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EXECUTIVE SUMMARY

SEO and KCG conducted the external evaluation of IFC’s Women in Work (WiW)
program, with a primary focus on (strategic) relevance and effectiveness

The evaluation team concluded that the WiW program was relevant and effective,
thereby contributing to creating change towards gender equality at the individual,

company and governmental levels.

Relevance

The program addressed
relevant gaps in areas where
IFC had the best expertise to
intervene, and which aligned
best with client needs. IFC had
the ability to operate at scale,
mobilize other organizations
and draw upon international
best practices as its key
advantages.

Effectiveness

The WIiIW program achieved success among participation firms,
as evidenced by their satisfaction and its employees, the
creation of inclusive policies and products, and the high overall
target achievement despite various national crises. Although
policy-level changes did not always automatically trickle down
to the lower levels, employees of client companies reported
(small) improvements in employment and leadership
opportunities, and family-friendly work options. In addition, the
program contributed strongly to the launch of a nationwide
strategy on financial inclusion and the development of
commercial financial products targeted specifically at women.
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EXECUTIVE SUMMARY

SEO and KCG also paid attention to the other evaluation criteria of additionality,
coherence and sustainability.

The evaluation team concluded that the program provided support that was
additional to the market and included measures for continuity of result. There was
little overlap with other development partners, but coordination can be improved

Additionality

The program provided valuable support that was often
unavailable elsewhere. Larger companies were often already
on path to gender equality, but primarily focused, with the
help of consulting firms, on the legal aspects of gender
equality only. Stakeholders noted that working with the IFC
brought more accountability and development expertise to
the table. In contrast, for smaller companies, especially those
targeted through the TWC partnership, the program was even
more additional, as they had taken fewer steps toward gender
equality before IFC's intervention.

Coherence

Although there was little overlap with other
development partners (DPs), there was room
for strengthening cooperation with other DPs
and local organizations to maintain a more
holistic approach. This collaboration could be
particularly beneficial for addressing issues
that significantly impact the program’s overall
effectiveness but are beyond the scope of
IFC's mandate.

Sustainability
The WIiIW program was sustainable as it worked with highly committed companies, institutionalized change in
several client companies, and built the capacity of local organizations and trainers.
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1. INTRODUCTION - BACKGROUND

This report contains an evaluation of the International Finance Corporation (IFC)’s
Women in Work (WiW) program in Sri Lanka

= |FC’s Women in Work (WiW) program (March 2017-June 2023) /U\g
aimed to promote inclusive growth in Sri Lanka by influencing changes
In policies, organizations and social norms.

= More specifically, the WiW program aimed to impact 3 key areas:

1. Enhancing women’s participation in the private sector [O\
2. Increasing access to financial services for women and women-owned 0_©°
MSMEs; and
3. Strengthening linkages between women in private sector supply chains.
= Under the WiW “umbrella”, IFC set up 13 projects ?
= Sectors included insurance, retail, banking and finance
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1. INTRODUCTION - BACKGROUND

Projects under the WiW program were distributed across three pillars, with the
Employment pillar being the largest

Budget Usage by Pillar (as of January 31st 2023)

Women in
Employment Access to Finance Supply Chains
' A
p ~ Women Retailer
SL WiwW | A2F and Women Development
| | Employment
(SheWorks, TWC,
TWCH) N /
N vy
' A
( ) AiA Women SME Skills
Corporate [ Insurance
—{ Governance for
Women \. J
A vy
' A
|| Commercial Bank
of Ceylon Gender = Employment = Access to Finance - Women in Supply Chains = Unclassified

A vy

Note: The above figure only lists the projects that were part of the evaluation. Other

projects that IFC implemented under the program were “Women’s employment II” 7 A7 Al .
LU S @) : amsterdam economics

and “NDB Banking on Women”.
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2. METHODOLOGY - SCOPE OF THE EVALUATION

The evaluation focused on assessing the program’s relevance and effectiveness

= The WiW design envisaged an
end-term evaluation to be
carried out at the end of the
program
= Following a competitive tender
process, SEO Amsterdam
Economics (SEO) and the Kandy

Consulting Group (KCG) were
selected to conduct the evaluation

= The aim of this evaluation was
twofold:

1.  Assess the strategic relevance and

overall effectiveness of the program

2. Distill lessons learned from program
implementation.

= The evaluation covered the period
March 2017 - June 2023 (full
length of the program)

Strategic relevance
4. Impact Achievement

e Sustainable impact

e Unintended effects

e Internal synergies

e Effect of recent crises

1. Relevance

eAlignment with local
needs and priorities

e Addressing market failures
*Closing gender gaps

3. Outcome Achievement

¢ Short- and medium-term effectiveness
® Behavioral change

* Program attribution/contribution

2. Output Achievement

* Quality of output delivery
* Reliability of feedback

Program effectiveness
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2. METHODOLOGY - RESEARCH APPROACH

The evaluation focused on assessing the program’s relevance and effectiveness

The end evaluationis guided by the two OECD-DAC evaluation criteria:

Relevance & Effectiveness

Using 4 key information sources:
Klls & FGDs
(at case study and program level)

Two beneficiary surveys

Program documents
External benchmarking data

@LY(;‘ Seo e amsterdam economics

IIIIIIIIIIIIIIIIIIII




2. METHODOLOGY - RESEARCH APPROACH

The evaluation contained a program- and a pillar-level assessment

1. Program-level assessment (relevance of the program as a whole)
= Assessment of the general relevance of the WiW program via interviews with internal
and external stakeholders, desk review, and analysis of available M&E data for the

entire WiW portfolio

= Triangulation of findings via a data analysis matrix (aimed at cross-validating all findings,

giving more weight to findings confirmed by multiple sources)

2. Pillar-level assessment (relevance of individual pillars as well as their output, outcome
and impact achievement)

= Assessment of OECD-DAC criteria of relevance and effectiveness for individual projects/pillars
via analysis of project-specific M&E data and interviews with key project stakeholders (IFC,

clients/partners, external/independent stakeholders and end beneficiaries)
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2. METHODOLOGY - BENEFICIARY SURVEYS

The evaluation team conducted two surveys, targeting a sample of around 1700
employees and women entrepreneurs, including two comparison groups*

Employees of SheWorks Women
and TWC Firms Entrepreneurs

Online & CATl surveys CATl surveys

Treatment group

920

CATI & CAPI surveys CATl surveys
Comparison

group

640

* o limitations - see Annex B
However, comparison group data was subject t M{/ (l ‘ S e 0 e amsterdam economics
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2. METHODOLOGY - Klls AND FGDs

The evaluation team conducted 31 Key Informant Interviews (KlIs) and 11 Focus Group
Discussions (FGDs) with internal and external stakeholders

FGDs Conducted Klls Conducted
MY Y
5 Beneficiary 7 | Non-beneficiary O WiW IFC Project O DFEAT
Empl Employees i
mployees Ploy Leads Representatives
S Y
1 Trained WEs 1 | Untrained WEs O _ O External Stakeholders
(through WCIC) (non-beneficiary) Previous Evaluator (Locai' gepder
\___ \______J organizations and DPs)
MY Y
1 | Women in leadership 1 | Retailers O Employment Clients O Access to Finance
th h SLID trained th h CBL ;
(throug ) (trained throug ) & Partners Clients & Partners
Supply Chain

Clients & Partners

M{J{;‘ S@ () ¢+ amsterdam economics

KANDY CONSULTING GROUP



Back to Index

3
®

General assessment

&_K(/v(;‘ Seo e amsterdam economics

NNNNNNNNNNNNNNNNNNNN



5. GENERAL ASSESSMENT - RELEVANCE

The WIW program addressed gaps across three levels where IFC had the best
expertise to intervene

WiW Activities in Employment

Advisory services focused on areas that are key barriers
to women.
Interventions focus on policy change

WiW Activities in Access to Finance

Collaboration with the central bank on a regulatory level
Support to individual Fls to develop inclusive products
Support to develop a national financial inclusion strategy

WiW Activities in ‘WEs in Supply Chain’

Training provided to women entrepreneurs
Training provided to male business owners on the
benefit of integrating more women in their business
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5. GENERAL ASSESSMENT - RELEVANCE

Stakeholders highlighted IFC's ability to operate at scale, mobilize other
organizations and draw upon international best practices as it key advantages

WiW stakeholders saw several advantages of working with IFC as the relevant party:

=  Owing to its good reputation and high credibility, IFC has the potential to work at scale and
bring the gender dialogue to a higher level, by:

= Working with large private sector entities (that can lead by example and have demonstration effects)
= Leveraging cooperation from other organizations and government institutes
= |FC can draw upon international best practices gained from experience in various other
countries (whilst maintaining the flexibility to tailor its approach to the local context).

= Stakeholders therefore see IFC as better able to provide support in these areas than other parties in the

market (since IFC considers not only the regulatory framework, but also the broader environment and
social dimensions)
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5. GENERAL ASSESSMENT - RELEVANCE

Stakeholders highlighted IFC's ability to operate at scale, mobilize other
organizations and draw upon international best practices as it key advantages

WIiW stakeholders noted the following areas to improve relevance going forward:

= |FC could take a more proactive approach to involving smaller companies in the program

= |FC’s focus has been primarily on market leaders, hoping for a spillover effect. While this strategy has its
merits, it is crucial to consider that many of these larger companies were already moving towards inclusion
and gender equality. To make the program more relevant, IFC could shift some of its attention to the
group of companies just below that level. They may benefit significantly from targeted support and
interventions, whereas the willingness to improve on gender equality is already there.

= Multiple stakeholders have emphasized the pressing needs within the micro to small enterprise sector.
While MSMEs are not part of IFC's mandate, collaboration with other organizations could be pursued to
ensure the inclusion of this target group.
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5. GENERAL ASSESSMENT - EFFECTIVENESS

The WIW program was highly effective in creating systematic change across
client companies relating to gender equality through its advisory services

The WiW program was highly effective in creating institutional change across client companies:

= Clients across the three pillars expressed high levels of satisfaction with IFC’s services, specifically the
international expertise and best practices that they would not have had access to otherwise.

= External stakeholders appreciated 1) the research created and disseminated under this program, and 2)
IFC involving the private sector in the conversation about gender equality for the first time.
=  “IFC has brought in partners [i.e., private sector companies] who are usually not [part of] this dialogue around
gender [equality]. This is a huge contribution.”
=  The WIW program was effective in creating policy-level change in client companies:

= According to IFC surveys among client companies under the employment pillar, several companies implemented
recommended policy changes. These policy changes in such large companies and conglomerates have the potential
to positively impact a substantial number of employees across the country.

= Under the Access to Finance pillar, IFC’s support led to the launch of four commercial financial products exclusively
for women and a National Financial Inclusion Strategy (NFIS) by the Central Bank.
=  The Employment pillar and Access to Finance pillar met almost all of their output, outcome and impact
targets, which is especially notable given the multiple crises that occurred during the run of the program

= High achievement of program targets, especially impact targets, amid multiple (national) crises (the Easter Sunday
bombings, COVID-19 crisis and economic crisis) signals both the effectiveness of IFC’s activities and the commitment

of its clients.
’K{J{;‘ S@ () ¢+ amsterdam economics
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5. GENERAL ASSESSMENT - EFFECTIVENESS

The WIW program was highly effective in creating systematic change relating to
gender equality across client companies through its advisory services

The WiW program was effective in creating change at the end beneficiary level:

=  Employees of client companies reported small improvements in employment and leadership
opportunities and family-friendly work options.
= A before-after analysis showed that beneficiary employees reported statistically significant improvements in

equal employment and leadership opportunities as well as family-friendly work options in their companies
since the beginning of the WiW program.*

= The findings from the interviews and FGDs reveal that end beneficiaries value and recognize the significance
of IFC’s interventions.

= Anecdotal evidence suggests the existence of demonstration effects, as indicated in interviews with
companies that were not part of the program.

= |FC was effective in targeting barriers to women’s empowerment at the individual level through
training programs

= The three training programs assessed in this evaluation (CBL training, SLID training, SME academy style
training) were greatly appreciated by the participants

*It should be noted that an observed improvement over time does not automatically mean that it can be fully attributed to the WiW
program, because other factors may also have contributed. The evaluation team attempted to control for these other factors by
retrospectively establishing a comparison group, allowing for a difference-in-differences analysis (see Annex B). However, due to
spillover effects and difficulties in identifying a fully comparable comparison group, the difference-in-differences analysis is not reliable.
Consequently, our conclusions rely on the before-after comparison combined with qualitative information sources.
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5. GENERAL ASSESSMENT - EFFECTIVENESS

The WIiW program could have done more to ensure that policy changes also
resulted in a change of attitude among lower-level managers and employees

WiIiW stakeholders noted the following areas to improve effectiveness:

=  Multiple sources confirmed that policy-level changes do not always trickle down to lower-level
employees:
= The ability of lower-level employees to benefit from company policies often depended on the attitudes of

managers and fellow employees. Additionally, female employees continue to be negatively affected by
gender norms perpetuated in the workplace.

=  This suggested that more interventions are needed to change the attitudes and awareness of lower-level
employees. This could be achieved through greater collaboration with other local and international
organizations that are more experienced in working at grassroots levels.
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5. GENERAL ASSESSMENT - ADDITIONALITY

While IFC might not always have been highly additional for large firms, it brought
expertise and accountability that was not readily available elsewhere

The WiW program brought support that was not readily available elsewhere

= |t is unlikely that the companies would have been able to access these support services from other development
partners, because they are not very active in this sphere.

=  Additionally, especially for smaller companies, it is unlikely that they could have obtained this expertise from the
market
= Although many larger companies had prior engagements with consulting firms like McKinsey, these primarily focused on the
legal aspects rather than the comprehensive enabling environment.

= Additionally, according to an external stakeholder, working with IFC creates greater accountability for the client companies
than if they had obtained this expertise from a purely market-based company such as McKinsey. Stakeholders mentioned that
market-based companies would not be as committed to driving change in the commissioning company, whilst IFC also has the
leverage to keep its clients accountable to change.

However, the positive developments for its bigger clients cannot be fully attributed to IFC

= Although IFC contributed to their journey, gender equality issues were not always novel for the larger
conglomerates. Multiple clients perceived IFC as more of an “accelerator of impact” rather than an “initiator”.

= Many large conglomerates have large clients outside the country, most of which have certain workplace requirements in place
already.

=  While being an “accelerator” is also impactful, IFC was more additional to the smaller companies it worked with, for whom it
largely served as an “initiator”. These smaller companies, targeted through the TWC partnership, had made less advanced
steps towards gender equality prior to IFC’s intervention.
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5. GENERAL ASSESSMENT - COHERENCE
Although there was little overlap with other DPs, IFC could have collaborated
more with other development partners and local organizations.

The WiW program was coherent with activities of other development partners (DPs):

= There was little overlap with other development partners (DP), because IFC was the main DP
active in this sphere (gender equality in the private sector) in Sri Lanka

= Although there were talks about potential collaboration between IFC and other programs in Sri Lanka that
were co-funded by DFAT, these ultimately did not lead to substantial collaboration due to differences in
mandates between the programs.

However, the WiW program could have done more to fully exploit complementarities and
synergies:
= There was scope for greater collaboration with other development partners in Sri Lanka
= Several external stakeholders mentioned that IFC could have been better at sharing information on its
activities within the development space and collaborated with other DPs in areas where IFC has less
expertise (e.g.,, interventions with the government).
= More local organizations could have been involved to a) make optimal use of local expertise
and b) better reach the smaller companies.

= |FC collaborated with various other organizations in the design and implementation of the program,
including the interviewed SLID, DCLK, JAAF, and Women in Management

= Yet, several stakeholders mentioned that there was room to further explore synergies and partnerships
with local organizations
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5. GENERAL ASSESSMENT - SUSTAINABILITY

The WIiW program was sustainable, because it institutionalized change in several
client companies and built the capacity of local organizations and trainers.

The impact of the WiW program is likely to be sustainable

= The WIiW program institutionalized change in client companies

= QOutcome and impact targets across projects included indicators relating to IFC recommendations that were implemented
by client organizations. In this way, IFC explicitly tracked and worked towards systematic change.

= |FC worked with clients who were committed to gender equality and the WiW program, as evidenced by the client
contribution that was paid by all of the program’s clients.

= |FC made recommendations built around a business case for their clients, so that they were able to see the material
benefits of implementing these recommendations.

=  The WIiW built the capacity of local organizations and trainers so that the interventions and tools developed
under this program would continue after it ended
= During several training interventions, IFC taught local trainers the training tools developed by IFC. This allows for

continued training through the market after the discontinuation of WiW. For example, DCLK was trained by IFC in the
respectful workplaces toolkit and is now independently partnering with JAAFSL to conduct the training for its members.

= |FC built the capacity of key local organizations, such as the Central Bank and SLID, that can continue to create impact in
Sri Lanka with improved expertise and capacity.

= Client commitment throughout the national crises increases the likelihood that the WiW’s impact will
continue in post-crisis Sri Lanka

= Stakeholders were concerned that the national crises would lower clients’ interest in implementing the recommended
policies because their focus had shifted to surviving the crises. However, continued client contributions in most pillars
throughout the crises signaled the commitment of client companies and increases the likelihood that the companies will

continue to implement the recommended policies.
Y'Y
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4. EMPLOYMENT PILLAR - RELEVANCE

The Employment pillar of the WiW program was relevant because it tackled
iIssues that were recognized and acknowledged by local stakeholders.

Why the Employment pillar of the WiW program was relevant:
1. The private sector indicated to struggle with attracting and retaining skilled workers
2. Female labor force participation is still low compared to that of men.
(In 2020: 32 percent for women and 72 percent for men)

a) Barriers affecting the supply of labor:

= Voluntary factors: women opt out of the labor force more frequently when it is difficult to balance work
with caregiving responsibilities

= |[nvoluntary factors: social norms and gender inequality hinder women from entering or advancing in the
work force.

L) Barriers affecting the demand for labor:

= Social norms and other forms of discrimination, both implicit and explicit, have led to a situation in
which businesses tends to prefer men over women in their selection processes

= The existing work structure (e.g., inflexible work hours) was not designed to be inclusive of female
employees to begin with, so employers tend to give preference to workers that fit the existing work
structures
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4. EMPLOYMENT PILLAR - RELEVANCE

The Employment pillar of the WiW program was relevant because it tackled
iIssues that were recognized and acknowledged by local stakeholders.

Why the Employment pillar of the WiW program was relevant:

3. The components of the WiW program had the potential to help mitigate challenges:

a) The WiW program focused on issues that were key challenges to working women (e.g., lack of childcare
facilities, harassment on the work floor, low representation of women in senior management)

b) IFC's efforts to improve the representation of women in senior leadership across companies also indirectly
impact women in lower-level positions. In multiple FGDs, participants mentioned feeling more empowered
and supported in the workplace when they had female team leads or supervisors.

c) |IFC intervened at the following levels to simultaneously target the barriers that exist at these various levels

= National level: Collaboration with the government to drive policy-level change on childcare and with the Colombo Stock
Exchange to change listing rules

= Company level: Advisory services for companies
= |ndividual level: Training for SLID directors that was seen as invaluable and highly relevant by FGD participants
d) The interventions were demand-driven, as is evident from the companies’' own contributions. Additionally,
granting companies the flexibility to develop their own toolkit, sometimes informed by needs assessment

among beneficiaries, fostered a sense of ownership and engagement. As one of IFC’s clients mentioned:
“[The WiW] program was very welcome and came at the right time”.
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4. EMPLOYMENT PILLAR - RELEVANCE

The Employment pillar of the WiW program was relevant because it tackled
iIssues that were recognized and acknowledged by local stakeholders.

Why the Employment pillar of the WiW program was relevant:

3. The components of the WiW program had the potential to help mitigate challenges:

e) Stakeholders recognized IFC as a party possessing the necessary expertise and the potential to utilize it on
a significant scale, thereby creating potential impact at scale.

= Engaging with sizeable companies inherently also increases the potential for scalable impact and
demonstration effects.
f) IFC was seen as a reputable entity and was therefore well placed to play a significant role in facilitating
collaboration with the private sector, which had previously not been involved in discussions regarding
workplace inclusivity.
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4. EMPLOYMENT PILLAR - RELEVANCE

Broadening the client base to encompass a diverse set of lead firms and smaller
companies could enhance the overall relevance of the WiW program

How the Employment pillar of the WiW program could have been more relevant:

1.

2.

Conduct a more systematic needs assessments with end beneficiaries across all projects

Devise strategies to increasingly involve companies that are not yet on a “journey towards inclusion”
(often the smaller ones).

a)

b)

C)

In order to be demand-driven, IFC selected its clients based on their “appetite for gender equality.” This
ensured relevance in terms of responding to client needs.

Nevertheless, as a result of being demand-driven, a large part of the target group had already been developing
strategies to address this issue and IFC was seen more as an accelerator rather than an initiator. Despite the
potential for scale and demonstration effects, the direct relevance could be improved by shifting part of the
focus towards companies that are not yet engaged in these activities (i.e., those having the largest gaps). IFC
recognized this and implemented a mid-course correction through the TWC to better reach the underserved.

In addition to achieving development additionality (i.e., providing support of better quality than the market),
IFC could also be financially additional (i.e., providing support that was financially inaccessible through the
market) to the smaller companies as they tend to have fewer resources to seek advice.

a) While smaller firms targeted through TWC were already taking small steps towards gender equality prior to the program’s
implementation, these were not as developed as the actions of the larger firms. The smaller firms also reported gaining a
much better understanding of gender policies and implementing changes that would not have happened without IFC.

3. Collaborate more with organizations that have the potential to influence social norms at lower levels
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4. EMPLOYMENT PILLAR - RELEVANCE

There is a trade-off between acting as an accelerator with the potential to

operate at scale and serving as an initiator with a more substantial impact on
each individual company.

=  Working with larger companies had and

= Potential for sizeable effects

= Potential for acting as “lead firms” and therewith resulting in demonstration effects

= Risk of not being truly “additional”

=  Working with smaller companies had and

= Potential to have larger “within company” effects

= Higher coordination/start-up costs and higher delivery costs
= Less potential for demonstration/trickle-down effects

MLY(;‘ Seo e amsterdam economics
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

Projects under the Employment pillar were highly effective in achieving output,
outcome and impact targets

= Projects under the Employment pillar met, and even exceeded, most of their output, outcome and
Impact targets

Together, the three projects under this pillar exceeded targets for 78 percent of the output indicators, 64
percent of the outcome indicators, and 54 percent of the impact indicators.

Only a very small percentage of the output and outcome indicators had low rates of achievement

The impact indicators were only expected to be achieved after the program had completed, as impact
achievement takes time. Impact achievement was therefore lower as compared to output and outcome

achievement
Qutcomes

3% 39,

i

Outputs Impact

2%

Share of indicators for which x% of the
target was achieved
100%+
H 75-100%;
50-75%
m 25-50%
m 0-25%

64%
54%

78%
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

The Employment pillar was highly effective at the firm level since clients
expressed high satisfaction with IFC’s services, whilst visibility events allowed for
demonstration effects.

How the Employment pillar was effective:
= Clients expressed high satisfaction with IFC’s services, particularly with regard to the following:

= Provision of expertise and international best practices: “We don’t think there would have been any other
organization that could have provided such international best practices better]”.

= Facilitating information sharing among companies in a more structured and consistent manner through the
peer learning platforms.

= Commitments “forced” companies to be more specific in goal setting

= Pioneering local business cases on gender equality through market leaders allowed for
demonstration effects:

= |FC conducted several dissemination events with participating companies to increase visibility of the actions
towards gender equality taken by leading private sector companies

= |FC pioneered topics that were largely new to Sri Lanka, such as the economic inclusion of people with
disabilities and LGBTQI+ persons, and women on boards. By working with market leaders on this topic, IFC
established a credible local business case as evidenced by the demand for advice on these issues.

= The demonstration effect is also evidenced by the fact that 65 companies expressed interest in joining a
partnership similar to SheWorks (after which 44 companies signed up for the follow-up TWC partnership).
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

The Employment pillar was effective at the firm level with clients implementing
recommended policies and valuable research outputs, benefiting various
stakeholders.

How the Employment pillar was effective: Percentage of TWC Firms (from the Endline Survey) that
Implemented/Improved Policies Relating to the

= |FC produced and disseminated highly important _
Following Areas

research through the WiW program.

= Multiple stakeholders, including clients and external More respectful workplace [ i A A ::
local organizations, mentioned the usefulness and

importance of the research produced by IFC under the Women in the value chain | | IS so.0%
program, which was new for Sri Lanka.

i : omen in leadership || R o -
= |FC systematized change by ensuring that gender " eedershe §5.5%

equality commitments were internalized by Women in non-traditional roles [ DN 7> 7>
companies into their strategies and policies

. Support mental health of the workforce _ 72.7%
= Several companies under the SheWorks and TWC
projects implemented recommended policy changes.

I . i o . Family friendly workplace solutions _ 81.8%
This internalization of policies is targeted by IFC

through its logframe, Flexible working policies [ A /- >
= Several of these companies have reported increases in
the number of women in senior management, non- Gender diversity targets | so.0%

traditional JObS etc. 0.0% 20.0%  40.0% 60.0% 80.0% 100.0% 120.0%

= This improves the sustainability of the Employment
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Women in

Leadership

Childcare

Retention Initiatives

4. EMPLOYMENT PILLAR - EFFECTIVENESS

Although several SheWorks companies were implementing recommended policies
already, the share of companies that were doing so had increased by the endline.
Possibly as a result of this, the “post-maternity leave” retention rate of female
employees as well as the recruitment and promotion rates of women had also

increased by the endline.

Percentage of the 15 SheWorks companies that were implementing/improving
recommended policies

Talent reviews

Leadership training

Succession planning

Coaching or mentoring

Women's network/employee resource group
Other

On-site childcare

Parental leave
Paternity support (over and above the legal minimum)
Extended maternity leave and benefits (over and above the legal...
Lactation/Breastfeeding Room
Counselling
Well-being

After office hour transport services
International Assignments
Equal pay for equivalent work Policy

Diversity and Inclusion Policy

M Baseline M Endline

E— 39,
(]
0,
0% /o,
0,

°53%

80%

70%

60%

50%

40%

30%

20%

Retention, recruitment and promotion rates

of women in SheWorks companies

71%
58%
43%

Retention rate after
maternity leave

31%
23% I

Recruitment Rate Promotion Rate

H Baseline M Endline
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4. EMPLOYMENT PILLAR

EFFECTIVENESS

SheWorks firms consistently had larger-than-average shares of women in their
workforce, whereas TWC firms demonstrated a notably substantial increase over
time (relative to national averages for the Sri Lankan private sector).

Percentage of women in total labor force

70%

60%
00
40%
30% 30% 29%

30%
00
10%
0%

Baseline Endline Baseline Endline 2018 2020 2021
(2018) (2020) (2021) (2023)

% of total labor force population
u
o
N

N
o
X

She Works TWC Sri Lankan Private Sector

Source: Annual Sri Lankan labor force surveys

The SheWorks firms had a much higher
percentage of women in their workforce (both
before and after WiW) than the nationwide
average in the private sector.

= This is even the case when excluding the women-
dominated garment sector.

On average, TWC firms had a percentage of
women in their workforce that was more
representative of the national average.

The share of women in the total TWC
workforce increased from 27 percent to 35
percent.
= Although we do not yet have national data for
2023, based on historical trajectories this

increase is probably greater than the national
increase from 2021 to 2023.
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

Although SheWorks and TWC firms had lower levels of women’s representation in
management positions than the national average, this increased after the
implementation of the program.

40%

35%

30%

25%

20%

15%

% of women in each level

10%

5%

0%

Percentage of women across different hierarchical levels

within the total surveyed population

30%

26%
17%
12%|

Board of Directors

B She Works Baseline

35%

33%32%
31%
28%
26%
21% 21%21%
17% 17%
I 15%

Senior Leadership Middle Management/ Executives/ Junior Staff
Managers/ Head of
Department

B She Works Endline TWC Baseline B TWC Endline

Both SheWorks and TWC companies had lower levels
of women in management positions than the national
average
= According to the 2020 Sri Lankan survey of private and
semi-government sector employments and 2020 World

Bank statistics, 26 percent of senior (and middle)
Mmanagement were women.

= At baseline, the SheWorks and TWC companies had
around 11 percent and 16 percent women’s representation
in senior and middle management positions, respectively.

However, both SheWorks and TWC firms experienced
an increase in the percentage of women in leadership
positions.

= The percentage of women in senior and middle

management positions increased from 16 percent to 26
percent for TWC firms.
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

The Employment pillar could have been more effective for end beneficiaries
through a stronger focus on changing gender norms, including via a strengthened
collaboration with other organizations

How the Employment pillar could have been more effective:

=  Multiple sources confirmed that changes at the policy level do not always trickle down to lower
levels of employees, suggesting that more efforts are still needed in this area

= FGD respondents mentioned that, even when policies are in place that promote gender equality, the
implementation of these policies can be mixed. For example, if [ine managers are openly unsupportive of a
firm policy (e.g., paternity leave), employees may feel pressured not to take paternity leave.

= Additionally, some employees might not be aware of all the policies they can benefit from if their managers
do not tell them. A stakeholder, speaking in general about policy level changes at companies, stated that
“T'when] the CEO signs onto a policy it goes into a manual, but the employees need to actually understand
what is in the policy. For example, the policy might say they are entitled to 85 days of paternity leave, but the
lower management staff need to understand this. Just because it’s on paper doesn’t mean it will trickle
down.”

= This suggests that more efforts are needed to change norms and attitudes of managers at different levels in
order for policy changes to positively impact their employees.

Additionally, multiple respondents noted that the biggest challenges that may prevent women from working were
not necessarily a lack of company-level policies or culture, but rather the gender norms perpetuated by their
families, culture and individual employees.
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

The Employment pillar could have been more effective for end beneficiaries by

putting a stronger focus on changing gender norms, including via collaboration
with others

How the Employment pillar could have been more effective:

= External stakeholders indicated that the program could have been more effective at changing gender
norms at the employee level if IFC had collaborated with other development partners

= Some noted that, while IFC has great credibility with the private sector, it has less experience working at the
grassroots level. To induce more change at this level, IFC could try to increase coordination with other
development partners and local organizations to leverage their credibility with local communities.

= An external stakeholder stated that “IFC has a comparative advantage because of access to financial resources
and technical expertise. [However, other] elements could have come in from other agencies to make the program
more comprehensive.” Another recommended that “..what could be useful [would be] IFC convening all actors -
work[ing] with civil society to [help them] directly engage with private sector companies.”

= According to one stakeholder, IFC did not yet have a sufficiently strong process in place to ensure that
its gender programs do not inadvertently harm end beneficiaries (e.g., ensuring that programs that
empower women financially do not lead to greater domestic violence).

= Although we have no evidence that the WiW program has caused such harm, multiple experts in the field
mentioned the importance of having such a process in place.

= |FC agreed with this and mentioned that it is already examining how to implement such a process, e.g., a
systematic “no harm done” check within all its projects, as is best practice amongst gender programs.
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

Survey respondents from beneficiary companies reported improvements in
employment and leadership opportunities, as well as flexible and family-friendly

work options.

Aggregate “Gender Equality in the Workplace” Scores
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Leadership Employment  Flexible and Family- Respectful Gender Norms
Opportunities Opportunities Friendly Work Workplaces

H Beneficiary Before B Beneficiary After

Respondents were invited to convey their opinions regarding various aspects on a scale of
1-10, where 1 signified very dissatisfied and 10 indicated very satisfied. The chart displays
the average scores for all questions within a certain category (e.g. leadership opportunities)

Average scores for each subsection of “gender
equality in the workplace” have improved
marginally for the beneficiary group

Additionally, average scores for the beneficiary
group in the following areas have statistically
significantly increased since 2018:*

= Equal Leadership Opportunities
= Equal Employment Opportunities
= Family-Friendly and Flexible Work policies

*pbased on a before-after OLS regression analysis
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

Surveyed women reported a statistically significant improvement in equal
employment opportunities, as well as flexible and family-friendly work options in
their company.

Surveyed employees are generally Effect of WiW program on employees of TWC and SheWorks companies

positive about the program’s 0.75
effectiveness:

= Men and women reported improvements

0.291

0.5 0.289 0.069

in all five outcome areas, of which four 0.186

0.092 0.143

were statistically significant. 0.065

%‘% moH o
L | 1

ult of treatment

= Women reported significant

improvements in equal employment

opportunities as well as flexible and

ge in score as ares
o

family-friendly work options §0'25 Statistically significant
- . U
= Men also reported improvements in equal | statistically insignificant |
leadership opportunities and negative -0.5
Men Women Men Women Men Women Men Women Men Women
side-effects coming from gender horms Equal Leadership Equal Employment Flexible and Family-Friendly  Respectful Workplaces Effects of Gender Norms
Opportunities Opportunities Work Options

(e.g., ability to balance work and personal S _ , _ o
Note: The dependent variable is an average score (ranging from 0-10). An increase in score implies an

life). This could, however, not be improvement in this category.
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

Beneficiary employees reported improvements in leadership opportunities, the
work environment and employment prospects for women in management and

distribution/supply chains since 2018.

Leadership Opportunities

| think women and men have equal access to
training and other support needed to be...

e sromoted witinyour orgamneron. T
be promoted within your organization. 7.4
| receive access to critical projects or assignments _5.6
to prepare me for future roles. 5.8
| receive access to employee Networks/ Employee _ 6.2
Resource Groups. 6.4
| receive access to mentorship support from a _‘,.1
senior member within the organization. 6.5
. . 5.9
| receive access to coaching programs. 61
| receive access to training, including leadership _6.4
development trainings. 6.7

00 10 20 30 40 50 60 70 80
Average Scores

|\1
.\‘i—‘
o

B Treatment Before B Treatment After

Equal Employment Opportunities

7.2
7.2

| am paid fairly for the work that | do compared to
others in similar roles in this organization.

My company has various facilities that ensure that

the working environment meets the needs of both 78

8.1
male and female
My company actively seeks to increase the number _ 71
of women working in different management levels 7.3
My company actively seeks to increase the number _ 6.9
of women working in different departments 7.0
My company employs women in non-traditional 55
roles 5.5
My company promotes women within distribution _.0
and supply chains. 7.5

00 10 20 30 40 50 60 7.0 80 90
Average Scores

B Treatment Before B Treatment After
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

Both men and women reported improved satisfaction rates with nearly all “family-
friendly work policies” (e.g., parental leave, childcare), although women remained
less satisfied than men. There was no evidence that the work-life balance improved.

Satisfaction with Flexible and Family-Friendly Work
Policies

Paternity leave  Maternity Childcare On-site
leave allowance

Average Score
Nowe s v o XN ®© o
o o o o o o o o

=
(=}

o
o

Lactation room Availability of Flexible work
childcare safe options
transportation

to/from work

Average Scores

B Female Treatment Before m Female Treatment After

W Male Treatment Before Male Treatment After

Work-Life Balance for Employees

For women, having a career is compatible with
having a family for in this organization

For men, having a career is compatible with having
a family in this organization

My current job allows me to balance my personal
and professional life

My immediate manager is flexible when | have a
personal or family situation that | have to take care
of

00 10 20 3.0 40 50 60 70 80 9.0

Average Score

B Treatment Before B Treatment After
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4. EMPLOYMENT PILLAR - EFFECTIVENESS

Although survey respondents reported (significant) improvements over time,
there are still differences between certain groups when it comes to flexible and
family-friendly work options

2.5
2 Differences in access to/satisfaction with family-friendly and flexible work options across differenct
0.17 -
1.5 beneficiary respondents _
1.08 A few small differences

1 0.3 0.43 exist between various
0.5 ks ! : 0.24% ; T ' ﬁ types of respondents:
0 T

- Il L - = Female participants
0.5 o 55L'J '023% '0'1# -o.3$ -o.zq_‘ U ) as well as

2l ' 081| -0.92 -0.93 respondents from
4. middle management
Sy -1.65 1 and junior level are

significantly less
satisfied with the
family friendly work

-2.5 2.27

differences in access/satisfaction with family-friendly work
o
(0]
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* The dependent variable is an average score of family-friendly work options on a scale of 1-10. ’KL " Se O e amsterdam economics
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4. EMPLOYMENT PILLAR - GENDER NORMS

Employees reported a positive but insignificant impact on gender norms at the
company level

Several stakeholders mentioned that gender
norms improved at the company level as a
result of the WiW program

= The WIiW program changed the attitude of many
businesses and male leaders, especially regarding
the importance of gender equality on boards.
Many business leaders who previously would not
engage with this topic now participated in the
conversation thanks to IFC.

Additionally, on average, beneficiary female
employees reported marginal improvements in
how their life was impacted by gender norms

= On average, beneficiary female employees
reported improvements in how likely they were to
take on leadership roles within their community,
and their decision-making power at home.

= This might be evidence of greater empowerment
in the workplace leading to women making more
empowered decisions in their personal life to take
on stereotypically male roles.

Effects of gender norms on women employees
My job has made me more likely to take on 7.6
leadership roles within my community. 7.9
| have a significant say in decision-making at home, 8.2
such as financial matters and children's education. 8.5
If qualified, women can be easily hired for all jobs 7.3
and departments in this company. 7.2
Women face barriers or biases in career 6.3
advancement opportunities within this company. 6.2
| am able to balance work, household chores, and 8.0
childcare responsibilities. 7.7
My family is supportive of my decision to go to 8.8
work. 8.9

00 10 20 3.0 40 50 60 7.0 80 9.0 10.0

B Treatment Before B Treatment After
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4. EMPLOYMENT PILLAR - GENDER NORMS

On average, surveyed beneficiary employees did not hold on to strong gender norms.
However, we do not have evidence that the WiW program changed gender norms upheld
by individual employees

Gender Norms = On average, surveyed beneficiary
. _ . _ employees did not agree with most
It is always inappropriate to openly criticize or belittle _ %3
colleagues in front of others. 4. gender norms that we presented to
Physical contact with colleagues without prior consent is _ 4.2 h
generally inappropriate in the workplace. 4.1 t em
There is no harm in making derogatory comments or engaging 2
in offensive behaviours if you are cracking a joke or saying... _ 2.5 " Nevertheless; aImOSt 40 perce nt Of
Children of working mothers don't do as well in school as m respondents agreed that women ShOUId
children of full-time homemakers. 2.8

prioritize household and family
responsibilities over a career

Women should prioritize their family responsibilities over — 3.0
pursuing a career. 3.0
Women should be primarily responsible for household chores _2.8
and childcare 2.9

w . . = Additionally, we do not have evidence
omen should receive the same salary and benefits as men for _ 4.6
performing the same job. 4.4

that the WiW program changed gender

Gender diversity within teams and departments leads to better _ 4.3 . ..
overall performance. 4 norms at the individual employee level
Women should be encouraged to pursue traditionally male- _ 4. . . .
dominated careers and fields. 48 = As mentioned previously, multiple FGD
Women can work in all departments and job roles. —94-2 partiCipantS from beneﬁCiary Companies
Women and men should have equal opportunities for _ 4.4 mentioned that regardless of the
i L . 44 . .
leadership positions in companies. Supp