (figure 1.3). Upper-middle-income economies improved

FIGURE 1.3 | WOMEN, BUSINESS AND THE LAW SCORE, BY INCOME LEVEL
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Source: Women, Business and the Law (WBL) database.




their average score the most, with six countries enacting 15 legal changes. Seven lower-
middle income economies also instituted reforms, raising the average score for the
group from 69.8 to 70.3. High-income economies made some progress as well, raising
their score by 0.5 point due to reforms in eight countries. Low-income economies made
few improvements in the past year, with the average score increasing only 0.1 point,
from 65.4 to 65.5, meaning that the average low-income economy has about two-
thirds of the good-practice legislation identified by the indicators. The gap in average
score between high-income and low-income economies is 20.8 points, corresponding to
about 45 laws that treat women differently than men.

The highest- and lowest-scoring regions remain the same as last year, with
economies in the OECD high-income region, Europe and Central Asia, and Latin
America and the Caribbean scoring above the global average (figure 1.4). The
Middle East and North Africa and South Asia have the lowest regional averages.
However, scores diverge significantly within regions, particularly in the Middle
East and North Africa and in Sub-Saharan Africa, with the difference between the
highest and lowest scores ranging between 62.5 and 60.0 points, respectively. The
smallest difference—21.2 points—between the highest and lowest scores is in the
OECD high-income region, which also has the narrowest dispersion of scores across
economies.

The Mobility, Workplace, Marriage, Entrepreneurship, and Assets indicators have
an average global score above 80, meaning that most economies have removed
restrictions or introduced the relevant legal rights and protections measured by these
indicators (annex 1A). Average scores are lower for the Pay, Parenthood, and Pension
indicators (figure 1.5). Parenthood, with an average score of 55.6, has the most room
to improve, followed by the Pay indicator.

FIGURE 1.4 | DISPERSION OF WOMEN, BUSINESS AND THE LAW SCORES, BY REGION
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Source: Women, Business and the Law (WBL) database.
Note: Each vertical line shows the score of one economy per region.
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FIGURE 1.5 | AVERAGE WOMEN, BUSINESS AND THE LAW SCORES, BY INDICATOR
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Source: Women, Business and the Law (WBL) database.

Average scores obscure the great variation in the distribution of scores across the
Women, Business and the Law indicators (table 1.2). For example, the Parenthood
and Pay indicators, which have the lowest scores on average, also have the largest
dispersion between scores, with almost an even distribution of economies in each of
the possible groups of scores. Nineteen economies score 0 on Parenthood, meaning
that they do not have any of the good practices measured by this indicator (leave for
mothers of at least 14 weeks, which is fully administered by the government, leave for
fathers, parental leave, and prohibition of dismissal of pregnant women). Only 31 out of
190 economies score 100.

TABLE 1.2 NUMBER OF ECONOMIES IN EACH SCORE GROUP, BY INDICATOR
WBL score (0-100)

Mobility
Workplace

Pay

Marriage

AN O U |lO| B | N

Parenthood

Entrepreneurship

Assets

N

Pension

Source: Women, Business and the Law (WBL) database.
Note: Shading means that the score is not possible for that indicator, given the number of questions posed.



Where are laws changing?

Since October 2020, 23 economies implemented reforms improving 39 laws to achieve
greater equality of opportunity across the eight indicators measured (annex 1B). At the
same time, two economies implemented changes that reduced equality in the law: Togo
enacted a new labor code that no longer broadly prohibits the dismissal of pregnant
workers, while Pakistan failed to convert into law a decree that would permanently
equalize men’s and women’s ability to register a business.

Legal changes enacted in the Middle East and North Africa resulted in 10 positive
data changes, more than any other region. Despite its low scores, the region advanced
the most because of its reform efforts, with 25 percent of economies implementing
at least one reform. Economies in Europe and Central Asia also implemented reforms,
despite having scores above the global average, with 17 percent changing at least
one law to improve legal equality for women. Progress in the rest of the world was
slower.

Six out of the seven regions improved their scores and reduced the gaps in legal
rights and opportunities for women, at least on the books (figure 1.6). The Middle
East and North Africa had the largest improvement (1.5 points), followed by Sub-
Saharan Africa (0.8 point), Europe and Central Asia (0.6 point), and East Asia and the
Pacific (0.5 point). South Asia’s average score remains unchanged from the previous
year.

Fewer economies in Sub-Saharan Africa instituted reforms, but those that were
implemented had a large impact. Many reforms occurred in Western and Central
Africa, where reform is needed the most. Among them, Gabon stands out, with
comprehensive reforms to its civil code and the enactment of a law on the elimination

FIGURE 1.6 | IMPROVEMENT IN WOMEN, BUSINESS AND THE LAW SCORE, BY REGION
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of violence against women. These changes affected 9 of the 15 data points for which
Gabon previously recorded a “no” answer across five indicators: Mobility, Workplace,
Marriage, Entrepreneurship, and Assets. A government taskforce, Gabon Equality, was
instrumental in reforming the discriminatory provisions of the civil code, as was the
work of civil society organizations, including the Foundation Sylvia Bongo Ondimba. As
a result of this comprehensive set of reforms, Gabon’s score on the Women, Business
and the Law index rose from 57.5 in 2020 to 82.5 in 2021.

The Parenthood indicator recorded the highest number of reforms, with positive
changes in eight data points in eight economies (table 1.3). Most reforms focused on
paid paternity or shared parental leave. Progress in the Parenthood indicator is followed
by the Workplace and Pay indicators, with each recording reforms affecting seven data
points. These reforms focused on protecting against sexual harassment in employment
and prohibiting gender discrimination. Fewer reforms occurred in the Marriage,
Entrepreneurship, Assets, and Pension indicators.

Although the Pay and Parenthood indicators remain the lowest scoring in 2021,
with average scores of 68.7 and 55.6, respectively, they inched closer to gender parity,
rising 0.9 and 0.7 percentage point, respectively (figure 1.7). The Workplace indicator
increased 0.9 percentage point from the 2020 level. Despite recording fewer reforms,
the Workplace indicator improved more than the Parenthood indicator due to a negative
change in the Parenthood indicator in Togo.

TABLE 1.3 REFORMS TO IMPROVE GENDER EQUALITY IN 2020-21, BY INDICATOR

Indicator Number of data Examples of reforms adopted
points reformed
Mobility 3 In Cyprus and Oman, passport application procedures are now equal for men and women. Gabon gave women the

same rights as men to choose where to live.

Workplace 7

Angola and Lebanon both enacted laws protecting women from sexual harassment in employment, including criminal
penalties for such conduct. Gabon enacted legislation allowing women to get jobs without permission from their
husbands. Kuwait prohibited gender discrimination in employment and adopted legislation on sexual harassment in
employment.

Pay 7

Bahrain and Burundi mandated equal remuneration for work of equal value. In Benin and Vietnam, women can now
work in industrial jobs in the same way as men. Pakistan lifted restrictions on women’s ability to work at night.

Marriage 4

Egypt, Arab Rep., enacted legislation protecting women from domestic violence. Gabon no longer requires a married
woman to obey her husband and allows women to be head of household in the same way as men. Gabon also
enacted legislation protecting women from domestic violence.

Parenthood 8

Armenia, Switzerland, and Ukraine introduced paid paternity leave. Colombia, Georgia, Greece, and Spain introduced
paid parental leave. Hong Kong SAR, China, increased the duration of paid maternity leave to at least 14 weeks.

Entrepreneurship 4

Egypt, Arab Rep., Gabon, and Sierra Leone prohibited gender-based discrimination in financial services, making it
easier for women to access credit. Gabon also gave women the same rights to open a bank account as men.

Assets 2

Gabon granted spouses equal rights to immovable property and equal administrative authority over assets
during marriage.

Pension 4

Argentina explicitly accounted for periods of absence due to childcare in pension benefits. Cambodia and Ukraine
equalized the ages at which men and women can retire with full pension benefits.

Source: Women, Business and the Law database.
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Mobility

The Mobility indicator examines constraints on women’s agency and freedom of
movement, including the rules governing the legal rights of men and women to obtain a
passport, choose where to live, leave home at will, and travel outside the home. Recent
research confirms that lack of mobility and social isolation have potentially large impacts
on women’s opportunities. Conversely, enabling women to have social networks outside
the home can improve their access to health and family planning services (Anukriti et al.
2020, 2021).

Often, social norms that restrict women’s freedom of movement are not only
reflected in, but also influenced by, legal norms. In 56 economies, the law treats men
and women differently when it comes to freedom of movement (table 1.4). For example,
in eight economies, a woman cannot travel outside the country in the same way as a
man, and in 14 economies, a woman cannot leave her home at will. In 34 economies, a
woman cannot choose where to live in the same way as a man. Gabon reformed in this
area by amending the civil code, which previously obliged a married woman to live in a

56
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Number of economies with at least

one “no” response

NUMBER OF ECONOMIES THAT DO NOT HAVE LAWS GUARANTEEING WOMEN’S FREEDOM
OF MOVEMENT
Question Number of economies
with a “no” response
1. Can a woman choose where to live in the same way as a man? 34
2. Can a woman travel outside her home in the same way as a man? 14
3. Can a woman apply for a passport in the same way as a man? 31
4. Can a woman travel outside the country in the same way as a man? 8

Source: Women, Business and the Law database.
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family residence chosen by her husband. The law now allows both spouses to choose
the marital home and establish separate domiciles.

Constraints on women’s mobility also persist in laws and regulations making access
to formal identification more difficult. In 31 economies, a married woman cannot obtain
a passport in the same way as a married man. However, reforms are happening. In 2020,
Cyprus reformed its civil registry law that previously imposed additional requirements
on married women and widows when applying for a passport. The revised law contains
gender-neutral language and requires any person applying to have the spouse’s name
entered on a passport to provide a certificate of marriage or civil cohabitation. In Oman,
passport application procedures now are equal for men and women. A 2010 reform of
the passport law removed a legal provision requiring a married woman to obtain her
husband’s written consent when applying for a passport. However, passport application
documents still required a woman to be accompanied by her husband or guardian when
applying. This language was removed from the application document in 2021, making
the process equal for men and women.

Workplace

The Workplace indicator analyzes laws affecting women’s decision to enter the labor
market, including their legal capacity and ability to work as well as protections against
discrimination and sexual harassment.

In 120 economies, women are free to choose where they work, and the law protects
them from discrimination and sexual harassment in the workplace, including appropriate
criminal penalties or civil remedies (table 1.5). In the remaining 70 economies, there is
room to improve in one of the four areas measured by the Workplace indicator. In
18 economies, a husband can legally prevent his wife from working. In 2021, Gabon
amended a discriminatory provision in the family code that allowed a husband to ask a
court to prohibit his wife from working if it was in the interest of the family. Now, both
spouses may exercise a profession of their choice.

Of the 30 economies that do not legally prohibit gender discrimination in employment,
9 are located in East Asia and Pacific, 7 in Latin America and the Caribbean, 6 in the
Middle East and North Africa, and 8 in Sub-Saharan Africa and South Asia. In contrast, all
of the economies in the OECD high-income region and in Europe and Central Asia have
laws prohibiting discrimination in employment.

TABLE 1.5 ‘ NUMBER OF ECONOMIES THAT DO NOT HAVE LAWS PROTECTING WOMEN IN THE WORKPLACE
a “no” response least one “no” response

1. Can a woman get a job in the same way as a man? 18

2. Does the law prohibit discrimination in employment based on gender? 30 20

3. Is there legislation on sexual harassment in employment? 46

4. Are there criminal penalties or civil remedies for sexual harassment in employment? 54

Source: Women, Business and the Law database.



Kuwait addressed discrimination in employment by prohibiting employers from
discriminating on the basis of sex, age, pregnancy, or social status in all aspects of work.
The ministerial decree was issued after a collaborative and participatory process that
included the secretary general of the Supreme Council of Planning and Development,
the Committee of Women and Work Affairs, the Higher Consultative Committee for
Labour Affairs, and other official bodies. In the past, Kuwait’s constitution had a broad
clause prohibiting differentiation between people due to gender. The enactment of the
new decree represents a step further in the protection of women in the workplace.

Sexual harassment in the workplace is still pervasive. While there is a lack of global
and regional data on the prevalence of sexual harassment, country studies show that
workplace sexual harassment imposes an economic cost that is shared by individuals,
employers, governments, and society (Hejase 2021). Addressing sexual harassment in
the workplace benefits both workers and businesses.

Globally, 46 economies still do not have legislation on sexual harassment
in employment. Of the 144 economies that do, 8 do not have civil remedies or
criminal penalties available for such cases. Over the last year, Angola, Kuwait,
and Lebanon enacted specific legislation on sexual harassment in employment
for the first time. In Kuwait, the Ministry of Commerce and Industry issued an
administrative decision on September 28, 2021, prohibiting all forms and means of
sexual harassment in the workplace, including cyber sexual harassment. However,
this law does not explicitly prescribe either criminal penalties or civil remedies for
acts of sexual harassment. Of the 144 economies that have enacted legislation on
sexual harassment in the workplace, only 97 have established criminal penalties for
such acts. Civil remedies, such as compensation for victims of sexual harassment,
are available in 107 economies.

Angola and Lebanon recently established criminal penalties for workplace sexual
harassment. Angola adopted a new penal code on November 11, 2020, making
sexual harassment in the workplace punishable by imprisonment for up to three
years. Lebanon’s law criminalizing sexual harassment and providing rehabilitation for
victims came into force in January 2021. Under this law, sexual harassment in
employment is a criminal offense punishable by imprisonment for six months to four
years and a fine.

Pay

The Pay indicator examines whether laws are in place to ensure equal remuneration
between men and women for work of equal value as well as to allow women to work in
the same way as men at night, in industrial jobs, and in jobs deemed dangerous. Laws
in 123 economies could be improved in one of these aspects to reduce the gender pay
gap (table 1.6).

Only half (95) of all economies mandate equal remuneration for men and women who
perform work of equal value. A study of the economic effect of equal pay in the United
States finds that if women’s remuneration were brought to the same level as men’s, the
poverty rate for all working women in the country would be reduced by almost half (Milli
et al. 2017). Countries that have an opportunity gap between men and women are less
likely to thrive or to solve challenges peacefully (UN and World Bank 2018).
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TABLE 1.6

0 NOT HAVE LAWS ADDRESSING THE PAY GAP

“no” response least one “no” response
1. Does the law mandate equal remuneration for work of equal value? 95
2. Can a woman work at night in the same way as a man? 21
3. Can a woman work in a job deemed dangerous in the same way as a man? 53 123
4. Can a woman work in an industrial job in the same way as a man? 69

Source: Women, Business and the Law database.

Eighty-six economies impose at least one legal restriction on women’s employment,
and nine impose all three, shutting them out of many high-paying jobs. Women cannot
work the same night hours as men in 21 economies. They cannot work in industrial jobs
in the same way as men in 69 economies or in jobs deemed dangerous in 53 economies.

Five countries introduced reforms in the Pay indicator: Bahrain, Benin, Burundi,
Pakistan, and Vietnam. Bahrain and Burundi mandated equal remuneration for work
of equal value. Bahrain and Vietnam eliminated all legal restrictions on women’s
employment, while Benin struck down restrictions on women’s ability to work in
industrial jobs, and Pakistan removed restrictions on women’s ability to work at night.

Bahrain made the greatest improvement in the Pay indicator, raising its score in this
area from O to 100 in the past two years. In 2021, Bahrain repealed provisions in the
labor law that restricted women from working at night and in certain industries and
introduced amendments mandating equal remuneration for work of equal value. One
catalyst for this reform was the effort of the Bahraini Supreme Council for Women,
an advisory council formed in 2001. The council adopted a second National Plan for
the Advancement of Bahraini Women for 2013-2022, which aims to support women’s
entrepreneurship, career opportunities, and financial independence, among other goals.

Vietnam also took significant steps by eliminating restrictions on women’s
employment while maintaining measures to ensure the occupational health and safety
of both men and women. Whereas women who are not pregnant or nursing were
previously banned from performing more than 70 specific jobs, ranging from drilling oil
wells to repairing high-voltage power lines, they can now work in all the same jobs as
men. Notably, the law requires that employers ensure occupational safety and health
and inform both men and women of the risks that performing certain jobs pose to their
reproductive health.

Marriage

Legal constraints related to marriage and divorce persist throughout the world,
weakening women’s agency and decision-making powers within the family and
threatening their safety. One in three women—or approximately 736 million—is
subjected to physical or sexual violence by an intimate partner or sexual violence by a
nonpartner. According to the United Nations Population Fund, domestic violence cases
have risen 20 percent globally since the beginning of the pandemic, with 243 million
women and girls between 15 and 49 years of age reported to have been a victim of



FIGURE 1.8 | NUMBER OF ECONOMIES WITH LAWS PROTECTING WOMEN FROM
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intimate partner violence in 2020 (UN Women 2020). These findings are notable given
the magnitude of excess female mortality and the documented rise in domestic violence
since the onset of the COVID-19 pandemic (Agliero 2021).

In 17 economies, a married woman is required by law to obey her husband, and in
28 economies, the husband is legally designated as head of household. Additionally,
30 out of 190 economies captured by Women, Business and the Law do not currently
have legislation addressing domestic violence. In the remaining economies, many do
not have provisions prohibiting economic and financial abuse (figure 1.8). Economic
and financial abuse rarely happens in isolation from other forms of violence; it can be
extremely harmful because it threatens a woman’s economic security and potential for
self-sufficiency, forcing her dependence on the perpetrator. The abuse can take many
forms, including limiting someone’s access to savings and assets, damaging property,
refraining from making rent or mortgage payments, or sabotaging employment.

Equal divorce rights are also important for women’s health and financial security.
Research has consistently shown that unequal or limited access to divorce is associated
with the incidence of intimate-partner violence against women (Garcia-Ramos 2021).
In 89 economies around the world, legal reforms are needed to strengthen women’s
agency and decision-making within marriage (table 1.7).

Since October 2020, no country has instituted reforms to address women’s rights
to divorce and remarry. As such, 46 economies throughout the world still restrict a
woman’s right to obtain a divorce, and 68 economies do not give women equal rights to
remarry. Remarriage rights are restricted when waiting periods varying from 90 to 365
days before contracting a new marriage are imposed on women but not on men. Two
economies still do not permit legal divorce (Eswatini, the Philippines).

Gabon instituted reforms in three areas of the Marriage indicator. Gabon’s reform of
the civil code removed a provision designating the husband as head of family with the
right to make decisions concerning the household’s family life and finances. According
to the revised civil code, “The family is managed jointly by the spouses in the interest
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TABLE 1.7 BER OF ECONOMIES WITH LEGAL CONSTRAINTS RELATED TO MARRIAGE AND DIVORCE

Number of economies witha | Number of economies with at least
“no” response one “no” response

1. Is there no legal provision that requires a married woman to obey her husband?

2. Can a woman be head of household in the same way as a man? 28
3. Is there legislation specifically addressing domestic violence? 30 89
4. Can a woman obtain a judgment of divorce in the same way as a man? 46
5. Does a woman have the same rights to remarry as a man? 68

Source: Women, Business and the Law database.

of the household and the children.” The provision requiring a husband to protect his
wife and a wife to obey him was also amended: a married woman is no longer legally
required to obey her husband in Gabon.

Following a period of advocacy work guided by the government’s objective of
addressing gender-based violence—and domestic violence in particular—Gabon
enacted its first national law on the elimination of violence against women in
September 2021. This new law targets physical, sexual, psychological, and economic
forms of abuse. It provides criminal penalties for violent crimes committed against
women and enumerates harsher punishment for domestic violence. The law also
requires protection orders for victims of violence to be delivered within two days
after receipt of a complaint. A protection order prohibits an abusive partner from
committing further acts of family violence and is intended to deter repeat incidents of
physical and psychological abuse. Although most countries allow victims of domestic
violence to obtain a protection order, only 30 economies allow survivors to obtain one
immediately or within 24 hours. In 25 economies, it takes between two and seven
days, in 19 economies it takes more than seven days, and in all other economies (116),
no clear time frame is specified.

The Arab Republic of Egypt also enacted legislation on domestic violence for the
first time. Egypt’s National Strategy for Empowering Egyptian Women 2030 drives
the country’s policies on women’s empowerment and equality. In 2021, this strategy
resulted in the prime minister issuing Decree No. 827/2021 to establish a one-stop
shop for protecting women victims of violence. Such legislation will surely save lives: a
recent analysis of 159 economies finds that domestic violence laws are associated with
a women-to-men mortality ratio that is 2.3 percent lower than the mean value (Amin,
Islam, and Lopez-Claros 2021).

Parenthood

The Parenthood indicator examines laws affecting women’s work during and after
pregnancy (table 1.8), including paid leave and laws prohibiting firms from dismissing
workers because they are pregnant.

A study of 159 countries finds that female labor force participation is positively
correlated with the length of maternity leave, if under 30 weeks (Del Rey, Kyriacou, and
Silva 2021). Paid leave—whether maternity, paternity, or parental leave—encourages
fathers to contribute more equitably to household responsibilities from the start of
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TABLE 1.8 NUMBER OF ECONOMIES THAT DO NOT HAVE LAWS INCENTIVIZING WOMEN’S WORK AFTER
HAVING CHILDREN

Number of economies with Number of economies with
a “no” response at least one “no” response

1. Is paid leave of at least 14 weeks available to mothers? 72
2. Does the government administer 100% of maternity leave benefits? 92
3. Is paid leave available to fathers? 76 159
4. |s there paid parental leave? 140
5. Is dismissal of pregnant workers prohibited? 42

Source: Women, Business and the Law database.

parenthood and is a key policy change that could result in greater use of women’s talent
(Yavorsky, Qian, and Sargent 2021). However, while the number of leave days granted
to mothers increased substantially between 1970 and 2021 in all regions, the granting
of paternity leave increased only minimally. This lag is particularly notable in the Middle
East and North Africa and in Sub-Saharan Africa, where the average leave granted to
fathers was 2.0 days and 2.7 days, respectively, in 2021 (table 1.9).7

The COVID-19 pandemic has exacerbated gender inequalities in caregiving at the
expense of women’s employment, making the sharing of responsibilities for childcare
especially important (box 1.2). Only five economies in the world do not have any form of
paid maternity leave, all located in the East Asia and Pacific region (Marshall Islands, the
Federated States of Micronesia, Palau, Papua New Guinea, and Tonga). However, most
economies (118) guarantee 14 weeks of paid maternity leave for the birth of a child,
the minimum standard recommended by International Labour Organization Convention
No. 183 and the threshold used by Women, Business and the Law. The total duration of
paid leave available to mothers—including maternity leave, shared parental leave, and
specific entitlement to parental leave for mothers—ranges from two weeks to about
three years, with a median duration of 98 days in the economies that have it. Hong
Kong SAR, China—which previously provided 10 weeks of paid maternity leave—is the
only economy to reform by introducing a 14-week minimum duration of paid leave for
mothers since October 2021.

TABLE 1.9 REGIONAL AVERAGE NUMBER OF LEAVE DAYS, 1970-2021

Region Leave days for mothers
o | | e | o | | e |

East Asia and Pacific 25.5 126.4 100.9 0.0 11.2 11.2

Europe and Central Asia 88.8 506.0 417.2 0.0 11.5 11.5

OECD high income 102.5 3275 2250 0.2 83.7 83.5

Latin America and the Caribbean 53.2 96.2 43.0 0.0 4.0 39

Middle East and North Africa 388 81.2 423 03 2.0 1.7

South Asia 36.8 99.3 62.5 0.0 5.6 5.6

Sub-Saharan Africa 489 90.7 418 0.3 2.7 24

Global average 59.7 190.6 130.9 0.1 19.7 19.5

Source: Women, Business and the Law database.
Note: OECD = Organisation for Economic Co-operation and Development.
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BOX 1.2 MOST POLICY RESPONSES TO THE PANDEMIC CHILDCARE CRISIS
HAVE EXPIRED

Over the course of the pandemic, many women suffered decreased working hours, a decline
in income, and, in some cases, permanent job loss (Dang and Nguyen 2021). Indeed, more
than two years since its onset, women’'s employment rates continue to recover more slowly
than men’s. While men’s employment dropped 3.9 percent globally in 2020, women'’s em-
ployment dropped by 5.0 percent, with almost 90 percent of these women remaining out of
the labor force (ILO 2021). Many women bear the brunt of increased childcare, often having
to choose between their jobs and their families (Alon et al. 2021).

Last year, Women, Business and the Law found that responses to the childcare crisis were
few and far between. Fewer than 40 economies introduced leave or benefit policies to sup-
port working parents shouldering greater childcare duties. Some 10 economies provided other
forms of childcare assistance, such as free childcare or compensation designated specifically
for childcare. More than 20 economies provided childcare measures for essential workers.
Despite ongoing need, most of these measures have since expired. However, some remained
active in 2021: in Canada, for example, maternity and parental cash benefits were extended
through November 20, and financial support was provided to parents working fewer hours
due to childcare. In the United Kingdom until October 1, parents could claim childcare costs
through tax credits if their working hours fell below the required number of hours due to
COVID-19, with additional extensions for parents whose hours had not returned to prepan-
demic levels.

The pandemic also affected parental leave policies. For example, just months before COVID-19
became a global pandemic, Ireland introduced two weeks of paid parental leave for each
parent. To recognize the challenges facing working parents during the crisis, the govern-
ment later announced that new parents would get three extra weeks of parental leave each,
amounting to five weeks total per parent, effective April 1, 2021. In contrast, Fiji temporarily
lowered paid paternity leave from five days to two days in 2020 and then to one day in 2021,
citing job instability during the pandemic.

Overall, measures that address the childcare crisis, and in particular long-term strategies, are
rare. Economies must build robust childcare infrastructure, as well as design family-friendly
leave and workplace policies, both to incentivize women'’s return to the workplace and to
strengthen economic recovery.

Slightly less than half (92) of the economies covered administer cash benefits for paid
maternity leave exclusively through the government. A study of OECD economies finds
that having the government administer maternity benefits through a compulsory social
insurance scheme or public fund makes it less likely that employers will discriminate
against women of childbearing age (Thévenon and Solaz 2013). Indeed, the cost of
hiring women of childbearing age is higher for employers in economies in which laws
mandate that they fund maternity benefits. This could lead to disparities in both hiring
and salaries to compensate for administering women’s leave.

In 2021, 114 economies guaranteed paid leave for fathers for the birth of a child. The
total duration of paid leave available to fathers—including paid paternity leave and any
parental leave specifically for fathers—ranges from one day to about one year, with a
median duration of one week. As little as two weeks of paid paternity leave can increase
a mother’s probability of reemployment shortly after childbirth (Farré and Gonzalez
2017). Armenia, Switzerland, and Ukraine introduced paid paternity leave in 2020/21.



Of the 50 economies worldwide with paid parental leave, none is in South Asia or
Sub-Saharan Africa. While maternity and paternity leave refers to leave made available
specifically to mothers and to fathers, respectively, parental leave is available to either
parent. In many economies, however, a certain share of parental leave is reserved for
the specific use of the mother or the father. In the past year, Colombia, Georgia, Greece,
and Spain introduced paid parental leave. Colombia became the first economy in Latin
America and the Caribbean to introduce paid parental leave. In August 2019, several
parliamentarians drafted legislation that aimed to reduce the incentives for employers to
discriminate against women of reproductive age. After consultations with government
representatives and civil society groups, political parties joined forces, and the initiative
was passed into law in July 2021. In addition to paid parental leave, the new legislation
included antidiscrimination measures such as prohibiting employers from requiring a
pregnancy test as a condition of employment or asking employees about their plans
to have children. Paternity leave was also expanded from eight days to two weeks.
Just three economies—Iceland, Spain, and the United States—provide equal amounts
of paid leave for mothers and fathers.® Spain completed its progressive increase of paid
paternity leave, seeking to equalize maternity and paternity leave. Now, mothers and
fathers are each guaranteed 16 weeks of paid leave for the birth a child.

However, the relationship between family leave policies and women’s labor market
outcomes is not clear-cut. Indeed, while a certain amount of leave granted to mothers
upon the birth of a child is associated with positive labor market outcomes, excessively
long durations of leave may have a negative effect on an individual’s career progression
and wages (Akgunduz and Plantenga 2013; Del Boca, Pasqua, and Pronzato 2009; Ruhm
1998). A comprehensive review of family leave policies in high-income countries finds
no clear consensus on the impact of parental leave on women'’s labor market outcomes
(Olivetti and Petrongolo 2017). Any positive impacts on wages and employment are
limited to low-skill workers, with potentially negative effects for high-skill workers.
Likewise, there is no clear evidence of an association between paternity leave and long-
term changes in employment and wages (Cools, Fiva, and Kirkebgen 2015; Ekberg,
Eriksson, and Friebel 2013). It is important to consider parental leave policies with other
policies affecting women’s ability to enter and remain in the workforce, such as the
provision of quality childcare (the subject of chapter 2).

Finally, 42 economies do not prohibit the dismissal of pregnant workers. Discrimination
against pregnant workers may indirectly harm mothers’ mental and physical health and
lead to premature birth (Hackney et al. 2021). Unfortunately, this number is one more
than last year. Togo’s new labor code no longer explicitly prohibits the dismissal of
pregnant workers, leading to a decrease in its score. No reforms took place in the Middle
East and North Africa or South Asia, the regions with the lowest average scores for the
Parenthood indicator.

Entrepreneurship

The Entrepreneurship indicator examines barriers to women’s ability to start and
run a business. Despite the relatively high score that economies achieve on the
Entrepreneurship indicator, women worldwide still face significant practical and
regulatory barriers to becoming successful entrepreneurs. Access to finance is a
major hurdle, leaving women with an estimated $1.7 trillion of unmet demand for
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credit (IFC 2017). Collateral constraints and social norms are major reasons for this
gender credit gap. For example, due to gender bias by lenders, women-led enterprises
in Vietnam have a 34 percent higher likelihood that their loans will be denied than
men-led firms (Le and Stefanczyk 2018). However, increasing women’s control
over finances by combining access to bank accounts with skills training can shift
conservative social norms and increase women'’s work (Field et al. 2021).

The Entrepreneurship indicator measures restrictions on women'’s legal capacity
as well as laws prescribing equal access to credit. Many economies (104) still lack a
legal provision that expressly prohibits gender-based discrimination in access to credit
(table 1.10). Women can sign a contract in the same way as men in all but 2 of the
190 economies measured. Seven economies legally restrict women from registering a
business in the same way as men. And in six economies, women cannot open a bank
account in the same way as men.

Gabon reformed two data points measured under this indicator. A reform of the civil
code equalized access to bank accounts for women by abolishing the legal provision that
a husband be notified when his wife opens a bank account. In addition, a reform of the
penal code made access to finance easier for women by prohibiting sex discrimination
in access to banking services. Egypt also made credit more accessible for women by
prohibiting gender-based discrimination in financial services. On April 22, 2021, the
Central Bank of Egypt issued a circular on “enhancing gender equality in all financial
transactions, including loans and credit facilities.” It was enacted shortly after the
president of Egypt directed the government to support programs on women'’s access
to loans and financial literacy. This effort to prohibit gender discrimination in access
to credit through central bank regulation continues a regional trend captured by the
Women, Business and the Law reports for 2020 (Saudi Arabia, United Arab Emirates) and
2021 (Bahrain, Jordan). Similarly, Sierra Leone’s central bank issued a directive in August
2021 mandating that financial services be provided without discrimination based on sex.

However, the majority of economies prohibit discrimination in access to financial
services through specific nondiscrimination or gender equality laws (figure 1.9).
A statutory law usually takes longer to enact than a subsidiary legal instrument like
a financial sector regulation, as it has to go through the full parliamentary legislative
process. This period enables a wider variety of stakeholders to provide input, increasing
transparency and safeguards for women’s interests. Whatever the regulatory approach,
the nondiscrimination provision should be included in a binding legal document that is
widely publicized to financial service providers and consumers alike. It should provide
effective remedies for and monitoring of violations of the nondiscrimination principle.

TABLE 1.10 UMBER OF ECONOMIES THAT HAVE NOT REMOVED BARRIERS TO WOMEN’S ENTREPRENEURSHIP
_ Number of economies with Number of economies with at
a “no” response least one “no” response
1. Does the law prohibit discrimination in access to credit based on gender? 104
2. Can a woman sign a contract in the same way as a man? 2 -
3. Can a woman register a business in the same way as a man? 7
4. Can a woman open a bank account in the same way as a man? 6

Source: Women, Business and the Law database.



FIGURE 1.9 | NUMBER OF ECONOMIES THAT PROHIBIT DISCRIMINATION IN ACCESS
TO FINANCIAL SERVICES THROUGH DIFFERENT TYPES OF LEGISLATION
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Source: Women, Business and the Law database.

In contrast to these positive changes, Pakistan restricted a woman’s ability to
register a business. Despite an amendment in August 2020, the Companies Act still
restricts a woman’s ability to register a business, leaving discriminatory provisions
in Articles 31 and 37 intact that require a married woman to provide details about
her husband when signing the company memorandum and articles of association.
A presidential ordinance of May 2019 had repealed these discriminatory articles;
however, the ordinance expired after 120 days, having failed to be ratified by
Pakistan’s senate and national assembly.

Assets

The Assets indicator examines gender differences in property and inheritance law.
Giving women the ability to control assets can enhance their bargaining power within
the household, boost their agency, and possibly alter household investment patterns
(Agarwal 2003; Ali, Deininger, and Goldstein 2014; Daley, Dore-Weeks, and Umuhoza
2010; Santos et al. 2014). It may also improve access to finance (Persha, Greif, and
Huntington 2017).

Evidence from 41 low- and middle-income economies finds significant gaps in
property ownership between men and women, which are particularly pronounced in
rural areas and areas with high poverty rates (Gaddis, Lahoti, and Swaminathan 2020).
Gender gaps in property ownership may be due to discriminatory norms and, most
important, a discriminatory legislative framework—encompassing laws on inheritance,
property ownership, and marital regimes. Property ownership is associated with higher
levels of well-being for women, and the positive impacts of reforming discriminatory
property laws may be even greater for daughters of the women directly affected,
suggesting that the positive effects of reform are long lasting (Deininger, Goyal, and
Nagarajan 2013).

Of the 190 economies studied, 76 (40 percent) limit women’s property rights
(table 1.11). The pace of reform under this indicator has been particularly slow.
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TABLE 1.11 NUMBER OF ECONOMIES THAT DO NOT HAVE LAWS GRANTING WOMEN EQUAL RIGHT
PROPERTY AND INHERITANCE

Number of economies with Number of economies with at
“no” response least one “no” response

1. Do men and women have equal ownership rights to immovable property? 19
2. Do sons and daughters have equal rights to inherit assets from their parents? 42
3. Do male and female surviving spouses have equal rights to inherit assets? 43 76
4. Does the law grant spouses equal administrative authority over assets during marriage? 18
5. Does the law provide for the valuation of nonmonetary contributions? 57

Source: Women, Business and the Law database.

In 19 economies, women do not have equal ownership rights to immovable property.
Studies have shown that granting women equal rights to property is crucial to improving
their economic empowerment. Such rights include access to assets upon dissolution of
marriage and, in particular, recognition of nonmonetary contributions to the household,
such as unpaid care for children, which is performed disproportionately by women. There
is much room for improvement in this area, as 57 economies do not recognize such
nonmonetary contributions. Arguments supporting the equal distribution of property
can be based on analysis of comparative good practices, such as common law principles,
and an economic reexamination of the monetary value of women'’s contributions to the
household (Efe and Eberechi 2020). In nine economies, the husband has the right to
control assets that are owned jointly by both spouses.

Since 2011, when Mali equalized rights for both sons and daughters and male and
female surviving spouses, no reforms have been recorded in the area of inheritance.
This means that, worldwide, 43 economies still do not grant equal inheritance rights to
male and female surviving spouses and 42 economies prevent daughters from inheriting
in the same way as sons.

Gabon is the only economy to have reformed such laws since 2019. With the reform
of the civil code, Gabon gave women equal administrative authority over assets during
marriage and equal ownership rights over immovable property. The revised civil code
also abolished discriminatory provisions that previously made the husband the sole
administrator of marital property.

Pension

The Pension indicator assesses laws affecting women’s economic security after
retirement. Eleven economies have yet to implement an old-age pension system
for private sector workers, placing both women and men at greater risk of poverty
in old age. Differences in women’s working lives relative to those of men can result
in unequal economic outcomes in retirement (Joubert and Todd 2020). Laws that set
lower retirement ages for women than for men exacerbate these unequal outcomes by
reducing the amount of time that women contribute to their pensions and save for old
age. In 121 economies, there is room to improve laws to achieve gender equality with
regard to women’s pensions (table 1.12).



FINDINGS | 33

TABLE 1.12 NUMBER OF ECONOMIES THAT DO NOT HAVE LAWS ENSURING WOMEN'’S ECONOMIC SECURITY
IN OLD AGE
“no” response at least one “no” response
1. Is the age at which men and women can retire with full pension benefits the same? 65
2. Is the age at which men and women can retire with partial pension benefits the same? 37 .
3. Is the mandatory retirement age for men and women the same? 15
4. Are periods of absence due to childcare accounted for in pension benefits? 85

Source: Women, Business and the Law database.

Sixty-five economies set different ages for men and women to retire with full pension
benefits, with women being able to retire about 10 months (as in Lithuania) to 10 years
(as in China) earlier than men. While an earlier retirement age affects women’s pension
benefits and shortens their professional careers, it may also deter employers from
investing in skills development and slow economic growth (Boheim 2019). However, the
average gap in retirement ages for men and women is narrowing over time, as schemes
to increase and equalize retirement ages gradually approach completion.

Thirty-seven economies establish different ages for women and men to retire with
partial pension benefits. In these economies, women can retire with partial pension
benefits between four months and five years earlier than men. Of the 66 economies
that establish mandatory retirement ages, 15 economies across all regions except South
Asia set different retirement ages for men and women.

More than half of all economies covered count periods of absence from work due to
childcare when determining pension benefits. Of the economies that do not account for
these periods, 54 percent are located in East Asia and Pacific and in Sub-Saharan Africa.
Australia and the United States are the only two high-income countries from the OECD
region that do not take these periods into account.

Three economies—Argentina, Cambodia, and Ukraine—introduced reforms in the
Pension indicator in the past year. Recognizing that women face greater difficulties in
entering the formal labor market, Argentina introduced a decree calling for pension
benefits to count periods of childcare for mothers and pregnant women. Cambodia
introduced an old-age pension system that sets equal ages at which women and men
can retire with full pension benefits. Ukraine completed a scheme introduced in 2011
to raise the retirement age for women gradually from 55 to 60 (the retirement age for
men) by 2021.

What’s next?

Women, Business and the Law remains committed to advancing the discussion of
how legal equality contributes to women’s economic empowerment and growth.
Policy makers, international organizations, civil society organizations, gender equality
advocates, investors, and researchers can use its findings in many ways. The data
can help to identify both good practices and gaps in the regulatory environment that
influence women’s prospects as employees and entrepreneurs. The findings can be used
to inform legislative changes, make decisions on policy reform and private investment,
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and support civil society in advocating for reform (box 1.3). Data can also be used by
the private sector; in many economies, firms have pioneered the effective policies that
later become law, including and especially in the areas of nondiscrimination at work,
sexual harassment, and paid leave. Women, Business and the Law will complement its
global study and data set with regional and country-specific analysis (regional profiles,
global indicators policy briefs) to inform local policies and highlight the work that remains.

Women, Business and the Law continues to pursue its substantial research agenda.
Building on the evidence presented in last year’s edition, this year’s report analyzes

BOX 1.3 ENGAGEMENT WITH CIVIL SOCIETY ORGANIZATIONS

Disseminating findings is instrumental to raising awareness about the importance of legal reform to address gender
disparities and build capacity to promote women's rights through gender-equal reforms and policies. Since 2016, the Women,
Business and the Law team has organized in-country workshops with civil society organizations in 17 Sub-Saharan African
economies (figure B1.3.1). The workshops bring together civil society organizations, policy makers, and development actors
to discuss barriers to women'’s economic opportunities and how to use data and evidence to amplify core messages about the
economic consequences of gender equality reforms.

FIGURE B1.3.1| IN-COUNTRY ENGAGEMENT WITH CIVIL SOCIETY ORGANIZATIONS IN SUB-SAHARAN
AFRICA, 2016-21

Angola; Burkina Faso; Cote d'lvoire; Cabo Verde; Angola; Brazil; Gabon Congo, Dem. Rep.;
(Cabo Verde; Gabon; Mozambique; Cote d'Ivoire; Cabo Verde; Ethiopia; India;
Guinea-Bissau; Sierra Leone Equatorial Guinea; Guinea-Bissau; Kenya; Sdo Tomé
Mozambique; Gabon; Ghana; Mozambique; and Principe;

Sdo Tomé and Principe; Guinea-Bisau; Kenya; Sdo Tomé and Principe; South Africa;
Togo Mauritania; Senegal Tanzania; Uganda Togo

Source: Women, Business and the Law team.

In late 2019, the team also organized a South-South Knowledge Exchange workshop in Brasilia, Brazil, to discuss best practices
regarding legislation, public policies, and initiatives for women’s empowerment and to address gender-based violence. The
workshop brought together representatives from Brazil and five African members of the Community of Portuguese Speaking
Countries, namely Angola, Cabo Verde, Guinea-Bissau, Mozambique, and Sdo Tomé and Principe.

In early 2020, the World Bank organized a peer-to-peer learning event in Libreville, Gabon, to discuss the impact of discrimina-
tory laws and practices on women'’s empowerment and good-practice laws that enhance women's economic opportunities.
The event brought together ministers of women’s affairs, senior leaders, and policy makers from 14 West and Central African
economies, including the first ladies of Burkina Faso, the Democratic Republic of Congo, and Gabon.

Understanding the process behind the enactment of legislative reforms is useful for countries interested in adopting the laws
most relevant to closing the gender gap. To this end, the Women, Business and the Law team has initiated a series of case
studies to learn about the motivations for legal reforms that countries have undertaken over the last 50 years. The first coun-
tries selected for this research are the Democratic Republic of Congo, Ethiopia, India, Kenya, Sao Tomé and Principe, South
Africa, and Togo. As part of this work, the team has interviewed in-country actors to understand the political economy of
how successful reforms have been carried out and to provide an example for countries wanting to undertake similar reforms.



preliminary data on childcare and on implementation of the law in chapters 2 and
3, respectively. Research at the pilot stage shows that the availability and regulation
of different types of childcare services vary widely across regions. Economies also vary
widely on the parameters for quality of childcare provision, with no clear regional pattern.
Therefore, evidence of what determines parental uptake of services is inconclusive
at this stage. This research will continue, with plans to refine and expand the pilot
exercise in subsequent editions, especially as new research continues to inform the
measurements.

The implementation pilot explores ways to measure Women, Business and the
Law indicators in practice. First, supportive frameworks related to each of the eight
indicators were examined, including the sequencing of legislation, women’s access to
justice and other government programs, and the efficiency of legal operations. A second
approach measured the opinions of experts on the ground regarding progress toward
gender equality. The findings show clear gaps in the implementation of laws in all
indicators, with Pay and Pension standing out as areas in need of improvement across
both measurements. While the data provide valuable insight into how the law functions,
the research techniques will continue to be adjusted to present a more accurate picture
of implementation in subsequent editions.

Finally, new research areas are developing. As part of the World Bank Group’s
10 Commitments on Disability-Inclusive Development, Women, Business and the Law
is producing data and analysis on legal protections for women with disabilities to
understand how laws can protect women from intersectional discrimination (box 1.4).
Other potential research questions relate to the link between legal gender equality and
informality, use of fiscal policy and budget systems to close gender gaps, access to
digital technology, and longer-term challenges associated with climate change. Women,
Business and the Law is committed to producing data and evidence that can inform
policies to advance women’s economic opportunities around the world.

BOX 1.4 HOW CAN LAWS PROTECT THE RIGHTS OF WOMEN WITH DISABILITIES?

FINDINGS

Since 2019, Women, Business and the Law has collected and analyzed data to understand how laws can protect women with
disabilities from intersectional discrimination. Employment rates of women with disabilities are lower than those of both men
with disabilities and men and women with no disabilities (WHO and World Bank 2011). Young women with disabilities endure
up to 10 times more gender-based violence than those with no disability (UNFPA 2018).

The research is based on internationally agreed standards as established by the 2006 United Nations Convention on the Rights
of Persons with Disabilities and, in particular, Article 6, which recognizes that legal and policy measures need to be taken
so that women with disabilities can enjoy their fundamental rights and freedoms fully and equally. Mapping the regulatory
framework can help to identify good practices and guide economies in the enactment of much-needed laws and policies on
the socioeconomic inclusion of women with disabilities.

Legislative approaches to promote the rights of women with disabilities differ widely. Initial analysis of constitutions and statu-
tory laws in 176 economies revealed that, while 71 economies guarantee equal rights for persons with disabilities in the con-
stitution, none of the constitutions analyzed mentions women with disabilities. With regard to statutory laws, the preliminary
research found that, while 138 economies have a law that addresses the rights of persons with disabilities, only one-fourth
of the economies analyzed (35) explicitly recognize and protect the rights of women with disabilities (figure B1.4.1). Many
disability rights laws use gender-neutral language and fail to account sufficiently for the needs of women with disabilities, who
face additional and multiple discrimination.

(Box continues next page)
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BOX 1.4 HOW CAN LAWS PROTECT THE RIGHTS OF WOMEN WITH DISABILITIES? (continued)

FIGURE B1.4.1| PRELIMINARY FINDINGS ON THE LEGAL FRAMEWORK RELATED TO WOMEN
WITH DISABILITIES

Constitution guarantees equal rights for persons with disabilities n
Constitution recognizes and protects the rights of women with disabilities | 0
A law, other than the constitution, addresses the rights of persons with disabilities 138

The law recognizes and protects the rights of women with disabilities 35

T T 1
0 20 40 60 80 100 120 140
Number of economies

Source: Women, Business and the Law database.

However, some economies do address the needs of women with disabilities. For example, Indonesia’s law recognizes the
importance of protecting women with disabilities from violence by providing information services and requiring shelters to be
easily accessible. Kuwait's law affords additional maternity leave benefits to women with disabilities. Moldova requires medical
service providers to take “special needs ... into account, including gynecological treatment and counselling on family planning
and reproductive health” (Article 42 [12]).

Overall, preliminary findings confirm, “Laws and policies on disability have historically neglected aspects related to women
and girls with disabilities. In turn, laws and policies addressing women have traditionally ignored disability” (Committee on
the Rights of Persons with Disabilities 2016). A gap in knowledge about global good practices is evident in the existing data.
To address this gap, Women, Business and the Law collected additional data on the rights of women with disabilities in the
areas of employment law, family law, nondiscrimination legislation, and gender-based violence. A publication of the results is
planned for the spring of 2022.

Source: Women, Business and the Law team.

Notes

1. Through a meta-analysis, Chmielewska et al. (2021) confirm that maternal and fetal health outcomes
have worsened since the onset of the COVID-19 crisis. Tu et al. (2021) document changes in short-term
sexual and reproductive health and behaviors, noting the need for further research into the long-term
effects.

2. Lakshmi Ratan et al. (2021) discuss the impacts of the COVID-19 pandemic on women working in the
informal sector.

3. This research includes Amin and Islam (2015); Htun, Jensenius, and Nelson-Nufiez (2019); Islam, Muzi,
and Amin (2019); and Zabalza and Tzannatos (1985). Roy (2019) provides an overview of the evidence
linking legal gender equality and women’s economic outcomes.

4. See the World Bank Entrepreneurship Database, https://www.worldbank.org/en/programs
/entrepreneurship/inforgraphics.

5. Research by Bhalotra, Brulé, and Roy (2020) shows that equalizing inheritance rights between sons and
daughters in India increased son preference and female feticide.



For complete data and legal bases, see https://wbl.worldbank.org/en/wbl-data.

7. In 2021, alongside the aggregate index and 35 underlying data points, Women, Business and the Law
published a detailed breakdown of the number of maternity, paternity, and parental leave days available

to parents. These data will inform empirical investigations of the link between these policies and women’s

labor market outcomes as well as other relevant issues such as fertility and population growth.
8. The data for the United States refer to New York State legislation.
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Scores

Women, Business and the Law presents indicator scores that offer objective
and measurable benchmarks for global progress toward gender equality. Policy
makers interested in improving equality of economic opportunity can look at their
economy’s scores on each indicator as a starting point for legal reform. Maps depict
each economy’s performance at the indicator level as of October 1, 2021.

MAP 1A.1| WOMEN, BUSINESS AND THE LAW INDEX OVERALL SCORES
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Mobility

MAP 1A.2 | WOMEN, BUSINESS AND THE LAW INDEX MOBILITY INDICATOR SCORES
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MAP 1A.3 | WOMEN, BUSINESS AND THE LAW INDEX WORKPLACE INDICATOR SCORES
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iml Pay

MAP 1A.4 | WOMEN, BUSINESS AND THE LAW INDEX PAY INDICATOR SCORES
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MAP 1A.5 | WOMEN, BUSINESS AND THE LAW INDEX MARRIAGE INDICATOR SCORES
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g% Parenthood

MAP 1A.6 | WOMEN, BUSINESS AND THE LAW INDEX PARENTHOOD INDICATOR SCORES
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MAP 1A.7 | WOMEN, BUSINESS AND THE LAW INDEX ENTREPRENEURSHIP INDICATOR SCORES
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MAP 1A.8 | WOMEN, BUSINESS AND THE LAW INDEX ASSETS INDICATOR SCORES
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In the period from October 2, 2020, to October 1, 2021, Women, Business and the Law
recorded 39 changes to indicator scores that improved gender quality in employment
and entrepreneurial activity in 23 economies. Over the same period, two economies
implemented changes widening the legal gender gap.

‘ v/ Reform increasing gender parity X Change decreasing gender parity

Angola
v/ Workplace

Angola enacted legislation protecting women from sexual harassment in employment,
including criminal penalties for such conduct.

Argentina

v/ Pension

Argentina explicitly accounted for periods of absence due to childcare in pension
benefits.

Armenia
v/ Parenthood

Armenia introduced paid paternity leave.

Bahrain
v Pay

Bahrain mandated equal remuneration for work of equal value. Bahrain also lifted
restrictions on women’s ability to work at night and repealed provisions giving the
relevant authority the power to prohibit or restrict women from working in certain jobs
or industries.

Benin
v Pay

Benin removed restrictions on women’s employment in construction. Women can now
work in industrial jobs in the same way as men.
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Burundi
v Pay

Burundi mandated equal remuneration for work of equal value.

Cambodia

v/ Pension

Cambodia introduced an old-age pension system that sets equal ages at which women
and men can retire with full pension benefits. The law does not establish an age at which
women and men can retire with partial pension benefits.

Colombia
v/ Parenthood

Colombia introduced paid parental leave.

Cyprus
v/ Mobility

Cyprus enacted legislation allowing women to apply for a passport in the same way as
men.

Egypt, Arab Rep.
v Marriage

Egypt enacted legislation protecting women from domestic violence.

v/ Entrepreneurship

Egypt made access to credit easier for women by prohibiting gender-based discrimination
in financial services.

Gabon
v/ Mobility

Gabon gave women the same rights to choose where to live as men.

v/ Workplace

Gabon enacted legislation allowing women to get jobs without permission from their
husbands.

v Marriage

Gabon enacted legislation removing the requirement for married women to obey their
husbands and allowing women to be head of household in the same way as men. Gabon
also enacted legislation protecting women from domestic violence.
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v/ Entrepreneurship

Gabon gave women the same rights to open a bank account as men and prohibited
gender-based discrimination in financial services.

v/ Assets
Gabon granted spouses equal rights to immovable property and equal administrative

authority over assets during marriage.

Georgia
v/ Parenthood

Georgia introduced paid parental leave.

Greece
v/ Parenthood
Greece introduced two months of paid parental leave as an individual entitlement for

each parent.

Hong Kong SAR, China
v/ Parenthood

Hong Kong SAR, China, increased the duration of paid maternity leave to at least 14 weeks.

Kuwait
v/ Workplace
Kuwait prohibited gender discrimination in employment and adopted legislation on

sexual harassment in employment.

Lebanon
v/ Workplace
Lebanon enacted legislation protecting women from sexual harassment in employment,

including both criminal penalties and civil remedies for such conduct.

Oman
v Mobility

Oman allowed women to apply for a passport in the same way as men.

Pakistan
v Pay

Pakistan lifted restrictions on women’s ability to work at night.
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X Entrepreneurship

Pakistan did not convert into law a decree that would permanently equalize men’s and
women’s ability to register a business.

Sierra Leone

v Entrepreneurship

Sierra Leone made access to credit easier for women by prohibiting gender-based
discrimination in financial services.

Spain
v/ Parenthood

Spain introduced paid parental leave for mothers and fathers.

Switzerland
v/ Parenthood

Switzerland introduced two weeks of paid paternity leave.

Togo
X Parenthood

Togo enacted legislation allowing employers to dismiss pregnant workers.

Ukraine
v/ Parenthood

Ukraine introduced paid paternity leave.

v/ Pension

Ukraine equalized the ages at which women and men can retire with full pension benefits.

Vietham
v Pay

Vietnam eliminated all restrictions on women’s employment. Women can now work in
industrial jobs in the same way as men.



CHAPTER 2

-------

Toward Available,
Affordable, and Quality
Childcare Services

The availability of childcare services matters for women’s economic participation.
Women bear a disproportionate burden of unpaid care at home (UN Women 2015),
and this unequal distribution of responsibilities compromises their ability to access and
retain jobs." Women are more often the secondary earner, work fewer hours, and are
paid less than men. These gaps widen further when childcare needs arise (Fabrizio
et al. 2020). The worldwide COVID-19 crisis has heightened the importance of aligning
childcare policies more closely with the needs of working parents and, in particular,
working mothers.

In light of these circumstances and building on information presented last year,
Women, Business and the Law 2022 collected pilot data for 95 economies that measure
legal frameworks for the provision of childcare services, focusing on availability,
affordability, and quality. This pilot exercise was intended to fill knowledge gaps around
the overall design and effectiveness of childcare policies and to inform their successful
implementation to increase women’s economic opportunity. Over time, expanding
access to childcare can have positive impacts not only for female labor force participation
and child development, but also for economic growth, creating a more abundant and
diverse workforce and offering substantial business and employment opportunities.

The importance of analyzing childcare laws

International law has long recognized that working parents need access to outside
childcare and called for making childcare facilities more readily available (figure 2.1).
Increasingly, empirical research has documented the positive impact that policies
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FIGURE 2.1| THE INTERNATIONAL LEGAL FRAMEWORK ON CHILDCARE PROVISION
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developing a network of childcare Responsibilities No. 156 calls for children of working parents have high-quality, affordable childcare
facilities to enable parents to combine measures to develop or promote the right to benefit from services and to help achieve better
family obligations with work childcare services to enable childcare services and facilities work-life balance and more equally
responsibilities. equality of opportunity for which they are eligible. distributed care responsibilities.

for working men and women.

Source: Women, Business and the Law team.

targeting the availability, affordability, and quality of childcare services can have on
women’s participation in the labor market, their hours of work, and their wages (Olivetti
and Petrongolo 2017). Such policies also have multigenerational benefits, resulting in
improved child development and overall economic growth and productivity.

The evidence regarding the positive impact of childcare availability on women’s
employment is compelling and broad, both in lower- and higher-income economies
(Calderén 2014; Chevalier and Viitanen 2002; Clark et al. 2019; Dang, Hiraga, and
Nguyen 2019; de Barros et al. 2013; Herbs and Barnow 2008; Sanfelice 2018). In
Indonesia, access to formal public childcare is found to increase the likelihood that
women with age-eligible children will participate in the labor force by 13 percent
(Halim, Johnson, and Perova 2019). While the positive effect is seen most often in
women’s labor force participation, evidence also suggests that having access to
childcare allows women to work longer hours, achieve higher productivity and income,
and find employment in the formal, rather than informal, sector (Calderén 2014;
Dang, Hiraga, and Nguyen 2019; de Barros et al. 2013; Sanfelice 2018). Conversely, a
lack of childcare can limit productivity and the type of employment in which women
can engage, preventing them from taking more stable and lucrative opportunities in
the formal sector (Alfers 2016; Cassirer and Addati 2007; Hein 2005; Heymann 2007).
In Guatemala, 40 percent of mothers working informally cited lack of childcare as a
key reason for not taking a formal-economy job (Cassirer and Addati 2007). In the
absence of childcare, many women also resort to taking their children to work with
them. For example, survey data for Pakistan, Peru, and 10 African economies suggest
that 40 percent of mothers take young children to work (Hein 2005). Apart from the
potential danger to the health of the child, having to provide their own childcare while
working restricts the range of jobs that mothers may seek.

Even when formal childcare is available, affordability of care is a central concern
that influences the extent to which childcare services are used. Empirical evidence
from both higher- and lower-income economies finds a positive relationship between
affordable childcare, funded partially or fully by the government, and women'’s labor
market outcomes, including participation in the labor force, wages, and working
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hours (Devercelli and Beaton-Day 2020; Geyer, Haan, and Wrohlich 2015; Haan and
Wrohlich 2011). Perception-based household surveys from the European Union (EU)
also demonstrate that more than 40 percent of families consider cost to be the main
barrier to using formal childcare (Devercelli and Beaton-Day 2020). High costs not
only discourage households from using formal childcare facilities but also have a
negative effect on mothers’ participation in the labor market in Kenya, Liberia, and
Mozambique (Bhatkal 2014; Clark et al. 2019; Lokshin, Glinskaya, and Garcia 2000).
In low-income economies, affordability is a priority. Better-off households are able
to hire childminders at home relatively cheaply, while poor households have few
affordable options for childcare, despite great need. As a result, children are left at
home with no adult supervision or in the care of child siblings (Samman, Presler-
Marshall, and Jones 2016).

Literature also cites quality as a factor determining parental decisions to use formal
childcare services: good-quality childcare improves children’s development outcomes,
including school readiness, healthy nutrition, and educational achievements, and
leads to more promising employment prospects and higher earnings in the long term
(Malmberg, Mwaura, and Sylva 2011; Rao 2010; Richter and Samuels 2018). The impact
of quality of childcare services on female labor force participation is less researched,
but a positive relationship is evident between the provision of universal low-fee, high-
quality preschool in Quebec, Canada, and the female labor supply (Baker, Gruber, and
Milligan 2008; Haeck, Lefebvre, and Merrigan 2015).

There is also a lack of data on the role that the legal framework can play in
promoting or hindering the provision and uptake of childcare services. Publicly
available international databases produce some data on outcomes, but there is not
enough evidence on practices to inform policy design. Despite global coverage,
the United Nations Children’s Fund (UNICEF) Education Statistics data are limited
to gross and net enrollment rates in early childhood education programs and
government expenditure on preprimary education. Data from the United Nations
Educational, Scientific, and Cultural Organization (UNESCO) Institute for Statistics
focus on national education systems and enrollment rates for children below primary
school-starting age. Data from the Organisation for Economic Co-operation and
Development (OECD) Family Database and from Eurostat provide a solid overview
of childcare arrangements, outcomes, and policies, but are limited in scope to OECD
and EU member states. Only limited data are available on childcare across low- and
middle-income countries, particularly for children below age three (Devercelli and
Beaton-Day 2020).

The enactment of policies to make childcare available, affordable, and of decent
quality is a priority due to their potential to achieve better market outcomes for women,
children, and the economy overall. In support of this goal, Women, Business and the
Law mapped and explored current legal and regulatory measures adopted to ensure or
strengthen three pillars of childcare: availability, affordability, and quality (figure 2.2).
The project does not endorse a specific design of childcare policy and recognizes that
legal frameworks differ in their institutional arrangements, delivery schemes, and
general application. However, it aims to fill knowledge gaps and contribute to policy
dialogue on some of the features of legal frameworks that may promote or hinder the
provision and uptake of childcare services.
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FIGURE 2.2 | THE THREE PILLARS OF CHILDCARE SERVICES
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Source: Women, Business and the Law team.

A conceptual framework for measuring legal barriers to childcare

The unmet need for childcare is substantial: 40 percent of children below primary school
age worldwide need childcare but lack access (Devercelli and Beaton-Day 2020). Lack
of access is even more severe for children below the age of three due to higher costs
and scarce policies for widespread provision (Devercelli and Beaton-Day 2020). Even
when available, the provision of formal childcare does not always guarantee its uptake
because supply- and demand-side constraints, including convenience of services, costs,
quality, and social and cultural norms, limit the potential benefits (figure 2.3).

Under the availability pillar, Women, Business and the Law explored how governments
make childcare available through regulatory interventions that support diverse types
of provision and convenience. Although no international legal standards have been
established to guide regulations on the provision of childcare, governments may support
a wide range of childcare options to meet the needs of working mothers and families.
Childcare can be funded and operated by the public or the private sector. Public childcare,
funded and operated by the government, can be provided at center-based facilities,
including nurseries, day care centers, preschools, and kindergartens. Private childcare
can be funded and operated by for-profit or not-for-profit entities or supported through
public-private partnerships. It includes home- and center-based care. Employer-provided
or -supported childcare is another form of private childcare that includes services offered
at on-site or off-site centers as well as childcare-related financial support. To explore
the convenience of services, Women, Business and the Law measured whether laws or
regulations mandate minimum operating hours for both public and private centers and
whether legal frameworks provide for flexible or on-demand hours.? Legal mandates for
employers to provide or support childcare were also examined.

Under the affordability pillar, Women, Business and the Law measured regulatory
interventions that increase affordability through government-provided free services
and financial and nonfinancial support for families, private childcare providers, and
employers. The regulation of fees was also measured. Governments can use a variety
of arrangements to make formal childcare affordable for providers and consumers—for
example, by providing financial support in the form of ongoing subsidies, allowances,
reimbursements, one-time grants, and tax benefits as well as nonfinancial support,
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FIGURE 2.3 | KEY CONSTRAINTS IN THE CHILDCARE MARKET
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including the government’s direct provision of free or low-cost childcare, workforce
subsidies, or additional hours of childcare. Specifically, childcare subsidies for families
are found to boost female labor supply in France (Givord and Marbot 2015), to increase
women’s probability of employment and working hours in Kenya (Clark et al. 2019),
and to affect women’s employment rates and work hours in Latin America and the
Caribbean (Diaz and Rodriguez-Chamussy 2013). In the Netherlands, a 50 percent
reduction in childcare fees for all parents and a simultaneous increase in tax credits for
low-income working parents is found to increase the female labor supply and number
of hours worked (Bettendorf, Jongen, and Muller 2015).

Governments may choose to attach conditions to subsidies or other forms of
financial support. In the absence of suitable regulations, public childcare support
may not necessarily guarantee better access to affordable childcare. One risk is that
providers may “capture” public support for themselves, rather than passing it on to
parents through lower costs. Possible scenarios include providers accepting direct
subsidies from government but not reducing prices accordingly or raising fees following
an increase in rebates of public childcare fees, benefits, or tax relief for parents. One
way to prevent capture and target vulnerable populations is to combine public support
with fee caps and regulations, such as maximum fees.3

Government support for market-based solutions for affordable childcare may be an
option for many families; however, depending on the level of government support, these
services might not necessarily reach the poorest and most economically vulnerable.
Thus, data were also collected on legal or regulatory measures specifically targeting
low-income families through subsidies or other inputs, including granting additional
hours of childcare and preferential enroliment terms to disadvantaged families.*
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Under the quality pillar, Women, Business and the Law collected data on regulatory
interventions that improve the quality of services. In order to make the indicators
more actionable, the concept of quality was broken down into three main categories:
structural, process, and system quality.

® Structural quality includes standards on teacher-to-child ratios, group size, and physical infra-
structure. Measures of structural quality include regulatory interventions mandating teacher-to-
child ratio and group size.

® Process quality refers to program, workforce, and interactions quality. Program quality typi-
cally covers the curriculum, materials, duration, and intensity of the program and strategies for
community and parental engagement. Workforce quality is a key contributor to process quality
and refers to the qualifications, experience, competencies, and conditions of employment for
early childhood educators. The quality of interactions reflects the social, emotional, and physical
interaction that the child has with materials, peers, and teachers. While aspects of program and
interaction quality fall outside the scope of legal or regulatory intervention and are difficult to
capture and compare, measures of process quality examined here include mandatory periodic
training of educators.

® System quality refers to the overall system in which childcare is delivered. Measures of system
quality include regulatory interventions mandating licenses or other forms of operating autho-
rizations, inspections, reporting requirements, and sanctions for noncompliance with applicable
laws and regulations, in both the public and private sectors.

Collecting data on legal and regulatory frameworks for
childcare provision

For this pilot stage of the project, Women, Business and the Law collected data on
legal and regulatory frameworks for childcare provision in 95 economies (table 2.1).
Economies were selected to represent at least 82 percent of the world’s population, with
at least one economy from each income group chosen within each World Bank region.

TABLE 2.1 WOMEN, BUSINESS AND THE LAW CHILDCARE PILOT ECONOMIES

Region Economy

East Asia and China; Fiji; Hong Kong SAR, China; Indonesia; Malaysia; Mongolia; Philippines; Singapore; Thailand;

Pacific Vietnam (10)
Europe and Bulgaria; Croatia; Georgia; Kyrgyz Republic; Moldova; Romania; Russian Federation; Serbia; Tajikistan;
Central Asia Turkey; Ukraine; Uzbekistan (12)

Latin Americaand  Argentina; Bahamas, The; Barbados; Belize; Bolivia; Brazil; Colombia; Ecuador; Mexico; Nicaragua;
the Caribbean Panama; Paraguay; Peru; Puerto Rico (US); Suriname; Trinidad and Tobago (16)

Middle East and  Algeria; Bahrain; Djibouti; Egypt, Arab Rep.; Iran, Islamic Rep.; Jordan; Kuwait; Malta; Morocco; Oman;

North Africa Qatar; Tunisia; United Arab Emirates (13)

OECD high Australia; Belgium; Canada; Chile; Czech Republic; Denmark; France; Korea, Rep.; Lithuania; Norway;

income Poland; Portugal; Slovenia; Spain; Switzerland; United Kingdom; United States (17)

South Asia Bangladesh; Bhutan; India; Nepal; Pakistan; Sri Lanka (6)

Sub-Saharan Angola; Botswana; Cabo Verde; Cote d'lvoire; Ethiopia; Gabon; Ghana; Guinea; Kenya; Malawi;

Africa Mauritania; Mauritius; Namibia; Rwanda; Senegal; Sierra Leone; South Africa; Tanzania; Togo; Uganda;
Zambia (21)

Source: Women, Business and the Law database.
Note: OECD = Organisation for Economic Co-operation and Development.
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Within each region, economies were chosen that have a female labor force participation
rate in each of the four quartiles of value distribution. Economies with no available data
on the female labor force participation rate or with extremely low and high values in the
distribution (at the 1st and 99th percentile) were excluded.

The choice of preliminary questions within each of the three pillars was guided by
a thorough review of empirical evidence and a round of consultations with experts.®
The data were collected by means of desk research. Some questions on availability and
affordability of childcare services were also administered to current Women, Business
and the Law experts in labor law. Where there were difficulties locating or interpreting
applicable laws, the team attempted to reach childcare providers and academics in the
field via phone or email. For future cycles of data collection, the team plans to build a
solid base of contributors and to survey childcare providers who have direct knowledge
of legal requirements and acceptable standards.

Childcare regulations were assessed for children younger than preprimary school-
starting age and children of preprimary school-starting age up to the start of primary
school.® However, the main focus of the analysis was on regulations applicable to
children of any age after birth but below the formal preprimary school-starting age,
as defined by the International Standard Classification of Education (ISCED). This age
is typically below three years but varies from country to country.” Table 2.2 provides
a snapshot of the data collected for two countries at different income levels. Romania
(upper middle income) and Kenya (lower middle income) are highlighted because they
employ different models of childcare provision. While Romania has both public and
private childcare provision, Kenya has only private provision. Selected aspects were
collected for both public and private childcare in center-based settings.

TABLE 2.2 DATA SNAPSHOT, ROMANIA AND KENYA

Indicator Romania Kenya

Avadilability of childcare services

1.1 What is the preprimary school—starting age (in years)? 3 4

1.2 Does the law regulate public or private provision of childcare services? Public and private  Private

1.3 Does the law require employers to provide or support childcare services? No No

1.4 Does the law mandate minimum hours of operation of public or private childcare centers? No Yes (9 hours)
1.5 Does the law provide for flexible or on-demand hours of operation at public or private childcare centers? Yes No

Affordability of childcare services

2.1 Where the government provides childcare services, does the law establish free provision of such No n.a.
services?

2.2 Does the law establish specific conditions (income, number of children, other criteria) on which cost to Yes n.a.
parents for public childcare services is determined?

2.3 Does public provision of childcare services cover meals at no additional cost to parents? No n.a

2.4 \When fees are required by public or private childcare providers, are they requlated? Yes No

2.5 Does the government provide some form of financial support to parents for the use of childcare? No No

2.6 Does the government provide support (nonfinancial or financial) for the use of childcare services Yes No

specifically targeting low-income families?

2.7 Do parents receive tax benefits specifically for using childcare services? No No

(Table continues next page)
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Romania
2.8 Does the government provide private childcare centers with some form of financial support? Yes No
2.9 Do private childcare centers receive tax benefits? Yes No
2.10 Does the government provide some form of financial support to employers for establishing or No No

supporting childcare services for their employees?

2.11 Do employers receive tax benefits for providing or supporting childcare services? Yes No

Quality of childcare services

3.1 Are public or private childcare centers legally required to obtain licenses or some form of operating Yes Yes
authorization?

3.2 Does the law mandate a teacher-to-child ratio for public or private childcare centers? Yes No

3.3 Does the law mandate a maximum group size in public or private childcare centers? Yes No

3.4 Does the law require caregiving staff at public or private childcare centers to undergo periodic training? Yes No

3.5 Does the law require inspections for compliance with applicable laws or quality standards by public or Yes No
private childcare centers?

3.6 Does the government require reporting of information by public or private childcare centers? Yes Yes

3.7 Are penalties imposed for noncompliance with applicable laws and regulations by public or private Yes Yes

childcare centers?

Source: Women, Business and the Law database.

Note: In Kenya childcare services for children below the preprimary school—starting age of four are regulated for private providers only. Therefore, questions that are specific to public providers
are coded as n.a. In Romania, where no distinction in the answers is made for public and private providers, rules are equally applicable to both. In accordance with standard Women, Business
and the Law assumptions, legislation applicable to the main business city in each economy was reviewed. A detailed and expanded list of childcare indicators and data notes is available at
https://wblworldbank.org.

Insights from pilot data
Availability of childcare services across regions

The availability and regulation of different types of childcare services vary widely
across regions. Among the sample of 95 economies, public provision of childcare is
nearly universally regulated in the OECD high-income region and Europe and Central
Asia (figure 2.4). In contrast, the Middle East and North Africa and South Asia have
the smallest share of economies regulating the provision of public childcare services.
Nonetheless, in these two regions, provision of childcare services is more regulated for
the private sector (Middle East and North Africa) and for employers (South Asia).

In South Asia, historically entrenched patriarchal norms and traditional values
contribute to low levels of women’s engagement in the labor force and the feminization
of unpaid care (Waidler, Sunny, and Rees 2021). The onus of care is largely informal,
especially in the first three years of a child’s life, and remains primarily the responsibility
of households. However, employers are increasingly providing childcare services to their
workers. This trend may be attributed partly to regional advisory programs, including
from the International Finance Corporation (IFC 2019). In four out of six economies
examined in the region, employers are mandated to provide on-site childcare.
A minimum threshold of female employees (Bangladesh, Pakistan, Sri Lanka) or
employees regardless of gender (India) generally triggers enforcement.
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FIGURE 2.4 | LAWS REGULATING PUBLIC, PRIVATE, AND EMPLOYER-PROVIDED
CHILDCARE SERVICES, BY REGION
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Source: Women, Business and the Law database.

Note: Of 95 economies reviewed, public provision of childcare services is regulated in 55 economies. Provision of childcare services by the private sector
or employer only is regulated in 25 economies. Panel a is based on indicator 1.2 from table 2.2 for economies where the law regulates the provision of
public childcare services. Panel b is based on indicators 1.2 and 1.3 from table 2.2 for economies where the law regulates childcare services provided by
the private sector or employers onfy. OECD = Organisation for Economic Co-operation and Development.

Of the 55 economies that regulate both public and private provision of childcare
services, just eight economies establish minimum required hours of operation for both
public and private childcare centers, ranging from 6 hours in Czech Republic, 7 hours in
Brazil and the Republic of Korea, to 10 hours in Mauritius and Spain. The law provides
for flexible or on-demand hours of operation in Cabo Verde, where Decree-Law No.
58/2018 establishes that the day care’s opening hours must be suitable to the needs
of parents or persons exercising parental authority. A similar provision exists in Angola.
Across the economies in Europe and Central Asia, including Kyrgyz Republic, Romania,
the Russian Federation, Serbia, Slovenia, Ukraine, and Uzbekistan, flexible operational
hours of childcare services are available. Such hours generally include short-term stay,
full-time stay, extended-day stay, or the round-the-clock stay, making it convenient for
parents to choose an option that suits their work schedules. Considering parental needs
in access to childcare services is an important aspect of legislative provisions that may
also have far-reaching impacts for their potential to advance gender equality.

Financial support for affordable childcare

Under the affordability pillar, Women, Business and the Law measured whether the
law mandates the free provision of public childcare services. Out of 55 economies
where public provision of childcare is regulated, about 80 percent do not mandate free
provision—at least within the framework of governing laws—and parents must pay a
fee that may be conditioned on a set of criteria, including income or number of children
in a family. Higher- and upper-middle-income economies providing public childcare at a
cost tend to regulate explicitly how the cost is determined.
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Granting financial support to parents (who are the consumers) or providers of
childcare services is another policy measure that governments adopt to reduce costs
and facilitate uptake. For example, among the economies that grant financial support
to parents specifically for the use of childcare services, in nearly 90 percent of cases
such support is provided under conditions that can include but are not limited to the
following: the household’s level of income, the work status of parents, the number of
hours that a child spends in a facility, the number of children enrolled in a facility from
the same family, and the average rate of childcare in a facility as generally set by the
government. In Argentina, Czech Republic, and Denmark, such support is unconditional
and generally provided as a fixed amount or percentage of the overall cost for childcare.

All pilot economies in the OECD high-income region provide some form of financial
support to consumers or providers of childcare services for children below preprimary
school-starting age, followed by more than half of the economies in East Asia and Pacific
and Europe and Central Asia (figure 2.5). However, among these regions, conditions
also apply in more than 85 percent of cases, especially with regard to financial support
for parents. For example, in Portugal, a so-called attendance allowance for children in
a childcare facility is granted when both parents are engaged in professional activity.
In Croatia, the joint income of all members of the household is considered when
determining the cost of childcare services. In Singapore, the employment status of
parents is taken into account when calculating the amount of subsidy.

In Latin America and the Caribbean, Argentina and Mexico grant financial incentives
to parents, with the former also providing financial support for private childcare centers.
In the Middle East and North Africa, Malta provides free public childcare for parents
under the condition that they work or study and for private childcare centers under
the condition that they enter into a public-private partnership to receive a uniform sum
of money per child. In Jordan, women may be eligible for a six-month allowance for
childcare, depending on their salary range, work, and insurance status. In Sub-Saharan

FIGURE 2.5 | FINANCIAL SUPPORT FOR CONSUMERS OR PROVIDERS OF CHILDCARE
SERVICES, BY REGION
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Source: Women, Business and the Law database.

Note: Figure is based on indicators 2.5, 2.8, and 2.10 from table 2.2. In some cases, governments can opt for nonfinancial support. For example, in
Mexico, private childcare centers providing services for children from 45 days until 2 years and 11 months of age receive support in the form of meal
supplies and basic utilities, such as electricity, water, and gas. However, data on nonfinancial support for consumers or providers of childcare services
were not collected at the pilot stage of the project.
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Africa, Angola and Cabo Verde provide government subsidies to private childcare centers
that submit a request and meet a set of prescribed criteria. For example, in Cabo Verde,
private day care centers are eligible to receive operating subsidies if they serve children
below three years of age and guarantee that they will waive the monthly fee and
publicize the free services provided, in line with obligatory quarterly reporting on the
use of the subsidy awarded. In South Asia, households primarily finance childcare, with
minimal state involvement, which may explain the absence of regulatory frameworks
for the formal services provided by the state or private sector.

The cost of childcare is particularly important for low-income families. Thus, establishing
provisions that target low-income families through financial assistance or other nonfinancial
inputs is instrumental not only to ease the burden of care for the most economically
vulnerable, but also to contribute to poverty eradication overall. Legal or regulatory
interventions supporting childcare provision that target low-income families have been
identified in a third of the economies covered (table 2.3). However, the effectiveness of
these measures may be hindered by poor implementation or de facto challenges that
cannot be captured in the data collected. For example, measures that guarantee access
and priority enroliment may still be ineffective due to long waiting lists or insufficient funds.

Governments also use preferential tax policies to facilitate the provision of childcare
services by private providers and employers as well as its uptake by parents. Such
policies may take the form of income tax credits, deductions, or exemptions. Table 2.4
lists the pilot economies that apply preferential tax policies. For example, in Malaysia,
the Income Tax Act allows parents to take an annual personal tax deduction for childcare
fees paid to registered centers. In Mauritius, the Income Tax Act allows companies to
deduct from their gross income twice the amount of capital expenditures on créches
(child day care centers) for the benefit of their employees.

TABLE 2.3 EXAMPLES OF FINANCIAL AND NONFINANCIAL SUPPORT FOR CHILDCARE SERVICES FOR

THE POOR
Fee reduction or In Hong Kong SAR, China, fees are waived for children under the age of three who receive whole-day childcare services if their parents
exemption pass a “social needs” test. In Croatia, the costs of participating in early childhood care and education programs are reduced by 80% for

families that receive a guaranteed minimum benefit in the social system.

Grants and subsidies In Singapore, low-income families with difficult family circumstances can apply for financial assistance if they are unable to afford
childcare fees or for a one-time grant to cover the initial start-up costs of enrolling a child in a childcare center. In Mauritius, monthly
grants under a créche (child day care center) voucher scheme are paid to poor families to allow children to get a good start in life.

Exemption from nutrition  In Ukraine, parents or other caregivers are exempted from paying for children’s meals if the total income per member does not exceed
fees the subsistence level (guaranteed minimum) established annually by the state budget.

State guarantee of access  In both Brazil and the Philippines, the state establishes guaranteed access and priority enroliment in childcare centers for children of
and priority enrollment low-income families. In Chile, priority nursery spots are given to children of economically vulnerable families.

Reserved capacity quotas  In Turkey, 3% of the capacity of childcare facilities is reserved for children of poor families for free use.

Free educational In Argentina, the Ministry of Education, Science, and Technology, in agreement with the Federal Council of Education, provides
resources textbooks and other pedagogical, cultural, and technological resources to families in difficult socioeconomic circumstances.

Prohibition on refusal of In Zambia, equal access to early childhood education and care for children from birth to the start of primary school is ensured through
admission a mandatory obligation for heads of public or publicly funded institutions not to refuse to admit a child if the child’s parent is unable to
pay or has not paid the fee determined by the institution.

Source: Women, Business and the Law database.
Note: Examples are based on answers to the question, “Does the government provide support (nonfinancial or financial) for the use of childcare services specifically targeting low-income families?”
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TABLE 2.4 PREFERENTIAL TAX TREATMENT FOR THE PROVISION AND UPTAKE ILDCARE SERVICES

Beneficiary

Parents Belgium; Brazil; Canada; Chile; Czech Republic; Denmark; Ecuador; France; Korea, Rep.; Kyrgyz Republic; Malaysia; Malta; Mexico; Norway;
Panama; Portugal; Russian Federation; Spain; Switzerland; Thailand; Ukraine; United Kingdom; United States

Childcare centers  Czech Republic; Denmark; Ecuador; Georgia; Iran, Islamic Rep.; Korea, Rep.; Kyrgyz Republic; Malaysia; Peru; Poland; Portugal; Romania;
Russian Federation; Serbia; Spain; Thailand; Turkey; Ukraine; Uzbekistan; Vietnam

Employers Australia; Bangladesh; Belgium; Cabo Verde; Ecuador; France; India; Korea, Rep.; Malaysia; Malta; Mauritius; Mexico; Poland; Portugal; Romania;
Trinidad and Tobago; United Kingdom; United States; Vietnam

Source: Women, Business and the Law database.
Note: Examples are based on answers to questions related to childcare-related tax benefits for parents, childcare centers, or employers.

Quality standards across economies

By setting mandatory minimum standards of quality, governments can ensure that
providers offer high-quality care. However, burdensome quality requirements may also
disincentivize childcare providers from operating. An analysis of regulations on selected
aspects of structural quality finds that economies that regulate the public and private
provision of childcare services tend to regulate the teacher-to-child ratio or maximum
group size more often for private childcare centers than for public ones in the OECD
high-income region, Sub-Saharan Africa, and East Asia and Pacific (figure 2.6).

On process quality, data were collected and analyzed on periodic training
requirements for teachers in public and private childcare centers. Empirical evidence
links continuous training to better, more effective teaching, high-quality interaction
between teachers and children, and improved learning, development, and well-being

FIGURE 2.6 | REGULATION OF STRUCTURAL QUALITY FOR PUBLIC AND PRIVATE
PROVIDERS OF CHILDCARE, BY REGION
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Source: Women, Business and the Law database.

Note: The sample for the figure comprises 55 economies where the law regulates the provision of both public and private childcare services: 6
economies in East Asia and Pacific; 11 economies in Europe and Central Asia; 16 in OECD high income; 10 in Latin America and the Caribbean; 4
in Middle East and North Africa; 1 in South Asia; and 7 in Sub-Saharan Africa. The figure is based on indicators 3.2 and 3.3 from table 2.2. OECD =
Organisation for Economic Co-operation and Development.
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of children (OECD 2019). Continuous training also promotes career development for
childcare teachers, who are predominantly women. Where both public and private
provision of childcare services is regulated, mandatory requirements on continuous
training exist in East Asia and Pacific (China, Vietnam), Europe and Central Asia (Croatia,
Georgia, Kyrgyz Republic, Romania, Serbia), the OECD high-income region (Korea,
Lithuania, Poland, Portugal, United Kingdom), and Latin America and the Caribbean
(Argentina; Paraguay; Puerto Rico [US]).

When it comes to system quality, the team explored the extent to which licensing
or other formal authorization from the government is required to operate a childcare
center.®2. Where the private provision of childcare services is regulated, requirements
for obtaining a license or operating authorization from the government are close to
universal for private providers. However, more variation is found in requirements for
public providers where public provision of childcare services is regulated. Still, in nearly
70 percent of the economies covered, public providers must be licensed, be registered,
or have some form of operating authorization.

By requiring mandatory inspections of physical facilities or reporting mechanisms,
governments can hold childcare providers accountable for any failure to comply
with quality standards. Among economies where both public and private provision of
childcare services is regulated, more than 70 percent in the Middle East and North Africa,
Europe and Central Asia, and Sub-Saharan Africa set equally applicable requirements
on inspection or reporting for both public and private providers (figure 2.7). Yet, these
requirements are more widespread for private providers in the OECD high-income region,
Latin America and the Caribbean, and East Asia and Pacific.

While not all legal frameworks specify how often inspections and reporting must be
conducted, there are notable examples. In Panama, for instance, inspections of public

FIGURE 2.7 | REPORTING OR INSPECTION REQUIREMENTS FOR PUBLIC AND PRIVATE
PROVIDERS OF CHILDCARE SERVICES, BY REGION
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Source: Women, Business and the Law database.

Note: The sample for the figure comprises 55 economies where the law regulates both public and private provision of childcare services: 6 economies
in East Asia and Pacific; 11 in Europe and Central Asia; 16 in OECD high income; 10 in Latin America and the Caribbean; 4 in Middle East and North
Africa; 1 in South Asia; and 7 in Sub-Saharan Africa. The figure is based on indicators 3.5 and 3.6 from table 2.2. OECD = Organisation for Economic
Co-operation and Development.
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and private childcare facilities take place twice a year, while reporting of information
by public and private childcare centers, including information on enrolled children and
staff qualifications, takes place quarterly. In Slovenia, monthly reporting by childcare
providers is required.

Overall, the mandated quality parameters vary widely across economies, with no
clear pattern among regions. Because the regulation of quality standards varies widely
across economies, evidence of what constitutes good quality and what aspects of quality
might determine parental uptake of services is inconclusive at this stage. More evidence
is needed on the role and impact of specific quality requirements for the uptake of
childcare services. Nonetheless, economies are increasingly prioritizing investments in
childcare to enhance children’s capabilities at an early age and are recognizing and
redistributing unpaid care work for women (box 2.1).

BOX 2.1 RECENT TRENDS IN CHILDCARE REFORM

Childcare reform has gained momentum in the past two years. The Child Daycare Centre
Act 2021 of Bangladesh, for example, institutionalized the provision of childcare services for
children from four months to six years of age. The act introduced diverse types of childcare
provision and eased registration of childcare centers. Now governmental, semigovernmental,
autonomous, and nongovernmental organizations can, under their own management, estab-
lish and operate day care centers with a simple registration process. However, more can be
done on the regulatory side to ensure the provision of high-quality childcare services, includ-
ing setting minimum standards for teacher-to-child ratios, maximum group size, and teaching
quality. Inspectors may, at any time, visit a childcare center, but the frequency of visits is not
mandated, creating a risk of noncompliance with quality standards.

Vietnam'’s Law on Education, which entered into force in July 2020, included preschool as the
first level of education in the national system and kindergarten from the age of three months
up to the start of primary school at the age of six years. The law mandates the adoption of
policies investing in early childhood education, prioritizing mountainous areas, islands, areas
populated by ethnic minorities, areas with extremely difficult socioeconomic conditions, and
industrial zones. The law also mandates the adoption of policies to encourage private organi-
zations and individuals to invest in preschool education.

Policy dialogue is also ongoing in many parts of the world. In February 2021, for instance,
Peru introduced a bill (Proyecto de Ley N° 7023/2020-CR) mandating the establishment
of day care for children below three years of age at public and private enterprises with at
least 20 employees. The World Bank is additionally working with client economies in several
regions to formulate and implement policies and laws targeting the availability, affordabil-
ity, and quality of childcare provision. Recent research conducted by the Gender Innovation
Laboratory for Latin America and the Caribbean (LACGIL) to inform policy dialogue with the
government in Chile showcased access to childcare as a key economic reactivation strategy
after COVID-19 (Bronfman and Buitrago 2021). In Mexico, an advisory services and analytics
project led by the World Bank’s Poverty and Equity Global Practice focuses on improving the
regulatory framework for childcare provision, with a particular focus on the quality and equity
of services. Several World Bank supply- and demand-side assessments of the provision of
childcare services are also under way in the Mashreqg region and will be used to inform the
pilot exercise moving forward.

Source: Women, Business and the Law database.
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Key limitations and next steps

During the pilot stage of this project, Women, Business and the Law collected data
on childcare services provided in formal, center-based settings. This approach ensured
comparability of the data by using a set of standardized assumptions, focusing on the
main business city, and emphasizing the formal sector economy. Focusing on codified
law makes indicators actionable because policy makers have the power to change the
law. However, the proposed approach also comes with limitations (table 2.5). Further
engagement with experts in the field will attempt to address such limitations in future
cycles.

For all three pillars, data were collected on laws and regulations surrounding the
provision of care for children up to preprimary school-starting age—typically below
three years of age but varying by country—and from preprimary school-starting age up
to primary school-starting age. However, methodological difficulties were encountered
when analyzing data on childcare services for the older age group, largely due to
overlapping regulatory frameworks for early childhood care services, which are generally
provided at nurseries and day care centers, and early childhood care and education,
which is generally provided at preschools and kindergartens (terminology may vary by
economy). Therefore, data on laws and regulations for the provision of childcare for the
older age group are not presented at this stage.

TABLE 2.5 | METHODOLOGICAL LIMITATIONS, BY PILLAR

Pillar Feature Limitation
Availability Absence of good-practice Specific policy recommendations are difficult to provide at this stage.
frameworks

Assumption of childcare in formal, ~ The exclusion of services provided in the child’s own or caregiver's home, within family, foster care,
center-based settings voluntary organizations, private individuals (nannies, au pairs, babysitters), and other informal arrange-
ments, including community-based services and services provided at religious or philanthropic schools, does

not reflect the full diversity of childcare options in practice.

Cultural and social norms The availability of extended families, including older siblings, to provide informal care may influence
childcare decisions and discourage the uptake of formal services.
Rural vs. urban divide The focus on regulatory frameworks as applied to the main business city does not capture the full diversity
of laws, which may vary by state or province in federal economies.
Affordability Trade-offs among different Assessing the effectiveness and trade-offs among cross-country measures of support is challenging, as each
support measures economy chooses policy measures depending on its individual economic, social, and fiscal circumstances.
Risk of “capture” of public support  There is a danger that providers “capture” public support for themselves, rather than passing it on to
by providers parents through lower costs—a behavioral practice that goes beyond what is “on the books.”
Quality Definitions of adequate quality There is no framework establishing the most effective quality parameters for parental uptake of childcare
services.

Costs to private sector providers  Regulations that are too stringent can reduce the use of formal childcare by increasing its price. Finding the
fine line between what constitutes high-quality childcare without creating cumbersome regulatory burdens
for private sector providers to comply with in a formal setting is challenging.

Information asymmetries around  Collecting data on how much information parents possess before putting their child into formal care is best

the attributes of high-quality done through perception-based, household-level surveys.
services

Source: Women, Business and the Law team.
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Regulations establishing minimum education qualifications and specialization
requirements for teachers in public and private childcare centers were also assessed.
However, different definitions of degree levels and education systems around the world
made it difficult to compare the minimum education levels of teachers and to standardize
the indicator. The subject of minimum qualifications therefore requires further analysis
and understanding through consultations with experts.

Similar to the legal index, the pilot exercise focused exclusively on the ways in
which formal legal frameworks regulate the provision of childcare. While recognizing
that childcare services may be provided in practice even in the absence of regulatory
frameworks, this project sought to define some of the features of legal and regulatory
frameworks that promote or hinder the provision and uptake of childcare services.

Women, Business and the Law recognizes that women are often primarily
responsible for other forms of unpaid care at home, including care for the elderly or for
persons with disabilities, which hinders their full participation in the economy. However,
at this stage, the research focused only on laws and regulations targeting childcare
responsibilities. Further research on policies and regulations to alleviate women’s
unpaid care responsibilities would contribute to a fuller picture of the many barriers to
women’s economic participation.

Finally, the role of other social policies, such as maternity and parental leave, should
not be underestimated. Some gaps in the regulation and provision of care for children
below preprimary school-starting age may be interpreted in coordination with generous
maternity and parental leave policies, as they reduce both the need for parents to use
outside formal childcare arrangements and the pressure for governments to provide or
support childcare services. However, the availability of high-quality affordable childcare
is @ complementary policy that gives parents a flexible solution, especially when
economic pressure to participate in the labor force increases.

With these considerations in mind, Women, Business and the Law will disseminate
the preliminary findings on childcare provision and engage in further consultations
with experts to facilitate feedback on the initial steps undertaken. Going forward,
coverage will be expanded to 190 economies and to laws and regulations measuring
the provision of childcare services for children of preprimary school-starting age
and above. Women, Business and the Law intends to score the childcare indicators
and include them as part of the index. To make the data comparable and annual
data collection feasible, the scope of questions will be narrowed down based on
a set of criteria, including supporting international frameworks, consultations with
experts in the field, and empirical evidence. At the same time, the team will build a
solid base of cross-sector experts, including experts in early childhood education,
public and private childcare service providers, and academics. A data collection
questionnaire will be administered to these experts, and survey answers will be
validated through desk research. Building on this effort, Women, Business and the
Law will contribute more analysis in the form of a background paper presenting the
data set. Complementary economic research will also aim to establish links between
the childcare indicators collected and improvements in women’s position as active
participants in the workforce and the broader economy.



TOWARD AVAILABLE, AFFORDABLE, AND QUALITY CHILDCARE SERVICES 67

Notes

1. Globally, women provide three times more unpaid care than men, ranging from 1.5 times more in North
American countries to 6.7 times more in South Asian countries. See OECD.Stat data for 2019 (https://
stats.oecd.org/index.aspx?queryid=54757).

2. Halim, Johnson, and Perova (2019) find that an increase in mothers’ part-time employment in the
informal sector is compatible with the short hours of operation of preschools in Indonesia.

3. Denmark, Finland, France, Norway, Portugal, and Sweden take this approach. In Denmark, for example,
fees vary locally, but regulations stipulate that parents can be charged no more than 25 percent of the
operating cost of care, with additional discounts for low-income families, single parents, large families,
and families with children with disabilities (OECD 2020).

4. For example, Colombia, India, New Zealand, Rwanda, South Africa, and the United States mandate
childcare services that specifically target low-income families. In the United Kingdom, low-income families
can access 15 hours of childcare for children age two plus an additional 15 hours of childcare for children
ages three to four.

5. The experts consulted included lawyers specializing in labor law and researchers specializing in early
childhood education.

6. Regulations for children below preprimary school-starting age group are captured broadly, without
distinguishing between infants and toddlers. Yet, aspects of quality, such as teacher-to-child ratio and
mandated group sizes, can differ depending on the specific age of the child within a group.

7. According to ISCED, preprimary school-starting age is the age at which children typically enter preprimary
education, which is the initial stage of organized instruction, designed primarily to introduce very young
children to a school-type environment—that is, to provide a bridge between home and school.

8. For purposes of defining formal operating authorization, the following were considered: registration,
operating permit, approval, notification, or formal recognition by the government.
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CHAPTER3

Measuring the
Legal Environment
in Practice

In 2015 Kenya enacted the landmark Protection Against Domestic Violence Act, the
country’s first law to specifically address family violence. While the Women, Business
and the Law index captured this historic reform, it did not reflect the delay in its
implementation and enforcement. Funding was not immediately allocated to the
provision of support services for survivors, and comprehensive procedural regulations
and reporting mechanisms were left to be defined at a later stage (Heinrich-Boll-Stiftung
2015). In fact, it would be five years before such rules were adopted by the chief justice
in 2020.

Examples like this reveal a common gap between laws on the books and actual
practice. All over the world, improper implementation or weak enforcement of laws is
a critical barrier to the full realization of women’s rights and opportunities. However,
although Women, Business and the Law has analyzed the laws and regulations that
affect women’s economic inclusion for more than a decade, it has not measured the
operation of such laws in practice.

To present a fuller picture of the environment for women in economies around the
world, this year Women, Business and the Law introduces a new conceptual framework
for measuring the implementation gap and undertakes complementary analyses to
the legal index. The “structure-process-outcome” method, often used to configure
indicators that monitor compliance with human rights, was helpful in the development
of this approach (OHCHR 2006). Currently, Women, Business and the Law does not
make full use of each type of indicator, examining only structural indicators that take
written legislation into account. However, classifying indicators along three axes shows
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that there is room to build on the legal index by conducting a more sequential analysis
of the implementation of laws (figure 3.1). The pilot exercise described in this chapter
examines both the supportive frameworks that create an enabling environment for
working women and the expert opinions of progress made toward achieving gender
equality on the ground. Each approach has strengths and limitations and is meant to be
considered together with other data on the subject.

Previous Women, Business and the Law analysis has revealed the extent to which
laws affect economic outcomes, demonstrating that more equal laws are positively
correlated with more equal labor market outcomes, including higher female labor force
participation and smaller wage gaps (World Bank 2020). Yet this research does not
account for the imperfect implementation of laws, which may shed more light on the
causal links between gender equality and women’s economic inclusion. This exercise
aims to address a clear set of knowledge gaps, including the lack of cross-country
evidence on the role that implementation of laws protecting women’s rights plays
in ensuring their economic empowerment. Like the index itself, it serves as a proxy
representation, or indirect measure, of the environment in which women move through
their lives and careers (box 3.1). It is designed with the core qualities of the Women,
Business and the Law index in mind, including global coverage, comparability across
regions and economies, and feasibility of annual data collection.

The following sections present the background research that informed the pilot
exercise as well as preliminary findings and analysis of the data collected. This effort
is Women, Business and the Law’s first attempt to cover the application of laws,
and the team welcomes candid feedback on the methods and measurements used
here. It is hoped that these measures will provide a more complete picture of the life
cycle of legislation and encourage economies to implement laws more efficiently and
comprehensively.

FIGURE 3.1 | THE STRUCTURE-PROCESS-OUTCOME FRAMEWORK, AS APPLIED TO
WOMEN, BUSINESS AND THE LAW
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BOX 3.1 “IMPLEMENTATION” IN THE CONTEXT OF WOMEN, BUSINESS AND THE LAW

There is no standard, widely accepted measure of implementation of laws or a “one size fits
all” definition of successful implementation. Various factors could be considered as relevant
to such a study, including enforcement, compliance, perceptions, and expert opinions. Social
norms and culture also play a role in the ability of laws to have their intended effect.

Different approaches to the study of implementation have assessed the legal environment
in various contexts. Some, such as the Global Findex database, use nationally representative
surveys to draw conclusions on how adults save, borrow, make payments, and manage risk
(Demirglic-Kunt et al. 2018). Others, like the Food and Agriculture Organization’s Gender
and Land Rights database, combine legal data with related statistics to measure inequality.?
Similarly, the OECD Development Centre’s Social Institutions and Gender Index measures dis-
crimination against women in social institutions by taking into account laws, social norms,
and practices, with data collected via outside sources that vary by country (OECD 2019).
To measure the level of corruption in the public sector, Transparency International aggre-
gates data from various sources to quantify the perceptions of business people and country
experts.® These are just a few examples of the ways in which the implementation of laws can
be measured, with each project presenting data through a different lens.

To measure the implementation of its de jure indicators, Women, Business and the Law con-
sidered several avenues, including both legal and programmatic supportive frameworks, good
practices, and expert opinions. Like similar projects collecting data describing on-the-ground
operations, this chapter presents a new conceptual framework whose measures approximate
de facto implementation without being in and of itself a perfect representation of how the
law functions. Instead, these measures are proxies that can be correlated with de jure indica-
tors and intended outcomes to identify good practices and lessons learned in the context of
gender equality. Together with the canon of implementation-based projects, the data can
serve as a research, advocacy, and evidence-based tool for policy makers and the develop-
ment community at-large.

Source: Women, Business and the Law team.
a. https://www.fao.org/gender-landrights-database/en/.
b. https://www.transparency.org/en/cpi/2020/index/.

Gender equality beyond the law

Several factors could explain the divergence between laws and their application. While
laws can mandate the equal treatment of women as employees and entrepreneurs,
poor implementation due to weak political and legal institutions, flawed design, or low
capacity can limit women’s access to the equality that formal laws establish. Thus,
laws must be accompanied by resources and administrative procedures to ensure their
effective operation. Even in countries that prohibit discrimination based on gender in
employment, for example, employers frequently discriminate in favor of men, who are
more often unencumbered with childcare responsibilities, and against women, who
are perceived as secondary breadwinners (Kabeer 2009). Equal implementation and
enforcement of the law are therefore critical to women’s economic empowerment and to
economic growth overall. Indeed, where legal institutions are ineffective, improvements
in the law may have limited impact. A study of the transitioning economies of Eastern
Europe and the former Soviet Union between 1992 and 1998 finds that reforms in
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corporate and bankruptcy laws had little effect on the development of financial
institutions. Instead, improvements began only when the legal institutions themselves
became more efficient (Pistor, Raiser, and Gelfer 2000).

What defines the efficient and effective application of laws, however, depends on a
variety of factors. Several prominent themes emerged during the study of good practices
in the area of women’s economic empowerment, particularly in the topics covered by
the Women, Business and the Law index (table 3.1). The list of themes does not include
every factor essential to the successful implementation of laws; rather, it is intended to
highlight some of the areas that are most pertinent to guaranteeing women’s economic
inclusion and that are broadly comparable across economies.

One theme relates to the sequencing of legislation, the critical steps that must be
taken after laws are passed to ensure that they are actualized. Implementing regulations,
processes, and procedures that put legal provisions into practice could include planning,
program adjustments, budget decisions, or reporting requirements by responsible
ministries and regulatory bodies. Canada, for example, introduced its government-wide
Gender Results Framework to ensure that resources are allocated properly after legislation
is passed. The framework provides a whole-of-government tool for measuring progress
toward gender equality and understanding where the greatest gaps remain, including
several objectives and indicators to guide policy discussions and ministerial decision-
making with regard to gender budgeting. Such an approach is recommended because it
allows for inputs from relevant stakeholders, provides steps toward implementation, and
has political validity. However, no economy in the Organisation for Economic Co-operation
and Development (OECD), including Canada, yet qualifies as having “advanced” practices
in this area; more elements are needed to round out implementation and deliver on
national policy goals. In any case, the gender budgeting process alone is not enough to
guarantee full legal implementation. There is mixed evidence on its usefulness, especially
in lower-income or reduced-capacity economies. A holistic strategy, dependent on
context and involving all of the elements of sequencing, must be undertaken to achieve
the desired results (Downes and Nichol 2020).

TABLE 3.1 FACTORS THAT DEFINE THE EFFICIENT AND EFFECTIVE
IMPLEMENTATION OF LAWS

Category Example of implementation measure

Sequencing of legislation  Budget allocation; executive branch supervision

Regulations and Health and safety measures; operational restrictions, including in documentation or official
procedures guidance

Strong justice sector Access to justice, including structure of the judicial system, availability of services and
institutions processes, accessibility by women, and overall quality

Institutions separate from  Agencies or bodies dedicated to specific issues; oversight boards

judiciary

Government-sponsored Incentives for complying with laws; national plans and strategies; citizen engagement
programs programs

Ease and efficiency Processes and procedures that ensure ease of access; online availability

Source: Women, Business and the Law team.
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Other examples show that additional regulations and procedures are necessary
to ensure women'’s rights. These legal or administrative instruments are designed to
provide concrete directions to put policies in practice. In the area of employment, for
instance, legislation should provide men and women with equality of opportunity. To
make equal opportunity a reality, however, occupational health and safety regulations
that are mindful of gender differences and offer safety precautions to all workers are also
needed (Arrigo, Casale, and Fasani 2011; Casale and Fasani 2012; ILO 2013). Similarly,
the persistence of wage differentials indicates that equal pay legislation by itself may
not be enough to narrow the wage gap (Gow and Middlemiss 2011; Kulow 2013;
Polachek 2019). Such laws must therefore be followed by regulations that clarify the
meaning of work of equal value and offer opportunities for recourse. For mothers, clear
and specific policies and guidelines are important to ensure that all workers can benefit
from their rights regarding leave and unfair dismissal (Addati, Cassirer, and Gilchrist
2014). Even when working mothers are legally protected against unlawful dismissal
due to pregnancy, aspects such as the time frame for notification of pregnancy or the
possibility that employers will claim lack of knowledge of the pregnancy can hinder
women’s ability to remain in the workforce (US EEOC 2015; Ushakova 2015). Conversely,
when such provisions are defined and sequenced properly, primary legislation is better
equipped to serve its intended purpose.

Ensuring the rule of law by enforcing rights also contributes to the successful
application of legislation affecting equality of opportunity. Primarily, strong justice sector
institutions are essential to ensuring economic inclusion. Women'’s ability to seek redress
is critical to translating formal laws into real outcomes, including economic development
and sustained growth. Governments can facilitate access to justice through various
interventions. The presence of specialized justice institutions, for instance, is associated
with women’s full enjoyment of their economic and social rights and is an important
component of their security, voice, and agency (World Bank 2012). Family and domestic
violence courts, where the majority of cases are initiated by women, are particularly
useful because they are easy to identify by name and location and, if well resourced, are
better equipped to meet women’s specific needs (UN Women et al. 2018). Court rules
and procedures also help women to enforce their rights. For example, reversing the
burden of proof once a prima facie case of discrimination is shown and allowing class
action lawsuits in cases of discrimination can encourage women to bring their claims
forward (CJEU 1989; Selmi 2002). In contrast, legal formalities and the cost of litigation,
both direct and incidental, may discourage women from accessing courts (Gloppen
and Kanyongolo 2007). Simplified procedures such as those in small claims courts can
be ideal for small businesses, many of which are owned by women. Finally, limited
representation in judicial institutions hinders women’s access to justice (box 3.2).

Institutions separate from the judiciary also have a role to play in upholding principles
of gender equality. In discrimination cases, for instance, one recognized good practice
is to establish an agency or body dedicated specifically to the issue of discrimination
based on gender (UN Women et al. 2018). These antidiscrimination commissions are
independent from the justice system and responsible for protecting, monitoring, and
promoting fundamental rights. Often, they advise governments on policy issues such as
occupational segregation, the gender wage gap, and women'’s labor force participation.
Administrative bodies in charge of executing and adjudicating inheritance claims are also
important tools for securing women’s rights to property. In order to guarantee women’s
inheritance rights effectively, however, such bodies must have clear guidelines on the
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BOX 3.2 WOMEN’S REPRESENTATION IN JUDICIAL INSTITUTIONS

Women judges play a vital role in the effective implementation of laws and enforcement of
rights. Particularly important in enforcing laws that guarantee access to justice, women's
representation in the court system can improve the quality of decision-making and of justice
itself (O’Connor and Azzarelli 2011).

Women, Business and the Law data examining women justices on constitutional courts reveal
that 75 percent of the 190 economies covered have at least one female justice. The absence
of more women on high courts signals exclusionary legal processes, which may erode public
trust in the judiciary and the integrity of decisions (Escobar-Lemmon et al. 2021). In 24
economies across five regions, no women are represented on constitutional courts. While
this finding applies only to high courts, it suggests a lack of representation at all levels of the
judiciary.

Indeed, just 15 economies have achieved parity in women’s representation. For instance, 50
percent of justices on the constitutional court are women in Vanuatu, and 80 percent are
women in Suriname. Thirty-three economies are just one woman justice away from either
achieving gender equality in representation or having a female majority.

Although women's representation in judicial institutions seems to be rising internationally, very
few women justices currently hold the highest positions: just 31 economies worldwide have
a woman chief justice. Recent examples include the Honorable Madam Chief Justice Michelle
Aran, who was appointed the first female chief justice of Belize in 2020, and Justice Martha
Koome, who was appointed chief justice of the supreme court of Kenya in 2021, becoming
the first female to head any branch of the Kenyan government.

Source: Women, Business and the Law database.

procedures, steps, and requirements for enforcing inheritance claims. For example, in
Malawi, although district assemblies are recognized administrative bodies that process
inheritance claims, a lack of enforcement mechanisms and unclear bureaucratic guidelines
make it difficult for women to exercise their full rights to inheritance (Chiweza 2005).

Similarly, government-sponsored programs and initiatives can make foundational
legislation actionable. Among the areas of law covered by the Women, Business and the
Law index, research shows that such strategies are particularly helpful for encouraging
the equitable sharing of childcare responsibilities, operationalizing antidiscrimination
legislation, and boosting women’s landownership. Fathers, for example, tend to take
paternity or parental leave only when it is highly compensated and allocated specifically to
them (Marynissen et al. 2019). As such, incentives such as “bonus periods,” where parents
may qualify for extra periods of leave if the father uses a portion of shareable leave, bonus
payments, and flexible leave arrangements can encourage fathers’ uptake of leave and
support the effective implementation of leave policies (Raub et al. 2018).

Like paid leave, to be effective, antidiscrimination legislation requires a clear and
public commitment by the government to promote women’s access to formal financial
services. This commitment can be achieved through the development of a national
financial inclusion plan or strategy, coupled with the means and requirements for
financial institutions to submit sex-disaggregated data on a regular basis for monitoring
purposes (Emara and El Said 2021; Pearce and Ortega 2012). Land allocation plans
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and programs also contribute to women’s increased ownership of assets and financial
security. In Ethiopia, land certificates may increase women’s access to microfinance
or informal loans, particularly for female-headed households (Persha, Greif, and
Huntington 2017). And in West Bengal, India, beneficiaries of a land allocation program
that made wives joint titleholders with husbands used agricultural credit more than
nonbeneficiaries (Santos et al. 2014).

A final contributor to the uptake of laws is the ease and efficiency through which
a law’s stated benefits can be accessed. This access includes making certain services
available online and limiting or removing any procedures that prove burdensome for
women employees and entrepreneurs. When discussing the need for stronger civil
registration of births, for instance, the World Health Organization argues that electronic
registration systems can help to mitigate issues in registration processes by detecting
duplicate records of the same event, archiving documentation inexpensively, and
reducing administrative burdens on citizens by making procedures easier and faster
(WHO 2013). Similarly, digital technology can improve living conditions for women.
Although external factors like social norms and affordability can influence access,
information and communication technology offers a concrete, tangible opportunity to
tackle long-standing gender inequalities in low- and middle-income countries, including
access to employment, income, education, and health services (Hilbert 2011).

Beyond the practices listed here, the literature notes the difficulty of monitoring and
assessing the implementation and enforcement of rights. It also calls for more public
data on the issues facing women in the application of laws, especially in the world of
work, in order to explore the relationship between de jure and de facto equality of
opportunity (World Bank 2021). A measure of the practice of laws affecting women’s
economic inclusion is therefore needed to understand whether the environment in which
the laws measured by the Women, Business and the Law index function is conducive to
women’s employment and entrepreneurship.

The Women, Business and the Law index in practice

Measuring these and other de facto constraints on gender equality in employment
and entrepreneurship at the global level could take several forms. Using the research
reviewed here as a starting point, one method is to collect documentation of supportive
frameworks for primary legislation as presented in the literature and tailored to the
Women, Business and the Law index. While this approach requires additional legal
measurements, it goes beyond the foundations established by the index to determine
whether the laws are operational in practice. Another avenue is to seek evidence of
such practices from experts on the ground.

Both approaches were explored as part of the pilot exercise. The first component
entailed a series of binary questions that measure supportive frameworks in the eight
topic areas covered by Women, Business and the Law, providing process indicators.
Similar to the legal index, what constitutes such practices may differ depending on
the legislation being examined and the context, and compromises must be made to
reconcile the discrepancy between comprehensive analysis of a given economy and the
need for a global measurement. Thus, the practices chosen here are broadly applicable
and allow for comparability. They are meant to highlight some of the steps necessary
to ensure that economic inclusion can be achieved after primary legislation is passed.
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The second component entailed collection of expert opinions on how the laws
measured by the index operate—whether they are good practice or discriminatory—
providing outcome indicators of the lived experience of persons within a particular legal
environment. Together, the data provide a measurement of the uptake of legal rights and
discriminatory provisions measured by the current Women, Business and the Law index.

Each approach was piloted in 25 economies as a means of gathering baseline data
and determining the feasibility of conducting such an exercise at the global level,
resulting in two data sets that can be analyzed both separately and together with the
legal index (table 3.2). Excluding high-intensity conflict and fragile economies, the pilot
was representative of every region and income group. It also included some of the larger
economies, such as Brazil, India, and Indonesia, capturing close to 40 percent of the
world’s working-age female population in the initial sample. These economies also have
varying rates of female labor force participation, a strong base of Women, Business and
the Law local experts for future questionnaire administration, and a variety of languages
spoken. The data were collected via desk research and follow-up with local experts
and are current as of October 1, 2021. The standard Women, Business and the Law
assumptions, including that the woman resides in the economy’s main business city,
were applied.

The following sections detail the preliminary findings of the pilot, including trends,
areas of improvement, and initial data analysis. Each component has strengths and
limitations: while both provide insight into where economic rights may be restricted in
practice, equal opportunities for working women depend on a variety of factors and not
all nuances can be captured. However, in conjunction with the current Women, Business
and the Law indicators, this research is a first step toward determining the areas of the
law where more work needs to be done and where gaps are evident between what is
written in the law and what occurs in practice.

Supportive frameworks for primary legislation

The supportive framework test of implementation entailed collection and analysis of
data to understand what governments are doing to institutionalize, operationalize,
and enforce their laws, producing the process indicators of the conceptual framework

TABLE 3.2 WOMEN, BUSINESS AND THE LAW IMPLEMENTATION PILOT
ECONOMIES

East Asia and Pacific Hong Kong SAR, China; Indonesia; Thailand, Vietnam

Europe and Central Asia Albania; Tajikistan; Turkey; Ukraine

OECD high income Canada; France; Portugal; United Kingdom

Latin America and the Caribbean Argentina; Brazil; Panama; Peru

Middle East and North Africa Egypt, Arab Rep.; Lebanon; Oman; Tunisia

Sub-Saharan Africa C6te d'lvoire; Ethiopia; South Africa; Uganda

South Asia India

Source: Women, Business and the Law database.
Note: OECD = Organisation for Economic Co-operation and Development.
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described previously. Relevant literature and country examples were consulted to
determine the questions that would be included as part of the initial data collection
exercise. For example, measures of implementation related to the enforcement of rights
could be focused on access to justice, while those related to absence of restrictions
could pertain to safety regulations. Finally, executing the provision of benefits may
involve online access or clear procedural guidelines.

Binary questions were then selected to measure the Women, Business and the
Law indicators in practice (table 3.3). Questions were chosen to measure the overall

BLE 3.3 PORTIVE FRAMEWORK QUESTIONS, BY INDICATOR

Indicator Questions

Mobility

1.

w N

Has the government issued a standard rental lease that contains no differences in requirements, steps, or procedures for women and men?

. Have the requirements, application process, and period of issuance for an ordinary passport been made available with no gender differences?
. Is there an online option for passport applications?

Workplace

S~ ow ~oo—

. Does the law establish an antidiscrimination commission?
. In cases of discrimination based on gender or sexual harassment in employment, does the law provide any form of protection for complain-

ants, victims, witnesses, or whistle-blowers?

. If a plaintiff makes a prima facie case of sexual harassment, does the burden of proof move to the defendant?

(Can gender discrimination cases be brought as class action lawsuits?

Pay

. Has “work of equal value” been defined, for instance, by establishing criteria for work performed by women and men, such as skills,

responsibility, effort, or working conditions?

. Have wage transparency laws or measures to address the pay gap been introduced?
. Have gender-sensitive occupational health and safety measures been adopted?
. Have occupational health and safety inspections or investigations been established?

Marriage

Aow N =

. Is there a specialized court or procedure for cases of domestic violence?

. Are there dedicated and specialized family courts?

. Does the law mandate legal aid in civil or family matters?

. Does legislation mandate the establishment of support services for women survivors of violence?

Parenthood

A ow N =

. Have the requirements, application process, and period of issuance for maternity leave and benefits been made available?
. If maternity benefits are administered by the government, is there an online option to apply to receive such benefits?

. Are there policies in place that promote fathers” uptake of paternity or parental leave?

. Does a worker have to formally notify her employer that she is pregnant to be protected against dismissal?

Entrepreneurship

1.
2.
3.
4,

Is there a small claims court or fast-track procedure for small claims?

Does a woman's testimony carry the same evidentiary weight in court as a man’s?

Is there a national financial inclusion plan or strategy that promotes women’s access to credit?

Are banks or other financial institutions required to submit anonymized, sex-disaggregated data as part of their reporting obligations?

Assets

1.
2.
3.
4,
5.
6.

Are there dedicated and specialized land courts?

Are there policies or programs in place that mandate or promote women’s landownership?

Have the requirements, application process, and time line for land registration and allocation been made available with no gender differences?
Are there administrative bodies responsible for the administration and adjudication of inheritance claims?

Is there binding legal precedent set by state or federal courts related to the recognition of nonmonetary contributions?

Have guidelines been issued that define how to calculate nonmonetary contributions?

Pension

w N —

. Have the requirements, application, and period of issuance for pension benefits been made available with no gender differences?
. Is there an online option for pension benefit applications?
. Does the government collect anonymized, sex-disaggregated data on employees’ actual retirement ages?

Source: Women, Business and the Law database.
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implementation of each area of the law measured by the eight indicators; they do
not constitute a de facto measure of each of the 35 legal index questions. Of course,
every feature of successful legal implementation could not be measured. Nonlegal
and informal structures, social norms and attitudes, and the behavior of stakeholders
involved in implementation can all influence de facto gender equality but are difficult to
calculate. In addition, topics like the financing of programs for implementation were not
examined because such information is not always readily available. Budget data are also
difficult to make comparable across economies because of differences in programs and
procedures with varying financial needs. Although engaging directly with people affected
by laws is critical, campaigns to communicate and disseminate legal information to
relevant stakeholders were not included. Success in changing discriminatory behaviors
and attitudes with sensitization before, during, and after reform is also dependent on
context and not feasible for global data collection.

Each indicator contains between three and six supportive framework questions. Data
collection required an examination of the presence of courts, administrative bodies,
institutions, implementing regulations, and publicly available guidelines or procedures.
This broad approach, particularly for the pilot exercise, was intended to improve
understanding of how comprehensively the laws measured by Women, Business and
the Law are applied in practice and to gain lessons for future refinement, including
identifying any data that are predictive of relevant outcomes.

Based on available information or official documentation, each pilot economy
was given a binary answer (yes or no) to each supportive framework question.
Following the established methodology of the Women, Business and the Law index,
questions were then aggregated across eight indicators. To facilitate data analysis,
an overall score was calculated by taking the average of the indicator scores, with
100 representing the highest possible score. This score indicates each economy’s
share of the supportive frameworks measured. While not part of the index itself and
containing only preliminary results, this method allowed for comparison with the
legal index as well as indicator- and region-level analysis. Primary data collection also
provided country-specific examples, including practices that can serve as inspiration
for future research.

Among the pilot economies included in this exercise, the average score for supportive
frameworks is 50.8, meaning that, on average, only half of the identified measures
are present in the sample. This is substantially lower than the average legal index score
of 80.1 for this set of economies. All of the pilot economies have room to strengthen
the legal environment for women employees and entrepreneurs in practice. Even in
economies that score 100 on the Women, Business and the Law index, some supportive
frameworks are often missing. France, for instance, does not have 6 of the 32 practices
identified. At the regional level, OECD high-income economies receive the highest
scores, followed by South Asia and Latin America and the Caribbean, with Middle East
and North Africa economies scoring the lowest (figure 3.2). Although other regions vary
in placement, the highest- and lowest-scoring regions reflect the trends seen in the
Women, Business and the Law legal index.

Among indicators, there is also a gap between the legal index scores and the
supportive framework scores across the board. The highest-scoring areas are Marriage,
Mobility, and Entrepreneurship, suggesting that more economies have components of
implementation in these areas than in the other indicators (figure 3.3). Conversely,
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FIGURE 3.2 | GAP BETWEEN THE PASSAGE OF LAWS AND THEIR SUPPORTIVE
FRAMEWORKS ACROSS REGIONS
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[ Average supportive framework score (n =25) W Average WBL legal index score (n = 25)

Source: Women, Business and the Law (WBL) database.
Note: OECD = Organisation for Economic Co-operation and Development.

FIGURE 3.3 | GAP BETWEEN THE PASSAGE OF LAWS AND THEIR SUPPORTIVE
FRAMEWORKS ACROSS INDICATORS
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I Average supportive framework score (n=25) I Average WBL legal index score (n = 25)

Source: Women, Business and the Law (WBL) database.

the lowest-scoring indicators are Assets and Parenthood. This finding does not exactly
match the legal index scores for the pilot economies. Rather, the highest-scoring legal
indicators are Mobility, Workplace, Entrepreneurship, and Assets, and the lowest-scoring
legal indicators are Pay and Parenthood. The implication is that, although some of these
areas have strong foundational legal frameworks, implementation and enforcement of
laws are lacking.
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A deeper dive into each indicator offers additional insight into how the pilot economies
have actualized the laws covered by each indicator. Under Mobility, for example, just
seven economies have implemented all of the practices identified, including issuing a
standard lease with no gender differences, making passport procedures readily available,
and allowing passport applications to be completed online. In one economy, the Arab
Republic of Egypt, passport procedures are readily available but unequal, requiring
women to provide additional documentation that men do not have to provide.

Workplace is among the indicators with large gaps between the legal index and
implementation scores, with only half of the supportive frameworks, on average,
present in the sample of economies (table 3.4). France is the only economy to have all
of the good practices identified under this indicator. Still, a majority of economies have
antidiscrimination commissions and protections for whistle-blowers. In Argentina, for
instance, the Law of Integral Protection of Women directs state agencies to guarantee
protection and privacy for women who have made a complaint of violence, including
sexual harassment, as well as to maintain the confidentiality of their actions. Conversely,
very few economies allow the burden of proof to move to the defendant after a prima
facie case of sexual harassment is made. Turkey is an exception: Article 5 of the labor
code states that, once a worker establishes facts that support the presumption that
harassment has occurred, the employer must prove that there has been no breach of
the principle of equal treatment.

Analysis of the supportive frameworks under the Pay indicator signals that legislation
designed to narrow the gender wage gap has not been applied actively. While all
economies have established means of occupational health and safety inspections or
investigations, very few have adopted regulations on gender-sensitive occupational
health and safety, wage transparency, or the meaning of equal remuneration for work
of equal value. South Africa and the United Kingdom are two countries that have
acted in this area. In South Africa, the Employment Equity Act contains provisions on
dealing with noncompliance with equal pay for equal value, even outlining the relevant
procedures for investigation and provisions regarding the role of a supervisory body.
The United Kingdom’s Equality Act 2010 clearly describes the meaning of work of equal
value through an innovative illustration of two model workers. In addition, the act

TABLE 3.4 EXAMPLES OF SUPPORTIVE FRAMEWORKS UNDER THE WORKPLACE INDICATOR

Supportive framework

Antidiscrimination commission

Number of Example
economies

19 The National Human Rights Council in Cdte d’Ivoire performs advisory functions, conducts consultations
and assessment missions, makes proposals, and receives complaints of violations of women'’s rights.

Protections for complainants,
victims, witnesses, or
whistle-blowers

16 Thailand prohibits employers from terminating or carrying out any act that may result in an employee being
unable to continue working as a result of filing a complaint, submitting a demand, negotiating or instituting
a lawsuit, or being witness or producing evidence to competent officials.

Burden of proof shifts to defendant
after prima facie case of sexual
harassment is made

5 In Albania, after the employee presents facts that prove harassment, the burden of proof moves to
the person to whom the complaint is addressed, who then has to prove that his or her actions did not
constitute harassment.

Gender discrimination cases can be
brought as class action lawsuits

10 Vishaka and Ors v. State of Rajasthan (1997) set a precedent for class action gender discrimination cases
in India, with the Supreme Court declaring that women have the fundamental right to freedom from sexual
harassment in the workplace and issuing guidelines intended to protect them until legislation was passed.

Source: Women, Business and the Law database.
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describes the procedures to be followed by the employment tribunal to assess whether
work is of equal value.

The Marriage indicator has the highest share of good practices identified. Nearly
all of the pilot economies have a specialized court or procedure for domestic violence
and dedicated and specialized family courts. A majority also mandate legal aid in civil
or family matters. In India, for example, any woman or child who has to file or defend
a case is entitled to legal services. Additionally, more than half of the pilot economies
mandate the establishment of support services for survivors of violence, a critical
component of women’s safety in vulnerable situations (box 3.3). In Brazil, for instance,
one study shows that women’s police stations are associated with a reduction in
femicide of 17 percent overall and more than 50 percent among women ages 15-24
(Perova and Reynolds 2017). In Indonesia, the Law Regarding Elimination of Violence in
Household calls for the provision of support services, including having a special service
room at police stations, providing health personnel and social workers, and protecting
witnesses, friends, and families of survivors.

Parenthood, in contrast, receives the second-lowest score among all indicators in
the areas measured. This indicator also has the lowest average score on the legal index.
While 19 economies have made the requirements and application process for maternity
benefits available, other initiatives are lacking. Just seven economies, for instance, have
an online option for applying to receive such benefits. In Portugal, maternity benefits
can be requested online or in person, with a government website including detailed
instructions of the documents required, steps, and time line for application. Only three

BOX 3.3 PROVIDING CRITICAL SERVICES TO SURVIVORS OF VIOLENCE

Providing services for women survivors of violence is crucial to relieving the negative impact
that a survivor experiences both before and after violent episodes. Indeed, women who have
survived violence make much greater use of support services than women who have not been
abused, even years after violence has ended (Bonomi et al. 2009). Expanding its pilot in this
area, Women, Business and the Law collected data on legislation mandating the provision
of health care services, psychological support, legal aid, shelter, specialized trained police
officers or stations, phone hotlines, and livelihood support for women survivors of violence in
190 economies. The data show that 102 economies have legislation mandating the establish-
ment of support services for women survivors of violence. This group includes more than
half of the economies in the East Asia and Pacific, Europe and Central Asia, Latin America
and the Caribbean, and South Asia regions. While 88 percent of economies in South Asia and
83 percent of economies in Europe and Central Asia have enacted such laws, only 17 of the
34 high-income economies in the Organisation for Economic Co-operation and Development
have legislation on this topic.

With regard to services provided, 77 economies worldwide have enacted legislation provid-
ing shelter for women victims of violence. Legal aid, psychological support, and health care
services are also widespread and legally mandated in 72, 70, and 67 economies, respectively.
Although efforts to provide different kinds of support are distributed unevenly, six countries
that mandate a whole package of services—Argentina, Mongolia, Panama, the Philippines,
Portugal, and Spain—provide some hope amid global efforts to protect women survivors of
violence and set a good example for legal reforms elsewhere.

Source: Women, Business and the Law database.
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countries—Canada, France, and Portugal—have policies in place to promote fathers’
uptake of paternity or parental leave. In Canada, when parents apply for and share
parental benefits, together they may be eligible for up to 69 weeks of paid leave.

Entrepreneurship has a gap of more than 25 points between the legal index score
and the incidence of supportive frameworks. Perhaps reflective of global gaps in
women’s financial inclusion, this difference indicates a lower level of implementation in
economies where laws have been passed. The pilot economies, however, do perform
quite well in some areas. Almost all, for instance, have a small claims court, with many
introducing innovative ways of streamlining procedures that could be particularly
beneficial to working women (table 3.5). With regard to rules of evidence, Oman is the
only economy to allocate a different weight to women’s testimony. Such discrimination
can affect the distribution of resources among women and men, particularly in cases
where economic rights are at issue.

While the Assets indicator is one of the highest-scoring indicators on the Women,
Business and the Law index, it receives the lowest score for implementation. Very
few economies have any of the practices measured, reflecting difficulties in ensuring
women’s access to ownership of assets and land, even in the presence of laws that
guarantee equality. Twenty economies, however, have made available the requirements
and application process for land registration. Others have instituted programs to boost
women’s landownership. In conjunction with development partners, Ethiopia has
undertaken one of the largest low-cost land certification programs in Sub-Saharan
Africa. Some economies have also encouraged women’s ownership of assets by issuing
guidelines for calculating nonmonetary contributions. In Panama, for instance, the law
clearly states, “When the difference between the final and initial patrimonies of one and
the other spouse yields a positive result, the spouse whose patrimony has experienced
the least increase will receive half of the difference between his increase and that of the
other spouse.”

The Pension indicator also has a wide gap between the legal index scores and
measures of implementation. Although most economies make the requirements and
application process for pension benefits available, one country has made the process
more burdensome for women. In Albania, where both full and partial retirement ages
for men and women are already unequal, women are required to submit additional

TABLE 3.5 EXAMPLES OF SIMPLIFIED PROCEDURES IN SMALL CLAIMS COURTS

Argentina All deadlines are 3 days, and hearings take place within 10 days of when a claim has been appealed.
Brazil Procedural acts are open to the public and may be held at night.

Hong Kong SAR, Small claims proceedings may be conducted in the evening hours, on Sundays, or other days off,
China unless a party objects.

Indonesia Decisions must be rendered within 25 business days of the first hearing.

Thailand Kwaeng courts have the power to examine or issue any order for which a single judge is competent.
Uganda On the day and time of the hearing, parties to a small claim must appear in person with all relevant

documents and exhibits and must ensure that any witnesses are present.

Source: Women, Business and the Law database.
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documentation to receive their pension benefits, which men do not have to submit.
Such documentation includes a marriage certificate and a notarized copy of a university
diploma. Differences like these not only make the process of obtaining pension benefits
more difficult for one partner, but also exacerbate gender inequality in old age. Just
11 economies allow applicants for pension benefits to complete the process online. In
Uganda, for example, applications to receive pension benefits can be submitted via the
National Social Security Fund app.

The findings presented here offer a glimpse of the rich body of data that can be
collected on these topics. Women, Business and the Law hopes to refine and expand
on this area of the pilot in the future, with the expectation that doing so can provide a
clearer picture of the operation of the laws measured by the index.

Expert opinions of laws in practice

To represent the outcome component of the implementation framework, expert
opinions on the application of the law were also collected. This approach went beyond
the measure of supportive frameworks by seeking opinions related to laws captured
by the index. The questionnaire sought to draw on the observations of in-country legal
experts and gain a broader understanding of gender equality on the ground. It was
intended to showcase the perspective of a narrow set of individuals with specialized
knowledge rather than to yield a broader sample of representative responses. Overall,
the exercise was meant to gauge the effectiveness of the laws measured in achieving
their stated goals. To do so, it analyzed not only the implementation of good-practice
legislation, such as protections against discrimination and the provision of benefits, but
also whether restrictions on women’s economic inclusion are upheld in practice.

After defining these objectives, several steps were taken to design and conduct
the expert opinion survey. Primarily, the aim was to draft simple and clear questions
to meet the objectives and maximize the response rate (OECD 2012). To begin this
process, Women, Business and the Law looked to other widely available, cross-country
expert opinion and perception-based surveys, including the Africa Integrity Indicators,
the Human Rights Measurement Initiative, the United Nations E-Government Survey,
the World Justice Project Rule of Law Index, and the World Values Survey. Each survey
provided valuable insight into the formulation of the Women, Business and the Law
expert opinion questionnaire (figure 3.4).

Replies were solicited from current Women, Business and the Law contributors.
Respondents included lawyers, judges, civil society representatives, and public officials
in the 25 economies covered, each with expertise in one or more of the following
subject areas: labor and employment, family law, or violence against women. An agree-
to-disagree format for answers was used to assess the expert opinions. While answers
could be tied closely to the corresponding statement, clear instructions indicated
exactly what the survey was hoping to gather. The potential for survey response bias—
and specifically acquiescence bias—was mitigated by giving respondents the option
to decline to respond and by asking them to justify their responses by explaining the
relevant context in their economy. The gender of the respondents was not collected;
however, any future iterations of this exercise will aim to collect this information and
use it to inform the analysis.

83



84

WOMEN, BUSINESS AND THE LAW 2022

FIGURE 3.4 | EXAMPLES OF OTHER CROSS-COUNTRY EXPERT OPINION AND
PERCEPTION SURVEYS

Africa Integrity Indicators

The Africa Integrity Indicators project examines how policies are implemented to support governments, citizens, and
civil society by assessing key social, economic, political, and anticorruption mechanisms at the national level across all
54 countries of the African continent. The project seeks to capture data pertaining to legislation that addresses
particular issues and whether laws are being enforced in practice. Researchers who answer the questionnaires must
provide a fact-based rationale to substantiate the scores chosen for each indicator, including through interviews,
verified reports, news articles, and trusted blog posts.

—— For more information:

https://www.africaintegrityindicators.org/

World Justice Project Rule of Law Index

Covering 128 countries, the Rule of Law Index relies on national surveys of more than 130,000 households and 4,000
legal practitioners and experts to measure how the rule of law is experienced and perceived around the world. It
provides 40 questions for respondents to answer based on their perception of how laws are being applied in practice
within their country.

—— For more information:

https://worldjusticeproject.org/our-work/research-and-data/wjp-rule-law-index-2020

United Nations E-Government Survey

The E-Government Survey analyzes and ranks countries’ digital transformation progress. The survey does not use a
scale, instead allowing respondents to submit short answers to questions. It provides a snapshot of the relative
measurement of e-government development in all United Nations member states. The survey primarily gathers data
from other sources, including the Telecommunications Infrastructure Index, the Human Capital Index, and the Online
Service Index, to construct its results.

—— For more information:
https.//www.un.org/development/desa/publications/publication/2020-united-nations-e-government-survey

World Values Survey

The World Values Survey seeks to help scientists and policy makers understand changes in the beliefs, values, and
motivations of people throughout the world. The survey includes a common questionnaire that is administered to
individuals across nearly 100 countries. It uses a combination of different types of questions, each of which employs
its own phrasing and scale. Questions are not aligned in structure or format, although response scales are typically
numerical.

—— For more information:

https://www.worldvaluessurvey.org/wvs.jsp

Human Rights Measurement Initiative

The Human Rights Measurement Initiative produces economic and social rights data for around 200 countries.
Information is collected via an expert opinion survey administered to human rights researchers and practitioners who
are monitoring events in each country. The data are then used to summarize human rights performance and monitor
how people are treated.

—— For more information:

https://humanrightsmeasurement.org/

Sources: Global Integrity, World Justice Project, United Nations, World Values Survey Association, and Human Rights Measurement Initiative.

The final questionnaire included 35 questions that constitute the current Women,
Business and the Law index, presenting a generalized statement and asking respondents
to indicate the extent to which they agree or disagree (table 3.6). For example, for
the question, “Can a woman choose where to live in the same way as a man?” the
corresponding expert opinion statement was, “Women choose where to live in the same
way as men in practice.” Respondents were then prompted to select the level to which
they agree with this statement, taking into consideration their familiarity with the laws
relating to this question. All answers are scored from 1 (strongly disagree) to 5 (strongly
agree). This approach allows the scale to remain consistent across questions, whether
they focus on the absence of a restriction, enforcement of a right, or provision of benefits.
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Indicator

Question

CORRESPONDING EXPERT OPINION
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EMEN

Expert opinion statement

Mobility (Can a woman choose where to live in the same way as a man? Women choose where to live in the same way as men in practice.

(Can a woman travel outside her home in the same way as a man? Women travel outside their homes in the same way as men in
practice.

Can a woman apply for a passport in the same way as a man? Women apply for passports in the same way as men in practice.

Can a woman travel outside the country in the same way asaman? ~ Women travel outside the country in the same way as men in
practice.

Workplace Can a woman get a job in the same way as a man? Women do not face any additional restrictions compared to men
when getting a job in practice.

Does the law prohibit discrimination in employment based on The principle of nondiscrimination based on gender in employment is

gender? implemented in practice.

Is there legislation on sexual harassment in employment? Protection measures are in place to prevent sexual harassment in the
workplace in practice.

Are there criminal penalties or civil remedies for sexual harassment a. Civil remedies for sexual harassment in employment are

in employment? implemented in practice.

b. Criminal penalties for sexual harassment in employment are
implemented in practice.

Pay Does the law mandate equal remuneration for work of equal value? The principle of equal remuneration for work of equal value is
implemented in practice.

(Can a woman work at night in the same way as a man? There are no restrictions on women working at night in practice.

(Can a woman work in a job deemed dangerous in the same way as There are no restrictions on women working in jobs deemed danger-

aman? ous in practice.

Can a woman work in an industrial job in the same way as a man? There are no restrictions on women working in the following
industries in practice: mining, construction, factories, agriculture,
energy, water, transportation, other.

Marriage Is there no legal provision that requires a married woman to obey her  Women are not expected to obey their husbands in practice.
husband?

(Can a woman be head of household in the same way as a man? Women can be heads of their households in the same way as men
in practice.

Is there legislation specifically addressing domestic violence? The principle of protection from domestic violence is implemented
in practice.

(Can a woman obtain a judgment of divorce in the same way as a Women obtain judgments of divorce in the same way as men in

man? practice.

Does a woman have the same rights to remarry as a man? Women remarry in the same way as men in practice.

Parenthood Is paid leave of at least 14 weeks available to mothers? At least 14 weeks of paid leave to mothers is provided in practice.

Does the government administer 100% of maternity leave benefits?

The government administers maternity leave benefits in practice.

Is paid leave available to fathers?

Paid leave to fathers is provided in practice.

Is there paid parental leave?

Paid parental leave is provided in practice.

Is dismissal of pregnant workers prohibited?

The principle of prohibiting dismissal of pregnant workers is
implemented in practice.

Entrepreneurship

Does the law prohibit discrimination in access to credit based on
gender?

The principle of nondiscrimination based on gender in access to credit
is implemented in practice.

(Can a woman sign a contract in the same way as a man?

Women sign contracts in the same way as men in practice.

(Can a woman register a business in the same way as a man?

Women register businesses in the same way as men in practice.

(Can a woman open a bank account in the same way as a man?

Women open bank accounts in the same way as men in practice.

(Table continues next page)
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TABLE 3.6

Indicator

WOMEN, BUSINESS AND THE LAW INDEX Al

Question

RRESPONDING EXPERT OPINION

Expert opinion statement

Assets Do men and women have equal ownership rights to immovable Men and women have equal ownership rights to immovable property
property? in practice.
Do sons and daughters have equal rights to inherit assets from their ~ The right of sons and daughters to inherit assets equally from their
parents? parents is implemented in practice.
Do male and female surviving spouses have equal rights to inherit The right of male and female surviving spouses to inherit assets
assets? equally is implemented in practice.
Does the law grant spouses equal administrative authority over The principle of equal administrative authority over assets during
assets during marriage? marriage is implemented in practice.
Does the law provide for the valuation of nonmonetary The principle of valuation of nonmonetary contributions is
contributions? implemented in practice.

Pension s the age at which men and women can retire with full pension Women retire with full pension benefits at the same age as men in

benefits the same?

practice.

Is the age at which men and women can retire with partial pension
benefits the same?

Women retire with partial pension benefits at the same age as men
in practice.

Is the mandatory retirement age for men and women the same?

Women retire at the same age as men in practice.

Are periods of absence due to childcare accounted for in pension

The principle of accounting for periods of absence due to childcare in

benefits?

pension benefits is implemented in practice.

Source: Women, Business and the Law database.

On average, 6.32 responses were received for each of the 25 pilot economies,
representing varied opinions. For example, the average response value for Uganda
for the data point, “Women are not expected to obey their husbands in practice” is
2 (disagree). However, the individual responses range across the spectrum of answers,
with 3 of the 10 respondents choosing 5 (strongly agree) and 7 selecting 1 (strongly
disagree) or 2 (disagree). Similarly, in Oman, respondents selected opposite answers for
the statement, “Women retire with partial pension benefits at the same age as men in
practice,” with 1 respondent selecting 1 (strongly disagree) and 1 selecting 5 (strongly
agree). In some cases, expert responses were aligned. For instance, 7 respondents in
Vietnam said that they mostly disagree with the statement, “There are no restrictions
on women working in jobs deemed dangerous in practice,” with only one responding
that he or she neither agrees nor disagrees. While response rates were generally high
across economies and data points, the Assets and Pension indicators are an exception.
For example, in 14 out of 25 economies, response rates were lower for the data point,
“The principle of accounting for periods of absence due to childcare in pension benefits
is implemented in practice.” For South Africa, only 1 out of 4 respondents responded to
this statement. For India, 6 out of 10 respondents provided an answer. This finding may
be due to survey fatigue, as these were the last questions posed, or perhaps even a lack
of topical expertise in these more specialized areas.

Addressing both varied and lack of responses in future iterations of the questionnaire
will require additional research, empirical evidence, and consultations with experts in
the field. One option is to use vignettes to define concepts and focus answers for
respondents with different experiences within the same economy. Another option is
to pose a narrower set of questions to each group of experts or to focus on economy-
specific or regional perceptions of gender equality. To reach a convergence of opinion,
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it may also prove useful to conduct multiple rounds of questionnaires when responses
are varied.

Still, the data collected through the expert opinion questionnaire provided important
comparisons with the legal index. While again not part of the index and representing
only preliminary analysis, scoring these data and normalizing scores to 100 yielded
helpful insights. Economies in the OECD high-income region have the highest average
scores, similar to the legal index (figure 3.5), followed by East Asia and Pacific, Europe
and Central Asia, and Sub-Saharan Africa. The Middle East and North Africa and South
Asia regions have the lowest average scores.

However, the Middle East and North Africa is the only region where expert opinions
indicated more gender equality in practice than the legal index scores imply. Oman and
Egypt have the largest positive difference between their expert opinion and legal index
scores, with Oman’s average expert opinion score more than 30 points higher than the
legal index score. Given this result, it is possible that the discriminatory laws captured by
the legal index are not implemented widely in practice in these economies. Conversely,
Canada, India, Peru, Portugal, and South Africa substantially underperform their legal
index scores in practice.

Indeed, several respondents identified specific gaps in implementation of the
law, even in economies that score above average on the legal index (table 3.7). In
Argentina, for example, respondents highlighted a discrepancy in whether a woman
can get a job in the same way as a man. While this data point does not capture any
legal barriers, most of the experts who responded to the questionnaire said that they
disagree or strongly disagree that in practice a woman can get a job in the same way as

FIGURE 3.5 | DISPARITY BETWEEN LEGAL INDEX AND EXPERT OPINION SCORES IN
ALL REGIONS BUT THE MIDDLE EAST AND NORTH AFRICA

99.4
84.4 84.7
79.8 80.3
76.1 75.4 74.4
69.3 68.3 67.9
59.8
53.1
452
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OECD East Asia and Europeand  Latin Americaand ~ Sub-Saharan  Middle East and South Asia
high income Pacific Central Asia the Caribbean Africa North Africa

Score (0-100)

I Average expert opinion score (n=25) [ Average WBL legal index score (n= 25)

Source: Women, Business and the Law (WBL) database.
Note: OECD = Organisation for Economic Co-operation and Development.
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TABLE 3.7 | SELECT EXPERT OPINIONS OF GAPS IN IMPLEMENTATION OF LEGISLATION

Country Indicator Select examples from legal experts

Brazil Entrepreneurship “While there are laws and public policies trying to boost women’s businesses, in general, we see more unregistered
women entrepreneurs than men.”

(Canada Pay “Studies show that women are still not remunerated equally with men, despite work of equal value. There are no
restrictions on women working in any field, although systemic barriers continue to exist and women are underrepre-
sented in many fields.”

Ethiopia Workplace “Gender discrimination and sexual harassment still exist widely in most government offices.”

Lebanon Mobility “Women’s mobility is affected by various factors, especially social rules and customs depending on social and religious
affiliation ... there are many disparities between Lebanese women depending on their social and religious context.”

India Marriage “We are still highly patriarchal, and disobeying the husband is not possible in most households. Domestic violence is
very high, and most matters go unreported.”

South Africa Assets “There is the issue of men still very much being regarded as the head of the household and women’s unpaid contribu-

tions not being valued.”

“The laws in South Africa do not permit discrimination with regard to property and succession. However, this occurs in
practice.”

Source: Women, Business and the Law database.

a man. In Portugal—1 of 12 economies to score 100 on the Women, Business and the
Law index—a majority of experts surveyed said that legislation addressing domestic
violence is not implemented effectively, with 1 respondent noting, “Law and practice
are distinct. Legal protection is extremely positive, but the practical implementation of
legislation is what is really needed.”

This sentiment is also evident at the wider indicator level, as all indicators have
gaps between laws and expert opinions of their implementation and enforcement in
practice. Mobility, Entrepreneurship, and Assets are the areas where respondents were
more likely to say that they agree or strongly agree with the statements presented
to them. Entrepreneurship is the area where respondents agree the most, suggesting
that women do have access in practice to similar entrepreneurship opportunities and
freedom of movement as men. For example, nearly 90 percent of respondents said that
they agree or strongly agree that in practice women register businesses and open bank
accounts in the same way as men.

For Workplace and Pay, the data are more neutral to slightly disagree. Workplace
has the lowest average score of all indicators, which is particularly interesting because it
also has one of the highest averages in the legal index (92.0) among the pilot economies
(figure 3.6). However, only about one-third of all respondents indicated that they agree
or strongly agree that women are treated equally as men in this area. Workplace thus
may present greater gender disparity in practice.

The expert opinions of laws in practice provide important insights into the ways in
which the law may function on the ground in Women, Business and the Law economies.
This real-world perspective grounds the legal data by examining the de facto opinions of
those living it each day. Together with the study of supportive frameworks, these data
create a fuller picture of the ways in which gender equality can be furthered, whether
legally or societally. It also allows Women, Business and the Law to take the first steps
toward measuring how the law operates in practice.
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FIGURE 3.6 | DISPARITY BETWEEN LEGAL INDEX AND EXPERT OPINION SCORES IN
ALL INDICATORS
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Source: Women, Business and the Law (WBL) database.

The state of implementation

Taken together, these two measures approximate the process and outcome indicators
of the implementation framework, illustrating the extent to which different factors
influence the state of gender equality on the ground. This approach to scoring is not
final, and caution should be taken not to generalize the results over the 190 economies
covered by the Women, Business and the Law index. However, for this pilot exercise, the
legal index scores show a correlation with the supportive framework scores and have
a correlation coefficient of 0.70 (figure 3.7, panel a). Thus, stronger laws on the books
tend to be associated with stronger supportive frameworks in the pilot economies.
This result aligns with expectations—the supportive framework scores measure factors
that are often similar in kind to those covered by the Women, Business and the Law
legal index. The aspects covered tend to be within the power of governments to enact,
establish, or otherwise carry out. However, as shown by the difference between the
regression line and the 45-degree line in figure 3.7, panel a, the relationship is not one-
for-one. Even though they are within the direct control of governments, differences
with the legal index persist because supportive frameworks typically require several
additional inputs, such as time, funding to establish and run institutions, institutional
capacity to put forward and carry out subsidiary programs, rules, procedures, and more.

At the same time, the legal index scores show a weaker correlation with expert
opinion scores, with a correlation coefficient of 0.45 (figure 3.7, panel b). This may
be attributed partly to the results in the Middle East and North Africa, where expert
opinion scores outperform the legal index. Still, relative to the supportive framework
scores, the aspects measured by the expert opinion score are more distant from the
aspects measured by the legal index score. This finding may imply that the de facto
measure weakens as the analysis moves from structural indicators to process and,
finally, to outcome. Qualitative comments collected from the experts reveal a range
of other factors at play, including societal, cultural, and religious norms. Nevertheless,
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FIGURE 3.7 | CORRELATION BETWEEN LEGAL INDEX AND SUPPORTIVE FRAMEWORK
AND EXPERT OPINION SCORES, BY REGION
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significant after controlling for income per capita. A 45-degree line (in green) is also included for ease of comparability. OECD = Organisation for
Economic Co-operation and Development.

the correlation suggests that any gender equality promised by the law is distinct from
equality in practice.

The state of gender equality on the ground is thus different than the laws on the
books. The results, while only preliminary, confirm that laws alone are not enough to
improve gender equality, indicating that these gaps should be explored further. More
work is needed to advance not only the implementation and enforcement of the law,
but also the attitudes that shape the operation of laws each day. In particular, Pay
and Pension require better implementation across both the supportive framework and
expert opinion pilots.

Addressing challenges and moving forward

While the data presented in this chapter contain interesting results, they constitute only
the first attempt by Women, Business and the Law to study how laws are executed.
Although they provide valuable observations and identify trends, these methods of
studying implementation and enforcement of the law must be vetted more vigorously.
Neither the questions included in the supportive framework and expert opinion pilots
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nor the scoring methodology is final. As such, both the results and challenges of this
analysis are presented here for feedback and proposals for refinement.

Crafting @ measure of implementation that meets the necessary criteria presents
many challenges. As stated above, any approach will need to maintain representative
qualities of the Women, Business and the Law index, including coverage of 190
economies, comparability through the use of standardized assumptions, and feasibility
of annual data collection and analysis using available resources. It will need to balance
these requirements with the kind of granular information that can present a real picture
of the enabling environment for working women in the economies covered.

In their current form, both approaches have drawbacks. For example, in the study
of supportive frameworks, the emphasis is once again on de jure rather than de facto
data. While evidence of supportive frameworks does provide insight into the operation
of laws, the approach may not capture exactly how the implementation environment
functions. It also may not be viewed as a complete and cross-cutting measure for every
economy, as there will always be more areas to consider and more sequencing of the
life cycle of legislation to be done. Binary questions, while ideal for comparability, also
do not showcase further detail or supportive evidence at the economy level. Finally, the
approach in its current form does not match up with the index at the level of individual
data points.

The expert opinion questionnaire also has challenges. The questionnaire was
administered to current Women, Business and the Law legal experts who may not be
well versed in the practice of all of the areas covered, making it likely that observations
are based more heavily on their own personal experiences than on those of the
majority. Sample and survey response bias are also concerns; the results cannot be
generalized to the entire population of each economy. Responses are likely influenced
by a variety of market and nonmarket forces that are not directly related to laws or
their implementation, including preferences, social norms and traditions, and market
incentives. Future iterations of this exercise will rely more heavily on research related
to controlling bias and subjectivity in questionnaire responses and will seek advice on
statistical techniques that can be used to improve the reliability of expert responses.
One option to consider is the Delphi method, in which experts receive feedback that
represents the group response and are given the opportunity to discuss and revise
answers to reach consensus. The sample size, both of experts and of 25 economies, also
needs to be expanded to draw more meaningful conclusions.

Despite these challenges, this set of measures provides a starting point for continued
focus on this work. Ideas for improving them are already being formulated. For instance,
it may make more sense to align the expert opinion survey questions with the supportive
framework questions. Doing so will allow the implementation data to function more
sequentially with the legal index and within the structure-process-outcome framework.
Although global coverage like that of the Women, Business and the Law index is rare,
these data could be correlated further with other research to ascertain conclusions
about the state of gender equality, even if only at the regional or country level. Finally, it
would be helpful to add a cross-cutting measure of implementation that can be studied
across all indicators. Doing so will require further research to ascertain the elements of
a measure that applies to the implementation of all eight topics.

The objectives of this work going forward will be to build on the solutions presented
by the current Women, Business and the Law indicators and to offer countries concrete
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examples of the proper implementation of laws. The overarching goal is to contribute
to making gender equality a reality not only by law, but also through its appropriate
implementation and enforcement. Continuing to improve these measures in subsequent
years, Women, Business and the Law hopes to deliver a fully developed framework that
will allow more women to enforce their rights, boosting economic inclusion and labor
force participation worldwide.
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ArpENDIXA | Data Notes

Women, Business and the Law measures laws and regulations affecting women’s
economic inclusion in 190 economies. Although progress has been made over the last 51
years, the data confirm that more work is needed to ensure that women have equality of
opportunity when entering the workforce and starting their own businesses. To highlight
these opportunities for change, Women, Business and the Law 2022 presents an index
structured around the stages of a woman’s working life (figure A.1).

This framework helps to align areas of the law with the economic decisions that
women make as they experience various milestones. The indicators not only represent
women’s interactions with the law as they begin, progress through, and end their
careers, but also are easily replicable measures of the legal environment that women
must navigate as entrepreneurs and employees. This edition of Women, Business and
the Law presents an update of the index, taking into account the laws and regulations
reformed between October 2, 2020, and October 1, 2021.

FIGURE A.1 | THE EIGHT WOMEN, BUSINESS AND THE LAW INDICATORS

Mobility Pay Parenthood Assets
Examines constraints Measures laws and regulations Examines laws affecting women’s Considers gender differences
on freedom of movement affecting women'’s pay work after having children in property and inheritance

Flala vl s lAl s
SaS S0 2La8 Z S
Workplace Marriage Entrepreneurship Pension
Analyzes laws affecting Assesses legal constraints Analyzes constraints on women’s Assesses laws affecting the
women’s decisions to work related to marriage starting and running businesses size of a woman’s pension
Source: Women, Business and the Law team.
Methodology

Women, Business and the Law is based on an analysis of the domestic laws and
regulations that affect women’s economic opportunities. The indicators were selected
on the basis of their association with measures of women’s economic empowerment
and through research and consultation with experts. They are also inspired by the
international legal frameworks set out in the Convention on the Elimination of All
Forms of Discrimination against Women (CEDAW); the Committee on the Elimination
of Discrimination against Women General Recommendations (CEDAW GR); the United
Nations (UN) Declaration on the Elimination of Violence against Women (DEVAW); and
the International Labour Organization (ILO) Equal Remuneration Convention, 1951 (No.
100); the Discrimination (Employment and Occupation) Convention, 1958 (No. 111); the
Maternity Protection Convention, 2000 (No. 183); and the Violence and Harassment
Convention, 2019 (No. 190).
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TABLE A.1 | WOMEN, BUSINESS AND THE LAW INDICATORS

Mobility 1. Can a woman choose where to live in the same way as a man?

2. Can a woman travel outside her home in the same way as a man?
3. Can a woman apply for a passport in the same way as a man?
4

. Can a woman travel outside the country in the same way as a man?

Workplace 1. Can a woman get a job in the same way as a man?

2. Does the law prohibit discrimination in employment based on gender?
3. Is there legislation on sexual harassment in employment?
4

. Are there criminal penalties or civil remedies for sexual harassment in employment?

Pay 1. Does the law mandate equal remuneration for work of equal value?
. Can a woman work at night in the same way as a man?

. Can a woman work in a job deemed dangerous in the same way as a man?

BN W N

. Can a woman work in an industrial job in the same way as a man?

Marriage 1. Is there no legal provision that requires a married woman to obey her husband?
. Can a woman be head of household in the same way as a man?

. Is there legislation specifically addressing domestic violence?

. Can a woman obtain a judgment of divorce in the same way as a man?

(SIS~ VS )

. Does a woman have the same rights to remarry as a man?

Parenthood 1. Is paid leave of at least 14 weeks available to mothers?

. Does the government administer 100% of maternity leave benefits?
. Is paid leave available to fathers?

. Is there paid parental leave?

(S, I VI S}

. Is dismissal of pregnant workers prohibited?

Entrepreneurship 1. Does the law prohibit discrimination in access to credit based on gender?
. Can a woman sign a contract in the same way as a man?
. Can a woman register a business in the same way as a man?

Now N

. Can a woman open a bank account in the same way as a man?

Assets 1. Do men and women have equal ownership rights to immovable property?

. Do sons and daughters have equal rights to inherit assets from their parents?

. Do male and female surviving spouses have equal rights to inherit assets?

. Does the law grant spouses equal administrative authority over assets during marriage?

(S, I UV I S}

. Does the law provide for the valuation of nonmonetary contributions?

Pension . Is the age at which men and women can retire with full pension benefits the same?
. Is the age at which men and women can retire with partial pension benefits the same?

. Is the mandatory retirement age for men and women the same?

S w N

. Are periods of absence due to childcare accounted for in pension benefits?

Source: Women, Business and the Law database.

Note: The index scores 35 data points across eight indicators composed of four or five binary questions, with each indicator representing a different
phase of a woman's life. Indicator-level scores are obtained by calculating the unweighted average of responses to the questions within that indicator
and scaling the result to 100. For each question, Yes = 1 and No = 0. Overall scores are then calculated by taking the average of each indicator, with
100 representing the highest possible score.
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FIGURE A.2 | SAMPLE SCORING ON THE WOMEN, BUSINESS AND THE LAW INDEX: ECUADOR

*tlalalyvlal i |4

MOBILITY WORKPLACE PAY MARRIAGE PARENTHOOD ENTREPRENEURSHIP ASSETS

&

PENSION

@

WBL 2022
SCORE

100 100 100 100 40 75 100

Source: Women, Business and the Law database.

The data set and analysis can be used to support research and policy discussions
on the ways in which the legal environment influences women’s economic activity.
Thirty-five data points are scored across eight indicators composed of four or five binary
questions, with each indicator representing a different phase of a woman’s life (table A.1).
Indicator-level scores are obtained by calculating the unweighted average of responses to
the questions within that indicator and scaling the result to 100. Overall scores are then
calculated by taking the average of each indicator, with 100 representing the highest
possible score.

Examining the data for one economy illustrates how scoring works in the index.
Ecuador, for example, receives a score of 100 for Mobility, Workplace, Pay, Marriage,
Assets, and Pension, which indicates that no legal constraints are found in the areas
measured under these indicators (figure A.2).

Under Parenthood, however, the lack of at least 14 weeks of paid maternity leave,
government-administered maternity leave benefits, or paid parental leave results in a
score of 40. The score for Entrepreneurship is 75 because the law does not prohibit
gender-based discrimination in access to credit.

Based on this information, the overall score for Ecuador is calculated as the unweighted
average of all eight indicator scores on a scale of 0-100, with 100 representing the best
score overall. Ecuador thus scores 89.4 on the Women, Business and the Law index.

Strengths and limitations of the methodology

To construct the index, Women, Business and the Law relies on feedback from more than
2,000 respondents with expertise in family, labor, and criminal law, including lawyers,
judges, academics, and members of civil society organizations working locally on gender
issues. Besides filling out written questionnaires, respondents provide references to
relevant legislation. The Women, Business and the Law team then collects the texts of
these laws and regulations and verifies questionnaire responses for accuracy. Responses
are validated against codified sources of national law, including constitutions, codes,
laws, statutes, rules, regulations, and procedures in areas such as labor, social security,
civil procedure, violence against women, marriage and family, inheritance, nationality,
and land. The data reflect legislation in force as of October 1, 2021.

This unique approach has both strengths and limitations (table A.2). Because the
indicators are binary, they may not reflect the nuances or details of some of the policies
measured. Indicators are also based on standardized assumptions to ensure comparability
across economies. For example, an assumption used for questions on maternity leave
is that the woman in question has one child. Although maternity leave benefits often

100

89.4
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TABLE A.2 METHODOLOGICAL STRENGTHS AND LIMITATIONS OF THE WOMEN,
BUSINESS AND THE LAW INDEX

Feature Strength Limitation

Use of standardized  Data are comparable across economies, and The scope of data is smaller; only regulatory reforms

assumptions methodology is transparent. in the areas measured can be tracked systematically.
Coverage of largest  Data collection is manageable, and data are In federal economies, data may be less representa-
business city only comparable. tive where laws differ across locations.

Focus on the most ~ Data are comparable across economies where  Restrictions that apply to minority populations may
populous group parallel legal systems prescribe different rights  not be captured.
for different groups of women.

Emphasis on the Attention remains centered on the formal The reality faced by women in the informal sector,
formal sector economy, where regulations are most relevant. ~ which may be a significant population in some
economies, is not fully reflected.

Measure of codified Indicators are actionable because the law is Where systematic implementation of legislation is

laws only what policy makers can change. lacking, regulatory changes alone will not achieve
the desired results; social and cultural norms are not
considered.

Source: Women, Business and the Law team.

differ for multiple births, only data for individual births are captured. Another assumption
is that the woman in question is located in the largest business city of the economy.
In federal economies, laws affecting women can vary by state or province. Even in
nonfederal economies, women in rural areas and small towns could face more restrictive
local legislation. Women, Business and the Law does not capture such restrictions unless
they are also found in the main business city. Finally, where personal law prescribes
different rights and obligations for different groups of women, the data focus on the
most populous group. Thus, the study may not capture restrictions applying only to
minority populations.

Women, Business and the Law also focuses solely on the ways in which the formal
legal and regulatory environment determines whether women can work or open their own
businesses. Although many women in developing economies are employed in the informal
sector, this project aims to define some of the features of the legal framework that make
it more difficult for women to transition from the informal to the formal economy.

Although it ensures comparability of the data, this use of standardized assumptions
has limited ability to reflect the full diversity of women’s experiences. Women, Business
and the Law recognizes that the laws it measures do not apply to all women in the
same way. Women face intersectional forms of discrimination based not only on gender
and sex but also on sexuality, race, gender identity, religion, family status, ethnicity,
nationality, disability, and many other grounds. Women, Business and the Law therefore
encourages readers to interpret the data in conjunction with other available research.

This project recognizes the often-large gaps between laws on the books and actual
practice. One reason for these gaps may be poor implementation of legislation stemming
from weak enforcement, poor design, or low institutional capacity. Nonetheless,
identifying legal differences constitutes one step toward better understanding where
women’s economic rights may be restricted in practice.



Women, Business and the Law acknowledges that equal opportunities for women in
business and the workplace depend on an interplay of economic, social, and cultural factors.
For example, unless women are able to get an education or build their skills, equalizing
laws affecting entrepreneurship and employment could mean little. Other factors, such as
infrastructure, also may affect the ability and desire of women to work. In addition, social
and cultural norms may prevent women from running a business or working outside the
home. Within this overall picture, Women, Business and the Law recognizes the limitations
of its assumptions and its focus on statutory law. Even though such assumptions may
come at the expense of specificity, they also ensure data comparability across economies.

Indicators and questions

This section looks more closely at the 35 scored binary questions, grouped by indicator
(box A.1). Answers to the questions are based on codified law only. Customary law is
not taken into account unless it has been codified. Where the answer differs according
to the legal system (for example, in mixed legal systems where different laws govern
different groups of people within an economy), the answer used is the one that applies
to the majority of the population. Supranational law, such as that enacted by the
Organization for the Harmonization of Business Law in Africa (OHADA), is not considered
where domestic law contravenes supranational rules and limits the legal capacity of
women. The following section details by indicator how answers are standardized and
made comparable across economies.

BOX A.1 ASSUMPTIONS USED TO ENSURE COMPARABILITY

The woman in question
« resides in the economy’s main business city;

+ has reached the legal age of majority and is capable of making decisions as an
adult, is in good health, and has no criminal record;

« is a lawful citizen of the economy being examined;

- is a cashier in the food retail sector in a supermarket or grocery store that has
60 employees;

- is a cisgender, heterosexual woman in a monogamous first marriage registered
with the appropriate authorities (de facto marriages and customary unions are
not measured);

- is of the same religion as her husband;

+ is in @ marriage under the rules of the default marital property regime or the
most common regime for that jurisdiction, which will not change during the
course of the marriage; and

= is not a member of a union unless membership is mandatory; membership is
considered mandatory when collective bargaining agreements cover more than
50 percent of the workforce in the food retail sector and when they apply to
individuals who were not party to the original collective bargaining agreement.

(Box continues on next page)
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BOX A.1 ASSUMPTIONS USED TO ENSURE COMPARABILITY (continued)

For the questions on maternity, paternity, and parental leave, it is assumed that

the woman gave birth to her first child without complications on October 1, 2021,
and her child is in good health; answers will therefore correspond to legislation in
force as of October 1, 2021, even if the law provides for changes over time;

both parents have been working long enough to accrue any maternity, paternity,
and parental benefits; and

if maternity benefit systems are not mandatory or were not operational as of
October 1, 2021, they are not measured.

For the questions on inheritance rights, it is assumed that

.

the deceased has not left a will, so the rules of intestate succession apply; and

when determining the inheritance rights of spouses, male and female surviving
spouses do not have any living children.

For the questions on retirement and pensions, it is assumed that

.

the woman gave birth without complications to two healthy children;

the woman ceased all paid activity during periods of childcare. if the period
covered by a pension credit is conditioned on the age of the child, the period
until the child reaches age one is counted;

if transitional provisions gradually change the retirement age, the answers
reflect the retirement age as of October 1, 2021, even if the law provides for
changes over time;

if a mandatory contributory pension system applicable to the private sector and
a noncontributory universal pension system coexist, the answers correspond to
the rules applicable to the mandatory contributory pension system; and

if pension systems are not mandatory or were not operational as of October 1,
2021, they are not measured.

Source: Women, Business and the Law database.



Mobility

The Mobility indicator measures constraints on a woman’s agency and freedom of
movement, both of which are likely to influence her decision to enter the labor force
and engage in entrepreneurial activity (Htun, Jensenius, and Nelson-Nunez 2019). This
indicator has four components that measure the following:

e Whether a woman can choose where to live in the same way as a man. A score of
1 is assigned if there are no restrictions on a woman choosing where to live. A score
of 0 is assigned if there are legal restrictions on a woman choosing where to live, if
the husband chooses the marital home or has more weight in determining where the
family will live, or if a woman’s domicile automatically follows that of her husband.

e Whether a woman can travel outside her home in the same way as a man. A score
of 1 is assigned if there are no restrictions on a woman traveling alone domestically. A
score of 0 is assigned if permission, additional documentation, or the presence of her
husband or guardian is required for a woman to travel alone domestically. A score of O
is also assigned if a woman must justify her reasons for leaving the home or if leaving
the home without a valid reason is considered disobedience with legal consequences,
such as loss of right to maintenance.

e Whether a woman can apply for a passport in the same way as a man. This question
considers actual application forms and procedures available at the relevant agency
or on official government websites, regardless of what the law specifies. A score of
1 is assigned if there are no gender differences in passport application procedures.
A score of O is assigned if an adult woman needs the permission or signature of her
husband, father, or other relative or guardian to apply for a passport. A score of O is
also assigned if passport application procedures or forms require a woman to provide
details about her husband, father, or other relative or guardian or additional docu-
ments such as a marriage certificate and if the same is not required of a man.

e Whether a woman can travel outside the country in the same way as a man. A score
of 1 is assigned if there are no restrictions on a woman traveling alone internationally.
A score of 0 is assigned if permission, additional documentation, or the presence of
her husband or a guardian is required for a woman to leave the country. A score of O
is also assigned if the law requires a married woman to accompany her husband out
of the country if he wishes her to do so.

ﬂ?@ih Workplace

The Workplace indicator analyzes laws affecting women’s decisions to enter the labor
market, including women’s legal capacity and ability to work, as well as protections in the
workplace against discrimination and sexual harassment. Antidiscrimination legislation
is positively associated with women’s employment and earnings, whereas sexual
harassment can negatively influence women'’s career trajectories (McLaughlin, Uggen,
and Blackstone 2017; Zabalza and Tzannatos 1985). This indicator has four components
that assess the following:

* Whether a woman can get a job in the same way as a man. A score of 1 is assigned if
there are no restrictions on a woman'’s legal capacity and ability to get a job or pursue
a trade or profession. A score of 0 is assigned if a husband can prevent his wife from
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working or if permission or additional documentation is required for a woman to work
but not a man. A score of 0 is also assigned if it is considered a form of disobedience
with legal consequences, such as loss of maintenance, for a woman to work contrary
to her husband’s wishes or the interests of the family.

e Whether the law prohibits discrimination in employment based on gender. A score
of 1 is assigned if the law prohibits employers from discriminating based on sex or
gender or mandates equal treatment of women and men in employment. A score of 0
is assigned if the law does not prohibit such discrimination or only prohibits it in one
aspect of employment, such as pay or dismissal.

e Whether there is legislation on sexual harassment in employment. A score of 1 is
assigned if legal provisions specifically protect against sexual harassment in employ-
ment, including unwelcome verbal or physical conduct of a sexual nature. A score of
0 is assigned if there is no such legislation. A score of O is also assigned if the law
addresses harassment in general but makes no reference to acts of a sexual nature or
contact or if it states only that the employer has a duty to prevent sexual harassment
and has no provisions prohibiting it or providing sanctions or other forms of redress.

e Whether there are criminal penalties or civil remedies for sexual harassment in
employment. A score of 1 is assigned if the law establishes criminal sanctions, such
as fines or imprisonment, for sexual harassment in employment. A score of 1 is also
assigned if the criminal code provides for reparation of damages for offenses covered
by the code or if the law provides for civil remedies or compensation for victims of
sexual harassment in employment or the workplace, even after dismissal of the victim.
A score of 0 is assigned if the law establishes neither criminal sanctions for sexual
harassment in employment nor civil remedies or compensation for victims of sexual
harassment in employment. A score of 0O is also assigned if the law only prohibits
sexual harassment in employment and sets forth that the employer should apply dis-
cretionary sanctions.

T pay

The Pay indicator measures laws affecting occupational segregation and the gender
wage gap. Restrictions on certain jobs have been found to be correlated negatively with
female employment (Costa, Silva, and Vaz 2009; Ogloblin 1999, 2005; World Bank 2012;
Zveglich and Rodgers 2003). This indicator has four components that assess the following:

e Whether the law mandates equal remuneration for work of equal value.
“Remuneration” refers to the ordinary, basic, or minimum wage or salary and any
additional emoluments payable directly or indirectly, whether in cash or in kind, by the
employer to the worker and arising from the worker’s employment. “Work of equal
value” refers not only to the same or similar jobs but also to different jobs of the same
value. A score of 1 is assigned if employers are legally obliged to pay equal remunera-
tion to male and female employees who perform work of equal value in accordance
with these definitions. A score of 0 is assigned if the law limits the principle of equal
remuneration to equal work, the same work, similar work, or work of a similar nature.
A score of 0 is also assigned if the law limits the broad concept of “remuneration” to
only basic wages or salary.



e Whether a woman can work at night in the same way as a man. A score of 1 is
assigned if a woman who is not pregnant and not nursing can work at night in the
same way as a man. A score of 1 is also assigned when restrictions on women’s ability
to work at night do not apply to the food retail sector, women’s consent to work at
night is required, or an employer needs to comply with safety measures (such as pro-
viding transportation). A score of 0 is assigned if the law broadly prohibits a woman,
including one with children over the age of one, from working at night or limits the
hours that she can work at night. A score of O is also assigned if the law gives the
relevant authority the power to restrict or prohibit a woman’s ability to work at night,
regardless of the content of any decisions issued by that authority.

e Whether a woman can work in a job deemed dangerous in the same way as a man.
A score of 1 is assigned if no laws prohibit or restrict a woman who is not pregnant
and not nursing from working in a broad and subjective category of jobs deemed haz-
ardous, arduous, or morally inappropriate. A score of O is assigned if the law prohibits
or restricts a woman’s ability to work in jobs deemed hazardous, arduous, or morally
inappropriate. A score of O is also assigned if the relevant authority can determine
whether particular jobs are too hazardous, arduous, or morally inappropriate for a
woman but not for a man, regardless of the content of any decisions issued by that
authority.

e Whether a woman can work in an industrial job in the same way as a man. A score of
1 is assigned if a woman who is not pregnant and not nursing can work in the mining,
construction, manufacturing, energy, water, agriculture, and transportation industries
in the same way as a man. A score of 0 is assigned if the law prohibits a woman from
working in any of these industries. A score of 0 is also assigned if a woman’s employ-
ment in the relevant industries is restricted in any way, such as by prohibiting her from
working at night in “industrial undertakings” or by giving the relevant authority the
power to prohibit or restrict her ability to work in certain jobs or industries, regardless
of the content of any decisions issued by that authority.

g/ Marriage

The Marriage indicator measures legal constraints related to marriage and divorce. Legal
discrimination against women, including limits on their ability to be head of household,
has been found to be negatively correlated with labor force participation (Goldin and
Olivetti 2013; Gonzales et al. 2015). Unequal rights in marriage and divorce can also
have negative effects on women’s intrahousehold bargaining power and jeopardize
their financial security when a divorce is finalized (Voena 2015). This indicator has five
components that measure the following:

e Whether there is no legal provision that requires a married woman to obey her
husband. A score of 1 is assigned if there is no provision requiring a married woman
to obey her husband. A score of 0 is assigned if there is an explicit provision stating
that a married woman must obey her husband or if disobeying the husband has legal
ramifications for a married woman, such as loss of her right to maintenance.

e Whether a woman can be head of household in the same way as a man. A score of
1 is assigned if there are no restrictions on a woman being head of household or head
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of family. A score of O is assigned if the law designates the husband as head of house-
hold or stipulates that he leads the family. A score of 0 is also assigned if a male is
designated as the default family member who receives the family book or equivalent
document that is needed for accessing services. Gender differences under tax law are
not measured by this question.

e Whether there is legislation specifically addressing domestic violence. A score of 1
is assigned if there is legislation addressing domestic violence that includes criminal
sanctions or provides for protection orders for domestic violence. A score of O is
assigned if there is no legislation addressing domestic violence, if the domestic vio-
lence legislation does not provide for sanctions or protection orders, or if only a spe-
cific category of women or family member is protected. A score of O is also assigned
if there is only a provision that increases penalties for general crimes covered in the
criminal code if committed between spouses or within the family.

e Whether a woman can obtain a judgment of divorce in the same way as a man.
A score of 1 is assigned if the process to obtain a judgment of divorce is equal for a
woman and a man or provides additional protections for a woman, such as prohibiting
a husband from initiating divorce proceedings while his wife is pregnant. A score of
0 is assigned if there are procedural or evidentiary differences for a woman seeking
a judgment of divorce, if only a man can initiate divorce proceedings, or if divorce is
not legally allowed.

e Whether a woman has the same rights to remarry as a man. A score of 1 is assigned
if a woman and a man have equal rights to remarry. A score of O is assigned if the
law limits a woman’s right to remarry, such as by requiring a waiting period before
remarriage to which a man is not subject. A score of O is also assigned if divorce is not
legally allowed.

% Parenthood

The Parenthood indicator examines laws affecting women’s work during and after
pregnancy. Women are more likely to return to work if the law mandates maternity
leave (Berger and Waldfogel 2004). This indicator has five components that measure the
following:

* Whether paid leave of at least 14 weeks is available to mothers. A score of 1 is
assigned if mothers are legally entitled to at least 14 weeks (98 calendar days) of paid
leave for the birth of a child through maternity leave, parental leave, or a combination
of both. A score of 0 is assigned if the law does not establish paid leave for mothers
or if the length of paid leave is less than 14 weeks.

e Whether the government administers 100 percent of maternity leave benefits. A
score of 1 is assigned if leave benefits are fully administered by a government entity,
including compulsory social insurance schemes (such as social security), public funds,
government-mandated private insurance, or employer reimbursement of any mater-
nity leave benefits paid directly to an employee. A score of 0 is assigned if any of the
cost is shared by the employer. A score of O is also assigned if contributions or taxes
are mandated only for female employees, if the social insurance scheme that provides



maternity leave benefits is optional, or if no paid leave is available to expectant and
new mothers.

* Whether paid leave is available to fathers. A score of 1 is assigned if fathers are
legally entitled to at least one day of paid paternity leave for the birth of a child or
if the law reserves a portion of paid parental leave specifically for fathers—that is,
through “use-it-or-lose-it” policies or fathers’ quotas. A score of 1 is also assigned if
fathers are individually entitled to paid parental leave. A score of 0 is assigned if the
law does not guarantee fathers any paid paternity leave or other specific leave for the
birth of a child. A score of O is also assigned if allowances for the birth of a child must
be deducted from annual or sick leave.

e Whether there is paid parental leave. A score of 1 is assigned if parents are legally
entitled to some form of full-time paid parental leave, either shared between mother
and father (at least two weeks) or as an individual entitlement that each can take
regardless of the other (at least one week each). A score of 1 is also assigned if the
duration of paid maternity leave and paid paternity leave is the same. A score of O is
assigned if the law does not mandate any form of paid parental leave.

* Whether dismissal of pregnant workers is prohibited. A score of 1 is assigned if the
law explicitly prohibits the dismissal of pregnant women, if pregnancy cannot serve as
grounds for terminating a contract, or if dismissal of pregnant workers is considered
a form of unlawful termination, unfair dismissal, or wrongful discharge. A score of 0
is assigned if there are no provisions prohibiting the dismissal of pregnant workers or
if the law only prohibits the dismissal of pregnant workers during maternity leave, for
a limited period of the pregnancy, or when pregnancy results in illness or disability.

B
88 Entrepreneurship

The Entrepreneurship indicator measures constraints on women starting and running
a business. Having access to a bank account is strongly correlated with women’s labor
supply (Field et al. 2016; Ladd 1982). This indicator has four components that measure
the following:

e Whether the law prohibits discrimination in access to credit based on gender. A
score of 1 is assigned if the law prohibits discrimination by creditors based on sex
or gender or prescribes equal access for both men and women when conducting
financial transactions or entrepreneurial activities. A score of 1 is also assigned if the
law prohibits gender discrimination when accessing goods and services (and services
are defined to include financial services). A score of 0 is assigned if the law does not
prohibit such discrimination or if the law does not provide for effective remedies.

e Whether a woman can sign a contract in the same way as a man. A score of 1 is
assigned if a woman obtains full legal capacity upon reaching the age of majority
and there are no restrictions on her signing legally binding contracts. A score of 0 is
assigned if a woman has limited legal capacity to sign a contract or needs the signa-
ture, consent, or permission of her husband or guardian to do so.

e Whether a woman can register a business in the same way as a man. A score of 1 is
assigned if there are no restrictions on a woman registering a business. A score of O is
assigned if a woman has limited legal capacity, including situations in which she needs
her husband’s or guardian’s permission, signature, or consent to register a business.
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A score of O is also assigned if the registration process at any stage requires a woman
to provide additional information or documentation that is not required of a man.

Whether a woman can open a bank account in the same way as a man. A score of
1 is assigned if there are no restrictions on a woman opening a bank account. A score
of 0 is assigned if a woman has limited legal capacity or is required to provide any
additional permission or documentation that is not required of a man. A score of O is
also assigned if legal provisions limit the ability of a woman to open a bank account,
such as by stating that only a married woman who is separately employed from her
husband may open a bank account in her own name.

7N
Assets

The Assets indicator examines gender differences in property and inheritance law,
including instances in which legal systems are supported by customary law and judicial
precedent. Improving property and inheritance rights is positively associated with female
earnings and employment (Heath and Tan 2018; Peterman 2011) as well as women’s
access to housing and land (Gaddis, Lahoti, and Swaminathan 2020). This indicator has
five components that measure the following:

Whether men and women have equal ownership rights to immovable property.
A score of 1 is assigned if there are no restrictions on a woman’s legal capacity and
rights to immovable property. A score of 0 is assigned if a woman’s rights to own or
administer property are legally restricted. A score of O is also assigned if there are
gender differences in the legal treatment of spousal property, such as granting the
husband administrative control over marital property, or for cases in which customary
law (which often discriminates against women) is prevalent, if there is no statutory
law that recognizes equal property rights.

Whether sons and daughters have equal rights to inherit assets from their parents.
A score of 1 is assigned if sons and daughters have the same rights to inherit assets
from their parents. A score of 0 is assigned if there are gender-based differences in
the recognition of children as heirs to property.

Whether male and female surviving spouses have equal rights to inherit assets.
A score of 1 is assigned if surviving spouses of either gender with no living children
have the same inheritance rights. A score of 0 is assigned if there are gender-based
differences in the inheritance rights of surviving spouses.

Whether the law grants male and female spouses equal administrative authority
over assets during marriage. A score of 1 is assigned if spouses retain administrative
power over the assets each brought to the marriage or acquired during marriage
and their accrued value without the need for spousal consent. A score of 1 is also
assigned if spouses administer their separate property, but for major transactions,
such as selling or pledging the property as collateral, spousal consent is required or if
both spouses have equal rights in the administration and transaction of joint property.
A score of 0 is assigned if the husband has administrative rights over marital property,
including any separate property of the wife, or if the husband’s word prevails in case
of disagreement. A score of 0 is also assigned in cases in which customary law (which
often discriminates against women) is prevalent, if there is no statutory law that rec-
ognizes equal property administration.



* Whether the law provides for the valuation of nonmonetary contributions.
Nonmonetary contributions include caring for minor children, taking care of the family
home, or any other nonmonetized contribution from a stay-at-home spouse. A score
of 1 is assigned if there is an explicit legal recognition of such contributions and the
law provides for equal or equitable division of the property or the transfer of a lump
sum to the stay-at-home spouse based on nonmonetary contributions. A score of 1 is
also assigned if the default marital property regime is full community, partial com-
munity, or deferred community of property because these regimes implicitly recognize
nonmonetary contributions at the time of property division and benefit both spouses
regardless of who purchased property or holds title to it. A score of 0 is assigned if the
default marital property regime is not a form of community of property and there is
no explicit legal provision providing for equal or equitable division of property based
on nonmonetary contributions.

‘ﬁf Pension

The Pension indicator assesses laws affecting the size of a woman’s pension. Early
retirement can widen the potential gender gap in pension levels and increase women’s
risk of poverty in old age (Burn et al. 2020; Chton-Domiriczak 2017). This indicator has
four components that measure the following:

e Whether the age at which men and women can retire with full pension benefits is
the same. A score of 1 is assigned if the statutory age at which men and women can
retire and receive an irrevocable minimum old-age pension is the same. A score of
0 is assigned if there is a difference in the statutory age or if there is no mandatory
pension scheme implemented for private sector workers.

e Whether the age at which men and women can retire with partial pension benefits
is the same. Partial pension benefits refer to a reduced or proportional minimum
old-age pension payable to workers who did not accumulate enough work experience
or periods of contribution or have not reached the statutory age to qualify for a mini-
mum old-age pension. A score of 1 is assigned if the age at which men and women
can retire and receive partial pension benefits is the same or if the age at which men
and women can retire and receive partial benefits is not mandated. A score of O is
assigned if the age at which men and women can retire and receive partial pension
benefits is different or if there is no mandatory pension scheme implemented for
private sector workers.

e Whether the mandatory retirement age for men and women is the same. A score of
1 is assigned if the legally established age at which men and women must retire is the
same or if there is no mandatory retirement age. A score of 0 is assigned if the age at
which men and women must retire is different.

e Whether periods of absence from work due to childcare are accounted for in pen-
sion benefits. A score of 1 is assigned if pension contributions are paid or credited
during maternity or parental leave or the leave period is considered a qualifying
period of employment used for the purpose of calculating pension benefits. A score
of 1 is also assigned if there are mechanisms to compensate for any contribution
gaps and to ensure that the leave period does not reduce the assessment base or
pension amounts or if there are no mandatory contributory pension schemes, but
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there is a noncontributory universal social pension conditioned on noncontributory
requirements with no means test attached. A score of O is assigned if there are no
compensating pension arrangements for periods of childcare or if there is no manda-
tory contributory pension scheme for private sector workers and no noncontributory
universal social pension.

Reforms and data updates

Each year, Women, Business and the Law indicators capture changes in domestic laws
and regulations that affect women’s economic opportunities. Summaries of such changes
are listed in annex 1B, thereby acknowledging the legal reform efforts undertaken by
governments during the period reviewed. Any legislative or regulatory change that affects
the answer assigned to a given economy on any question under the eight indicators is
classified as a reform.

For questions that refer to legal rights, the change must be mandatory, meaning
that women can enforce their rights in court or sanctions can be leveled by a regulatory
body such as a central bank, employment tribunal, national human rights commission, or
other enforcement body, including the police. For questions that refer to benefits, such
as maternity, parental, or pension benefits, women must be able to obtain the benefit as
of the cutoff date. Policies, guidelines, model rules, principles, and recommendations are
excluded, as are ratified international conventions when they have not been incorporated
into domestic law. Reforms affecting the Women, Business and the Law indicators
include, but are not limited to, amendments to or the introduction of a new constitution,
labor law, family or personal status law, penal code, or administrative procedure.

Data for all economies are reviewed by local respondents and verified with the
corresponding basis by the Women, Business and the Law team annually. This review
can lead to corrections of data as a result of new information obtained, clarifications of
answers, or consistency checks. This year, for example, data for the Assets indicator were
adjusted to ensure consistent answers when customary law (which often discriminates
against women) is prevalent and there is no statutory law that recognizes equal property
rights. To provide a comparable time series for research, the data set is back-calculated
to adjust for any revisions in data due to corrections.

Governments can submit queries on the data and provide new information to the
Women, Business and the Law team. This year, the team received eight submissions from
governments. Together with the team’s response, the submissions are available on the
project website at https://wbl.worldbank.org.

Proposed methodological changes

The following changes in methodology are being considered for future studies:

e Marriage. Unequal bargaining power within the household puts married women at a
disadvantage compared with married men. The question of whether a woman is or is
not legally required to obey her husband currently captures only instances where the
letter of the law explicitly refers to obedience. This approach does not account for the
fact that the law may be silent with regard to the word “obedience” but may have
the effect of requiring a wife to obey her husband. For example, some laws establish



unequal power dynamics between husband and wife by stipulating that a woman
who abstains from marital relations with her husband may face legal ramifications.
Women, Business and the Law will therefore continue researching this issue and its
impact on women’s decision-making power within the household. This effort may lead
to a rephrasing of the question to include whether the law guarantees equal rights
and duties between spouses or grants equal decision-making powers to both spouses.

e Parenthood. Gender equality in the workplace is not possible without gender equal-
ity in the home. Although paternity and parental leave have the potential to redis-
tribute unpaid care work, emerging research shows that the design of leave policies
matters more for gender equality than simply their existence (Brandth and Kvande
2018; Frodermann, Wrohlich, and Zucc 2020; Marynissen et al. 2019; Patnaik 2014).
Women, Business and the Law is continuing to research and consult with experts on
establishing a meaningful threshold for both paid leave available to the father and
paid parental leave.

More detailed data on each economy included in this report appear on the project
website at https://wbl.worldbank.org. The team welcomes feedback on the methodology
and construction of this set of indicators and looks forward to improving their coverage
and scope. Comments can be offered by contacting the Women, Business and the Law
team at wbl@worldbank.org.
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appenDix e | ECcOnomy Data

Table B.1 captures legal differences between men and women on eight economy-level
indicators that comprise the Women, Business and the Law index.

TABLE B.1 ECONOMY-LEVEL INDICATOR DATA

M = @g@ WBL 2022

MOBILITY WORKPLACE PAY MARRIAGE PARENTHOOD EURSHIP ASSETS PENSION INDEX
Afghanistan 50 75 0 20 20 75 40 25 38.1
Albania 100 100 100 100 80 100 100 50 913
Algeria 75 75 50 60 60 75 40 25 57.5
Angola 100 100 50 100 60 100 100 25 794
Antigua and Barbuda 75 50 75 100 0 75 80 75 66.3
Argentina 100 75 50 100 60 75 100 75 794
Armenia 100 50 75 100 100 75 100 100 87.5
Australia 100 100 100 100 100 100 100 75 96.9
Austria 100 100 100 100 100 100 100 75 96.9
Azerbaijan 100 100 0 100 80 100 100 50 788
Bahamas, The 100 100 75 80 20 75 100 100 813
Bahrain 50 75 100 40 40 100 40 75 65.0
Bangladesh 100 50 25 60 20 75 40 25 494
Barbados 75 100 50 100 40 75 100 100 80.0
Belarus 100 50 50 100 80 75 100 50 756
Belgium 100 100 100 100 100 100 100 100 100.0
Belize 75 75 50 100 60 75 100 100 794
Benin 75 100 75 80 60 75 80 100 80.6
Bhutan 100 100 100 80 40 50 80 25 719
Bolivia 100 75 100 100 60 100 100 75 88.8
Bosnia and Herzegovina 100 100 50 100 80 100 100 50 85.0
Botswana 75 25 75 100 0 75 60 100 63.8
Brazil 100 100 75 100 80 75 100 50 85.0
Brunei Darussalam 50 25 75 40 0 75 60 100 53.1
Bulgaria 100 100 100 100 100 100 100 25 90.6
Burkina Faso 75 100 25 80 80 100 100 100 825
Burundi 100 100 100 60 40 75 60 75 763
Cabo Verde 100 100 75 100 40 100 100 75 86.3
Cambodia 100 100 75 80 20 100 100 75 813
Cameroon 50 75 25 40 80 50 60 100 60.0

(Table continues next page)
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TABLE B.1 ECONOMY-LEVEL INDICATOR DATA (continued)

FlERIlEIyI&|&Hl2lG]9
(“-V-m g_g S0 m WBL 2022
MOBILITY WORKPLACE PAY MARRIAGE PARENTHOOD | 'ENTREPRENEURSHIP: ASSETS PENSION INDEX
(Canada 100 100 100 100 100 100 100 100 100.0
Central African Republic 75 100 25 80 60 75 100 100 76.9
Chad 75 75 50 60 60 50 60 100 66.3
Chile 100 75 75 80 100 75 60 75 80.0
China 100 100 25 100 80 75 100 25 756
Colombia 100 100 50 100 100 75 100 50 84.4
Comoros 75 75 100 40 40 75 40 75 65.0
Congo, Dem. Rep. 100 100 50 40 80 100 60 100 7838
Congo, Rep. 50 25 25 40 20 75 60 100 494
Costa Rica 100 100 75 100 40 75 100 100 86.3
Cote d'Ivoire 100 100 50 60 80 75 100 100 83.1
Croatia 100 100 100 100 100 100 100 50 938
Cyprus 100 100 75 100 80 100 100 100 94.4
Czech Republic 100 100 100 100 100 100 100 50 93.8
Denmark 100 100 100 100 100 100 100 100 100.0
Djibouti 100 100 50 20 60 100 40 75 68.1
Dominica 75 25 50 100 0 75 100 75 62.5
Dominican Republic 100 100 75 80 60 100 100 75 86.3
Ecuador 100 100 100 100 40 75 100 100 89.4
Egypt, Arab Rep. 50 75 0 20 20 100 40 100 50.6
El Salvador 100 100 75 80 80 100 100 75 88.8
Equatorial Guinea 75 25 100 20 60 0 60 75 519
Eritrea 100 100 75 60 20 75 100 25 69.4
Estonia 100 100 100 80 100 100 100 100 975
Eswatini 100 25 50 40 20 0 60 75 463
Ethiopia 100 100 25 80 60 75 100 75 769
Fiji 100 100 50 100 60 75 100 75 825
Finland 100 100 100 100 80 100 100 100 975
France 100 100 100 100 100 100 100 100 100.0
Gabon 75 100 25 80 80 100 100 100 825
Gambia, The 100 50 75 60 60 75 60 75 69.4
Georgia 100 100 75 100 80 100 100 50 88.1
Germany 100 100 100 100 80 100 100 100 97.5
Ghana 100 100 50 100 20 75 80 75 75.0
Greece 100 100 100 100 100 100 100 100 100.0
Grenada 100 50 100 100 20 75 100 100 80.6
Guatemala 100 25 50 80 60 75 100 75 70.6
Guinea 100 100 50 60 20 100 60 100 738
Guinea-Bissau 75 25 0 60 20 25 60 75 42.5
Guyana 75 100 100 80 40 100 100 100 869
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TABLE B.1 ECONOMY-LEVEL INDICATOR DATA (continued)

Flalaly]s[&]alale
("'V'm %—% y @g@ WBL 2022
ECOI’IOITIY MOBILITY WORKPLACE PAY MARRIAGE PARENTHOOD NTREPRENEURSHIP ASSETS PENSION INDEX
Haiti 50 50 100 40 40 75 60 75 613
Honduras 100 100 50 80 20 100 100 50 75.0
Hong Kong SAR, China 100 100 75 100 60 100 100 100 91.9
Hungary 100 100 75 100 100 100 100 100 96.9
Iceland 100 100 100 100 100 100 100 100 100.0
India 100 100 25 100 40 75 80 75 744
Indonesia 100 50 75 40 40 75 60 75 64.4
Iran, Islamic Rep. 0 0 50 0 60 75 40 25 313
Iraq 25 100 50 0 20 75 40 50 450
Ireland 100 100 100 100 100 100 100 100 100.0
Israel 100 100 50 60 60 100 100 75 80.6
Italy 100 100 100 80 100 100 100 100 975
Jamaica 100 25 50 100 20 75 100 75 68.1
Japan 100 50 25 80 100 75 100 100 788
Jordan 25 0 75 20 40 100 40 75 469
Kazakhstan 100 50 25 100 80 75 100 25 69.4
Kenya 100 100 100 100 40 50 80 75 80.6
Kiribati 100 100 100 100 20 75 40 75 763
Korea, Rep. 100 100 25 100 80 75 100 100 85.0
Kosovo 100 100 100 100 60 100 100 75 919
Kuwait 50 50 0 40 0 75 40 25 35.0
Kyrgyz Republic 100 100 25 100 40 100 100 50 769
Lao PDR 100 100 75 100 80 100 100 50 88.1
Latvia 100 100 100 100 100 100 100 100 100.0
Lebanon 100 100 50 60 20 75 40 25 58.8
Lesotho 100 75 75 80 20 75 100 100 78.1
Liberia 100 100 100 100 20 75 80 75 813
Libya 75 50 75 20 40 75 40 25 50.0
Lithuania 100 100 100 100 100 100 100 50 938
Luxembourg 100 100 100 100 100 100 100 100 100.0
Madagascar 75 100 25 80 40 75 80 100 719
Malawi 50 100 100 100 20 75 100 75 775
Malaysia 50 50 50 40 0 75 60 75 50.0
Maldives 100 100 75 60 40 100 40 75 738
Mali 50 50 50 20 60 75 80 100 60.6
Malta 100 100 75 100 60 100 100 75 88.8
Marshall Islands 100 50 100 100 0 100 0 75 65.6
Mauritania 100 25 25 0 60 75 0 100 48.1
Mauritius 100 100 100 80 60 100 100 75 894
Mexico 100 100 75 100 60 100 100 75 888
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TABLE B.1

ECONOMY-LEVEL INDICATOR DATA (continued)

Flalaly|slal2lals
(“-V-m g_g S0 m WBL 2022
MOBILITY WORKPLACE PAY MARRIAGE PARENTHOOD | 'ENTREPRENEURSHIP: ASSETS PENSION INDEX
Micronesia, Fed. Sts. 100 25 75 100 0 75 40 75 61.3
Moldova 100 75 100 100 100 100 100 25 875
Mongolia 100 100 75 100 80 100 100 25 85.0
Montenegro 100 100 50 100 80 100 100 50 85.0
Morocco 100 100 50 60 80 100 40 75 756
Mozambique 100 100 50 100 60 100 100 50 825
Myanmar 75 25 50 80 60 75 80 25 58.8
Namibia 75 100 100 100 40 75 100 100 86.3
Nepal 75 100 100 100 40 75 80 75 80.6
Netherlands 100 100 100 100 80 100 100 100 975
New Zealand 100 100 100 100 80 100 100 100 97.5
Nicaragua 100 100 75 100 40 100 100 75 86.3
Niger 75 75 75 20 60 50 0 100 56.9
Nigeria 50 75 50 100 0 75 80 75 63.1
North Macedonia 100 100 50 100 80 100 100 50 85.0
Norway 100 100 100 100 100 75 100 100 96.9
Oman 25 75 25 20 0 75 40 50 388
Pakistan 75 100 50 60 20 50 40 50 55.6
Palau 100 25 75 100 0 75 0 75 56.3
Panama 100 100 50 80 80 75 100 50 79.4
Papua New Guinea 75 50 25 100 0 75 80 75 60.0
Paraguay 100 100 100 100 80 100 100 75 94.4
Peru 100 100 100 80 80 100 100 100 95.0
Philippines 75 100 100 60 60 100 60 75 7838
Poland 100 100 100 100 100 100 100 50 938
Portugal 100 100 100 100 100 100 100 100 100.0
Puerto Rico (US) 100 100 75 100 20 100 100 75 838
Qatar 25 0 50 20 0 75 40 25 294
Romania 100 100 100 100 100 100 100 25 90.6
Russian Federation 100 50 50 80 80 75 100 50 73.1
Rwanda 100 100 100 100 20 75 100 75 8338
Samoa 75 100 75 100 40 75 60 75 75.0
San Marino 100 50 75 80 60 75 100 100 80.0
Sao Tomé and Principe 100 100 75 80 60 75 100 75 83.1
Saudi Arabia 100 100 100 60 40 100 40 100 80.0
Senegal 75 100 25 60 60 75 40 100 66.9
Serbia 100 100 100 100 100 100 100 50 938
Seychelles 75 50 75 100 80 75 80 75 763
Sierra Leone 100 75 50 100 0 100 80 75 72.5
Singapore 100 75 75 100 60 75 100 75 825
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TABLE B.1 ECONOMY-LEVEL INDICATOR DATA (continued)

*lalaly|elale]a]s
m’\fm %—g y m@ WBL 2022
ECOI’IOITIY MOBILITY WORKPLACE PAY MARRIAGE PARENTHOOD NTREPRENEURSHIP ASSETS PENSION INDEX
Slovak Republic 100 100 75 100 80 100 100 25 85.0
Slovenia 100 100 75 100 100 100 100 100 96.9
Solomon Islands 75 25 25 100 0 75 80 75 56.9
Somalia 75 50 50 20 40 75 40 25 469
South Africa 100 100 100 100 80 100 100 25 88.1
South Sudan 100 100 100 80 40 75 20 25 67.5
Spain 100 100 100 100 100 100 100 100 100.0
Sri Lanka 100 75 25 100 20 75 80 50 65.6
St. Kitts and Nevis 100 25 50 100 40 75 80 100 713
St. Lucia 75 100 100 80 40 75 100 100 838
St. Vincent and the Grenadines 75 25 50 100 20 75 100 100 68.1
Sudan 0 0 0 0 20 75 40 100 294
Suriname 100 50 75 80 60 50 100 75 738
Sweden 100 100 100 100 100 100 100 100 100.0
Switzerland 100 100 100 100 80 75 100 50 88.1
Syrian Arab Republic 50 25 0 40 40 75 40 50 400
Taiwan, China 100 100 100 100 80 75 100 75 913
Tajikistan 100 50 50 100 80 100 100 50 788
Tanzania 100 100 100 80 60 75 60 75 813
Thailand 100 100 75 80 20 75 100 75 78.1
Timor-Leste 100 75 100 80 60 75 100 100 86.3
Togo 100 100 100 60 40 75 80 100 819
Tonga 100 25 75 100 0 75 20 75 58.8
Trinidad and Tobago 75 50 75 80 20 100 100 100 75.0
Tunisia 100 75 25 60 40 75 40 100 64.4
Turkey 100 100 75 80 80 75 100 50 825
Uganda 75 100 100 80 40 75 40 75 731
Ukraine 100 100 0 100 80 100 100 100 85.0
United Arab Emirates 100 100 100 60 60 100 40 100 82.5
United Kingdom 100 100 100 100 80 100 100 100 975
United States 100 100 75 100 80 100 100 75 913
Uruguay 100 100 75 80 80 75 100 100 88.8
Uzbekistan 100 50 25 80 60 100 100 50 70.6
Vanuatu 75 25 50 80 0 100 40 75 55.6
Venezuela, RB 100 100 75 100 80 75 100 50 85.0
Vietnam 100 100 100 100 80 100 100 0 85.0
West Bank and Gaza 25 25 0 20 0 75 40 25 26.3
Yemen, Rep. 25 25 25 0 0 75 40 25 269
Zambia 75 100 100 80 40 100 80 75 813
Zimbabwe 100 100 75 80 40 100 100 100 869

Source: Women, Business and the Law database.






APPENDIX C

Acknowledgments

Data collection and analysis for Women, Business and the Law 2022 were conducted by a
World Bank Group team led by Tea Trumbic (program manager, Women, Business and the
Law), under the general direction of Norman V. Loayza (director, Global Indicators Group,
Development Economics). Overall guidance for preparation of the report was provided by
Carmen Reinhart (senior vice president and chief economist, Development Economics) and Aart
Kraay (deputy chief economist and director of development policy, Development Economics).

Members of the core research team were Nelsy Affoum, Nisha Arekapudi, Julia Constanze
Braunmiller, Mila Cantar, Alexis Cheney, Claudia Lenny Corminales, Sheng Cui, Marie Dry,
Rebecca Ego, Marina Elefante, Mahmoud Elsaman, Nadine Elshokeiry, Emilia Galiano, Bill
Garthwaite, Aida Hammoud Watson, Marie Caitriona Hyland, Jessica Maeda Jeri, Viktoria
Khaitina, Jungwon Kim, Pedro Magarifio, Natalia Mazoni Silva Martins, Perrine Monnet, Olena
Mykhalchenko, Hannelore Niesten, Ankita Panda, Alena Sakhonchik, Isabel Santagostino
Recavarren, Katrin Schulz, Liang Shen, Nayantara Vohra, Siyi Wang, Lara Wanna, and Yasmin
Zand. The team was assisted by Consuelo Jurado Tan, Teena Abraham, Sanarya Al-Shalal,
Carolina Azcufia, Rebeca Benitez, Luis Martinez Garcia, Vera Jonsdéttir, Sabrina Khan,
Florentina Pruteanu, Alison Ryan-Mosley, and Qiuhan Shen.

Support for Women, Business and the Law is provided by the Bill & Melinda Gates
Foundation, the United States Agency for International Development, and the William and
Flora Hewlett Foundation.

The Women, Business and the Law 2022 outreach strategy is managed by Anugraha
Palan and supported by Mikael Reventar, Shane Romig, Mariana Lozzi Teixeira, Nina Vucenik,
and World Bank Group communications colleagues at headquarters and around the world.
Development and management of the Women, Business and the Law website and other
technical services are supported by Manasi Amalraj, Rajesh Ammassamveettil, Varun
Doiphode, Suman Gupta, Fengsheng Huang, Anna Maria Kojzar, Debora Manandhar, Akash
Pradhan, Shrikant Bhaskar Shinde, and Geoffrey Shott. Shuting Sun and Divyanshi Wadhwa
supported with data visualization.

The team is grateful for valuable comments provided by colleagues, both within and
outside the World Bank Group, and for guidance provided by the World Bank Group’s execu-
tive directors. Additional feedback on new areas of research was provided by the Education
and Governance Global Practices, the Justice Community of Practice, and the Development
Economics Global Indicators Group. The team would especially like to acknowledge the
guidance of Frances Mary Beaton-Day, Kathleen G. Beegle, Daniel L. Chen, Klaus Decker,
Amanda Devercelli, Caren Grown, Tazeen Hasan, Rudaba Zehra Nasir, Umar Serajuddin, and
Nicola Smithers.

This report was made possible by the generous contributions of more than 2,000 lawyers,
judges, academics, civil society representatives, and public officials from 190 economies.
Contact details for local experts wishing to be acknowledged are available on the Women,
Business and the Law website at https://wbl.worldbank.org. To preserve their anonymity, the
names of experts in Afghanistan have not been listed. Firms that have completed multiple
questionnaires from their various offices around the world are listed as global and regional
contributors.




WOMEN, BUSINESS AND THE LAW 2022

GLOBAL
CONTRIBUTORS

Advocates for International
Development (A4ID)

Allen & Overy

Anglo American plc group
Arias

Baker McKenzie

Dechert

Dentons

Freshfields Bruckhaus
Deringer

GRATA International

International Association of
Women Judges (IAWJ)

Kirkland & Ellis
Latham & Watkins
Linklaters

Musawah for Equality in the
Family

Norton Rose Fulbright
Shearman & Sterling
Tilleke & Gibbins

United Nations Development
Programme (UNDP)

UN Women
White & Case

ALBANIA

Mirela Argimandriti

Raimonda Bozo
Tirana Legal Aid Society (TLAS)

Ledja Burnazi Mitllari
University of New York Tirana

Romina Damini
International Organization for
Migration

Ada Guven
Beder University, Department
of Law

Dudi llias

Adriatik Lapaj
Lawyer

Suela Qogja
Lawyer

Erida Visogi
Prosecution Office of Viora

ALGERIA

Hani Aissoul Dja Yahia
Lawyer

Moussi Mohamed Amine
Lawyer

Sonia Benbouzid
Cabinet Tabet Avocats & Conseils

Yamina Kebir
Cabinet Kebir

Malika Remaoun

Amine Sator
Sator Law Office

Lamine Tabet
Cabinet Tabet Avocats & Conseils

ANGOLA

Inés Albuquerque e Castro
FCB Sociedade de Advogados

Afonso André
Dentons

Fatima Freitas
Fdtima Freitas & Associados,
Sociedade de Advogados

Igor Fortes Gabriel
FBL Advogados

Isabel Gavido
MG Advogados

Berta Grilo
FBL Advogados

Ana Patricia Jaco Ben’Oliel

José Kalusievo Nkosi
University Agostinho Neto

Edila Maria Melo Ribeiro
Lawyer

Carolina Miranda
Rede Mulher Angola

Yuma Munana
Adebanke Legal and Compliance
Consult

Alexandra Do Nascimento
Gongalves
MG Advogados

Catarina Neto Fernandes
Miranda & Associados, Sociedade
de Advogados, RL

Itweva Nogueira
Dentons

Gildo Reis
Sd Silva Law Firm

Fernanda Ricardo
Rede Mulher Angola

Leniza Sampaio

Sousa Saraiva da Silva
SSS-IP Legal Service

Renata Valenti
Lawyer

ANTIGUA AND BARBUDA

May Knight Law

Kathleen Bennett
Lake, Kentish & Bennett Inc.

Ronda Campbell
Women Against Rape Inc.

Luann M. De Costa

Koren Norton
KN Consulting

Alexandrina Wong
Women Against Rape Inc.

ARGENTINA

Ursula Basset

Pontificia Universidad Catdlica
Argentina, Universidad de Buenos
Aires

Mabel Bianco
La Fundacién para Estudio e
Investigacién de la Mujer (FEIM)

Mariana Brocca

Consejo Nacional de
Investigaciones Cientificas y
Técnicas (CONICET)

Agustina Cagnasso
Beccar Varela

Carina Marcela Castrilléon
Bullé Abogados



Claudia Susana Catalin
Gobierno de la
Provincia de Santa Fe

Graciela Beatriz De Oto
Suma Veritas

Cristina Devoto
Asociacion Argentina
de Etica y Compliance

Romina Flores
Instituto de la
Democracia y
Elecciones (IDEMOE)

Paola Forchiasin
Marval, O'Farrell &
Mairal

Consuelo Garcia
Consuelo Garcia Law
Firm

Diego Sebastian Kelly
Marval, O'Farrell &
Mairal

Mariano Raul Maranta
Bullé Abogados

Javiera Martinez Correa
Marval, O'Farrell &
Mairal

Soffa Maria Parra Sanfet
Lawyer

Agustina Perez
Lawyer

Maria Jimena Queirolo
HSBC Bank Argentina
SA

Tamara Quiroga
Cdmara Argentina de
Comercio y Servicios

Julieta Segura
Lawyer

Enrique Mariano Stile
Marval, O'Farrell &
Mairal

Silvana Florencia Yazbek
Instituto de la
Democracia y
Elecciones (IDEMOE)

Daniela Zaikoski
Lawyer

Francisco Zavalia
Beccar Varela

ARMENIA

Adelina Asatryan
ADWISE Business &
Legal Consulting

Anna Barikyan
Confederation of Trade
Unions of Armenia

Lilit Hakobyan
TK & Partners CJSC

Davit Hunanyan
AM Law Firm

Ara Khzmalyan
ADWISE Business &
Legal Consulting

Liana Manusajyan
Manusajyan Law Firm

Vanik Margaryan
AM Law Firm

Tamara Martirosyan
TK & Partners CJSC

Maro Matosian
Women's Support
Center

Monika Pirinyan
TK & Partners CJSC

Siranush Sahakyan
Path of Law

Gayane Virabyan
K & P Law Firm

AUSTRALIA

Kirkland & Ellis
International LLP

Alice Hoban
Anglo American

Beth McKenna
Clayton Utz

Andrew MclLeod
King & Wood Mallesons

Christy Miller
Clayton Utz

Eva Moore
Corrs Chambers
Westgarth

Stephen Page
Page Provan Pty.
Limited

Susan Pearson
Pearson Emerson

Angela Powditch
Stacey McAllan Legal

Heidi Roberts
Corrs Chambers
Westgarth

Ruth Rosedale
King & Wood Mallesons

Nina Valentine
Anglo American

Jane Wright
Work Dynamic Australia

Sarah Yigit
Pearson Emerson

AUSTRIA

Petra Cernochova
Lawyer

Birgitt Haller
Institute of Conflict
Research (IKF)

Hans Georg Laimer
Zeiler Floyd Zadkovich

Gert-Peter Reissner
University of Graz

Daniel Schwartz
White & Case LLP

Verena Vinzenz
University of Innsbruck

Lukas Wieser
Zeiler Floyd Zadkovich

AZERBAIJAN

Fidan Abdurrahimli
State Medical-Social
Expertise and
Rehabilitation Agency

Gulnaz Alasgarova
Lawyer

Sharaf Asgarova
Ekvita Tax and Legal
Services

Samir Hadjiyev
ALP Law Firm

Javid Hajiyev
Fina LLP

Gunel Ismayilbayli
Lawyer

Ummi Jalilova
GRATA International

Kamala Khalilova
Fina LLP

Gulzada
Mirzamammadova
AzerGold CJSC

Rovshana Rahimova
Lawyer

Nariman Ramazanov
Fina LLP

Shabnam
Sadigova-Huseynova
GRATA International

Nigar Sheykhova
ALP Law Firm

APPENDIX C: ACKNOWLEDGMENTS

Rimma Yamaltdinova
Fina LLP

BAHAMAS, THE

Justine A. Smith
McKinney Bancroft &
Hughes

Cheryl Bazard
Bazard & Co.

Vann P. Gaitor
Higgs & Johnson

Knijah Knowles
McKinney Bancroft &
Hughes

Nia Gabrielle Rolle
Higgs & Johnson

BAHRAIN

Yara Alahmadi
Lawyer

Amel Al Aseeri
Zeenat Al Mansoori &
Associates

Wadeea Albani
Albani Legal

Zeina Albuainain
Al Tamimi & Company

Zeenat Al Mansoori
Zeenat Al Mansoori &
Associates

Reem Al Rayes
Zeenat Al Mansoori &
Associates

Noor Al Taraif
Zu'bi & Partners
Attorneys & Legal
Consultants

Foutoun Hajjar
Al Tamimi & Company

Eman Omar

Zu'bi & Partners
Attorneys & Legal
Consultants

Fatema Sarhan
Al Tamimi & Company

BANGLADESH

Shajib Mahmood Alam
Bangladesh
Law Partners (BDLP)

Rawshon Ara Begum
Shariatpur Judge Court

Md. Khademul Islam
Choyon
Sattar & Co.

119



WOMEN, BUSINESS AND THE LAW 2022

Imran Jahan
Lawyer

Israt Jahan
Shariatpur Judge Court

Md. Noushad Parvez
Advocacy Legal

Md. Rafinur Rahman
Bangladesh
Law Partners (BDLP)

Badhan Roy
Roy & Associates

Chitro Shahabuddin

Mehnaz Siddiqui
Bangladesh Judicial
Service

Dhiman Singha Roy
Roy & Associates

BARBADOS

T’shara A. Sealy
Virtus Legal

Latoya McDowald
British High Commission

Michelle M. Russell
MR Law

Rommel St. Hill

Lex Romulus
International Chambers
and Consultancy

Heather Walker
Chancery Chambers

BELARUS

Irina Bagnich
Law Office Law Practice
and Family Mediation

Anastasia Bykowskaya
COBALT

Maksim Kovalionak
Globant

Katsiaryna Shmatsina
Belarusian Organization
of Working Women

Dzmitryj Shylau

Cierech, Neviadouski
and Partners Advocates
Bureau

Juri Slepitch
Arzinger Legal LLC

Alena Zhdanovich
Law Office Law Practice
and Family Mediation

BELGIUM

Freshfields Bruckhaus
Deringer

Kato Aerts
Lydian

Nikita Ash
White & Case LLP

Cécile Firket
Lawyer

Jan Hofkens
Lydian

Sylvie Lacombe
Tetra Law

Julie Malingreau
Tetra Law

Michaela Roegiers
Brussels Court of
Justice

Axel Schulz
White & Case LLP

Steve Sha
White & Case LLP

Catherine Van de
Heyning

University of Antwerp
Athina Van Melkebeke

Kirkland & Ellis
International LLP

Sophie Vissers
Lydian

BELIZE

Stevanni L. Duncan
Ferrera
SLD Law Office

Stacey Grinage
Attorney General’s
Ministry

Tania Moody
Barrow & Williams LLP

Kara Nisbet
Magali Marin Young
& Co.

Estevan Perera
Estevan Perera &
Company

Deshawn Torres
McKoy Torres

BENIN

Régis Lionel Aballo
L'Ecole Régionale
Supérieure de la
Magistrature (ERSUMA)

Agnila Rafikou Alabi
Lawyer

Albert Djidohokpin

Prisca Ogoubi Layo
Cabinet d’Avocats
Ogoubi Prisca

Evelyne Quenum

BHUTAN

Ugyen Dema
Drukdhen Legal
Consultancy

Kinley Gyeltshen
Office of the Attorney
General

Sonam Tobgay
Bank of Bhutan Ltd.

Karma Tshewang

BOLIVIA

René Claure Veizaga
Moreno Baldivieso

Solange Diez Bravo
Consorcio Juridico
Rivero Diez & Abogados
Asociados

Claudia Lépez
Monterrey

ESPCS Multidisciplinary
Consulting

Pamela Mufioz Alipaz
Moreno Baldivieso

Ménica Novillo
Coordinadora de la
Mujer

Planiol Rivero
Consorcio Juridico
Rivero Diez & Abogados
Asociados

Avir Rivero Diez
Consorcio Juridico
Rivero Diez & Abogados
Asociados

Abelardo Rivero Ribera
Consorcio Juridico
Rivero Diez & Abogados
Asociados

Sandra Salinas
C.R. & F. Rojas
Abogados

Juan Marcelo Zurita
Pabdn

Corporacion de
Abogados Bolivia

BOSNIA AND
HERZEGOVINA

Elmaja Bavcic
Organization of Security
and Co-operation in
Europe

Jasmin Cengic
ERC ZIPO d.o.o.
Sarajevo

Arijana
HadZiahmetovi¢-Softi¢
Mari¢ & Co. Law Firm

Amila Husic

Edin Ibrahimefendic
The Human Rights
Ombudsman of Bosnia
and Herzegovina

Mirela Mazulovic¢
Saji¢ o.d. Banja Luka

Vildana Muteveli¢
Lawyer

Stojana Petrovi¢
University of Banja
Luka

Dejan Pilipovic¢
University of Banja
Luka

Mehmed Spaho

Advokatska Kancelarija
Spaho

Robert Svraka
University of Banja
Luka

BOTSWANA

Nyaradzo Mupfuti
Minchin & Kelly

Keikantse Phele
Botswana Gender-Based
Violence Prevention and
Support Centre

Tshiamo Rantao
Rantao Attorneys

Wame Thanke
Thanke & Associates

BRAZIL

Barbosa Missnich
Aragdo (BMA)

Clarissa Amaral Silva
Freitas Branddo
Anglo American

Mariana Angioletti
Mariana Angioletti
Family Law Office

Josycler Arana
Universidade Federal
Fluminense

Camilla Arno Sant’Anna
Itad Private Bank

Gabriel Avila Fontoura
Bichara Advogados



Murilo Caldeira
Germiniani
Machado Meyer
Advogados

Leticia Calderaro Batista
Calderaro Advocacia

Julia Corréa Régo
Machado Meyer
Advogados

Ligia Maura Costa
Ligia Maura Costa
Advocacia

Moroni Costa
Bichara Advogado

Jorge Luiz de Carvalho
Dantas
Seara Alimentos Ltda

Ana Thais Dias Safe
Carneiro
Advocacia Safe
Carneiro

Jodo Pedro Eyler Pévoa
Bichara Advogados

Christiana Fontenelle
Bichara Advogados

Jorge Gonzaga
Matsumoto
Bichara Advogados

Thais Machado
Federal Regional Court
of 4th Region

Andrea Giamondo
Massei

Machado Meyer
Advogados

Ludmila Nogueira Murta
IFMG Campus Sabard

Mauricio Quadros
Soares

Quadros e Quadros
Sociedade de
Advogados

Marina Resende Silva

Janaina Telles Lima
Lawyer

BRUNEI
DARUSSALAM

Hasnah Hassan &
Associates

Siti Noor Hazimah binti
Haji Zainal
Department of

Labor, Ministry of
Home Affairs, Brunei
Darussalam

Hajah Norajimah Haji Aji
Department of

Labor, Ministry of
Home Affairs, Brunei
Darussalam

Veronica K. Rajakanu
VK Rajakanu &
Associates

Norkhatijah Zainal
Royal Brunei Police
Force

BULGARIA

Roza Dimova
Center of Women's
Studies and Policies

Katya Dinovska
WHG LAW-Sofia

Boris Georgiev
WHG LAW=-Sofia

Tatyana Kmetova
Center of Women's
Studies and Policies

Ivan Kochev
Kochev Law Office

Diliana Markova
Bulgarian Lawyers for
Human Rights

Youliana Naoumova
Djingov, Gouginski,
Kyutchukov & Velichkov

Bogdana Pachilova
Valid Point

Katerina Partenova
Dimov & Tashev
Law Firm

Elena Shopova
Djingov, Gouginski,
Kyutchukov & Velichkov

BURKINA FASO

Mamadou Dao
CAPSSR-BF

Eric Kossouho

Mariam Lamizana
Voix de Femmes (VdF)

Marie Jeanne Moyenga
Lawyer

Julie Rose Ouedraogo
Judge

Ousmane Ouedraogo
Le Partenariat de
Ouagadougou

Vininguesba Ouedraogo
Direction Régionale

de la Promotion de

la Femme du Centre
Ouest Koudougou

Abdoulaye Sedogo
Unité de Coordination
de la Formulation du
Second Compact du
Burkina (UCF-Burkina)

Awa Yanogo
CAPSSR-BF

Clarisse Zoungrana
Nadembega
Lawyer

BURUNDI

Djuma Ida
Rubeya & Co.
Advocates

Florence Kankindi
Rubeya & Co.
Advocates

Salvator Minani
Alpha Justice Chambers

Odile Nduwingoma
Fondation Stamm

Clément Retirakiza
Cabinet Segatwa
Fabien & Associés

Fabien Segatwa
Cabinet Segatwa
Fabien & Associés

Verena Marion Stamm
Fondation Stamm

CABO VERDE

llidio Cruz

llidio Cruz & Associados,
Sociedade de
Advogados RL

Roselma Evora
Lawyer

Vincenta Fernandes
Associagdo Cabo-
Verdiana de Luta
Contra a Violéncia
Baseada no Género

Carla Monteiro

Carla Monteiro &
Associados, Sociedade
de Advogados

Monica Rodrigues

Hernani Soares
HSSM Advogados

CAMBODIA

Menghok Bun
BNG Legal

APPENDIX C: ACKNOWLEDGMENTS

Rachana Bunn
Klahaan Organization

Bunthea Keo

Mouygech Kha
BNG Legal

Vongkhim Lay
BNG Legal

Sophearika Lek
BNG Legal

Tepliza Meas
Bun & Associates

Kuntheapini Saing
Bun & Associates

Soromnear Sin

Sinoun Sous
Bun & Associates

Dana Wallack
The Cambodian NGO
Committee on CEDAW

CAMEROON

Association pour les
Victimes du Monde

Angelina Atabong

Dimu Nana Metang
Davis
Lawyer

Aleine Djessi Ndine
Tribunal Criminel Spécial

Hyacinthe Fansi
Ngassam, Fansi &
Mouafo Avocats
Associés

Guy Emmanuel
Ngankam
Taxafrica

Dieudonné Takam
Cabinet Takam &
Associés

CANADA

Caroline Kim
Miller Thomson LLP

Reshma Kishnani
Mills & Mills LLP

Deepa Mattoo
Barbra Schlifer
Commemorative Clinic

Vicky M. Ringuette
Lawyer

Alison Southern
Richardson Hall LLP

121



WOMEN, BUSINESS AND THE LAW 2022

CENTRAL
AFRICAN
REPUBLIC

Aurolle Euphrasie
Donon

Bizon Ingénierie
Juridique

Baptiste Lushombo
American Bar
Association Central
African Republic

Marie Justine Mamba
Ibingu
UNFPA

Thierry Ngoualesso
American Bar
Association Central
African Republic

Rigo-Beyah Parse
Lawyer

Arlette Sombo-Dibele
Association des
Femmes Juristes de
Centrafrique (AFJC)

CHAD

Frédéric Dainonet
Jouhinet

Dainonet Consulting &
Partner

Cogito Fokalbo
SCP Padare

Lega Ibrahim Garandi
Cabinet d’Avocat Lega
Ibrahim

Bello Ibrahim

Fidele Koi-Tchem
Société Civile
Professionnelle Padare
Guy Emmanuel

Ngankam
Taxafrica

Beatrice Pagoui
Société Civile
Professionnelle Padare

Lois Sobdjolbo Kakalbo
CESAG

CHILE

Manuela Cross Pey
Carcelén, Desmadryl,
Guzmdn & Tapia

Héctor Garrido
Lizama Abogados

Juan Ignacio Ipinza
Mayor
Lawyer

Jimena Lizama

Lucia Planet Sepulveda
Lawyer

Gabriela Puente
Montero
Zufiiga Campos
Abogados

Patricia Macarena Silva
San Martin
Energia Llaima SpA

CHINA

Lijian Ji
Morrison & Foerster LLP

Dante Jiang
Linklaters Zhao Sheng

Fan Li

Freshfields Bruckhaus
Deringer

Sylvia Liu

Linklaters Zzhao Sheng

Lucy Lu
Morrison & Foerster LLP

Vincent (Xuekai) Qian
Dentons

Simonette Santos

Jinlan Sun
Kim & Chang

Lu Sun
Dentons

Jiashu Wang
Morrison & Foerster LLP

Dylan Wu
Linklaters Zhao Sheng

Xiaotong Wu
Guangdong Win Long
Law Firm

Xiaowei Yin
Morrison & Foerster LLP
Hui Zhang

Guangdong Win Long
Law Firm

Martin Zhou
Linklaters Zhao Sheng
COLOMBIA

Julieta Abello
Lawyer

Daniela Liévano
Baker McKenzie

Sofia Machado
Baker McKenzie

Adriana Martinez
Piedrahita
DG&A Abogados

Lina Mejia
Marfa José Pizarro

Congreso de la
Republica

Paula
Ramirez-Hernandez
Baker McKenzie

Henry Javier Rodriguez
Jiménez

Alexandra Silveira
Baker McKenzie

Maria Fernanda Torrijos
Escanddn Abogados

Nathaly Tovar
Lawyer

COMOROS

Aboubakar Abdou
Lawyer

Abdourahamane
Abidate
Shawiri Scoops

Sitty Attoumane
ONG-HIFADWI

Rahamatou Goulam
Badoro
ONG-HIFADWI

Omar lbrahim
Confédération des
Travailleuses et
Travailleurs des
Comores

Moufida Mohamed
Abdoulhalik
EFOICOM (Femmes
Entrepreneurs
Comoriennes)

Sittou Raghadat
Mohamed

Commission Nationale
des Droits de 'Homme
et des Libertés (CNDHL)

CONGO, DEM.
REP.

Aline Bahati Cibambo
Université Catholique
de Bukavu

Bobo Bolanshi
Yav & Associates

Emile Luketa Mukuna
University of
Lumbubashi

Melchior Lumbu
Shindano
Lawyer

Salvator Minani
Alpha Justice Chambers

Dunia Prince Zongwe
Walter Sisulu University

CONGO, REP.

Patrice Bazolo
PwC

Fernand Carle
Cabinet d’Avocats
Fernand Carle

Aicha Kalemie
ONG ANDA

Laetitia Nadine Loko
Lawyer

Franck Darnod Nguimbi
Mbenze

Cabinet d’Avocats
Claude Coelho

Issan Giska Ntsila
Cabinet d’Avocats
Ntsila

COSTA RICA

Alexandra Aguilar
Garcia
Lawyer

Rocio Amador Hasbun
Bufete Amador

Estefania Batalla
Arias

Marcia Campos Delgado
Lawyer

Carolina Flores Bedoya
Arias

Javier Antonio Guerrero
Deloitte

Marianne Pal-Hegedus
Ortega
LatamlLex Abogados

Maria del Rocio Quirds
Arroyo
AG Legal

Daniel Rodriguez Molina
ERP Lawyers

German Rojas
Arias

Graciela Soto
Deloitte

COTE D’IVOIRE

Frangoise Angeline
Delphine Assi
Kaudjhis-Offoumou
Cabinet
Kaudjhis-Offoumou



Agnes Doh
ONG ADPF

Yasmine Fofana
ONG AVIDE (Africa’s
Volunteers for
International
Development)

Claude-Andrée Groga
Chauveau & Associés

Moumouni Konaté
Konfirm-Advies

Yvonne Kouloufoua
Association des
Femmes Juristes de
Céte d’lvoire

Eric-Didier N'dri
ONG AVIDE (Africa’s
Volunteers for
International
Development)

Vehi Toure

ONG Génération
Femmes du Troisieme
Millénaire

Marguerite Yoli-Bi Koné
West Africa Network for
Peacebuilding

CROATIA

Kristina Bajsi¢ Bogovic¢
Horvat & Zebec & Bajsi¢
Bogovic

Marko Borsky
Marko Borsky Law
Office

Tijana Koki¢
Municipal Civil Court in
Zagreb

Karlo Novosel
Law Office Karlo
Novosel

Zdravka Sadzakov
B.a.B.e. (Be active, Be
emancipated)

Andrej Zmiki¢

Divjak, Topic,
Bahtijarevi¢ & Krka Law
Firm

CYPRUS

Venetia Argyropoulou
European University of
Cyprus

Aristotelis
Constantinides
University of Cyprus

Thuy Finch
White & Case LLP

Katerina Georgiadou
Bioland Energy Group
of Companies

Anna
Koukkides-Procopiou
Center for European and
International Affairs,
University of Nicosia

Mary Koutselini
University of Cyprus

Nicholas Ktenas
Elias Neocleous & Co.
LLC

Olga Lambrou-loannou
Mouaimis & Mouaimis
LLC

Tessa Leounakis
White & Case LLP

Michalis Mouaimis
Mouaimis & Mouaimis
LLC

Panayotis Mouaimis
Mouaimis & Mouaimis
LLC

Tim Power
White & Case LLP

CZECH REPUBLIC

Barbara Adamcova

Martin Kornel
Masaryk University

Milada Kurtosiova
Kocidn Solc Balastik

Radek Matous
Eversheds Sutherland,
advokdtni kanceldr,
S.r.0.

Michal Ptacek
Radousovd Ptdcek,
advokdtni kanceldar

Katerina Ronovska
Masaryk University

Vojtéch Steininger
Hartmanovd &
Steininger, advokdti

Alena Turonova
Radousovd Ptdcek,
advokdtni kanceldr

DENMARK

Elsebeth
Aaes-Jgrgensen
Norrbom Vinding

Ceecilie Martinus
Dalsgaard

Kromann Reumert Law
Firm

Tom Froberg
Magnusson Denmark
Advokatpartnerselskab

Marianne Granhg;j
Kromann Reumert Law
Firm

Hanne Hartoft

Aalborg University,
Department of Law

Majken Johansen
Advokat Majken
Johansen

Nikolaj Juhl Hansen
Magnusson Denmark
Advokatpartnerselskab

Ingrid Lund-Andersen
University of Copenhagen
Linda Nielsen

University of
Copenhagen

Tina Reissmann

Labora Legal

Mathilde Worch Jensen
University of
Copenhagen

DJIBOUTI

Mohamed Abayazid
Cabinet Avocats
Associés Djibouti
Abayazid &
Abdourahman

Hassan Mouhoumed
Abdoulkader
Cabinet d’Avocat
Abdoulkader Hassan

Emili Abdoussalam
AnalytlQ Consult

Berryl Asiago
AnalytlQ Consult
Maria Neva Curradi
Sofia Curradi
Cabinet Avocats
Associés Djibouti

Abayazid &
Abdourahman

Fatima Karroum
Lawyer

Fardoussa Mohamed

DOMINICA

Gloria Septra Augustus
Magistrates” Court,
Government of the
Commonwealth of
Dominica

APPENDIX C: ACKNOWLEDGMENTS

Jo-Anne Cuffy

Danielle Edwards
Lawyer

Nawana Shillingford
University of the West
Indies

DOMINICAN
REPUBLIC

José Manuel
Alburquerque Prieto
Ontier Albuquerque

Merielin AlImonte
Merielin Almonte
Estudio Legal

Isabel Andrickson
Pellerano & Herrera

Joan Carolina Arbaje
Bergés
Distrito Legal

Lidia Aybar
Distrito Legal

Pamela Benzan Arbaje
Guzmdn Ariza &
Asociados

Jonattan A. Boyero
Galdn

Caamafrio-De Herrera &
Boyero. Abogados
(CDHB)

Prinkin Jiménez
Ontier Albuquerque

Carolina Le6n
Pellerano & Herrera

Carol Matos De La Cruz
UNHCR Argentina

Joey Nufiez Aybar
Squire Patron Boggs
Pena Prieto Gamundi

Maria Jesus Pola
Lawyer

Gisselle Valera Florencio
Jimenez Pefia

Katherine Vallejo
Ontier Albuquerque

ECUADOR

Maria Fernanda Aguirre
Salamea

Nicole Altamirano
Barrera,
Andrade-Cevallos &
Abogados

123



WOMEN, BUSINESS AND THE LAW 2022

Mariuxi Daniela
Baquerizo Andrade
Lawyer

Maria Laura Barrera
Barrera,
Andrade-Cevallos &
Abogados

Maria Camila Carrillo
Gélvez
Gdlvez & Asociados

Diego José Jaramillo
Intriago

Jaramillo Davila
Abogados

Fabiadn Jaramillo Intriago
Jaramillo Dévila
Abogados

Diego Jaramillo Terédn
Jaramillo Dévila
Abogados

Valentina Paladines
Ramos

Jaramillo Dévila
Abogados

Gabriela Paredes
Goottman
Lawyer

Farith Simon

Cristina Valencia Araujo
Lawyer

EGYPT, ARAB REP.

Dalia Abdel Ghany
Sharkawy & Sarhan

Rana Abdelaty
Soliman, Hashish &
Partners

Mohamed Abdelgawad
ADSERO-Ragy Soliman &
Partners

Radwa Elsaman
Youssef & Partners Law
Firm

Adham Hashish
Alexandria University
Faculty of Law

Esraa Hashish
Alexandria University
Faculty of Law

Mohamed Hashish
Soliman, Hashish &
Partners

Tarek Hossam
Banque Misr

Alia Monieb
ADSERO-Ragy Soliman &
Partners

Farida Rezk
Soliman, Hashish &
Partners

Rawan Roshdy
ADSERO-Ragy Soliman &
Partners

Youssef Sallam
ADSERO-Ragy Soliman &
Partners

Sara Seody
Sharkawy & Sarhan

Essam Shayboub
Sharkawy & Sarhan

Karim A. Youssef
Youssef & Partners Law
Firm

Darah Zakaria
ADSERO-Ragy
Soliman & Partners

EL SALVADOR

Lilian Arias
Arias Law

Christian Bara Cousin
Bara Legal Corporation

Jessenia Consuelo
Martinez Coto

Ana Vicky Menendez
ASAPROSAR

Ernesto Morales
Corte Suprema de
Justicia de El Salvador

Kelly Beatriz Romero
Rodriguez
Nassar Abogados

Julio Vargas
Garcia & Boddn

EQUATORIAL
GUINEA

Javier Ifiiguez
Lechéne, Ifiguez &
Partners

Arsencio Ndong Ndong
Okiri
E&N Asociados

Estela Mercedes Nse
Mansogo

Permanent Mission of
Equatorial Guinea to
the United Nations

José Mariano Nsuga
Edjang Abogo
Ponsa Abogados &
Consultores

ERITREA

Suleiman Ahmedin
Natnael Fitsum Tekeste

Senay Kuflu
Ghebremeskel
SNS Group

Wegahta Fesehazion
Zere

Berhane Gila-Michael &
Associates

ESTONIA

Simone Eelmaa
University of Tartu

Merle Erikson
University of Tartu

Pirkko-Liis Harkmaa
Law Firm Sorainen

Karin Madisson
Law Firm Sorainen

Rando Maisvee
MOSS Legal

Anna Markina
University of Tartu

Meelis Pirn
The Barrister Law Firm

Denis Piskunov
Magnusson

Hanna-Elise Rahni
Law Firm Sorainen

ESWATINI

Jasmine Dlamini
Robinson Bertram Law
Firm

Nkosingivile Dlamini
Robinson Bertram Law
Firm

Nondumiso (Noni)
Hlophe

Global Shapers
Community: Mbabane
Hub

Vimbai Kapurura
Women Unlimited

Andreas M. Lukhele
Dunseith Attorneys

Olivia Lwabukuna
SOAS, University of
London

Mpendulo Masuku
Deputy Prime Minister’s
Office, Department

of Gender and Family
Issues

Simangele Mavundla
Women and Law in
Southern Africa (WLSA)

Nozipho Msibi
Business Eswatini

Gugu Nsibande
Ministry of Justice and
Constitutional Affairs

Gabsile Ntuli
Ministry of Justice and
Constitutional Affairs

Phumelele Zulu
Lawyer

ETHIOPIA

Dagnachew Tesfaye
Abetew

Dagnachew & Mahlet
Law Office (DMLO)

Rehim Baharu Elala
Ethiopian Human Rights
Commission

Hami Bogale
Dagnachew & Mahlet
Law Office (DMLO)

Abhilasha Joshi Kataria

Tadesse Kassa
Addis Ababa University

Luladay Berhanu
Mengistie

Mahlet Mesganaw Getu
Dagnachew & Mahlet
Law Office (DMLO)

Dunia Tegegn

FUI

Stephanie Dunn
Fiji Women's Crisis
Center

Pasepa Rosarine Lagi
Nawaikula Esq.

Seruwaia Nayacalevu
Shekinah Law

Armish Pal
AP Legal

Mele Rakai
Sherani & Co.

Samuel Ram
Samuel K. Ram

Susana Tuisawau
Pacific Foundation for
the Advancement of
Women (PACFAW)



FINLAND

Eekku Aromaa
The Feminist
Association Union

Duin Ghazi
Lawyer

Hanna-Mari Manninen
Dittmar & Indrenius
Attorneys Ltd.

Sanna Rautio
DLA Piper

FRANCE

Raphaél Beghi
Cabinet Claude Dumont
Beghi

Jérémie Blond
Cabinet Jérémie Blond

Anouk Clamens
White & Case LLP

Anais Defosse
Barreau de Seine Saint
Denis

Cornélie Durrleman
Barreau de Paris

Christine Forschbach
White & Case LLP

Chloé Froment
Austin Kelsen

Bastien Labeyrie
SCP Tuffal-Nerson
Douarre & Associés
(TNDA)

Amélie Rochais
Barreau de Paris

Véronique Tuffal-Nerson
SCP Tuffal-Nerson
Douarre & Associés
(TNDA)

Armelle Walters-Renaud
SCP Tuffal-Nerson
Douarre & Associés
(TNDA)

GABON

Claude Dumont Beghi
Cabinet Claude Dumont
Beghi

Raphaél Beghi
Cabinet Claude Dumont
Beghi

Obame Farel

Harold Leckat
Gabon Media Time

Delphine Lemboumba

Catherine Teya
Cabinet Cat Consulting

Solange Yenou
La Voix des Oublies

GAMBIA, THE

Sharon Ajakaiye
Judiciary of The Gambia

Ida Drameh
Ida D. Drameh &
Associates

Mohammad Edirissa
Faal
Lawyer

Oludayo Fagbemi
Institute for

Human Rights and
Development in Africa

Abibatou Jarra
Lawyer

Bede Okorie
University of The
Gambia

Fallu Sowe

Network Against
Gender Based Violence
(NGBV)

Ya Amie Touray
Stellar Consulting

GEORGIA

Nino Begalishvili

Ekaterine Getsadze
JMK Legal

Eto Gvritishvili
Georgia Fair Labor
Platform

Ana Mgebrishvili
Thilisi Court of Appeals

Ketevan Shubashvili
Office of Public
Defender of the
Republic of Georgia

Ketevan Vashakidze
The University of
Georgia (UG)

GERMANY

Julia Bruck
BUSE

Vannessa Buriticd
Mujer ES Madre

Nicole Janssen
Sidley Austin LLP

Jan Tibor Lelley

BUSE

Pany Markou
Freshfields Bruckhaus
Deringer

Xenia Pisarewski
Sidley Austin LLP
Heiko Recktenwald
Lawyer

Barbel Schmidt
Lawyer

Jurgen Streng
Mayer Brown
International LLP

Yuanyuan Yin
BUSE

GHANA

Lom Ahlijah
Rita Awittor

Mawuli Dake
Moremi Initiative for
Women's Leadership
in Africa

Hilary Gbedemah
The Law Institute

Abass Hamza
Sumaya Haruna

Nicole-Marie Poku
Sory@Law

Grace Sackey Ansah
Windels Marx Lane &
Mittendorf LLP

Nafisah Sumani

GREECE

Barbara Angelopoulou
Avramopoulos &
Partners Law Firm

Eleftheria Bagouraki
Avramopoulos &
Partners Law Firm

Chara
Chioni-Chotouman
National and
Kapodistrian University
of Athens

Konstantinos
Dimitropoulos
Dimitropoulos,
Karipidou & Associates

Sofia Emfietzoglou
lason Skouzos &
Partners

Efthimis Gatos
Norton Rose Fulbright

APPENDIX C: ACKNOWLEDGMENTS

Eirini Kikarea

University of Cambridge
Ourania Moraitou

lason Skouzos &
Partners

Dimitra
Papayiannopoulou
Norton Rose Fulbright

Dimitris Sofianopoulos
Norton Rose Fulbright

Kostas Spaidiotis
KPSY Law Firm

Eleni Theodoropoulou
Hogan Lovells

Matina Tsili
Sidma Steel Group of
Companies

Malamati Zachou

GRENADA

Henry, Henry & Bristol

Linda Dolland
Seon & Associates

Sheila Harris
Grant, Joseph & Co.

Rosana John
Dentons Delany

Donnika Maxwell
Grant, Joseph & Co.

Rae Thomas
Franco Chambers and
Company

Herricia L. Willis
H.L. Willis & Associates

GUATEMALA

Pedro Aragén
Aragén & Aragén

Eduardo Calderén

Ana Gabriela Contreras
Garcia
Lawyer

Liz Gordillo
Arias

Gabriela Rivera

Ana Elisa Samayoa
Guzman

GUINEA

Amara Bangoura
Cabinet d’Avocats
Amaraya

Youssouf Bangoura
Lawyer

125



126

WOMEN, BUSINESS AND THE LAW 2022

Fanta Camara

Ministry of Investments
and Public Private
Partnerships

Frederic Loua Foromo

Mohamed Lamine
Oularé

AJAD (Association des
Juristes en Action pour
le Droit)

Benjamin Zogbelemou
Les Mémes Droits pour
Tous

GUINEA-BISSAU

Fodé Abulai Mané
Instituto Nacional de
Estudos e Pesquisa

Jodo Pedro Campos
Camdes IP

Eduardo Jodo
Mancanha

Armando Mango
Lawyer

Ismael Mendes de
Medina
GB Legal, Miranda
Alliance

GUYANA

Liza Hanoman
Guyana Integrity
Commission

Sherrie Hewitt

Charles Ogle
Ministry of Social
Protection

Selwyn Pieters
Pieters Law Office

Kayreen Stephenson
Ministry of Legal
Affairs, Attorney
General’s Chambers

HAITI

Francoise Bouzi
Bonhomme
Cabinet Dantes P.
Colimon

Elisabeth Colimon
Woolley
Cabinet Danteés P,
Colimon

Marie F. Missly Gilles
Lawyer

Staina Renaldy
Emmanueli Joseph
Cabinet
Alexandre-Donatien

Elizabeth Mentor
Lafontant
Cabinet Lissade

Dilia Lemaire
Mouvement des
Femmes Haitiennes
pour I'Education et
le Développement
(MOUFHED)

Fabrice Amary Pompilus
Cabinet Vieux &
Associes

Martine Romain Mégie
Cabinet Dantés P.
Colimon

HONDURAS

Alessia Bonilla Rietti
Lawyer

Alma Coello
INAM

Thuy Finch
White & Case LLP

Shadia Garcia a Hilsaca
Banco Centroamericano
de Integracion
Econdémica (BCIE)

Carmen Haydeé Lépez
Flores

Women's Link
Worldwide

Jesus Humberto Medina
Alva
Central Law Honduras

Vanessa Oqueli de Riera
Garcia &
Boddn-Honduras

Mikaylie Page
White & Case LLP

Tim Power
White & Case LLP

Sandra Ramirez
Central Law Honduras

Rubén Antonio Rodezno
Sandoval
Honduras Lawyers

Concepcién Romero
Poder Judicial

Roberto Alejandro
Williams Cruz
EClIJA-Honduras

HONG KONG SAR,
CHINA

Chun Wing (Bryan)
Chan
Squire Patton Boggs

Nicholas Chan
Squire Patton Boggs

Nicole Chan
Linklaters

Peter Chang
Freshfields Bruckhaus
Deringer

Ting Cheung
Harvard Law School

Ying Kiu Chow
Linklaters

Cynthia Chung
Deacons

Georgia Dawson
Freshfields Bruckhaus
Deringer

Suzi Duncan
Linklaters

Nathalie Hobbs
Linklaters

Svetoslava Hughes
Linklaters

Eugénie Levy
Linklaters

Amanda Lo
Linklaters

Maggie Koong
Victoria Shanghai
Academy (VSA)

Sarah Martin
Linklaters LLP

Nirmala Rao
Consortium for
Research on Early
Childhood Development
and Education (CORE)

Anne Scully-Johnson
The Chinese University
of Hong Kong

Nga Kit Christy Tang

HUNGARY

Hédi Bozsonyik
Szecskay Attorneys at
Law

Judit Budai
Szecskay Attorneys at
Law

Edina Gyenes
Lawyer

Johanna Hermann
Szecskay Attorneys at
Law

Marton Kertész
Kinstellar Hungary

Mariann
Minké-Miskovics
Lawyer

Gabriella Ormai
CMS Cameron McKenna
Hungary

Kata Schadt
Dr. Schadt Kata
Ugyvédi Iroda

Flora Szalai
Kinstellar Hungary

Adrienn Tar
Szecskay Attorneys at
Law

Marianna Toth
Law Office of Marianna
Toth

Marton Led Zaccaria
University of Debrecen
Faculty of Law

ICELAND

Audur Tinna
Adalbjarnardéttir
Réttur — Adalsteinsson
and Partners

Bjarnveig Eiriksdottir
VIK Law Firm

Sigrdn Ingibjorg
Gisladéttir

Réttur — Adalsteinsson
and Partners

Steinunn
Gudbjartsdottir
Holm & Partners

Dilja Helgadottir
Van Bael & Bellis

Erna Leifsdottir
Logos Legal Services

David Sveinbjérnsson

INDIA

Kirkland & Ellis
International LLP

Amritananda
Chakravorty
Chakravorty, Samson
and Munoth

Kshitija Chile
Indialaw LLP

Miheer Dhondye
Indialaw LLP

Sneha Dubey
Indialaw LLP

Aanchal Kapoor
Lawyer



Rajas Kasbekar
CRK Legal

Soumyashree
Meesaraganda
Lawyer

Shiju P.V.
Indialaw LLP

Sweta Patel
Vrajlal Sapovadia
Radhika Saxena

Adrija Thakur
Lawyer

INDONESIA

Ginting & Reksodiputro

Beauty Erowati Siswojo
LBH-APIK Nusa
Tenggara Barat

Nursyahbani
Katjasungkana
Indonesian Legal Aid
Association for Women

Nurul Kodriati

Suharti Muklas
Lawyer

Elli Nur Hayati
Lawyer

Niken Prawesti
Griya Group

Daniel Dhanu Prayogo
Prayogo Advocaten
(DHP Lawyers)

Muhammad Saeroni

Kiki Setiawan
Kiki Setiawan and
Partners Law Office

Khotimun Sutanti
Indonesian Legal Aid
Association for Women

IRAN, ISLAMIC
REP.

Behrooz Akhlaghi
International Law
Office of Dr. Behrooz
Akhlaghi & Associates

Jean-Charles Albitre
Ferdowsi Legal

Newsha Ardalan
International Law
Office of Dr. Behrooz
Akhlaghi & Associates

Roza Einifar
International Law
Office of Dr. Behrooz
Akhlaghi & Associates

Sima Ghaffari
Ferdowsi Legal

Mojgan
Honarmandjavan

Anooshiravan Karimi
Ezatollah Karimi

Paul-Arthur Luzu
Ferdowsi Legal

Parya Maleknia
Lawyer

Mahnaz Mehrinfar
International Law Office
of Dr. Behrooz Akhlaghi &
Associates

Sarvenaz Mirzaei
Karimi & Associates
Law Firm

Elham Razavi
Razavi Law Firm

IRAQ

Ahmed Al-Janabi
Mena Associates
in Association with
Amereller

Ali Al-Musawi
Basrah Oil Company

Bushra Al-Obaidi

Maha Alsakban
Women's Human Rights
Center

Zeyad Saeed
Iragi Law Firm

IRELAND

Sarah Benson
Women's Aid

Roisin Aine Costello
Dublin City University

Sarah Faulkner
Arthur Cox

Sharon Pia Hickey
International IDEA

Roisin Liddy-Murphy
Conyers Dill & Pearman

Monica Mazzone
Women's Aid

Carol Widger
Dechert

ISRAEL

Pnina Broder Manor
Naschitz, Brandes,
Amir & Co.

Yehuda Buckwald
Lawyer

Yoram Fay
Dr. Yoram Fay Law
Office

Roxanne E. Formey

Abdelrahim Nashef
NAS & Co.

Moien Odeh
Odeh and Partners

Shahar Yarom
Naschitz, Brandes,
Amir & Co.

Michal Zohar Neistein
Naschitz, Brandes,
Amir & Co.

ITALY

Enrichetta Sandra Bellini
Fornera

Business and
Professional Women
International (BPWI)

Giulia Benvenuti
C&C Partners

Giuseppe Bulgarini
D’Elci

Watson Farley &
Williams

Luca Calabrese
Family Law Italy

Marco Calabrese
Family Law Italy

Giulia Conforto
Portolano Cavallo

Tabita Costantino
Portolano Cavallo

Stefano Cuomo
Family Law Italy

Riccardo Elia
Legalilavoro

Riccardo Fratini
Fratini D'’Amico

Andrea Gangemi
Portolano Cavallo

Giliola Langher
Business and
Professional Women
International (BPWI)

Valerio Letizia
Freshfields Bruckhaus
Deringer

Danielle Miklos
Antenone
AVRA Legal

APPENDIX C: ACKNOWLEDGMENTS

Bianca Maria Nuvolari
Duodo

Freshfields Bruckhaus
Deringer

Cristina Rapagna
Freshfields Bruckhaus
Deringer

Isotta Rossoni
Giorgio Vasi
AVRA Legal

JAMAICA

Deborah Dowding
Nunes, Scholefield,
Deleon & Co.

Brittney Elliott-Williams

Sherica Lindsay
University of the West
Indies

Ashleigh Mcanuff
Williams
Patterson Mair Hamilton

Sharon Neil Smith
Patterson Mair
Hamilton

Natasha Parkins
Caribbean Accreditation
Authority

Jodi-Ann Quarrie
Lawyer

JAPAN

Maria Abe
Vanguard Lawyers
Tokyo

Momoka Higano
Vanguard Lawyers
Tokyo

Kana Itabashi
Baker McKenzie

Eriko Kadota
Linklaters LLP

Satoshi Kazama
Baker McKenzie

Jean-Denis Marx
Baker McKenzie

Koto Nomura
Linklaters LLP

Hiromasa Ogawa
Kojima Law Offices

Junko Ohara
Freshfields Bruckhaus
Deringer

Kosuke Oie
Hiroo Park Law Firm

127



WOMEN, BUSINESS AND THE LAW 2022

Junya Okura
Baker McKenzie

Shiori Sato
Linklaters LLP

Yosuke Shimamura
Shimamura Law Office

Sayako Shiraki
Linklaters LLP

Lene Someno
Baker McKenzie

Mitsunari Taketani
Tagawa Law Office

Megumi Wada
The Law Office of
Takashi Takano

Nozomi Watanabe
Kojima Law Offices

Akiko Yamakawa
Vanguard Lawyers Tokyo

JORDAN

Mohammad Adaileh
Safwan Moubaydeen
Law Firm in association
with Dentons & Co.

Dalia Al Sharkawi
Aljazy & Co. Advocates &
Legal Consultants

Omar Aljazy
Aljazy & Co. Advocates &
Legal Consultants

Farah El Yacoubi
Allen & Overy

Samah Marmash
Arab Women's Legal
Network

Selina Mouasher
Arab Law Bureau

Sara Moubaydeen
Safwan Moubaydeen
Law Firm in association
with Dentons & Co.

Rawan Noubani
RN Law

Randa Qassos
Arab Women's
Organization of Jordan

Dia Zaiter

Safwan Moubaydeen
Law Firm in association
with Dentons & Co.

KAZAKHSTAN

White & Case LLP

Khadicha Abysheva
Legal Center for
Women's Initiatives
Sana Sezim

Alexandr Chumachenko
Aequitas Law Firm

Aisha Orazymbekova
Dentons

Madina Sagatova
GRATA International

Zaira Sarsenova
GRATA International

Victoria Simonova
Dentons

Artem Timoshenko
Unicase Law Firm

Zhanar Tokzhumanova
GRATA International

KENYA

Laura Chelangat
Michelle
DLA Piper

Kathambi Kinoti
Michi Kirimi
Dentons

Winnie Kungu
Munyao Muthama and
Kashindi Advocates

Allan Maleche
KELIN

Rukaya Mohammed
UN Women

Wairimu
Munyinyi-Wahome
Codalition on Violence
Against Women

Stella Murugi

Rosalia Musyoka
IKM Advocates

Prudence Mutiso
Dominic Mwale

Valentine Njogu
KELIN

Maureen Nyakinyua
DLA Piper

Lucy Nzioki
IKM Advocates

Christine Okeno
UN Women

vy Rachier
KELIN

Judy Thongori
Judy Thongori &
Company Advocates

Grace Wangechi
Kahuria
UN Women

KIRIBATI

UNFPA Pacific Sub
Regional Office

Kenneth Barden
Lawyer

Pauline Beiatau
Office of the Attorney
General

Kabweea Itintaake
Office of the Attorney
General

KOREA, REP.

White & Case LLP

Hyun Gyu Kang
Yulchon LLC

Jae Hee Kim
Kookmin University

Young Geon Kim
Yulchon LLC

Jieun Lee
Liberty Law Office

Hyunah Park
Yulchon LLC

Jai Eun Yoo
Yulchon LLC

KOSOVO

Kosovo Women's
Network

Genc Alimehmeti
University of Tirana

Rrona Berisha
Deutsche Gesellschaft
fur Internationale
Zusammenarbeit (GIZ)
Gmbh

Zana Govori
DT Global

Bardhyl Hasanpapaj

University of Prishtina,

Law Faculty

Adrian Islami
Lawyer

Vjosa Kika
Kika & Associates

Vjollca Krasniqi
University of Prishtina

Eneida Lajqi
NLB Banka

Bonita Salihu
Lawyer

Fisnik Salihu
Fisnik Salihu & Partners
LLC

Nita Shala
Ministry of Justice

Xhevdet Shala
KLG Law Firm

Furtuna Sheremeti

KUWAIT

ASAR - Al Ruwayeh &
Partners

Faisal Alfahad
Dr. Faisal Alfahad &
Partners

Mohammed Al Mutawa
Arsan Advocates &
Legal Consultants

Athra Alrefaai
Athra Alrefaie Legal
Group

Sarah Alsultan

Stephanie Hawes
Latham & Watkins

Sadie Hussain
Zain
Telecommunications

Derek McKinley
Latham & Watkins

Mohsin Shafi
Latham & Watkins

Amr Wageeh AlSayed
Kuwait Direct
Investment Promotion
Authority

KYRGYZ
REPUBLIC

Aicholpon Alieva
Kalikova & Associates

Elena Bit-Avragim
Veritas Law Agency

Chynara Esengeldieva
Lorenz LLC

Saara Kabaeva
Lorenz LLC

Lenara Mambetalieva
Elina Pak

Kalikova & Associates

LAO PDR

Sornpheth Douangdy
VDB Loi Co. Ltd.



Daodeuane Duangdara
VDB Loi Co. Ltd.

Steve Goddard
Mekong Legal

Tuchakorn Kitcharoen
Vertiv (Thailand) Co.,
Ltd.

Florence Lo
Mekong Legal

Jean Loi
VDB Loi Co. Ltd.

Vongphachanh
Onepaseuth

K&V Legal Counsel Sole
Co., Ltd.

Khamphaeng
Phochanthilath

K&V Legal Counsel Sole
Co., Ltd.

Anonglack Phongsavanh
VDB Loi Co. Ltd.

Saithong Rattana
Tilleke & Gibbins Lao
Co. Ltd.

Arbear Sydavong
VDB Loi Co. Ltd.

LATVIA

Martins Birgelis
Juris Dilba
MARTA Centre

Valerijs Ickevics
SIA ZAB V.ICKEVICS

Irina Kostina
Ellex Klavins

Jelena Kvjatkovska
ZAB Rode & Partneri

Vita Liberte
BDO Latvia

Ivo Maskalans
Cobalt

Ints Skaldis
Ellex Klavins

Alise Valdemare
BDO Latvia

LEBANON

Joelle Choueifati
Lawyer

Linda El Halabi
Allen & Overy

Melkar El Khoury
Central Research House

Joelle Khater
Etude Badri et Salim El
Meouchi

Gabrielle Machaalany
Lawyer

Ghassan Moghabghab
Moghabghab &
Associates Law Firm

Ghenwa Schinder
Lebanese Council to
Resist Violence Against
Women

Laura Schinder
Lebanese Council to
Resist Violence Against
Women

LESOTHO

Nthabiseng Letsie
Ministry of Labour and
Employment

Mamohale Matsoso
Ministry of Labour and
Employment

Mpho Matoka Molupe
Land Administration
Authority

Matseliso Mota
Land Administration
Authority

Poulo Nono
Lawyer

Nthoateng Russel
Ministry of Energy,
Meteorology and Water
Affairs

Mabokang Shobane
L & B Associates

Mateboho
Tohlang-Phafane
Webber Newdigate

LIBERIA

Ernree Bee-Neeplo
UNDP

Charlyne Brumskine
CMB Law Group

Rowland Cole
UNDP

Manakabay Donzo
National Elections
Commission

Cerue Konah Garlo
Carter Center

Lucia D.S. Gbala
Heritage Partners and
Associates Inc.

Selma S. Gibson
Lawyer

Jonah Kotee
Association of Liberia
Human Resource
Professionals

Joyce Woods
Woods & Associates
Law Firm

LIBYA

Aimen Almaloul
Lawyer

Fatma Araibi
Kashar & Associates

Mohamed Baara
Tumi Law Firm

Nisreen Eisay
Ministry of Economy

Baylasan Gudgud
Pragma

Essra Sherwi
Tumi Law Firm

LITHUANIA

Reda Bagusinskiené
Lawyer

Aurelija Daubaraité
Law Firm Sorainen

Ingrida Grabiené
Ellex Valiunas

Ramuné Jakstiené
Mykolas Romeris
University

Iveta Klimavicitté
Social Innovation Fund

Liudmila Mecajeva
Social Innovation Fund

Giedré Narbuté

Juliana Pavilovska
Law Firm Sorainen

Algirdas Peksys
Law Firm Sorainen

Izabelé Petrikaité
Law Firm Sorainen

Vilana Pilinkaité
Sotirovi¢
Lithuanian Social
Research Center

APPENDIX C: ACKNOWLEDGMENTS

LUXEMBOURG

Louis Berns
Arendt & Medernach SA

Audrey Bertolotti
Linklaters LLP

Annie Elfassi
Baker McKenzie

Louis-Eudes Giroux
Linklaters LLP

Anna Christina Gérgen
Linklaters LLP

Laura Mbo
Linklaters LLP

Albert Moro
Clifford Chance

Melinda Perera
Linklaters LLP

Sandra Rapp
Kleyr Grasso

Sabrina Salvador
Baker McKenzie

Sibel Yildirim
Baker McKenzie

MADAGASCAR

Volahasina
Andriamanalina

Raphaél Jakoba
Madagascar Conseil
International

Marianne Pavot
Maralex Legal

Arlette Rafanomadio
Cabinet d’Avocats

José Rajemison
HK-JURIFISC

Hoby Rakotoniary

Veroniaina
Ramananjohany
Catholic Relief Services

Faniry Rambelo
HK-JURIFISC

Lanto Fifaliana
Ratodimahavonjy

Lucie Ravaomanarivo
Cabinet d’Avocats

Hajaharimanana
Ravelojaona
UNFPA

Andry Razafimahefa
HK-JURIFISC

129



WOMEN, BUSINESS AND THE LAW 2022

MALAWI MALI
Masauko Chamkakala Daouda Ba
Malawi Legal Aid Vaughan Avocats
Bureau L

Hadji Diakite

Prosper Chaponda
Savjani & Co.

Felisah Mitambo
Tembenu, Masumbu &
Company

Alinikisa Mphongolo
Plan International
Malawi

Wongani Mvula
Malawi Energy
Regulatory Authority

Tadala Tembo
Hastings & Partners

Mayamiko S. Tembo Jnr
Mvalo & Company

MALAYSIA

Shazana Agha
Women's Aid
Organisation (WAO)

Donovan Cheah
Donovan & Ho

Kiran Dhaliwal
Y N Foo & Partners

Dominique Fernandes

Yet Ngo Foo
Y N Foo & Partners

Jamie Goh
Shearn Delamore & Co.

Rozana Isa
Sisters in Islam

Abinaya Mohan
Women's Aid
Organisation (WAO)

Muhendaran Suppiah
Muhendaran Sri

Dominic Gan Teck Long
Dominic Gan & Co.

Ren Chung Yu
Women's Aid
Organisation (WAO)

MALDIVES

Dhaanish M. Ameen
SHC Lawyers LLP

Ahmed Anwar
Hope for Women

Shadiya Ibrahim
UNFPA

Mamoudou Samassekou
Faculté de Droit Privé
de I'Université de
Sciences Juridiques et
Politiques de Bamako

Alhassane Soukouna
Vaughan Avocats

MALTA

Karl Briffa
GVZH Advocates

Christine Calleja
Mamo TCV Advocates

Lara Dimitrijevic
Women's Rights
Foundation

Ariana Falzon
GVZH Advocates

Charlene Gauci
Mifsud & Mifsud
Advocates

Renee Laiviera
National Commission
for the Promotion of
Equality

Julia Magri
Chetcuti Cauchi
Advocates

Krista Refalo
GVZH Advocates

MARSHALL
ISLANDS

Kenneth Barden
Lawyer

Rosalie Aten Konou
Lawyer

Pamela Rubon

MAURITANIA

Centre Maghrébin
d'Etudes Stratégiques

Mounina Abdellah
Binor & Associés

Mohamed Marouf
Bousbe

Haroune Mohammed
ELYedaly

Diego Gaspar de
Valenzuela Cueto
Hades Consulting

Tekber Oudeika
Tribunal du Travail,
Mauritanie

Mohamed Oumar Saleck
Cabinet d’Avocat M.O.S.

Aminetou (Emel)
Sidatne

Association
Mauritanienne pour la
Santé de la Mere et de
I'Enfant

MAURITIUS

Joshna Bhoobun
Lex Frontier

Shahila Deena Bhoyroo
The Law Office of Me.
Deena Bhoyroo

Akeelesh Caussy
Lex Frontier

Kalyanee Dayal Gopee
Lex Frontier

Ashveen Gopee
Lex Frontier

Sheren Govinden
Bibi Law Chambers

Pooja Luchmun-Maulloo
Venture Law

Vishni Nursimhulu
Lawyer

Béatrice Prele-Frundi
De Speville-Desvaux
Chambers

Bhomitrajeet
Ramlochund
Dentons

MEXICO

Jesus Alejandro Cortés
Adame
Cuatrecasas

Juan Carlos De la Vega
Santamarina y Steta SC

Fatima Gamboa
EQUIS Justicia para las
Mujeres

Jorge Garcia de Presno
Graham
Cuatrecasas

Lila Alejandra Gasca
Enriquez
Hogan Lovells

Luis Enrique Graham
Hogan Lovells

José Luis Gutiérrez
Roman

Asistencia Legal por
los Derechos Humanos
(ASILEGAL)

Blanca Esther Jimenez
Franco
Lawyer

Maria del Rosario
Lombera-Gonzalez
Baker McKenzie

Paulina Madero Sudrez
Transforma MyM

Virginie Martin-Onraet
Transforma MyM

Javiera Medina Reza
Baker McKenzie

Raquel Arely Ortiz
Garrido
Santamarina y Steta SC

Lourdes Rincén Maltos
Lawyer

Maria José Rios Hurtado
Lawyer

Dimna Mirelle Rodriguez
Garcia

Circulo Feminista de
Andlisis Juridico

Fernanda Serrano
Hogan Lovells

MICRONESIA,
FED. STS.

Monaliza
Abello-Apangelinan

David C. Angyal
Ramp & Mida Law Firm

Kenneth Barden
Lawyer

Genevieve Gruss
International
Organization for
Migration

MOLDOVA

Violeta Andriuta
Centrul de Drept al
Femeilor

Victor Baciu
American Chamber of
Commerce

Mariana Buruiana
Women's Law
Center-Moldova

Victoria Donu

Ana Furtuna



Mila Malairau
American Chamber of
Commerce

Vladimir Palamarciuc
Turcan Cazac

Elena Ratoi
Center for International
Private Enterprise (CIPE)

Tatiana Schitco
Lawyer

Vitali Sekeevski
Brodsky Uskov Looper
Reed & Partners

Alexandru Talmaci
Lawyer

Ruslan Uskov
Brodsky Uskov Looper
Reed & Partners

MONGOLIA

Nyamtseren Bataa
Snow Hill
Consultancy LLP

Nomuundari Batdorj
Melville Erdenedalai LLP

Agiimaa Batmunkh
Anand Advocates LLP

Amarjargal Davjayev

Saranzaya Gereltod
University of Sussex

Chris Melville
Melville Erdenedalai LLP

Khulan Munkhbaatar
Snow Hill
Consultancy LLP

Enkhtsetseg Nergui
Anand Advocates LLP

Tserennadmid Sambuu
Anand Advocates LLP

MONTENEGRO

Jelena Brajkovic¢
BDK Advokati

Stefan Djurovic
BDK Advokati

Aleksandra Gligorovic
Lawyer

Jovana Hajdukovic¢
Women's Safe House

Miodrag Jevti¢
Gecic Law

Mina Kuzminac
Gecic Law

Milica Popovic
CMS Cameron McKenna
Montenegro

Maja Radunovi¢
Karanovi¢ & Partners

Martina Vucelic

SOS Podgorica
Telephone for Women
and Children Victims of
Violence

Bojan Vujovic
AOD Vljovic-Vukadinovic¢

MOROCCO

Association
Démocratique des
Femmes du Maroc

Mohammed Bentalha
Doukkali
Université Cadi Ayyad

Sofia El Gharbi

Ali Lachgar Essahili
Ali Lachgar Essahili Law
Firm

Loubaba Mekouar
Lawyer

Adil Morsad
Morsad Law Firm

Ahmed Morsad
Morsad Law Firm

Elhabib Stati Zineddine
Faculté des

Sciences Juridiques,
Economiques et
Sociales de Marrakech,
Université Cadi Ayyad

MOZAMBIQUE

Ancha Abdala
Maputo International
School

Pascoal Bié
Universidade Eduardo
Mondlane

Joyce Arminda Cossa
Sal & Caldeira
Advogados Lda

Joana Dray
TPLA Law Firm

Leonilde Francisco
TPLA Law Firm

Gimina Mahumana
Sal & Caldeira
Advogados Lda

Celvicta Munguambe
Sal & Caldeira
Advogados Lda

Eunice Sepulveda
Munguambe Matete

Manuel Nhina

Taciana Pedo Lopes
Taciana Peéo Lopes &
Advogados Associados

Celio Pimentel

Diana Ramalho
Sal & Caldeira
Advogados Lda

César Vamos Ver
Sal & Caldeira
Advogados Lda

Edna Vanessa Alferes
TPLA Law Firm

MYANMAR

Mar Mar Aung
DFDL

William D. Greenlee Jr.
DFDL

Jean Loi
VDB Loi Co. Ltd.

Anna Makosa
VDB Loi Co. Ltd.

Mya Myintzu
DFDL

Mya Thitar Oo
VDB Loi Co. Ltd.

Nelson C. VL Cung

NAMIBIA

Cronjé & Co.
Razikua Kaviua

Alice Penoshisho
Makemba

Office of the
Government Attorney

Salatiel Shinedima
Women's Action for
Development (WAD)

Norman Tjombe
Tjombe-Elago
Incorporated

Jenny Vermeulen

NEPAL

Rishi Bhattarai
Milestone Law Firm

Arju Dahal
Artemis Law and Policy

Prabinda Joshee
Mountain Aliance Law
Firm

APPENDIX C: ACKNOWLEDGMENTS

Prakat Khati
Artemis Law and Policy

Hasina Lamichhane
Black Letter Chambers

Prakriti Malla
Suprabhat Law Firm

Sabitri Mishra
HDS-Nepal

Surendra Pokharel

Kalyan Pokhrel
F-Dimensional Legal
Services and Research
Centre Pvt. Ltd.

Khem Sedhai
Lawyer

Jenisha Upreti
Lawyer

NETHERLANDS

Tjerk Bijlsma
Dentons Europe LLP

Vincent Carvalho Mota
Freshfields Bruckhaus
Deringer

Adem Duldar
Stibbe

Maartje Govaert
Norton Rose Fulbright

Wendy Guns
Open Universiteit

Astrid Helstone
Stibbe

Babette Koning
Freshfields Bruckhaus
Deringer

Eugenie Nunes
Dentons Europe LLP

Marije Ozinga
Dentons Europe LLP
Sigrid Romijn

Dutch Advocaten

Aniek Schadd
Morrison & Foerster LLP

llse Spee
Freshfields Bruckhaus
Deringer

Thessa van Zoeren
KroeseWevers
Accountants en
Belastingadviseurs

NEW ZEALAND

Kirkland & Ellis
International LLP

131



WOMEN, BUSINESS AND THE LAW 2022

Penny Ehrhardt
Institute for Governance
and Policy Studies,
Victoria University of
Wellington

Phillipa Muir
Simpson Grierson

Dhilum Nightingale
Kate Sheppard
Chambers

Annie Marie Nkelame
Hadas Associates

Sabine O’Connor
Simpson Grierson

Amelia Retter
Dentons Kensington
Swan

Blair Shepherd
Three Crowns LLP

Hayden Wilson
Dentons Kensington
Swan

NICARAGUA

Bertha M. Arguello
Arias

Minerva Adriana Bellorin
Rodriguez
Aczalaw

Blanca Paola Buitrago
National Cheng Kung
University

Sergio Marquez Garcia
Moreno
White & Case LLP

Claraliz Oviedo Maglione
Alvarado y Asociados

Alonso Porras Diaz
Aczalaw

Danny Ramirez Ayérdiz

Adriana Rivera
White & Case LLP

Ana Teresa Rizo Bricefio
Arias

José Manuel Roman
Arias

Maria Mercedes Roman

Lalezka Del Carmen
Saballos Ocon
Arias

Carlos Eduardo Téllez
Paramo
Garcia & Boddn

Diogenes Emiliano
Velasquez Vela
Aczalaw

NIGER

Zaida Abdoul Aziz
Amadou
Université Laval

Ibrahim Alzouma Traore
SOS FEVVF

Boubacar Amadou
Lawyer

Mai Kassoum Daouami
Ouanou

Commission Nationale
d Eligibilité au Statut
des Réfugiés

Ibrahim Haby
CONGAFEN

David Ibro Adamou

Salamatou Issoufou
Kallam

Association des
Femmes Juristes du
Niger

Idrissa Tchernaka
Société Civile
Professionnelle
d'Avocats LBTI &
Partners

NIGERIA

Feyisikemi Adeagbo
Olajide Oyewole LLP

Stephanie Agbasi
Olagjide Oyewole LLP

Ifeamaka Anekwe
NYU School of Law

Brenda Anugwom

Peter Edokpayi
Udo, Udoma &
Belo-Osagie

Nkpoikana Meyen
Etukudo

Chidimma Iwunze
Olajide Oyewole LLP

Queen S. Kpakol
National Youth Service
Corps

Nadia Moma
Lloyds & Smith
Attorneys

Ndukwe Charles
Ndukwe

Lloyds & Smith
Attorneys

Iniobong Nkereuwem
Lawyer

Tobechi Nwokocha
Udo, Udoma &
Belo-Osagie

Chidi Obioha
C. A. & Associates

Ozofu Ogiemudia
Udo, Udoma &
Belo-Osagie

Anthony Okafor
A. Ejike Okafor &
Associates

Stella Okeke
S.A. Okeke & Co.

Anthonia Okolie
A.N. Duruzor Okolie &
Associates

Egoyibo Okoro
Worldline

QOyindamola
Olambiwonninu
Olajide Oyewole LLP

Francis Ololuo
Udo, Udoma &
Belo-Osagie

Tolulope L. Olugbon
Okorie & Okorie

Maryam Asabe Salami
Udo, Udoma &
Belo-Osagie

NORTH
MACEDONIA

Daniela Antonovska
Lawyer

Jasminka Frishchikj
Association for
Emancipation, Solidarity
and Equality of Women

Bojana Jovanovska
Helsinki Committee for
Human Rights of the
Republic of Macedonia

Ana Kashirska
Karanovi¢ & Partners

Emilija Kelesoska
Sholjakovska
Debarliev,

Dameski & Kelesoska
Attorneys-at-Law

Eleonora Mishevska
Debarliev,

Dameski & Kelesoska
Attorneys-at-Law

Martin Monevski
Monevski Law Firm

Vojdan Monevski
Monevski Law Firm

Zorica Nikolova
Helsinki Committee for
Human Rights of the
Republic of Macedonia

Veton Qoku
Karanovi¢ & Partners

Filip Zafirovski
Karanovi¢ & Partners

NORWAY

Kiran Aziz
International
Commission of Jurists

Sven Bjgrk
Arntzen de Besche

Gitte Marie Lundh
Bjurling

Aurlien Vordahl & Co.
Advokatfirma AS

Maiken Handberg
Arntzen de Besche

Alf Kare Knudsen
Bing Hodneland
advokatselskap DA

Ann Kathrin Nordbg
Dalan Advokatfirma DA

Daniel Schwartz
White & Case LLP

Jenny Marie Solgaard
Bing Hodneland
advokatselskap DA

OMAN

Sumaiya Al Balushi
Mohammed Al Rugaishi
Law Firm

Khalil Albusaidi
Supreme Court of Oman

Shadha Al Kharusi

Mohammad Saeed
ALsheyab
ALsheyab & Associates

Ahmed Al Yarubi
Lawyer

Fatma Al Zadjali
Al Tamimi & Company

Tariq Abdulaziz
Mohamed Sadiq
Muhanned Al-Amri
(Barristers & Legal
Advisors)

PAKISTAN

Iftikhar Ahmad
Centre for Labour
Research

Shahid Ali
Summit Legal Concerns

Erfaan Hussein Babak
The Awakening



Urmana Chaudhry
Universal College
Lahore

Awais Choudhry
Summit Legal Concerns

Khawaja Omer Ghias
Independent

Rohma Habib
Lawyer

Syed Akbar Hussain
SZH Law

Murtajiz Jafri
Sindh Law

Minahil Khan

Muhammad Igbal Khan
Igbal International Law
Services

Malik Muhammad Abdul
Basit Khatana
Khatana's Law
Chamber

Maimana Khattak

Anza Mahmood
ABS & Co.

Samar Masood
ABS & Co.

Natalia Najam
ABS & Co.

Mehreen Rizvi
Vellani & Vellani

Morial Shah
Institute of Business
Administration (IBA)
Karachi

Rukhsana Shama
Trust for Democratic
Education and
Accountability

Bilal Shaukat
RIAA Barker Gillette

Warda Tahir
RIAA Barker Gillette

Naz Toosy
Vellani & Vellani

Mehak Zaraq Bari
Justice Initiative

PALAU

Kenneth Barden
Lawyer

Rachel Dimitruk
Dimitruk Law Office

Lawrence Goddard
Pacific Development
Law Group

Chuck Greenfield
Micronesian Legal
Services Corporation

Ronald Ledgerwood
Micronesian Legal
Services Corporation

Charlotte Ruzzica - de
La Chaussée
Lawyer

PANAMA

Jeannette Bravo
LOVILL

Milagros Caballero
Morgan & Morgan

Nicole Goldoni
Dentons Munoz
Panama

Ana Teresa Guillén
Fundamorgan

Javier José Vallarino
Icaza, Gonzalez-Ruiz &
Aleman

Claudia Patricia Juarez
Galindo, Arias & Lopez

Edgardo Osorio
Fundamorgan

Mireya Peart

Red de Mujeres
Afrolatinoamericanas,
Afrocaribefias y de la
Didspora

Marina Pérez
Fundamorgan

Gisela Porras
Dentons Munoz
Panama

PAPUA NEW
GUINEA

Lydia Karre
Magisterial Services of
Papua New Guinea

Desmond Kipa
Wang Dee Lawyers

Sherrie Lee Williams
Ashurst LLP

Anthony William
Roden-Paru
O'Briens Lawyers

Lucy Sabo-Kelis
Sabos Lawyers

PARAGUAY

Angeles Alfieri
Ferrere Abogados

Andrea Maria Arriola
Ortega

Secretaria de Género
del Poder Judicial

Matias Chaves
Ferrere Abogados

Marysol Estigarribia
Ferrere Abogados

Natalia Maria
Gagliardone

Ysmael Reinerio Gaona
Villaba
Aprevim Paraguay

José Garcia de Zufiga
Ferrere Abogados

Maria del Rocio Penayo
Zarza

Melissa Rojas
Ferrere Abogados

Luz Melisa Vargas
Barreto
Ministerio de la Mujer

PERU

Universidad del Pacifico

Diego Abeo
Estudio Olaechea

José Balta
Rodrigo, Elias &
Medrano Abogados

Carlos Blancas
Bustamante

Estudio Carlos Blancas
Bustamante Abogados

Claudia Cermefio
Rodrigo, Elias &
Medrano Abogados

Johana Delgado
Estudio Olaechea

Victor Ferro
Estudio Rubio Leguia
Normand

Francisco Ibazeta

Fiorella Patricia Morey
Rotalde

Estudio Morey & Morey
Rotalde Abogados SAC

Pia Gabriela Olea Ubillas
Genderlab

Valeria Osorio
Estudio Miranda &
Amado

Lucianna Polar
Estudio Olaechea

Karina Surichaqui
Estudio Olaechea

APPENDIX C: ACKNOWLEDGMENTS

Sandra Tagle Garcia

Lidia Vilchez Garcés
Estudio Philippi
Prietocarrizosa Ferrero
DU & Uria

Alicia Eliana Zavala
Uzuliaga

Estudio Rubio Leguia
Normand

PHILIPPINES

Maya Abdullah
SALIGAN

Kathrine Celine Castro
MOSVELDTT Law
Offices

Johanna Celine Mari
Chan

Angara Abello
Concepcion Regala &
Cruz Law Offices

Kenneth Chua
Quisumbing Torres,
Member Firm of Baker
McKenzie

Leslie Dy
SyCip Salazar
Hernandez & Gatmaitan

Keisha Trina Guangko
MOSVELDTT Law
Offices

Marie Hazel E. Lavitoria
SALIGAN

Joy Anne C.
Leong-Pambid
Angara Abello
Concepcion Regala &
Cruz Law Offices

Gilyen Ezra Marie Li
Angara Abello
Concepcion Regala &
Cruz Law Offices

Maria Veronica Manalo
Quisumbing Torres,
Member Firm of Baker
McKenzie

Alfredo B. Molo Ill
MOSVELDTT Law Offices

Nina Patricia Sison
Arroyo

Ateneo de Manila
University School of
Law

Amparita Sta. Maria
Ateneo de Manila
University School of
Law

Margarette Villanueva
SALIGAN

133



WOMEN, BUSINESS AND THE LAW 2022

POLAND

PUERTO RICO (US)

White & Case LLP

Katarzyna Harna
BNT Neupert
Zamorska & Partnerzy

Monika Kamirnska

Agata Kleczkowska
Polish Academy of
Sciences

Agnieszka
Lechman-Filipiak
DLA Piper

Marcin Menkes
Queritius

Izabela Olejarz
DLA Piper

Grzegorz Piliszek
Alfa Legal

Aleksander Szostak

Anna Wysocka-Bar
Jagiellonian University

PORTUGAL

Teresa Anjinho
Provedor de Justica

Telma Carvalho
Cuatrecasas, Gongalves
Pereira & Associados

Maria da Gléria Leitéo
Cuatrecasas, Gongalves
Pereira & Associados

Catarina de Oliveira
Carvalho

Universidade Catolica
Portuguesa, Faculdade
de Direito, Porto

Claudia dos Santos Silva
Cuatrecasas, Gongalves
Pereira & Associados

Elisabete Ferreira
Universidade Catolica
Portuguesa, Faculdade
de Direito, Porto

Rita Lobo Xavier

Stéfanie Luz
Caiado Guerreiro,
Sociedade de
Advogados, SP, RL

Tania Pinheiro
Caiado Guerreiro,
Sociedade de
Advogados, SP, RL

Catarina Silva
Caiado Guerreiro,
Sociedade de
Advogados, SP, RL

Maricarmen Almodovar
Almodovar-Diaz Law
Office

Sylmarie Arizmendi
Reichard Escalera

Piero de Mattia
White & Case LLP

Reinaldo L.
Figueroa-Matos
McConnell Valdes LLC

Carolene Fontanet
Smith

Katherine Gonzalez
Valentin
Ferraiuoli LLC

Christian O. Rios Vallejo

John Sanders
White & Case LLP

Danishia
Santiago-Figueroa
Lawyer

QATAR

The Law Clinic at Qatar
University College of
Law

Hamzeh M. Abdelhady
Al-Khalifa Law Firm

Ahmed Al-Mushiri
Ahmed Mohamednoor
Al Mushiri Law Office

Muhammad Ameen
Hashim
Al Sulaiti Law Firm

Kirk Durrant
DWF Law

Rana Elbashir
Sultan Al-Abdulla &
Partners

Linda El Halabi
Allen & Overy

Mohamed Fouad
Sultan Al-Abdulla &
Partners

Stephanie Hawes
Latham & Watkins

Maha Lawson
Simmons & Simmons
Middle East LLP

Manal Sawma Abou
Rjeily

Petits Pas - Childcare
Center

Mohammad Manauar

Carmen Marquez
Luzardo
DWF Law

Mohamed Y. Mattar

Derek McKinley
Latham & Watkins

Muhammad Nadah
Ahmed Mohamednoor
Al Mushiri Law Office

Omar Qouteshat
Sultan Al-Abdulla &
Partners

Mohsin Shafi
Latham & Watkins

Andrew Wingdfield
Simmons & Simmons
Middle East LLP

ROMANIA

Diana Andrei
Cerha Hempel

lleana Glodeanu
Wolf Theiss

Mircea Milos
Covasna County Police
Inspectorate

Mirela Nathanzon
Cerha Hempel

Vlad Neacsu

Popovici Nitu Stoica &
Asociatii

Simona Voicescu
Necuvinte Association

RUSSIAN
FEDERATION

Maria Alterman
DLA Piper

Ekaterina Azyukina
Freshfields Bruckhaus
Deringer

Maryana Batalova
Dechert LLP

Gleb Bazurin
VK Partners

Elizaveta Blaschuk
Freshfields Bruckhaus
Deringer

Elena Bogodukhova
VK Partners

Olga Chislova
Freshfields Bruckhaus
Deringer

Pavel Dunaev
Dechert LLP

Vadim Konyushkevich
VK Partners

Evgenia Korotkova
Dechert LLP

Elena Kukushkina
Baker McKenzie

Maria Putilina
VK Partners

Maria Samoylova
Freshfields Bruckhaus
Deringer

Tatiana Shlenchakova
Dechert LLP

Rostislav Strigalev
DLA Piper

Yulianna Vertinskaya
GE Renewable, Russia
and CIS

Maria Vinokurova
DLA Piper

Darya Zavatskaya
Baker McKenzie

RWANDA

Pamela Abbott
University of Aberdeen

Donatha Gihana
Lawyer

Désiré Kamanzi
ENSafrica Rwanda

Andrews Kananga
The Legal Aid Forum

Julien Kavaruganda
K-Solutions and
Partners

Susan Kayisanabo
ENSafrica Rwanda

Penelope Kwarikunda
Lawyer

Olivier Muhizi
AHRN (Africa Human
Rights Network)

Marie Louise
Mukashema
The Legal Aid Forum

Nadine Mumporeze

Mary Musoni
The Legal Aid Forum

Gratien Ngarukiye
ENSafrica Rwanda

Gervis Tumusifu
Nizeyimana
Attorneys House



Isimbi Roberte
Fate Consulting

Marie Francoise
Umutoni
Lawyer

Emma Carine Uwantege
UN Women

SAMOA
CCK Trading Limited

International Labour
Organization

Samoa Victim Support
Group

Ruby Drake
Drake & Co.

Tima Leavai
Leavai Law

Albert Meredith
Ministry of Commerce,
Industry and Labour

Roger Morin
Ministry of Commerce,
Industry and Labour

loane Okesene
Ministry of Commerce,
Industry and Labour
Yonita Tuia-Tauiliili
Leavai Law

SAN MARINO

Confederazione
Sammarinese del
Lavoro

Luciano Angelini
Universita di Urbino

Irene Avaldi
Studio Legale Taurini e
Hazan

Alessandro Bugli
Studio Legale Taurini e
Hazan

Michele Chiaruzzi
Research Centre for
International Relations
at the University of San
Marino

Elena D’Amelio
UNIRSM

Gloria Giardi

Marialaura Marinozzi
Studio Legale Marinozzi

Marilisa Mazza
Studio Mazza

Emanuela Montanari
Banca Agricola
Commerciale (BAC)

William Vagnini
National Association of
San Marino Industry

Enrica Zenato
Studio Legale Avv.
Enrica Zenato

SAO TOME AND
PRINCIPE

Marina Costa Cabral
VdA (Vieira de
Almeida & Associados)

Filipa Gongalves
Miranda & Associados,
Sociedade de
Advogados, R.L.

Jodo Leite

Miranda & Associados,
Sociedade de
Advogados, R.L.

Lucas Lima

Helena Manoel Viana
VdA (Vieira de
Almeida & Associados)

Jessica Neves
SOS Mulher

Virna Neves
VdA (Vieira de
Almeida & Associados)

Catarina Veiga Ribeiro
Miranda & Associados,
Sociedade de
Advogados, R.L.

SAUDI ARABIA

Abeer Al Othman
Freshfields Bruckhaus
Deringer

Ebaa Al Rubeh

Saudi Alarifi
Law Office of Salman
Al-Sudairi

Mohammed Alghunaim
Law Office of Salman
Al-Sudairi

Abdullah Alsaeed
Law Office of Salman
Al-Sudairi

Yusra Alshangityi

Azzam Khouj
Law Office of Azzam
Faisal Khouj

Raghib Masrur
Freshfields Bruckhaus
Deringer

Derek McKinley
Latham & Watkins

Fadi Obaidat
Law Office of Azzam
Faisal Khouj

Mohsin Shafi
Latham & Watkins

Sami Tannous
Freshfields Bruckhaus
Deringer

Ghazal Yamani
Law Office of Azzam
Faisal Khouj

Fatmah Zahran
AlMaghthawi &
Partners

SENEGAL

Cheikh Ba
Lawyer

Khady Carvalho
Sojufisc

Mactar Diassi
Etude Maftre Mactar
Dassi

Ibrahima Dieng
AlphaDev

Alioune Dione
AFreeMAction

Maname Fall
Sojufisc

Zeinab Kane
Association des Juristes
Sénégalaises

Malick Ndour
Lawyer

SERBIA

Mirjana Antic
Lawyer

Natasa Cimbaljevi¢
NC Legal

Marija Jovanovic
Law Office of Marija N.
Jovanovic

Ana Popovic¢
Zivkovi¢ Samardzi¢ Law
Office

Aleksandra Risti¢
Law Office Milosevic¢

SEYCHELLES

Marie-Josée Bonne

Natasha Burian
Judiciary of Seychelles

APPENDIX C: ACKNOWLEDGMENTS

Emily Gonthier

Larah Michaud
Lawyer

SIERRA LEONE

Amy A. Betts-Priddy
GPK Legal

Soo Choi
White & Case LLP

Kelly Choo
White & Case LLP

Thuy Finch
White & Case LLP

Francis Kaifala
University of Sierra
Leone

Victor Moinina
Pro-Idealist Limited

Melron Nicol-Wilson
Nicol Wilson and Co.
Malaika Chambers

Tim Power
White & Case LLP

Charles Vandi
Ministry of Gender and
Children’s Affairs

SINGAPORE

Therese Ang
Dechert LLP

Esther Blankendaal
Anglo American

Siew Kam Boon
Dechert LLP

Wilson Foo Yu Kang
Trident Law
Corporation

Timothy Goh
Dechert LLP

Pooja Kapadia
Anglo American
Tanaya Kinjacdekar

Trident Law
Corporation

Michael Low
Crossbows LLP

Goh Mun Shuen
Dechert LLP

Bernice Tan
Rajah & Tann Asia LLP

Veltrice Tan
Rajah & Tann Asia LLP

Shuxian Wang
Anglo American

135



136

WOMEN, BUSINESS AND THE LAW 2022

Francis Xavier
Rajah & Tann Asia LLP

Kate Young
Anglo American

SLOVAK
REPUBLIC

CMS Reich-Rohrwig
Hainz s.r.o.

Jana Bugarova
Zahradnikovd SK s.r.o.

Miroslava Dobrotkova
Zahradnikovd SK s.r.o.

Stanislav Durica
Squire Patton Boggs

Klaudia Jezikova
Squire Patton Boggs

Daniela JeZova
Lawyer

Zuzana Ocenasova
Coordination and
Methodological
Centre for Prevention
of Violence against
Women

Viera Petrasova
Lawyer

Igor Svaby
Bartosik Svdby s.r.o.

Richard Svocék
Squire Patton Boggs

Jana Trangelova
HKV Law Firm

Jarmila Zahradnikova
Zahradnikovd SK s.r.o.

SLOVENIA

Fatur Menard Law Firm

Sara Ahlin Doljak
Lawyer

Tajda Logar
Association for
Non-Violent
Communication

Luka Misi¢
University of Ljubljana,
Faculty of Law

Ana Ostir
Law Office Jadek &
Pensa

Iris Pensa
Law Office Jadek &
Pensa

PrimoZ Rataj
University of Ljubljana,
Faculty of Law

Darja Sencur Pecek
University of Maribor,
Faculty of Law

Bostjan Spec
Odvetniska druzba
Spec o.p. d.o.o.

Grega Strban
University of Ljubljana,
Faculty of Law

SOLOMON
ISLANDS

Ministry of Women,
Youths, Children and
Family Affairs

UNFPA Pacific Sub
Regional Office

White & Case LLP
Augustine Aulunga

National Judiciary of
Solomon Islands

Jennifer Radford
Legal and Safeguards
Consultant

SOMALIA

Nura Abdi
SWDC

Wilo Abdulle

Ministry of Women

and Human Rights
Development

Zahra Mohamed Ahmed
Lawyer

Asli Ismail Duale
Women Education &
Voicing Entrepreneurship

Habiba Jumale

Abdikarim Hassan
Mohamed

SOUTH AFRICA

Rekha Ajoodha
Norton Rose Fulbright
LLP

Samantha Anderson
Anglo American

Rebecca Daniels
Norton Rose Fulbright
LLP

Chantelle de Sousa
Chantelle de Sousa
Attorneys

Fiona Edmunson
Anglo American

Tracy-Lee Erasmus
Anglo American

Sian Gaffney
Bowmans

Beth Greenwood
Norton Rose Fulbright
LLP

Amanda Hattingh
Herbert Smith Freehills

Katy Hindle
Constitutional Court of
South Africa

Nicholas Kramer
Norton Rose Fulbright
LLP

Chantal Kur
The Mediation Clinic
and Divorce Mediations

Tsitsi Matemera
Anglo American

Lusanda Raphulu
Bowmans

Kirstin Swanepoel
White & Case LLP

Justine Sweet
Anglo American

Sheena Swemmer
University of the
Witwatersrand

SOUTH SUDAN

Guto Gabriel
Lawyer

Wani Jumi
Case Advocates LLP

Mariam Musa
Steward Women

Susan Wesley Natana
Ernest Yeboah

Monalisa Zatjirua
UN Women

SPAIN

Blanca Ballester
Casanella

Universitat Oberta de
Catalunya (UOC)

Enrichetta Sandra Bellini
Fornera

Business and
Professional Women
International (BPWI)

Ignasi Beltran de
Heredia Ruiz
Universitat Oberta de
Catalunya (UOC)

Ramon Borjabad
Universitat Oberta de
Catalunya (UOC)

Antonio

Fernandez Garcia
Universitat Oberta de
Catalunya (UOC)

Marfa Susana Fernandez
Iglesias
SFI Abogados

Raquel Flérez Escobar
Freshfields Bruckhaus
Deringer

Marta Garcia
Mandaloniz

Universidad Carlos Il de
Madrid

Marfa Josefa Garcia
Tamargo
Norte Abogados

Raquel Mendieta
Grande
Ashurst LLP

Juan Pastor Merchante
Freshfields Bruckhaus
Deringer

Ana Pérez
Freshfields Bruckhaus
Deringer

Adoracién Pérez Troya
Universidad de Alcald

Eugenia Revilla Esteve
Universitat Oberta de
Catalunya (UOC)

Marta Robles Chafer

Isabel Rodriguez Léon
Lawyer

Janaina Telles Lima
Lawyer

Daniel Toscani Giménez
Universitat de Valéncia

Pablo Varela de Cores
Pérez-Llorca Abogados

Elena Vicente
Universidad de Burgos

Aura Esther Vilalta
Nicuesa

Universitat Oberta de
Catalunya (UOC)



SRI LANKA

Madhurya Bandara

Savantha De Saram
D.L. & F. De Saram

Ruwan Dias
Chamber 32B

Ishara M. Jayasena
Lawyer

Ramani Jayasundere
The Asia Foundation

Dunya Peiris
D.L. & F. De Saram

Andrea Ranasinghe
Varners

Ushara Ratnayaka
D.L. & F. De Saram

Sharanya Sekaram

Vinu Sudirikku
Varners

Vasana Vaas
Varners

Kushani Weerakoon
D.L. & F. De Saram

Shiran Harsha
Widanapathirana

Asia Pacific Institute of
Information Technology

ST. KITTS AND
NEVIS

Brian J. Barnes
Daniel Brantley

Jennifer Harding-Marlin
JH Marlin Law

Helene Lewis
Nevis Island
Administration

Angelina Sookoo-Bobb
Law Offices of Sylvester
Anthony

Rohan Walters
Government of St. Kitts
and Nevis

Shyra Wattley
Nevis Island
Administration

ST. LUCIA

Samantha Charles

Thuy Finch
White & Case LLP

Daniel E. J. Francis
Peirre Mondesir &
Associates

Ammellia Fu
White & Case LLP

Tim Power
White & Case LLP

Wenjing Qiao
White & Case LLP

Renee St. Rose

Leandra Verneuil
Leandra Verneuil
Chambers

ST. VINCENT AND
THE GRENADINES

Heidi Badenock

Rene M. Baptiste
Baptiste & Co. Law
Firm Inc.

Racquel
Jacobs-Lawrence

LaKeisha K. John-Farrell
Dentons

Nelcia
Marshall-Robinson
Committee for the
Development of Women
(CEW)

Kezron Walters
Solicitor & Crown
Counsel

SUDAN

Mohamed Abdeen
Abdeen & Co. Law Firm

Omer Abdelati Omer
Lawyer

Yassir Abdelmoneim
Ahmed
AIH Law Firm

Inaam Attiq
AZTAN Law Firm

Mustafa Elhassan

Amro Khalid
AIH Law Firm

Amel Taha
Lawyer

SURINAME

Yvonne Baal
Anton de Kom
University of Suriname

Serena Essed
Schurman Advocaten

Merlin Gout
M.A. Gout

Iris Nazir
Law Firm Nazir

Eloa Fanita Van
Der Hilst
Van der Hilst & Partners

SWEDEN

Setterwalls

Malin Arentoft
Advokatfirman
Vinge KB

Pia Bjorstrand
Advokatbyrdn
Omnia AB

Alexandra Groll
Linklaters Advokatbyra
Aktiebolag

Ylva Haraldsdotter
National Centre for
Knowledge on Men's
Violence Against
Women (NCK)

Maria Kosteska
Fagerquist
Wistrand Law Firm

John Lundberg
Moll Wenden
Advokatbyrd

Sanna Nilsson Niwhede
Moll Wenden
Advokatbyrd

Yohanna Ninorta
Linklaters Advokatbyra
Aktiebolag

Ebba Perman Borg
Linklaters Advokatbyra
Aktiebolag

Tania Rajabian
Linklaters Advokatbyra
Aktiebolag

Rolf Ring

Raoul Wallenberg
Institute of
Human Rights and
Humanitarian Law

Ebba Walberg Snygg
Moll Wenden
Advokatbyrd

SWITZERLAND

Jacques Douzals
University of Fribourg

Valentin Jentsch
University of Zurich

Arnaud Nussbaumer
Unidistance, University
of Fribourg

Roxane Pedrazzini
Lalive

APPENDIX C: ACKNOWLEDGMENTS

Emilie Praz

Peter Reinert
Baker McKenzie

Gaélle Sauthier
University of Geneva

Daniel Schwartz
White & Case LLP

Céline Squaratti

Martina Steiner
Baker McKenzie

Samuel Turtschi
Baker McKenzie

Evin Yesiloz
University of Zurich

SYRIAN ARAB
REPUBLIC

Moutaz Al Ali
Lawyer

Sanaa Al Haji
Lawyer

Ibrahim Al Kasem
European Center for
Constitutional and
Human Rights

Mouayad Al-Maghribi
Osous Law Firm

Alaa Alsrouji
Lawyer

Ahmad Atallah
Osous Law Firm

Mouhamad Bash
Osous Law Firm

Dina Hassan
Hanan Mouhamad

Faissal Sharabati
Sharabati, Jabi &
Soumaya Attorneys
at Law

Khawla Wakkaf
Lawyer

TAIWAN, CHINA

Yuki Chiang
Lee, Tsai & Partners,
Attorneys-At-Law

Chuang Chiaoju
Themis
Attorneys-at-Law

Yu-Shiou (Clarence)
Chou
Chen & Chou Law Firm

Elva Chuang
Lee, Tsai & Partners,
Attorneys-At-Law

137



WOMEN, BUSINESS AND THE LAW 2022

Hsin-Yun Han
Asus Computer
International

Hung Hsieh
Pontis Law
I-Ching Kuo
Themis
Attorneys-at-Law

Chung-Teh Lee
Lee, Tsai & Partners,
Attorneys-At-Law

Maggie Lee
Tsar & Tsai Law Firm

Yen-Jong Lee
Y.J. Lee and Associates

Janice Lin
Tsar & Tsai Law Firm

Elizabeth Pai
Lee, Tsai & Partners,
Attorneys-At-Law

Yen-Fun Shih
Presicarre Corporation

TAJIKISTAN

Malika Abdulvasieva
Lawyer

Khujanazar Aslamshoev
Infrastructure
Consulting LLC

Firuza Chorshanbieva
Centil Law Firm

Alisher Khoshimov
Centil Law Firm

Zuhro Sharipova

Sherzod Sodatkadamov
Nazrisho & Mirzoev Law
Firm LLC

TANZANIA

Njile Bwana
KKB Attorneys-at-Law

Abdon David

Aziza EI-Maamry
Centre for Strategic
Litigation

Alkarim Hasham
Stallion Attorneys

Anna Henga
LHRC

Frank Kifunda
KKB Attorneys-at-Law

Tawajud Lwenduru
KKB Attorneys-at-Law

Caroline Mollel
Centre for Strategic
Litigation

Tike Mwambipile
Tanzania Women

Lawyers Association
(TAWLA)

Eve Hawa Sinare

Deus Valentine
Centre for Strategic
Litigation

Faudhia Yassin

Golden Triangle
Associates

THAILAND

Patcharanon
Bumroongsook

Dutsadee
Dutsadeepanich
Tilleke & Gibbins

John P. Formichella
Formichella & Sritawat

Noparat Kaewsringarm

John Lewis
Anglo-Thai Legal

Somporn
Manodamrongtham
Chanlder MHM Limited

Patchamon Panthong
Formichella & Sritawat

Nuanchun Somboonvinij
Tilleke & Gibbins

Dumnern Subpaisarn

Thatporn Vanajak
Tilleke & Gibbins

Pimvimol (June)
Vipamaneerut
Tilleke & Gibbins

Auradee P. Wongsaroj
Tilleke & Gibbins

TIMOR-LESTE

Claudio Boavida
Fernandes

Lucas Chen
White & Case LLP

Marina Costa Cabral
VdA (Vieira de
Almeida & Associados)

Thuy Finch
White & Case LLP

Soraia Marques
JLA Advogados e
Consultores, Lda

Gongalo Neves Lestro
Miguel Paixdao

Elisa Pereira
Abreu Advogados and
C&C Advogados

Catarina Pinto Correia
VdA (Vieira de
Almeida & Associados)

Tim Power
White & Case LLP

Rita Rocha
VdA (Vieira de
Almeida & Associados)

TOGO

Kékéli Edo Agboli
Tribunal de Commerce
de Lomé

Ablavi Ahouefa
Noussoessi Aguey
Groupe de Réflexion

et d’Action Femme,
Démocratie et
Développement (GF2D/
CRIFF)

Dodiji Elvire
Assogbavi-Atsu

Akodah Ayewouadan
University of Lome

Akouvi Ogougbani Donu
Agbonegban

Thérese Donu, Cabinet
d'Avocats

Yvette A. E. Gamisso
Yévénou

SCP Aquereburu &
Partners

Mayi Gnofam
Programme d’Appui a
la Femme et a I'Enfance
Déshéritée (PAFED)

Rouki Kegbero épouse
Kloutse
Tribunal de Lomé

Tévi Attassé David
Lawson-Gguidigbe
Thérese Donu, Cabinet
d'Avocats

P. Kafui Elome Rachel
Molley

Collectif des
Associations contre
I'lmpunité au Togo
(CACIT)

Stephanie Nabede
Question des Femmes

Princesse Sabi
Groupe de Réflexion
et d’Action Femme,
Démocratie et
Développement
(GF2D/CRIFF)

Komla Yovo
Flores

TONGA

UNFPA Pacific Sub
Regional Office

United Nations
Population Fund

Clive Edwards
Edwards Law

Fitilagi Fa’anunu

Family Protection Legal
Aid Centre, Ministry of
Justice

Linda Folaumoetu’i
Attorney General’s
Office of Tonga

Kolotia Fotu
Ministry of Commerce,
Trade and Innovation

Rose L. Kautoke
Attorney General’s
Office of Tonga

TRINIDAD AND
TOBAGO

Chanelle Aching
Beckhan Chambers

Asa Archie
Archie & Co.

Sherna Alexander
Benjamin
Organization for
Abused and Battered
Individuals (OABI)

Stephanie Fingal
Employers’ Consultative
Association of Trinidad &
Tobago

Akhail Khan
Beckhan Chambers

Sparkle Kirk-Selman
Kirk-Selman & Co.

Ariana Krishingee
Pollonais, Blanc, de la
Bastide and Jacelon

Ranjana Rambachan
Pollonais, Blanc, de la
Bastide and Jacelon

Maria Santiago-Valentin
Center for Building
Resilient Communities
(CDRC)



Lynette Seebaran- Suite
Seebaran Suite and
Associates

Antoinette Sydney
A. Sydney Group
Company Limited

TUNISIA

Aida Beji Kallel
Chambre Nationale
des Femmes Chefs
d'Entreprise

Mahmoud Anis Bettaieb
Cabinet d’Avocats
Bettaieb

Amel El Mejri
International IDEA

Béchir Ghachem
GLA

Safa Haouel
Cabinet d’Avocats
Bettaieb

TURKEY

Bergem Akkog
KAMER Foundation

A. Deniz Altinay
Pekin Bayar Mizrahi

Meral Arabaci
Pekin Bayar Mizrahi

Ozer Arda
Pekin Bayar Mizrahi

Efra Aydin Can
Egemenoglu Law Firm

Ahmet Bagci
White & Case LLP

Selin Bayar
Pekin Bayar Mizrahi

Pelin Baysal
Baysal & Demir

Ulas Baysal
Baysal & Demir

Selime Buytkgoze
Mor Cati Women's
Shelter Foundation

Elif Demiroz
Cakmak
Attorneys-at-Law

Emine Diindar
Lawyer

Egemen Egemenoglu
Egemenoglu Law Firm

Elif Engin
White & Case LLP

Selcuk Esenyel
Esenyel & Partners
Lawyers and
Consultants

Ayse Nur Gedik
KAMER Foundation

Umut Korkmaz
White & Case LLP

Irem Pelen
Egemenoglu Law Firm

Batuhan Sahmay
Bener Law Office

Acelya Ugan
Mor Cati Women's
Shelter Foundation

Elif Dilek Yilmaz
Cakmak
Attorneys-at-Law

Ayse Yuksel Mahfoud
Norton Rose Fulbright
Danismanlik Hizmetleri
Avukatlik Ortakhdi

Serap Zuvin
Cakmak
Attorneys-at-Law

UGANDA

Agnes Akena Nabaggala
Shonubi, Musoke & Co.
Advocates

Brenda Peace Amito
Tulane International
(TILLC)

Lillian Andama
Ministry of Justice and
Constitutional Affairs

David Bahige Mutume
Kampala Associated
Advocates

Charles Kallu Kalumiya
Kampala Associated
Advocates

Doreen Kansiime
Sebalu & Lule
Advocates

Sarah Khainza
Capital Markets
Authority

Brigitte Kusiima Sendi
Shonubi, Musoke & Co.
Advocates

Victoria Mujunga
Sebalu & Lule
Advocates

Bernard Mukasa
Ortus Advokates

Sheila Christine Nabbale
Shonubi, Musoke & Co.
Advocates

Brenda Nakibira
Legal Aid Clinic (LAC)
Law Development
Centre

Africano Omongole
Lawyer

Moses Segawa
Sebalu & Lule
Advocates

UKRAINE

Yulia Eismont
Kinstellar Ukraine

Kateryna llikchiieva
Kyiv National
Economics University

Olena Kandya
Kinstellar Ukraine

Oksana Kneychuk
Eterna Law

Olena Koptieva
International
Development
Organization (IDLO)

Olena Kuchynska
Kinstellar Ukraine

Roman Mohyla
Law Offices of Roman
Mohyla

Oleksandra Piskun
Dentons

Olga Prosyanyuk
Aver Lex

Andriy Tsvyetkov
Attorneys’ Association
Gestors

Olena Zaytseva
Cai & Lenard Law Firm

UNITED ARAB
EMIRATES

White & Case LLP

Amr Abdelrehim Abdulla
El Rehim Law Office

Sifat Baharoon
Freshfields Bruckhaus
Deringer

Abdultaiyab
Bahrainwala
Khairallah Advocates
and Legal Advocates

APPENDIX C: ACKNOWLEDGMENTS

Farah El Yacoubi
Allen & Overy

Stefania Franchini
Lawyer

Jouslin Khairallah
Khairallah Advocates
and Legal Advocates

Zisha Rizvi
STA Law Firm

Erum Sheikh
STA Law Firm

Sami Tannous
Freshfields Bruckhaus
Deringer

UNITED KINGDOM

DLA Piper

Helen Almond
Addleshaw Goddard LLP

Tayyibah Arif
Dechert LLP

Chris Casson
Freshfields Bruckhaus
Deringer

Melissa Conway
Freshfields Bruckhaus
Deringer

Nicholas Cooper
Freshfields Bruckhaus
Deringer

Isabell Fathy
White & Case LLP

Renske Hoekstra

Michael Leftley
Addleshaw Goddard LLP

Collette O’Connor
Naomi Owen

Susannah Prichard
Freshfields Bruckhaus
Deringer

Revathi Raghavan
Kirkland & Ellis
International LLP

Eloise Rennie
Freshfields Bruckhaus
Deringer

Aparna Sehgal
Dechert LLP

Maria Sonam
Freshfields Bruckhaus
Deringer

Jeremy Townend
JLWT Consultancy

139



WOMEN, BUSINESS AND THE LAW 2022

Maryam Usman
Anglo American

UNITED STATES

Kirkland & Ellis
International LLP

Jessica N. Childress
The Childress Firm PLLC

Najmah James
EPT Legal

Naveen Kabir
EPT Legal

Dorchen A. Leidholdt
Sanctuary for Families

Sarah Lohschelder
Latham & Watkins LLP

Soumyashree
Meesaraganda
Lawyer

Preeta Paragash
Latham & Watkins LLP

Elena
Paraskevas-Thadani
EPT Legal

Michele Penzer
Latham & Watkins LLP

Mohammad Shouman
Lawyer

Rebekah Sullivan
The Law Office of
Rebekah Sullivan, PLLC

Elaine Wood
Lawyer

URUGUAY

Marfa Eugenia Cal
Ferrere Abogados

Florencia Di Segni
Pérez del Castillo &
Asociados

Guillermo Duarte
Bergstein Abogados

Lilian Elhorriburu
Poder Judicial

Rodrigo Felld
Bergstein Abogados

Marfa Fernanda Mello
Ferrere Abogados

Mariana Pis6n
Bergstein Abogados

Verénica Raffo
Ferrere Abogados

Pablo Varela de Cores
Pérez-Llorca Abogados

UZBEKISTAN

Dilfuza Abulkhasan
United Nations
Development
Programme (UNDP)

Shukhrat Ganiev
Lawyer

Sayyora Khodjaeva
Lawyer

Diyorbek Kimsanov
Tashkent Mediation
Center

Mariya Koluseva
Dilfuza Kurolova

Irina Matvienko
Nemolchi.Uz

Davron Muslimov

Allan Pashkovsky
Lawyer

Azamat Salaev

Mukhabbat Turkmenova

VANUATU

UNFPA Pacific Sub
Regional Office

Geoffrey Gee
Geoffrey Gee & Partners

So’oletaua Motuliki
Geoffrey Gee & Partners

Bertha Pakoasongi
Vanuatu Law Reform
Commission

Gemma Pinol Puig
International Consultant

Betty Zinner-Toa
UN Women

VENEZUELA, RB

Aixa Aiez
D’Empaire

Biba Arciniegas
D’Empaire

Alejandro Disilvestro
D’Empaire

Victorino Marquez
D’Empaire

Maria Corina Muskus
Toro

Liliana Ortega Mendoza
COFAVIC

Edward Pérez
Universidad Catdlica
Andrés Bello

Ricardo Rojas Gaona
ENTRA IP/Rojas Gaona &
Bandres Law Firm

Karla Velazco Silva
Aula Abierta

VIETNAM

Winco Law

Cong Thanh Bui
PLF Law Firm

Thi Huong Giang Dam
Honor Partnership Law
Company Limited

Tran Thi Giang
Lexcomm Vietnam

Nguyen To Hoai
RHTLaw Vietnam

Bui Thi Giang Huong
RHTLaw Vietnam

Nguyen Le Khanh
Kelvin Chia Partnership

Pham Ha Linh
Lexcomm Vietnam

Phong Lan Nguyen
PLF Law Firm

Thi Thanh Ha Nguyen
Honor Partnership Law
Company Limited

Tien Lap Nguyen
NH Quang & Associates

Tieu My Nguyen
Honor Partnership Law
Company Limited

Van Anh Nguyen
Center for Studies and
Applied Sciences in
Gender, Family, Women
and Adolescents
(CSAGA)

Viet Ha Nguyen
Lexcomm Vietnam

Ngan Anh Phan
Freshfields Bruckhaus
Deringer

Thu Hang Vu
Honor Partnership Law
Company Limited

Tran Nguyen Thao Vy
RHTLaw Vietnam

Benjamin Yap
RHTLaw Vietnam

WEST BANK AND
GAZA

Mohammed
AbuHashem

Ibrahim Fares
Palestine Investment
Fund (PIF)/SANAD

Ashraf Abu Hayyeh
Al-Haq

Rasem Kamal

Kamal & Associates—
Attorneys and
Counsellors-at-Law

Lubna Katbeh
Equity Legal Group

Muath Saleh
Aroury Law Firm

Reem Soufan
Equity Legal Group

YEMEN, REP.

Khaled Al-Buraihi
Khaled Al-Buraihi for
Advocacy & Legal
Services

Emad Algarash

Yemen Organization for
Defending Rights and
Democratic Freedoms

Maher Al-Sablani
Yemeni Institute for
Strategic Affairs

ZAMBIA

Mazuba Banda
Equitas Legal
Practitioners

Nanasinzi Bweupe
Equitas Legal
Practitioners

Charles Mkokweza
Corpus Legal
Practioners

Chiluba Mumba
Equitas Legal
Practitioners

Namuchana Mushabati
Women in Law and
Development in Africa
(WILDAF)

Yvonne Kanenga Nawila
Ministry of Labor and
Social Security

Noel Nkoma
Mulenga Mundashi
Kasonde Legal
Practitioners



Chipili Salati
Mulenga Mundashi
Kasonde Legal
Practitioners

Wantemwa Simutenda
Mesdames TMB
Advocates

Musonda Ulaya
Ministry of Labor and
Social Security

Mutinta A. Zulu
Corpus Legal
Practioners

ZIMBABWE

Precious Chakasikwa
Kantor & Immerman
Legal Practitioners

Slyvia
Chirawu-Mugomba

Mutsa Gova
Lawyer

Bianca Mahere
Phillips Law Zimbabwe

Tinashe Makwarimba
Musasa Project

APPENDIX C: ACKNOWLEDGMENTS

Ngobile Munzara
Escrow Zimbabwe

Phillipa Phillips
Phillips Law Zimbabwe
Thabiso Rumbidzai Phiri

Kantor & Immerman
Legal Practitioners

Precious Taru
Musasa Project

141



ECO-AUDIT
Environmental Benefits Statement

The World Bank Group is committed to reducing its environmen-
tal footprint. In support of this commitment, we leverage elec-
tronic publishing options and print-on-demand technology, which
is located in regional hubs worldwide. Together, these initiatives
enable print runs to be lowered and shipping distances decreased,
resulting in reduced paper consumption, chemical use, greenhouse
gas emissions, and waste.

We follow the recommended standards for paper use set by the
Green Press Initiative. The majority of our books are printed on
Forest Stewardship Council (FSC)—certified paper, with nearly all
containing 50-100 percent recycled content. The recycled fiber
in our book paper is either unbleached or bleached using totally
chlorine-free (TCF), processed chlorine—free (PCF), or enhanced
elemental chlorine—free (EECF) processes.

More information about the Bank’s environmental philosophy
can be found at http://www.worldbank.org/corporateresponsibility.







Women, Business and the Law 2022 is the eighth in a series of annual studies measuring
progress toward gender equality in 190 economies by examining the laws and regulations
that affect women’s economic opportunity. The project presents eight indicators structured
around women’s interactions with the law as they move through their lives and careers:
Mobility, Workplace, Pay, Marriage, Parenthood, Entrepreneurship, Assets, and Pension.
This year, the study also includes preliminary findings and analysis of pilot data collected
on the provision of childcare and the operation of laws in practice.

Examining the economic decisions women make throughout their working lives, as well
as progress toward gender equality over the last 50 years, the study is meant to inform
research and policy discussions about the state of women’s inclusion. By presenting
powerful examples of change and highlighting the gaps still remaining, Women, Business
and the Law 2022 is a vital tool in the work of ensuring economic empowerment for all.
The data are current as of October 1, 2021.

wbl.worldbank.org

ISBN 978-1-4648-1817-2

@WORLD BANKGROUP 9 1781464 3”8172 “
SKU 211817

90000





