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	CD Matrix Output 1
Focus: (Overall project, line of action, etc.)

	Phase
From xxx to xxx
	Individuals
	Organisations
	Society

	
	Competence Development  
	Organisational Development
	Development of cooperation systems
	Development of enabling frameworks

	Key Actors (with regard to long-term sustainability)

	· Technical Office Staff
· Media Office Staff
· Labour Market Researchers
· Researchers
· Officers
Managers
	· Employment and Labour Market Department
· Technical Office
· Media Office

	
· Employers
· Labour unions 
· Private sector’s representatives
· NGOs 

	· Governmental relevant entities: Ministry of education, Ministry of trade and industry 
· International development partners: ILO, UNIDO

	Strengths/ weaknesses/ opportunities/ threats (SWOT) in the area of social concern 
	Strengths:
· Willingness to cooperate.
· experience and familiarity with employment strategies and policies. 
different age groups in Employment and Labor Market dept. and technical office (sustainability).
Weaknesses: 
Lack of sufficient manpower in MoL.
Opportunities: 
Existing social interest in employment issues.
Threats: 
N/A
	Strengths:

· Included in MoL’s mandate. 
· Outreach on national and local level (governorates and districts).
Weaknesses: 
· No clear designated department for policy and strategy development
· Lack of unified documentation process
· Employment and Labor Market Dept. Are not involved in policy formulation
Gap between policy and strategy formulation and implementation.
Opportunities: 
Existing social interest in employment issues; Different actors working with MoL.
Threats: 
Lack of clear role of MoL and lack of trust from the public.
	Strengths:
Roundtables improve MoL’s stakeholders’ engagement.
Weaknesses: 
MoL’s misperception about their role as inspectors.
Opportunities: 
Different actors working with MoL.
Threats: 
· Private sector limited perception of MoL’s role as inspectors
· Different approached by different development cooperation actors
Lack of coordination between different actors.
	Strengths:
N/A
Weaknesses: 
Executive regulations of the New Labor Law are not out yet.
Opportunities: 
· New Labor Law
National Employment Strategy.
Threats: 
· National Employment strategy is not out yet
Lack of Law enforcement.

	Intended capacities

(Contains the intended capacities for each level of CD. Here, the results model is taken as a starting point. The results described there are used to work out the intended capacities at each level. The intended capacities may already have been defined during strategy development. 
If not, the key question here is: What capacities, knowledge, political will and other prerequisites are vital if the project is to be a success? What changes will have been brought about? 
You often need to further break down the results in the results model, particularly if various activities are required at the different levels of CD in order to achieve one result.)
	· Ability to conduct structured needs assessments for CD
· Competence in designing and delivering training programmes and CD measures 
· Skills in facilitation and knowledge transfer
· Capacity to apply tools, guidelines, and operational methodologies
· Strengthened technical and analytical skills in employment and labour market policy formulation
· Ability to apply monitoring and evaluation concepts in daily work
· Competence in policy analysis and application of standard operating procedures (SOPs)

	· Institutional capacity to develop and implement capacity development plans
· Ability to coordinate effectively across departments and institutional actors
· Capacity to establish and operationalize policy frameworks and SOPs
· Organizational competence in monitoring, evaluation, and performance management systems
· Strengthened governance, accountability, and coordination mechanisms
· Ability to institutionalize training, learning, and knowledge management systems
Capacity to align departmental functions with national employment and labour market priorities
	· Ability to design and operationalize structured cooperation systems among public, private, and societal stakeholders
· Capacity to manage, sustain, and institutionalize coordination and cooperation mechanisms across institutions

	· Ability to design and facilitate structured roundtables
· Capacity to convene and manage public–private dialogue processes
· Competence in multi-stakeholder engagement and consensus building
· Ability to translate dialogue outcomes into policy-relevant inputs


	Activities and hypotheses  

(Use the results model to devise activities and hypotheses: What activities and outputs does the project support to underpin the CD process in the area of social concern? What are the underlying hypotheses?)
	· Participation in trainings to strengthen technical and operational skills
· Engagement in job shadowing to enhance practical, on-the-job learning
· Participation in twinning activities with peer institutions to exchange knowledge and practices

	· Development and application of tools to support policy formulation and implementation
· Development of SOPs and manuals to standardize processes
· Conducting process mapping to improve internal workflows and coordination
· Institutionalization of training, shadowing, and twinning within departmental systems

	· Process mapping of inter institutional coordination and information sharing workflows
· Design and establishment of structured cooperation frameworks among public, private, and societal actors
· Capacity building for stakeholders on cooperative governance and coordination practices

	· Review and analysis of existing legal, policy, and institutional frameworks
· Development or revision of policy frameworks supporting cooperation and dialogue
· Development of governance arrangements and accountability structures among the employment relevant stakeholder

	Interaction with the other levels

(In this step, you discuss the matrix and the examples of deficits (Risks of neglecting one aspect tool) against the backdrop of the findings to date.
In the course of this discussion, it may become clear that above and beyond the planned activities, additional interventions will be required in order to ensure that activities are coherent and 
mutually reinforcing. You should make use of the opportunity to carry out additional activities at 
other levels in order to improve effectiveness as a whole, thereby safeguarding the sustainability 
of results .)
	A5.5: Develop a comprehensive capacity development plan with tailored tools and learning outcomes per employee to support second level of CD aimed at strengthening institutional capacity in policy formulation of the technical office and employment department 

	A7.2: Agree on strategic communication and media plan to promote the role of the MoL in employment promotion will support the third and fourth level of the CD through Enhancing stakeholders’ perception of the MOL as a credible development partner in employment matters, including increased recognition and trust in the relevance and quality of the services it provides.
	A1.6: Conduct roundtables will support the first and second levels of capacity development by identifying and engaging relevant stakeholders, and by providing a structured platform to align stakeholders’ needs and expectations with the Ministry’s vision and strategic priorities.

	A3.3: Finalize and institutionalize the roundtable manual to support the sustainability of coordination and synergies among relevant stakeholders and with the Ministry of Labour

	Complementary activities by other projects/actors in the same time of action 
	EPP GIZ project Strengthens individual competencies of public and private actors through training, coaching, and exposure to labour market–oriented approaches that complement the CD plan directed to the MOL relevant departments employees 

	TCTI GIZ project strengthens organizational capacities within MoETE, which in turn complements MoL’s institutional capacity development and facilitates coordinated formulation and implementation of employment-related policies and strategies across both ministries
	· CBUID GIZ project through the application of the Local Economic Development (LED) approach, can be effectively leveraged alongside an urban development perspective within public–private dialogue in the roundtables,

	· The ILO’s coordination with the MOL in developing the Egyptian National Employment Strategy will inform all relevant stakeholders of the national direction, providing a common strategic reference for forward-looking employment policy formulation.



	CD Matrix Output 2
Focus: (Overall project, line of action, etc.)

	Phase
From xxx to xxx
	Individuals
	Organisations
	Society

	
	Competence Development  
	Organisational Development
	Development of cooperation systems
	Development of enabling frameworks

	Key Actors (with regard to long-term sustainability)

	· 25 out of 42 Gender Equality and Women’s Economic Empowerment Unit (GE&WEE) staff, including 10 out of 15 at national level and 15 out of 27 at governorate level. 
· 15 members from the Gender Equality Committee
· 15-20 HR representatives in private sector companies
	· 25 staff from Gender Equality and Women’s Economic Empowerment (GE&WEE) Unit; 10 at national level and 15 at governorate level.
· 15 members from the Gender Equality Committee

	· 15-20 private sector companies
· Researchers
· Gender Experts
· Women Empowerment Experts
· National and International NGOs
	· Entities involved in the national GAP

	Strengths/ weaknesses/ opportunities/ threats (SWOT) in the area of social concern 
	Strengths:
· Willingness to cooperate
· experience and familiarity with gender issues in employment.
Weaknesses: 
· Lack of sufficient manpower in MoL
· Different capacity levels of GEC members
· Different levels of involvement of GEC members.
Opportunities: 
GAP includes activities related to building the capacities of GE&WWE unit.
Threats: 
GAP members are not highly committed and monitored.
	Strengths:
Existence of the steering committee for the Gender Action plan (GAP). 
Weaknesses: 
· No monitoring and steering of GAP on a regular basis.
· lack of sufficient manpower in MoL and GE&WEE unit to monitor the implementation of GAP with responsible entities
Opportunities:
Readiness to institutionalize/activating the steering committee for the Gender Action plan (GAP).
Threats:
Limited time left for GAP since GAP will end in 2026
	Strengths:
· Different stakeholders in GAP
· Different entities are involved.
Weaknesses:
No monitoring and steering of GAP on a regular basis.
Opportunities:
Existing development cooperation interest in gender issues.
Threats: 
· Private sector refrains from hiring women to avoid some of their legal rights
· Private sector’s wrong perception about hiring women.
	Strengths: 
GAP is available (2022-2026)
Weaknesses:
No information or lack of information about joint efforts and interventions between MOL and other entities involved in implementing GAP activities.
Opportunities: 
· Existing political interest in gender issues
· planning the next phase for GAP.
Threats:
Not enough social support to gender issues.


	Intended capacities

(Contains the intended capacities for each level of CD. Here, the results model is taken as a starting point. The results described there are used to work out the intended capacities at each level. The intended capacities may already have been defined during strategy development. 
If not, the key question here is: What capacities, knowledge, political will and other prerequisites are vital if the project is to be a success? What changes will have been brought about? 
You often need to further break down the results in the results model, particularly if various activities are required at the different levels of CD in order to achieve one result.)
	· Gender, Gender Equality and women’s empowerment related concepts, definitions, and principles
· Gender based discrimination definition and forms
· Gender Analysis
· Gender Audit
· gender responsive policies, initiatives, practices, and projects
· gender disaggregated data and indicators.
	· gender responsive policies, initiatives, practices, and projects
· gender responsive M&E systems, frameworks, and measures.
	· gender responsive interventions jointly with different stadtholders and entities.

	· Gender responsive manuals/sops/guides.

	Activities and hypotheses  

(Use the results model to devise activities and hypotheses: What activities and outputs does the project support to underpin the CD process in the area of social concern? What are the underlying hypotheses?)
	· Defining objectives and expected outcomes for each CD activity.
· Developing TORs and contracting service providers.
· Conduct assessment.
	· Designing CD plans and activities including developing content, materials, manuals, and M&E measures.
· Delivery of CD plans and activities.
· Conducting assessment and follow-up measurements.
	· Designing gender responsive interventions jointly with different stadtholders and entities.

	· Developing Gender responsive manuals/SOPs/guides.


	Interaction with the other levels

(In this step, you discuss the matrix and the examples of deficits (Risks of neglecting one aspect tool) against the backdrop of the findings to date.
In the course of this discussion, it may become clear that above and beyond the planned activities, additional interventions will be required in order to ensure that activities are coherent and 
mutually reinforcing. You should make use of the opportunity to carry out additional activities at 
other levels in order to improve effectiveness as a whole, thereby safeguarding the sustainability 
of results.)
	· A10.7 will support GEWEE unit in:
· Designing and implementing gender responsive policies, initiatives, practices, and projects
· Developing gender responsive M&E systems, Frameworks, and measures.
	A10.7 and A35.5 will support MOL and GEWEE unit in implementing interventions to improve women’s access to the labour market
	A10.7 will support MOL and GEWEE unit in collaborating and synergy with other entities to implement interventions to improve women’s access to the labour market
	· A12.2 will produce Manuals/SOPs/guides that can be used by any company to support their efforts in transforming their workplaces into gender-responsive/transformative workplaces.
· A12.2 will support HR representatives from private sector companies in developing gender action plan to transform their workplaces to gender responsive/transformative workplaces

	Complementary activities by other projects/actors in the same time of action 
	· Synergy with 
· other MOL’s development partners (ILO, UNWomen, UNIDO,..etc
· Other GIZ projects
· National and international organizations
· Other related ministries.
	
	
	











	CD Matrix Output 3
Focus: (Overall project, line of action, etc.)

	Phase
From xxx to xxx
	Individuals
	Organisations
	Society

	
	Competence Development  
	Organisational Development
	Development of cooperation systems
	Development of enabling frameworks

	Key Actors (with regard to long-term sustainability)

	MoL Staff of:
· Employment Department 
· Digitalisation Department
· Training Department 
	· Employment Department 
· Digitalisation Department 
	
	

	Strengths/ weaknesses/ opportunities/ threats (SWOT) in the area of social concern 
	Strengths:
N/A
Weaknesses: 
Lack of interest of staff
Opportunities: 
N/A
Threats: 
N/A
	Strengths:
· MoL has Infrastructure
· MoL has clear standarised workflow in Employment Department
Weaknesses: 
Fragmented systems
MoL has no experience in implementing ERP systems or large-scale solutions
Bureaucracy and legal approval constrain

Opportunities: 
 MoL commitment to Digital Transformation
Threats: 
· Low /Negative perception of MoL
· Data protection violations or missing of data
· Government Reshuffle
	Strengths:
· Existence of other employment platforms helps better understanding of employment services
· Pivot Role with Demand and supply (Education/Industry)

Weaknesses:
N/A
Opportunities: 
Familiarity with Digital Tools among youth



Threats: 
N/A
	Strengths:
N/A
Weaknesses: 
Change in Ministry vision and strategies on cooperation level

Opportunities: 
· Digital Egypt 2030 strategy
· Alignment with Egypt 2030 vision
Threats: 
N/A

	Intended capacities

(Contains the intended capacities for each level of CD. Here, the results model is taken as a starting point. The results described there are used to work out the intended capacities at each level. The intended capacities may already have been defined during strategy development. 
If not, the key question here is: What capacities, knowledge, political will and other prerequisites are vital if the project is to be a success? What changes will have been brought about? 
You often need to further break down the results in the results model, particularly if various activities are required at the different levels of CD in order to achieve one result.)
	Skills, knowledge, Tool kits (Digital skills, practice and behaviour)
	Instruments and Tool kits (Digital platforms, user manual, technical documentation
	
	

	Activities and hypotheses  

(Use the results model to devise activities and hypotheses: What activities and outputs does the project support to underpin the CD process in the area of social concern? What are the underlying hypotheses?)
	Training 
System user, technical 
Assess 
Needs Analysis 
	Exposure to best practices 
(Study tour)
	
	

	Interaction with the other levels

(In this step, you discuss the matrix and the examples of deficits (Risks of neglecting one aspect tool) against the backdrop of the findings to date.
In the course of this discussion, it may become clear that above and beyond the planned activities, additional interventions will be required in order to ensure that activities are coherent and 
mutually reinforcing. You should make use of the opportunity to carry out additional activities at 
other levels in order to improve effectiveness as a whole, thereby safeguarding the sustainability 
of results.)
	
	
	Digital platforms will be utilised by job seekers and employers which is part of cooperation framework
	Digital platforms will be utilised by job seekers and employers which is part of cooperation framework


	Complementary activities by other projects/actors in the same time of action 
	
	
	Complementing with Digital Egypt platform
	Complementing with Digital Egypt platform


	CD Matrix Output 4
Focus: (Overall project, line of action, etc.)

	Phase
From xxx to xxx
	Individuals
	Organisations
	Society

	
	Competence Development  
	Organisational Development
	Development of cooperation systems
	Development of enabling frameworks

	Key Actors (with regard to long-term sustainability)

	· Staff of the training Unit 
· Staff of the digital publishing department 
· Trainers of Soft Skills in public & private service providers 
	 Departments of: 
· Training 
· Digital Publishing 
· Selected JP service providers 
	NA 
	NA 

	Strengths/ weaknesses/ opportunities/ threats (SWOT) in the area of social concern 
	Strengths:

• Experience in delivering training for blue-collar youth.

• Prior exposure to job preparation and training programs that can be scaled up.

• Human resources with gender-responsive and participatory training experience.

Weaknesses: 

• Manpower shortages within training units.
• Limited digital skills among trainers/ staff.
• Lack of dedicated staff for some modules.
• Insufficient soft-skills training expertise.

Opportunities: 
• Strong interest from youth in blue- collar and employability training.
• Gender-responsive approaches create new openings for female participation.

Threats: 

• Time and administrative burdens may delay training cycles.
	Strengths:

• Structured processes and procedures already exist for some training activities.
• MoL’s training units reach all employment services nationwide (good coverage).
Weaknesses: 
• Low coordination and alignment between Employment Dept. and Training Dept.

• Weak alignment between local offices and MoL central departments.

• Lack of updated job-preparation curriculum across governorates.
Opportunities: 
• Potential to validate and scale up existing training materials and resources.

• Opportunity to institutionalize structured job preparation packages.
Threats: 

• Competition with other MoL units or external actors offering similar programs.

• Weak policy implementation may limit institutionalization.
	Strengths:

• Existing networks of actors engaged in employment and job-preparation for youth.

• Participatory approaches applied with partners.
Weaknesses: 

• Trust issues among partners regarding training quality and consistency.
• Limited cooperation between stakeholders delivering similar services.

Opportunities: 

• Momentum toward establishing a unified service ecosystem for job preparation.
• Active development-cooperation partners working in youth employment.

Threats: 

• Fragmented service delivery approaches by different stakeholders competing over similar beneficiaries.

• Limited buy-in from some partners in training standardization.
	Strengths:

• National TVET strategy supports development of youth employability skills.

• Political will toward youth employment and gender-responsive programming.

• National momentum toward standardized services for soft skills, guidance, and employability.
Weaknesses: 

• Weak national enforcement mechanisms for standards in training quality.
• Lack of up-to-date national guidelines for job preparation programs.

Opportunities: 
• Political support for expanding gender-responsive and youth-focused training.

• National interest in harmonizing TVET, employability, and soft-skills frameworks.

Threats: 
• Bureaucratic challenges and slow approval of training packages.

• Policy bottlenecks delaying modernization of job-preparation programming.

	Intended capacities

(Contains the intended capacities for each level of CD. Here, the results model is taken as a starting point. The results described there are used to work out the intended capacities at each level. The intended capacities may already have been defined during strategy development. 
If not, the key question here is: What capacities, knowledge, political will and other prerequisites are vital if the project is to be a success? What changes will have been brought about? 
You often need to further break down the results in the results model, particularly if various activities are required at the different levels of CD in order to achieve one result.)
	· Skills 
· Knowledge 
· Toolkits 
· Technical 
· Digital 
· Practice 

	· SOPs 
· Procedure 
· Instruments 
· Toolkits 


	
	

	Activities and hypotheses  

(Use the results model to devise activities and hypotheses: What activities and outputs does the project support to underpin the CD process in the area of social concern? What are the underlying hypotheses?)
	  Training: 
· Technical 
· Digital 

· Training Delivery 
   Shodowing 
   On the Job Training
	· Organizational Diagnose 
· Strategic Development 
· Workflow Design 
· Planning 
Study Tours 
	
	

	Interaction with the other levels

(In this step, you discuss the matrix and the examples of deficits (Risks of neglecting one aspect tool) against the backdrop of the findings to date.
In the course of this discussion, it may become clear that above and beyond the planned activities, additional interventions will be required in order to ensure that activities are coherent and 
mutually reinforcing. You should make use of the opportunity to carry out additional activities at 
other levels in order to improve effectiveness as a whole, thereby safeguarding the sustainability 
of results.)
	· Complementing with MoL’s Training and Employment Services 
	

	Intersection with the Enabling Framework 

	

	Complementary activities by other projects/actors in the same time of action 
	
	
	Complementing with GIZ’s (TCTI – EPP – PSI)
	




	CD Matrix Output 5
Focus: (Overall project, line of action, etc.)

	Phase
From xxx to xxx
	Individuals
	Organisations
	Society

	
	Competence Development  
	Organisational Development
	Development of cooperation systems
	Development of enabling frameworks

	Key Actors (with regard to long-term sustainability)

	· MoL Inspectors
· FEI Staff
· Trainers 
· Service Providers Staff
· Blue Collar Workers
· HR Persons
· Employees (Supervisors and Middle Managers) 
· Business Owners/Top Managers

	· Private Sector (SMEs)
· Service Providers (ABA, SOCIA, NEP, FEDA)
· FEI
· MoL
	· Awareness Raising Platforms on Decent Employment

	· Labour Law Roundtables

	Strengths/ weaknesses/ opportunities/ threats (SWOT) in the area of social concern 
	Strengths:
· Competent, experienced individuals in relevant fields
· Aligned with their values, goals and missions
Weaknesses: 
· Lack of professional development and career progression in SMEs
· Limited capacities of and tools for individuals at service providers and in the private sector 
· Lack of soft skills
Opportunities: 
· Motivation of individual trainers (SPs/MoL)
· Expert engagement
· Existence of good team players in different organizations
Threats: 
· Not developing business deals
· Lack of incentives to further develop workers’ skills and careers
	Strengths:
· Well-structured partner organisation
· Strong relevant experience
· Network, credibility, reputation
Weaknesses: 
· Limited experience in specialized areas of decent work (MoL, FEI, Private Sector, etc...)
· Limited availability of service offers for decent work
· Limited understanding / implementation of decent work + financial constraints
· Lack of effective HR systems
Opportunities: 
· Service providers’ interest to expand their service portfolio
· Scaling-up successful models (SPs, MoL)
· MoL/Service Providers/Private Sector need for services
Threats: 
· Sustainability of services for promoting decent work (developed services of Service Providers)
· SMEs reluctance to invest in decent work
	Strengths:
· Existing cooperation players are interested to cooperate with the public (MoL)
Weaknesses: 
· MoL negative perception
· Private sector reluctance to cooperate with MoL
Opportunities: 
· Presence of international development cooperation 
· International players’ willingness to cooperate (ILO)
· Public-private dialogues (FEI/MoL)
Threats: 
· Threatening development cooperation landscape
· Shifting priorities (budget cuts)

	Strengths:
· New labour law
· FEI advocacy power
· Policy recommendations
Weaknesses: 
· Hindering business / investment environment
· Slow-paced regulatory process
Opportunities: 
· Egypt Vision 2030
· New labour law decrees
Threats: 
· Weak regulatory enforcement
· Economic & political instability





	Intended capacities

(Contains the intended capacities for each level of CD. Here, the results model is taken as a starting point. The results described there are used to work out the intended capacities at each level. The intended capacities may already have been defined during strategy development. 
If not, the key question here is: What capacities, knowledge, political will and other prerequisites are vital if the project is to be a success? What changes will have been brought about? 
You often need to further break down the results in the results model, particularly if various activities are required at the different levels of CD in order to achieve one result.)
	· Training capacity and know-how
· Willingness to learn and adopt new approaches
	· Willingness to invest in human capital and ensure sustainability of efforts
· Process management and service delivery
· Outreach and networking
	
	· Willingness to cooperate to promote decent work agenda
· Public-private dialogue

	Activities and hypotheses  

(Use the results model to devise activities and hypotheses: What activities and outputs does the project support to underpin the CD process in the area of social concern? What are the underlying hypotheses?)
	· Training of Trainers (ToT) and of SMEs’ supervisors and managers on Supervisory Skills and Leaderships Skills (off-the-job training and on-the-job coaching) (1.1)
· Training of Trainers (ToT) and of SME employees on the New Labour Law (1.2)
	· Process management in MoL regarding Labour Law training (to be verified with MoL)
· Innovation competition for SMEs on decent work (2.1)
· Awareness raising campaign on decent work (2.2)
· Capacity building of service providers in service delivery (development of business model) (2.3)
	· Elaboration and implementation of awareness raising events (3.1)
	· Elaboration and implementation of awareness raising roundtables (4.1)

	Interaction with the other levels

(In this step, you discuss the matrix and the examples of deficits (Risks of neglecting one aspect tool) against the backdrop of the findings to date.
In the course of this discussion, it may become clear that above and beyond the planned activities, additional interventions will be required in order to ensure that activities are coherent and 
mutually reinforcing. You should make use of the opportunity to carry out additional activities at 
other levels in order to improve effectiveness as a whole, thereby safeguarding the sustainability 
of results.)
	· ToTs and Training of SMEs (Activity 1.1 and 1.2) support the structural organization of the second CD level (Activity 2.1 and 2.3) 
	· Process management development of MoL (Activity 2.1) supports the delivery of training and orientation sessions on the New Labour Law by MoL inspectors (first CD level) professionally and in a structured way (Activity 1.1)
· Capacity development of service providers (Activity 2.3) ensures the delivery of training on Supervisory Skills, Leaderships Skills and the New Labour Law (Activity 1.1) in an effective and sustainable way.
· Awareness raising campaign on decent work (Activity 2.2) supports the implementation of the third CD level (Activity 3.1 and 4.1) and should be linked whenever possible.

	· Mutual synergies between Activity 3.1 and 2.2
· Study tour – exposure to other practices
· Private sector collaborating with one another to share knowledge and best practices

	Activity 4.1 creates a supportive framework for an effective implementation of the first and second CD levels (Activity 1.2 and 2.1) 

	Complementary activities by other projects/actors in the same time of action 
	
	
	· BetterWork contributing to the improvement of working conditions in companies
· Other GIZ projects working on the improvement of working conditions + gender aspect (JPSME, WoMENA)
	· Other development organizations building the capacities of the MoL (ILO)
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