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Executive summary  

 

A complete eradication of all discrimination against women is a challenge but many countries 

take maximum efforts since it is crucial for sustainable development. Among this agenda, the 

empowerments for females for their economic participation is quite important to address the 

gender gap. In 2019, the female labour force participation rate in the world, was just 47 percent.  

Presently, with the challenges raised by the covid-19 pandemic, the gender gap is estimated to 

be widened further. This needs continuous attention and support to increase female labor force. 

Considering the transport and logistics sector in Sri Lanka, female representation is around 3.4 

percent in 2019 against 96.6 percent male representation which reflects a serious gender gap 

despite many attempts by the authorities and industry personnel. This study reveals ten major 

challenges that create barriers for female labour participation namely, Gender stereotypes and 

family structure and time endowment for responsibilities; Skills and Education;  Financial 

Literacy and Financial access and Capital Constrains; Networks and Social Capital related 

issues; Female Voice, Management Representation and Gender pay gap; Culture and Gender 

Norms; Safety and Mobility issues; Family Income Shocks; Labor Demand in macroeconomic 

and institutional perspectives; and Violence, Discrimination at Workplace related issues. 

 

Further, it identifies opportunities to enhance the female labour force participation. Focus 

group discussions were carried out to investigate the national experience about the female 

labour force participation in the logistics and the transportation sector in Sri Lanka. 

Accordingly, childcare related challenges, lack of information on career prospects and industry 

opportunities, inadequate career and professional development and guidance, lack of female 

personality, self-esteem, and self-confidence to accept and achieve industry opportunities, 

family work life balancing related issues, male centric decision-making style, performance 

culture management have been identified.  The report finally proposes necessary policy 

recommendations to address the gender gap in the sector in more efficient and effective 

manner. 
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CHAPTER ONE 

BACKGROUND OF THE STUDY 

1.1 Introduction to Gender Gap and Background Information of Workforce 

  

The sustainable development goals (SDGs), declared by the United Nations, achieving gender 

equality and empower all women and girls, have been the fifth goal to be achieved by 2030 as 

it is one of the most pressing economic and geopolitical challenges in the world today. The key 

concerns behind this identification are women’s difficulties in accessing decent work and 

facing occupational discrimination and gender pay gaps. Moreover, females and girls 

experience denied access to basic education and health care and have been the victims of 

violence and discrimination in society. So, therefore, they are not represented adequately in 

political and economic decision-making processes which spotlight the Gender inequality in 

many societies. 

 

Gender inequality is identified as the unequal and biased treatment between males and females. 

Concerning the Cambridge Dictionary (2021), the gender gap is the difference between the 

way men and women are treated in society or between what men and women do and achieve. 

Thus, the unequal treatment of women is something that continued to exist in the twenty-first 

century. Equality between men and women was a core tenet enshrined in the United Nations 

(UN) Charter in 1945. Even 76 years later, women and girls live in a world of widespread 

gender inequality facing severe social and cultural problems around the globe (UN, 2021). 

 

The modern world is far more advanced than primitive times, yet the same issue exists with 

many barriers and obstacles to bridging the gap of inequality. Nonetheless, pressure groups 

and society are making a notable appearance that how men and women ought to be treated 

equally. Materialist theories define gender inequality as a result of how men and women are 

tied to the economic structure of society. They believe that women’s role as a mother and wife 

are devalued by society and deny access to highly respected public opportunities. Gender 

inequality is something that people often take for granted; it is accepted and seems pretty 

normal in society. These differences often seem invisible despite of that it happens in the 

everyday public life in everything from employment and education to politics and the media 

without people being aware of it.  

 

From a commercial point of view, there are two common business approaches to gender by 

entrepreneurs. Some of them take female characteristics as threats by focusing only on the 

economic factors. They are reluctant to consider potential opportunities that could be explored 

through negations, thus avoid recruiting females totally for certain job categories of industries. 

Even if they could conveniently absorb some percentage of women in the carder, they expect 

the women employees to agree on all the terms and conditions that apply to men despite certain 

flexibilities that can be given without any financial disadvantages. Some entrepreneurs' “Do it 

my way " attitude” appears as a barrier in women coming forward and negotiating possibilities 

for a win-win outcome at job interviews. 

 

On the contrary to such a myopic approach, some entrepreneurs take female characteristics as 

opportunities. They focus on social factors and explore potential opportunities to negotiate 

innovative working arrangements promoting two-way communication. According to our 

interviews, we understood a lady department head has discussed with their female staff to 

provide relief to female workers while encouraging them to give even a better output in the 
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current pandemic. In the present Covid 19 partly lockdown situation, schools’ lessons are 

delivered through online platforms. Especially for young kids, the teachers expect mothers to 

keep a close watch on how they participate in the studies. This created need for most female 

workers to stay at home as the children’s education is the key. However, when the offices are 

open, these female employees faced some challenges and were compelled to leave the office. 

Having understood the real need through discussions, the head of the department proposed a 

new working arrangement. Accordingly, they have shifted their computers and other essentials 

to the female employees’ homes and given daily targets to work from home. It had later become 

successful after sorting out some teething issues in the inception.  This may not be possible in 

all industries or all job categories, but a workable solution provided the employers are willing 

to change the rigid attitudes. Also, these are perfect evidence of employers discriminate against 

men against women in some industries.  When Sri Lanka commenced the Free Trade Zones in 

1977, many garment factories were established. Most of them were foreign investors and these 

employers wanted to recruit lady machine operators.  At that time, there was no culture of 

women working night shifts and the facilitating government body; namely, the Board of 

Investment of Sri Lanka (then Greater Colombo Economic Commission), had to do a lot of 

propaganda in rural areas to encourage women to take up the jobs. Because in the garment 

industry the women are usually given priority against men. Therefore, the employers had to be 

very flexible when appointing women employees. This shows how the situation can be twisted 

to move forward in a sustainable business environment. 

 

With the gender inequalities in paid employment, it is vital to look at unpaid labour and 

women's discrimination. History has shown that the roles and responsibilities for men and 

women were already chosen for them. Gender inequality, rather the gap between males and 

females in the labour force, has led the society into many issues such as Unequal Pay, Sexual 

harassment, Racism, Women are promoted less often than men, Fear of asking to be paid based 

the capacity. Perhaps gender gap may lead to such a situation because of uneven access to 

education, lack of employment equality, Job +––segregation, lack of legal protection, Poor 

medical care, lack of religious freedom, lack of political representation, Racism, and social 

mindset could be fatal factors affecting to the gender inequality. 

 

Figure 1 – Gender Gap Index - South Asia (Top -08) 

 

 Source: World Economic Forum-2021 
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Figure: 01 illustrates the gender gap of South Asian top 08 countries according to the latest 

report released by the World Economic Forum. Gender inequality is not an issue that can be 

resolved within a day or two, Country need long term structural changes functioning from the 

macro-level of each country to eliminate the issue.  

 

The corporate gender inequality alias that the workplace has sometimes been referred to as an 

inhospitable place for women due to the multiple forms of gender inequalities present (e.g., 

Abrams, 1991). Some examples of how workplace discrimination negatively affects women’s 

earnings and opportunities are the gender wage gap (e.g., Peterson and Morgan, 1995), the 

dearth of women in leadership (Eagly and Carli, 2007), and the longer time required for women 

(vs. men) to advance in their careers (Blau and DeVaro, 2007). In other words, workplace 

discrimination contributes to women’s lower socioeconomic status. Importantly, such 

discrimination against women largely can be attributed to Human Resources (HR) policies and 

HR-related decision-making. 

 

Figure 2 – Gender Gap Index – Women’s Hiring into Senior Management     

 

 Source: World Economic Forum-2021 

 

Furthermore, when employees interact with organizational decision-makers during HR 

practices or when they are told the outcomes of HR-related decisions, they may experience 
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personal discrimination in the form of sexist comments. Figure: 02 depicts that women’s 

participation in the senior management category, especially the decision-making layer, is 

somewhat lesser than 50% from the majority of the above sectors.   

 

Figure 3 – Gender Gap Index – Gender Gaps in World Emerging Jobs  

  

Source: World Economic Forum-2021 

The corporate gender gap is continued to exist that the figure: 03 shows that women’s 

engagement in the world emerging jobs are somewhat relatively low, especially in the sector 

of Information Communication Technology. 

 

It is more serious when the cooperate gender inequality comes into the sectoral contribution. 

Women are less active in participation in the logistics and transport sector, especially in the 

South Asian region.   

 

There are plenty of success stories globally that the women have been very successful in the 

Transport and Logistics industry. However, it would be important to look at some statistics to 

realize the actual situation regarding labor force trends and the unemployment rate of females 

in which it is visible that there is enough room for improvements. 
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Figure 4 – Gender Gap Index – Share of Women employees by Sector -2019 

       

   

            Source: ILO, 2021, ILO stat database 

It is indeed a significant low women’s participation in the transport sector in the globe which 

is recorded as 16.5% according to the International Labor Organization (ILO) statistics 

database 2021. The logistics and transport sector are not merely popular among women in 

many countries like the fields of Management, Education, Marketing, Banking, Accounting, 

Healthcare, and professional services. Women are less presented in the logistics sector because 

from the outset; they appear to be discouraged from undertaking such a study course or 

applying for a job in a sector that in the common imagination is associated with physical 

strength, heavy vehicles, and various equipment to handle. Tradition and cultural issues also 

may have been severely affected by being kept away from the sector. 

1.2 Covid-19 Pandemic and the Gender Gap  

 

The new normal in societies is the continuation of work-life with the COVID-19 pandemic 

situation. This has raised new hurdles for the inclusive cultures at corporates, prosperous 

economies, and societies.  

 

COVID-19 crisis is affecting the world’s workforce of 3.3 billion1 leading to a massive 

economic disruption today after the 2009 global financial crisis. The reduced economic 

activities had caused the reduction in employment in terms of numbers of jobs and aggregate 

hours of work. Economic activities across whole sectors have been severely reduced in many 

countries and the situation has been led towards declining in revenue for many businesses. As 

shown in figure 04 workplace closures have been heightened by 81 percent of the global 

workforce as mandatory or recommended.  
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Figure 5 - Employment in countries with workplace closures 

 

Source: ILOSTAT, ILO modeled estimates, November 2019 and The Oxford COVID-19 

Government Response Tracker 

As shown in Table 01, the global estimates from the ILO’s nowcasting model express that the 

crisis is causing a recorded reduction in economic activity and working time. As of 01st April 

2020, the total working hours have been declined 6.7 per cent, which is equivalent to 195 

million full-time workers1. This may result in deeper poverty and the Asia and the pacific 

region depicts the greatest loss among the full-time workers both in 40 and 48 hours work per 

week.  

 
1 Assuming a 48-hour working week 
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Table 1: Working hours and employment -2020 2 

Source: ILO Monitor:  COVID-19 and the world of work, Second edition-2020 

As it stands, a high risk in the global number of unemployed is shown with the statistics. The 

regional differences in the share of employment at-risk sectors are varied from 26.4 per cent 

in Africa to 43.2 per cent in the Americas. However, other regions such as Europe and Central 

Asia, Asia, and the Pacific regions have also been affected by the pandemic, with high shares 

of employment 42.1 per cent and 37.9 per cent, respectively. Moreover, Africa, the Arab state, 

Asia, and the Pacific regions have a higher share in informal non-agricultural activities and 

significantly, the regions have lesser social protection (figure 05). They often have poor access 

to healthcare services and have no income replacement in case of sickness or lockdown. Most 

of them have no opportunity to work from home. Amidst the pandemic situation, staying home 

is meant in losing their jobs, and thereby they have no opportunity to earn wages and fulfil 

their basic personal and family requirements. Thereby the sectoral analysis highlights two main 

points those are; all sectors and all types of workers are unevenly affected and there is an 

emerging requirement providing more social protection on informal sector workers. 

 

 

 

 

 

 
2 As at 01st April 2020 
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Figure 6: Workers at risk, informality, and social protection 

 

Source: ILOSTAT, ILO modeled estimates, November 2019; ILO, World Social Protection 

Report 2017-19; ILO, Women, and men in the informal economy: A statistical picture, Third 

edition; and European Centre for Disease Prevention and Control. 

 

Further, the informal sector information suggests that there are around 2 billion workers 

worldwide who are informally employed and that is accounted for 61 per cent of the global 

workforce. As of 22nd April 2020, close to 1.1 billion informal economy workers live and 

work in countries in full lockdown and an additional 304 million in partial lockdown.3 These 

workers together represent 67 per cent of informal employment. Over 95 per cent of these 

workers are working in units of fewer than ten workers4.  As shown in figure 06, in all countries 

(as categorized by income), informal employment sector has been significantly affected by the 

pandemic.  

 

Figure 7: Impact on Informal economy workers 

 

 
3 ILO Monitor: COVID-19 and the world of work. Third edition-2020 April 
4 Micro level enterprises 
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Source: ILO Monitor: COVID-19 and the world of work, April 2020 

More importantly, women are overrepresented in high-risk sectors: 42 per cent of women 

workers are working in those sectors, compared to 32 per cent of men (figure 07) in the world 

context as well as in all country levels by income, the same scenario is visible. While females 

or women employees in High income, upper-middle-income, and lower-middle-income 

countries have been affected more by the pandemic situation in low-income countries, women 

in the informal sector have the least high risk with 28 per cent.  The majority of the women 

employees face low to medium impact over the pandemic situation. 

 

Figure 8: Gender differences in the impact of the crisis in the informal economy5 

 

Source: ILO Monitor: COVID-19 and the world of work, Third edition-2020 

Looking at the in-depth in specific sectoral information by industry, as per ILO 6, 

accommodation and food services, a Real estate; business and administrative activities, 

Manufacturing and Wholesale and retail trade; repair of motor vehicles and motorcycles 

sectors are at high risk. Arts, entertainment and recreation, and other services and Transport, 

storage, and communication sectors are at a medium-high risk concerning the current impact 

of the crisis on economic output (Table 02). In the Transport, storage, and communication 

sector, four million employers are facing the impact of the pandemic along with 76 million 

own-account workers. The share of the own account workers in total employment is thirty-one 

per cent (31%) and further nineteen per cent (19%) share of total employment are included the 

micro-enterprises7 which are having 2–9 employees.   

 

 

 

 

 
5 Based on the analysis of national household survey data from 129 countries representing 90 per cent of global employment. 

6  ILO’s assessment of real-time and financial data and ILOSTAT baseline data on global estimates of sectoral 
distribution of employment (ISIC Rev. 4) 
7 As per World bank identification (https://datacatalog.worldbank.org/micro-small-and-medium-enterprises-
number) 
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Table 2: Impact of the crisis on enterprises (employers and own-account workers) in 

hardest-hit sectors 

  

Baseline employment situation (global estimates for 2020 prior to 

COVID-19) 

Economic 

sector 

Impact of 

the crisis 

on 

economic 

output 

Employers 

(millions) 

Own-

account 

workers 

(millions)  

Share of 

own-

account 

workers in 

total 

employment 

(%)  

Share of 

employed in 

firms with 

2–9 

employees 

in total 

employment 

(%) 

Share of 

employed in 

firms with 

10+ 

employees 

in total 

employment 

(%) 

Wholesale and 

retail trade; 

repair of motor 

vehicles and 

motorcycles High 

21 211 45 25 30 

Manufacturing High 12 99 19 15 66 

Accommodation 

and food 

services High 

7 44 29 29 41 

Real estate; 

business and 

administrative 

activities High 

7 35 21 23 56 

Arts, 

entertainment 

and recreation, 

and other 

services 

Medium-

high 

4 57 30 31 39 

Transport, 

storage and 

communication 

Medium-

high 
4 76 31 19 50 

Construction Medium 9 103 38 26 36 

Financial and 

insurance 

services Medium 

1 3 6 11 83 

Mining and 

quarrying Medium 
<1 3 23 14 58 

Agriculture, 

forestry and 

fishing 

Low-

medium 

19 470 55 30 15 

Human health 

and social work 

activities Low 

2 11 7 14 79 

Education Low 1 7 5 14 81 

Utilities Low <1 3 10 13 17 

Public 

administration Low 
<1 0 2 8 90 
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and defense; 

compulsory 

social security 

Source: ILO’s assessment of real-time and financial data and ILOSTAT baseline data on 

global estimates of sectoral distribution of employment (ISIC Rev. 4).  

 

The share of firms with 10+ employees in the total employment percentage is fifty per cent 

(50%). The impact of the pandemic had hit almost fifty per cent of the small, medium, and 

large-scale firms and the total of fifty per cent (50%) of their account workers and micro-level 

employments. Moreover, in the transport, storage, and communication sector, 204,217,000 

amount of employments have been affected by the Covid-19 pandemic and that is accounted 

for a 6.1% share in global employment. Moreover, the female employee representation in the 

sector is 14.3 % as per ILO 2020. 

 

Table 3: Sectoral perspective on workers at risk 

  

Baseline employment situation (global estimates for 

2020 prior to COVID-19) 

Economic sector 

Impact of 

the crisis on 

economic 

output 

Level of 

employment 

(000s) 

Share in 

global 

employment 

(%) 

Wage ratio 

(av. monthly 

sector 

earnings/av. 

total 

earnings) 

Share 

of 

women 

(%) 

Education Low 176560 5.3 1.23 61.8 

Human health and social 

work activities Low 
136244  4.1  1.14 70.4 

Public administration and 

defence; compulsory social 

security Low 

144241 4.3 1.35 31.5 

Utilities Low 26589 0.8 1.07 18.8 

Agriculture; forestry and 

fishing 

Low-

medium 
880373 26.5 0.72 37.1 

Construction Medium 257041 7.7 1.03 7.3 

Financial and insurance 

activities Medium 
52237 1.6 1.72 47.1 

Mining and quarrying  Medium 21714 0.7 1.46 15.1 

Arts, entertainment and 

recreation, and other 

services 

Medium-

high 

179857 5.4 0.69 57.2 

Transport; storage and 

communication 

Medium-

high 
204217 6.1 1.19 14.3 

Accommodation and food 

services  High 
143661 4.3 0.71 54.1 

Real estate; business and 

administrative activities High 
156878 4.7 0.97 38.2 

Manufacturing High 463091 13.9 0.95 38.7 

Wholesale and retail trade; 

repair of motor vehicles 

and motorcycles High 

481951 14.5 0.86 43.6 
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Source: International Labor Organization (ILO) Monitor: COVID-19 and the world of work, 

3rd Edition, 29 April 2020.  

 

Additionally, the above figure highlights the available gender gap in the industry and the 

sectoral female representation is higher only for the construction industry. The early 

projections from ILO suggested that there would be around 5% of employed women would 

lose their employments and it would be 3.9% for employed men showing a more significant 

impact on women in the pandemic situation. This leaves a question towards the world as; on 

what factors the same covid-19 pandemic has especially been affected to the female employees 

to keep them 1.1% greater in losing their jobs. Further LinkedIn survey data indicates that there 

is a decline in hiring females for leadership roles, creating a reversal of 1 to 2 years of progress 

across multiple industries. A severe decline in overall roles is depicted in industries such as the 

consumer sector, non-profits, media, and communication. 

 

Meanwhile, software and IT services, financial services, healthcare, and manufacturing are 

countering this trend by paving a great value on women's contribution. Additionally, Ipsos data 

(2021) shows that there is a longer “double-shift” of the work in the context of school closures 

and limited availability of care services while increasing the stress, anxiety levels of employees 

based on the job insecurity and difficulty in maintaining work-life balance especially among 

women with children. The global gender gap has been 68% and 32% of progress is to be 

achieved further (figure 08) as per the global gender gap index 2021.8 

 

Figure 9 - The state of gender gap by subindex-2021 

  

Source: World Economic Forum, Global Gender Gap Index, 2021 

 

As shown in the sub-index, the sectors such as educational attachment and health and survival 

have closed the gender gap up to a considerable level with 95% and 96%, respectively. 

Progress on closing the Economic Participation and Opportunity gender gap is less advanced, 

with 58% of the gap closed and 42% of the gap is remaining. Political empowerment has 

achieved the least progress to date globally with 22% and the remaining 78% of the gap which 

is to be closed.  

 

In the current context, there is a greater demand exists in addressing gender-gap in countries 

and providing much more opportunities for females in the hardest-hit sectors with the covid-

19 pandemic situation. Therefore, excavating in-depth information on the female labour force’s 

behaviour in general and at the pandemic, the situation is worthwhile to draw a clear picture at 

the moment and later in offering practical solutions is declining the gender gap in economies. 

 

 
8 Population-weighted averages for the 156 economies featured in the global gender gap index 2021 
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1.3 Women labour force participation and its trends in the global context 

 

Inequality for gender representation at work is a global phenomenon, manifesting itself in both 

unequal access to the labour market and unequal working conditions. In 2019, the female 

labour force participation rate was just 47 % and it was a 27 % declined compared to the male 

rate, which is at 74%. Female labour underutilization is definite in North Africa and the Arab 

States, affecting around 40 per cent of women in the extended labour force in both sub-regions. 

Apart from access to employment, there are also persisting gender disparities concerning job 

quality (ILO, 2019a).  Further figure 09 depicts more evidence on the economic participation 

among major nine countries in the world and the gap during the year 2021 has remained almost 

as large as last year, with a minor improvement in score from 57.8% in the 2020 edition to 

58.0% in the 2021 edition.9 

 

Figure 10 – Global Gender Gap Index and Economic Participation and Opportunity Sub-

Index 

Source: World Economic Forum, Global Gender Gap Index (2021) 

 

As per the World Economic Forum since 2006, the score has increased by just 2.4 percentage 

points, with an average per year progress of 0.16 percentage points in every year over the 

2006–2020 period. As for predictions, it will take another 267.6 years to close this gap. If the 

impact of the COVID-19 pandemic could be adjusted fully for this year's prediction, it will 

increase the length of the years further. The primary indication determined here is that is the 

requirement on mitigating the asymmetric effect on women’s economic opportunity, especially 

in terms of participation in the labour force globally. 

 
9 The diamonds correspond to population-weighted averages 
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Figure 10 has drawn a comprehensive understanding of the work execution by the labour 

force10 based on the nature of work and daily time spent in different regions and the world 

context. 

 

Figure 11 – Daily time spent on paid and unpaid care work by sex and region 

Source: ESCAP calculations based on ILO data (2018) 

 

In every region, it is seen that the female’s more significant contribution11 compared to men 

for unpaid care work primarily with their great family commitments received traditionally and 

the same has represented in the contemporary society as well. That restricts women to join paid 

work and earn. The situation is worse in Arab states and Asia pacific region has allocated a 

lengthier time for females to join in paid work, which is higher than the global averages. This 

denotes a greater social persuasion for Asian women to balance their work and life and offer 

their knowledge, skills, and abilities for the economic development in the region. The other 

regions that have allocated a lengthier time for paid employments for females are America, 

Africa, and Europe, but none have achieved the world average time level. This situation 

emphasizes the current efforts and the need on elevating female participation further for the 

respective regions’ labour forces. 

1.4 Labor Force Participation - ESCAP Region  

 

Mapping the phenomena in the ESCAP region in 2020 in figure 11, a significant gender gap 

in labour force participation can be determined. The male labour force participation (15+ years) 

rate is projected as 76%, while the women participation rate is 44%. This figure in 2015 was 

45% and with time passing, a decline in women participation in the workforce is highlighted.  

 
10 Age group: 15 and older 
11 Based on the minutes spent in each day 
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Figure 12 – Labor force participation rate by sex and gender in Asia -2020 

Source: ESCAP online database, based on ILO STAT12  

Moreover, the situation in the ESCAP region can be compared against the world situation and 

the overall gap in labour force participation is less in the world context with 30%, and in the 

ESCAP region, it was 32%. It convinces the ESCAP region to enhance female labour 

participation and minimize the gender gap in countries. 

 

1.4.1 Labor Force Participation - Asian Region 
 

The existing gaps between males and females in the Asian region’s labour force participation 

are shown in figure 12 and accordingly, north and central Asia shows the greatest female 

participation and the least gap in labour participation. The situation in the Asia Pacific region 

is also similar to the north and central Asia, with an 8% gap. 

 

Figure 13 – Gender gap in labour force participation in Asia-2020 

Source: Author developed based on the ESCAP online database, based on ILO 2020  

 
12 https://dataexplorer.unescap.org  
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The most labour force participation gap is available in South and southwest Asia (48%) and 

southeast Asia (21%) and east and northeast Asia (15%) denotes the most significant gaps, 

respectively. 

 

Few Countries Captures 

 

To understand the ESCAP region’s performance further, looking at a few specific countries’ 

information is useful. Hereby labour force participation related information concerning India, 

China, Singapore, and Viet Nam. 

 

1.4.2 Labour force participation (LFP) in India 
 

India is the largest country in South Asia and the seventh-largest country in the world by area. 

India's population reached 1,355.0 million people in March 2021. The labour force 

participation rate in India stood at 49.80% in the year 2017-18.13 This has been further declined 

to 49.3% and 46.3 % in 2019 and 2020, respectively. As reported by CEIC (Global Economic 

Data, Indicators, Charts & Forecasts) Data14, from 1990 to 2020, India has shown an average 

labour force participation rate of 57.5 per cent. The Unemployment Rate of India has been 

increased to 7.1 % in 2020 (figure 13). Moreover, the age for workforce participation is age 

14, and children below age 14 are prohibited to join full-time employments (Child labour act 

India, 1986)15. 

 

Figure 14  - India Labor Force Participation Rate from Dec 1990 to Dec 2020  

 

Source: World Bank (2020)16 

 

The gender participation share for the labor force in India significantly demonstrates a greater 

gap and by 2021 female participation rate for the workforce is 36 percent and the male 

participation rate is 64 percent and since 2014, the female labor force participation had 

fluctuated over time and by 2020 the highest female participation has been recorded as 36% 

which shows a process amidst the Covid-19 pandemic situation.  

 
13 Annual Report, PLFS 2017-18_31052019.pdf can be retrieve at 
http://mospi.nic.in/sites/default/files/publication_reports/Annual%20Report%2C%20PLFS%202017-18_31052019.pdf?download=1 
14 www.ceicdata.com 
15 https://labour.gov.in/sites/default/files/act_2.pdf 
16 https://www.ceicdata.com/en/indicator/india/labour-force-participation-

rate#:~:text=India%20Labour%20Force%20Participation%20Rate%20dropped%20to%2046.3%20%25%20in%20Dec,49.3%20%25%20in%20

the%20previous%20year.&text=In%20the%20latest%20reports%2C%20India,million%20people%20in%20Mar%202021 

https://www.ceicdata.com/en
https://www.ceicdata.com/en
http://www.ceicdata.com-world/
https://www.ceicdata.com/en/indicator/india/labour-force-participation-rate#:~:text=India%20Labour%20Force%20Participation%20Rate%20dropped%20to%2046.3%20%25%20in%20Dec,49.3%20%25%20in%20the%20previous%20year.&text=In%20the%20latest%20reports%2C%20India,million%20people%20in%20Mar%202021
https://www.ceicdata.com/en/indicator/india/labour-force-participation-rate#:~:text=India%20Labour%20Force%20Participation%20Rate%20dropped%20to%2046.3%20%25%20in%20Dec,49.3%20%25%20in%20the%20previous%20year.&text=In%20the%20latest%20reports%2C%20India,million%20people%20in%20Mar%202021
https://www.ceicdata.com/en/indicator/india/labour-force-participation-rate#:~:text=India%20Labour%20Force%20Participation%20Rate%20dropped%20to%2046.3%20%25%20in%20Dec,49.3%20%25%20in%20the%20previous%20year.&text=In%20the%20latest%20reports%2C%20India,million%20people%20in%20Mar%202021
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Figure 15 - The share of labor force participation (India) by gender: 2014-2021 

Source:  Statista Research Department, 202117 

 

Comparing the female participation rate in India with other countries in the region, Figure 15 

shows India has low female participation comparatively with the countries: China, Brazil, 

Indonesia, and South Africa. 

 

Figure 16 - Female labor force participation rate in India in comparison  

 

Source: Module ILO Estimator, 202118 

 

The age considered for the labor force participation for the country comparison is 15-64 years. 

According to figure 15, as a country, India shows the lowest female participation rate from the 

year 2000 to 2020. among the referred countries, China has shown the highest rate and then 

Brazil has also maintained a higher rate with a little higher growing trend. Indonesia and South 

Africa have also shown their commitment to upgrade the women's share in the workforce to 

around 55 percent. Further, the female share in the logistics and transport sector in India has 

been 20% in the year 201819. 

 
17 https://www.statista.com/statistics/1043300/india-work-participation-by-gender/ 
18 Can be retrieved at: https://www.economist.com/asia/2021/02/18/hardly-any-women-in-india-are-in-paid-employment 

19Can be retrieved at : https://economictimes.indiatimes.com/magazines/panache/barrier-no-more-women-making-a-mark-in-male-dominated-

logistics-sector-better-training-modules-female-friendly-rest-stops-needed/articleshow/74096112.cms (log in date: 05/06/2021) 

https://www.statista.com/aboutus/our-research-commitment
https://economictimes.indiatimes.com/magazines/panache/barrier-no-more-women-making-a-mark-in-male-dominated-logistics-sector-better-training-modules-female-friendly-rest-stops-needed/articleshow/74096112.cms
https://economictimes.indiatimes.com/magazines/panache/barrier-no-more-women-making-a-mark-in-male-dominated-logistics-sector-better-training-modules-female-friendly-rest-stops-needed/articleshow/74096112.cms
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1.4.3 Labor force participation in China 

 

China is a country in East Asia and ranks as the number one country by population with 

1,439,323,776 people. 20 Labor force participation of employees is considered 15 years old in 

the country and in 2020, the labor force participation rate in the country is 66.82 percent. 

 

Figure 17 - Labor force participation rate – China   

Source: International Labor Organization, ILOSTAT database,202121  

 

In the year 2019, the labor force participation rate in the country is 68.24 percent which shows 

a decline of the rate by 1.42 percent.  

 

 

 

 
20 https://www.worldometers.info/world-population/china-population/ 
21 https://data.worldbank.org/indicator/SL.TLF.CACT.ZS?locations=CN 
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Figure 18 - Female labor force participation rate - China 

Source: International Labor Organization, ILOSTAT database,202122 

 

Looking at the female contribution for the Chinese labor force, in the year 2019, 60.57 percent.  

Remarkably China has one of Asia-Pacific’s highest labor force participation rates for 

women23. In comparison, 75.3 percent of men participated in the labor force in the year 2019.  

Compared to the female workforce participation rate with other countries; Viet Nam, United 

States, Thailand, Indonesia, and Malaysia, by 2018 China has been in a high level in female 

workforce participation rate being lower only to Viet Nam but looking at the trend line from 

1990 to 2018, there is a significant declining tendency in the country’s female labor 

participation ratio. 

 
22 https://data.worldbank.org/indicator/SL.TLF.CACT.FE.ZS?locations=CN 

23Asian Development Bank, Gender Equality and the Labor Market: Women, Work, and Migration in the People’s 
Republic of China (2017) 

 

https://data.worldbank.org/indicator/SL.TLF.CACT.ZS
https://data.worldbank.org/indicator/SL.TLF.CACT.ZS
https://www.adb.org/publications/gender-equality-women-migration-prc
https://www.adb.org/publications/gender-equality-women-migration-prc
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Figure 19 - Female labor force participation rate in China in comparison 

Source: Module ILO Estimator, 2019 24 

 

Even though Viet Nam, The United States, Indonesia, and Malaysia have shown a growth rate, 

China and Thailand have shown a declining nature in female labor force participation. Thus, 

the gender gap of those countries has been affected significantly by this status. 

 

1.4.4 Labor force participation in Singapore 
 

Singapore is a sovereign island city-state in maritime Southeast Asia with a population of 

5850342 as of 202025. The labor force participation rate in Singapore has been 68.10 percent 

by 2020 (figure 19) and compared to the figures in 2017, 2018, and 2019, in 2020 there is a 

slight improvement is depicted in the status. Over past three years, the improvement in the 

labor force participation ratio has been by 0.40 percent. 

 

Figure 20 - Labor force participation rate in Singapore 

Source: Trading Economics, 202026 

 
24 Retrieved through: https://www.economist.com/asia/2019/06/08/vietnam-has-one-of-the-highest-shares-of-
women-in-work-in-the-world 
25 https://www.worldometers.info/world-population/singapore-population/ 
26 Retrieved through: https://tradingeconomics.com/singapore/labor-force-participation-rate 
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In Singapore, the female contribution to the labor force is significant with the data available in 

figure 20. In 2019, female contribution has been marked as 61.1 percent and this figure has 

made Singapore to be placed behind the countries like Viet Nam, Cambodia, and New Zealand. 

 

Figure 21 - Female Labor force participation rate in Singapore 

 
Source: Statistica, 202127 

 

The status is better or higher in comparison to India and China as those countries’ LFP is 36 

and 60.57 percent respectively. 

 

Figure 22 - Female Labor force participation rate in Singapore by Sex 

Source: Labor force in Singapore survey (2020)28 

LFP by sex (figure 21) shows the male LFP rate as 87.9 percent and the female participation 

rate as 73.2 percent by the year 2020. In 2019, the male participation rate has been 88.8 percent 

and the rate has been dropped by 0.9 percent and female participation has shown a drop by 

only 0.1 percent which signifies a lesser impact for female employees over the covid-19 

pandemic. 

 

 
27 Retrieved through: https://www.statista.com/statistics/951113/singapore-female-labor-force-participation-rate/ 
28 https://stats.mom.gov.sg/iMAS_PdfLibrary/mrsd_2020LabourfForce.pdf 
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1.4.5 Labor force participation in Viet Nam 

 

Viet Nam is a Southeast Asian country with a population of 97,338,579 in 202029. During the 

first quarter of 2021, 51 million people had been engaged in the labor force30 and they have 

been accounted for 68.7 percent. There is a drop in this figure in comparison to 2020 in the 

first quarter. 

 

Figure 23 - Viet Nam's Labor Force Participation Rate 

Source: CEICDATA, 202131 

As reported by Viet Nam General Statistics Office, the Viet Nam Labor Force Participation 

(LFP) rate has been dropped to 72.3 percent in June 2020, compared with 75.4 percent in the 

previous quarter (figure 22). The impact of the Covid-19 pandemic is visible with the above 

information and the country’s LFP rate is being increased with the time passing and by Looking 

at the gender contribution for the labor force.  

 

Figure 24 - Change in Viet Nam's Labor Force Participation by Sex-2020 

 

 
29 https://www.macrotrends.net/countries/VNM/vietnam/population-growth-rate 
30 Aged 15 years and over 
31  https://www.ceicdata.com/en/indicator/vietnam/labour-force-participation-rate 
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Sources: Viet Nam’s Labor Force Survey (2020) 

 

The gender gap in labor force participation is narrower in Viet Nam and female participation 

is higher than the global and regional average. The changing nature of the gender contribution 

is depicted in figure 23. By the year 2020, participation levels have been lower than in 2019 

and thereby the average participation gap widened. At the end of 2020, the participation rate 

of women has been increased to 68.5 percent and for men, it reached 79.3 percent but the 

values are respectively 2.4 and 2.1 percentage points lower than they were in 2019. As stated 

by ILO (2021)32, the average gender-based participation gap on the COVID-19 hit has widened 

to 11.2 percentage points in favor of men, up from the average of 9.5 over the past decade in 

Viet Nam. Further, the status of Viet Nam is higher in women LFP compared to the countries 

in the region namely, Thailand, China, the USA, Malaysia, and Indonesia (Figure 18). 

 

1.4.6 Labor Force Participation - Sri Lanka 
 

Sri Lanka has a population of 21.8 million (world bank, 2021) and as per the information 

depicted by the quarterly labor force survey (2020) by the department of census and statistics, 

Sri Lanka, economically active population or labor force33 is around 8.5 million (04th quarter) 

of which 66.3 percent are males and 33.7 percent are females. The economically inactive 

population34 is about 8.4 million. Out of the economically inactive population, the majority are 

females with 72.7 percent and the male share is only 27.3 percent.  

 

Figure 25 - Economically active and inactive population-04th quarter 2020 

Source: Quarterly Labor Force Survey, 2020 

 

Moreover, the statistics highlight the great gap in the economically active and inactive 

population in both sexes. The economically inactive female percentage is 73 percent which 

highlights the country’s burning need for raising incentives to involve females in the labor 

force. Further figure 25 shows that the gender contribution for the labor force and total LFP in 

the country. 

 
32 https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilo-
hanoi/documents/publication/wcms_774434.pdf 
33 The labour force is composed of currently economically active population 15 years of age and over 

34 The economically inactive population comprises all persons who were neither "employed" nor "unemployed" 
during the short reference period  
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Figure 26 - LBP rate by Gender and country total 2016-2020 

Source: Compiled based on Quarterly Labor Force Survey, 2020 

 

Further, the gender gap in LFP in the country is clearer with the figure 25 female participation 

in 2016 the gap between male and female participation had been in 39.1 percent and it is 39.2 

percent in 2020 (04th quarter). This reflects the need for a solid solution and support required 

for the country’s females to join the labor force actively. 

 

Figure 27 – Changes in female workforce participation rate in Sri Lanka 2013-2019 

Source: Author developed based on the Labor Force Survey, 2019 

 

Having a closer look at the detail in figure 26, it is clear that the LFP rate of females denotes a 

fluctuating nature. during 2017, the rate has been hiked to 36.6 percent and by 2017 LFP rate 

has been 33.6 percent and again it has been gone up to 34.5 percent. Thereby maintaining the 

same LFP rate or growth of it cannot be ensured due to some reasons and it calls upon a root 

cause analysis and necessary solution base for this situation.  

 

Table 4: Economically inactive population-04th quarter 2020 
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Source: Quarterly Labor Force Survey, 2020 

 

As shown in Table 04, the economically inactive female percentage in the country is 

significantly higher compared with males and as a total, it is 72.7 percent and in the urban 

sector 70.6 percent, in the rural sector 73.6 percent and in the estate sector 63.7 percent of 

females are economically inactive. The highest inactive females’ percentage is represented in 

the urban sector and the least percentage is represented in the estate sector. Therefore, 

enhancing female participation in the rural sector should be given more attention along with 

other sectors. 

 

Figure 28 - Female share in employment, inactivity, and unemployment in economies 

Source: Asia–Pacific Employment and Social Outlook, ILO, 202035 

 

As the COVID-19 crisis has hit all most all people in the globe, major labor markets have also 

denoted significant changes. Figure 27 depicts some evidence concerning eight economies 

(Australia, Hong Kong, China, Japan, Korea, Sri Lanka, Taiwan and China, Thailand, and Viet 

Nam) with by sex, the year-on-year employment loss (02nd quarter 2019 -2020). As recorded 

by ILO, Sri Lanka is at a higher rate of unemployment among the countries where nine in ten 

persons losing or leaving employment over the period were women. At the same time, it is 

recorded that most of the economy’s inactivity accrued more to women than men.  

 

Accordingly reducing the gender gap has been a most prominent problem in all most all 

societies and with the covid-19 pandemic, the problem has been sharpened than ever before by 

recognizing female workers as the most hit group compared with men. 

The unemployment rate of males who qualified with GCE ordinary level is higher than that of 

Advanced level and above. In other words, with higher qualifications males have managed to 

 
35 https://www.ilo.org/asia/publications/WCMS_764084/lang--en/index.htm 
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secure employment. Therefore, it appears that either the females have paid less interest to 

explore employments having secured higher qualifications or there are no employment 

opportunities available to them. To review the issue, it may be vital to understand the current 

trend of gender participation in various occupation groups in Sri Lanka. 

 

Figure 29: Employed person by Occupation group-percentages of both sexes in Sri Lanka 

(Fourth Quarter 2015) 

 

Source: Department of Census and Statistics (Department of Census & Statistics, 2015) 

 

*Key to the table: Employment category 

 

1=Managers, Senior Officials and Legislators; 2=Professionals; 3=Technicians and Associate 

Professionals; 4=Clerks and Clerical support workers; 5=Services and Sales workers; 

6=Skilled Agricultural, Forestry, and Fishery workers; 7=Craft and Related Trades workers; 

8=Plant and Machine Operators and Assemblers; 9=Elementary occupations; 10=Armed 

Forces Occupations & unidentified occupations 

 

Since category 04 combines clerks and clerical support workers the data do not reflect the real 

picture and causes some problems. Generally, clerks are over-whelming females in the context 

of Sri Lanka although the table indicates otherwise. Further, it does not contain vocations such 

as “teaching” or public administration, the medical profession, nurses, etc., which would have 

changed the picture. Therefore, it is presumed that they are included in category 3, under 

Technicians and Associate Professionals because only category 3 has higher participation (64 

%) for females. 

 

Usually, employers have many obvious reasons to priorities the male candidates when 

recruiting staff. Given the eastern cultural norms and social practices, females are reluctant to 

work late hours. When it is necessary to have female workers carry out night duty there are 

certain legitimate conditions to employers to provide hostel facilities or transport services 

home. In contrast, these additional expenses are eliminated with male employers. Particularly 

concerning the shipping and logistics industry, the 24/7 work pattern is very common. Ships 

used to arrive day and night and the port operates 24 hours of the day. The other key factor is 
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granting maternity leave for female workers. In Sri Lanka, the Maternity Benefits Ordinance 

and the Shop and Office Employees’ Act protects employees in the private sector from 

dismissal due to maternity reasons, so there is compliance in the private sector (Abeykoon, et 

al., 2014). The female workers in the government sector are granted 84 days’ maternity leave 

with full pay, 84 days’ maternity leaves on half-pay, and 84 days’ maternity leaves on no pay 

in respect of every childbirth. Generally, many Logistics, shipping, Freight Forwarding, 

Exports & Imports, or Trading companies that were keen to employ only male workers have 

realized the many advantages of designating professionally qualified females for specific jobs. 

Documentation, marketing, customer services, accounts, ICT (Information and 

Communications Technology), are some of the preferred areas for female employees. 

1.5 Women participation in the Logistics and Transport Sector 

 

The transport and Logistics sector is generally considered a male-dominated sector. More 

broadly, male-dominated sectors have consisted of industries and occupations where women 

comprise less than 25% of job incumbents (U.S. Department of Labor, 2017).  Females 

represent less than 20% of the global transport workforce (ILO, 2019b). In 2018, women 

workers only represented 17% of the global transport workforce (WS & Acker, 2020). Within 

the European Union (EU), in the same year, the average female participation rate in the 

transport-related workforce was 22%, while the EU average female participation rate for the 

total workforce was 46% (EC, 2018).  

 

Table 5: Female participation by transport workforce – 2018 

 Number of 

Countries 

Average female participation in the transport 

workforce (%) 

EEA Turkey 33 18.9 

Africa 01 8.1 

Asia 02 8.4 

Latin America 06 10.8 

North America 2 23.2 

Transition 02 16.3 

Total 46 17.3 

Source: ILO (2019) 

 

As per the above study details in table 05, the average female workforce participation is 17.3% 

and that shows the global shortage in women participation in the transport sector. Moreover, 

there is much evidence from the global debate on the phenomena and as shown in Figure 28, 

there have been minimal level changes in the female participation in all divisions in the 

transport sector from the year 2011 to 2018. The largest country-level declines have been 

within the postal and courier activities division, more specifically in a subset of European 

countries. These changes had led the sector to decreases labor participation by females up to 

35 percentage points in the workforce, from 2008 -18 base. 

 

Figure 30 - Percentage of global average female participation rates by sector 2011-18 
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Source: Ng, WS and A. Acker (2020) 

Overall, there have been minimal changes in female participation in all divisions of the 

transport sector between 2011 and 2018. The air transport division has shown notable growth 

in female labor participation, mainly in Europe, with country-level increases of up to 19 

percentage points since 2008. However, the average female participation in the air transport 

sector for 43 countries across the world has only increased by 5 percentage points since 2011. 

A significant increase of the sector cannot be praised at these points and the same fact on the 

inadequate growth in female labor force participation is further proven here. 

 

Further paying attention to the overall share in total female employment in services (figure 29) 

it is clear that compared to other services transportation and storage services have provided 

opportunities for females less than 05% both in developed and developing countries (including 

LDCs36) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

36 LDC = least-developed country 
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Figure 31 - Share in total female employment in services 

 

Source: WTO 2019 

 

In comparison to the developing countries, developed countries have given some more 

opportunities for females to join the sector but the most outstanding fact viewed here is in 

many countries women work predominantly in services sectors that are less trade intensive. 

For example, Hospitality, Education, Health, etc., and thereby highlighted the available 

limitations on the gains in the ongoing service sector of economies generated for females. 

 

1.5.1 Women in Transportation and Logistics Sector- Sri Lanka 

 

Gaining an overview of how Sri Lankan women are affected by specific trade sectors is vital 

to deepen the development of the country amidst the new norm of the Covid-19 pandemic. 

Labor force survey (2019) brings new insights to widen the women labor force participation 

by taking the advantage of the rise in services Transportation and storage sector in Sri Lanka.  

The sector accounts for 17,368 female employees in 2019 while 497,102 males are employed 

(Table 06) 
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Table 6 : Women participation in the Transportation and storage sector in Sri Lanka-

2015/19 

Year Female 

Participation 

Male 

Participation 

2015 14,418 465,920 

2016 20,234 495,894 

2017 17,986 495,005 

2018 18,507 483,618 

2019 17,368 497,102 

Source: Labor Force Survey, 2019 

 

The female representation in the sector is around 3.4% of the total transport labor force in 2019 

and Figure 30 shows that there is a severe gender gap exists in the Sri Lankan transport and 

storage sector and that has not been increased significantly over the past five years. As in the 

world context, in Sri Lanka, the transport sector is male dominant and more importantly, the 

female representation share in the industry is below the global average. 

 

Figure 32 - Share in Gender Representation in Transportation and storage sector 

 

Source: Compiled based on Labor Force Survey, 2019 

 

As stated by the quarterly report of Sri Lanka Labor Force Survey -04th quarter (2020)37, female 

representation amount in the industry has been declined further to 11,278, and male 

representation has also been reduced to 429,974. The current trend with the declining 

participation and its continuation should be further observed and amidst the Covid-19 

pandemic, there is a greater challenge raised on the gender gap in the industry. With the current 

need for accelerating economic development and industry development in the country, 

developing new strategies enhancing female participation has been vital by considering the 

current status in the labor force, Sri Lanka. 

 

The particular finding is of extreme importance to the education policymakers in the MET 

industry and more specifically to the seafarers, as it provides a clear indication that students’ 

perceptions about an institution can be influenced positively if the available courses are of high 

credibility and the procedures of course conduct are smooth and user friendly. In terms of 

marketing, these factors can be explained as “product” and “process” in the services marketing 

mix. Secondly, the institutional attributes such as benefits, facilities offered by the institute, 

 
37 http://www.statistics.gov.lk/LabourForce/StaticalInformation/QuarterlyReports/4thQuarter2020 
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and the location where the services are being offered may influence the students’ choice of 

MET institute. In other words, these variables also have their roots in the theory of services 

marketing. For example, facilities are connected with three components in the services 

marketing mix namely, Physical evidence, components in the services marketing mix namely, 

Physical evidence, People, and Place. The third is People and Place. The third component 

refers to the student’s characteristics and Marketing influence that primarily reflects the 

component refers to the student’s characteristics and intuitional promotion.  

 

As stated in ( Zain, et al., 2013), current students are suggested to become ambassadors by 

representing their institutions and interacting with their juniors at their respective former 

schools. Therefore, identifying satisfying, and anticipating the students’ needs and wants 

should make the core management process by MET institutes compete with other players at a 

profit. 

 

The importance of staff development programs derives from the fact that most MET staff are 

recruited because of their maritime experience and qualifications. Lecturers have generally 

certificated officers, and many are senior officers with an excellent depth of knowledge and 

understanding. However, these are professional mariners, rather than professional teachers, 

and to reach an adequate teaching standard all require training in teaching techniques and basic 

pedagogy (Sampson, 2004). The sea service must be planned and must include evidence of 

satisfactory completion of such training as required for must be planned and must include 

evidence of satisfactory completion of such training as required for the first certificates of 

competency as “officer of the watch the first certificates of competency as “officer of the watch 

(OOW)” (OOW)” following the STCW Convention (Mehta & Demirel, 2009). 

 

Gender inequality in education takes many forms depending on the context. Though gender 

inequality affects girls and boys, women and men alike, girls and women are still more often 

disadvantaged (MTINetwork, 2016). Maritime and logistics education is not exclusive from 

this factor. Some time back the maritime and logistics industry particularly the shipping sector 

in Sri Lanka were perceived as industries that generate employments for males rather than 

females. Of course, one cannot deny the fact that certain social and cultural factors in the 

country do not act in favor of women engaging in operational activities related to various 

transport and logistics industries. Factors affecting female participation in education are 

geographical, socio-cultural, health, economic, religious, legal, political/administrative, and 

educational and initiatives (Nguyena, et al., 2014). However, this phobia has gradually eased 

with shipping and logistics jobs proved to be more academic or professional centric than the 

skilled or technical center in the past. Technology has played a major role in this evolution 

while globalization made it possible to see through what is happening in the transport and 

logistics industry overseas. This awareness of many opportunities available for women and 

that many females have developed successful careers in the transport and Logistics industry 

created confidence among the women in Sri Lanka. On the other hand, most of the staff in the 

maritime education and training institutes are recruited because of their maritime experience 

and qualifications rather than any formal academic qualifications. Therefore, it is not 

necessarily they have to permanently work offshore. The Global Competitiveness Report 

2014–2015 of World Economic Forum (WEF) reveals that discrimination according to gender 

is, inter alia, a typical example of social exclusion that has a considerable negative impact on 

the competitiveness of a nation. The report also suggests that the international community has 

made significant progress in defining inclusive growth. However, agreeing on a comprehensive 

and more actionable framework remains an ongoing challenge. converting the country into 

naval, aviation and commercial hubs is pertinent to the cross-border movement of goods, 

services, and people (Sampson, 2004). In this scenario, equal gender participation makes sense. 
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According to World Economic Forum (WEF), promoting gender parity is one of the key areas 

of this initial framework which will be used as a point of departure for a series of policy 

dialogues among policymakers, business leaders, and other opinion shapers. it is pertinent to 

note that gender parity is equally fundamental to whether and how societies thrive (Baylon & 

Santos, 2011). 

 

The maritime sector is not popular in tertiary education in many countries like management, 

computing, marketing, banking, accounting, and engineering subjects (George, 2013). This 

paper discusses the key issues caused by gender inequality in the maritime and logistics sector. 

It focuses on the factors such as unemployment, secondary and tertiary level education in Sri 

Lanka, and other external influences. 

 

1.6 Problem statement and Objectives of the study 

 

Gender inequality means the unequal and biased treatment between males and females. 

Therefore, gender equality requires the collective action and solidarity of women human rights 

defenders, political will, and tools such as legislation, gender budgeting, and quotas.  

 

For two centuries, the world is deliberately attending to reach sustainability to provide 

wellbeing and flourishing to various groups in societies. In that journey, gender disparity has 

been identified as one of the key issues in many countries today concerning the lesser female 

contribution to economic activities. By the year 2020, 38.4 percent of women's participation 

has been granted to the world of work and the female share in management positions has been 

28.3 percent thereby the availability of inequalities and glass ceiling for females when 

performing in workforces is emphasized.38 Even though gender equality is crucial to economic 

growth and sustainable development in a country, women around the world face specific 

hurdles to access employment. Even though she is employed, joining the decision-making 

process by acquiring a managerial position seems not that easy. The situation is certain in 

specific industries or sectors in economies. Thereby, both horizontal and vertical gender 

segregation of employment has been a common characteristic in many countries creating a 

gender gap as well as unequal distribution of unpaid work (Ex; household and childcare 

activities). In the case of paid work, the gender pay gap has been one of the most outstanding 

characteristics. Looking at the women's hurdles for joining the labor force, family 

commitments, lack of adequate, childcare, inflexible work patterns, lack of training, lack of 

confidence have been the most common issues for them which restrict them from joining the 

labor force. The household type has been identified as another important factor affecting by 

ILO39 and the survey on the labor force participation rates of persons aged 25-54 by sex and 

household type has revealed that men’s LFP is maintained 90 percent or more with any type 

of household pattern but females LFP rate is varied from 41.1 percent to 82.4 percent as per 

the household pattern. Women living alone have shown a higher contribution to the labor force 

while women with extended family and living with children under 06 years have the least LF 

participation rate. Gender-based roles have been significantly affected for the female’s 

employment decision as recorded globally, only 41 million (1.5%) men provide unpaid care 

on a full-time basis, compared to 606 million (21.7%) women.40 Moreover, mothers are less 

 
38 ILO modelled estimates, Nov. 2020, ILOSTAT  
39 https://ilostat.ilo.org/topics/women/ 

40 Beghini, V., Cattaneo, U., & Pozzan, E. (2019). A quantum leap for gender equality: For a better future of work for all. International Labour 

Organization. 

https://ilostat.ilo.org/data
https://ilostat.ilo.org/topics/women/
https://www.ilo.org/global/publications/books/WCMS_674831/lang--en/index.htm
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likely to be employed compared to fathers and women without children. Unpaid caregiving 

responsibilities prevent females from joining paid employment opportunities41. Gender 

stereotypes created in cultures with the emphasis of women as the main caregivers and that of 

men as the main breadwinners have been in the background for the issue. So, even though 

females are pursuing their higher education globally42, but these educational achievements 

have not adequately translated into improved work opportunities. Her personal, family, and 

culture have been a hurdle for her to be employed in some societies. 

 

Beyond the family commitments, in the professional world of work also there are various 

setbacks for females directly as well as indirectly which affect females for their employment 

choice. Gender pays gaps have been one such and among Organization for Economic Co-

operation and Development (OECD)43 countries, women earn 12.9% wages or pay less than 

men in median earnings in 2018. in East Asia, gender pay gaps are high between men and 

women. for example, 36.7 percent in the Republic of Korea, 19 percent in China, and 17.8 

percent in Indonesia but in contrast, the gap is -6.6 percent in the Philippines44. Further, the 

female representation in the informal economy is quite higher in many countries than in men. 

Therefore, females are to be overrepresented in some low-paying service sector jobs and 

underrepresented in high-paying positions. Thus, they get lesser opportunities to get 

opportunities in jobs that utilize higher professional skills. In most regions, the proportion of 

women in managerial positions is low45 and thereby the presence of a “glass ceiling” for 

women is visible. the situation in developing countries is greater with less than 18 percent of 

firms are led by women. This is indicative of the “glass ceiling” effect faced by women in 

obtaining high-level positions as well as negotiating higher salaries that create a gender pay 

gap.  

 

COVID-19 has exacerbated the challenges that women habitually face and thereby gender pay 

gaps, unequal distribution of unpaid care work, discrimination in access to decent jobs, 

violence and harassment have been common in the new normal, and women require more 

support and empowerment than before as they have been the frontline force in industries such 

health care and education. Further, The ILO has rated four sectors as being at high risk of 

severe COVID-19 impact in terms of job losses and a decline in working hours: 

accommodation and food services; real estate, business, and administrative activities; 

manufacturing; and the wholesale/retail trade46. There were 527 million women were 

employed in 2020 in these sectors, representing 41 percent of total female employment. This 

suggests that women’s employment is likely to be hit more severely by the current crisis. 

 
41 Beghini, V., Cattaneo, U., & Pozzan, E. (2019, March 7). A quantum leap for gender equality: For a better future of work 

for all. International Labour Organization. 

42 Beghini, V., Cattaneo, U., & Pozzan, E. (2019, March 7). A quantum leap for gender equality: For a better future 

of work for all. International Labour Organization. 

43 The OECD’s 37 members are: Austria, Australia, Belgium, Canada, Chile, Colombia, Czech Republic, Denmark, 
Estonia, Finland, France, Germany, Greece, Hungary, Iceland, Ireland, Israel, Italy, Japan, Korea, Latvia, Lithuania, 
Luxembourg, Mexico, the Netherlands, New Zealand, Norway, Poland, Portugal, Slovak Republic, Slovenia, Spain, 
Sweden, Switzerland, Turkey, the United Kingdom and the United States. 
44 ILO (2019), Global Wage Report 2018/19: What Lies Behind Gender Pay Gaps, Geneva. 
45 https://www.un.org/development/desa/dpad/wp-content/uploads/sites/45/WESP2020_FullReport.pdf 
46 ILO Monitor: COVID-19 and the world of work. Second edition. Updated estimates and analysis, ILO, 7 April 2020, 

https://www.ilo.org/wcmsp5/groups/public/@dgreports/@dcomm/documents/briefingnote/wcms_740877.pdf [accessed 29 April 2020]. 

https://www.ilo.org/global/publications/books/WCMS_674831/lang--en/index.htm
https://www.ilo.org/global/publications/books/WCMS_674831/lang--en/index.htm
https://www.ilo.org/global/publications/books/WCMS_674831/lang--en/index.htm
https://www.ilo.org/global/publications/books/WCMS_674831/lang--en/index.htm
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As identified by ILO47, Transport, storage, and communication sector has been hit by the 

pandemic from medium to a high level and women share in the sector globally is 14.3 percent, 

and around 5 percent of females globally are to be negatively affected by the pandemic and 

thereby gender gap in the sector is to widen further since 3.9 percent of men are affected with 

the current situation. Thus, gender balancing is going to be a further challenge in the industry 

and currently, in Sri Lanka, around 03 percent of female employment has been presented in 

the LT sector. Having recognized that the industry is in its growth stage in the country, ample 

opportunities should be created for female employees encouraging them to be more active in 

the economy.  

 

Thus, empowering women has been a quite vital requirement in most societies. Women’s 

empowerment is a process of personal and social change, taking place over interlinked and 

mutually reinforcing psychological, political, social, and economic domains, and through 

which women individually and collectively gain power, meaningful choices, and control over 

their lives (O’Neil et al., 2014). This has been a mandatory requirement in the process of 

achieving women’s equal access to and control over economic resources and ensuring that they 

can use them to exert increased control over other areas of their lives (Taylor and Pereznieto, 

2014). This accomplishment is now a global policy priority with its potential contribution to 

the Sustainable Development Goals (SDGs)48.  

 

Women’s economic advancement is led to increasing investments in children’s education and 

health, and reduced household poverty (World Bank, 2013). Concerning Rowlands’ typology 

(1997), this process leads to women’s increased power and agency in multiple areas 

(VeneKlasen and Miller, 2002). Those are identified as Power from within (the knowledge, 

individual capabilities, sense of entitlement, self-esteem, and self-belief to make changes in 

their lives, including learning skills for jobs or to start an enterprise), Power to(economic 

decision-making power within their household, community and local economy (including 

markets) not just in areas that are traditionally regarded as women’s realm but extending to 

areas that are traditionally regarded as men’s realm), Power over (access to and control over 

financial, physical and knowledge-based assets, including access to employment and income 

generation activities) and Power with (the ability to organize with others to enhance economic 

activity and rights). Accordingly, empowering females with the right policy which enables 

them to join and sustain in the logistics and transportation industry may lead to devastating 

industry results in the means of the triple bottom line approach49 of the UN which has been a 

blueprint to achieve a better and more sustainable future for all. 

 

Thereby a proper gender favorable policy may shed the light on sector performance 

enhancement further with an appropriate assortment of female and male contributions while 

mitigating the gender gap in the labor force in the country. 

 

Thus, the project's core aim is to focus the initiatives for an integrated national policy to be 

implemented in the concerned countries and the subordinate objectives are to assess both 

opportunities and challenges of the women workforce in the transport and logistics sector. 

Similarly, it is equally important to identify the best practices and national experiences to 

mainstream gender issues and to promote gender inclusiveness in the transport and logistics 

sector in Sri Lanka. The study also explores the initiatives and national experiences undertaken 

 
47 International Labour Organization (ILO) Monitor: COVID-19 and the world of work, 3rd Edition, 29 April 2020.  

48 https://sdgs.un.org/goals/goal5 
49 Organizational results are ensured economic, social and environmental wellbeing 
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by the public or/and private sector to increase the women's workforce in the sector. The focus 

of the study project is on the ESCAP region. 

 

1.7 Significance of the study 

 

Gender equality in the world of work is a win-win achievement that flourishes all. As the 

transport and logistics sector is scientifically lagging with women's contribution (03 percent 

female sectoral LFP), widening opportunities for them is quite vital and pivotal. 

 

The significance of the current study is identified in three major aspects as the individuals' or 

females’ economic empowerment in the logistics and transport sector, achieving high sector 

performance both in qualitative and quantitate aspects by diversity and inclusion strategies, 

achieving gender-equal status by specifically addressing the SDG-05 in the country. 

 

For laying a foundation for all the above broad goals, the ultimate aim of the study is to develop 

a policy paper that reflects an adequate level of women's economic empowerment in the 

logistics and transportation industry, Sri Lanka. 

 

The policy has been used as an eye-opener for relevant national and industry stakeholders to 

make decisions in creating new rules, processes, standers as well as fine-tune the existing ones 

in a way narrowing the gender gap in the country and thereby that would help enhance the 

gender contribution in the Asian region as well as ESCAP region. Further, the global female 

share in the transport and logistics sector is represented with 14 percent and Sri Lanka’s female 

share in the sector is 03 percent, elevating the share up to the global level is an aim of the 

continuous improvements targeted with the policy.  

 

In 2020, Sri Lanka’s GDP at the current market price has been 80.7 (US$ billion), in 2019, 80 

(US$ billion), and in 2018, 87.9 (US$ billion) respectively. By the year 2021, the expected 

gross domestic product growth has been 4.1 percent and in the South Asian region the country’s 

representation is at a medium level with Nepal, Afghanistan, Pakistan, and Bhutan having 

lesser growth rate as forecasted and Bangladesh, India, and the Maldives have a higher growth 

rate than Sri Lanka50. By promoting women’s economic participation and leadership in the 

expected economic development can be further strengthened. Strengthened legislative 

measures concerning equality at work, developing or improving laws, policies, and programs 

to achieve work-life balance while supporting women's entrepreneurship and translating 

informal sector work into the formal sector is significantly affecting for the said country’s 

economic growth. 

 

At the industry level, addressing the gender pay gap and glass ceiling effect has been important, 

and setting industry targets on hiring females for managerial jobs can be advanced the agenda 

of gender equality in the transport and logistics industry.  

 

Moreover, in strengthening females to maintain their work-life balance amidst their family 

responsibilities, gender norms and stereotypes raised from culture by widening their 

educational, professional as well as motivational capacities will be behind the policy 

inclusions. Thereby easy talent attraction for the industry and healthy employer brand creation 

would have resulted, leading to a greater market contribution over competitive industries, and 

thereby better financial and social returns can be experienced often.  

 

 
50 Source: Asian Development Bank. Asian Development Outlook (ADO) 2021 (April 2021) 
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Empowering females would increase the economically active population in the labor force in 

the respective countries and This is driving the country for continuous growth in the output of 

the country. Hence increasing the output of the country for a stationary period would increase 

the economic growth and the benefits of economic growth would lead to a developed nation.  

  

Ultimately the policy would be important in inclusive development, shared prosperity, and 

decent work which ultimately create a synergy for the industry. As a country, this will be 

resulted in reducing the current unemployment level (4.18 percent, 2020), improving the 

economically active percentage in the labor force in the national economy, and heightening the 

quality of living standards in the country. 
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CHAPTER TWO 

EXTENDED LITERATURE REVIEW 

2.1 Labour force participation rate (%) and gender gap  
 

The labour force comprises all persons of working age who furnish the supply of labour for 

the production of goods and services during a specified time-reference period. It refers to the 

sum of all persons of working age who are employed and those who are unemployed. In the 

figure 33, a clear overview from the world point of view as well as region wise (based on the 

income level)  can be determined. The information provides an overview on a large sclae of 

time from the year 2000 to 2023. 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: ILO (2021)51 

 

According to the above charts, the gender gap among countries and overall world context has 

been a persisting situation which is required to be managed so seriously. Specifically looking 

at the world in the year 2000, female contribution has been 51 percent while male contribution 
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        Figure 33- Labour force participation rate (%) and gender gap at countries in different income levels (Source:  ILOEST Database) 
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is 78.5 percent. In 2020, females’ labour force participation rate has been 47 percent and male 

rate is 74 percent. After twenty years, the same gender gap is existed around 27 percent. The 

projected LFP rate for females for the year 2023 is 46.3 percent and the male participation rate 

is 73.4 percent and thus it reflects again similar gender gap around 27 percent. Therefore, the 

efforts to minimize the gender gap are required in greater and higher levels to address the 

situation.  

 

The situation in the low-income countries is a bit different with more female labour force 

participation, 65.7 percent in the year 2020, 63.1 percent in the year 2020 and 62.8 percent in 

the year 2023. There also there is a small declining nature in the female LFP rate but the 

minimum gap is depicted in these countries in the comparison and on the other hand, male LFP 

rate has been dropped from 82.3 (year 2000) to 78.3 (Year 2020). This has been another factor 

for minimized gender gap. The lower - middle income countries, depict a higher gender gap 

compared to other groups of countries and female LFP rate has been 38.5 percent (year 2000), 

34 percent (year 2020) and 33.8 was projected for the year 2023. Upper middle- and high-

income countries have also reached around 50 percent of female LFP rate with around 20 

percent of gender gap. 

 

 

 

 

 

 

 

 

 

 

In the Asian region, there is great diversity is depicted especially in South Asia compared with 

East and south East and Pacific regions (figure 34). Even though commonly all regions have 

shown a declining nature in female LFP rate, South Asian region has a recorded 28.8, 23.1 and 

22.8 percent of female LFP rate in the years 2000, 2020, 2023 respectively. Male LFP rate is 

82.9,76.9, 76.6 percent in the years 2000,2020 and 2023 respectively. This shows a great level 

of gender gap in LFP in the region. 
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Figure 34-: Labour force participation rate (%) and gender gap at Asian region (Source: ILOEST Database, ILO 2021) 



39 
 

Figure 35 - Summery-Labour force participation rate (%) and Gender Gap Analysis  

 

Source: ILO (2021)52 

 

The figure 35, shows the summery details on the above gender gap information. The key 

highlights here are the South Asia and Lower middle-income countries experience a greater 

gender gap when compared with other regions while low-income countries and east Asian 

countries have shown a lesser gender gap in the referred regions. 

 

2.2 Unemployment rate (%) and Gender Gap Analysis (Women-Men) 

 

The unemployment rate conveys the number of persons who are unemployed as a percent of 

the labour force. The unemployed comprise all persons of working age who were: 1) without 

work during the reference period (who were not in paid employment or self-employment; 2) 

currently available for work, (who were available for paid employment or self-employment 

during the reference period; and 3) seeking work (who had taken specific steps in a specified 

recent period to seek paid employment or self-employment). 

 

 Figure 36 - Unemployment rate (%) and Gender Gap Analysis 

 

 

 
52 International Labour Organization. (2021). ILO modelled estimates and projections (ILOEST) 

database. Available from https://ilostat.ilo.org/data/ 
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Source: ILO (2021)53 

Looking at the unemployment in the world context, female unemployment rate is greater 

compared with males. At the year 2019, male unemployment rate has been 5.28 and female 

unemployment rate has been 5.51 with a flat trend line. Lower middle-income countries have 

also shown a flat trend line along with a higher female unemployment rate. Low- and high-

income countries have shown a declining trend in the unemployment rate but still there is a 

gap there with higher female unemployment rate. In contrast, the upper-middle income 

countries have shown a growth (5.95%) in the unemployment rate since from 2018 in both 

sexes. 

Figure 37 - Summery- Unemployment rate (%) and Gender Gap Analysis 

 

Source: ILO (2021)54 

 

Figure 37 depicts the gap between males and females on unemployment rate. Accordingly, 

Asia and the pacific region denotes significant data with a negative gap on unemployment 

between gender groups. in the region, male unemployment rate is greater than of females. 

similar results find in upper middle-income countries till year 2016 and in 2017 among high 

income countries but all the other countries have shown a greater unemployment rate with 

females than males and therefore unemployment the gap has been positive among gender 

groups. 

 

2.3 Employment in managerial positions and gender gap analysis 

 

 
53 International Labour Organization. (2021). ILO modelled estimates and projections (ILOEST) database. Available from 

https://ilostat.ilo.org/data/ 

54 International Labour Organization. (2021). ILO modelled estimates and projections (ILOEST) database. Available from 

https://ilostat.ilo.org/data/ 
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The gender gap among females have been significantly identified with their job involvement 

in managerial job positions. The female share of employment in managerial positions conveys 

the number of women in management as a percentage of employment in management.  

 

Figure 38 depicts female share of employment in managerial positions in the world and that is 

ranged around 27 percent since from 2010. The plus point there is the percentage has been 

grown even though very slowly up to 27.88 percent in the year 2018. 

 

Figure 38 - World female share of employment in managerial positions 2011-2018 
 

 

Source: ILO (2021)55 

 

Male dominated managerial positions have been around 72 to 73 percent which reflects the 

masculine characteristics’ have been weighted more in key decision making in organizations.  

This is a place where to point out the need of more diversity and inclusion in the decision-

making table with the right blend of feminine view points in the organizational and industrial 

context. 

 

 

 

 

 

 

 

 

 

 

 

 
55 International Labour Organization. (2021). SDG labour market indicators (ILOSDG) database. 

Available from https://ilostat.ilo.org/data/. 
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Figure 39 - Female share of employment in managerial positions- Asia and pacific region 

2011-2018 
 

 

Source: ILO (2021)56 

 

The phenomena in the Asia and the Pacific region is a bit different to the world average context 

as per the figure 39 and in the year 2010, 21.96 percent of female representation in managerial 

positions was identified in the region and it has been grown up to 23.06 percent when it comes 

to the year 2018 but still the region has not achieved even the global average which is around 

27 percent and yet a great effort is required to uplift the female inclusion to the managerial 

positions more and more in the region and to break the glass ceiling and other barriers. 

 

Figure 40 - Gender Gap in Managerial Positions (%) based on the country income 

 
56 International Labour Organization. (2021). SDG labour market indicators (ILOSDG) database. 

Available from https://ilostat.ilo.org/data/. 
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Source: ILO (2021)57 

 

As visible in the figure 40, there is a higher gender gap denoted in the lower middle-income 

countries, and low-income countries. Asia and the pacific region are also recognized as a region 

with a higher gender gap in managerial positions. In contrast, the high-income countries have 

achieved narrower gender gap which is lower than the world average as well but that is also 

accounted for 30.26 percent. So therefore, continual requirement for minimizing gender gap 

among the managerial position and curbing the glass ceiling are clearly portrayed with this 

information. 

 

Minimizing gender gap is not an independent single task but an integrated effort with some 

other burning issues in the current societies such as poverty reduction, health and well-being, 

quality education, decent work and economic growth, reducing inequality and etc. Poverty and 

gender gap are two circumstances which are closely related. Working poverty rate has been 

identified as the percentage of employed living below US$ 1.90 per day in purchasing power 

parity (PPP). SDG indicator 1.1.1 is has been referred with this and the proportion of 

population below the international poverty line (%) is highly significant to identify and thereby 

set action to mitigate the portion.  

 

 

 

 

 

 

 
57 International Labour Organization. (2021). SDG labour market indicators (ILOSDG) database. 

Available from https://ilostat.ilo.org/data/. 
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Source: ILO (2021)58 

 

In the figure 41, the world and the regional working poverty can be identified by sex. In the 

world context, the working poverty line lays 6.27 percent for males and 7.09 percent for 

females in the year 2019 which shows a certain higher poverty experience with females when 

compared with males. In high income countries, there is neither significant working poverty 

nor gender gap in poverty identified which is a very positive status and a good sign of equality. 

In upper middle-income countries also, there is no significant gender gap identified by the year 

2019 but the poverty line lays in 1.06 percentage which shows further opportunity to manage 

working poverty. The low-income countries and the lower middle-income countries show a 

similar trend in their poverty lines that is with the higher female working poverty compared to 

men but both gender groups experience working poverty issue more or less. The phenomena 

are different with Asia and the pacific region with the higher male poverty compared with 

females. Men experience 3.35 percent of working poverty while females experience 2.49 

percent of it. This shows a new trend and addressing both sex’s working poverty should be 

done while paying a greater attention on the male employees to give them the equality 

experience.  

 

The summery details on the gender gap as per the working poverty rate is depicted by the 

below mentioned figure 42.  

 

Figure 42 - Working poverty and Gender gap 

 

 
58 International Labour Organization. (2021). SDG labour market indicators (ILOSDG) database. 

Available from https://ilostat.ilo.org/data/. 
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Source: ILO (2021)59 

 

According to the above information there is a clear gap exist in the working poverty in many 

countries in the world except the Asia and the pacific region which shows a negative gap that 

is denoted with more male working poverty than females employed.  

 

Training and education play a great role in eradicating gender gap and achieving equality 

status. SDG indicator 8.6.1 is mainly addressing this concern and the share of youth not in 

education, employment or training (also known as "the NEET rate") conveys the number of 

young individuals not in education, employment or training as a percentage of the total youth 

population. It provides a measure of youth who are outside the educational system, not in 

training and not in employment, and thus serves as a broader measure of potential youth labour 

market entrants than youth unemployment, since it also includes young individuals outside the 

labour force not in education or training. This indicator is also a better measure of the current 

universe of potential youth labour market entrants compared to the youth inactivity rate, as the 

latter includes those youths who are not in the labour force and are in education, and thus 

cannot be considered currently available for work.  

 

 

Source: ILO (2021)60 

 

The NEET group in the world as well as in all countries by in income raise a same significant 

fact that the female individuals rate in the group is greater that has been a universal 

phenomenon. In high income countries the rate is lower and narrower compared with all the 

other countries and it seems addressing NEET groups is a timely requirement as the most 

countries show a flat trend line that is required to be in declining trend as well as a narrowing 

gender gap. Supporting to the gender gap information, figure 44 clearly compares countries on 

the gender gap denoted with the NEET groups. 

 

 
59 International Labour Organization. (2021). SDG labour market indicators (ILOSDG) database. 

Available from https://ilostat.ilo.org/data/. 

 
60 International Labour Organization. (2021). SDG labour market indicators (ILOSDG) database. 

Available from https://ilostat.ilo.org/data/. 
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Figure 44 - Gender gap in NEET groups 

 

Source: ILO (2021)61 

The gender gap related to the NEET group is the greatest among the low-middle income 

countries with the proportion of 25.97 and the Asia and the Pacific region has the proportion 

of 22.87 in 2018. Both are above the world average and need immediate attention to decline 

the trend no country shows a declining trend in NEET group but a flat stable trend. High 

income countries have shown the least portion (3.07) of NEET group which is quite positive 

but still they also can look for more opportunities to reduce the portion further. 

 

2.4 Employment by sex and occupation 
 

The work “employed” termed as all persons of working age who, during a specified brief 

period, were in the following categories: a) paid employment (whether at work or with a job 

but not at work); or b) self-employment (whether at work or with an enterprise but not at work).  

The figure 45 is consisted of data which are disaggregated by occupation according to the latest 

version of the International Standard Classification of Occupations (ISCO) related to the Asia 

and the Pacific region-2020. 

 

 

 

 

 

 

 

Figure 45 - Employment by sex and occupation (thousands)- 2020-Asia and the Pacific 

 
61 International Labour Organization. (2021). SDG labour market indicators (ILOSDG) database. 

Available from https://ilostat.ilo.org/data/. 
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Source: ILO (2021)62 

 

According to the above information, there is a clear gender gap in all most occupational groups 

other than the clerical and support staff group. Managerial positions have been with a large 

gender gap compared with professionals and the greatest female involvement is with the 

elementary occupations and skilled agricultural, forestry and fishery workers and then service 

and sales workers, craft and related trade workers, professionals, clerical and support workers, 

technical and associate professionals, plant and machine operators and assemblers and 

managerial jobs. Therefore, the least female contribution is with the managerial job posts 

which is a highly significant factor raised with the above data. 

  

 
62 International Labour Organization. (2021). ILO modelled estimates and projections (ILOEST) 

database. Available from https://ilostat.ilo.org/data/ 
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2.5 Challenges and Opportunities in addressing Female Labor Force Participation  

 

Gender gaps are one of the most persisting labor market challenges in the world today as proven 

by the above background information. Thereby women are substantially less likely to join the labor 

force compared to men. According to the ILO63, by 2019 the total labor force participation rate 

among males has been 74 percent while the female participation rate is 47 percent. Looking at the 

women's participation in the transport sector in the globe, 16.5% of women are employed in the 

sector by 2021 (ILO- statistics database, 2021) and there are significant regional disparities that 

have also been identified in the gender gap in sectoral performance. As per the World Employment 

and Social Outlook – Trends for women (2017), in most of the continents, women's employment 

share is considerably lower than men. So, therefore, the gender gap in economic participation has 

been a common problem to be addressed by all countries. Amidst the Covid-19 pandemic situation, 

the challenge has been even greater but in a very dark cloud, there is a silver lining. Thus, in 

responding to the gender gaps in societies, identifying key challenges and opportunities is 

fundamental, and hereby key discussion is directed towards that. Many factors are identified as the 

determinants of female labor force participation such as market wage rates, age, culture, marital 

status, education, health, family income, and the number of children (Sackey, 2005). In specifically 

looking at the key challenges to determine the opportunities and best practices, in the current 

report, there have been ten (10) key female challenges to work have been identified as below. 

 

2.5.1 Gender stereotypes and family structure and time endowment responsibilities 

 

As per the Social Role Theory, gender stereotypes are dynamic constructs influenced by actual 

and perceived changes in what roles women and men occupy (Wood and Eagly, 2011). Mainly it 

is about the engagement in the traditional communal roles such as parenting and domestic tasks. 

In many parts of the world, females take much more time for such tasks and women are also more 

likely to undertake a greater number of hours for unpaid work on household chores and care 

provision. They are more likely to work longer hours than men when both paid and unpaid work 

are taken into account. Further women spend limited hours for paid work or they choose part-time 

work than full-time jobs.64 In developing countries, time-related underemployment among women 

is measured as persons working fewer hours than they would like to and that is as high as 40–

50 percent. Similarly, involuntary part-time work, of less than 30 hours per week, as a share of 

total employment in the EU countries is around 8.2 percent (2015) for women, compared with 

2.6 percent for men.65 Fertility, child and elderly care provision, and home production have been 

the major areas of females’ time endowment, and the gendered distribution of tasks within the 

home environment demands more women’s time than men. Moreover, women are influenced by 

their marital status largely in joining the labor force participation and single women show higher 

participation for the labor force than married women (Panda, 1999). 

 

 

Women and Fertility  
 

 
63 ILOSTAT, ILO modelled estimates, November 2019. 

64 World Employment Social Outlook, 2017 
65 World Employment Social Outlook, 2017 
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Having a closer look at the fertility factor, it is identified as the main hurdle for labor market 

participation and adults’ human capital accomplishment. As mentioned by Clarke (2006), this is 

challenging for two reasons. The first challenge is, unclear casualty since the timing of fertility 

and birth are important to plan labor market participation and wages, as well as the participation 

and wages, influence on timing and fertility decisions, when this happens is not clear as it is a more 

personal decision. The second reason is raised with the number of children increase. By then the 

mother’s opportunity cost of labor increases with a higher domestic load of work and thereby labor 

force participation would be decreased. On the other side, the cost of childbearing is also increased 

significantly which affects increased demand for the consumption of goods in the household. It 

pushes mothers to join the labor force. The issue here is the difficulty of tracing the net effect of 

these countervailing forces as it is dependent on the situation and women’s budget constraints. as 

viewed by Bailey (2013), some of the literature highlights a negative relationship between fertility 

and labor participation by using natural experiments; Ex; by introducing birth control pills, 

changing abortion legislation (Bloom et al. 2009 and Angrist and Evans 1996) which provides 

some inverse relationship between fertility and mother’s labor supply. The situation is unique with 

the birth to twins and parental preferences over mixed sibling-sex composition increases the 

number of children by an additional one. There is a negative impact of having an additional child 

on the female labor force participation (Angrist and Evans, 1998) and the study has been based in 

the US. Caceres-Delpiano (2008) has also studied the same area- multiple childbirths and the 

impact of childbearing on two countries but the major concern there was the employment rather 

than labor force participation. The inverse relationship has been further proved by the study on the 

labor market outcomes. Further, Aaronson et al., (2017) have determined that the inverse 

relationship has been mediated by the factors such as the country’s stage of economic 

development. Therefore, the situation is not universally applicable to all countries. Further, 

Aaronson et al., (2017) have mentioned that fertility has a negligible effect on female labor supply 

in low-development contexts, but a large negative effect in high-development contexts.  

 

Supporting the phenomena, Aguero and Marks’ (2008) found that there is no effect of fertility on 

women’s labor force participation and the study has been based on a group of six Latin American 

countries. In Nigeria, with some changes for women’s legal rights, there has been a robust negative 

relationship between fertility and mother’s work (Jaramillos, 2016). This shows that the effect is 

country dependent and identifying the relationship with the developing and developed country 

context is not that appropriate. Heath (2017) has identified that fertility can increase female labor 

supply given sufficiently high returns to financial investments in children. to get a comprehensive 

picture of the situation overall in the world, figure 33 would be helpful. 

 

Figure 46-  Labor force participation rate of people aged 25 to 54 by family situation and age of 

children 
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Source: ILOSTAT 66 (2020) 

Living with a partner has been a fact that women participation in the labour force is increased but 

living with a partner and having children age six (06) and higher has been a reason for declined 

LFP rate. In contrast, living alone with kids has been a reason for females to increase their labor 

force participation. Compared to men, women’s labor force participation is highly fluctuating 

amidst the family structure, partner, and owning children (ILOSTAT, 2020). Therefore, it is clear 

that life cycle stages, fertility, children’s age affect the labor force participation. Marcucci (2001) 

has found in Bangladesh 13 percent of women have mentioned that family responsibilities as the 

key reason for them to be entrepreneurial and another survey by Verceles & Beltran in 2004 has 

identified that 20 percent of women in the Philippines have mentioned that they have engaged in 

informal work rather than formal work due to family responsibilities. Looking at the regional 

trends on the family structures and LFP of females and men ILOSTAT data, 2020 has revealed 

some significant variances. 

 

Figure 47: Regional Information on family status and female labor force participation 

 

 

 

 
66 Get the data  Created with Data wrapper 

https://datawrapper.dwcdn.net/zy26r/3/
https://datawrapper.dwcdn.net/zy26r/3/
data:application/octet-stream;charset=utf-8,X.1%2CFemale%2CMale%0ATotal%2C51.6%2C94.6%0ALiving%20alone%2C82.4%2C90%0ALiving%20with%20partner%2C64.3%2C94.2%0A%22Living%20with%20partner%20and%20kids%2C%20at%20least%20one%20kid%20under%206%22%2C48.7%2C97.2%0A%22Living%20with%20partner%20and%20kids%2C%20all%20kids%20aged%206%2B%22%2C47.9%2C96.2%0A%22Lone%20parent%20living%20with%20kids%2C%20at%20least%20one%20kid%20under%206%22%2C65.8%2C90.1%0A%22Lone%20parent%20living%20with%20kids%2C%20all%20kids%20aged%206%2B%22%2C70.1%2C91
https://www.datawrapper.de/_/zy26r/
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Source: ILOSTAT  

 

In the region there is a great gender gap is demonstrated in Western Asia, Northern African, and 

Central Asia, and Southern Asian regions gender gap is higher than in other regions. more 

significant facts highlighted among all regions is the female labor force participation is gradually 

becoming lower when they start living with a partner and having kids. Therefore, it is clear that 

female participation has been affected by family and fertility factors.  

 

Child Care and Time endowment 
 

Fertility and childcare are closely related, and the requirement of childcare arises usually with a 

majority of the families in all societies and it creates a great direct and indirect cost. Time is the 

key input in childcare, the majority of women who are in the labor force need formal or informal 

childcare services (Heckman, 1974). The costs of children are comprised of both the direct cost of 

raising children and as well as the opportunity costs of time spent on childcare (Becker, 1981). In 

the short run, reduction in labor supply and earning opportunities, as well as in the long run slower 

career achievements and earnings growth would have resulted in the phenomena. In terms of short-

term costs, married women with children tend to have lower labor force participation (LFP) rates 

and work fewer hours compared to single childless women (Ortiz-Ospina and Tzvetkova, 2017). 

Greater women job turnover rates have incurred a considerable career cost with women’s 

opportunity reduction for training and promotion and also women who are perceived as “quitters” 

https://datawrapper.dwcdn.net/zy26r/3/


 

52 
 

account for a substantial part of the gender wage gap (Light and Ureta, 1992; Gayle and Golan, 

2012). 

 

Elderly Care and Time endowment 
 

Other than the childcare concerns females often have responsibilities on elderly care in the 

household, which has been another factor affecting her labor force participation. If women live 

with her parents or parents-in-law after marriage, her labor supply is dependent on the situation. 

The primary models on elderly care supply show a trade-off between, work, leisure, and informal 

caregiving as per the perspectives of the caregiver (Nocera and Zweifel, 1996; Nizalova, 

2012; Fevang et al., 2008). The effect reports in different directions as some show a negative effect 

of elderly caregiving on LFP rate  (Ex: Ettner, 1996; Bolin et al., 2008), and in some, no clear 

effect is identified (Ex: Wolf and Soldo, 1994; Meng, 2013). Employment and earnings generate 

opportunity costs and harm the willingness to supply informal elderly care (Carmichael et al., 

2010). Leigh (2010) has identified a large negative effect on the phenomena, stating the kinds of 

people who provide care tend to have low levels of labor force attachment even before or after 

they have provided that care. The empirical results denote a mixed effect as the positive and 

negative impact of elderly care of females on their labor force participation. Furthermore, some 

different aspects of the availability of elders at home are also discussed in the literature, one among 

such is that the availability of elders at home reduces a female's burden on family responsibilities 

and allows her to join the labor force easily. The evidence raises from the countries such as China, 

Japan as well as the United States.  Kolodinsky and Shirey (2000) have identified a positive impact 

of intergenerational co-residence on the labor force participation of married women. Further 56 

percentage points in the US and 28 percentage points in China have increased the LFP with the 

co-residence with parents (Shen et al., 2016) but this requires more empirical evidence to justify 

the phenomena since the available similar results in this aspect are limited in the literature. 

However, many empirical studies support the phenomenon that the relationship between elderly 

care responsibilities and female labor force participation denoted an inverse relationship. This 

stresses the females’ normative roles and expectations in the family. 

 

  Home Production and Time endowment 
 

Other than fertility, time allocation for child and elderly care, women spend most of their time for 

home production activities such as cooking, washing, and cleaning. as per the Household 

Production Theory, household members, use their capital and their unpaid labor for their 

consumption (Ehrenberg and Smith, 2012). The gender contribution for home production is 

different and further, the Gender Snapshot-2020 of the United Nations has included the fact that 

women work times allocation three times more than men on unpaid care work at home. Moreover, 

as further support for the household chores, infrastructure and technology support is identified as 

significant. Therefore, electricity, gas, pipe water, and new household tools and equipment are 

used to reduce the overall workload and timing. In that aspect, there is an impact of the 

infrastructure and technology suppliers have been identified as affected to the women labor force 

participation. A study conducted in South Africa has shown an increase in female employment 

with large-scale household electrification projects (Dinkelman, 2011). The policymakers in the 

developing countries better-paying attention to this fact as more women's time for home production 

could be free up, the more time they would find for employment opportunities. 

 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4764881/#R37
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4764881/#R36
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4764881/#R36
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4764881/#R20
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4764881/#R19
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4764881/#R5
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4764881/#R49
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4764881/#R32
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4764881/#R10
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4764881/#R10
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Among the concerns of overcoming the challenges of fertility, the literature suggests expanding 

women’s legal access to family planning services and agency which allows for delayed 

childbearing when preferred and expanding the fertility services (Pimkina & Flor, 2020). Further 

childcare has been a great requirement and studies suggest that if the childcare service options are 

increased, increased women workforce participation would be the result. In developing countries 

and middle-income countries, if the childcare options are higher, the women's labor force 

participation is also higher. For example, in Mexico, there is a childcare expansion policy that 

covers 90 percent of childcare services’ enrollment cost and that has enhanced women’s 

probability of working (Calderon, 2012). Moreover, the situation in the US, Canada, and European 

countries have also shown a similar result that the female labor force participation is higher 

(Gelbach, 2002; Baker et al., 2008), with increased childcare services. not only the availability of 

childcare services, but the cost of it is also specifically significant for the female labor force 

participation. A study related to a European Community Household Panel highlighted a positive 

correlation between female labour force participation and their affordability of childcare (Del Boca 

and Locatelli 2006). In another study conducted by Lokshin et al., (2000) showed the effect of 

childcare costs in Kenya and they have identified that higher costs of childcare discourage 

households from using formal childcare services and thereby female labour participation has been 

declined. 

 

Moreover, another point is raised related to the childcare from Latin America that is if the childcare 

services are poor in quality, there is a reduced female labour force participation (Diaz and 

Rodriguez-Chammussy, 2016). Therefore, it is clear that females are encouraged to join the labour 

force with the availability of high-quality childcare for an affordable price. Another option in 

increasing FLP is childcare provided by non-parental adults (Ex; grandparents). This would be a 

substitute for parental childcare as well as manage cost informal childcare facilities. The mothers 

living in extended families can refer to this and it has shown a larger positive effect of fertility on 

labour supply, suggesting that childcare is provided by grandparents in extended families (Trako, 

2016). 

 

Therefore, elders’ insurance, tax releases, and priorities in health and safety services can be 

provided to provide merits for the services rendered by elderly people to the working mothers. 

Martinez and Perticara (2017) highlight the importance of afterschool care for children aged 6 to 

13 years old too in their study in increasing FLP. As per McKinsey (2018), to support women for 

work-family balancing paid maternity leave, paid and unpaid childcare leave, increased tax relief, 

tax rebates, and childcare subsidies, including more training for caregivers, expand leave options 

to include family sick leave and elderly-care leave have been identified. The International Labour 

Organization (ILO) (2010)67 has provided an overview for an even more comprehensive list of 

countries indicating parental leaves. As per that 8.2 weeks, average paternal leaves and 54.1-week 

average maternal leaves have been identified.  

 

Moreover, as per the 5R Framework for Decent Care Work (ILO, 2019), there are three major 

aspects identified to address the care work as; Recognize, reduce and redistribute unpaid care work, 

Reward: More and decent work for care workers and Representation, social dialogue and collective 

bargaining for care workers. Among them, two are directly linked with Gender stereotypes and 

 
67 http://www.oecd.org/els/family/database.htm 

http://www.oecd.org/els/family/database.htm
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family structure and time endowment responsibilities challenge and they are mentioned below in 

detail. 

 

• Recognize, reduce and redistribute unpaid care work  

 

Here key policy measures include all forms of care work and take unpaid care work into account 

in decision-making, invest in quality care services, care policies. Care-relevant infrastructure,  

promote active labour market policies that support the attachment, reintegration, and progress of 

unpaid caregivers into the labour force, enact and implement family-friendly working 

arrangements for all workers, promote information and education for more gender-equal 

households, workplaces and societies, guarantee the right to universal access to quality care 

services, ensure care-friendly and gender-responsive social protection systems, including floors 

and implement gender-responsive and publicly-funded leave policies for all women and men. 

 

• Reward: More and decent work for care workers 

 

Under this policy recommendation area, regulate and implement decent terms and conditions of 

employment and achieve equal pay for work of equal value for all care workers, ensuring a safe, 

attractive, and stimulating work environment for both women and men care workers and enact 

laws and implement measures to protect migrant care workers have been identified as key policy 

measures. 

 

Moreover, the world bank (2015) has identified several factors to enhance female labour force 

participation by addressing fertility and care work challenges. They include expanding women’s 

legal access to family planning services and female agency and allow for delayed childbearing 

(when preferred), provide access to high-quality, affordable, accessible care services or 

technologies that ease the time burden of domestic tasks, and also structuring prices offered by 

private, public, mixed sectors by tax reliefs and subsidiary arrangements. 

 

Christine & Sunha (2020) have highlighted a set of opportunities to improve child care related to 

Singapore and those include baby bonus-cash transfers through a pro-natalist cash transfer policy, 

parental leave- e joint labour supply and child care decisions of both husbands and wives, paid 

maternity leave, parental or home care leave that can be used only by the father, child tax reliefs, 

formal care support, child care subsidies and quality child care (staff to children ratio) related to 

formal child care and concerning the informal child care support, grandparents and domestic 

helpers’ support identified and they are given grandparent caregiver tax relief, child care and 

development fund and domestic helpers (skilled employees. The opportunities are highlighted with 

practical data on actual results and great literature support that provides the trust on execution for 

other countries as well. 

 

Best Practices- Gender stereotypes and family structure and time endowment 

responsibilities 

 

• Expanding fertility services through infrastructure, awareness, and training 

• Improving the childcare service with increased facilities, trained and skilled employees’ 

lower cost and high quality 
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• Improving the childcare through the support of grandparents with the reinforcements for 

them using elders’ insurance, tax releases, and priorities in health and safety  

• Care relevant infrastructure at the workplace 

• Improving parental leaves with adequate maternity leaves (both paid and unpaid), paid 

and unpaid childcare leave, increased tax relief/ tax rebates, and childcare subsidies on 

the number of children owned 

• Family sick leave and elderly-care leave  

• Social protection systems for maternity, child, and elderly care 

• Training on technology usage on improving efficiency on home production 

 

2.5.2 Skills and Education  
 

Education is an investment in developing human capital in a country and with the increase of 

education, an individual’s knowledge, skills, attitudes, and competencies would also be increase. 

Thus, education is a major determinant of LFP as per the Human Capital Theory (HCT). As stated 

by Becker (1964), the human capital theory hypothesizes that education is an investment that 

produces future flows of income. Moreover, Heckman et al. (2010) has determined that 

educational accomplishment at almost every level causally produces gains in the labor market. 

Education levels of females have considerably improved in many developing contexts over the last 

decades. Further Schultz (1972), has defined human capital as an economic concept, even though 

it is related to humans and their attributes. Further, he stresses that human capital ignores the 

concern on psychological, social or cultural meanings and defines narrowly in terms of 

individuals’ future earnings. Thereby it is clear that education is a key determinant of labour market 

outcomes either developed or developing country context as well as it has an individual, 

psychological and social aspect beyond the economic outlook. In another viewpoint, education is 

obtained at a cost for instance the cost incurred in terms of foregone earnings and leisure, tuition 

costs, and stress experienced at school. To reap the returns from investment in education, the 

educated females would automatically join the labor force (Tansel, 2002). Further, the concept of 

training and skill development on women needs a greater concern beyond the conventional goal 

of imparting technical and managerial competencies and requires a broader role of even including 

basic literacy, numeracy, critical social and political awareness, awareness about gender, and 

enhancing life skills (Diwakar & Ahamad, 2015). Having a look at the East Asia and the Pacific 

(EAP) region, girls used to complete less than one year of schooling by 1950 but now they enroll 

and stay in school similar period or even greater time compared to the boys (World Bank Regional 

Report, 2018a). That shows the knowledge, skills, and competency development among females 

over time and this has been a trend in other regions as well.  

 

As per (ILO, 2019)68, women have joined more low-skilled jobs amidst poor working conditions 

which are worse than men. Further, women have joined more in the informal employment sector 

and it is denoted country-wise as 90 percent of sub-Saharan African countries, 89 percent of 

countries in Southern Asia, and almost 75 percent of Latin American countries. However, among 

the youth 21.2 percent identified as neither in employment nor in education or training (NEET), 

and a high proportion among those are women with 69.1 percent.  

 
68 Antum Leap for Gender Equality For A Better Future Of Work (https://www.ilo.org/wcmsp5/groups/public/---
dgreports/---dcomm/---publ/documents/publication/wcms_674831.pdf) 

https://journals.sagepub.com/doi/full/10.1177/2455632719831827
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Theoretically, it is proved that higher educational attainment leads to better labor outcomes, and 

also the higher the levels of schooling increase, the opportunity cost of not entering the labor 

market is also higher since the education corresponds with higher potential earnings. There is 

higher participation at lower levels of educational attainment and very high levels of education 

among women and it creates a U-shaped function (Klasen, 2019). The recent expansion of 

schooling around the developing world has thus shifted women’s educational attainment to 

intermediate levels, and this has created a minimum U shape curve between the education level 

and the labor force participation. Researches from the countries such as Latin America and the 

Caribbean and in East Asia have shown this trend in the female workforce and as stated by 

Gasparini and Marchionni (2017) during the past two decades, women had more opportunities to 

join the tertiary education and these women were more likely to join the labor market. In another 

study related to Bangladesh, has shown that the country’s economic growth acceleration, 

educational developments, and female labor force participation have been increased together 

(Rahman and Islam, 2013) but the situation has been identified concerning one single industry too. 

As per a study conducted in India, some economic pull factors have been identified as more job 

opportunities, higher-paying jobs, etc. which have attracted highly educated women into the labor 

force (Klasen and Pieters, 2012). The higher the level of women’s and men’s education, the higher 

their employment rates but as per ILO (2019)69, women do not get the same employment dividends 

as men for their education. Even though there is 41.5 percent of adult women with a university 

degree are either unemployed or outside the labor force. The situation with men is around 17.2 

percent. In this scenario, certain women challenges that they experience at labor markets are 

highlighted such as; their preferences on the terms and conditions of work, women's perception of 

their future career path, and the normative limits on their ability to make decisions about work and 

at work, etc. 

 

Moreover, the access to education and the quality of education is affected by social norms. The 

gender differences in many developed countries manifest individuals in the choice of study but in 

developing and emerging countries, a higher education level is something achievable (EC, 2009). 

Moreover, educational attainment and the specific field of study determine labor market entry as 

well as a career path. Education gained through job and vocational training is another key 

determinant of labor market outcomes. 

 

Job and Vocational Training 
 

Job and vocational training are commonly and increasingly applied in many industries as a policy 

implication as a means for enhancing the skills of the individual seeking higher labor market 

contributions. The empirical evidence on training and female labor force-related outcomes is 

limited maybe because the results are not easy to measure labor force participation directly. On 

the other hand, many participants in vocational or job training are already members of the labor 

force. Moreover, the outcomes of the training programs are identified in different time intervals 

and the time and the opportunity of the skill utilization are varying upon each individual as per the 

opportunities that they receive. 

 
69 Antum Leap For Gender Equality For A Better Future Of Work (https://www.ilo.org/wcmsp5/groups/public/---
dgreports/---dcomm/---publ/documents/publication/wcms_674831.pdf) 
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Figure 48: Gender parity in participation in technical-vocational programs 

 

Source: UNESCO Institute of Statistics, 2019, SDG Target 4.3 – Quality TVET and tertiary 

education 

 

Figure 35 shows that only 31 out of 133 countries achieved gender parity in technical-vocational 

education and training (TVET), with gender disparity in TVET enrolment persisting regardless of 

the national level of development. 

 

As per ILO (2020),70 women in rural areas experience difficulties in combining education and 

training with farming, household, community, and care responsibilities. Even though the education 

and training opportunities are available, the difficulty to reach them with less flexibility has been 

a hurdle for women to reach them. The situation is more acute in traditional societies with families 

which hold less willingness in investing in a girls’ education may be due to the family and 

customary norms like early marriage, low remuneration for women’s work, family restriction for 

women on working outside their homes, and expecting that girls and women should do the most 

household chores. So, therefore, in societies “Neither Employed nor in Education or Training” 

(NEET) female groups are existing. 

 

Another trend in many developing countries is women are too much represented in out-migration 

and which is resulted in “brain drain”.  

 
70 Policy Brief-The gender divide in skills development: Progress, challenges and policy options for empowering women 

Retrieved at: https://www.ilo.org/wcmsp5/groups/public/---ed_emp/---ifp_skills/documents/publication/wcms_244380.pdf 
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Figure 49: Share of female and male students enrolled in higher education, by field of study, 

global average 

 

Source: UNESCO, 201771 

The fields of study on higher education among males and females (figure ….) in a global context 

denoted a significant difference. education, health, and welfare, art and humanities, social sciences, 

journalism and information, business administration and law, natural science, mathematics and 

statistics fields have been in the greatest choice by females and males have selected engineering, 

manufacturing and construction, information and communication technologies, agriculture, 

forestry, fishery, and veterinary and services sectors have been the greatest choice among males 

than females. Females are lagging in the subjects related to science, technology, engineering, and 

mathematics (STEM) subjects compared to men. To join the careers related to engineering, 

manufacturing, and other technology-related subjects, females are required to join in such 

educational programs more.  

 

Looking at the vocational training Bandiera et al., (2017) had conducted a study, evaluating 

women’s empowerment programs in Uganda related to vocational training and sex education. The 

findings highlighted that the 48percent of the girls who went through the training were more likely 

to be involved in income-generating activities and the more concern of this had been the self-

employment and there was no impact found on wage employment. In another project in Liberia, 

females were supported to join productive employment through providing skills training, and that 

had led to a 47 percent increase in employment and an 80 percent increase in average weekly 

income among project beneficiaries, compared to those in the control group (Franck et al, 2014).  

 
71 Cited in ILO Policy Brief (https://www.ilo.org/wcmsp5/groups/public/---ed_emp/---

ifp_skills/documents/publication/wcms_244380.pdf) 



 

59 
 

Acevedo et al. (2017) have shown the importance of embedding soft skill components in a 

vocational training program had positive effects on both skills and labor market expectations for 

women. As per the global gender gap report, (2018) emergence of new gender gaps in advanced 

technologies has been identified and there the risks related to the emerging gender gaps in Artificial 

Intelligence-related skills had been outstanding. In the modern world, human skills and technical 

skills are important alike and the world cannot afford to deprive itself of women’s talent in sectors 

in which talent is already scarce. Further, the report brings information on a survey conducted on 

LinkedIn and found that only 22 percent of Artificial Intelligence (AI) professionals globally are 

females, compared to 78% who are male. In another study (Future of Jobs, 2018), ten key trends 

which positively impact businesses’ growth up to 2022 were identified. Increasing adoption of 

new technology, increasing availability of big data, Advances in mobile internet, Advances in 

artificial intelligence, Advances in cloud technology Increasingly aging societies, shifts in national 

economic growth, Expansion of affluence in developing economies, Expansion of education, 

Advances in new energy supplies and technologies and Expansion of the middle classes have been 

among the trends and majority of them are related to the ICT and technology. The same report 

highlights the complex feedback on the loops between new technology, jobs, and skills and when 

looking at the women’s leadership initiative, 80 percent of respondents agreed that "soft skills" are 

becoming increasingly important to the travel industry especially. Further, in 2019 as per OCED, 

the digital gender divide has shown a gap between males and females, and females face cultural 

barriers and stereotypes in reaching their ICT or digital skills-related expectations. This has 

affected them to choose career paths and they choose careers that are not necessarily those that the 

increasingly digitalized and interconnected world rewards. The study shows that girls are still 

lagging in their ability to access, use, and afford digital tools and lack capacities to build on 

advanced reasoning and problem-solving skills, and require good mastery of symbolic and formal 

language. They often build on related skills acquired in mathematics courses, where girls generally 

-although by no means universally - underperform compared to boys (OECD, 2018b). So, 

therefore, girls or females prevent from being active protagonists of the digital revolution as per 

the opportunities, attitudes, and expectations they are confronted with. In addressing the situation, 

a group of scholars (Redecker, 2017; Fraillon, Schulz and Ainley, 2013; Fraillon et al., 2015) have 

presented a comprehensive approach (to promoting digital proficiency) and that encompass the 

key competence areas as; 1. accessing, evaluating and managing information and data, 2. sharing 

information and communicating, 3. transforming and creating digital content, and 4. individual 

and collaborative problem-solving in a digital context and computational thinking appropriate use 

of ICTs, which embeds knowledge and skills related to security, safety, and risk awareness. 

 

To address skill and education challenges related to females, the world bank (2015) has 

recommended education development, primarily through job training, skill acquisition through 

training programs targeting soft skills training, which focuses on self-esteem, decision-making, 

and agency. Further positive social norms should be developed through female role models, 

mentorship programs. Moreover, ILO (2020) has raised the gender divide in skills development 

programs to address the gender biases in occupational choices; barriers to education and training 

(especially in rural and informal economies), socio-cultural and economic constraints; and low 

representation of women in stem (Science, Technology, Engineering, and Mathematics) subjects. 

As per the recommendations for gender-based in skills development, including a gender focus in 

national skills development policies and strategies, creating gender-sensitive training 

environments, creating opportunities for women in technology-intensive areas, creating 
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opportunities for men in social and care work, promoting role models, encouraging and enable 

women to participate in lifelong learning opportunities were discussed. 

 

In 2019, OCED had specifically paid attention to designing an approach to promote digital 

proficiency among males and females as a way of bridging the gender gap. A comprehensive 

approach to promoting digital proficiency should encompass several key competence areas 

(Redecker, 2017; Fraillon, Schulz and Ainley, 2013; Fraillon et al., 2015), including • accessing, 

evaluating, and managing information and data • sharing information and communicating, • 

transforming and creating digital content, and • individual and collaborative problem-solving in a 

digital context and computational thinking appropriate use of ICTs, which embeds knowledge and 

skills related to security, safety and risk awareness. 

 

Best Practices- Skills & Education  

 

• Education Improvements- in the STEM streams (Science, Technology, Engineering and 

Mathematics)  

• Skill Development 

• Vocational training 

• Soft skills development- digital proficiency, self-esteem, decision-making, and 

agency 

• Social norms should be developed through female role models, mentorship programs 

• For gender-based in skills development,  

• Gender-sensitive training environments 

• Gents’ training and awareness programs in their role in social and care work and 

promoting role models 

• Lifelong learning opportunities through succession planning for females 

 

2.5.3 Financial Literacy, Financial access, and Capital Constrains  
 

Financial decisions made upon the changing demographic trends have stressed the importance of 

having a look at the financial literacy, access, and capital constraints among women and their role 

in determining labour force and entrepreneur behaviour. Financial literacy is basic knowledge of 

key financial concepts (Atkinson and Messy, 2012) and any human behaviour relevant to money 

management can be classified as financial behaviour, and that common financial behaviours 

embrace credit, cash, and saving behaviours (Xiao, 2008). The behaviors, related to establishing 

financial goals and planning on spending, bring positive results in financial literacy (Setyawati & 

Suroso, 2016). Investing in financial literacy would have resulted in better investment 

opportunities for individuals and greater returns to savings (Jappelli & Padula, 2013). In the case 

of females, capital constraints have been a barrier for females to join the labor market and in 

contrast, financial empowerment for a female to close the gender gap has been a key concern today 

and in literature. Men expect to earn higher future incomes, thereby enabling both higher spending 

and higher saving, or it might highlight a gender gap in financial literacy, demonstrated across 

individual and country-level incomes in a broad body of literature (Preston and Wright 2018). For 

women, Self-employment has been a major avenue in joining the labor force and as per The Global 

Findex database, bank account ownership continues to grow globally even though gender 

inequality persists, especially in developing economies, men are 9 percent more likely to hold a 
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bank account than women (Demirguc-Kunt et al., 2017). This shows limited access to financial 

products for females and less opportunity to overcome capital constraints. 

 

Figure 50: Shares of Female Depositors and Borrowers by Region-2016 

Source: Women in Finance (2018)72 

 

As shown in figure 37 in Sub Saharan Africa, Middle East, North Africa, Afghanistan, and 

Pakistan as well as Latin America, and the Caribbean regions the share of female depositors and 

borrowers is less than men and that denotes the above-highlighted phenomena and the situation is 

comparatively different in the Emerging and developing Asia and Europe with slightly more 

female borrowers and so thereby in these regions, better female finance access is visible. There is 

a considerable positive effect of accessing finance on labor market activity in the context of the 

expansion of bank branches of Banco Azteca in Mexico (Bruhn and Love, 2011). Financial 

inclusion, access to financial tools such as credit, savings and raise female workforce participation. 

In a study conducted in India, the formation of self-help groups among women who live in rural 

areas increases non-farm employment, and decision-making, and civic engagement among 

participating women and this has been further developed with increased education, access to 

finance, and linkages to wider development programs. Ultimately, the self-help groups help 

women to acquire greater personal autonomy (Desai and Joshi, 2014). Further, the financial 

resources and tools should be directed for women and also, they should be innovative with 

digitalizing and low cost which enable women to control and access financial transactions 

efficiently and effectively (World Bank Group Gender Strategy, 2016). Looking at the females in 

the financial management aspect also there are positive outcomes identified in the literature. For 

example, Sahay, Cihak, and others (2018) found that the banks with a higher share of women board 

members had higher capital buffers, a lower proportion of non-performing loans, and greater 

resilience to stress. Further, the researchers highlight a similar relationship between bank stability 

and the presence of women on banking regulatory boards. These findings support the case for the 

financial inclusion of women to enhance growth and foster financial stability. This proves the 

requirement of further attention is needed about the extent to which increased control over income 

and finances improve women’s labor force participation. 

 
72 IMF 2018, calculations based on 2017 Financial Access Survey pilot on gender-disaggregated data 
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In promoting Female Labor Force Participation World Bank group (2015) has suggested that 

several tools to Remove financial constraints. They include promoting women’s financial 

inclusion through microcredit, savings products, provision of bank accounts, individual direct 

deposit wages, psychometric scoring in place of collateral, digital financial products and services, 

and self-help groups. And also training on financial management for females has been highlighted 

in literature with the support of national and institutional levels. 

 

Best Practices- Financial Literacy, Financial access, and Capital Constrains 

 

• Improving financial literacy through training and awareness 

• Removing capital constraints through tools such as microcredit, savings, formation of 

self-help groups  

• Supporting entrepreneurship and self-employment for females and  

• Enhance bank account ownership and improving saving habits  

• Linking women with innovative financial tools with digitalizing and low cost 

• Encouraging females in financial management positions such as women board 

 

2.5.5  Networks, Social Capital and Internal Constraints 
 

This network is identified as the tendency of powerful individuals to associate with those similarly 

situated; this reinforces and limits the traditional power structure to those fortunate enough to 

belong to that network (Swaton, 2010). Likely, women’s differential experience in methodology 

is partially attributable to differences in opportunities afforded for networking between men and 

women (Hesli et al., 2012; Maliniak, Powers, and Walter, 2013; Mathews and Andersen, 2001; 

Mitchell et al. 2013). The networking challenges that women experience may seem surprising and 

they are likely to be aware of the significance of networking (Manuel, Shefte, and Swiss 1999). 

 

In the industrial environment, the knowledge and understanding among workers and firms leverage 

networks to identify and hire productive workers through employee referrals. The employees who 

apply for jobs with employee referral schemes show high retention and so, therefore, employers 

are more likely to hire them than the non-referred (Pallais and Sands, 2015). The negative side of 

this recruitment method is the potential disadvantage for qualified women to be selected which 

affects gender disparities in the labor market. In another study, it is stressed that men systematically 

refer few women (Beaman et al., 2018). Sarsons (2019) has identified that physicians become more 

pessimistic about a female surgeon’s ability than a male’s after a patient's death, indicated by a 

sharper drop in referrals to the female surgeon. Further Magruder (2010) has determined that the 

father’s network has a positive influence on the sons, but not the daughters. The mother’s network 

is not that influential because women are more constrained with less information about their 

productivity and also the tools that help to correct unequal information through networks. Further, 

it has been proved that women with more diverse and high-quality social resources are more likely 

to enter the labor force, after controlling for education and background and women from a more 

disadvantaged background with children rely on their social networks for childcare to enter the 

workforce (Stoloff et al., 1999). Puga and Soto (2018) draw attention to several facts on social 

capital and networking among females and those are the network among females is weak in labor 

force participation but far-reaching as well the network comes from high-status individuals with 
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wealthy backgrounds usually with less equal status. Moreover, some networks have been a bridge 

for women to join the labor force in traditional, male-dominated sectors. Further Kane and LaVoi 

(2018) have shown two main reasons for women being underrepresented in some industries are 

the failure of females to apply for jobs and the lack of female role models. 

 

Due to the above facts’ females perceive various internal constraints as well to join the labor 

market, the perceptions of the labor market and beliefs about the self-concerning the labor market 

are likely other important drivers of women’s decision on participating in the labor market. Women 

sometimes limit themselves in pursuing leadership aspirations, comparing their self-limiting 

behaviors and self-confidence with men.  

 

Self-perception of opportunities available in the labor market has influenced women’s decision to 

participate. Opportunities to join the labor market increase when women bargaining power is 

increased within the household (Majlesi, 2015) and even if opportunities are available, perception 

of the certain work environment characteristics (Ex; competitiveness, male dominance, etc.) may 

not be favorable to women entering the labor market (Jensen, 2012). Further, the published 

information in the job advertisements has affected too for the applicants. When it comes to females 

when they perceive that the job characteristics and person profile Ex; Women are strongly driven 

by an aversion to competition. So, therefore, the published data in the job advertisements have 

affected the applicant patterns as stated by Flory et al., (2015). Female attributes are also drivers 

for females to choose employments. When available work opportunities are competitive or 

masculine, women would be less likely to enter the labor market (Akerlof and Kranton, 2000). 

The stereotypical beliefs of women are warm, kind, and gentle vibe towards others have affected 

gender roles and stereotypes of women and certain sex-role beliefs in women in the society which 

lead to biased opinions on occupational choices (Sartore & Cunningham, 2007). This self-limiting 

behavior leads women towards lower aspirations and self-confidence especially in pursuing a 

higher leadership position. Beaman et al., (2012) provide evidence of the role of aspirations and 

self-confidence on outcomes that are drivers of labor force participation. McKelway (2018) has 

determined that women’s beliefs in their abilities have been a constraint to employment and 

thereby enhancing women’s self-efficacy to attain desired outcomes may increase the likelihood 

of women for employment. Moreover, women are more likely to devalue their skills and are thus 

less confident in their ability to obtain a job because of feelings of inadequacy or beliefs that no 

jobs are available to fit their skill level (Niederle and Vesterlund, 2007). Accordingly, the 

perception of job opportunities and their characteristics, self-confidence on self-characteristics, 

and self-efficacy have been the self-constraint for females to join the labor force. 

 

To address the challenges in promoting the network and social capital, the world bank (2015) has 

identified several tools in two aspects and the first is exploiting social networks and capital by 

removing barriers for acquiring social capital in general through tight connections with family 

members and establishing the connections with high-status individuals. The second is reinforcing 

Positive social norms through female role models, mentorship programs. Looking at how the how 

female internal constraints are addressed World Bank group (2015) has highlighted the value of 

Improving self-confidence and the above literature suggests enhancing Self-perception on 

opportunities and perceive that the job characteristics and personal profile as important. 

 

Best Practices- Networks & Social Capital 
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• Training and awareness on the significance of networking, diversity and inclusion at 

work, self-confidence at work,  

• Developing firms leverage networks 

• Hire productive workers through employee referrals 

• Parent based job referrals and enhancing family support to work 

• In making female networks mixing high low and average status-based individuals and 

adding diversity and inclusion there 

• Mentorship programs and role models 

 

2.5.6 Female Voice, Management Representation, and Gender pay gap 
 

Voice refers both to the act of making known one’s preferences, demands, views and interests and 

to the capabilities, this requires (O’Neil et al., 2007). This capability is enclosed with the 

confidence and belief in the worth of one’s opinions and the legitimacy of expressing them. In a 

workplace, the female voice represents feminine ideas, suggestions, specific requirements, and the 

overall inputs for decision making. Access and engagement to decision-making refer to women’s 

prospects and actualities of gaining access to decision-making positions that affect public power 

and resource allocation, whether at the national, sub-national, industry, or household levels. As 

stated by Domingo et al., (2015), economic engagement supports women’s organizations and civic 

engagement, as when women form micro-savings, microcredit, or business networks or join unions 

or professional associations. Paid employment and access to assets (land, property, finance), as 

well as social assets (ex; health and education) also have the potential to alter women’s status and 

influence over decisions within the household, and possibly their civic and political activities 

outside the home. Women’s economic participation especially in developing countries may 

provide a platform for decision-making at the national level. Women’s decision-making power 

within the household and community has been affected or controlled by individual business leaders 

or through unions or professional associations. Thus, women's engagement in economic activities 

through earning, benefits, skills development, and through control and ownership of finances and 

assets is an essential part to empower them to raise their voice and access for making decision 

making. To shape the opportunities that women have for voice and influence there have been six 

dimensions (Gaventa and McGee, 2010) identified, and out from them, market characteristics 

describe how women’s economic participation translates into women’s voice or agency. The 

structures and institutions of the private and public sector (Ex: formal and informal rules, 

regulations, hierarchies, and work environment) determine the extent, location, and quality of 

women’s participation (Kabeer, 2008). This also draws attention to combining social norms – 

patterns of control and ownership of assets, and the specific implications for women’s autonomous 

engagement in economic life and linkages with other empowerment capabilities. 

 

In an organizational context if women get access to managerial positions adequately, they will get 

access for decision making and voice through that but in that case, the effect of the “glass ceiling” 

is raised. 

 

Table 7: Occupation share by Gender -2015 
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Source: 

file:///C:/Users/HP/Downloads/world%20employment%20social%20outlook%202017.pdf 

 

As highlighted in the above table 7 in both emerging and developed countries, there is no equal 

status achieved with managerial positions for women. In emerging countries, the gap between 

women managers and men is greater compared to developed countries. Hence, more attention 

should be paid to emerging countries in mitigating the gender gap among managerial positions. 

One reason identified for the situation is the glass ceiling effect or vertical segregation.  In Europe, 

the overall gender pay gap reaches close to 20 percent but among CEOs, the gap is twice as large, 

at nearly 40 percent, and it continues to widen to 50 percent among the top 1 percent of earners 

(ILO, 2016 b). In these countries, the gender wage gap is particularly magnified among the highest-

paid occupations and that has affected gender wage gaps as well. As per Thornton (2020), in 2019, 

the percentage of women in senior management positions has been grown globally up to 29% but 

still, there is a large gender gap is evident. In 2020 is also percentage remains the same. As per 

2020 analysis 23% of executives, 29% Senior managers, 37% managers, 42% Professionals, and 

47% Support staff have been identified (Mercer, 2020). Drawing attention to the major countries 

in the Asia Pacific region, in 2019, women represented just over a third (36.7%) of all managers 

in Australia (Cassells and Duncan, 2020), and women are less likely to reach the top levels of 

management and 33.1% of senior managers, 30.0% of executive managers, 30.2% of key 

management personnel and 17.1% of CEOs/Heads of Business. In India, the Third-Lowest Global 

Representation of Women Managers could be identified that is Ahead of Only South Korea and 

Japan. In 2019, women held only 8% of management roles, 9% of business management roles, and 

only 2% of CEOs in India. (Kersley et al., 2019). In Japan (2019), in private corporations, women 

accounted for 18.3% of section chiefs and 11.2% of directors (Gender Equality Bureau Japan-

2020). Moreover, the literature suggests that women are often concentrated in lower-paid 

occupations and sectors, further driving the gap in wages. Moreover, women also face the 

motherhood wage penalty when they re-enter employment after having a child. It includes lower 

wages arising from working shorter hours, forgone job experience, the exchange of higher-wage 

jobs for more flexible but lower-wage jobs, and discrimination by employers (Budig and England, 

2001). 

 

file:///C:/Users/HP/Downloads/world%20employment%20social%20outlook%202017.pdf
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Gender pay gap and Reservation Wages 

 

The gender wage gap refers to the difference in earnings between women and men and has been 

one of today’s greatest social injustices. The reservation wage is identified as the lowest wage rate 

at which a jobseeker would accept a job offer. Gender differences in pay have been raised due to 

many facts such as different preferences for non-working time (Bowlus and Grogan, 2009), 

different personality traits, and discriminatory employee hiring. As per ILO (2019) in their Women 

in Business and Management report, six major factors are affecting gender pay gaps. the first one 

among them is under-representation in leadership. This happens with the low number of female 

managers in management and leadership positions compared to men at work and thereby the 

average wage or salary for females have been lower compared to men. The next factor is limited 

working hours. As per the Global wage report (2018/19) women work on a part-time basis more 

than men do due to unpaid family responsibilities as well as females in part-time employment. 

This is resulted due to the factors such as lack of affordable and sufficient childcare. Moreover, 

women’s opportunities for full-time employment may be limited. Polachek (2014) has identified 

that the gender pays gap to be smaller between single men and women and larger between married 

men and women. Thereby how family responsibilities limit female labor force participation and 

earnings is a matter. The third factor is female time out of the workforce. Females take more career 

breaks than men usually on the family responsibilities and at the time of returning, they lose the 

opportunities for promotions and advanced pay. The fourth factor is Education. Livanosand 

Pouliakas (2012), has identified that gender segregation related to education is a part of the gender 

wage gap.  Even though females have surpassed men in being graduated in many territories and 

they are more advancing into the science, technology, engineering, and mathematics (STEM) 

disciplines but they are still lag behind men in STEM areas that are associated with higher paid 

jobs because they are traditionally male-dominated. The fifth factor is feminized jobs. The main 

cause for this is the occupational gender stereotyping for women and creating “female jobs” and 

feminized occupations and industries tend to be paired lesser than the occupations and industries 

dominated by men. Further Tomaskovic, Devey, and Skaggs (2002) relate gender segregation to 

the gender wage gap. Levanon et al. (2009) draw the view that gender segregation and the gender 

wage gap are causally related by two sociological processes called devaluation and queuing. As 

per them, there is evidence of devaluation (valuing the work of females less) but no much evidence 

on queuing (employers preferring to hire males).  The last reason for the gender gap is denoted by 

some vague or unaccounted factors such as the beliefs the jobs are involved by females are less 

valued than men’s, the issues of job evaluation, etc. (ILO, 2019). 

 

To raise Female Voice, Management Representation, and to address the gender pay gap world 

bank (2015) highlights the importance of improving regulation to worker’s protection with a 

gender scope through positive social norms female role models, or mentorship programs. 

Moreover, the 5R framework (ILO,2018) is talking about Representation, social dialogue, and 

collective bargaining for care workers. Accordingly, the key policy measures are highlighted as 

ensure women’s full and effective participation and equal opportunities for leadership at all levels 

of decision-making in political, economic, and public life, promote freedom of association for care 

workers and employers, promote social dialogue and strengthen the right to collective bargaining 

in care sectors and promote the building of alliances between trade unions representing care 

workers and civil society organizations representing care recipients and unpaid care workers.  
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Best Practices- Female Voice, Management Representation and Gender pay gap 

 

• Regulation to worker’s protection, representation, social dialogue, and collective 

bargaining for care workers 

• Identifying female voice representatives and channel 

• Opportunities for business networks and joining unions or professional associations.  

• Paid employment and access to assets (land, property, finance) and social assets (ex; 

health and education)  

• Promoting female business leaders or through unions or professional associations and 

developing KPIs (key performance indicators for the percentages of female 

representation at work) 

• KPIs should be developed for non-managerial females as well (executives, Professionals, 

and Support staff). 

• Identifying lower-paid occupations and sectors for females and addressing wage gaps 

• Developing opportunities for re-enter employment after having a child and adjust career 

paths 

• Flexi work options through -working shorter hours, work from home, remote work 

options, compressed workweeks, etc. 

 

 

2.5.7 Culture and Gender Norms 

 

The empirical literature suggests that culture and gender norms are some of the main drivers of 

female labor force participation and norms are persistent, culturally specific, and passed down 

from one generation to another (Fernandez et al., 2004; Fernandez and Fogli, 2009), but they can 

be changed over time (Fernandez, 2013).  

 

Ilkkaracan (1998) and Dedeoglu (2010) have argued that traditional gender roles, ascribe women 

as mothers and housewives and men as the breadwinner and thereby a fundamental impact on 

women`s non-participation in the labor markets is derived. While economic opportunities and 

endowments are supportive of gender equality, social norms create barriers to success. So, 

therefore, these norms draw a certain picture on the power relationships in societies and they 

impose restrictions on women’s mobility and network. This also turns into discriminatory 

legislation and practices too (Klugman 2014, World Bank 2011). Gunduz-Hosgor and Smits 

(2006) have developed an index on gender roles and cultural values and checked some statements 

with women and received their agreement and disagreement. Some of the statements checked are; 

“important decisions should be made by men”, “men are wiser than women”, “women should not 

argue with men”, “it is better for a male child than for a male child to have education” and so on. 

By including this index in their multivariate analysis, they find that women with more traditional 

values are less likely to be informal work. In another study, conducted in Pakistan, Adeel et al. 

(2016) have identified that social norms constrain women to avoid interaction with men in public 

spaces, women conduct far fewer trips outside the home for work than men. Furthermore, when 

women do travel, the distance is much shorter. Moreover, in India, men openly state that they do 

not want their wives to work for pay outside the home (Field et al., 2016). The situation in Pakistan 

is also similar, a large percentage of women do not work outside the home and their husbands and 

fathers control their decision on working outside (Field and Vyborny, 2016).  



 

68 
 

 

In addressing the challenge Bernhardt et al (2018) have investigated the extent to which women 

versus their husbands' support for female labor predicts actual employment decisions. This shows 

the importance of looking at the gender asymmetries in the perceived social costs associated with 

female work. Husband’s beliefs about women’s work and the wife’s perception of her husband’s 

beliefs are stronger predictors of the wife’s employment than the woman’s own beliefs. In the 

Saudi Arabian context, the custom of guardianship men dictates their wives’ labor supply decision, 

and Bursztyn et al (2018) provide evidence on the misperception of social norms is a source of 

labor market frictions and therefore correcting normative beliefs may lead to positive employment 

outcomes for women. Equalitarian norms are positively related to FLFP. Moreover, females should 

also develop self-confidence in their ability to join the labor force. Fernandez et al. (2009) draw 

attention to the growing presence of a new type of man, one brought up in a family in which the 

mother worked, which has been a significant factor in the increase in female labor force 

participation over time. Similarly, Olivetti et al (2016) show that mothers and other female role 

models play an important role in female labor supply decisions.  

 

In addressing this matter changing family members’’ perception towards females joining the work 

is more significant. There the perception of husband, mother, and father is highlighted and at the 

same time, females should develop self-esteem and confidence in their choice of joining the labor 

force. Sharing success stories, mentorship, attitude changing training and general social awareness 

on the value of joining females to work should be addressed with the right promotion and social 

dialog is important here. 

 

 

Best Practices- Culture and Gender Norms 

 

• Training and awareness for the society targeting households (family members) on the value 

of female labor force participation and its benefits 

• Training and support for females to develop self-esteem and confidence on their career 

choice through sharing success stories, mentorship, attitude changing training, and general 

social awareness) 

•  Initiating right social dialog through marketing and promotion campaigns 

 

2.5.8 Safety & Mobility 
 

The culture and associated norms have been a reason for females to get limited freedom for 

mobility and thereby they experience various impediments for schooling, working, and having a 

sort of public life for essential services and enjoyment of cultural and recreational opportunities 

(UN Women, 2019). As per Chapman and Mishra (2019), in countries like India, the perception 

of danger bolsters social norms that restrict women’s mobility and freedom. The majority of Indian 

women need permission from their husbands or other family members to even visit a health center. 

Women experience cities differently and, unlike men, they have to work out safety strategies to 

negotiate public spaces at all times of day (Jagori and UN Women, 2011). One reason behind those 

travel impediments for females is the concern for their safety (Chapman and Mishra, 2019).  
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The term safety is included fear of sexual violence in streets, in and around public transportation, 

schools, workplaces, and other public and private spaces, etc. This mobility limitation affects 

women’s labor supply. Looking at to what extent these mobility constraints are binding in 

inhibiting entry into the labor market has not been widely empirically documented (Borker, 2017). 

In many developing countries, safety concerns and limited access to transport reduce the 

probability of women participating in the labor market by 16.5%, with serious consequences on 

the economy: the global GDP could grow by an additional $5.8 trillion if the gender gap in male 

and female labor force participation is decreased by 25% by 2025 (ILO WESO Report, 2017). 

 

Looking at the opportunities to address the above challenge, the world bank (2015) has highlighted 

the need of improving regulation to worker’s protection with a gender scope at work and the adding 

positive social norms with the usage of female role models, mentorship programs, and increasing 

safety in mobility for women. Especially in addressing female safety concerns, countries such as 

Brazil, Egypt, India, Japan, and Mexico have offered women-only transport options or women-

only carriages on trains and cabs specifically for women which are driven by women. Borker 

(2017) builds has determined travel safety with the safer route to travel even with extra payment 

in the Indian context.  

 

Best Practices- Safety & Mobility 

• Improving regulation to worker’s protection with a gender scope at work  

• Adding positive social norms to the work culture with the usage of female role models, 

mentorship programs, and increasing safety in mobility for women.  

• Assigning responsibility of female protective work culture on men 

• Women-only transport options or women-only carriages on trains and cabs with women 

drivers 

• Regulating employee disciplinary management with women safety 

 

2.5.9 Income Shocks 
 

The traditional gender norms identify the male as the breadwinner and the female as the one who 

is responsible for all household activities and child and elderly care. In that case, if the traditional 

wage owner has the threat of losing his income or wage, that uncertainty creates an income shock 

and at the same time, higher earnings of male partners and the consolidation of social safety nets 

can pressurize women for not joining the labor force. The strength of the phenomena is dependent 

on the factors, such as the availability of alternative strategies to cope with negative income shocks 

such as unemployment insurance (Pimkina & Flor, 2020), personal wealth, etc. Similarly, Garcia-

Perez and Rendon (2020) find that alternative the labor decisions of married couples due to a 

reassignment of the breadwinner role from men to women. Further their results establish the added 

worker effect that is the result of rising individual non-employment transfers that increase workers' 

non-employment and wages but have the opposite effect on their spouses and the added worker 

effect is robust to having more children and more education in the household and does not just 

result as a composition of heterogeneous individuals. Moreover, Martinoty (2015) has also 

identified the impact of husbands’ labor situation on the decision of their wives’ participation. to 

conclude, if there is any income shock experienced by the family’s breadwinner or the male or the 

husband, the wife has more opportunity to join the labor force. 
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As a major solution for the situation insurance schemes have been identified in the literature and 

but in developing economies the income effect may be larger because of the lack of unemployment 

insurance benefits. In addition, given the importance of the informal sector in the countries of the 

region, entry and exit barriers in the labor market are relatively low, which facilitates changes in 

female participation (Basu et al., 2014; Maloney, 2004). So, therefore, to attract females to the 

workforce introducing distressed family loans in the case of husband’s injury or disability, 

insurance coverages for the same, and a high level of benefits for females as well as fixed 

employment contractual terms may play a great role as exit barriers. 

 

Best Practices- Income Shocks 

• Introducing insurance schemes on unemployment 

• imposing high exit barriers for females  

• Schemes to support for women at husbands’ injury or disability through distressed 

family loans  

• Fixed employment contractual terms with exit barriers 

 

2.5.10 Labor Demand 
 

Increasing the labor demand can boost the labor attraction for industries and also female 

employment. labor demand can be stimulated by two main aspects (i) macroeconomic policies that 

lead to increased employment demand through public work, quotas, or sectoral shifts; (ii) and firm-

level policies affecting the costs and incentives to hire women. (Pimkina & Flor, 2020). 

 

Looking at the macroeconomic policies, the state or government or national level initiatives can 

be considered such as developing public work programs, graduate schemes, etc. and here females 

can be mainly targeted. Moreover, these programs encourage fresh graduates or school leavers 

those who are low-skilled and have no prior work experience. In this journey, both the public and 

private sectors should get together. In offering new job opportunities, businesses expect skilled 

workers, and the governments should create necessary education training and development 

programs to fulfill the market demand. Through the government policies' economic potential, 

business expansion and social cohesion can be stimulated at the local level. At the same time, the 

national policies should be sufficiently flexible and adjustable and necessary local level 

stakeholders should be integrated through the policy in maximizing employment opportunities and 

helping to tackle inequalities and social exclusion in their communities. (OECD, 2014). Moreover, 

policymakers should support the process by making available the technology and capital, 

affordable premises, and start-up financing, while promoting networking between firms while 

linking the local value chains (ILO, 2007; Herr and Muzira, 2009). For example, in India, National 

Rural Employment Guarantee Act (NREGA) has been executed and has a positive impact on labor 

force participation and wages and especially on female employments Azam (2012). Considering 

another example, in Bangladesh, main economic reforms have been developed in the export-

oriented garment industry during the decade of 1980. A study conducted related to the apparel 

industry performance in Bangladesh has identified that females’ norm working outside has been 

improved by the industry stimulus (Heath and Mobarak, 2015). Similar results can be found in 

Indonesia as well. 
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In addressing the situation at the national level, economic reforms, training, and skill development 

programs, and job offering programs can be designed and executed with the long-run perspective 

with both public and private collaboration. Moreover, establishing policies on equal employment 

opportunity between men and women would be an engine for higher female labor force 

participation. Further, the necessary legislative changes on fertility and maternity service 

improvements, minimum salary recommendations to minimize gender pay gap, working hours’ 

identification, females working facilities, health and safety of females, work-family balancing 

flexibilities, and such should be addressed and improved. Further by the World Bank Group 

(2015), lifting internal constraints (Recruitment campaigns on opportunities/increase women 

bargaining power/Instituting less competitive environments in the workplace/support female 

entrepreneurs to migrate to male-dominated sectors) and improving employer demand-side factors 

(informational asymmetries between women and employers/job referral and targeted recruitment 

of women for new industries /Governmental labor policies- mandated maternity leave) have been 

stressed. 

 

And at the institutional level,  Simpson and   Holley  (2001) have drawn attention to the 

Characteristics of the organization Performance pressures, Long hours, Work in the evening, 

Customer focus, Workload, Team working, Autonomy, Communication up and down the 

organization, Flexible hours, Motivation, Promotional prospects, Loyalty to company,  Job 

security,  Working from home, Health Problems, stress, low morale, reduced productivity, 

problems with the relationship with the partner, problems with the relationship with children,  

childcare problems and reduced social time. 

 

Best Practices- Labor Demand  

1. Nation level 

• Initiating national level, economic reforms, training and skill development programs, and 

job offering programs targeting females with both public and private collaboration.  

• Establishing females’ favorable policies on equal employment opportunity between men 

and women  

• Support legislative changes on fertility and maternity service improvements, minimum 

salary recommendations to minimize gender pay gap, working hours’ identification, 

females working facilities, health and safety of females, work-family balancing 

flexibilities, and such  

• National recruitment campaigns on opportunities, to increase women bargaining power, 

institute less competitive environments in the workplace, support female entrepreneurs to 

migrate to male-dominated sectors 

• Improving employer demand-side factors through informational asymmetries between 

women and employers, job referral and targeted recruitment of women for new industries 

Governmental labor policies and mandated maternity leave 

 

2. Institutional level (Restructuring organizational culture) 

• Changing favorable characteristics of the organization Performance pressures  

• Favorable work arrangements for long hours / Work in the evening / Customer focus / 

Workload management / Team working / assigning Autonomy / Communication / 

Flexible hours 

• Enhance female employee motivation through Promotional prospects and benefits 

https://www.emerald.com/insight/search?q=Ruth%20Simpson
https://www.emerald.com/insight/search?q=Debbie%20Holley
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• Enhancing Job security through extended age for work, re-joining options, and get breaks 

when required 

• Addressing Health Problems including family  

• Support for stress management and uplifting morale through counseling and coaching 

 

2.5. 11 Violence, Discrimination at Workplace 
 

Gender-Based Violence (GBV), or violence against women in the workplace is a 

major phenomenon when identifying the reasons for the gender gap in the world of work. It is an 

umbrella term for any harmful act that is committed against a person's will, and that is based on 

socially attributed gender differences between males and females” (Klugman et al., 2014). GBV 

encompasses the most common and potential forms of workplace violence against women on 

incivility, bullying, and sexual harassment (Latcheva, 2017). 

 

Workplace incivility is identified as a subtle form of negative interpersonal behavior characterized 

by rudeness and disrespect (Cortina, 2001; Andersson & Pearson, 1999). It also infers rude speech 

or behavior, impoliteness, bad manners, and inappropriateness (Hershcovis, 2011). Workplace 

incivility is initiated by individuals such as coworkers/colleagues, clients or supervisors who 

exhibit rude behaviors towards him or her as per the view of the victims. Women are more likely 

to experience uncivil behaviors such as rude and discourteous comments, and men are the primary 

perpetrators of workplace incivility (Andersson, 1999; Loi,2015; Chui & Dietz, 2014). Uncivil 

behaviors at the workplace include receiving a commendation for others' endeavors, peddling 

unverified reports about coworkers, nonchalant attitude towards collective tasks, sending 

unwanted emails to colleagues (Pearson et al., 2005: Porath & Pearson, 2012). 

 

The other aspect of gender-based violence is Workplace Bullying (WPB). There are specific 

organizational and cultural climes that affect WPB. Inside the organization, the level of power 

distance, uncertainty avoidance, fear of employee to express disagreement, paternal power, the 

overall decision-making process (Vega & Comer, 2005), organizational culture and climate 

(Spector, 2007), working conditions, and job design (Notelaers, Witte & Einarsen, 2010), 

leadership (Einarsen, Aasland & Skogstad, 2007), role conflict and role ambiguity (Baillien, 2009) 

and such factors drive the level of Bullying. Moreover, the communities characterized by high 

power distance and low in uncertainty avoidance support the occurrence of workplace bullying as 

identified by Akella (2016). 

 

The next aspect of GBV occurs with workplace harassment which is characterized by gender or 

sex lines (Pina, Gannon & Saunders, 2009). Women are more likely to experience sexual 

harassment in life compared to men (Friborg, Hansen & Aldrich, 2017; Reuter et al., 2020; 

McDonald, 2012). As per Fitzgerald, there are three (03) dimensions of sexual harassment as 

gender harassment, unwanted sexual attention, and sexual attention. Gender harassment included 

verbal and non-verbal behaviors which portray abusive, unfriendly, or undignified attitudes 

towards women. The purpose of it is not sexual intercourse but poor attitudes that foster hatred of 

women. When it comes to unwanted sexual attention, it reinforces sexual advances as perceived 

by the victims in ways as offensive, unwanted, and unrequited. Such includes requests for dates, 

letters, phone calls, touching, grabbing, and other sexual assaults forms. Sexual coercion highlights 

the request for sexual favors as compensation for job rewards or prospects. 
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Accordingly, workplace incivility, bullying, and sexual harassment have been major barriers for 

females to continue the job as well as the information on the workplace harassment spread in the 

society makes it difficult to attract potential candidates to the industries. 

To address the phenomena Agbaje et al., (2021), establishing assessment tools to identify and 

address workplace violence is the key. That can be done by some of the survey Workplace 

Incivility Scale (WIS) developed by Cortina et al. (Cortina et al., 2001), Negative Acts 

Questionnaire-Revised (NAQ-R) is the most used scale to evaluate workplace bullying (Nielsen 

et al., 2010; Karatza et al., 2016; SC et al.,2017; Bernotaite & Malinauskiene, 2017) and Sexual 

Experiences Questionnaire-SEQ (Fitzgerald et al., 1995).  

 

Further Relationships skills strengthened Empowerment of women Services can be used to ensure 

poverty reduced Environments which made safe child and adolescent abuse prevented 

Transformed attitudes, beliefs and norms (WHO, 2019). moreover, Alice Allan (2019) has 

identified several steps in managing workplace harassment and violence as; Commit to Gender 

Equality and Diversity Across the Workplace, Protect Employees With Supportive Policies and 

Procedures, Collaborate and Campaign Beyond the Immediate Workplace and be Accountable and 

Monitor Action. 

 

Best Practices- Violence, Discrimination at Workplace 

• Establishing mechanisms to identify Workplace Incivility bullying and sexual harassment 

• Enhance awareness 

• Establishing policies in managing workplace harassment through disciplinary management 

• Develop social dialog and demonstrating leadership on the Commitment to Gender 

Equality and Diversity Across the Workplace 

• Frequent training and awareness on Violence, Discrimination at Workplace 

 

2.6 National Experience 

 

The process of acquiring knowledge, skill from a specific task with practical contact and 

observation of facts or assigned tasks over a while is generally referred to as experience. The 

national experience is somewhat of quite a significance when it comes to the decision-making 

layer at the national level. The experience of featuring roles of women in the field of Logistics and 

Transportation in Sri Lanka, some of the main roles who are in decision-making level of various 

departments in the Transport and Logistics sector were peer-interviewed. The Focus group 

discussion tool is primarily be focused to acquire information from the experts. The participants 

of the focus group consisted of all three layers of management which is the upper level, middle 

level, and subordinate level to make it a substantially representative and fruitful sample.  

 

The national experience primarily is focused on the area of Professional Development of Women, 

Career path Development, Emotional intelligence Performance management, Job stagnation, and 

Ethical behavior and malpractices in the sector. The paradigm shift is a major change in the 

perceptions and practices of how something works or is accomplished. Considering the facts of 

national experiences, it is much required a phycological change in the perception or the practices 

to enhance the envelopment and to engage women actively with the transport and logistics sector. 

Following points of national experiences are considered as a base fact to establish a paradigm shift 

https://ssir.org/articles/entry/how_businesses_can_take_the_lead_in_combatting_gender_based_violence#bio-footer
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in the various disciplines of the sector to be more affluent women participation in the Transport 

and Logistics sector.  

 

2.6.1 Tapping the Born Talent 

 

Talent is the special natural ability someone has, to do something well than others. A successful 

career path can only be developed once the hidden and born talents are specifically identified at 

the beginning of someone's career. Discovering natural talents can be quite difficult and finding 

the career path which can get the use of talent may be rather difficult with the economic condition 

of a country like Sri Lanka. In Sri Lanka, people face enormous hardships and must struggle to 

ensure their family’s economic survival and especially employment conditions of women have 

mentally and physically deteriorated during the last two decades because of increased living costs 

and standard of living which pushed women into a corner and it leads to hampering the born and 

natural talent of them.  

 

2.6.2 Foresting Career today 

 

A career can be defined as a person's progress within an occupation or series of occupations, and 

it also includes the progress of the tasks through their life, growth and personal development 

primarily be dependent on the tertiary education, professional development, and experience that a 

particular employee gets during history her tenure. Forecasting a career path at the begging may 

be somewhat difficult perhaps many not be able to be visioned. Hence proper guidance and 

adequate information are required to help such apprentices identify their career path at the initial 

stages of their life. A clear-cut career path has been driven in the public sector nonetheless it is 

vague in the private sector. A distinct career path is an important aspect of a retention plan in the 

transport and logistics sector, along with coaching and constant mentoring of employees would 

lead to high performance and proven track records.  

 

The vital points of the discussion also proved career conversations are rarely tracked or fed into 

succession plans of women and most female superiors and managers vehemently admitted that 

their organization does not have a formal process for recording and tracking the long-term career 

goals of the employees, especially in women workforce. Hence allotting female employees to 

develop their career path at the initial stages (Apprentice stage) are vital to attack and increase the 

female participant in the Logistics and the Transport Sector.    

 

2.6.3 Changing the gear of career path 

 

Choice of occupation is an important decision in young female job seekers in any country.  a 

country like Sri Lanka which still has the traditional culture and with a narrow-minded thinking 

pattern, the initial job selection or career path identification may take considerable time to ensure 

that the personality is compatible with the career choice. It is extremely important and if you do 

not invest the time, in the beginning, to figure out what makes you happy and keeps you motivated 

every day; you could be disconsolate and exhausted in the future. Frequent changes in the job 

selection and career selection would severely be affected the standard of living of women.  
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2.6.4 Vacuum in the Continuous Professional Development 

 

Everyone employee has some sort of significant expected goal or aspiration to achieve in the 

future. Continuous Professional Development (CPD), is the ongoing process of developing, 

maintaining, and documenting professional skills. These skills may be gained formally, through 

courses or training, or informally, on the job, or by watching others. Many organizations have 

training or development plans, focus group participants vehemently argued that most of the 

professional development training, workshops, field visits, and continuous development programs 

are available for women. Organizations believe that men are valued more than women due to 

various reasons, and perhaps women are reluctant to change the gear and think out of the box may 

be one of the main reasons to not get the chance in the professional development programs in the 

sector.  

2.6.5 Emotional Intelligence Management 

 

Emotional intelligence refers to the ability to identify and manage one’s own emotions, as well as 

the emotions of third parties. Being too emotional seems to be more of an issue for women, as 

compared with men resulting in them being called “weak” and “unprofessional” individuals at 

work. Women are being more “emotionally unstable”, perceived to be often going into fits of 

anger, sadness, despair, or jealousy more frequently than men and sometimes being “unreasonably 

moody” or “exceptionally emotional during the time of the month. 

 

2.6.6 Multi-Tasking Jobs (Family and Work-Life Balance) 

 

Work-life balance is the relationship between employee work and the other important things in 

someone’s life. Since the mother’s responsibility and the role in household activities are 

comparatively higher than the fathers in all aspects related to the household and family, while 

working and Paying attention to the household tasks are somewhat pretty difficult. The logistics 

and transport sector are not limited to 8 to 5 working periods, women working after office hours 

or working shift basis would curtail the family responsibilities and at the same time, women could 

not uphold the additional responsibilities of the employer assigned, which may lead to distracting 

the relationship with employer and employee.  

 

2.6.7 Male Centric Decision Making 

 

Out of the many aspects that can influence decision-making, one of the major factors is gender. 

The logistics and transportation sector are a highly male-dominated industry in Sri Lanka. This is 

a common factor in South Asia.  Most of the decisions come from the male dominant society. 

Traditionally men believe, they are stronger than women in decision making and therefore women 

get fewer chances to represent the upper management of an entity. On the other hand, a male-

dominant society would not create a platform for women to enter into the decision-making layer 

and represent the managerial category since males do not prefer to work under the direction of 

women.  
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2.6.8 Superior Centric Control and Performance Management 

 

Performance Management is an ongoing process of communication between an employer and an 

employee that occurs throughout the year, and it determines how far and how well the employee 

has performed for a certain period. The majority of the entities are Boss Centric environments; the 

Performances are being evaluated based on the relationship and the network of the respective 

employee built. Hence women get significantly less attracted to the Logistics and Transport sector 

since they believe that talent and capacity are somewhat just factors that are not taken into 

consideration. Therefore, performance management is a crucial management technique that can 

attract and retain effective employees for the betterment of the firm. This would positively affect 

females as they believe that they are Financially, Economically, and emotionally protected as long 

as they entrust their talents.   

 

2.6.9 Social Norms and Network Building Issues 

 

Social norms are the unwritten rules of beliefs, attitudes, and behaviors that are considered 

acceptable in a particular social group or culture. Building networks and fostering camaraderie 

among folks are very important especially in the Logistics and Transport sector as the sector is 

connected with other liner industries. Generally, Network building up sessions, get-togethers, 

fellowship dinners, dinners out many functions are taking place after working hours. Females are 

reluctant to accept those invitations Whilst household responsibilities are standing on their 

shoulders as women need to play another role in the household. Hence social norms are going to 

be a barrier for the women to build their network and perhaps this would create a platform for men 

to take advantage out of it. 

 

2.6.10 Standards of ethical behavior, lowers corruption and fever malpractices 

would lead to women labor demand 

 

Undoubtedly, people believe that women’s leadership and control of the administration of a firm 

create fewer corruption and fewer malpractices. which creates a positive point for women to enter 

the decision-making role of any sector. Researchers have found that women tend to have a distinct 

leadership style that shapes how they run their teams which are called the transformational 

leadership style which leads women to enter top roles in the job market. Hence women in Logistics 

and Transport, have a visible chance to be appointed and represent in the decision-making layer of 

a firm. 

  

2.6.11 Paradigm Shift 

 

Considering the focused factors and the views of the expertise, it is required to be highlighted that 

the traditional thinking pattern of Sri Lankan culture is a barrier in terms of the gender gap in the 

logistics and transport sector. Therefore, there must be a psychological change in both men and 

women especially in the workforce, which directs Sri Lanka for an Industrial Revolution. Social 

norms of women with the ethics, standards, and behaviors also should be guided for the betterment 

of the women. Minimizing obstacles and showing a helping hand would create a new avenue to 

increase women's participation in the sector and it always builds the confidence among the women 

that they are covered with adequate protection. Hence considering the above factors, it is much 
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required to create a vox populi among the population and lobbying policy concerns and create a 

fruitful discussion on women’s contribution in the logistics and transport sector to be more 

affluent.  

 

Unconventional policies to cope with internal and external shocks, hence it is much required all 

the linear policies to be Integrated and create a platform for women to participate actively in the 

logistics and transport sector. These integrated policies need to have a parallel connection with 

education, Tertiary education, labor laws, corporate policies, Social Norms and codes, Industry 

best practices, international conventions, commonly accepted labor practices and emotional 

intelligence codes and ethics are also important to be considered as a source base for an integrated 

policy to be implemented.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

78 
 

CHAPTER THREE 

METHODOLOGY 

 

3.0 Introduction 
 

This chapter of the study is on the overall approach to the research process, information on the 

population, sample and the sampling technique, types of data being collected, data collection tools 

and plan, hypothesis, conceptual frame work, operationalization and method of analysis. The 

methodology can be defined as a set of many unified methods where each method is applied to 

engage in a specific situation and therfore a methodology is considered to be the sum of all methods 

and the related understanding that specific situation  (Joslin & Muller, 2015). The aim of the 

current study is to develop an integrated national policy while framing the national interest in order 

to heighten the female work force participation in the transport and logistics industry.  

   

3.1 Research Design 
 

The purpose of the research design is to develop a specific framework for the study. To determine 

the basics relevant to the current study, Sekaran and Bougie’s research guide (2016) has been 

referred.  In determining the philosophical state of the research, pragmatism is chosen as it stands 

with practical, applied research where different viewpoints on research and the subject under study 

are helpful in solving a (business) problem. Pragmatism describes research as a process where 

concepts and meanings (theory) are generalizations of our past actions and experiences, and of 

interactions we have had with our environment. The research approach used is mixed method 

which focuses on collecting, analyzing, and mixing both quantitative and qualitative data in a 

single study or series of studies and it allows clear presentation to permit the reader to sort out 

some different components. A strategy is a plan for achieving a certain goal (Sekaran and Bougie, 

2016). A survey is a system for collecting information from or about people to describe, compare, 

or explain their knowledge, attitudes, and behavior (Fink, 2003). In the current study, survey 

research strategy has been used to collect primary data from employees who are involved in 

transport and logistics industry, Sri Lanka. Quantitative data has been collected by administering 

a structured questionnaire in order to determine the relationships among variables and therefore, 

the study belongs to explanatory type research in nature. Further interviews and focus group 

discussions have been conducted in order to gain specific industry insights in females labour force 

participation. The unit of analysis in the current study is the females attached to the transport and 

logistics industry, Sri Lanka and the referred time horizon is cross-sectional. 

 

3.2 Conceptual Framework 
 

The theoretical framework demonstrates the basic beliefs on conducting the study on how certain 

phenomena is related to each other and an clarification of why those these variables are associated 

with each other based on a theory. As per the liturature review conducted , prominent factors 

affecting for female labour force participation have been identified in multiple aspects and they 

have been the independent variables in the study and the dependent variable is the perceived female 

labour force particiaption rate in the transport and logictics industry in sri Lanka. For instance, 

labor force participation can be moderated by host country policies (Kesler 2018). Accordingly in 

the current study, the direct relationship batween independent variables and the dependent variable 
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is moderated by the level of policy implication and the policy availability. In figure 3.1 the 

conceptual framework of the study is shown. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3.1: Conceptual framework. 

Source: Authors Developed  

 

The individual variables in the conceptual framework have been included in multiple aspects in 

order to develop a comprehensive as well as very practical policy concerns. They include 

characteristics of gender gap, nature and characteristics of women participation in logistics and 

transport sector, the opportunities and challenges of women workforce in the transport and 

logistics sector, best practices and national experiences, methods and initiatives to promote gender 

inclusiveness in the transport and logistics sector and linear and parallel policy concerns and policy 

suggestions. 

 

By referring demographic characteristics such as age, gender, educational qualifications, Family 

structure, intentional career choice and etc., the characteristics of gender gap (ILOSTAT, 2020; 

EC, 2018; Svetlana & Luciana, 2020) have been identified. As per the literature review, there have 

been ten major challenges that prevent or limit females to join the workforce identified as; gender 

stereotypes and family structure and time endowment for responsibilities; skills and education; 

financial literacy, financial access and capital constrains; networks, social capital and internal 

constrains; female voice, management representation and gender pay gap; culture and gender 

norms; safety and mobility; income shocks; labor demand and violence, discrimination at 

workplace (EC, 2018; .  
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The national experience was investigated on the same area through focus group discussions and 

accordingly, child care related challenges, lack of information on career prospects and industry 

opportunities, inadequate career and professional development and guidance, lack of female 

personality, self-esteem and self-confidence to accept and achieve industry opportunities, family 

work life balancing related issues,  male centric decision making style, performance culture 

management, favoritism, positive social norms and network building issues and ethical issues have 

been identified locally as challenges with the light of past studies from McKinsey (2018), Light 

and Ureta (1992),  Gayle and Golan (2012), Shen et al. (2016), Ehrenberg and Smith (2012), Trako 

(2016), ILO (2019), Atkinson and Messy (2012) and etc. 

 

The best practices derived from the literature review includes support for child childcare, elderly 

care and fertility services expansions; improving education in the STEM streams (Science, 

Technology, Engineering and Mathematics), vocational training expansion and soft skills 

development; improving financial literacy, removing capital constraints and women 

entrepreneurship development, more opportunities for effective networking and social capital 

development, improving opportunities for female voice and involvement, more female 

contribution for managerial and non-managerial job positions and introduction female specific 

flexi working options; training and awareness to reduce culture barriers for female labour force 

participation, establish positive social dialog and to boost self-confidence and self-esteem among 

females; improving regulation to female workers’ protection and safety; counter practices for 

females to respond for income shocks; creating violence and discrimination free work 

environment; and the national and institutional level support to execute all possible female 

favorable motivations at work places through policy making and implication. 

 

The methods and initiatives to promote gender inclusiveness in the transport and logistics sector 

have been identified based on the 5R Framework for Decent Care Work (ILO, 2019), World 

Employment Social Outlook (2017), Christine & Sunha (2020), EC (2018) and such prominent 

past work on the gender inclusiveness and mainly the tools and the initiatives addressed in the 

study have been policy development, social dialog, industry associations, advertising campaigns 

and etc. 

 

Thus, to promote gender inclusiveness in the transport and logistics sector in Sri Lanka, the linear 

and parallel policy concerns and policy suggestions may refer mainly feminine career promotion 

in the society, training and development, networking and social capital development, work family 

balancing, female voice and involvement, transparency in performance management and female 

safety. 

The comprehensive independent variables have been developed as per above concerns and with 

the right policy concerns and future implications, female labour force participation rate in the LT 

industry is perceived to be improved. 

 

3.3 Population, Sampling and Data Collection 
 

The population refers to the whole group of people, events, or things of interest that the researcher 

wishes to investigate. It is the group of people, events, or things of interest for which the researcher 

wants to make inferences. (Sekaran and Bougie, 2016). The female employees those who are 

currently joined in the transport and logistics in Sri Lanka have been the population in the study. 
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According to the department and census and statistics, Sri Lanka (04th quarter ,2020), female 

representation amount in the industry has been 11,278 and that is the total number of individuals 

included for the population in the study. Form the above population, several focus group 

discussions have been conducted at several times with ten females in the LT sector who are in 

senior and middle management levels. The discussions have been conducted mainly on the 

challenges, opportunities and policy implications on female LFP in LT sector. Accordingly, the 

conclusions have been derived for policy implication.  

 

3.4 Delimitations of the study 

 

The study is focused on minimizing the gender gap in the transport and logistics sector in Sri 

Lanka. The key delimitation of the study was raised mainly by paying specific attention to the 

female labor force behavior in the sector and thereby in-depth attention on the male labor force 

participation in the industry is not specifically examined. further, concerning the industry’s issues, 

only the gender gap is looked at and examined and the situation in other sectors or industries is not 

much considered. Further, the female participation level, issues, challenges, and bridging strategies 

are specifically examined in the ESCAP region thereby the other regions in the world have been 

ignored. In the UN ESCAP region also, there are 53 members and 09 associate members. Out of 

them, specific attention is given only to few elected countries especially in the Asian continent. 

 

Moreover, the study is condensed to the geographical limitation of UNESCAP region countries 

and it is further curtailed by the scope of the study which is focused on the gender gap issues in 

the logistics and transport sector. The data collection methods are limited to the for the focused 

group discussions due to the social distance practices implemented due to the Covid-19 Pandemic. 

Moreover, for the study, the females employed in the logistics and transport sector have been 

randomly selected and no specific subgroups were selected such as referring age, household 

patterns, etc. The population and the sample drawing method are further drawing the demarcation 

of the study and the third chapter is extensive highlights the exact boundaries and limitations of 

the study. 

 

Subsequently, the study secondary data has been mainly extracted by the publications released by 

the International Labor Organization (ILO), United Nation Reports (UN), World Bank Reports, 

and the National Labor Force surveys and reports. Nonetheless, the available data has not been 

equally represented in each country perhaps in the region. 

 

The population refers to the whole group of people, events, or things of interest that the researcher 

wishes to investigate. It is the group of people, events, or things of interest for which the researcher 

wants to make inferences. (Sekaran and Bougie, 2016). The female employees those who are 

currently joined in the transport and logistics in Sri Lanka have been the population in the study. 

According to the department and census and statistics, Sri Lanka (04th quarter ,2020), female 

representation amount in the industry has been 11,278 and that is the total number of individuals 

included for the population in the study. From the above population, several focus group 

discussions have been conducted at several times with ten females in the LT sector who are in 

senior and middle management levels. The discussions have been conducted mainly on the 

challenges, opportunities and policy implications on female LFP in LT sector. Accordingly, the 

conclusions have been derived for policy implication. Other than that, a desk review has been 
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conducted by referring more than fifty documents or sources locally and internationally to identify 

both information gaps and the nature of gender gap in the world context and in Sri Lanka. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

83 
 

CHAPTER FOUR 

RESULTS AND POLICY CONCERNS 

The women labor force participation rate in the work force in Sri Lanka is around 33.7 percent 

while 66.3 percent male dominant participation is experienced in the 04th quarter 2020 drawing a 

clear gender gap with less female participation. The female participation in the transport and 

logistics sector in Sri Lanka is approximately figured as 03 percent while it is 17.3 percent illustrate 

as a global benchmark. Hence setting up an initially target of bridging the gap in transport and 

logistics sector, the study has been primarily focused on identifying the possible policy concerns 

and to create an integrated policy to be implemented in the logistics and transport sector in order 

to make more sustainable industry for women. The subordinate objectives of the study are to assess 

the opportunities and challenges of Women workforce in the Transport and Logistics sector, at the 

same time Identifying the best practices and national experiences to mainstream gender issues and 

to promote gender inclusiveness in the transport and logistics sector are the parallel subordinate 

objectives of the study. 

 

In achieving the aim of the study, both primary and secondary data gathered and used in the study 

and from the past literature sources mainly ten key challenges which halt the women participation 

in the transport and logistics sector were identified such as gender stereotypes and family structure 

and time endowment for responsibilities; Skills and Education; Financial Literacy, Financial 

access and Capital Constrains; Networks and Social Capital related issues; Female Voice, 

Management Representation and Gender pay gap; Culture and Gender Norms; Safety and Mobility 

issues; Family Income Shocks; Labor Demand in macroeconomic and institutional perspectives 

and finally violence, Discrimination at Workplace related issues. 

 

5.1 Key Findings 
 

The expert views on the strength of the above challenges are presented as follows; 

 

Challenge Expert 

Group A 

Expert 

Group B 

Expert 

Group C 

Common 

Congruence 

1. Gender stereotypes and 

family structure and time 

endowment for 

responsibilities 

Major (03) Major (03) Major (03) A Major 

Issue 

2. Skills and Education Average 

(02) 

Major (03) Major (03) A Major 

Issue 

3. Financial Literacy and 

Financial access and 

Capital Constrains 

Average 

(02) 

Average 

(02) 

Average 

(02) 

An Average 

Level Issue 

4. Networks and Social 

Capital related issues 

Major (03) Average 

(02) 

Major (03) A Major 

Issue 
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5. Female Voice, 

Management 

Representation and Gender 

pay gap 

Major (03) Average 

(02) 

Major (03) A Major 

Issue 

6. Culture and Gender Norms Average 

(02) 

Minor (01) Minor (01) A Minor 

Issue 

7. Safety and Mobility issues Average 

(02) 

Average 

(02) 

Average 

(02) 

An Average 

Level Issue 

8. Family Income Shocks Minor (01) Minor (01) Average 

(02) 

A Minor 

Issue 

9. Labor Demand in 

macroeconomic and 

institutional perspectives  

Average 

(02) 

Major (03) Average 

(02) 

An Average 

Level Issue 

10. Violence, Discrimination at 

Workplace related issues 

Average 

(02) 

Minor (01) Average 

(02) 

An Average 

Level Issue 

**Each group’s common concern is presented (3=Major; 02=Average; 01= Minor) 

 

According to the focus group discussion, there are four (04) major challenges identified as; gender 

stereotypes and family structure and time endowment for responsibilities; skills and education; 

networks and social capital related issues and female voice, management representation and gender 

pay gap. Among the average level issues financial literacy and financial access and capital 

constrains; safety and mobility issues; labor demand in macroeconomic and institutional 

perspectives and violence discrimination at workplace related issues have been recognized. 

Culture and gender norms and family income shocks have been identified as minor level 

challenges in the industry. 

 

The below mentioned specific concerns have been raised in addressing the challenges in the 

discussion and the summery of them is presented as follows; 

5.2 Addressing The Key Challenges 

Challenge List of special concerns raised 

1. Gender 

stereotypes and 

family structure 

and time 

endowment for 

responsibilities 

• Children and elderly care are considered by females as a major 

priority 

• Quality of child care is not up to a satisfactory level. Specially the 

care givers’ training is a matter 

•  Childcare centers are not flexible and they offer service during a 

limited time frame in the day 

• When elderly parents are available at home, there is a support for 

child care 

• Employees need an additional support for elderly care and health 

issues of them 

• Paternity leave is a good inclusion 
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• A job is an opportunity to grow family, children’s education and 

improving the quality of life. This is an industry which pays salaries 

for employees’ well 

2. Skills and 

Education 
• More analytical job roles can be given for female employees 

• Females are required analytical skills, collaborative skills, 

negotiation skills and empathetic work ethics more 

• Succession planning and talent mapping are important  

• Career orientation is a something lacking with our females and it is 

important drawing their attention on the same and supporting them 

to seek a career path for them bay be right from the initial 

orientation programme 

3. Financial 

Literacy and 

Financial access 

and Capital 

Constrains 

• The key concern related to the financial aspect is the support for 

new venture development because females prefer being 

entrepreneurs and develop family based business 

• In assigning executive and above posts it is better involving her for 

such areas finance and etc. since the office based work or system 

based work is referred here than the field and the work shop  

4. Networks 

and Social 

Capital related 

issues 

• Already there are several female specific associations for the 

industry in SL such as WiLAT, WiSTA, WiM and etc. Their 

contribution can be further strengthen and expended while giving 

opportunities for more females in the middle and first line 

management levels and non-managerial females as well. Need more 

support for environmental adjustment for females 

• At organizations, internally such small forums and gatherings can be 

developed to enhance to vicinity of females and elevate the 

communication among them 

• Goal congruence among females should be further developed 

through harmonious relationships among them 

5. Female 

Voice, 

Management 

Representation 

and Gender pay 

gap 

• In large scale companies gender pay gap is minimized with structured 

pay systems 

• need to enhance female bargaining 

6. Culture and 

Gender Norms 
• “Women Job” mindset and bargaining skills of females are lesser 

therefore 

• Open communication on opportunities 

• “Physical labour requirement” concern on the industry and thereby 

other opportunities are missed  

7. Safety and 

Mobility issues 

Time of work has been a key concern by females when they work in 

a work environment with 24 hours’ clock. there they have a 

reluctance to join the industry and if the safety can be enhanced in 

the work environment, and if females are treated professionally by 

all, that would be a reason for females to retain in the industry and 
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by increasing the number of female workers, the strength of females 

can also further enhanced. 

8. Family 

Income Shocks 

This is not a primary factor derived for FLP in the industry but many 

females when they join for the industry initially, especially for no- 

managerial and fist line levels, they do not concern on the career that 

they join and future job prospects because they join the job for the 

sake of having a job. One reason for that is the family income shock. 

9. Labor 

Demand in 

macroeconomic 

and institutional 

perspectives  

• Addressing industry’s perception on the importance of female 

participation and contribution 

• Having a conductive culture is important 

• Flexible working hours and split jobs are better 

• Night shifts and roster based work prevents women joining the 

industry 

• Male based decision culture should be changed in the industry 

which is common at the moment in many organizations. Adding 

feminine essence in organizational decision making would be a 

reason for innovative organizational growth by blending positive 

female synergy at work 

10. Violence, 

Discrimination 

at Workplace 

related issues 

• Cat calling, verbal and implied harassments are main complaints 

raised by females 

• Organizational performance evaluation should be more transparent 

and conductive culture is required here. So therefore females in all 

levels would feel fairness and equity at work 

 

Looking at the key highlights from the conducted focused group discussions, child care related 

challenges, lack of information on career prospects and industry opportunities, inadequate career 

and professional development and guidance, lack of female personality, self-esteem and self-

confidence to accept and achieve industry opportunities, family work life balancing related issues,  

male centric decision making style, performance culture management, favoritism, positive social 

norms and network building issues and ethical issues have been required more attention to 

encourage female participation to the logistics and transportation industry, Sri Lanka.  

 

5.3 Integrated Policy Prospects 

 

Thus, the integrated policy prospects have been developed in seven areas in order to address the 

gender gap in the logistics and transportation sector, Sri Lanka as career promotion and employer 

branding, training and development, networking and social capital development, work-family 

balancing, diversity and female voice at work, performance and culture development, safety and 

protection. The specific information on them are presented as follows; 

 

5.3.1 Feminine Career Promotion and Employer Branding 

 

One of the key outcomes raised from the focus group discussions was the lack of information for 

females’ career prospects in the transport and logistics industry. Majority of the female workers 

have not joined the industry purposively but in the journey of seeking any job may be to respond 

to family issues or for the sake of receiving a job for them. They lose their internal aspirations and 
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career planning constructively there in the journey. Talent mapping is something difficult in the 

industry thereby with reference to females and employers are also in a difficulty since individuals 

with right interest and talent are lacking in the industry. 

 

The following key areas are highlighted for the Board and management level quota policy concerns 

to create an integrated policy framework. 

• Mapping female job opportunities in the industry and developing national recruitment 

campaigns on them, to increase female entrepreneurs and other employees for all managerial 

and non-managerial positions 

• Publicizing gender specific industry practices 

• Creating frequent social dialog on the industry opportunities 

• Working closely with the educational institutes which offer transport and logistics related study 

programmes and conducting female recruitment thereby 

•  

5.3.2 Training and Development 

 

Lack of female role models, inadequacy of strong female personalities, lack of career guidance 

and issues with female emotional intelligence have been highlighted next in the discussion.  

Therefore, in order to develop knowledge, skills and competencies of females in the industry the 

following areas would be included for policy development. 

• Lifelong learning through succession planning for females 

• Soft skills development through emotional intelligence development, personality 

development, stress management, digital proficiency, self-esteem, decision-making, 

analytical skills, collaborative skills, negotiation skills and empathetic work ethics skills and 

agency development  

• Job rotation application for creating multi-tasking jobs 

• Vocational training and Tertiary Education Training 

• Using female experience sharing and mentorship programs for training 

 

5.3.3 Networking and Social Capital Development 

 

Retaining female in the sector, motivation of the female employees is quite important. Networking 

and social capital development is pretty evident fact. Information sharing in the industry and to 

develop healthy female relations networking opportunities are important. To stimulate current 

industry practices further, the below mentioned areas are recommending for policy development. 

 

• Linking females’ employees and students to industry associations specific to females  

(Ex; WILAT, WISTA, WIM associations) 

• Encouraging female job referral programmes at work 

• Develop female role models, frequent mentorship and buddy programs at work 

 

5.3.4 Work Family Balancing 

 

As a common hurdle for married women especially, in Sri Lanka also the industry women 

experience the struggle in balancing work and family responsibilities and when there is an 

imbalance of it, majority of females select family and leave the job. This affects for the disturbed 
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career paths for females as well as inefficient paid work contribution due to great time allocation 

for care work. As per the Maternity Benefits Ordinance, Shop and Office act and ILO Convention 

183, there is a discrepancy in the maternity benefits in Sri Lanka. As per Maternity Benefits 

Ordinance, female factory workers are given 12 weeks’ maternity leave and nursing intervals. If 

she is nursing a child under one year of age, allow her, in any period of nine hours, two nursing 

intervals (30 minutes each) at such times as she may require. As per the Shop and Office act 84 

working days as leave with full salary but no nursing intervals. According to the ILO C183 

convention, 12 weeks paid leave are granted after childbirth, irrespective of the number of children 

in both formal and informal sectors’ workers. ILO C183 advocates shared responsibility for 

employers with the government by introducing a maternity benefit insurance scheme. Further 

responsibility on these concerns are with the Ministry of Women and Child Affairs, Ministry of 

Labour and Ministry of National Policy   

 

To address the FLP challenges further, the below mentioned Work-life balance policy areas are 

vital to consider. 

• Improving the childcare service with wider availability, increased facilities with flexible 

service options, with trained and skilled employees and high-quality service for a reasonable 

cost 

• Improving the childcare through the support of grandparents with the reinforcements for 

them using elders’ insurance and care friendly allowance for them 

• Care relevant flexi work arrangements at workplace (There is currently no proper guide from 

law that applies to part-time and flexi hours working arrangements in SL) 

• Adding parental leaves 

• Improve maternity leaves (both paid and unpaid) with right freedom and flexibility 

• Family sick leave and elderly-care leave and insurance 

• Social protection benefits for maternity, child, and elderly care 

• Training on efficient home production technologies/ work methods 

• Developing opportunities for re-enter employment after having a child and adjust career 

paths 

• Counselling at work and stress leaves 

 

5.3.5 Diversity and Female Voice at Work 

 

Transport and logistics sector in Sri Lanka are male dominant and masculine characteristics are 

rooted in the industry in making decision mainly. In order to address the situation with more 

feminine essence at work, below mentioned Equality and Diversity policy considerations are 

referred.  

• Establishing female voice at work through business networks, special suggestions 

schemes, open-door policy, teamwork, and joining unions or professional 

associations.  

• Promoting female managers at work and developing KPIs (key performance 

indicators) for the percentages of female representation at work 

• KPIs for non-managerial females those who are in executives, professional and 

Support staff categories 

• Enhancing women representation in unions and professional associations  

• Identifying lower-paid occupations and sectors for females and addressing wage gaps  
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• Flexi work options through -working shorter hours, work from home, remote work 

options, compressed workweeks, etc. 

 

5.3.6 Performance and Culture Development 

 

Issues in performance evaluation, corruption at work, poor goal congruence among female 

employees at work, especially at senior management positions and favors have been identified 

related to the performance management and culture at the industry organizations. Thus, the 

followings are vital to refer in policy development to address the situation constructively. 

• Introducing a conductive work culture with solid rules and systems  

• Gender specific performance evaluation schemes with transparency and equity 

• Specific job identification for females in the companies in the LT industry and call for 

females for them and raising the need of females in the industry. 

• Enhancing employee understanding on goal congruence through networking, teamwork 

and multiple level managerial and non-managerial contribution for goal setting together 

through the methods such as “Management by objectives.” 

• Performance evaluation considerations on personal characteristics such as leadership, 

team working, public relations skills, etc. 

• Linking mentorship for performance evaluation and employee recognition 

• Introducing strict corporate culture values restricting corruption and misbehaviors 

 

5.3.7 Safety and Protection 

 

Unethical work behaviors have been another key challenge as per the feminine view in the industry 

and thereby, the confidence and motivation to continue the work are restrained as well as it can be 

a barrier for female employee attrition. To address the challenge, the following concerns are 

highlighted in Anti-harassment policy development. 

• Establishing mechanisms to identify workplace incivility, bullying and sexual harassment 

• Introducing a zero-tolerance policy for sexual harassment  

• Enhance awareness on the disciplinary and code of conduct for employees and impartial 

and unbiased investigation upon the complaints and taking transparent and quick action 

• Establishing solid policies in managing workplace harassment through disciplinary 

management 

• Providing training and awareness on violence, discrimination at workplace 

• Improving regulation to worker’s protection with a gender scope at work and safety 

equipment, training and opportunities to identify any safety risk should be equally 

distributed among male and female employees.  

• Increasing safety in mobility for women through female protective work culture with the 

facilities of women-only transport options and female-only areas such as resting rooms etc. 

Since the industry is working with 24 Hrs. clock, looking at the opportunities in employing 

females in the work schedules is very important. 

 

Hence establishing an integrated policy framework by focusing the area of education, Tertiary 

education, corporate policies, Legislations, Codes and ethics are timely required in order to 

enhance women participation in the transport and logistics sector while minimizing the gender gap 

in the labour force participation the workforce.   
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Annexure -01 

QUESTIONER USED FOR THE FOCUS GROUP DISCUSSION FOR THE 

QUALITATIVE ANALYSIS  

Concerns on FLP in LT industry 

Level of importance in 

addressing the matter as per 

your experience on the 

existing issues at the 

industry. Mention the level of 

importance as "Major, 

average and Minor" 

What we can do in the 

industry to address the 

situation positively 

(suggestions and views) 

Support for child childcare     

Elderly care and fertility services expansions     

Adequacy of Maternity Benefits      

Nursing intervals      

Paternity leave      

Improving education in the STEM streams (Science, 

Technology, Engineering and Mathematics) 
    

Vocational training expansion      

Soft skills development     

Training and awareness to reduce culture barriers for 

female labour force participation 
    

Improving financial literacy     

Removing capital constraints      

Women entrepreneurship development     

More opportunities for effective networking and 

social capital development 
    

Improving opportunities for female voice and 

involvement     

More female contribution for managerial and non-

managerial job positions      

Establish positive social dialog      

Boost self-confidence and self-esteem among females     

Reputation issue for females     

 Improving regulation to female workers’ protection 

and safety 
    

Creating violence and discrimination free work 

environment     

Counter practices for females to respond for income 

shocks Ex; when husband is in an unemployment 

situation     
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Night work and related obstacles     

Part-time, flexi hours,      

Home and virtual work arrangements     

Sabbatical leaves     

Career Break to join as a trailing spouse      

Transport facility for those who work after 7 pm.     

 Counselling at work and stress leaves     

Personality development     

Performance Evaluation issues     

The national and institutional level support to execute 

all possible female favorable motivations at work 

places through policy making and implication     

Do you think having a specific policy for female LFP 

is important     

Anti-harassment policy,      

Work-life balance policy,     

Equality and Diversity policy,      

Board and management level quota policy.      

Any other Concerns?   
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