Democratic Socialist Republic of Sri Lanka
Ministry of Vocational Training and Rural Industries
Asian Development Bank

SKILLS DEVELOPMENT PROJECT
(ADB TA No. 3051 - SRI)

Female Youth and Women's
Participation in Skills Development in
Sri Lanka

Technical Report #12

Dr Shirley Randell AM
Quality Assurance Specialist

Colombo
March 1999

Center for Development Management and Productivity
In association with
Infotechs/IDEAS

SKRandell: Draft: 05/02/09



Prologue

This Technical Report #12 (TR), by Dr Shirley Randell AM, International Consultant
on Quality Assurance, entitled: Female Youth and Women's Participation in Skills
Development in Sri Lanka, is one of a series of 13 documents prepared by the
Consultants for the Asian Development Bank (ADB) / Ministry of Vocational
Education and Training (MVTRI) Skills Development Project (SDP). It is a vital input
to the formulation of the five-year project feasibility study and investment plan (2000-
2005). These were grafted into the Interim Report (8 February 1999), Draft Final
Report (15 March 1999), and Final Report.

An i mportant event held in conjunction wit
and Exhibition on the Vocational Training (VT) Sector participated in by foreign

donors, NGOs, and VT institutional agencies, at the Bandaranayaka Memorial

International Conference Hall, on 9-10 February 1999.

Other inputs and methodologies detailed below included research studies, workshops
and six sample manuals, which were prepared to provide examples of how to
operationalise concepts and systems into action steps. These were enriched with field
visits to national, district, and rural technical colleges (TCs) and vocational training
centres (VTCs), and interviews and focused group sessions with politicians, private
businessmen and women, industry trainers, personnel managers, VT agency managers
and staff, employers organisations, unions, principals, trainers, trainees, apprentices,
graduates, repeaters, pass-outs, parents and community leaders.

Technical Reports

Technical Report #1, Vocational Skills Training, by Dr Bernardo Adiviso

Technical Report #2, Institutional Capability Building and Human Resource

Development, by Dr Ernesto A Franco

Technical Report #3, Competency-Based Training (CBT), by Dr S D Patki

Technical Report #4, Project Cost and Financing Plan, by Prof Simon Mendoza

Technical Report #5, Quality Assurance in Skills Development in Sri Lanka, by Dr

Shirley Randell AM

1 Technical Report #6, Entrepreneurship Development, Microcredit and Vocational
Training, by G D R de Silva

1 Technical Report #7, Private Sector/NGO Participation and Skills Development
Fund, by T M Jayasekera

1 Technical Report #8, Career Guidance and Counselling, by Prof K K G W

Kariyawasam

Technical Report #9, Statistics and Labor MIS, by KK Kodituwakku

Technical Report #10, Economics and Labor Market and Vocational Training, by

Dr W M Jayaratna

1 Technical Report #11, Restructuring the VT Sector: Options and Strategy, by the

Project Team
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9 Technical Report #13, Consolidation of Resolutions and Actions Recommended by
the Workshops and Donorsdé6 Conference &
Sector, held 9-10 February 1999 in Colombo, by Dr Ernesto A Franco

Research Studies

Manpower Demand and Supply, by Ernst and Young

Tracer Study, by Ernst and Young

Case Study of Two Vocational Training Centers, by Ernst and Young

Baseline Data and Socioeconomic Profile of Selected Pilot Project Sites, by
Marga Institute

1 Training Needs Assessment of VT Trainees, Providers and End-Users, by
Infotechs/I/D/E/AIS

E R

Workshops

Date Workshop Agenda Anchor Person(s)

1 3 February 1999 Career Guidance & Counselling K K G W Kariyawasam

1 11 February 1999 Private Sector/NGOs & Skills T J Jayasekera
Development Fund

1 12 February 1999 Entrepreneurship, VT and Dulan de Silva
Microcredit

1 16February1999 Femal e Yout h an 8hirl®y&kandelh 6 s
Participation in Skills Development

1 17 February 1999 National Workshop and Project Team and
Consultation on Interim Report E A Franco

1 18 February 1999 Developing a CBT Curriculum S D Patki

1 23 February 1999 Institution Building and HRD Ernesto A Franco

1 2 March 1999 Quality Assurance in Skills Shirley Randell
Development

1 8 March 1999 Training of Trainers for CBT S D Patki

1 12 March 1999  Project Management Ernesto A Franco

1 22 March 1999 National Seminar on Draft Project Team
Final Report

Manuals

1 Project Management

1 Career Guidance and Counselling

1 Competency-Based Training

1 Microcredit

9 Skills Development Fund

1 Quality Assurance in Service Delivery
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Glossary and Abbreviations

ADB
CEDAW

CEFE

CENWOR
CBT
DCS

DG
DTET
DVTC
EDWP
FCIC
FYWPSD
GAD
GCEC
Government
Grama Niladari
GSD
GTZ
HRD
ICTAD
IRED
MST
MSYAS
MVTRI
NAITA
NGO
NITESL
NORAD
NVQ
NYSC
oJT
PCC

PIU
PRET
Provider
PSP

PTF
PTFQC
QMF
RTO
RVTC
SAP
Samurdhi
SCSL
SDF
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Asian Development Bank

Convention on the Elimination of All Forms of Discrimination
against Women

Competency-based Economies through Formation of Enterprise
(GT2)

Centre for Women's Research

Competency-Based Training

Department of Census and Statistics

Director General

Department of Technical Education and Training
District Vocational Training Centre

Economic Development of Women Program
Federation of Chambers of Industry and Commerce
Female Youth and Women's Participation in Skills Development
Gender and Development

Greater Colombo Economic Commission (now BOI)
Democratic Socialist Republic of Sri Lanka
Government representatives at local level

Women in Skills Development

German Technical Assistance Cooperation

Human Resource Development

Institute for Construction Training and Development
Development Innovations and Networks

Ministry of Science and Technology

Ministry of Samurdhi, Youth Affairs and Sports
Ministry of Vocational Training and Rural Industries
National Apprentice and Industrial Training Authority
Non-Government Organisation

National Institute of Technical Education of Sri Lanka
Norwegian Assistance for Development

National VVocational Qualification

National Youth Services Council

On-the-job training

Project Coordinating Committee

Project Implementation Unit

Project for Rehabilitation through Education and Training
VT institution or centre

Private Sector Program (GTZ)

Presidential Task Force

Presidential Task Force Quality Committee

Quality Management Framework

Registered Training Organisation

Rural Vocational Training Centre

South Asian Partnership

Samurdhi Authority of Sri Lanka

Swisscontact Sri Lanka

Skills Development Fund



SDP
SEEDEVA
SEEDS
SLBC
SLHB
SLIATE
SLNQA
SLsI
SME
SWM
TA

TC
TCRYT
TEVT
TNA
TR
TVEC
UGC
UM
UNDP
ai
VTA
VTC
VTW
WUSC
WKIP
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Skills Development Project
Small Enterprise Entrepreneur Development Association
Sarvodaya Economic Enterprises Development Services

Sri Lanka Broadcasting Commission

Sri Lanka Handicrafts Board
Sri Lanka Institute of Advanced Technical Education
Sri Lanka National Quality Awards
Sri Lanka Standards Institution
Small and Medium Enterprise

Sarvodaya
Technical Assistance
Technical College
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Movement

Technical Committee on Rural Youth Training

Technical Education and Vocational Training

Training Needs Assessment

Technical Report

Tertiary and Vocational Education Commission
University Grants Commission

University of Moratuwa

United Nations Development Program

Vocational Training

Vocational Training Authority
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1 Introduction

1.1  Skills Development Project

The Democratic Socialist Republic of Sri Lanka (the Government) has been

- : —— successful in obtaining a grant for Project
bmeg S';:'e';a?e%"el');p”%e;tgpg\%‘:ﬁ:ngﬁ]t Preparation Technical Assistance (PPTA) from
with the assistance of the Asian the_ A3|an Developme_nt Bank (AI?B) to assist the
Development  Bank, on the | Ministry for Vocational Training and Rural
recommendations of the Task Force | Industries (MVTRI) to prepare a Skills
for the Implementation of Technical | Development Project (SDP) which is capable of
Education and Vocational Training | geljvering  quality-oriented and  relevant

Reforms™ (Kumaratunga, 1999) vocational training (VT), particularly to youth

and women in rural areas. The project has support from the highest level, most
recently expressed by Her Excellency (H E) the President at the opening of the
Donors' Conference and Exhibition on Technical Education and Training held in
Februay 1999 in Colombo (Kumaratunga, 1999).

1.2  Terms of Reference and Consultant

1.2.1 Terms of Reference

A major term of reference for the SDP as a whole was consideration of the needs of
female youth and women, particularly in rural areas. As Dr Randell was the only
women on the 15-person team of Consultants and Counterparts, and because of her
expertise in gender issues she was asked to consider specifically the needs for
improving women's participation in skills development. This work was added to her
specific terms of reference on quality assurance (see Appendix 1).

This gender analysis has been were undertaken through consultations (see Appendix
2), site visits in four provinces (see Appendix 3), workshops on improving quality
assurance and women's participation in skills development (see Appendix 4 and
Technical Report #5), and a desk analysis of relevant reports, studies and documents
(see References). The Female Youth and Women's Participation in Skills
Development (FYWPSD) Workshop involved key stakeholders from government
agencies, public and private sector providers, non-government organisations (NGOSs),
and users in urban and rural areas.

1.2.2 Consultant and Support

The Centre for Development Management and Productivity contracted the Quality
Assurance Specialist, international consultant Dr Shirley Randell AM, for the period
10 January to 9 March 1999 for the PPTA. During that time she had the support of
counterpart staff, Mr K K A Karunathilaka, Deputy Director, Technical Education and
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Training (DTET), who was also responsible for supplying data required from DTET
by all Consultants. For the last three weeks the Director General (DG) DTET
approved the additional part-time assistance of Ms Lillian Waidyasekera, Director
DTET.

In addition the DG DTET approved the participation of a small six-person DTET
Project Team to assist the project. The Team met twice to provide advice on the
FYWPSD Workshop program, participants' list and the draft technical reports and
recommendations (see Appendix 5). Drafts of the report were regularly distributed to
consultants, counterparts and stakeholders for comment. In addition to the 82 people
who attended the Workshop and amended recommendations, a total of 25 people
responded with specific comments on the draft, including corrections of fact and
provision of additional information and data (see Appendix 6).

Concern is expressed that all ten local consultants and counterparts for the project
were men. Initially Infotechs/I/D/E/A/S had appointed a woman who, it is understood,
had withdrawn after initial rejection of her competence by one of the VT agencies.
She was replaced by a man. After Dr Randell's arrival on 10 January, at her request
the Secretary of the MV TRI invited the VT agencies to release a female staff member
to work with her on the project. This was suggested both for skills transfer and to
facilitate her understanding of the Sri Lankan culture. The DG DTET was the only
one to respond. On 15 February 1999 he made Ms Waidyasekera, who had been
seconded to MVTRI for the Donors' conference, available on a part-time basis for
three weeks to work with Dr Randell as well as chair the SDP workshops. He also
approved the participation of three female staff as members of the DTET Project
Team. Other agencies also had difficulties nominating and releasing female staff to
attend workshops, a further indication of the need for a specific Gender in Skills
Development (GSD) project.

Similarly, the majority of the studies commissioned for the SDP before the Dr Randell

joined the team did not require gender specific data and therefore regrettably have
limited use as background data for this technical report.

SKRandell: 05/02/09 11



2 Context

‘Overall, the area in which Sri The context for women in Sri Lanka is challenging. .
Lanka needs to advance furthest | The 1998 UNDP National Human Development
in human development is in Report states that 'by modern standards, the level of

gggg?g;mpowerme“t' (UNDP. 1 gender development and gender empowerment is low
' in the country as a whole (United Nations

Development Program, 1998).

21 I nternational Commit ment t o

The United Nations Universal Declaration of Human Rights and other international
Covenants have achieved international cooperation in promoting respect for equality,
human rights and the prevention of discrimination. Article 21(2) of the Declaration
states that ‘everyone has the right
Sri Lanka is a signatory to the United Nations International Convention on the
Elimination of All Forms of Discrimination Against Women (CEDAW) and the
Covenant on Civil and Political Rights. Signatories have further agreed to take
necessary steps and to adopt such legislative or other measures as may be necessary to
give effect to the rights recognised in this Covenant and Convention.

ADB has built the issue of gender into all its policies, programs and loans because of
its recognition of the need for promoting equal rights and preventing discrimination
against women (Asian Development Bank, May 1998). ADB's policy includes gender
sensitivity, gender analysis, gender planning, mainstreaming and agenda setting. It
provides particular assistance to
'Special design features and strategies will be built | developing member countries in the
into projects to facilitate and encourage women's | areas of policy support, capacity
involvement and ensure tangible benefits to building, GAD awareness, and

women. The Bank will continue to devise stand- f lati imol . f
alone projects and initiatives that target women to | formulation and implementation o

address gender disparities' [Asian Development | policies and programs directed to
Bank, May 1998 #837]. improving the status of women.

Aspects of this Technical Assistance
Project on Skills Development in Sri Lanka are to address the needs of male and
female youth and the needs of women, particularly in rural areas. In keeping with
ADB policy, gender and development (GAD) strategies are built in to every aspect of
this project. In addition, because of the particular needs of women in skills
development in Sri Lanka, a special component on Gender in Skills Development
(GSD) has been included.

ADB policy reflects its recognition that while the pursuit of gender equity remains
strongly embedded within the framework of fundamental human rights and gender
justice, investments in women are now also recognised as crucial to achieving
sustainable development.

Wo me n 6

of

equ

22 Government Commi t ment to Womenos
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The Government is committed to the principles of equal opportunity for men and
women. These are enshrined in the Constitution of Sri Lanka, which guarantees
freedom from discrimination on grounds of sex (Article 12) (Government of Sri
Lanka, 1948). In addition it guarantees the right of its citizens to engage by
themselves or in association with others in any lawful occupation, profession, trade,
business or enterprise (Article 14) in the State sector. In 1981 the Government ratified
CEDAW andthe Wo me n 6 s Ch ar tadapting CEDAW to loclmdeda Was
accepted as State policy in 1993 (Office of the Minister of State for Women's Affairs,
1993).

A National Plan of Action for Women based on
“Women in this fair island have | the Beijing Platform for Action has been
[;arﬂeaﬁ”i%sa‘:;gﬁf;j}“d fotgght a;;g prepared with the support of the Government,
equariit)?’ but the ultimﬁte goalghas NGOs and t_he private sector (Mi_ni_stry of
still to be reached” Hon Hema | Women's Affairs, 1997). A separate Ministry for
Ranayake, in [Hogagama special | WO me n’
correspondent. 1999 #8181 implement the Charter and the National Plan of
Action for Women. MWA has prepared a Three-Year Plan and a Six-Year Plan

identifying five thrust areas, including enterprise development.

In addition the Government has passed legislation against sexual harassment,
including innuendo, gestures and provocative remarks. Section 345 of the Sri Lanka
Penal Code (Amendment) Act No. 22 of 1995 has been amended to include
punishment for conviction of sexual harassment, but the provision has yet to be tested
(Cat's Eye, 1999). The Sri Lanka Law and Society Trust is conducting surveys of free
trade zone and plantation areas, identified as the most susceptible to sexual
harassment, with a view to formulating an anti-harassment policy based on this
legislation to be enforced in all workplaces (Bulathsinghala, 1999).

Furthermore, the Government is committed to strengthening the capacity of all
agencies and providers in the VT sector to provide high quality skills development.
The Wo me n 6 s spedifiaalytseés out the Right to Education and Training:

1 The State shall take all measures to ensure formenandw o me n : &

- access to the same educational opportunities in technical, vocational and
professional education including co-educational, non-formal, and continuing
education, training and extensio
- access to the same curricula, examinations, certification procedures,
teaching staff with qualifications of the same standard and facilities in schools
and training programmes, equipment of the same quality and the same
opportunities to participate actively in physical and aesthetic education; and

-access to career and vocational gui

1 The State shall take all steps to ensure the elimination of gender role-stereotyped
concepts in content and educational material in all types of education, through the
revision, preparation and writing of teaching-learning material.

91 The State shall take all appropriate measures to ensure the reduction of early
school-leavers and the organization of programmes for girls and women who have
left school prematurely (Office of the Minister of State for Women's Affairs,
1993).
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In view of this international and Government commitment to women's participation it
is somewhat surprising that the Presidential Task Force on Technical Education and
Vocational Training Reforms (PTF), which has two female members in a total
membership of 15, has no reference to the participation of women in its priorities.
This is particularly so given the limited representation of women in policy and senior
management in VT agencies and providers and the predominance of female trainees
in traditional ‘feminine’ courses with low earning potential. The issue of gender was
raised in every SDP workshop and the Donors' Forum as one needing urgent attention
in the VT sector.  Speaking about the
Government reforms for the TEVT sector, the | "The Government intends to focus its
MVTRI Advisor noted that in moving out of | 2tention on strong social development

. . . goals in future by providing training
the provider role in VT into the roles of | ¢ gisadvantaged vulnerable groups,
“facilitator, C o0o0r dil|RuéhksWolen" (AEY terBarfdofl a r| d sette
regul ator’ of training, rthe Government W 0
focus on providing training for disadvantaged vulnerable groups, such as women®.

To assess the priority areas for specific action an analysis is undertaken below of the
participation of women in employment and the VT sector, constraints on change are
examined, successful projects are reviewed and recommendations are made.

2.3  Participation of Women in Employment

The overall status of women in Sri Lanka is relatively high in the Asian context with
Sri Lanka being the first country in Asia to gain voting rights for women (1931) and
the first country to have a female Prime Minister (1960). According to a United
Nations Development Program study, the Gender Related Development Index rate in
1994 was 70 for Sri Lanka, compared to 131 in Nepal, 128 in Bangladesh, 120 in
Pakistan and 118 in India, where the lower the figure the better the conditions for
women (Jayarathna, 1999).

The free education and health systems have had a substantial impact on birth control,
child mortality, female literacy, living standards and a relatively educated labour force
compared with other countries in the region. But there is a high incidence of poverty
among women, particularly among the increasing number of households headed by
women, due to the ongoing war in the North and East of the country. As in many Asia
Pacific countries, women in Sri Lanka generally take up occupations that require
traditional cooking and sewing skills, such as food vending and garment manufacture.
Their income-generating activities are considered secondary to their childcare and
family responsibilities. Thus, their access to education and skills, ownership of
property and efforts to improve productivity are generally given lower priority.
Opportunities for jobs and higher incomes are also fewer because of discriminatory
perceptions of women's work. Women work long hours to cope with multiple
responsibilities at home and work, yet their income levels are much lower than those
of men (International Labour Organisation, 1998).

! Speech on Government TEVT Reforms by Mr A E Z Fernando at the FYWSD Workshop on 16
February 1999.
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Given the social roles of women and men, women are more often in a subordinate
position that negatively affects their economic and sociopolitical rights as well as their
sense of independence and human dignity. The systematic discrimination and
subordination of women has meant that in many circumstances (economic, social and
political) women are less able than men to take advantage of new opportunities,
including those for employment, as reflected in the employment figures discussed
below.

Over 200 women and men were interviewed for this study. Overwhelmingly men
stated that there were no problems or discrimination for women in Sri Lanka and that
full equality had been reached. On the other hand all women stated that there were
still considerable problems facing them in all levels of society except among the elite.
They quoted longstanding cultural traditions and beliefs and the current attitudes of
both men and women as major problems. The following quotes were actual comments
recorded in interviews with Sri Lankan women during January-March 19997

T "Women's place is still very much at home in the kitchen, or in nursing, teaching
or at the sewing machine."

"Women's traditional dress hinders their participation in non-traditional jobs."
"There are no female drivers or bus conductors."

"Men do not like women coming up."

"Some men won't do a job nor will they allow a woman to do it"

"If women do higher studies they are asked why they do not have any work to do
at home."

"There are no créches, no daycare centres, no proper transport system."

"Men believe mechanical areas are not for the fair sex."”

"There is great resistance to change in women's traditional place in society."
"Women face serious security problems if working at night."”

"Women must be given the strength and courage to resist old attitudes, even in our
mothers."

"People do not think women should go to the sea for fishing"
"Men do not like women doing better than them."
"Men and some women think physical work is too hard for women"

=4 =4 -4 -8 - =4 =4 -4 -4 -9
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As in other matters it is often the exceptions that prove the rule. The Chairman of
VTA/TVEC, when opening the SDP Micro-credit Workshop on 12 February 1999
spoke about a young female motor mechanic who is running a motor garage in
Moneragala (funded by her father). She "gets her hands dirty" and her sari "restricts
her work™ but she is an excellent mechanic and has been used on television as a role
model in a non-traditional occupation. "If young people are given the opportunity they
can succeed”, the Chairman said®. The MVTRI Advisor,
speaking at the FYPWSD Workshop on 16 February spoke | “If young people are
about a female instructor for machine he noted that she was | 9iven the opportunity

. .. A . they can succeed".
doing her pr in a sari, t_)ecause that is the status symbol (_)f 8 | Anura Kumarasinghe
teacher or instructor. This has to change to more appropriate

Z These comments made at interviews with both women and men are unattributed to respect
confidentiality.

¥ Vote of Thanks by Anura Kumarasinghe, Chairman TVEC at the FYWSD Workshop on 16 February
1999.

SKRandell: 05/02/09 15



dress". He spoke about more women now taking part in the mobile training centres as
apprentices and the challenge now is "how to intensify that"*.

At the SDP Careers Education Workshop on 3 February 1999, the Chairman/DG of

the National Youth Services Council referred to the problems created for women in

employment by the media. He said that if one of the girls who work in a free trade

zone garment factory is found involved in prostitution it is mentioned in the

newspaper with headlines. Therefore while the textile industry is one of the fastest

growing and b e s t i ncome earners for the country,
daughters to go into this career" and "men do not want to marry women who work in

these factories">. A participant elaborated that “these female workers live in hostels

and there are sometimes a very few loose women there who have different boyfriends

but this gives the free trade zone factories employment a bad name"®.

Sri Lanka is working towards achieving the status of a newly industrialised nation and
new jobs are being created in the technical trades. Using statistics to assess the
participation of women in these trades or in any employment is difficult for several
reasons:

71 Differences in definitions and classifications in national surveys affect
comparability of data in time series, in particular, definitions of economic activity
and unemployment vary.

1 Surveys do not capture all home-based workers and family labour, the majority of
whom are women.

1 Women tend to undervalue and underreport their economic activities outside the
formal sector.

1 Gender disaggregated data is not available or is not published on all aspects of
economic participation, conditions of work, wages and income.

7 Since the end of 1990 the ethnic conflict has prevented the collection of survey
data in the North and East, and all-Island data has not been available.

1 Micro studies provide rich qualitative data but the small size of samples precludes
generalisations (Jayaweera, 1997,2-3).

Nevertheless, some useful analyses have been conducted. This paper draws on some
of those, particularly on the 1997 Centre
on Gender Dimensions of Employment in Sri Lanka (Jayaweera, 1997).

Labour force data in Appendix 6 indicates that men have had a steady growth in
participation. Over the same time women, who make up 50.8 percent of the
population, made two spurts coinciding with rising educational levels in the 1960s and
1980s, as well as economic pressures in the 1980s. This was reversed in the mid
1990s during which the percentage of women in the total labour force declined from
37.3 percent to 32 percent in 1994 but in 1998 has returned to 37.6 percent as against
66.6 percent men(see Table A6.1).

* Speech on Government TEVT Reforms by Mr A E Z Fernando, Advisor MV TRI at the FYWSD
Workshop on 16 February 1999.

> Speech by Dr S J Navaratne, Chairman/Director General NYSC at the SDP Careers Education
Workshop on 3 February 1999.

® Comment by NGO representative at the SDP Careers Education Workshop on 3 February 1999.
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After the mid-1960s, unemployment affected both women and men, and youth in
particular, but women are the most vulnerable. Female unemployment rates have been
at least double male unemployment rates consistently over three decades (8.8 percent
male and 16.2 percent female at the end of 1996, see Table A6.2). A large proportion
of unemployed women are not seeking work because they are discouraged (31.4%) or
believe that no suitable work is available (42.3%) (Jayarathna, 1999). Female
unemployment rates have been lowest in plantations, where women have the highest
economic activity rates and highest in urban areas (see Table A6.3). Unemployment is
predominantly a male and female youth problem particularly affecting the 15-19, 20-
24 and 25-29 age groups with young women finding it relatively more difficult to find
jobs (around 45 percent female unemployment rates in the 15-24 age group since
1971, see Table A6.4).

Female unemployment rates are highest in the rural areas — North Central Province
44.57%, Western Province 49.9%, Uwa Province 53.19% and Southern Province
53.7% compared with 38% in the Central Province (Jayarathna, 1999).

Although women have had equal access to general education, their subsequent
unemployment rates have been much higher than men (20.9 percent female A/L
graduates as against 6.4 percent male in 1998, see Table A6.5). Table A6.6 shows
that the education levels of both employed and unemployed women are higher than
that of employed and unemployed men. The educational level of the unemployed
female population is higher than that of the employed female population, especially in
the case of secondary educated women. In 1994 73 percent of GCE (A/L)
unemployed and 57.5 percent of GCE (O/L) unemployed were women. Suicide
through unemployment affects both men and women, but the inability to obtain
employment in accordance with educational qualifications is a particular problem
(1999).

Macro economic policies since the |
the Government's structural adjustment policy have created a demand for female
labour in casual and marginalised economic activities with minimal rewards and in
unpaid family work in the agriculture sector (29.1 percent women as against 6.8
percent men in 1998, see Table A6.7).

Table A6.8 shows the employed population in broad industrial categories indicating
that most women are engaged in less economically rewarding activities. The increase
of women in the manufacturing labour force is a consequence of the preference for
young women workers in factories in Export Processing Zones. Micro studies show
that women in sub-contracting industries are in low quality and exploitative
employment. Women have significantly increased their share of the labour force in
community and personal services, finance-related occupations, trade and
communication (Table A6.9).

A higher proportion of the female labour force than the male labour force are in
professional and sub-professional employment (10.4 percent and 3.2 percent
respectively in 1994, largely because the majority of those employed in the health and
teaching services are women. However fewer women than men have reached
decision-making positions in these professions (Tables A6.10 and A6.11). The
increase in the share of women in clerical-related, sales and services and production-
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related employment from 1.0, 1.9 and 12.4 percent in 1963 to 46.2, 22.8 and 24.9
percent respectively reflects trends in growth areas of employment. Nevertheless,
women are still concentrated in traditional agriculture and production, and semi-
skilled and unskilled labour (see Table A6.13) and in domestic labour as housemaids
or domestic aides, which increased from 0.4 percent of migrant workers in 1976 to
around 80 percent in 1995 (see Table A6.14).

There is still gender-based occupational segregation, with women concentrated in
domestic and plantation agriculture (60%), conventional ‘feminine' industries and
assembly line occupations in modern industry (80%), education and health services
(65%-70%) and domestic service (90%). In 1990, women were still less than 10
percent among legislators, managers, engineers, surveyors, technicians, and skilled
wor ker st riandi‘tniomnal ’ occupations.

The visibility of a few women in prestigious positions in the legislature,
administration and professions overshadows the gender-specific constraints in access
to high level administrative positions. There is still only one female Secretary in a
Cabinet Ministry and one Supreme Court Judge, with very poor representation of
women in Parliament (4.9 percent), provincial councils (3.9%) and local bodies
(1.1%) (Ministry of Women's Affairs,
1998). The political participation of | 'What is the level of participation of women in
women is on a par with some of the electoral politics at the actual decision-making

, . . level? The participation is very limited. Sri
most backward" countries of the Lankan women lack the political clout that is

world (Cat's Eye, 1999). HOWE_V?r’ necessary for the effective use of their manpower
there has been some upward mobility | as women and meaningful citizens' [Careem,

with the percentage of women in class | 1999 #8101
1 of the elite administrative service increasing from 1.8 percent in 1978 to 17.5
percent in 1992 and professors in universities from 2.4 percent in 1973 to 9.9 percent
in 1996.

Jayaweera concludes that ‘“these | abour for
1960s despite expanding avenues of employment, women have been relatively more

vulnerable than men to unemployment. They have been employed increasingly in low

wage, low skill employment or as unpaid family workers, and in exploitative

conditions as low cost labour in the international labour market. Gendered

sociocultural perceptions and assumptions limit their access to high level positions

and gender based discrimination has been noted in micro studies in access to
engineering and t ec hJayawees 1997,12)l The eeombmie mp | oy me
policies of the Government have often been gender blind, perceiving women as
‘“housewi ves’'eaome'rséeconmnddrfyr mers’ wives'’
Nevertheless a noticeable trend in Sri Lanka is the large proportion of females making

a deliberate attempt to move away from the traditional extended family system and

enter the labour market (Department of Census and Statistics, 1998). In 1999 there

appears to be a greater recognition of the potential of women to contribute to new

areas of the labour force with a drive to recruit women into some non-traditional
employment such as the police and army. However, plans to recruit women pilots to

the Sri Lanka airforce were shelved on the grounds of it being 'not the right time for
experiments' (Kangaraarachchi, 1999) and many advertisements for training are still
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sexist (see Appendix 7). The large numbers of widows in war-torn areas will need
employment skills to support their families.

"Since violence and terror Some mention should also be made about the level of
unleashed against women violence against women that is inadequately reported
continue unabated, our or dealt with in Sri Lanka and must affect the attitudes

government has adopted special | of and to women in the workplace. During the period
measures to counter this grave .

situation” (President Chandrika of the _prOJect_a_taIented staff membe_r of a VT agency
Bandaranaike Kumaratunga, 8 committed suicide, apparently to avoid shame after an
March 1999) alleged rape attack’. Another serious incident
occurred in the weeks leading up to the 1999
Wayamba elections when a woman participating in canvassing was stripped on a
public highway (Cat's Eye, 1999). The outcry that would accompany these actions in
other countries, including Fiji and Papua New Guinea, is muted in Sri Lanka, apart
from occasions like the International Women's Way when both the President and

Prime Minister drew attention to the issue (Bandaranaike, 1999).

Changing the position of women in employment will be significantly assisted by
changing their participation in skills development.

2.4  Participation of Women in Skills Development

In Sri Lanka girls and women have had equal access to general education for decades
as a result of positive educational policies that recognise the right of every person to
education. Indeed, wide participation in general education has created a demand by
women for access to VT and to employment. Approximately half the applicants for
VT and half the enrolment in training programs are women. Vocational education,
however, has received relatively lower priority and ad hoc training policies have had
an adverse effect on the range of VT opportunities available to women and men in the
country and the relevance of these courses to labour market conditions.

Many men interviewed for this study, including leaders in the VT sector, maintained
that there was also no discrimination as far as taking trainees into government skills
development courses was concerned. However, gender role assumptions underlying
decision making in the VT sector, the outcomes of the socialisation process that girls
are subject to in home, school and society leading to limited vocational aspirations,
the existing utilisation of training opportunities and labour demand have resulted in
major gender imbalances in enrolment in skills development courses. They have also
reinforced gender-based demarcation in the labour market.

Furthermore, it is also clear that girls and women, particularly in the rural sector, are
often unaware of the training and employment opportunities that are available in the
country. While there may be no overt barriers to female trainees enrolling in any VT
course in Sri Lanka, the reality is that hidden barriers exist that do discriminate
against women's training choices.

" Report by agency Chairman on 23 February 1999.
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Women have always been more disadvantaged than men in access to skills
development since gender role stereotypes of appropriate economic activities have
tended to condition the perceptions of policy makers, administrators, trainers and
employers and thus the policies and programs introduced in the technical education
and vocational training (TEVT) sector. Most VT providers tend to reinforce the
inequalities between men and women and perpetuate gender stereotypes by
channeling women primarily into courses deemed appropriate for them. These
“femal e courses do not necessarily gener ;
opportunities for women. Men have a near monopoly of technology and management
which are crucial to entrepreneurship or employment in small or large scale industries
in a country that is seeking to acquire the status of a newly industrialised economy
(Jayaweera, 1996). A study of female entrepreneurs revealed that 76.5 percent lacked
relevant skills and that less than 20 percent of women enrolled in training programs
start enterprises (Dias, 1991). Many members of the Women's Chamber of Industry
and Commerce had setbacks because they lacked professionalism in the management
of their entrepreneurship activities (Perera, 1993).

While all training agencies and providers state that their doors are open to women and

men equally, none of them has a Gender Policy, nor do they give special attention to
encourage women to participate in training in technical trades that are non-traditional

for women. Tables in Appendix 8 detail available statistics indicating that women are
concentrated predominantly in VT programs that tend to reinforce societal perceptions

of their exclusive nurturing and servicing roles, and that they are underrepresented in
technical-related courses which are perceived as appropriate only for men.
Consequently they have had access predominantly to a narrow range of vocation-
related skills for culturally ascribed
dressmaking, health and education services.

f e

Even in the SDP Workshops ensuring the participation of women was a challenge.
The attendance detailed in Table 2.1 masks the number of women who attended many
workshops, thus the figures represent fewer women than indicated.

Table 2.1 Participation in SDP Workshops by Gender

Workshop Male Female | Total
Career Guidance 48 7 55
Private Sector and NGOs 64 7 71
Microentrepreneurship and Microcredit 54 8 62
Women's Participation in Skills Development 19 63 82
National Workshop on Interim Report of SDP 62 6 68
Developing a Competency Based Curriculum 52 9 61
Institution Building 68 7 75
Quality Assurance in Skills Development 53 19 72
Training of Trainers of CBT 53 14 67
Total 473 140 613

2.4.1 Ministry of Vocational Training and Rural Industries
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There is a great opportunity to tackle this issue more comprehensively given the

recent improvements in coordination in the VT sector. In 1997 the MVTRI was made

the lead agency responsible for VT as well as promoting and developing rural

industries. There are three major bodies within MVTRI which are responsible for

skills development:

1 TVEC with the special tasks of planning, coordination and development

1 DTET which has oversight of the technical colleges (TC) providing training for
industry

1 VTA which has a mandate for providing VTCs, especially for rural and depressed
areas.

MVTRI also has close links with another two ministries that have a major part to play

in skills development:

1 the Ministry of Science and Technology (MST) through the National Apprentice
and Industrial Training Authority (NAITA), a statutory body

1 the Ministry of Samurdhi, Youth Affairs and Sports (MSYAS) through the
National Youth Services Council (NYSC) which also has a network of VTCs
throughout the country.

Under the rural industries component of MVTRI, a large majority of those enrolled in
the training programs of the Sri Lanka Handicrafts Board of MVTRI in 1996 were
women (86.3 %).

MVTRI will be the executing agency (EA) for the Skills Development Project and is
well placed to ensure that the participation of female youth and women, especially in
rural areas, is significantly improved.

Skills development currently provided by the major agencies above, other ministries,
the private sector and NGOs are detailed below.

2.4.2 DTET Technical Colleges

In the 31 TCs, the proportion of women trainees increased from 14.9 percent in 1973
to 44.7 percent in 1994, and was 43.1 percent in 1998. However approximately 70
percent of female trainees are enrolled in elementary and middle level secretarial,
commercial and home economics courses while they are underrepresented in
technical-related courses. On the other hand, over 50 percent of male trainees are
enrolled in technical courses. Increasing enrolments of women in TCs has not
increased their access to the technical skills required in an industrialised economy
(Table A8.1).

2.4.3 VTA Vocational Training Centres

The enrolment of women in VTA VTCs, urban, district (DVTC) and rural (RVTC)
has been traditionally low. Until the mid-1990s the number of women trainees in the
Skills Development Centre in Urugodawaate, Colombo was only three or four. There
were none in the DVTCs and those in the RTVCs were restricted to industrial sewing,
dressmaking and shorthand courses. The most recent statistics indicate that less than 5
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percent of enrolments in the Urugodawatte Skills Development Centre were women.
The percentage of girls in the 12 DVTCs was far less than the percentage in the 195
RVTCs. The consultant visited DVTCs in two provinces. In the Gampola DVTC,
Kandy District there were only six female youth enrolled in a Draftmanship course in
a total enrolment of 14 enrolments®. In 1998 100 percent of the enrolments were
males. The boys courses included Carpentry (Mechanised), Construction/ Plumbing,
Electrician Industrial, General Metal and Machining (Lathe/Milling) in which there
were 89 male enrolments. In 1997 almost 42 percent of the 56,318 trainees in the
entire VT sector were women. Of these 60.3 percent of enrolments in the VTAs were
women, most of them in low quality short courses in the RVTCs. This heavily skews
the figures. There is still the conventional gender discrimination in course enrolments,
with most female trainees enrolled in dressmaking, sewing, typing, beauty culture,
pottery, fabric printing, gem cutting and jewellery design courses, most of which have
low employment potential. Furthermore women are often marginalised into low
quality three monthg sewing, typing and beauty culture courses. In one RVTC visited
in the Anuradhapura over 20 girls were crowded into one room with five old
typewriters for a three month Sinhala typing course. None of the previous two years
graduates had found employment.

2.4.4 NAITA Courses

The percentage of women trainees in NAITA courses has increased from 2.6 percent
at its inception in 1993 to 42.5 percent in 1998. Nevertheless, the majority of the
apprentices are in textile, garment, lapidary, clerical and domestic services-related
training programs. In 1998 only 17.02 of technical level apprentices and 3.4 percent
of apprentices in technical level trades were women (see Table A8.2). Two providers
organised under NAITA reflect the same situation. In 1998 less than 10 percent of
trainees in the Apprenticeship Training Institute and 13.7 percent of trainees in the
Technicians Training Institute were women.

2.45 NYSC Centres

Staff of the NYSC, from the Chairman/DG to the Principal of the NYSC Centre at
Anuradhapura showed more consciousness of gender issues than any other VT staff
interviewed for this study®. NYSC literature is inclusive [see for example (National
Youth Services Centre, 1999)] and NYSC centres visited by the SDP team were
among the few where senior staff seemed conscious of the need to open all courses to
the participation of both sexes.

In the modern NYSC centre in Colombo, women are concentrated in sewing, food
catering and modern languages. About 92.5 percent of female enrolments in the 22
NYSC regional and district centres and mobile training programs in 1998 were in
dressmaking, beauty culture, food preparation and typing courses (see Table A8.3). A

® Visit to Gampola DVTC, Kandy District on 5 March 1999.
% Interviews with Dr S J Navaratne, Chairman/Director General NYSC on 28 January 1999, and
Principal of the NYSC Centre at Anuradhapura on 20 January 1999.
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recent decision to open all NYSC courses to women should help to reduce
imbalances.

2.4.6 Ministry of Education Centres

The non-formal technical units of the Ministry of Education provide instruction in
agriculture, industry, construction and services-related training courses and 73.6
percent of trainees in 1991 were women. But 90 percent of these women were in
dressmaking courses and the percentages enrolled in technical, construction and other
trades were insignificant.

2.4.7 Other Government Ministries

There is a similar situation in the providers run in other Ministries. Although women

have been engaged with men in agriculture for centuries in Sri Lanka, only one of the

two Agriculture schools have female traine
Extension Programs teach predominantly home economics.

Only 3 percent of the trainees in the programs of the Institute for Construction
Training and Development (ICTAD) in the 1980s were women and this was reduced
to 0.2 percent in 1996, although women can seen doing heavy physical unskilled
labour in construction sites around the country. Other Ministries have providers
conducting courses, for example Highways, Power and Energy, Public
Administration, Tourism, Small Industries and Social Services, Health and
Telecommunication, several involving youth. Gender statistics are being sought.

2.4.8 Private Sector

Private sector opportunities for women have sprung up all over the country providing
predominantly gender-specific courses in motor mechanics, computing, industrial
sewing, hoteliering and catering, hairdressing, beauty culture, aviation, marine
engineering, fisheries, office trades, and many others responding to the market forces
of demand and supply. There are also on-the-job training opportunities available for
semi-skilled employment, similarly gender specific.

2.4.9 Non-Government Organisations

Most NGO women in development oriented, poverty alleviation and self-employment
projects in which the majority of the participants are women, give very low priority to
vocational skills training. Instead they tend to focus on group mobilisation for credit
utilisation without adequate attention being given to the technical and managerial
dimensions of utilisation and implementation. Some NGOs have run innovative, non-
traditional programs involving women in courses like electrical wiring and carpentry,
but these are rarely ongoing projects (Jayaweera, 1996).
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2.4.10 National Institute of Technical Education of Sri Lanka

The National Institute of Technical Education of Sri Lanka (NITESL) is a key
institution in MVTRI in that it has prime responsibility for the preservice and
inservice of instructors in VT. There are only two women among the NITESL
technical staff and gender sentisation is important for both staff and students. NITESL
was one of the only two organisations visited which was displaying the posters
displaying non-traditional materials.

If this situation continues in Sri Lanka, women will be increasingly marginalised as
the country moves into a technological, industrialised environment.

2.5 Participation of Women in Policy Making and Management

The presence of women on policy-making boards and committees, in decision making
and in management of agencies and providers throughout the TEVT sector is
extremely limited (see Appendix 9, Table A9.1). The participation of women in senior
management in the VT agencies is
It is estimated that 30-35% of TVET trainees are | NOt representative of their presence in
women (42% in 1997) and that be the end of the | the sector. Tables A9.2-4 show the
century women will outnumber men in the Sri number of women and men at various

Lankan labour force. Hence, in amending Section 6 :
of the TVE Act, the need to provide representation levels in DTET, VTA and NAITA.

in the Commission for the special concerns and .
interests of women will have to be taken note of | The  Ministry of Labour and

[Ministry of Labour and Vocational Training, | Vocational Training identified this
issue in December 1996 but nothing
has been done over the past two years to rectify it (see Box). There are no women on
most boards of management. In some agency and institutional structures, constitutions
and mandates would have to be amended in order to accommodate desirable changes.
Although the there are some women at deputy director and assistant director level, the
number is very much fewer than desired. This is despite the fact that representation of
women is very high in clerical and allied grades and there are many competent
women in the sector (Salgado, 1998:6). There were no women in management
positions in the two ADB/MVTRI case studies. In both of the institutions studied
there were few female instructors as well, only one in one VTC (4%), and two in the
other (16%) (Ernst and Young, 1999)

Reasons for this include the lack of female applicants for higher posts, especially for
the posts of provincial managers. This is often due to social norms, lack of mobility
and the reluctance of women to apply without encouragement (Salgado, 1998:6),
aggravated by lack of mentoring from senior male supervisors. Some advertisements
do not attract women. Many selection posts for senior positions are entirely male and
there may be gender-stereotyped perceptions. Performance and suitability are not
given as much importance as length of service in filling vacancies or selecting for
promotion.

In some cases attempts are being made to recruit women. For example, the Chairman/
Chief Executive Officer of NAITA had invited one woman to fill a vacancy on the
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NAITA Board, but when she declined apparently no attempt was made to find another
suitable woman and a man filled the position™®.

2.6  Constraints on Change

There is remarkable consistency among the data gathered from all sources for this
study on the situation of female youth and women in Sri Lanka and the ways
attempted to improve their status and participation in skills development over the last
decade. The following range of major constraints to implementing change was
identified, predominantly by the participants of the FYWPSD Workshop. These were
confirmed at interviews and in the literature:

1 Different socialisation of girls and boys in both urban and rural areas as a result of
entrenched traditional gender-stereotyped attitudes and expectations of society,
including families and schools, customs, dress, the status of women and men and
their perceived roles in employment and skills development.

1 Women's commitment to the family, feminine image and identity, priorities set by
women themselves.

"Non-sharing of homehold chores".
"Lack of nutritious food"
"Poor time management".

Lack of effort, cooperation and positive attitudes by parents, family members,
community and others to encourage women's participation or continued training in
skills development at managerial level and in non-traditional courses.

Lack of awareness of the way to upgrade living standards.
Lack of financial assistance for training and to start projects.
Inappropriate education system.

Non-gender-sensitivity of curriculum developers, trainers, instructors, managers
and trainees.

Lack of gender-sensitive materials.

The patriarchal nature of education which leads to ragging/teasing and dropout

(Salgado, 1998).

T Lack of awareness by school children, school leavers, young women, particularly
in rural areas, of the total spectrum of available opportunities in skills
development and employment.

1 Lack of trained counsellors, career information, guidance and counselling of

female youth and women at school level, particularly in rural areas, about

opportunities for training and employment.

1 Lack of proper training opportunities with the right course content.
9 Lack of pre-training and orientation prior to training.

1 Traditional attitudes that prevent women from seeking employment in male
dominated industrial areas, eg trainers, instructors, employers, family members
and the general public.

9 Cultural barriers against women being self-employed business people.

= =4 4 =4 E N B
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1% Interview with Mr R | Samaratunga, CEO/Chairman NAITA on 28 January 1999.
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Doubts about the acceptance of women in the job market and industry.

Lack of a mechanism for identification of manpower needs that link training
providers and trainers — demand-driven training

Lack of resources and materials on available skills development and employment
opportunities to support awareness campaigns to encourage more active
participation by women.

Lack of facilities in the usage of equipment and less participation because of the
lack of necessary equipment.

Lack of suitable basic and infrastructure facilities for women, such as creches, day
care centres, toilets and changing rooms at training centres and in industry and no
transportation and hostel facilities for late shift workers.

Limited management and organisational structures with very poor representation
of women in the governing bodies and committees that make decisions about
young women’ s skills devel opment
institutional levels.

Lack of critical policies that affect both men and women, such as a national
employment policy and a small and medium enterprise policy, and a failure to
implement legislation and policies (eg sexual harassment) that have been given
Government approval.

Existence of discriminative traditional practices, rules and regulations, eg
registration of land titles is most frequently in the husband's name and land titles
are required as collateral for loans.

Perception of present courses along gender lines as 'men's or women's courses.
Lack of role models.

The stereotyping of male and female roles and negative portrayal of women in the
media.

Media promotion inadequate.

Lack of appropriate curriculum development to ensure that skills development is
relevant to women and suits the local environment.

Existing training courses for both women and men are non-business, non-market
oriented.

"Women do not take business risks easily,” lack of confidence in women to be
self-employed, financing, marketing.

Lack of an integrated approach to marketing training and business management
training for self-employed women.

Lack of adequate technological skills transfer and facilities for training self-
employed people to move into viable small business enterprises.

Inaccessibility and non-availability of technological training to rural populations

Failure of training schedules to take note of the special circumstances of women
and their dual roles.

Lack of identification of skills requirements and training on an area basis.
Lack of new product development facilities for women.
Exploitation by middle men, especially in rural areas.

Lack of employment opportunities in many traditionally 'masculine’ fields and
gender role assumptions behind the demand for female labour.
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"Employers being gender biased".

Sexual harassment in training and employment.

Hidden constraints in VT institutes.

"Inadequate coverage for maternity leave in training systems."

Lack of encouragement in selection criteria.

Poor planning, coordination and lack of clear priorities, with a paucity of

= =4 4 4 45 4

statistical data desegregated shsguesgender

into the overall national planning and implementation of programs.
Lack of gender-disaggregated data.

Failure to recognise informal sector participation.

Lack of coordination among policy makers and politicians.

Gap between policy and implementation.

Limited research with a lack of follow-up studies on female trainees who graduate
from skills development courses to assess their roles and placement in the paid
workforce.

1 Lack of research-based information relating to training needs and market research.

T Little study of i ssues that wo ul
generation projects, such as business opportunities, cottage industries, and food
processing and marketing.

= =4 -4 4 4

Given this litany of constraints, it is little wonder that women and some men in Sri
Lanka are becoming increasingly convinced that positive action must be taken to
improve the situation. In commenting on the lack of motivation for both women and
men to undertake VT in technical courses in Sri Lanka, the MVTRI Advisor
commented that motivation is often affected by monetary rewards and that "There is
no dignity without money". He reflected on the current low wages applying for many
technical trades and the differences in wages between men and women for the same
work and stated that "These issues have to be addressed". The participants attending
the FYWPSD Workshop missed identifying this glaring constraint, but called for all
the above issues to be addressed as a matter of priority.

These constraints inform the recommendations on strategies detailed below to
improve the participation of female youth and women in skills development in Sri
Lanka.

3  Strategies for Change

Practical strategies are already being implemented in a range of Government
Ministries and particularly in NGOs to improve participation in skills development for
girls and women in Sri Lanka. These are expanded below.

1 Speech by Mr A E Z Fernando, Advisor MVTRI at the SDP National Workshop on 17 February
1999.
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3.1 Government Strategies

3.1.1 Ministry of Vocational Training and Rural Industries

Agencies within MVTRI, which is the major body for the provision of skills
development for women in Sri Lanka as described in detail above, have not at this
stage made very significant inroads into encouraging women to undertake VT for
non-traditional occupations.

At the FYWPSD Workshop a participant from a DTET College spoke about linkages
being made with industry to take TC graduates for employment under the Skills
) — ) Development Fund (SDF)*2. One employer
[Women] are working [in electronics] had offered 12 places for electronics
only as cheap laborers on assembly lines . .
for 2000 Rs!! They do not receive any | trainees, and specifically asked for women.
professional training and no man would | Unfortunately there was only one girl
work for this money. However, their | among the 30 trainees undertaking
hma”d‘:a'bs't‘ti”st_are better S”ECE tgeﬁ’ can | electronics training. Another employer who
il eter iy comporenis 16 v | offered to give six trainees employment
under the SDF asked for girls for cutting
machines for polythene, and for assembling
in non-traditional areas. This is an indication that some employers may be ahead of
the providers in their attitudes to non-traditional occupations for female youth and
women. One risk in women being employed in these areas is that may be used as
cheap labour with poor working conditions, so professional training is essential®.

A newly designed course in landscaping is being introduced into five TCs and women
will be encouraged to apply. The Association of Foundry Practitioners has also been
working with DTET to establish a course in Foundries Practice. This would also
provide an opportunity for female trainees to be involved.

"There is a vast market [in One consultant interviewed for the study suggested
professional homemaking]. that an area for course development could be in life
Instead of running to useless management skills and family management training

computer classes [girls] could for women. In Sri Lankan culture rural women are
be trained in these skills and £ tlv kept h d not all dt ¢

create a professional image in requently kep ome and no a owed 1o go 9“ or
running a household and family | develop self-sufficiency and independence. 'As a
as a career' Joachim Beyer. result they don't know how to run their household
professionally, economically and creatively! Nor how
to raise kids. They don't know how to treat common illnesses, for any problem they

run to the hospital, and do not know how to feed their babies, and have no skills to

make some money on a side l i ne..The

'2 Intervention by Ms Gaya Hapurarachchi, Industry Placement Coordinator/Lecturer Electronics,
Technical College, Ratmalana at the SDP FYWSD Workshop on 16 February 1999.
'3 Email communication from Mr Joachim Beyer, Consultant for Electronics and Vocational Training.
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management, professional cooking, prof es si onal nur si ng,
family must get the image of running a company, being an entrepreneur“..

MST proposes to develop ten strategic industries that are heavily technology biased.
They are information technology, bio-technology, environment, polymer science and
rubber, electronics, telecommunication, food and agriculture, textile and garment
technology, forestry and wood products, industrial production and technology

Women's contribution to the economy is often not management (‘]ayarathn_a’ 1999).
valued. Those on the plantations and in the Free Trade | VWomen would be suitable for

Zones together contributed 53 percent of our exports employment in each of these
last year. The inclusion of Women's contribution to areas. In its most recent Budget
other agricultural and manufacturing activities would statement the Government has
raise this percentage even higher. Women working . . .

abroad also reduce our current account balance of gnnourlced it ,W',” pr(_JV'_de
payments deficit through their remittances home: !ncemlves for similar priority
private transfers, about 75 percent from women, industry areas, such as garments,
financed around 15 percent of our imports in 1997 gem and jewellery, electronics
(Peiris, 1999:22-23) and computer software (Peiris,

1999). A five-year tax holiday
will be provided for each organisation that undertakes training for a minimum of 300
persons in these areas. Mr Peiris also announced that ‘resource flows into technology
transfer, organisational strengthening, training, extension services and communication
system will be increased so as to improve the participation of women' (Peiris, 1999).

The ADB/MVTRI SDP Demand and Supply Study also identified several sectors that
will require skilled labour in the future. These include telecommunications, hotel and
travel (restaurants), gem and jewellery, printing, construction, transport (maintenance
and automobile repair) and garments (machine operators) (Ernst and Young, 1999). It
augurs well that employers are already expressing interest in training girls for these
industries and is an opportunity for VT agencies and providers to provide non-
traditional training programs. Projections for growth in employment opportunities are
in forestry, fishing, mining, manufacturing, construction, electricity, gas,
communication, banking and insurance, many of which are in rural areas where the
needs of women are greatest.

3.1.2  Ministry of Science and Technology

The Industrial Technology Institute, formerly the Ceylon Institute for Science and
Industrial Resources, has sent a female staff member for a Women's Entrepreneurship

4 (Beyer, 1999).
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Exhibition and Workshop at the Asian Pacific Centre for the Transfer of Technology
at New Delhi in each of the last three years.

In addition to VT offered in agencies and providers in MST and MSYAS there are 15
other government agencies involved in skills development, some of which pay
particular attention to the needs of women.

3.1.3 Ministry of Women's Affairs

MWA has a Mobile Counselling Program based on improving the existing self-
employment activities of women. MWA's Special Entrepreneurship Development
Program conducts a pilot project in two areas and has introduced processing of
agricultural products and food technology requiring the development of technical and
marketing skills for women. The Budget for this Program in 1999 is Rs 1,050,000
(Ministry of Women's Affairs, 1998). The Entrepreneurship Training Program
provides the necessary training to impart skills and knowledge to women for
establishing small-scale enterprises. Training covers identification of possible
enterprises, marketing, quality control
and provision of credit facilities. "Since women constitute the group of the bottom
Twenty-eight programs were | oftheladder ...in respect o

. education, training a
conducted for 1160 women in 1998. [shoul d] be placed.i

Credit faC”'t'eS are provided through a | eqycation, development and in integrating women
Revolving Fund to start small-scale | to economic and civil life of the country”, Hon

enterprises. The | MivamBamayaks irB yHogaamau spdiah
released Rs 200 000 for each | correspondent, 1999 #818].

Divisional Secretary Division, which

to date has provided funds for animal husbandry, home gardening, food processing,
petty trading, making of sweet meats, toy making, rearing of ornamental fish and
sewing projects. Awareness Raising Programs have been conducted on training for
prospective housemaids and media personnel. A total of Rs 550,000 has been
allocated for Skills Development Training and Training of Trainers in 1999.

[

3.1.4 Ministry of Fisheries and Aquatic Resources Development

A lighthouse initiative has been taken by the Aquaculture Development Division of
the Ministry of Fisheries and Aquatic Resources (MFAR) which commenced a small-
scale community-based project for fish seed technology and has conducted training
for farmers in Hambantota. About 50 percent of pond owners growing tilapia and
other fish are women: nine ponds in Karambe Wewa, two in Bandagiriya and two in
Pelessa Wewa (Fernando, 1999). Skills developed include species identification, pond
preparation, fertilisation, stocking of fish seed, feeding of fish and harvesting.
Extensive job opportunities in the field of fish farming, fish for consumption and for
the commercial market, rearing of fry and fingerlings, ornamental fish farming, and
fishing in reservoirs have been generated by this venture which is an income source
for unemployed rural youth including women. Sixty young women and men have
been trained in ornamental fish culture and links have been established with exporters.
The Small Fishers Federation and NORAD and MOFARD have been involved.
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MFAR has also planned a series of camps called Diyawara Soba Wanitha for the
welfare of women in the fishing community centered around International Women's
Day. The objective of this program is to identify the skills and aptitudes of the women
of the fishing community and also to extend MFAR's assistance to develop such
abilities. The program envisages conducting training sessions on manufacturing
handicrafts, food processing and leadership activities. It will also introduce various
self-employment opportunities for these women. Approximately 1,000 women will
participate in this program, selected by a panel of ten women who have been
nominated as leaders by the Assistant Government Agents in the Hambantota District
(Malawaraarachchi, 1999).

3.1.5 Other Government Ministries

Other Government Ministries contributing to innovative skills development for
women include (to be completed)

3.2 NGO Strategies

NGOs have particularly targeted low-income groups, male and female youth and
women in their skills development courses and offer mainly short duration courses
aimed at generating self-employment. A range of the most significant projects are
described below.

3.2.1 CENWOR Project on Gender Issues in Skill Development

CENWOR has been concerned with gender issues in skills development since its
inception in 1984, particularly in the context of the situation that the unemployment
rate of women in the labour force has been double that of men since the late 1960s.
CENWOR has conducted projects to facilitate the access of girls and women to a
wide range of vocational skills and diversified employment opportunities through
gender responsive attitudinal and behavioral changes among all stakeholders — girls
and women, parents, trainers, administrators, employers and policy makers.

In a major project on gender influences in skills development CENWOR organised a
project with a Coordinator and a Steering Committee to produce and disseminate
motivational materials and organise workshops to promote change in attitudes. The
Committee included representatives of VT agencies, the Ministries of Education and
Women’' s Affairs, State training age
Commerce (FCIC) and the Women and Media Collective, and established linkages
and gave visibility to the issue in the VT sector.

VT Involvement. The DG and Director Planning of the Tertiary and Vocational
Education Commission (TVEC), DGs of DTET and VTA, the Chairpersons of
NAITA and NYSC and a representative of ICTAD participated in the CENWOR
project as members of the Steering Committee.
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Other NGOs. Three of the international NGOs engaged in the field of VT which have

a particul ar interest in women’s issues a
(WUSC), German Technical Assistance Co-operation (GTZ) and Swisscontact Sri

Lanka (SCSL). They have also been involved in the dissemination of CENWOR

project materials in the districts where they work. Local NGOs and agencies with

Island-wide networks, Sarvodaya, the South Asian Partnership (SAP), Vocational

Training for Women (VTW) and Small Scale Enterprise Promotion (SSEP) are also

contributing.

Industry Involvement. The FCIC and four major Chambers have endorsed the
objective to increase the access of women to technical-related middle and high-level
employment and cooperated with the CENWOR project.

The Project has made an excellent contribution to increasing awareness of the gender
issues in skills development.

Materials. Information and motivational materials have been prepared, produced and
disseminated to school leavers and schools, unemployed young women, parents,
policy makers, administrators and trainers. These include a cartoon, information
booklet (New Vision), brochure, five posters, a pamphlet for employers and a video
portraying role models in all three languages (Sinhala, Tamil and English). New
Vision is a handbook on training opportunities giving details of available programs,
the entry qualifications, course duration and providers. A specific brochure has been
produced for employers for advocacy programs. Advocacy and liaison sessions were
organised for State policy makers and employers.

Training Programs and Workshops. A Trainer of Trainers program was organised.

Workshops were conducted in secondary schools for teachers of technical subjects,

trainees and their parents. Other workshops were held for instructors in TCs, staff of

training centres organised by State training agencies, counsellors and administrators

of training programs of NAITA, NYSC and Sarvodaya. The workshops comprised:

7 anintroduction to gender concepts

1 VT-related information using materials and data about the current situation

1 sensitisation focused on attitudinal change in aspirations and motivation

9 interaction with a role model —a woman who had successfully completed training
in non-traditional vocational skills and was employed

1 a video presentation Meeting Challenges - about women training in the textile
industry, photography, leather work, welding, carpentry, masonry, tractor, boat,
radio and television repairs and computer services

1 aparticipatory discussion on content and implications.

There has been a multiplier effect as NGOs have conducted their own workshops and

there is a demand for more, especially in rural areas. A training module is being

developed for replication.

Media. The Meeting Challenges video, produced in 1997 has been used in all
CENWOR workshops and was purchased by the TVEC, TDET, the Career Guidance
Unit of the MSYAS, the Textile Training Centre and two NGOs who have also used it
in their programs. TVEC incorporated sections of the video in their VT program Ape
Lovak on national television ITN. The video has not had a very wide exposure on
national TV Dbecause of the high fee involved, although the Sinhala and Tamil
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versions have been shown on the Independent TNL program and the Sinhala program
once on Rupavahini. The video and other project materials have also been used at
public events, eg at Career Guidance exhibitions, Techno 98, and the monthly
Presidential Mobile Sessions.

Evaluation. Evaluations held after workshops with secondary school students
indicated that 95 percent of girls had developed a positive attitude to technical
training, gained more knowledge about technical courses, could identify new
opportunities available for women and had gained in self confidence by their
experiences of role models. A similar percentage expressed their intention to seek
access-tradl hobonal ™ VT. Moni toring f
Grade 8 would be a useful intervention point as that is the stage at which students
select vocation-oriented courses. Other suggestions from counsellors and
teachers/trainers have included more media coverage, more awareness programs for
parents and workshops for girls at schools, particularly in rural schools and urban
schools in low income neighbourhoods, and follow-up mechanisms to monitor the
progress of girls enrolling in VT programs.

Outcomes. Outcomes attributed to the project include the increasing perception that
gender equality in access to skills development is a policy issue. For the first time
ICTAD used a photograph of a girl in a training program in one of their publications.
Training agencies are now collecting Island-wide gender-specific data, although
labour market information continues to lack clarity in a changing economy.
Evaluation of the project is continuing but it is clear that there is a need for strong and
long term intervention on this issue, strong monitoring of progress and an effective
mechanism to ensure an Island-wide impact.

3.22 World Universities Service of Canada

The World Universities Service of Canada (WUSC) administers the Project for
Rehabilitation through Education and Training (PRET) that has been particularly
successful in finding employment for women in non-traditional employment. The
project delivers employment-focused VT in nine districts, including districts affected
by the ongoing conflict, through partner organisations, between five and ten partners
in each district. The objective of PRET is to improve the livelihood of economically
disadvantaged male and female youth and those affected by the conflict through skills
development. PRET aims at specific employment-related objectives that are
programatically defined in terms of results to be achieved, ie, VT for achieving
sustainable livelihood. The Program is based on mini-surveys of local employment
needs and continues with the provision of OJT and entrepreneur development training
(Brochard, 1999).

The partner and WUSC staff carefully and jointly select PRET trainees (1200 —1400
each year). Selection is based on the criteria of unemployed/underemployed women
or youth (female and male aged 17-29 inclusive) from households whose monthly
income is less than Rs 2 000 or less than Rs 500 per household member (whichever is
greater). In addition to this minimum criteria priority is given to

1 female heads of household (usually widows)

1 youth (female and male, particularly 17-23) whose parents have died since 1983
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1 youth (female and male) who were detained for periods of more than three months
1 youth (female and male) who have disabilities.

WUSC has a progressive and culturally sensitive gender policy. Every WUSC staff
member has to undergo gender training. PRET decided not to reinforce the
ghettoisation of women into typically female trades that are both less remunerated and
provide lower status in society (Brochard, 1999:14). A pre-course training in Gender
and Development (GAD) is offered to young women who have chosen to learn and
engage in a trade not traditionally practiced by them to increase their confidence.

The principal aim of the GAD strategy is to increase both quantitatively and

qualitatively the capacity of the organisation and its partners to address gender issues

and redress gender inequalities in projects and program activities. Aims to address this

strategy include:

1 establishing a GAD unit as a separate entity headed by a GAD coordinator,

incorporating two field assistant coordinators

developing handbooks for GAD trainers

conducting regular training workshops in Sinhala and Tamil languages for

organisational staff, field personnel, including VT instructors, and external

trainers

regularly updating gender-segregated data in quarterly reports and tracer studies

regularly engaging gender experts for strategic planning, conducting workshops

and evaluations

7 conducting employment mini-surveys to ensure VT is carried out in jobs that will
accept female trainees and employees

1 sponsoring gender awareness through promotional materials such as calendars,
posters and videos and through special activities and events such as International
Women's Day celebrations, particularly to attract female trainees and promote
social awareness

9 advertising courses through posters in schools, village centres and newspapers
where women will see them, with specific requests for female enrolment

1 contacting family members of the trainees to discuss potential problems and
promote policies

1 supporting partner organisations by providing infrastructure facilities to women

trainees, such as women toilets and changing rooms

providing childcare facilities and part-time courses for single parents

holding parent' awareness meetings to explain the importance in income-earning

capacity of non-traditional trades and employers' forums to discuss how to

facilitate the participation of women

T holding regular forums and meetings with partner organisations, employers and
WUSC staff to promote a healthy and friendly environment for women trainees
and female instructors

1 periodically reviewing and revising the modules and incorporating new ones such
as sexual harassment which was an outcome of lessons learned

1 promoting female graduates to instructors and demonstrators for courses to
enhance female role models in non-traditional trades (Brochard, 1999:19-20).

T
T

= =4

= =4

In 1998 over 30 percent of PRET trainees in non-traditional trades were women and
the numbers are increasing towards a target of 40-45 percent. GAD activities don't
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"[Women] are great. There are no
attendance problems with the female
trainees but male trainees often take
sick leave. The female trainees are on
time, neat, meet the task of the day. |
am satisfied with them. | will hire
them when they are finished their
OJT" [Owner of the Mohmad-Out
Board Motor Repair Shop in Mannar,

quoted in (Brochard, 1999,21)]

stop at the completion of training, continuing
until the trainees get employment. Employer
satisfaction is increasing as women make
excellent employees. Women are increasing in
self-assurance."When | first started on my on-
the-job training people here had doubts whether
girls could to this kind of job. Then not long
after 1 came | succeed in building their
confidence in me by convincing them that | can

do this work. They were surprised — one person
for instance, brought a TV and asked me if |
could actually repair it. I did repair it. He was so pleased he bought me a drink from
the shop next door"*®

After initial evaluations of women's participation in traditional trades such as
dressmaking, stenography and weaving which indicated no change to women's
subordinate position in their families and communities, PRET decided to phase out of
these trades and to promote more income earning VT trades. These include TV and
radio repair, A/C and refrigeration repair, masonry, mechanised carpentry and
printing.

The most recent tracer data show that 69 percent of PRET trainees have found
employment. This includes 78 percent men and 46 percent women. Seventy-two
percent of women who found employment did so in the field they were trained for.
The average monthly wage for men was Rs 2,314 and Rs 1,924 for women, with the
widest gaps in  welding:
between average earnings of
Rs 3,108 for men and Rs 690
for women. The trades with the
lowest earnings for both men
and women were typing,
animal husbandry and sewing
machine repair. Masonry and
carpentry paid well for both
women and men, with
leatherwork more successful for women and tractor repair, for men (Brochard,
1999:14). Appendix 10 is a report of tracer studies, January 1999 which indicates the
participation and success of male and female trainees in both traditional and non-
traditional courses. WUSC also publishes several GAD publications, including
Women and Non-Traditional Vocational Training and Work, Women and Work,
Women and Harassment at Work Place, in English, Tamil and Sinhala, and a GAD
Strategy in English.

"When I first started on my on-the-job training people here
had doubts whether girls could to this kind of job. Then
not long after | came | succeed in building their confidence
in me by convincing them that | can do this work. They
were surprised — one person for instance, brought a TV
and asked me if | could actually repair it. | did repair it. He
was so pleased he bought me a drink from the shop next
door" * [ Madhuri, an ex TV and radio repair female
trainee who handles all the repairs at a radio and television
shop in Ranna, quoted in (Brochard, 1999:22)].

Effective skills development needs to be delivered with the intent to achieve results
and not just outputs. Women are gaining self-confidence as well as skills through
these programs. The results-based approach undertaken by WUSC in the PRET
program is therefore quite appropriate as the targets at the various levels are clearly

!> Madhuri, an ex TV and radio repair female trainee who handles all the repairs at a radio and
television shop in Ranna, quoted in (Brochard, 1999:22)
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defined and rooted in an adequate analysis of the employment and overall economic
context. The program is a successful model for VT that incorporates GAD into all its
components and retains flexibility to allow for regular incorporation of lessons
learned.

323 Sarvodaya Womends Movement

The Sarvodaya Women' s Movement ( SWM)

organisation, Lanka Jatika Sarvodaya Shramadana Sangamaya. SWM is engaged in
skills training for self-employment for young people and women in collaboration with
the Rural Enterprises Division of Sarvodaya Economic Enterprises Development
Services (SEEDS) (Sarvodaya Economic Enterprises Development Services, 1996).
Under its Trickle-up Program short term loans are given to women's groups to set up
or expand mini-business ventures. A bank loan scheme provides small loans to
women for viable projects, such as making envelopes, operating grocery shops and
preparing lunch packets. Thirty projects had been established by 1997, providing
employment to 140 women (Lanka Jatika Sarvodaya Shramadana Sangamaya, 1997).
SWM's Gender Sensitisation Program trains all levels of Sarvodaya staff to integrate
the concept of gender equity and equality in all development activities.

The Sarvodaya Management Training Institute, established in 1986 as the training
division of SEEDS, began with the aim of providing management training for
Sarvodaya staff and volunteers. It now concentrates on improving income-generating
capabilities and managerial skills of poor village people, including unemployed young
people and women (Sarvodaya Management Training Institute, 1993). SMTI is one of
the leading NGO training institutes in Sri Lanka, also conducting training courses in
entrepreneurship development, computer programming, foreign languages, secretarial
practice, technology, management skills, and book-keeping, accounting and financial
skills. Most courses are short modules covering four to five training days on an
inservice residential basis. There are Regional Training Centres at Galle and Kandy.
A network of District Training Officers conduct village and divisional level training
programs, which in addition to the above, provide training services in agriculture and
school leavers skills training in 18 districts.

The Rural Enterprises Development Services division of SEEDS provides technical

skills training for young men and
"If we can make young women choose a craft career | \women in rural economic

with a high degree and sense of professionalism we development with 2030 Shramadana
may be able to recover the dignity that has been lost -~ . L ;
to the male popul ati on| Societies in 17 districts across Sri
turn out to be the stones that have been thrown away | Lanka (Lanka Jatika Sarvodaya
by the males and found to be gems by the females” | Shramadana Sangamaya, 1997). Skills

Joachim Beyer. development in  metalwork and

woodwork IS provided for
Shramadana income generation projects, which produce hand pumps and furniture to
sell locally and toys for export. In addition, with the assistance of NAITA and the
Forut Organisation, VT is a means of rehabilitation for drug addicts, youthful
offenders and street children. Related skills developed include computer, radio
repairs, electrical wiring, welding and carpentry.
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3.2.4 Swisscontact Sri Lanka

The Swisscontact Sri Lanka (SCSL) Economic Development of Women Program
(EDWP) focuses on the shift from traditional to non-traditional training for women. It
aims to provide opportunities for women to increase their income mainly through
marketable, employment-oriented skills training for both wages and self-employment
(Swisscontact Sri Lanka, 1999). SCSL assists organisations that are involved in
economic development for women in order to improve the economic status of target
groups, facilitates the access of women to business management, marketing and
occupational skills training, and promotes sensitisation and awareness building on
equitable development of women and men (Leu, 1999).

The EDWP began in 1997 and now works in several regions of the Island in
cooperation with more than 15 partner organisations, including chambers of
commerce, associations, NGOs and development agencies. SCSL also conducts a
Skills Development Program and Management Training Programs through six
different partner organisations™®. The former has delivered skills for 36 small scale
cashew processors (both men and women). Management training has involved
business culture, business management, and productivity and quality targeted at
existing entrepreneurs.

SCSL conducted a Gender Sensitising Program for NYSC senior staff members to
encourage them to accept women in non-traditional VT. As a result of this training,
NYSC changed their press advertisements for new recruits by stating that all NYSC
courses were open to women and men equally. Many girls applied for courses in
computer technology and a few other technical trades, but only one girl registered for
the computer following exposure to the course content, which was perceived to be for
men only. NYSC has requested SCSL's support for an advertising campaign to
encourage women to participate in all courses that are perceived as non-traditional for
women. Radio programs by women for women have been sponsored where listeners
are invited to write in with their questions about the program.

SCSL supported CENWOR's VT project and al
Netherlands Embassy produced a 1998 calendar to encourage women to participate in

non-traditional VT. Two Needs Assessments were conducted for Wilpotha Kantha

Ithurum Parishramaya, Puttalam (WKIP) to provide women with skills upgrading

training in carpentry and masonry. Although there are 20 carpenters and masons they

earn a meagre Rs100 a day as they are not competent enough to earn at a higher rate.

They find it difficult to contribute Rs500 for a 90 hours skills upgrading program.

Lessons that SCSL has learned from its courses include

1 There are only a very few women entrepreneurs who are above the earning for
survival stage and few development workers are putting effort into changing from
production for survival to production for long term profits.

1T Requesting women to pay for training cre
mostly too poor to share the cost of training programs. Most poor women cannot

®YI'ntermedi ate Technology Development Group, NYSC, C
University Service of Canada, Vocational Training for Women, Wilpotha Kantha Ithurum
Parishramaya, Puttalam.
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afford to pay for training as they have other priorities. Women working as

unskilled labourers find it difficult to come for training programs and pay for

them as well, because they cannot afford to forego their daily wages.

Unemployed women still opt for traditional training.

Girls and women are not aware of possibilities or are too shy to participate in

non-traditional training that is employment-oriented.

1 Women prefer their own environment in which to undergo training as they feel
they are more relaxed to absorb new knowledge and skills, and most need to
bring along their young children to training programs so some childcare is
needed.

9 The proper selection of participants for any type of training program is the most
important step.

= =4

3.2.5 German Agency for Technical Cooperation

One of four major skills development initiatives of GTZ is its Vocational Training of
Rural Women and Youth (VTW) program. VTW aims at strengthening selected
government and NGO agencies in the design and provision of quality training in
employment, self-employment and entrepreneurial-oriented vocations for rural
women and youth.

The VTW project works to achieve lasting benefits for women and youth in rural
areas by influencing policy and practice. It facilitates initiatives and liaises with
institutions /organisations with a commitment to reduce gender biases trends in Sri
Lankan Society. Gender sensitisation for decision makers in VT is just one strategy
adopted. In January 1988 a gender sensitisation workshop for trainers of the VTA was
organised. As a suggested outcome a second workshop was held in May 1998 for
senior staff of VTA, NAITA and MWA. The program included presentation and
discussion of basic concepts of sex and gender, gender roles and socialisation, gender
analysis categories and group presentations.

An important operational focus of the project is enhancing the capacities of local
training providers. These are strengthened to by identifying training needs, developing
demand-oriented curricula, implementing training programs, providing on-the-job
training (OJT) and facilitating an monitoring access to employment and self-
employment after training (Achtel and Ullrich, 1999). Through a baseline survey the
sectors with a high potential for self-employment of rural women and youth were
identified and training courses have been implemented in collaboration with VTA in
the bakery trade, hand screen printing, fruit and dairy processing. This is the first time
in the history of baking that 50 percent of trainees are women®’. Careful liaison with
employers was necessary to discuss opportunities for women to work in hotels and
bakeries to ensure that work opportunities would be available. Development activities
for the handloom and coir sectors is ongoing.

Under the GTZ CEFE program a Women Entrepreneurship Development program is
conducted through networking partner organisations.

7 Interview with Ms Khumudini Rosa, Team Leader VTW on 29 January 1999
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3.2.6 Agromart Foundation

The Agromart Foundation was formed in 1989 as an NGO pledged to create a
difference in the traditional approach to entrepreneurship training among the rural
poor. It moved away from isolated 'For several years women in Sri Lanka have been
serV|_c € proylsmn tOV\{ardS a trying to organize themselves to gain access to
multifaceted, interrelated, integrated | cregit, training, technologies and other assistance
package of continuous training and | necessary to set up successful enterprises. Some

follow-up field services. Stimulating | successes have been recorded during the decade

self-confidence. self-reliance and | and the position of women, their bargaining power,
) income, education level etc. have improved over

_self-help Fhroth. fm".ijIal the years' [Agromart Foundation, 1998:3#812]
independence is the first priority of
Agromart's approach to

empowerment of poor women. Entrepreneurship promotional training services are
provided initially on Marketable Production Techniques and Economic Literacy for
Business Management.

Village 'Pocket Meetings' precede all training, where programs are prepared to
respond to village needs, requests, resources and practicalities — Stage 1 of the
process. Selection of potential entrepreneurs for training is through personal interview
and investigation of family and personal background data to ensure low-income
criteria are met. Women and men are selected in the ratio of 70:30. Two-day training
modules are tailored to accommodate village women, taking note of their ‘absorption
capacities' and their inability to leave their households for longer periods or to travel
long distances away from the village.

The Enterprise Development Training Program provides practical work in marketable
production, using an environment-conscious approach that promotes integrated
farming methods with organic compost and awareness of environmental hazards. In
1997, 3305 women and 1132 men participated in these programs in six
Divisions(Agromart Foundation, 1998:2). An Agri-related food processing training
and production centre, which teaches simple methods of preservation and processing
village produce, has reached supermarket shelf standards of quality and presentation.
In the Southern Province women participate in the indigenous craft of gems and
jewellery making. Miscellaneous women's skills are used to produce specialised
tailoring of a range of products such as quilted patchwork, sling bags, and other up-
market products. Other areas of training are in biogas for cooking and lighting,
fishing, prawn culture, paper making, sweet production and cut flowers. Women are
exporting carpets to the Netherlands

An additional two-day training program in Economic Literacy Training then
introduces trainees to simple feasibility studies, market surveys, cash flow
management, contract negotiation and developing simple business plans.
Opportunities are provided to promote vibrant competitiveness, and improve
production efficiencies and exposure to commercial market links through a series of
schemes and incentives.

Annual trade fairs are conducted where rural producers link up with urban buyers.

Competitions are held for the best entrepreneur and best produce and awards for
winners are in the form of foreign and local tours —to Thailand and within Sri Lanka.
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These tours are designed for marketing business, attitudinal upgrading and making
market linkages.

Stage 2 of Agomart's empowerment process is the buildup of group solidarity,
community cohesion and production efficiencies through Agromart Society
formations, introducing an additional dimension to the human resource development
(HRD) process. Society activities are a training mode for savings and credit self-
reliance and money management within societies. An initial loan of Rs 10,000 from
Agromart is available for societies to initiate and manage their own thrift and credit
operations. Through savings and credit management practice within societies,
members qualify for investment loans, ranging from Rs 15,000 for mini-micro
entrepreneurs (488 loans in 1997, 330 for women) to a Rewards Enhanced Loan
Scheme (60 in 1997) to Rs 50,000 for those who have a good credit history (28 in
1997). These loans are aimed at upgrading the enterprise and protect the entrepreneur
from indebtedness. Frequent credit management and review meetings have
encouraged loanees to move towards investment for enterprise expansion.

Stage 3 of the empowerment process is continued through advocacy planned for

1 leadership promotion through educational seminars on fundamental human rights
and the law and legal rights

gender sensitisation for women's role and lobbying for women's issues

democratic participation for development, citizen responsibilities and political
rights.

T
T

To support the educational seminars, Agromart publishes a fortnightly tabloid Dinithi
i 'the knowledgable woman' which seeks to raise the awareness of women on topical
issues of national concern.

Agromart believes that these three stages are essential prerequisites to generate
participatory community mobilisation and initiative among women to articulate their
own needs and effectively demand Government responsibility, commitment and

“If opportunities for self-employment action to promote change. The empowerment of
among rural women are not enhanced, | Marginalised rural women for effective, assertive
the gap between rural and urban areas | participation in decision making for their own
will widen" (Beulah Moonesinghe). development, for control over resources, to

understand and demand their right to sharing
power is a long process which takes time. Agromart is concerned to move beyond the
present stage where women have reached a certain level but need to take a further step
to becoming viable small enterprises. However, the private sector has not been able to
capitalise on progress made thus far.

In addition Agromart conducts a Training for Everyone Program which caters for the
skills development among women who have an aptitude for the more traditional areas
of sewing, flower making, beauty culture, horticulture etc. Training is provided until a
person has acquired adequate skills and information to set up an enterprise. In 1997
4362 women and nine men in seven districts and four provinces were involved in this
training (Agromart Foundation, 1998:5).
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3.2.7 Business and Professional Women Sri Lanka

The Business and Professional Women Sri Lanka are particularly interested in career
development and entrepreneurship of women. In 1999 they plan to conduct a Career
Fair and Exhibition of VT institutes, private training organisations and businesses that
could be started by women and young girls, including migrant women, war victims,
school leavers and housewives. The three-day event, cosponsored by the Export
Development Board, development banks, VT institutes, chambers of commerce and
business organisations, will outline the current scenario regarding job opportunities,
training needs, vocational guidance and skills needed to start a new business.
Speakers will include craftswomen who will demonstrate skills in handicrafts and
specialised local food production. A booklet on how to start a home-based business
will be published and a job bank initiated. The job bank will contain a database on
trained women and job opportunities in the private and public sectors.

3.2.8 Other Non-Government Agencies

Several other NGOs contribute to some form of skills development for women,
particularly rural and disadvantaged women. The Sri Lanka Women's International
League for Peace and Freedom is one of these organisations. Those NGOs that have
given importance to skills development, such as IRED (Development Innovations and
Networks), have been successful in promoting female entrepreneurs (Jayaweera,
1996). The Small Enterprise Entrepreneur Development Association (SEEDEVA),
initially funded by the US based Asia Foundation and Hatton National Bank, and now
by Union Assurance and Seylan Bank, in conjunction with the Sri Lankan
Broadcasting Commission (SLBC) runs a weekly Sinhala program called Viyaparika
Navodaya (Business Awakening). This gives business tips to small and medium
enterprises (SMES), particularly those in the rural villages who cannot afford a TV
but listen to this radio broadcast for guidance and advice. The programs include
professional marketing tips, technical advice on restructuring the administrative
system of operations and how to run enterprises. Beneficiaries believe they develop
skills through this technical medium (Ameresekere, 1999).

An effective strategy would be for the Government to fund such agencies to provide
training for self-development for income-generation programs.

3.3  Private Sector Strategies

Private sector training institutes have sprung up in all parts of Sri Lanka providing
courses in motor mechanism, computing, industrial sewing, hoteliering and catering,
hairdressing, beauty culture, aviation, marine engineering, fisheries, office trades and
other subjects according to market forces of demand and supply. Most of these cater
for the higher and middle income groups in society and range from short courses to
two years in length, both part time and fulltime (to be completed).

There is a need to create awareness in the private sector and industry about the
potential of women to be trained in non-traditional skill areas. At the SDP Workshop
on Participation of the Private Sector and NGOs in Vocational Training, not one of
the speakers from the private sector referred to the training of women, including a
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speaker on the garment industry where a large number of women are employed
(Mohamed, 1999).

4 Recommendations

On 16 February 1999 the FYWPSD Workshop was conducted in Colombo for 82
participants from government, NGO and private sector agencies and providers
involved in skills development, including trainees and trainers. The objectives,
program, participants, process, evaluation and media report are detailed in Appendix
3. Participants had been circulated with a first draft of proposed recommendations
prior to the Workshop. The draft technical report with these recommendations was
available for discussion at the Workshop and participants were invited to make
amendments and additions to the draft. There was a high degree of agreement reached
on the recommendations at the Workshop itself and participants were asked to
consider the report with their agencies, providers and organisations and make further
suggestions. The revised second draft of proposed recommendations was again
circulated to Workshop participants and their comments are included in this final
report.

In addition the Secretary of MVTRI circulated the draft technical report to agency
heads and members of the PTF. Comments on the report and on the second draft of
recommendations were received from a range of people and organisations and these
valuable inputs have also been included in this final report (see Appendix 11).

Some government and NGO participants in the FYWPSD Workshop expressed their
concern that they had been raising the issue of underrepresentation of women in
management of the VT sector and the gender stereotyping of courses for many years
without any action having been taken. However, they felt encouraged that the issue
was being taken seriously by the ADB/MVTRI team [ wrpoce same issues  were
and that there was support for reform. They contributed | taiked about five years ago

vigorously to discussions and provided written | and nothing has changed. We
comments. hope the same thing won't
happen this time." (Workshop
participant)

The outcomes of the CENWOR, TDET and other NGO
GAD projects are recognised as excellent foundations for addressing important gender
issues in skills development. In a broader context of HRD, human rights, social equity
and gender equality these projects have made significant contributions. The following
recommendations therefore build on the Sri Lankan experience over the past four
years.

The SDP has adopted the systems approach preferred by ADB, which addresses all
the interrelated elements of quality skills development for girls and women, rather
than focussing on single issues. Where they can be, strategies will be mainstreamed
with other parts of the project, for example, career guidance issues with the career
guidance component of SDP and research studies with the overall study program. In
some cases the recommendations can be applied to both male and female trainees in a
GAD approach. However a Skills Development for Women approach is needed and is
recommended where particular needs are evident, eg
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9 in certain areas of VT where women are in the great minority, eg in non-
traditional courses and in management

1 where limited resources restrict the access and control of women so that specific
support measures are necessary

1 inself-employment and credit programs

9 inareas where women are segregated due to religious rules.

4.1 Policy

It is important to mainstream the issue of gender equality in access to skills
development in national VT policies. A critical time for advocacy is as these policies
are being formulated. VT managers could expedite the mainstreaming of gender
issues in national policies and programs in operation as well as in preparation by
highlighting the importance of the equal participation of men and women. An initial
task is the examination of existing policies across the sector.

4.1.1 Policy Analysis

In the past there was little gender awareness and policies were formulated without any
reference to the inclusion of both women and men in policy agenda or language.

Recommendation 1: It is recommended that all existing VT policies be analysed by
MVTRI, MST and MSYS to identify gender gaps and reformulate policies to integrate
gender where necessary.

4.1.2 Sharing Power and Decision Making.

In 1999 there are very few women in senior administrative positions in agencies or
providers or on any of the boards or decision-making committees at all levels in the
VT sector (see Table). This means t
overlooked.

7 Targets. While it is essential to create gender awareness among all current
decision makers, a gender input could also be made to policy making on boards
and committees of the VT sector by appointing women to their membership.
Originally the draft Technical Report suggested a target of 2004 for achieving a 25
percent membership of these committees, but the FYWPSD Workshop considered
this matter so important that they recommended the target be brought forward to
the end of 2000. In view of the need for legislative changes to allow this to happen
a compromise recommendation is made.

Recommendation 2: It is recommended that all agencies in the VT sector appoint
women to all decision-making boards and committees at national, provincial, district
and institutional levels. There should be a target of at least 30 percent female
membership by the year 2002, beginning with at least 10 percent in 2000 and
increasing by at least an additional 10 percent each year.
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1 Legal Impediments. Sometimes the membership of boards and committees is
specified by designation with all positions currently being occupied by men. In
these cases legislation could be amended to include specific places for female
representatives.

Recommendation 3: It is recommended that any legal constraints to female
participation on boards reviewed by MVTRI, MST and MSYS and that necessary
legislative changes be drafted and expedited.

1 Women's Register. In order to have a cadre of competent women available for
possible appointment to such positions it would be valuable to have a Register of
Women established. The Workshop suggested that MWA could prepare this,
however such a list could also be prepared by the SDP Implementation Unit (PIU)
with MWA assistance and kept there for rapid reference.

Recommendation 4: It is recommended that a Register of Women with relevant
qualifications, experience and policy and management competency from government,
industry and NGO providers within the VT sector and in other relevant areas be
established in the Secretary's Office from which to draw names for board and
committee positions.

1 Training. HRD is necessary for women who are appointed to these positions
through a capacity building program.

Recommendation 5: It is recommended that a capacity building program for both
female and male appointees to boards and committees be established by MVTRI,
MST and MSYS.

4.1.3 Improving Database for Planning and Coordination

Collecting gender-segregated data is essential for culturally-sensitive gender policies
and gender-sensitive plan formulation, project development and implementation. This
is also in line with overall Government policy. The MWA in collaboration with
UNDP and the DCS held a workshop for line ministries in January 1999 to focus on
the need for the collection, analysis and dissemination of gender-related data. Support
should be given to strengthen institutional and agency linkages and improve
coordination between schools, training providers and industry, and between
Government and NGO agencies in collecting and using gender-disaggregated data.
Cost effective and short cut methods could be identified to collect data from existing
data sources to avoid duplication and waste of time.

Recommendation 6: It is recommended that all data on participation in skills
development, economic projects and industry should be collected by gender at
national, provincial, district and institutional levels and disseminated, using existing
data sources where possible and updating on a regular basis for use in planning and
coordination.
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4.1.4 Increasing Enrolments in Non-traditional Courses and On-the-job Training

Efforts to motivate women with aptitude to enroll in non-traditional VT courses in the

future should be continued. Young men as well as
. women should have the opportunity to enroll in such

employer resistance to

recruiting females into male courses. The SDP Survey to assess the needs and

dominant work forces and this aspirations for skills development showed that some

"There has been evidence of

has discouraged females from women had moved into training in radio, electronics,
taking up Vocatlona! trainingin | masonry, electrical engineering and gem cutting
these fields of work' (Marga (Marga Institute, 1999).

Institute, 1999:19).

1 Targets. It was noted that NGOs have been successful in reaching targets of 30
percent female enrolment in some technical and non-traditional courses in rural
areas with careful liaison with employers, and some have set targets of 40 percent
for the near future.

Recommendation 7: It is recommended that a target of at least 25 percent by 2004 be
set for the enrolments of male and female trainees in selected non-traditional courses
in government VTCs, in particular DVTCs and RVTCs, beginning with at least 5
percent in 2000 and increasing by at least an additional 5 percent each year.

1 GSD Fund. It is important to identify strategies to achieve these targets. The
particular success of the Agromart Foundation, the GTZ VTW project,
Swisscontact EDWP, Sarvodaya and the WUSC programs in both training rural
female youth and women in non-traditional skills and in finding them employment
should be used as a basis for further action. Skills transfer from these projects
could be used to commence similar projects in government DVTCs and RVTCs
with the support of a small GSD fund to support training and microcredit. This
would involve selecting the right DVTCs and RVTCs according to defined
criteria, training the staff in gender sensitivity, contacting employers, and
preparing trainees for self employment through small enterprises.

Recommendation 8: It is recommended that the SDP set aside $500 000 for funding
specific initiatives in non-traditional skills development for rural female youth and
women that are tied to employment opportunities. This pilot project will start with a
Phase 1 three-year period in which two districts will be selected to pilot a
comprehensive female youth and women in non-traditional skills program supported
by microcredit.

1 Skills Development Fund. The proposed Government SDF has been set up to
promote demand-driven VT programs to assist employers meet their training,
retraining and skills upgrading needs and narrow the skills gap (Rajapakse, 1999).
As described above there is already an indication that some employers would
prefer female employees in electronics, assembling and working cutting machines.
A percentage of the SDF should be allocated to support projects in rural areas that
provide on-the-job training for women in non-traditional employment.

Recommendation 9: It is recommended that a target of at least 25 percent of available

monies in the Skills Development Fund be set for allocation to companies to train
women in non-traditional occupations by 2004.
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1 Training Scholarships. In the case of poor rural female youth and women it may
be necessary to provide funds to support training in non-traditional skills
development. A program should be piloted in the first three years of the SDP and
reviewed to determine its effectiveness.

Recommendation 10: It is recommended that a small fund of $50 000 should be
allocated for scholarships for female trainees to undertake studies in non-traditional
trades, to be allocated on appropriate criteria.

4.2 Programs

There is a unique opportunity for the ADB/MVTRI SDP to contribute to the ongoing
improvement of the position of women in skills development by funding a specific
program in its forthcoming sector loan.

4.2.1 Establishing ADB/MVTRI Women in Skills Development Program

The establishment of a Women in Skills Development (GSD) component in the
ADB/MVTRI SDP would include incorporating gender awareness strategies into
national, provincial, district and local level programs. Consideration should be given
to components of awareness-raising, professional development, facilities, credit
schemes and ongoing monitoring and evaluation. An infrastructure is needed to
support this component. Originally the draft Technical Report suggested the
appointment of one GSD Coordinator within the PIU and one GSD Steering
Committee for the sector. However, the FYWPSD Workshop considered that there
was so much work to be done within all agencies and providers that it recommended
the appointment of GSD Coordinators and Steering Committees in each agency. GSD
programs should also be established in all organisations working in skills
development for women.

Recommendation 11: It is recommended that a Women in Skills Development (GSD)
component be included in the ADB sector loan.

Recommendation 12: It is recommended that GSD programs be established in the
Project Implementation Unit (PIU) of MVTRI and the six Institutional Project
Coordination Units (IPCU) at TVEC, NAITA, DTET, VTA, NYSC and NITESL to
promote the participation of women at all levels of agencies and providers and in non-
traditional courses.

Recommendation 13: It is recommended that special training be provided to develop
female and male GSD Coordinators with knowledge and experience of gender
strategies to be appointed in the PIU and in each of the IPCUs. They should be given
the status and authority to implement the GSD program in their agencies and
providers. Their tasks would include developing gender policies and manuals for
agencies and providers, collecting statistics and monitoring trends in and progress of
women's participation in skills development, providing advice on gender policy and
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program issues, training for gender awareness, and managing the GSD program across
MVTRI and VT agencies and providers.

Recommendation 14: It is recommended that GSD Steering Committees be
established in MVTRI, NAITA, VTA and NYSC and at provincial level with
representatives from VT agencies and providers, private sector and NGOs, Women's
Bureau and other relevant government departments. These committees would promote
the participation of women equally with men at all levels of agencies and providers
and in all training courses and would oversee progress towards this goal. The MVTRI
Steering Committee would coordinate all PI1U activities to avoid duplication.

Recommendation 15: It is recommended that a Ministerial level GSD Consultative
Forum be established to make national policy decisions.

Recommendation 16: It is recommended that the Parliamentary Consultative
Committee for MVTRI be given an annual briefing on the GSD Program covering
such areas as plans, programs, state of affairs and achievements.

The SDP FYWPSD Workshop indicated the value of women across the VT sector
discussing important issues related to enhancing the participation of women in skills
development. There should be two forums each year in each province and key
institution to review progress.

Recommendation 17: It is recommended that a regular series of biannual GSD
forums be conducted in provinces. Key women and men from providers of training,
trainers and trainees (MVTRI, TVEC, DTET, NYSC, VTA, NITESL, SLIATE, NIE,
private sector, NGOs, chambers and unions) should participate to secure participatory
feedback on specific issues being addressed by the Steering Committee.

4.2.2 Building Awareness

Awareness should continue to be raised through education and the provision of
information, and the development of knowledge of key personnel concerned with
skills development. More information also needs to be provided to schools who
should include components of gender awareness in the curriculum. The awareness
raised in the advocacy stance of the CENWOR and other NGO projects is an excellent
foundation on which the ADB/MVTRI SDP could build a significant project for
change as part of the context of the ongoing educational reforms.

1 Materials. The materials created in the CENWOR project were excellent but
although widely distributed were not visible in the providers visited, with the
exception of NITESL and Agromart that displayed them prominently on notice
boards and in rooms. The materials need to be updated and supplemented. The
handbook New Vision, outlining skills development programs will need annual
updating as existing courses are abolished and new courses are introduced.
Calendars and posters portraying both women and men working together in non-
traditional occupations should be targeted at men as well as women to ensure
their cooperation, and more occupations should be included. Specific brochures
directed at employers are needed as well as short pamphlets to expand on
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information and describe the experiences of role models, successful women
entrepreneurs and women in non-traditional occupations, and women in
traditional life. Handbills could be distributed at religious places and gatherings.
Posters could be displayed at schools, community centres, Samurdhi offices,
banks, Sanasa, and government departments

Recommendation 18: It is recommended that information and advocacy materials on
course availability, girls and boys in non-traditional courses and men and women in
non-traditional occupations be prepared in Sinhala, Tamil and English, produced and
disseminated. These should include handbooks, tabloids, posters, brochures and
pamphlets. Special target groups should include school children, especially at the
Grade 8 level and their parents, school leavers, unemployed young women, parents,
policy makers, administrators, trainers and employers.

1 Media. The television, radio and print media should be used to ensure national
visibility for the project theme in the community, create public awareness and
educate the community on the importance of skills development for girls and the
participation of women in non-traditional occupations. Television time is needed
for telecasting videos and conducting panel discussions. The SIRASA radio
program and WomendBby MgVA cogld [z nseful @anesl ta
start. Advertising role models in the press and sponsoring and publicising an
award for Woman Entrepreneur of the Year and Employer of the Year, who
employs women in traditionally male fields, could be additional effective
strategies. Alternative non-conventional media like street theatre and tabloids
published for women could also be considered.

Recommendation 19: It is recommended that funds be set aside for implementing
several awareness strategies using television, radio and print media mechanisms,
including
- documenting success stories of non-traditional VT
- producing video materials portraying successful role models, in particular of
rural women, to assist to create awareness among girls, women and the public.
- recognising contributions of training providers and trainers (male and female)
in GSD
- using TV 'spots' displayed immediately after popular programs
- taking coloured advertising/editorial space at the bottom of the front page of
popular newspapers
- using women in panel discussions on issues like non-traditional skills
development in rural areas.

1 Workshops. Improved career guidance is essential for both boys and girls in
schools, with parents and teachers, to broaden the range of possible options.
Career guidance is being considered as a major component of the SDP
(Kariyawasam, 1999). Gender awareness training is especially important for male
and female leaders — politicians, business and community leaders and senior
administrators in the VT sector. Advocacy programs should be target oriented and
conducted in Sinhala and Tamil. Efforts should be made to reach groups such as
staff of colleges of education as an entry point to the teaching/learning processes
in schools, and the district-based chambers of industry and commerce to better
align VT with the labour market. It is important for employers to be less negative
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and discriminatory in their perceptions of women workers and more positive
regarding the vocational aspirations of both women and men, providing facilities
necessary for women workers, such as day care centres for their children.

Recommendation 20: It is recommended that advocacy meetings and workshops be
held with significant groups in the VT sector, including schools, government, private
sector and NGO agencies and providers, and relevant community groups.

1 Special Events. There are occasions throughout the year, such as International
Women's Day where special attention could be given to promoting social
awareness and attracting female trainees for non-traditional VT.

Recommendation 21: It is recommended that special activities and events should be
sponsored by GSD Coordinators and Committees to promote social awareness in the
community. Grama Niladari could act as facilitators for these activities.

4.2.3 Developing Staff

Attention should be given to appropriate staff development programs in gender
sensitivity for both_ mzflle and_ femalfa staff | A men and women begin more and more to
at all levels, beginning with train the | work alongside each other there is a need
trainer programs and specific workshops | for gender sensitisation training to allow
for Counse”m’s’ teachers’ trainee& them to have a greater understanding of
instructors and administrators. This will | €&ch other and to build respectful working
. relationships.

help them to understand the importance

of female participation at all levels in order to develop the country. Some NGO
programs have found that gender-sensitised men are sometimes more effective than
women as trainers in this extremely sensitive cultural area. Specific management
training is needed for women to equip them to participate in boards and decision-
making committees and positions.

9 Train the Trainers. There is a need for more female and male resource persons to
be trained to conduct workshops, including those within the various VT agencies
and providers.

Recommendation 22: It is recommended that Train the Trainers workshops be
conducted in Year 1 of the project to ensure that sufficient trainers are available to
conduct workshops in agencies and providers over the five-year period.

1 Counsellors. For the first time in Sri Lanka 300 teacher counsellors for schools
have been identified and are being trained. They need sensitisation to be aware of
the GAD dimensions of their tasks and responsibilities and should incorporate
these dimensions as an integral part of their program and thus reach girls and boys
Island-wide. Both male and female trainees should be sensitised when they are
making technical subject choices in Grade 8 and prior to leaving school at Grade
10. They need to understand that both sexes have family and work responsibilities
in their future. Adding a gender component to the training of all counsellors is an
entry point for the SDP project. It is, however, essential to sensitise all school
principals as well as all counsellors.
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Recommendation 23: It is recommended that a gender sensitivity component be
included in the training of all counsellors.

1 Principals, Administrators and Instructors. There is a need for technical staff in
secondary schools and principals, administrators and instructors in VT agencies
and providers to receive training in the particular needs of women in skills
development and strategies to improve their position in management and in the
economy.

Recommendation 24: It is recommended that gender workshops be conducted for
technical staff in secondary schools and principals, administrators and instructors in
VT agencies and providers.

1 Management Training for Women. Given that there are few women in
management in the VT sector, there is a need for specific management training to
be provided for women to enable them to participate effectively in higher levels of
administration.

Recommendation 25: It is recommended that fellowships for short term in-country
courses in management for women in the public and private sectors be sponsored.

1 In-country and Overseas Fellowships. In the past in-country and overseas
scholarships and training programs have favoured the participation of men rather
than including an appropriate balance of both sexes. For example, in VTA there
were eight overseas fellowships offered to men from 1994 to 1998 and only one
woman was awarded an overseas fellowship®®. Four of the fellowships were for
12-24 months. The woman's was for 2-4 weeks. In the case of local fellowships all
four fellowships were awarded to men. Participation of women in DTET in
training courses is in Appendix Table A9.5). All training places on donor-funded
overseas courses should be eventually distributed on the basis of 50 percent
participation of women from both the public and private sectors. Realistic annual
targets for the allocation of education and training scholarships should be set.

Recommendation 26: It is recommended that fellowships for short term in-country
courses in management for women in the public and private sectors be sponsored and
that a target of at least 25 percent by 2004 be set for the inclusion of women in
general in-country and overseas scholarships.

4.2.4 Expanding Credit Schemes

Rural credit is available in plenty in Sri Lanka but ownership of property and assets is
mostly with men and it is frequently impossible for women to gain access to credit.
The proportion of women engaged in entrepreneurial and business activities is still
relatively low. Nevertheless both formal and informal credit schemes have been
shown to be valuable in improving skills development for women. The proposed
Microcredit scheme component within the ADB sector loan should pay attention to

18 Statistics supplied by Director HRD, VTA on 9 March 1999.
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the needs of women. Training and extension support should be built into these credit
schemes and market research conducted to identify necessary skills for marketable
Income generating activities.

Recommendation 27: It is recommended that existing formal and informal credit
schemes for women should be strengthened and expanded. They should include a
package of services including a grant for accommodation and travelling expenses
during the period of training, monitoring for self-employment, guidance for savings
after employment, and skills development related to income generation.

4.2.5 Providing Facilities

A major concern for women studying and working in the VT sector is the provision of
childcare facilities. In the long term legislation should be considered to make it
compulsory for training providers and workplaces to have childcare and breastfeeding

‘Children should be taken care of by the non-working facilities in place to rem_ove as
or older people in a day care center or pre-school while | Many obstacles as possible to

mot hers work.marital colwomen's full i nvol
| n_ .WO men' s centers..l abc development and forma|
sensit i ve to parental duti epgoyment. These matters have

parents should accept the responsibility of bringing up b di df .
the child in an environment that is loving and caring e_en ISCussed Tor some _y(_aars In
[Presidential Commission on Youth, 1990 #820] Sri Lanka but the provision of

childcare centres is still extremely
limited. In 1990 the Presidential Commission on Youth commented that the family
must be strengthened by support systems in the community or the village (Presidential
Commission on Youth, 1990). In addition to childcare, at the SDP workshops
reference was made to the lack of female rest room and toilet facilities in some
providers and at workplaces that inhibited OJT and the employment of graduate
trainees. The WUSC PRET program has also had to pay attention to providing
infrastructure facilities for women trainees, including female toilets and changing
rooms. Hostel facilities may be needed in some cases.

Recommendation 28: It is recommended that a capital works component be included
in the GSD program to pilot assistance in the provision of childcare, toilet and other
facilities in non-traditional work areas.

Recommendation 29: It is recommended that agencies and providers consider the
adoption of an environment-friendly uniform to assist women to participate in non-
traditional skills development and employment.

4.2.6 Ensuring Ongoing Monitoring and Research

1 Monitoring. It is essential that all training agencies and providers at all levels
collect gender disaggregated data as a basis for monitoring participation trends.
Regular monitoring and tracer studies on female graduates of skills development
programs will be needed in the future to assess the impact of the GSD program,
using criteria such as changes in enrollment patterns and attitudinal and
behavioural change among stakeholders. These studies should also identify
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constraints being experienced by women in both seeking employment and in the
workplace, in order to identify strategies to overcome them. A regular gender
audit of skills development programs should also be undertaken. The results of all
research should be fed back into future programs and stakeholders informed of
results.

Recommendation 30: It is recommended that a tracer study for ex-trainees and a
gender audit of women’s participat:.
in each year of the project.

1 Research. A range of research studies, some of which are suggested below, should
be conducted to investigate constraints impeding the participation of women in
skills development and management of the VT sector and to monitor their
progress.

Recommendation 31: It is recommended that at least one major research study be
conducted in each year of the project.

- Changing and Enforcing Legislation. Under existing legislation it is not
possible to increase the participation of women on some boards of
management where statutory positions are
designated and these are still filled only by | "Further violence against
men. Girls and women are sometimes | Womenand children is
discouraged from entering non-traditional | Mcreasing daily” (Prime

) ] Minister Sirimavo R D

professions through fear of disapproval, | Bandaranaike, 8 March 1999.

sexual harassment and violence. Legislation to

include punishment for conviction of sexual harassment has been passed, but
the provision has yet to be tested (Cat's Eye, 1999). What is needed is
enforcement and monitoring of these legal provisions. On International

Women's Day 1998 both the President and the Prime Minister commented on

the seriousness of the issue of violence against women (Kumaratunga, 1999).

Recommendation 32: It is recommended that a research study be undertaken to
examine the need for changing, enforcing and monitoring legislation to facilitate the
participation of female youth and women in management, skills development and
industry.

- Management. Consideration should be given to removing any system
constraints preventing the promotion of women on merit in VT agencies and
providers

Recommendation 34: It is recommended that a study be undertaken of recruitment,
selection and promotion procedures throughout the VT sector and action be taken to
remove any procedural constraints to women's progression in the system, including
the preparation of manuals of operations for agencies and providers.

- Marketable Activities. It is necessary to identify marketable income generating

activities for applying credit schemes and essential skills development for such
activities.
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Recommendation 35: It is recommended that a study of marketable income
generating activities for self employment be undertaken and a program of skills
development for such activities be identified.

- Curriculum. Curriculum for skills development courses is not always inclusive
of the views and experiences of both female and male trainees. For example,
sewing courses could include making shorts and shirts as well as dresses.
Metalwork courses could include making jewellery.

Recommendation 36: It is recommended that a study be undertaken to examine how
women and men are represented in the curriculum, institutional facilities and physical
infrastructure. This would identify any changes to facilitate the participation of both
male and female trainees in non-traditional skills development and to prepare criteria
to ensure that materials produced are gender inclusive and appropriate for the needs of
both sexes.

- Facilities. Comments were made during discussions and site visits that many
women are unable to continue their studies or employment because of
difficulties with childcare.

Recommendation 37: It is recommended that a feasibility study be conducted into the
needs of women in skills development for childcare and the provision of childcare facilities

- Needs of Special Groups. There are special needs for skills development
among girls and women in particular groups, eg disadvantaged rural areas, war
widows, migrant women workers, and both male and female trainees with
physical disabilities. There are severe problems of security and transport in
war areas. Given the urgent need for redevelopment in the rural areas that have
experienced severe conflict, special attention should be given to the skills
development of women in war-torn areas and refugee camps.

Recommendation 38: It is recommended that a research study be conducted into the
particular skills development needs of women in disadvantaged rural areas, widows,
migrant women workers, and male and female trainees with disabilities.

5 Program Implementation

5.1 Risks

There are a range of risks that might impede successful implementation and
sustainability of a GSD program and its absorption into the MVTRI, MST and
MSY AS agencies and providers.

5.1.1 Ongoing Socio-political Instability and Failure of the Economy to Increase
Employment Opportunities
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It is clear from the unemployment rates that women are particularly affected by the
expenditures on the military, insecurity and the lack of employment opportunities in
Sri Lanka. Any VT program that aims at reducing unemployment must pay particular
attention to women. Further a VT program that aims at improving livelihood should
focus on employment in areas that yield appropriate earning.

5.1.2 Changing Socio-economic Context of Employment

Changing technologies, new investments and new laws can rapidly change the context
of employment. The demand for a particular skills set in 1999 might not be the same
in 2001. Flexibility in managing and administering VT must therefore remain flexible
in order to modify training, abandon trades that are saturated and no longer relevant
and add skills as they become necessary.

5.1.3 Cultural Barriers

There are many invisible barriers which prevent more women from participating in
courses, including those found among the immediate relatives of female trainees.
These will need to be addressed through personal contacts, dissemination of gender
issues and providing more information on relevant courses.

5.1.4 Lack of Ownership for Sustainability of the Project

Some of the policies and programs recommended to increase the participation of
female youth and women in skills development are challenging to the traditional
culture in both Sri Lanka society and in VT agencies and providers. The GSD project
represents the beginning of a major educational development process for the country.
There could be reluctance by some key managers to accept ownership and
responsibility for the program. Ownership of these strategies has been sought by
building on work already begun in Sri Lanka, involving workshop participants to a
great extent in determining recommendations and consulting widely throughout the
VT sector. Monitoring the level of commitment in this regard will require ongoing
vigilance.

5.1.5 Implementing National Policies at the Provincial, District & Local Levels

Traditional attitudes towards women, particularly in rural areas, may inhibit rapid
implementation of the GSD strategies. The awareness campaigns are particularly
important in working to modify these attitudes. Project management structures will be
established that further help effective monitoring of inputs as well as coordination of
activities.

5.1.6 Lack of Management Motivation and Commitment
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Gender awareness training is relatively new in Sri Lanka and obstruction or apathy by
senior, middle and lower order managers to the GSD project would impede its
effective implementation. A top priority will be to enlist the support of management,
at all levels through effective training, convincing them of the need for change and, if
necessary, building gender criteria into performance indicators for further
development courses and promotion. In filling some of the vacant positions at
management level appointments should be made on merit, women included on
selection committees and selection criteria particularly examined to ensure no indirect
discrimination against women.

5.1.7 Lack of Commitment from Operative Staff

Concentrating the change effort at senior management level without commensurate
participation by operating staff can generate unwanted difficulties. When staff
perceive that they are not involved or are being left behind it can lead to apathy,
resentment and even cynicism with the middle and lower levels of an organisation.
Staff who do not support a program have been able to severely hinder its
implementation. The lack of gender awareness of staff and instructors in agencies and
providers could impede the program's success. In an effort to avoid difficulties of this
kind the GSD coordinators should be proactive in communicating with staff and
inviting their participation. Specific selection criteria for gender awareness in making
appointments and ongoing training will be necessary. It is also important for the
Coordinators to have support at the highest level to try to mitigate such risks.

5.1.8 Attracting and Retaining Competent GSD Staff

Attracting and retaining coordinators for the project will be a major challenge. Female
staff are often reluctant to apply for positions for which they could be labelled as
being radical or feminist. Recruiting either women or men who lack gender sensitivity
would be a disaster in terms of successful leadership of strategies that may be
unpopular. Careful framing of selection criteria, adequate initial training, and support
from senior officers will be critical to Coordinators' and hence the program's success.
The process approach of the project with an annual operational plan and review
assessment cycles should provide opportunities to continually assess the impact and
effect, to immediately apply lessons learned and to adjust strategies and inputs.

5.1.9 Project Management Capacity

The awareness, competency and management capacity of the Coordinators of the
GSD Project and members of the GSD Steering Committees will be critical to
success. Comprehensive training in all aspects of project management, development,
implementation and evaluation must be undertaken up-front to reduce risks to project
failure.

5.1.10 Lack of Facilities
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There is a lack of childcare facilities to assist women during training and employment
and often a lack of toilets and other female facilities in the workplace. The GSD
program should promote studies to see what needs to be done to cater for single
parents, both women and men, and include a component to assist employers and
trainers to provide for these facilities.

5.1.11 Lack of Ongoing Review and Evaluation

The successful implementation of an GAD-related project which aims at breaking
down cultural barriers that discriminate against women requires periodic reevaluation
of the strategy to ensure its continued effectiveness.

5.1.12 Limited Job Application Skills

Often graduates leave courses without training in job-searching skills. VT should
include training in skills in interview techniques, curriculum writing and job search
strategies to facilitate the finding of employment. It should also include some training
in workers rights and responsibilities to enhance continued employment when a job is
found. Entrepreneurship skills are necessary for those entering self employment.

5.1.13 Understanding the Importance of Coordination Issues

There are significant coordination issues involved in successful implementation of the
GSD program. Cooperation between the GSD program in each of the agencies is
essential. The MVTRI Steering Committee has a critical role to play in this regard.

5.1.14 Marginalisation of Women in Poorly Paid Assembly Lines

It was pointed out that women working in clothing factories and even in electronics
are working for very low wages under very poor conditions. Training for these kinds
of jobs without concomitant improvement of wages and conditions will not improve
the lives of women.

5.1.15 GSD Activities

There is a risk that the GSD program itself will be marginalised.

6.1 Action Plan Matrix

6.2.1 Need for an Action Plan

In Sri Lanka as elsewhere, there are many policy studies and statements, many of
which have no impact on reality. This Technical Report would have limited
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usefulness without some indication of the actions needed to give effect to
recommended policies.

The following is an ambitious and far-reaching Action Plan which will not be fully
implemented overnight. A time horizon of five years is probably realistic. However,
some key policy initiatives could be set in train quite quickly, especially those relating
to the establishment of a GSD program with GSD Coordinators in the PIU and agency
project units.

6.2.2 Presentation of the Action Plan

The Action Plan follows in the form a matrix with identified actions and seven
columns showing:

Policy objectives

Strategies to achieve each objective

Actions required to implement each strategy

The agency or agencies primarily responsible for each action

The date by which each action should be completed, or in some cases commenced
Donor support, if applicable

Comments.

E

In addition, Appendix 12 sets out the project components and the needs, if any, for
funding. Appendix 13 sets out the plan for implementation over a five-year period.
Appendix 14 sets out the program for workshops. The long term objectives of the
GSD project is to facilitate the access of women to management and policy-making
roles in the VT sector and female youth and women to a wide range of vocational
skills. This will provide them with diversified and remunerative employment
opportunities through gender-responsive attitudinal and behaviour change among all
stakeholders: girls and women, parents, community members, educators, trainers,
administrators, policy makers, unions and employers. These objectives are critical in
view of the importance of women's role in improving the quality of life of the family
and community and in contributing to national economic development.
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Table 6.1 Action Plan Matrix

Obijective Strategy Action Primary Date Donor Comments
responsibility support?
Increase Establish Include a Gender in Skills Development (GSD) ADB 2000-2004 | ADB
equity for GSD component in the ADB sector loan.
female youth | Program
and women in Appoint GSD Coordinators in the Project MVTRI in 2000+ GSD Coordinators should be at
skills Implementation Unit (PIU) of MVTRI and the six collaboration sufficient seniority to be given the
development agency Institutional Project Coordination Units with all VT status and authority to implement
(IPCU) to promote gender awareness, gender equity | agencies® the GSD program in their agencies

and the participation of rural youth and women in
non-traditional courses and women at all levels of
agencies and providers

and providers. Their tasks would
include developing action plans,
gender policies and manuals for
agencies and providers, collecting
statistics and monitoring trends in
and progress of women's
participation in skills development,
providing advice on gender policy
and program issues, training for
gender awareness, and managing
the GSD program across MVTRI
and all VT agencies and providers

Y9 All VT agencies includes TEVC, NITESL, VTA, NAITA and NYSC
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Establish a GSD Steering Committee in MVTRI, MVTRI 2000+ The GSD Steering Committee

with representatives from all VT agencies and would review and recommend on

providers, private sector and NGOs, Women's national policies, be a consultative

Bureau, MST, MSYAS, the Ministry of Provincial body to promote the participation of

Councils and Local Government, and other relevant women equally with men at all

government departments. levels of agencies and providers and
in all training courses, and oversee
progress towards this goal.

Establish GSD task groups in each of the VT All VT 2000+ The MVTRI GSD Steering

agencies to provide support to the IPCU GSD agencies in Committee would coordinate all

Coordinators, including a representative to the GSD collaboration IPCU task force activities to avoid

Steering Committee with MVTRI duplication.

Appoint at least one female representative to each MVTRI 1999 Currently there are no female

PTF Subcommittee representatives on PTF
subcommittees

Appoint the Chairperson of the GSD Steering MVTRI 2000 This action provides a valuable link

Committee and the GSD Coordinator to the MVTRI between these major MVTRI

Interministerial Coordinating Committee and the committees and the GSD Steering

Technical Committee in VT Committee

Chairperson of the GSD Steering Committee to give MVTRI 2000+ In line with Government gender

an annual briefing, and whenever else considered policy

necessary, on the GSD Program to the Parliamentary

Consultative Committee for MVVTRI, covering such

areas as plans, programs, state of affairs and

achievements.

Conduct a regular series of annual GSD forums in GSD Steering | 2000+ Key women and men from

provinces.

Committee in
conjunction
with
Provincial
Councils

providers of training, trainers and
trainees (government VT agencies,
SLIATE, NIE, private sector,
NGOs, chambers and unions)
should participate to secure
participatory feedback on rural
gender issues and specific issues
being addressed by the GSD
Steering Committee.
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Develop Provide special training to develop female and male NITESL 1999-2001 Initial in-country training, including
staff GSD Coordinators with knowledge and experience of assertiveness training, with external
gender strategies to be appointed in the PIU and in study tour to observe successful
each of the IPCUs GSD programs in Asia/Pacific after
12 months commitment
Provide gender sensitivity and capacity building NITESL 2000+ Include leadership,
program for both female and male appointees to GSD communications, teamwork,
Steering Committee and Task Groups interpersonal skills training.
Eventually gender sensitivity
training should be extended to all
VT boards and committees
Appoint Assist in the establishment of the GSD program, ADB in 1999 Counterparts will be required to
one establish points of contact with Provincial Councils, collaboration work with both international and
internation | identify requirements at national, provincial and with MVTRI local consultants for skills transfer
aland one district levels, establish machinery for staff and for support
local development and ongoing research and development
consultant | and to ensure sustainability
Conduct Analyse all existing VT policies to identify gender MVTRI and 2000+
research gaps and reformulate policies to integrate gender all vT
and where necessary agencies in
developme collaboration
nt with
Consultants
Collect all data on participation in skills TVEC in 1999+
development, economic projects and industry by collaboration
gender at national, provincial, district and local levels | with MVTRI
and disseminate, using existing data sources where and all other
possible and updating on a regular basis for use in VT agencies
planning and coordination.
Examine recruitment, selection and promotion MVTRI and 2000+
procedures throughout the VT sector, take action to all vT
remove any procedural constraints to women's agencies in
progression in the system, and prepare manuals of collaboration
operations for agencies and providers. with

Consultants
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Examine the need for changing, enforcing and MVTRI and 2000
monitoring legislation to facilitate the participation of | all VT
female youth and women in management, skills agencies in
development and industry. collaboration
with
Consultants
Establish Establish a pilot project to set up some machinery in | DTET and 2000- The two provinces selected would
pilot two provinces, appoint GSD Provincial Coordinators, | VTA include an economically sound and
project develop GSD Consultative Committees, consult one less economically advanced
widely with all VT stakeholders at provincial level, province, eg Wayamba and North
and support provincial, district and local level Western Provinces
programs
Increase Share Appoint women to all decision-making boards and MVTRI in 2000+ There should be a target of at least
participation power and | committees at national, provincial, district and collaboration 30 percent female membership by
by women in | decision institutional levels. with all VT the year 2002, beginning with at
the making agencies least 10 percent in 2000 and
management increasing by at least an additional
of skills 10 percent each year.
development
Compile a Directory of Professional and Business MVTRI in 2000+
Women with relevant qualifications, experience and collaboration
policy and management competency from with all VT
government, industry and NGO providers within the | agencies,
VT sector and in other relevant areas from which to NGOs,
draw names for board and committee positions. industry and
the Women's
Bureau
Develop Sponsor fellowships for short term in-country courses | MVTRI in 1999+ Specifically to impart skills and
staff in management for women in the public, private and | collaboration confidence
NGO sectors with the
Postgraduate
Institue of
Management,
uUsJ
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In addition to this specific training, a target of at least | MVTRI in 2000-2004 In line with ADB policy on GAD
30 percent should be set for the inclusion of women collaboration and Sri Lankan policy on
in general in-country and overseas scholarships with NITESL mainstreaming
and VT
agencies
Conduct Review legislation and regulations for any legal Consultantin | 2000+ In some cases representation is by
research constraints to female participation on boards, and collaboration designated positions, all of which
and draft and expedite necessary legislative changes with MVTRI, are currently filled by men
developme MST and
nt MSYAS and
VT agencies
Increase Appoint Prepare, produce and disseminate information and Consultants in | 2000+ GTZ, SCSL, Include information for special
participation local advocacy materials on course availability, girls and collaboration WusC target groups, eg school children,
by female consultants | boys in non-traditional courses and men and women | with especially at the Grade 8 level and
youth and to change in non-traditional occupations in Sinhala, Tamil and | CENWOR, their parents, school leavers,
women in community | English, including handbooks, tabloids, posters, GSD Steering unemployed young women, parents,
skills attitudes brochures and pamphlets. Committee policy makers, administrators,
development and Task trainers and employers,
in non- Groups,

traditional
courses

professionals
inVT
agencies
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Implement a variety of awareness strategies using Consultants in | 2001+ GTZ, SCSL,
television, radio and print media mechanisms, collaboration WUSC
including with
- documenting success stories of non- CENWOR,
traditional VT GSD Steering
- producing video materials portraying Committee
successful role models, in particular of rural | and Task
women, to assist to create awareness among | Groups,
girls, women and the public. professionals
- recognising contributions of training inVvVT
providers and trainers (male and female) in | agencies
WSD
- using TV 'spots' displayed immediately
after popular programs
- taking coloured advertising/editorial space at
the bottom of the front page of popular
newspapers
- using women in panel discussions on issues
like non-traditional skills development in
rural areas.
Hold advocacy meetings and workshops with Consultants in | 2000+ GTZ, SCSL,
significant groups in the VT sector, including collaboration WuUSC

schools, government, private sector and NGO
agencies and providers, industryand relevant
community groups.

with
CENWOR,
GSD Steering
Committee
and Task
Groups,
professionals
inVT
agencies
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Sponsor special activities, events (such as GSD 2000+ GTZ, SCSL,
International Women's Day) and annual briefings on | Committees in WUuSC
the GSD Program to promote social awareness in the | collaboration
community. with NGOs
and Grama
Niladari
Develop Conduct Train the Trainers workshops in Year 1 of NITESL in 1999-2000 | SCSL
staff the project to ensure that sufficient female and male collaboration
trainers are available to conduct workshops in with SCSL
agencies and providers over the five-year period.
Include a gender sensitivity component in the training | NIE 2000+
of all school career guidance counsellors.
Conduct gender workshops for technical staff in MVTRI in 2000+
secondary schools and principals, administrators and | collaboration
instructors in VT agencies and providers. with NITESL
Pilot Set aside $250 000 for funding specific initiatives in MVTRI in 2000-2002 | WUSC, GTZ, | This pilot project will start with a
project non-traditional skills development for rural female collaboration SCSL Phase 1 three-year period in which
youth and women in government TCs, VTCs, in with VT two districts will be selected to pilot
particular DVTCs and RVTCs , with targets for male | agencies, a comprehensive female youth and
and female trainees that are tied to employment NGOs, donors women in non-traditional skills
opportunities and have the support of industry . and industry program supported by microcredit.
Provide Establish a small fund of $50 000 for scholarships for | Consultant in 2000+
training female trainees to undertake studies in non-traditional | collaboration
scholarship | trades, to be allocated on appropriate criteria. with GSD
S Steering
Committee
Extend Strengthen and expand existing formal and informal MVTRI in
credit credit schemes for women. They should include a conjunction
schemes package of services including a grant for with DTET
and other accommodation and travelling expenses during the R&D
support period of training, monitoring for self-employment,
services guidance for savings after employment, and skills
for women | development related to income generation
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Include a target for gender inclusiveness for at least MVTRI 2000-2002
25 percent of available monies in the Skills
Development Fund to be allocated to industries to
train women in non-traditional occupations by 2004,
Pilot Support NGOs engaged in entrepreneurship Agromart 2000-2002
project to development to create a business skills training
assist laboratory in one province, structured to transfer
entreprene | competitive business skills and appropriate
urs technology to the large microentrepreneurial
‘underclass' where women predominate
Pilot Include a capital works component in the WSD MVTRI in 2000
project to program to pilot assistance in the provision of collaboration
Improve childcare, toilet and other facilities in non-traditional | with other VT
facilities work areas. agencies
Encourage agencies and providers to adopt an GSD Steering | 2000
environment-friendly uniform to assist women to Committee in
participate in non-traditional skills developmentand | conjunction
employment. with NAITA
Conduct Examine marketable income generating activities for | MVTRI in 2000-2001
research self employment and identify a program of skills collaboration
and development for such activities. with DTET
developme R&D and
nt other VT
agencies
Examine how women and men are represented in the | MVTRI in 2000+ This would identify any changes to
curriculum, institutional facilities and physical collaboration facilitate the participation of both
infrastructure. with DTET male and female trainees in non-
R&D and traditional skills development and to
other VT prepare criteria
agencies
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Conduct a feasibility study into the needs of women MVTRI in 2000
in skills development for childcare and the provision | collaboration
of childcare facilities with DTET
R&D and
other VT
agencies
Examine the particular skills development needs of MVTRI in 2002-2004
women in disadvantaged rural areas, widows, collaboration
migrant women workers, and male and female with DTET
trainees with disabilities. R&D and
other VT
agencies
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Appendix 1: Consultations

Mr H M Abeyrathna, Provincial Director, NYSC, Anuradhapura District, North Central
Province

Mr C W Abeysuriya, DG, DTET, Colombo District, Western Province

Dr Sc Klaus Achtel, Chief Technical Advisor, SVTP, Colombo District, Western Province
Mr R R M Amaratunge, National Planning Department, Colombo District, Western Province
Ms J Balachandran, Examinations Division, DTET, Colombo District, Western Province

Mr Sisira Banadara, Principal, Anuradhapura District Technical School, North Central
Province

Mr Valentine Basnayake, former UNESCO Consultant, Colombo District, Western Province
Dr Joachim Beyer, Independent Consultant, Colombo District, Western Province

Mr Patrick Brochard, Field Director, World University Service of Canada, Colombo District,
Western Province

Mr W W Chandana, NAITA apprentice in training at the Colombo Dockyard Ltd, Colombo
District, Western Province

Mr H W Chandrasiri, Drafting Trainer, DVTC, Anuradhapura District, North Central
Province

Ms Surangana Dayaratne, Career Guidance Consultant, NYSC, Colombo District, Western
Province

Dr N R De Silva, Chairman Sri Lanka Standards Institution, Colombo District, Western
Province

Mr W A S S De Silva, Director, Planning and Research, TVEC, Colombo District, Western
Province

Dr Franco Dissanayake, Director, Management Information Systems, TVEC, Colombo
District, Western Province

Mr D G S Dodawatte, Chief Librarian, NITESL, Colombo District, Western Province

Hon Amarasiri Dodangoda, Minister of VVocational Training and Rural Industries, Colombo
District, Western Province

Mr Wijayananda Ellawala, Acting Chairman National Crafts Council, Colombo District,
Western Province

Mr Earle Fernando, Advisor, Technical Education and Vocational Training, MVTRI,
Colombo District, Western Province

Mr Godwin Fernando, Rotary Mt Lavinia Club, Colombo District, Western Province

Mr Marcus Fernando, Director, Don Bosco Training Centre, Colombo District, Western
Province

Mr R R Ganewat, Student from the Fisheries Institute undertaking training at the Colombo
Dockyard Ltd, Colombo District, Western Province

Ms Damayanthi Goonaratne, Senior Instructor Electronics, NITESL, Colombo District,
Western Province

Ms Carmel Goonetilleke, Treasurer, Agromart, Colombo District, Western Province

Ms Janaki Gunawardana, President, Association of Business and Professional Women, Sri
Lanka, Colombo District, Western Province

Mr P D P Gunawardana, Director, Curriculum Development, National Institute of Technical
Education, Colombo District, Western Province
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Ms Gaya Hapuarachchi, Lecturer Grade Il, Technical College, Ratmalana, Colombo District,
Western Province
Mr Gamini B Herath, Project Manager, Sri Lanka-German CEFE Program, Colombo District,
Western Province Colombo District, Western Province
Ms Pushpika Irangani, Typing Trainer, Minintale RVTC, Anuradhapura District, North
Central Province
Dr Saroj Jayasekera, Chairperson, Quality Committee of the Presidential Task Force on
TEVT, Colombo District, Western Province
Mr Kumarage Samsan Jayasuriya, Officer in Charge, Minintale RVTC, Anuradhapura
District, North Central Province
Dr Swarna Jayaweera, Coordinator, CENVOR, Colombo District, Western Province
Mr K Kaluarachchi, DG, DTET, Colombo District, Western Province
Mr Yoshiaki Kano, Director, JICA, Colombo District, Western Province
Dr T Kariyawasam, Ex DG, National Institute of Education, Colombo District, Western
Province
Ms Elizabeth Kennard, District Coordinator, Save the Children Fund, Jaffna District,
Northern Province
Mr Tadashi Kondo, Resident Representative, Asian Development Bank, Colombo District,
Western Province
Mr Anura Kumarasinghe, Chairman, VTA, Colombo District, Western Province
Mr P M Leelaratne, DG, Tertiary and Vocational Education Commission, Colombo District,
Western Province
Mr W M Leelasena, Senior Advisor Development Cooperation, NORAD, Royal Norwegian
Embassy, Colombo District, Western Province
Mr Joachim Leckscheidt, SVTP, Colombo District, Western Province
Mr Patrick Leu, Resident Representative, SCSL, Colombo District, Western Province
Mr P Liyanarachchi, Secretary, MVTRI, Colombo District, Western Province
Mr J M J Mahinda, Training Engineer, Colombo Dockyard Ltd, Colombo District, Western
Province
Mr A D A Makindi, TEVT, Colombo District, Western Province
Mr Suresh M Melvani, Past Governor, Rotary International District 3220, Manager
Motoomulls, Colombo District, Western Province
Mr T S Mohammed, Celebrity Industries Ltd, Colombo District, Western Province
Ms Beulah Moonasinghe, Chairperson, Agromart Foundation, Colombo District, Western
Province
Mr M S Nanayakkara, Assistant Director, National Accreditation and Industrial Training
Authority, Colombo District, Western Province
Mr N S D Navaratne, Assistant Director, Principal, DVTC, Anuradhapura District, North
Central Province
Dr S J Navaratne, Chairman/DG, NYSC, Colombo District, Western Province
Dr Sunil Jayantha Nawaratne, Chairman/DG, NYSC, Colombo District, Western Province
Ms Sue Nelson, Second Secretary, Development Cooperation, AusAlD, Australian High
Commission, Colombo District, Western Province
Ms Swarna Obaysekera, President, Institute of Interior Design, Head Careers Program,
Association of Business and Professional Women, Sri Lanka, Colombo District, Western
Province
Ms Amara Peeri s, President, Sarvodaya
Western Province

68

SKRandell Draft 05/02/09

Wo me n’

68



Professor G L Peiris, Hon Minister of Justice, Constitutional Affairs, Ethnic Affairs and
National Integration, and Hon Deputy Minister of Finance
Ms Lakshmi Perera, Board member, Agromart Foundation, Colombo District, Western
Province
Mr P M Perere, Training Manager, DVTC, Anuradhapura District, North Central Province
Mr Sanjiva Prasad, Drafting Student, DVTC, Anuradhapura District, North Central Province
Ms Mala Premakanthie, Lecturer, NITESL, Colombo District, Western Province
Mr Sarath Rajapakse, Skills Development Fund Business Plan, UNDP National Consultant,
Colombo District, Western Province
Mr JAAS Ranasinghe, Human Resources and Administration Manager, Colombo Dockyard
Limited, Colombo District, Western Province
Dr Christof Reichert, Advisor, GTZ-Sri Lanka German CEFE Program, Colombo District,
Western Province
Ms Devika Rodrigo, Deputy Director Planning and Research, TVEC, Colombo District,
Western Province
Ms Kumudhini Rosa, Team Leader, Vocational Training for Women and Youth, GTZ,
Kandy, Central Province
Ms Harshani Samarajeewa, Advisor, EDWP, Swiss Foundation for Technical Cooperation,
SCSL, Colombo District, Western Province
Mr R | Samaratunga, Chairman, National Apprentice and Industries Training Authority,
Colombo District, Western Province
Mr Lalith Samarawickrama, Senior Management Consultant, GTZ, Colombo District,
Western Province
Ms Malsiri Senaviratna, Secretary, Ministry of Health, Cooperatives and Women's Affairs,
Western Province
Mr K Sivagananathan, Banking and Financial consultant, Central Bank of Sri Lanka, Rotary
Club of Colombo Central, Central Province
Ms Sagarika Sumthra, Landscaping Trainee, DVTC, Anuradhapura District, North Central
Province
Mr H Suzuki, Resident Representative, JICA, Colombo District, Western Province
Mr Jude Thirimavine, Landscaping Trainer, DVTC, Anuradhapura District, North Central
Province
Mr Kokmadiwa Tilakaratne, Program Officer, ADB, Colombo District, Western Province
Mr Wolfgang Ullrich, Head of German Advisory Team SVTP, Colombo District, Western
Ms Vivekananthan, Deputy Field Director, World University Service of Canada, Colombo
District, Western Province
Ms N A Lilian Waidyasekera, Director, Technical Education, Zone 1, DVET, Colombo
District, Western Province
Mr W A U Warunasinghe, Assistant Director Training, NAITA, Colombo District, Western
Province
Mr D D Weerakkody, DG, NITESL, Colombo District, Western Province
Ms M Weerasekara, Information Branch, TEVT, Colombo District, Western Province
Mr J Weerasinge, Director, Administration and Finance, NITESL, Colombo District, Western
Province
Mr Lalith Welamedage, Managing Director, Central Province Enterprise Promotion Centre,
Kandy, Central Province
Ms Shirani Weragoda, Director, Training and Promotion, Sri Lanka Standards Institution,
Colombo District, Western Province
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Mr J K W Wickramaratne, TEVT, Colombo District, Western Province

Dr V Wichramaratna, Senior Lecturer, Open University, Colombo District, Western Province
Mr Razik Zarook, Chairman, Eighth District Conference Organising Committee, Rotary,
Colombo District, Western Province

Appendix 2: Site Visits

Anuradhapura DVTC, Anuradhapura District, North Central Province
Anuradhapura TC, Anuradhapura District, North Central Province
CENWOR, Colombo District, Central Province

Colombo Dockyard Limited, Colombo District, Central Province
DTET, Colombo District, Central Province

Gampola DVTC, Kandy District, Central Province

GTZ, Colombo District, Central Province

Kandy TC, Kandy District, Central Province

Matara TC, Matara District, Southern Province

Minintale RVTC, Anuradhapura District, North Central Province
Ministry of National Planning, Colombo District, Central Province
MVTRI, Colombo District, Central Province

NITESL, Colombo District, Central Province

NYSC, Anuradhapura District, North Central Province

NYSC, Colombo District, Central Province

NYSC, Kandy District, Central Province

Norad, Colombo District, Central Province

SLSI, Colombo District, Central Province

Swisscontact Sri Lanka, Colombo District, Central Province
TVEC, Colombo District, Central Province

Women's Bureau of Sri Lanka, Colombo District, Central Province
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Appendi x 3: Workshop on Womenos
Development

3.1 Program

Inauguration Ceremony, 16 February 1999 1 Lanka Oberoi Hotel

8.30 Registration of Participants for the Conference

9.00 Arrival of Invitees and Guests for the Inauguration

9.15 Arrival of Chief Guest

9.20 Lighting the Oil Lamp and National Anthem

9.25 Welcome Address: Mr T W Jayasekera, Private Enterprise and NGO

Specialist, SDP (PTAA)

9.30 Address: Mr P Liyanarachchi, Secretary, Ministry of Vocational
Training and Rural Industries

9.40 Inaugural Address: Ms Kamala | Wickamasinghe, Secretary,
Mi ni stry of Women’s Affairs

9.50 Address: Dr Shirley Randell AM, Quality Assurance Specialist, SDP
(PTAA)

10.10 Vote of Thanks: Mr Anura Samarasinghe, Chairperson VTA/TVEC

10.20 Refreshments

Workshop - Session 1

10.30 Brief on TEVT Reforms - Mr Earle Fernando, Advisor, Ministry of
Vocational Training and Rural Industries

10.40 Presentation - Dr Shirley Randell AM: Taking a long-term view

11.15 Open Forum - Brief presentations by participants on good practice in
women’' s par tlsdevelgprmenti on i n skil

11.45 Workshop Syndicates 1 — Identification of current situation for

women in skills development: Constraints
12.15 Plenary 1 Syndicate reports
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1.00 Lunch

Workshop i Session 2

2.00 Workshop Syndicates 2 — ldentification of strategies to improve
participation of women in skills development

2.30 Plenary 1 Syndicate reports

3.00 Tea

Workshop i Session 3

3.15 Workshop Syndicates 3 — Preparation of implementation plan

3.45 Plenary 1 Syndicate reports

4.15 Recommendations

4.45 Course evaluation

4.50 Vote of Thanks T Ms Devika Rodrigo, Deputy Director, Planning and

Research, TVEC

3.2  Objectives

1 To provide an opportunity for women in the TEVT sector to come together for mutual
support and to discuss the issue of increasing opportunities for women's participation in
TEVT.

2 To share expertise on good practice facilitating women's participation.
occurring in the TEVT system

3 To identify constraints preventing female trainees' equal access to a broad range of
TEVT courses and women's equal access to management.

To recommend strategies to overcome these constraints.
To recommend a plan of action to implement these strategies.
6 To consider draft Technical Report 12: Skills Development for Female Youth and

Women and identify gaps

3.3 Participants
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Representatives from providers of training, trainers and trainees: MVTRI, TEVC, DTET,
NYSC, VTA, NITE, SLIATE, NIE, private sector, NGOs, chambers and unions.

3.4 Process

There will be three discussion groups throughout the day. Choose a different chairperson and
rapporteur for each of the three group sessions. Overhead transparencies are available for you
to report to the plenary.

Session 1: All groups are to discuss constraints preventing participation of female youth and
women in a wide range of skill development programs, especially in rural areas.

Session 2: Proposed draft recommendations are on Pages 29-38 of the draft report. Each
group will discuss policy and program strategies to improve the participation of women in
different areas.

Group 1: Policy recommendations for increasing the involvement in decision making of
women in the sector (Recommendations 1 and 2, pp 29-30)

Group 2: Policy recommendations for increasing enrolments in non-traditional courses and
on-the-job training (Recommendations 3 and 4, p 30)

Group 3: Program recommendations for establishing a Gender in Skills Development
Program (Recommendations 4-8, p 31)

Group 4: Program recommendations for building awareness of the need to improve the
participation of female youth and women in skills development , especially in rural areas
(Recommendations 9-12, pp 32-33)

Group 5: Program recommendations for developing staff (Recommendations 13-17, pp 33-
34)

Group 6: Program recommendations for expanding credit schemes and providing facilities
(Recommendations 18 and 19, pp 34-35)

Group 7: Program recommendations for ensuring ongoing monitoring and research
(Recommendations 20-25, pp 35-36)

Session 3: All groups to discuss plans to implement the strategies, who, how, when, and the
risks involved and how to overcome them.

3.5 Media
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3.6

Wri

)l
)l
)l

=4 =4 =4 -8 -8 -1

Wri
1
1
1

Evaluation

te down three things you have enjoyed about today.

Information, identification, participation

Discussing a very important and timely issue

To learn about this new project that will be implemented for women / to know that some
action is to be taken on the status of women (2)

State and TVET realise their responsibility / facilities available for VT in the government
sector / opportunity of focusing on skills development training system and possible action
to promote women's participation (3)

Discussion on constraints, although talked about for several years still needs more input
in skills development

Highly appreciated that | had an opportunity to contribute something for this subject/
there is an opportunity to be involved in changing recommendations / contributing and
exchanging my experiences into the workshop (3)

Worked as a group / team / more effective and collective effort placed by participants /
persons participating having a common interest (3)

Networking with the relevant agencies engaged in skills development/ meeting resource
persons from various agencies, different organisations, other NGOs (4)

Meeting people, especially women with the interest and similar objectives of the issue of
skills development of women / interesting group of experienced persons / group plan (5)
Participants' exchange of ideas and information on various issues / listening to the
experience of participants on case studies / sharing different experiences of women in
life/ success stories of women / different perceptions relating to training (11)

Listening to Dr Shirley's experiences etc, very practicable and relevant to our culture too /
Dr Shirley's experience and her ways of presentation / presentations of Dr Shirley
Randell's lectures / life long term, success / importance of self exploration (5)
Accountability of essential topics

Speeches were appropriate to the topic and short / short and sweet method (2)

That this workshop was in English

Cordial and friendly environment / coordination and hospitality / refreshments (3)
Venue — calm - quiet — suitable for a serious workshop

| really enjoyed the different environment that worked today which is completely
different than my usual duties in the working place

te down three things you have learned today.

Recent developments / current situation of VT and technical education / interlinked
components in development reforms (3)

Skills development project of MVTRI and ADB / study done by the MTVRI so far in
improving the VT / ADB activity regarding women's working participation (3)

Good skills development needs more work and committed staff
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The problems faced by Sri Lankan women are common even to the European women
Importance of gender equality / educate the women and girls as boys / need to improve
women's participation in non-traditional vocations

Job opportunities available for women in the non-traditional sector

Various training programs for women conducted by different organisations / various
training providers engaged in this sector / vocational courses we can take to help women
to develop their skills(4)

E |

= =4

1 Various organisations working for women in skills development

1 Itis very encouraging to note the number of women working for their cause at
government level

1 Possible options and actions to be taken (2)

1 Policy decisions are very essential for improvement and upliftment of women

1 Policy and programs strategies to improve the participation of women in different areas

1 Implementation discussions are very positive

1 Monitoring and funding are the next

1 Identifications of constraints in current situations of women's participation in skills
development (3)

1 What are the solutions we can use to get rid of these

9 Ilearned lots of things which could be applied to my normal duties

- How to organise a seminar
- How to interact with the different people in other institutions
- How to develop any proposal for implementation
1 A working woman with responsibilities at home should not think that she must always
score 100 % in studies and should not give up studying
How to do an effective presentation
Working together with a big group
That nothing can be achieved overnight / it is a long journey / if there is will, there is
always can (3)
Importance of projecting about the future (for your own sake)
Not to get tied up with looking after others all the time and to find time for ourselves
Free discussion and sharing the ideas change our own ways / experience of success stories
in Sri Lanka as well as other countries (3)
1 About women's organisations
9 Trying to change the attitudes of the people
9 Time management is important
1 Basic English available to the new generation

= =4 =

= =4 =4

Write down three things about today's program that you would like to improve.

Involvement of more personnel who are at highest level of decision making in MVTRI

Attempts should be made to have the presence of the relevant Ministries (MVTRI and

MWA) at the closing session when presenting recommendations

9 Increase the participation of men to make the entire exercise more meaningful and be able
to listen to the other party (2)

9 Conduct a systematic research to study the existing gender gaps in the VT and SD area

and present the research findings at the beginning of the meeting

il
il
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1
1
il

In implementing projects/training programs national organisations must take into account
the present three tier system of governance: (1) National (2) Provincial (3) Local levels.
13™ amendment to the Constitution needs to be considered, otherwise conflict situations
may arise due to negligence of devolved functions.

Rural women did not really express their ideas (language problem)

Pass a resolution to have more money in the National Budget for training of women
Women should forget about the gender issues and try to learn and be more knowledgeable
about their surroundings, whatever field/designation they are in and improve their status
thinking that they are also a citizen of this country

Gender sensitisation / women's skills as men (2)

Policy interventions in non-traditional skill development for women / enhancing women's
participation in skills development training (2)

More integration with the private sector

Ways and means to develop links between GOs and NGOs

New methods of improving women's structures

Overcoming the constraints

Should make an opportunity to have a self introduction of each participant / introduction
of the participants and the organisers

If papers were distributed earlier we would have had time to discuss the draft with our
organisations / handouts of lecturers to be given beforehand / need to give relevant report
early (3)

Lectures and presentations could have been circulated to all at the end of the seminar
Final recommendations should be made available to all participants / keep close contact
with participants

Basic English language

Organising the day's program (strategies) / too many presentations

Time period of the workshop ( two days needed, not sufficient to discuss wide program
like this) / time could have been limited for presentations / no time was allocated to
discussions (3)

Stress the need to keep to the point / method of presentation of the reports / avoid the
same ideas being repeated, when the same topic was given to all the groups / if ideas were
summarised it would have been very effective (4)

Be punctual, time management, time keeping (3)

More discussion in small groups is recommended / final sessions could be more effective
if groups were smaller / reduce group numbers / sitting arrangements / keep the attention
of the audience intact / participation of all the participants (7)

Time should be available to meet members of other groups also

This was too formal

Should have been organised in a training institute rather than in a hotel

Note: Similar points have been grouped together. If exactly the same they have not been
repeated but the number in brackets represents the number of participants who listed the
issue.
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Appendi x 4: DTET Quality/ Womenos

4.1 Membership

Mr K K A Karunathilaka Deputy Director, Counterpart Convener
Ms M Weerasekara Deputy Director, Administration Branch
Mr K G Piyadasa Director, Research and Development
Branch
Ms J Balachandran Assistant Director, Examinations Branch

MrJ K W Wickramaratne ~ Systems Analyst, Information Unit
Dr Shirley Randell AM Quality Assuran c e / Wo men’ s
Participation Consultant

4.2 Minutes of Meetings

4.2.1 First Meeting

Mi nut es of First Meeting of the Quality As
1999, DTET, 2.30pm-4.00pm

1. Attendance
Ms J Balachandran, Assistant Director, Examinations Branch

Mr Karithilaka, Quality Assurance/ Women’ s Pa
Mr A D A Mabhindi, Information Unit
Dr Shirley Randell, Quality Assurance/ Women’

Mr J K W Wickramaratne, Systems Analyst, Information Unit
Ms M Weerasekara, Deputy Director, Administration Branch

2. Apologies

Ms Gaya Hapuarachchi, Lecturer Grade 11, Technical College, Ratmalana
Mr K G Piyadasa, Director, Research and Development

3. Terms of Reference

The Project Team has two main areas of consideration: qual i t y assurance anc
participation. The ADB terms of reference are to recommend on the quality of skills

devel opment for rur al yout h and wo men. As
Development Workshop is on 16 February and the Quality Assurance in Skills Development

Workshop is on 2 March the Project Team will need to give first consideration to the

Women’ s Wor kshop.

4. Quality Assurance Report
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The Table of Contents for the Quality Report was tabled for advice from the Project Team
about any areas which should be added: For discussion on 5 February.

5. Womendés Participation Report

The draft Women’s Participation Report was
preliminary draft recommendations.
1 It was thought that 25 percent by the year 2004 would be a more realistic target than 30

percent to increase by 5 percent intervals each year from 2000.
1 The absence of women in boards and senior posts in the TEVT was noted and statistics

will be collected.
1 Consideration will be given to the various studies that will be needed in relation to

I mproving women’'s participation in skills
1 Scholarships are needed for girls to enter non-traditional professions..

6. Participation in the Womendés Participation

The Project Team went through the proposed list of participants and made suggestions of
other people to include.

4.2.2 Second Meeting

Mi nutes of Second Meeting of the Quality As
1999, DTET, 2.30pm-4.00pm

1 Attendance

MrK K A Karithilaka, Quality Assurance/ Women
Dr Shirley Randell, Quality Assurance/ Women’

Ms Lillian Waidyaseker a, Director, Zone 1,

Counterpart 2

Mr J K W Wickramaratne, Systems Analyst, Information Unit

Ms M Weerasekara, Deputy Director, Administration Branch

Mr , Deputy Director, Research and Development Branch

2 Apologies

Ms J Balachandran, Assistant Director, Examinations Branch

Ms Gaya Hapuarachchi, Lecturer Grade |1, Technical College, Ratmalana
Mr K G Piyadasa, Director, Research and Development

3 Womends Participation Report

A report was given on the Conference, which was thought to be highly successful; 82 people
attended. Radio and the Daily News had covered the Workshop. Excellent input had been
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made to the recommendations and reports were being received with useful additions. The
evaluation of the Conference was circulated.

The draft Women’s Participati on R ®theneet
to finalise data and ensure the figures were accurate. Mr Karuthilaka will obtain most recent
data from the Bureau of Census and Statistics and Ms Waidyasekera from the Women's
Bureau.

The members of the Project Group were asked to review the report and submit any additions
or amendments

4 Quality Assurance Report
The Table of Contents for the Quality Report was tabled for advice from the Project Team
about any areas that should be added:

1 Will prepare a section on DTET.
71 All members will read the draft and provide comments.

The participants list was reviewed and additional names were suggested.
The program was discussed.
5 Timelines

It was noted that Dr Randell will be returning to Australia on 10 March and all work will
need to be completed by then.
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Appendix 5

Labour Force Participation Rates

Table A5.1 Labour Force Participation by Sex, 1946-1998

Year Labour Force-(Number) Percentage of Labour force
women in total participation rates (%)
labour force
Total Male Female Total | Male | Female
1946 2,613,842 | 2,044,242 569,600 21.8 52.4 76.1 24.8
1953 2,993,349 | 2,268,740 724,609 24.2 51.6 73.0 26.9
1963 3,451,707 | 2,736,046 715,661 20.7 45.9 69.2 20.0
1971 4,488,139 | 3,312,460 | 1,175,670 26.2 48.0 68.4 26.0
1981 5,015,050 | 3,767,358 | 1,247,692 24.9 44.4 65.4 22.5
1985/86 | 5,972,002 | 4,014,586 | 1,957,416 32.8 50.3 68.6 32.5
1990 6,968,789 | 4,372,411 | 2,596,378 37.3 53.3 67.4 39.4
*1994 6,078,863 | 4,072,937 | 2,005,927 32.0 48.7 65.4 32.9
*1998 6,647,212 | 4,151,549 | 2,495,667 37.5 51.6 66.6 37.6
*Excludes the North and East
Sources : Census Reports 1946,1953,1963,1971,1981, Department of Census and Statistics (DCS)
Labour Force and Socio-Economic Survey 1985/86, DCS
Labour Force Survey 1st Quarter 1990, 1st Quarter, 1998, DCS
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Table A5.2 Unemployment Rates by Sex, 1963-1996

Year Total | Male | Female Source

1963 7.3 8.9 7.6 | Census 1963, DCS

1969/70 13.9 11.4 21.2 Socio-Economic Survey 1969/70, DCS

1971 18.7 14.3 31.1 | Census 1971, DCS

1973 24.0 18.9 36.3 | Consumer Finances and Socio-Economic Survey 1973,
Central Bank

1975 19.9 14.3 32.9 Land and Labour Utilization Survey 1975, Central
Bank

1978/79 | 14.7 9.2 249 | Consumer Finances and Socio-Economic Survey
1978/79, Central Bank

1980/81 | 15.8 12.4 23.0 | Labour Force and Socio-Economic Survey 1985/86,
DCS

1981 17.8 13.2 31.8 Census 1981, DCS

1981/82 | 11.7 7.8 21.3 | Consumer Finances and Socio-Economic Survey
1981/82, Central Bank

1985/86 | 14.1 10.8 20.8 | Labour Force and Socio-Economic Survey 1985/86,
DCS

1990 14.0 9.1 234 | Labour Force Survey 1990/91, 1st Quarter DCS

*1994 13.3 11.4 17.9 | Demographic Survey 1994, DCS

*1996 11.1 8.8 16.2 | Labour Force Survey 1996, 4th Quarter DCS

*Excludes the North and East
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Table A5.3 Unemployment Rates by Sector and Sex, 1971-1996

Year Sector Total Male Female
1971 Urban 19.9 14.8 37.2
Rural 17.2 12.7 30.4
1973 Urban 32.1 24.1 55.0
Rural 24.5 18.3 42.4
Plantation 12.0 14.3 9.4
1978/79 Urban 20.7 12.4 37.7
Rural 14.6 8.7 26.3
Plantation 5.6 5.7 5.4
1981/82 | Urban 14.2 10.1 25.1
Rural 12.0 7.3 25.3
Plantation 5.0 6.4 3.6
1985/86 Urban 19.5 15.8 27.9
Rural 13.2 9.5 21.3
Plantation 7.8 9.0 6.4
1990 Urban 18.5 11.3 32.0
Rural 13.6 8.6 21.8
*1994 Urban 15.3 11.6 24.3
Rural 13.3 9.5 20.2
*1996 Urban 10.1 7.4 16.4
Rural 11.3 9.0 16.1

*Excludes the North and East

Sources: Census, 1971

Consumer Finances and Socio-Economic Survey 1973, 1978/79, 1981/82, Central Bank
Labour Force and Socio-Economic Survey 1985/86, DCS

Labour Force Survey 1st Quarter 1990, 4th Quarter 1996, DCS

Demographic Survey 1994, DCS
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Table A5.4 Unemployment Rates by Age and Sex, 1971-1996

Age 1971 1981 1985/86 1990 1994 1996 1998
Group
M F M F M F M F M F M F M F
10-14 | 33.6 | 419 | 459 | 426 | 119 | 56 6.3 166 | 246 | 169 | NA | NA | NA | NA
15-19 | 371 | 439 | 412 | 51.1 | 28.6 | 27.8 | 23.4 | 388 | 454 | 440 | 354 | 443 | 266 | 28.1
20-24 | 284 | 46.2 | 27.7 | 509 | 23.3 | 425 | 225 | 505 | 322 | 394 | 246 | 385 | 205 | 435
25-29 | 139 | 323 | 138 | 39.0 | 10.6 | 27.7 | 10.6 | 28.1 | 151 | 248 | 116 | 20.7 | 89 | 19.7
30-34 71 | 209 | 74| 258 | 69167 | 88 | 198 | 70| 132 22| 91| 25 | 126
35-39 49 | 128 | 45| 164 | 46| 79 23101 | 38 74 | NA | NA | 10 9.9
40-44 40 | 116 | 118 9.7 5.4 5.4 3.9 4.5 2.6 2.8 2.2 14 24 6.8
45-49 3.7 | 10.6 2.6 4.9 3.1 4.5 04 3.2 2.0 1.2 | NA | NA 1.6 1.8
50-54 | 36 | 117 | 22| 37| 21| 23 13| 105 | 12 1.3 09| 14 - -
55-59 38 | 156 | 21| 42| 52| 23 01| 11| 13 04 | NA | NA - -
6064 | 37 201 | 18| 48| 23| 34| 45 - 0.6 04 | NA 0.3 - -
65 over 322 | 27| 75| 16| 82 - - 0.6 0.9 - -
4.9+
All 140 | 31.0 | 13.2 | 31.8 | 10.8 | 20.8 91| 235|114 | 179 | 88 | 162 | 7.1 | 16.2
ages
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*Excludes North and East

Sources : Census 1971, 1981, DCS
Labour Force and Socio-Economic Survey 1985/86, DCS
Labour Force Survey 1990 1st Quarter, 1996 4th Quarter, 1998 1% Quarter, DCS
Demographic Survey 1994, DCS
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Table A5.5 Unemployment Rates by Educational Level and Sex, 1981/82-

1994
Educational 1981/82 1985/86 1994 1998
Level
M F M F M F M F
No Schooling 2.1 2.6 7.7 4.8 4.6 2.3 0.1
Grades1-5 3.8 7.8 7.0 9.4 3.8 3.7 7.8 49
Grades 6 - 8 95 16.5 22.9 NA NA
9.6 335 14.9
Grades 9-10 154 34.9
GCE (O/L) 14.5 42.0 14.4 35.6 27.0 29.6 27.6 30.3
GCE (A/L) 22.0 52.2 18.7 449 11.3 24.9 6.4 20.9
Degree 33 10.2
8.1 121 25 40 NA NA
Post 4.2 3.2
Graduates
Total 7.8 21.3 10.8 20.8 11.4 17.9 NA NA

*Excludes North and East
Negligible
Sources: Consumer Finances and Socio-Economic Survey 1981/82, Central Bank
Labour Force and Socio-Economic Survey 1985/86, 1998 1% Quarter , DCS
Demographic Survey 1994, DCS
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Table A5.6 Employed and Unemployed Population by Educational Level and Sex, 1963-1996

Year No Grades Grades GCE (O/L) GCE (A/L) Higher Unspecified
Schooling 1-5 6-9 Education
E U E U E U E U E U E U E U
1963 132 | NA | 332 NA | 41.7 NA 5.6 NA 11 NA 0.5 NA 4.7 NA

500 | NA | 229 | NA | 143 NA 5.3 NA 2.9 NA 0.4 NA 4.1 NA

1971 12 | 130 | 426 | 161 | 328 604 | 4.8 9.5 14 0.6 0.9 0.4 16.3 -

30 | 123 | 306 | 103 | 156 574 | 48 18.1 3.6 1.0 0.9 0.7 414 -

1981 85 | 54 | 246 | 94 | 555 725 | 78 9.8 15 1.8 1.3 0.4 0.7 0.5

23.7 | 38 | 226 | 49 | 341 67.6 | 10.8 | 195 4.1 3.3 2.4 0.6 2.3 0.4

206 | 40 | 272 | 108 | 31.2 409 | 145 | 30.6 4.1 128 | 2.3 0.8 -

+1991 54 | 22 | 225 | 98 | 486 522 | 150 | 24.0 8.5* | 11.8* -

146 | 25 | 246 | 44 | 36.1 405 | 153 | 34.0 9.4* | 18.6* -

+1994 46 | 1.7 | 314 | 99 | 382 525 [ 175 | 265 6.2 8.9 2.1 0.1 -

125 | 14 | 271 | 48 | 268 366 | 184 | 342 | 1103 | 224 | 3.6 0.7 -

+ 1996 3.0 - 233 | 7.7 | 493 60.1 | 15.6 | 20.0 8.9* | 12.2* -

M
F
M
F
M
F
1985/86 M 71 | 49 | 289 | 179 | 4538 523 | 141 | 196 2.6 4.9 15 0.5 -
F
M
F
M
F
M
F

102 | 13 | 235 | 64 | 347 415 [ 173 | 236 | 14.3* | 27.3* -

E - Employed, U —Unemployed,  + Excludes North and East, * includes GCE (A/L) and above i.e. higher education

Sources: Census 1963, 1971, 1981, DCS
Labour Force and Socio-Economic Survey 1985/86
Labour Force Survey 1990 1st Quarter, 1996 4th Quarter, DCS
Demographic Survey 1994, DCS
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Table A5.7 Employment Status by Sex, 1953-1996

Year Employers | Paid Employees | Own Account | Unpaid Family
Workers Workers
M F M F M F M F
1953 37 |13 59.4 66.9 33.6 18.9 33 12.9
1963 2.9 05 60.6 82.2 31.3 8.9 4.7 6.7
1971 3.8 0.8 63.7 76.9 28.9 11.2 3.5 11.2
1981 24 1.2 62.3 79.4 32.5 12.9 2.8 6.5
1985/86 3.0 0.9 58.2 58.4 29.6 17.7 9.2 23.0
1990 4.4 1.2 59.5 55.6 28.4 18.1 1.7 25.1
*1994 29 0.9 59.3 64.2 32.0 16.1 5.9 18.8
*1998 24 0.3 94.4 55.8 32.0 14.9 6.8 29.1

* Excludes North and East

Source: Census 1953, 1963, 1971, 1981, DCS
Labour Force and Socio-Economic Survey 1985/86, DCS
Labour Force Survey 1990 1st Quarter, 1998 1% Quarter, DCS
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Table A5.8 Employed Population by Major Industry Group and Sex, 1953-1994

1953 1963 1971 1981 1985/86 1990 *1994
Major Industry Groups
M F M F M F M F M F M F M F
Agriculture, Fisheries, Forestry | 50.5 | 60.3 | 49.8 635 | 46.8 61.8 435 | 520 | 47.2 542 | 47.7 | 50.5 | 39.9 | 421
Mining Quarrying 0.5 0.2 0.3 0.1 0.4 0.1 1.1 0.3 1.6 0.6 35 | 13 | 16 | 04
Manufacturing 98 | 124 9.0 9.7 8.4 12.2 98 | 113 | 1004 | 186 | 121 | 20.1 | 12.0 | 238
Electricity, Gas and Water 0.1 0.0 0.3 0.0 0.3 0.0 0.4 0.1 0.6 004 | 03 | 0.1 | 06 0.1
Construction 2.4 0.4 3.3 0.2 3.6 0.1 3.7 06 | 6.04 0.6 44 | 06 | 63 | 06
Wholesale Retail Trade, 112 | 4.1 12.8 3.6 11.3 2.9 121 | 44 | 115 66 | 102 | 57 | 134 | 6.0
Restaurants, Hotels
Transport, Storage, 4.4 0.7 53 04 6.2 0.1 5.8 1.0 59 0.5 59 | 0.7 | 57 0.9
Communications
Finance, Insurance, Business 2.5 11 0.6 0.1 0.8 0.2 11 1.0 14 0.9 09 | 06 1.7 1.8
Community Personal Services | 12.6 | 15.2 12.5 18.9 12.7 16.2 122 | 233 | 10.6 16.3 | 148 | 205 | 142 | 216
Activities not Clarified 6.9 55 6.0 35 9.4 5.8 102 | 6.0 5.1 15 - - 4.7 | 2.7
100 | 100 100 100 100 100 100 | 100 | 100 100 | 100 | 100 | 100 | 100

* 1994 excludes North and East

Source: Census 1953, 1963, 1971, 1981, DCS
Labour Force and Socio-Economic Survey 1985/86, DCS

Demographic Survey 1994, DCS

Alailima, Patricia, Education - Employment Linkage, Sri Lanka Journal of Social Science 15:22, 1992
based on data from DCS, 1990.
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Table A5.9 Employed Population by Major Industry Group and Sex, 1953-1994

Industry Group 1953 1963 1971 1981 | 1985/86 | 1990 | 1994

% F % F % F % F % F % F % F

Agriculture, Fisheries, 27.6 24.7 27.4 23.7 33.2 34.6 29.7

Forestry

Mining Quarrying 12.7 10.1 79 7.4 12.9 15.2 9.2

Manufacturing 31.2 21.6 29.3 23.0 44.5 45.4 44.4

Electricity and Gas 51 1.6 2.6 6.9 3.1 7.7 6.3

Construction 5.7 1.6 1.2 3.9 4.6 6.4 3.9

Wholesale and Retail 10.4 6.8 6.8 8.6 20.0 21.7 15.2

Trade, Restaurants,

Hotels

Transport, Storage, 5.1 1.8 1.9 4.3 3.2 55 5.8

Communication

Finance, Insurance, 12.2 53 6.9 19.6 23.2 23.5 29.8

Business

Community Personal 27.8 28.0 26.7 38.2 40.1 409 | 38.01

Services

Activities not Clarified 20.0 13.2 151 13.2 11.2 18.6
24.2 20.5 22.2 20.7 30.2 28.6

* Excludes North and East

Source: Census 1953, 1963, 1971, 1981, DCS
Labour Force and Socio-Economic Survey 1985/86, DCS
Demographic Survey 1994, DCS
Alailima Patricia, Education - Employment Linkages in Sri Lanka, Journal of Social
Sciences 15:22, 1992 based on Table A5.17 - data from DCS, 1990
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Table A5.10 Employed Population by Major Occupational Group and Sex, 1963-1996

Major 1963 1971 1981 1985/86 * 1994 * 1996
Occupations
Group

M F M F M F M F M F M F
Professional + 35 8.5 3.7 9.1 45 14.1 3.8 8.7 3.2 10.4 3.6 9.4
Technical 4.3 4.2 3.8 2.6
Managerial 1.2 0.2 0.5 0.1 1.0 0.4 0.7 0.1 1.9 0.8 1.7 0.6
Clerical Related 4.4 1.0 59 2.4 6.2 6.0 59 4.6 3.8 6.6 3.6 7.4
Sales 79 19 8.9 2.1 9.0 3.0 9.9 5.7 121 5.6 135 95
Services 7.7 10.0 54 5.7 59 4.3 4.2 5.9
Agriculture Etc. 487 | 628 | 453 | 61.1 | 428 | 521 | 449 | 534 | 287 | 23.0 | 229 22.7
Production 255 | 140 | 279 | 16.7 | 28.6 | 16.8 30.3 216 | 199 | 200 | 234 185
Elementary 255 | 294 | 25.0 28.5
Occupations
Not 1.03 1.6 2.4 2.8 2.0 2.0 0.3 0.01 0.6 0.0 2.3 0.8
Stated/Others

100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0

* Excludes North and East

Source: Census 1963, 1971, 1981, DCS
Labour Force and Socio-Economic Surveys 1985/86, DCS
Demographic Survey 1994, DCS
Labour Force Survey 1996 4th Quarter, DCS
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Table A5.11 Employed Population by Major Occupational Group and Sex, 1963-1996

Major 1963 1971 1981 1985/86 * 1994 * 1996
Occupational % F % F % F % F % F % F
Groups

Professional 38.7 41.1 44.9 49.6 56.4 52.7
Technical 28.1 22.1
Managerial 34 59 9.5 6.9 14.8 12.1
Clerical related 1.0 10.5 22.2 25.3 41.5 46.2
Sales 1.9 6.3 7.9 20.1 15.7 22.8
Services 10.0 23.2 17.7 37.7

Agriculture Etc 24.9 27.8 24.1 33.9 24.3 29.5
Production 124 14.6 13.2 23.6 28.7 24.9
Elementary 31.6 32.6
Occupational

Not stated 20.5 25.0 20.9 31 1.9 13.1

* Excludes North and East

Source: Census 1963, 1971, 1981, DCS
Labour Force and Socio-Economic Survey 1985/86, DCS
Demographic Survey 1994, DCS
Labour Force Survey 1996 4th Quarter, DCS
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Table A5.12 Employment by Manufacturing Industry and Sex, 1971-90

Manufacturing Industry 1971 1981 *1990
Total % F Total % F Total % F
1. Food 44261 9.9 58521 13.7 42984 34.2
Beverages 3324 44 8873 2.3 6447 9.6
Tobacco 24403 | 36.6 4102 | 305 8183 524
2. Textiles 99285 70.1 36109 47.1 47163 60.8
Wearing Apparel 18793 33.6 28842 62.2 55110 90.5
Leather Products 793 17.6 1686 46.7 911 55.2
Leather Footwear 3317 14.7 5022 15.2 4382 46.8
3. Wood and Cork Products 37851 3.2 46775 2.2 4870 141
Furniture 33555 1.7 23870 0.7 1785 3.1
4. Paper and Paper Products 2065 7.9 5822 75 4773 13.1
Printing and Publishing 12631 3.2 13896 5.8 7552 11.9
5. Industrial Chemicals 1381 8.8 2266 14.9 608 12.2
Other chemical products 3304 28.2 7591 159 3598 23.2
Petroleum refineries 900 4.7 3167 5.4 1141 4.03
Rubber products 4919 12.2 7484 12.7 10936 34.8
Plastic products 551 294 767 314 1403 48.03
6. Pottery, China and earthenware 5240 38.2 15898 36.3 6877 47.01
Glass, glass products 957 9.1 835 10.8 824 9.3
Other non-metallic mineral 14144 14.0 30170 10.5 12556 20.1
7. Iron steel basic industries products 5110 0.9 7460 2.2 1672 4.7
Non-ferrous basic metal industries 40 - 612 - 282 35
8. Fabricated metal products 6006 17.1 19984 2.5 3877 13.2
Machinery except electrical 2821 6.2 2237 7.6 3592 5.2
Electrical machinery and apparatus 2030 11.6 3240 9.6 1452 21.3
Transport equipment 521 4.2 2884 51 4908 14
Professional scientific goods 430 7.2 836 16.6 176 27.8
9. Other manufacturing eg Jewellery 10773 3.2 12202 9.2 - -
Total 339405 | 29.3 416829 | 23.0 243705 48.9

* Excludes North and East

Source: Census 1971, 1981, DCS
Annual Survey of Industries 1990, 1994
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Table A5.13

Employment by GCEC Level and Sex, 1992

Occupational Male Female Total % F
Level

Administration 617 216 833 25.9
Techni_cal Staff- 594 131 725 18.1
executive

Non-technical 433 87 520 16.7
Supervisory - Technical 718 511 1229 41.6
Non-Technical 621 1340 1970 68.6
Clerical and allied 1511 2076 3587 57.9
Skilled 4659 6675 11334 58.9
Semi-skilled 3369 33209 36578 90.8
Unskilled 3366 9096 12462 72.9
Trainees 2069 17068 19137 89.2
Other 1583 337 1920 17.6
Total 19540 70755 90295 78.4

Source: GCEC (now BOI), Colombo




Table A5.14 Migration Overseas for Employment by Category and Sex, 1976-1995

Categories 1976 1979 1981 *1988 *1991 *1995

Total % F Total % F Total % F Total % F Total % F Total % F
Professional 15 - 1657 151 1991 13.0 65 4.6 157 45 278 6.5
Middle Level 75 - 2374 16.0 3420 1.7 368 8.7 963 8.4 1048 175
Clerical and 907 9.7 1400 7.3 1832 12.8
related
Skilled 222 - 6110 1.8 11187 25 5058 38.9 16282 36.8 18652 38.1
Unskilled 214 0.9 12803 79.1 31936 76.8 4657 141 11436 22.2 12617 25.0
Housemaids 7373 100.0 34890 100.0 83512 100.0
Total 526 0.4 25875 47.3 57447 52.5 18428 54.9 65128 67.0 117939 79.9

Source: R B M Korale, Middle East Migration 1984, using 1976, 1979, 1985 data
Sri Lanka Bureau of Foreign Employment, 1988, 1991, 1995 data
* e, only migration through' licensed sources
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Media Advertisements Recruiting Female
and Male Trainees, 1999
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Appendix 7

TEVT Enrolments by Courses and Gender

Table A7.1 Enrolment In Technical Colleges by Course and Sex, 1998

Courses Total Female % Female
Diploma

Jewellery Design and 26 01 3.8
Manufactory

Certificate

Engineering 2555 589 23.1
Public Administration 157 93 59.2
Business Studies 501 284 56.7
Accounting Technicians 1412 823 58.3
Secretary/Stenography 1998 1898 94.9
Quantity Surveying 577 202 35.0
Draughtsmanship 1001 555 55.4
Jewellery Manufacturing 29 13 44.8
Gem Cutting and polishing 15 08 53.3
English 2129 1228 57.7
Japanese 20 12 60.0
Home Economics 45 45 100.0
Nursing 56 56 100.0
Trade/Crafts Technical 3206 219 6.8
Crafts/Furniture 61 09 14.8
Construction 509 36 7.1
Agriculture 140 75 53.6
Hotel house keeping 37 01 2.7
Textiles 147 126 85.7
Computer application 173 102 58.9
Total 14794 6375 43.1

Source: Information Unit, DTET
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Table A7.2 National Apprenticeship and Industrial Training
Authority: Distribution of Apprentices by Course and Sex, 1998

Skills Urban Rural (Village)
Total Female | %F Total Female % F
Technician 699 119 17.02 - - -
Craft Apprentices
Textiles and 2026 1358 67.0 1452 1312 90.1
Garments
Footwear 114 39 34.2 52 34 65.1
Wood Work 273 01 0.4 115 01 0.9
Printing 386 150 38.9 51 23 45.1
Rubber/Plastic 26 01 3.8 - - -
Metal work 1546 17 1.1 162 08 4.9
Machinery, 1428 |02 0.1 151 - -
equipment
Electrical, 929 05 0.5 192 08 4.2
electronic
Gem and jewellery 281 119 42.3 53 35 55.6
Construction 21 - - 16 - -
Clerical 1819 1471 8.8 113 108 95.6
Hotel trade 977 39 3.9 08 02 25.0
Domestic services 700 472 67.4 664 618 93.1
Computer, 588 367 62.4 - - -
communication
Agriculture, 40 10 25.0 27 14 51.9
plantations
Total 11853 | 4170 35.2 3056 2163 70.8

Note: Excludes trainers in institutions and centres of NAITA

Source: Statistical Unit, NAITA
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Table A7.3 National Youth Services Council Course Attendance by

Sex, 1998
Courses Total Male Female % Female
Motor mechanism 70 70 - -
TV Radio repairs 56 56 - -
Motor cycle repairs 79 79 - -
Three wheeler repairs 29 29 - -
Agricultural machinery repairs 140 140 - -
Electronics 343 343 - -
Welding 163 163 - -
Carpentry 130 130 - -
Wood work 39 39 - -
Masonry 12 12 - -
Agriculture 99 89 10 10.1
Computer 42 42 - -
English steno/typing 125 - 125 100.0
Scientific dressmaking 289 - 289 100.0
Tailoring 60 09 51 85.0
Food preparation 70 19 51 72.9
Beauty culture 162 - 162 100.0
Gem cutting and polishing 72 - 72 100.0
Total 1201 709 1910 37.1

Source: National Youth Services Council
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Appendix 8 Women's Participation in Management and Decision Making in DTET

Table A8.1 Membership of TV Boards and Councils by Sex, 1998

Men | Women | Total
Boards
Ministry of Vocational Education and Training Task 15 0 15
Force
National VVocational Education Commission 6 0 6
National Apprentice Industries and Training Authority 15 0 15
National Youth Services Council 20 2 22
Vocational Training Authority 16 1 17
National Crafts Council 6 3 9
Sri Lanka Handicrafts Board 10 1 11
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Table A8.2 Staff by Level and Sex, NAITA, 1998
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Table A 8.3

Staff by Level and Sex, VTA, 1998
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Figure A8.1 Staff by Level and Sex, DTET, 1998
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Table A 8.4 Staff Awards by Sex and Duration, DTET, 1998
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Appendix 9 WUCS Tracer Studies by Gender and Course, 1995-98
TYPE Trainees Employment Occupation Earnings % Female
Male | Fem | Total| Male [Fem |Total Female | Total Male | Female | Total [in course
Traditional % % % % % Rs Rs Rs

Agric & Animal Husbandry 3 1 4 67% 0% 50% 0% 100% 750 750 25%
Agriculture 11 40 51| 18%| 60% 51% 96% 88% 930( 700.2000| 550-2500 78%
Animal Husbandry 14 28 42| 14%| 36% 29% 0% 0% 700 700 3250 67%
Leather work Training 0 5 5 0%]| 100% 100% 100% 100% 1000-2500 100%
Steno - Sinhala 1 20 21 0%| 20% 19% 50% 50% 2000 1500-2500 95%
Steno - Tamil 7 80 87| 43%| 61% 60% 65% 65%)2047.69231 1500 550-4800 92%
Steno English 0 43 43 0%| 70% 70% 80% 80% 1625 500-3000 100%
Steno Tamil & English 0 24 24 0%| 25% 25% 100% 100%)]708.333333 500-2000 100%
Typing
Typing English 9 26 35| 56%| 42% 46% 82% 81%)2321.42857 1500-3150 74%
Typing Sinhala 0 23 23 0%| 13% 13% 67% 67% 0 100%

Total 45| 290 335| 31%| 49% 47% 73% 71%| 1385.307 87%
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TYPE Trainees Earnings % Female
Employment Occupation
Male | Fem | Total| Male][Fem |Total | Fem [Total Male | Female | Total in course
Traditional % % % % % Rs Rs Rs

AC & Refrigeration 7 3| 10| 57%| 100%]| 70%| 33%| 71% 1375 1000-2500| 1050 30%
Automobile Mechanism 13 0| 13| 46%| n/a | 46% 0%| 67%| 2083.33333 1500-2800 0%
Automotive Repair 18 0| 18| 67%| n/a | 67% 0%| 92%| 2159.09091 2000-2500 0%
Carpentry 222| 26| 248| 93%| 62%| 90%| 69%| 70%| 2325.75758 300-7500 1500-2000 10%
Carpentry Mechanised 87| 10| 97| 92%| 40%| 87%| 100%| 81%)| 2860.46512 400-9000 1000 10%
Computer 11) 15| 26| 64%| 53%| 58%| 13%| 27% 4500 3000| 1600-6000 58%
Drafting 9| 40| 49| 56%| 13%]| 20%| 20%]| 20% 1125 1400-3500 2000 82%
Electrical Wiring 43 0| 43| 91%| n/a | 91% 0%| 85% 1750 400-4000 0%
Heavy Vehicle Driving 182 4| 186| 82%| 25%| 81%| 100%| 39% 2625 300-20000 1100 2%
Lathe & Arc Welding 11 0| 11| 36%| 77%]| 36% 0%| 0% 1700 1700 0%
Masonry 156| 39| 195| 96% 0%]| 92%]| 97%]| 91%| 1622.09302 200-9000 200-2000 20%
Metal Fabrication 25 0| 25| 88% 0%]| 88% 0%| 41%| 1666.66667 1500-4000 0%
Motor Mechanism 24 0 24] 71% 0%]| 71% 0%| 76% 825 200-3500| 0%
Motor Cycle Repair 73 0| 73| 67% 0%| 67% 0%| 45%| 2666.66667 1500-7000 0%
Outboard Motor Repair 19 6] 25| 21% 0%| 16% 0%| 100 1362.5 1000-1750 24%
Plumbing 37 4] 41] 81% 0%]| 73% 0%| 67%| 1785.71429 300-4000 10%
Printing 6| 23| 29| 33%| 39%| 38%| 89%)| 82%| 1857.14286 550-2500 79%
Produc; of Steel Utensils 3 0 3] 100 n/a 100 0%| 33% 2500 2500 0%
Radio Repair 15 1| 16| 27%| 100%)| 31% 0%| 40% 2450 1500-4500 2450 6%
Sewing Machine Repair 4 11| 15| 25% 9%| 13%| 100%| 50% 1000 1000 73%
Tractor Mech & Driving 16 5| 21| 69%| 40%| 62% 0%| 31% 2615 1000-4500 2000 24%
Tractor Repair 2W 12 0] 12| 100 n/a 100 0%| 0% 0%
Tractor Repair 4W 66 0] 66] 68%| n/a | 68% 0%| 24%]| 2204.54545 0%
TV & Radio Repair 20| 14| 34| 55%| 21%| 41%| 67%| 64% 2250 500-4000 41%
Welding 125 6| 131| 68%| 50%| 67%| 33%| 90%| 2409.09091 1500-4500 2500 5%
Welding & Metal Fabric 21| 10| 31| 76%| 30%| 61%| 100%| 37% 1974 600-15000| 1000-1200 32%
Total 1225 217 1442 79% 41% 74% 72% 65% 2067.68 1000-3000 15%

| Grand Total | 1270] 507] 1777| 78%| 46%| 69%| 73%| 66%| 1835] | | 29%|
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Note: Studies conducted six months after job training
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Appendix 10  People and Organisations which commented
on the Draft Report

Several people contributed to collecting data for this report and commented on the
draft. Their assistance is particularly acknowledged with gratitude.

Dr Swarna Jayaweera, CENWOR

Mr K Karunathilaka, Deputy Director, DTET

Ms N A Lillian Waidyasekera, Director, DTET

Mr Dulan De Silva, Local consultant, SDP

Mr G A K Gajaweera, Director (Sectoral HRD), Institute for Construction, Training
and Development

Mr P D Dharmawardana, Director, Training, NAITA

Ms Y Senapathi, Project Manager, Estate Plantation Sector, CARE International
Ms Vajira Pathirana, Development Advisor, Shakti Gender Equity Program, CIDA
Mr Joachim Beyer, Consultant for Electronics and VVocational Training
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Appendix 11  Recommended Plan for Proposed GSD Program

Gender in Skills Development Project

In-country

External

Domesti
c

Internat’l

Policy

1. Sharing power and decision making

2. Improving planning and coordination

3. Increasing enrolments

Programs

4. Establishment of Women in Skills Development (WSD)Program

4.1 Appointment of WSD Coordinator

4.2 Maintenance of WSD Steering Committee

5. Raising awareness

5.1 Creation of materials: guides, posters, pamphlets, brochures, slide, video

5.2 Buying television radio time and print media advertising

5.3 Conducting advocacy meetings and workshops

6 Developing staff

6.1 Train the Trainers workshops

6.2 Training counsellors

6.3 Workshops for students, parents, trainees, instructors and administrators

Slol=|=

glol=2|2(=

6.4 Fellowships for women for management training

algf(o|g|=

7 Expanding credit

8 Monitoring and research

8.1 Annual tracer studies and gender audits

8.2 Annual research studies

a Include in the budget for Project Implementation Unit
b Include in the budget for Social Marketing

¢ Include in the budget for Career Guidance

d Include in the budget for Management Training

e Include in the budget for Microcredit

f Include in the budget for Studies
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