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35%

21%

15%

29%

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

Employment Access to Finance Women in Supply Chains Unclassified

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” 
and “NDB Banking on Women”.
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Support mental health of the workforce
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More respectful workplace

Percentage of TWC Firms (from the Endline Survey) that 
Implemented/Improved Policies Relating to the 
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of women in SheWorks companies
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Diversity and Inclusion Policy

Equal pay for equivalent work Policy

International Assignments

After office hour transport services

Well-being

Counselling

Lactation/Breastfeeding Room

Extended maternity leave and benefits (over and above the legal…

Paternity support (over and above the legal minimum)

Parental leave

On-site childcare

Other

Women's network/employee resource group

Coaching or mentoring

Succession planning

Leadership training

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

Baseline Endline
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Percentage of women in total labor force

Source: Annual Sri Lankan labor force surveys 
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within the total surveyed population
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Note: The dependent variable is an average score (ranging from 0-10). An increase in score implies an 
improvement in this category. 
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Effect of WiW program on employees of TWC and SheWorks companies

Statistically significant

Statistically insignificant
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I receive access to training, including leadership
development trainings.

I receive access to coaching programs.

I receive access to mentorship support from a
senior member within the organization.

I receive access to employee Networks/ Employee
Resource Groups.

I receive access to critical projects or assignments
to prepare me for future roles.

I think women and men have equal opportunity to
be promoted within your organization.

I think women and men have equal access to
training and other support needed to be…

Average Scores

Leadership Opportunities

Treatment Before Treatment After
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My company promotes women within distribution
and supply chains.

My company employs women in non-traditional
roles

My company actively seeks to increase the number
of women working in different departments

My company actively seeks to increase the number
of women working in different management levels

My company has various facilities that ensure that
the working environment meets the needs of both

male and female

I am paid fairly for the work that I do compared to
others in similar roles in this organization.
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Equal Employment Opportunities
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Satisfaction with Flexible and Family-Friendly Work 
Policies

Female Treatment Before Female Treatment After
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My immediate manager is flexible when I have a
personal or family situation that I have to take care

of

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

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

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

Average Score

Work-Life Balance for Employees

Treatment Before Treatment After
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Differences in access to/satisfaction with family-friendly and flexible work options across differenct 
beneficiary respondents

* The dependent variable is an average score of family-friendly work options on a scale of 1-10. 
Therefore, an increase in score implies an improvement in equal leadership opportunities
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My family is supportive of my decision to go to
work.

I am able to balance work, household chores, and
childcare responsibilities.

Women face barriers or biases in career
advancement opportunities within this company.

If qualified, women can be easily hired for all jobs
and departments in this company.

I have a significant say in decision-making at home,
such as financial matters and children's education.

My job has made me more likely to take on
leadership roles within my community.

Effects of gender norms on women employees

Treatment Before Treatment After
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Women and men are equally effective as leaders.

Women and men should have equal opportunities for
leadership positions in companies.

Women can work in all departments and job roles.

Women should be encouraged to pursue traditionally male-
dominated careers and fields.

Gender diversity within teams and departments leads to better
overall performance.

Women should receive the same salary and benefits as men for
performing the same job.

Women should be primarily responsible for household chores
and childcare

Women should prioritize their family responsibilities over
pursuing a career.

Children of working mothers don't do as well in school as
children of full-time homemakers.

There is no harm in making derogatory comments or engaging
in offensive behaviours if you are cracking a joke or saying…

Physical contact with colleagues without prior consent is
generally inappropriate in the workplace.

It is always inappropriate to openly criticize or belittle
colleagues in front of others.
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Differences in views on gender norms across different beneficiary respondents

* The dependent variable is an average score of the extent to which respondents believe negative gender 
norms on a scale of 1-10. A higher score implies less agreement with gender norms by respondents. 
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Outputs
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70%

Outcomes

100%

Impact

1 These included the A2F, CBC and AIA Insurance projects 



▪

▪

▪

▪

▪

▪

▪



▪

▪

▪

▪

▪

▪

▪



▪

▪

▪

▪

▪

▪



▪

▪

▪

▪



Women Entrepreneurs in 
Supply Chains pillar
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Annex A: Employee Survey 
Econometric Methodology 
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