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Executive Summary
Growth is inclusive when it allows all
members of a society to participate
in, and contribute to, the growth
process on an equal basis
regardless of their individual
circumstances. However, the
available data and indicators show
that the economic potentials of the
Sri Lankan women are not fully
utilized for the process of economic
development. Out of the total
‘economically inactive population’ of
the country, 70.3 per cent are
females, and out of the total
‘economically active population’ (i.e.
labour force), females account for
only 33.4 per cent, implying that
there is a large untapped reservoir of
manpower that could be utilized for
the development of the country, while
empowering the individuals and
benefitting the entire society as a
whole. In this backdrop and given the
importance of making women more
participatory in the process of
inclusive growth, it is of utmost
importance to have a closer look at
the issues and concerns related to
females in Sri Lanka in participating
labour market activities and to
assess whether growth has improved
access to the labour force for
females over time.
This study is carried out with the
objectives of studying the trends,
issues and concerns of female
labour force participation in Sri
Lanka in order for the growth of the
country to be inclusive and to assess
whether the growth has improved the
opportunities to access the labour
force for females across different
income groups over time. A literature
review was carried out to understand
the main concepts on which this
study is based on. The method

adopted by Ali and Son (2007) in
their paper ‘Measuring Inclusive
Growth’ is followed to assess whether
growth has improved females’ access
to labour force over time. Published
data mainly by DCS were used in
identifying the trends and patterns of
female labour force participation in
Sri Lanka and descriptive statistics
are presented in graphical and
tabular formats.
Substantial amount of literature
support the fact that women’s labour
market activities are highly
dependent on non-economic factors,
particularly their familial
responsibilities and child care being
the biggest challenge for them.
Social structure and social
environment, marriage and children
as well as state policy and economic
development are some of the crucial
factors that affect female labour force
participation. Further, female labour
force participation is linked with
fertility and children’s cognitive
development.
Almost from the very beginning,
women have played an important
role in the labour force in Sri Lanka.
Much of the early expansion (until
late 1970s) in female labour force
participation was attributed to female
labour supply factors of rising literacy
and educational attainment as well
as to the expansion of the services
sector dominated by teaching, health
care, clerical and finance related
occupations which provided more
and new types of employment
considered acceptable to women.
With the introduction of policy
liberalization in the latter part of the
1970s, female participation in the
labour force increased significantly

especially in manufacturing and
service sectors. However, from the
latter years of the 1990s onwards,
the Female Labour Force
Participation Rate (FLFPR) has
stagnated in the range of 30 to 36
per cent. While showing a declining
trend in overall female labour force
participation rate over the last ten
years, the age specific labour force
participation rates for females are
also decreasing for all age
categories. The change is more
prominent for the age groups of (1519) and (20-24). Further, data on
female labour force participation
imply that an M-shaped curve is
emerging for Sri Lanka, with the age
groups 20 to 24 and 30 to 39 being
the two peaks. Out of the total
employed women, a higher per cent
fall into the category of ‘contributing
family worker,’ where their labour is
more or less unremunerated. The
educational status of both female
employees has increased during the
last few years significantly compared
to their male counterparts. The
increase in female labour force
participation is most striking in the
high skilled occupational categories,
which in turn match with the increase
in the level of education of female
employees.
Construction of Opportunity Curves
reveals that opportunities for women
in accessing the labour force have
declined over time across all
expenditure groups. Although the
deterioration in opportunities is
common phenomena for women in
all expenditure deciles, it is more
remarkable for women in the lower
expenditure deciles. Similar to the
case for females, a reduction could
be observed in opportunities for men
v
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úOdhl idrdxYh
ish,a,ka we;=<;a lr .;a j¾Okh
jkafka tla tla mqoa.,hdf.a iajNdjh
fkdi,ld iudk mokula hgf;a
j¾Ok ls%hdj,shg iudchl ish¨
idudðlhkag iyNd.sùug yd
odhlùug bv ie,fik úgh' tfia
jqj;a YS% ,xldfõ ia;S%kaf.a wd¾Ól
úNjhka wd¾Ól ixj¾Ok ls%hdj,shg
iïmQ¾Kfhka fhdod f.k fkdue;s nj
mj;sk o;a; yd o¾Yl j,ska fmkakqï
lrhs' rfÜ wd¾Ól jYfhka ilS%h
fkdjk ck ixLHdfjka ishhg 70'3la
ia;%Ska jk w;r" wd¾Ól jYfhka ilS%h
uq¿ ck ixLHdjg ^Y%u n,ldh& ia;S%
odhl;ajh jkafka ishhg 33'4lska
muKs' bka woyia jkafka mqoa.,hka
n,.kajk iy iuia;hla jYfhka uq¿
uy;a iudchgu m%fhdackhla jk w;r
rfÜ ixj¾Okhg fhdod .; yels
úYd, ñksia n, ixÑ;hla Ndú;hg
fkdf.k mej;Suh' fujeks miqìula
;=< Y%S ,xldfõ ia;S%ka Y%u fj<| fmd<
ls%hdldrlïj,g iyNd.sùug wod,
.eg¨ iy jqjukd .eUqre f,i
ie,ls,a,g .ekSu;a" ld,h;a iu.
j¾Okh ia;%Ska Y%u fj<| fmd<g
msúiSu jeä ÈhqKq flf<ao hkak;a
;lafiare lsÍu;a w;sYfhka jeo.;a
fjhs'
fuu wOHhkh lrk ,oafoa rfÜ
j¾Okh ish,a,ka we;=<;a lr .ekSu
i|yd Y%S ,xldfõ Y%u n,ldfha ia;%S
iyNd.s;ajfha .eg¨ iy jqqjukdjka
wOHhkh lsÍfï wruqfKka iy
ld,h;a iu. j¾Okh úúO wdodhï
,nk ia;S% lKavdhï yryd Y%u
n,ldhg msúiSfï wjia:d jeä ÈhqKq
jQfhao hkak ;lafiare lsÍu i|ydh'
fuu wOHhkhg mokï jQ m%Odk
ixl,am wjfndaO lr .ekSu i|yd ,sms
f,aLk ksÍlaIKhlao isÿ lrk ,§' w,s
iy ika úiska m%ldYhg m;a l< ^2007&
zish,a,ka we;=<;a lr .kakd j¾Okh
uekSuZ (Measuring Inclusive Growth)
kï m;s%ldfõ fhdod .;a l%ufõoh
j¾Okh ld,h;a iu. Y%u fj<|
fmd<g ia;%S msúiSu jeä ÈhqKq flf<ao
hkak ;lafiare lsÍug Ndú;d lrk
,§' Y%S ,xldfõ Y%u n,ldfha ia;S%
iyNd.s;ajfha m%jk;d iy rgdjka
y÷kd .ekSug uQ,sl jYfhka DCS

m%ldYhg m;a l< o;a; fhdod .;a w;r
tajd" úia;rd;aul ixLHd; m%ia;dr iy
j.= wdldrfhka bÈßm;a lr we;'
fï iïnkaOfhka isÿ lr we;s
m¾fhaIK .Kkdjlau ;yjqre
lrkafka ia;S%kaf.a Y%u fj<| fmd<
ls%hdldrlï jeä jYfhkau wd¾Ól
fkdjk idOl u;" úfYaIfhkau
Tjqkaf.a mjq, j.lSï u; /£ we;s nj
njhs' Tjqkaf.a nrm;<u wNsfhda.h
jkafka <uhska /l n,d .ekSuhs' iudc
jHqyh iy iudc mßirh" újdyh iy
<uhska iy rdcH m%;sm;a;sh iy
wd¾Ól ixj¾Okh Y%u n,ldfha ia;%S
iyNd.s;ajhg n,mdk ;SrKd;aul
idOlj,ska iuyrls' ia;S% fiajd
kshqla;sh" iM,;djh iy <uqkaf.a nqoaê
j¾Okh yd ne£ we;'
wdrïNfha isgu ia;S% md¾Yajh Y%S
,xldfõ Y%u n,ldfha jeo.;a
N+ñldjla bgq l<y' Y%u n,ldfha ia;S%
iyNd.s;ajfha uq,a ld,Sk j¾Okhg
jeä jYfhka fya;= jQfha ia;S%kaf.a by<
idlaIr;djh;a by< wOHdmk
uÜgu;ah' tfukau ia;S%kag /lshd
kshqla; ùug iqÿiq hehs ms<s.ekqk .=re
jD;a;sh" fi!LH yd uQ,H jeks
lafIa;%hkaf.a isÿjQ jHdma;sh yd
j¾Okh;a fuhg fya;= úh' 1970 w.
Nd.fhaoS wd¾Ól ,sys,alrK m%;sm;a;s
y|qkajdoSu;a iu. Y%u n,ldfha ia;%S
iyNd.s;ajh" úfYaIfhka ksIamdok iy
fiajd wxYj, lemS fmfkk f,i jeä
úh' flfia jqj;a 1990 oYlfha w.
jirj, isg Y%u n,ldfha ia;S%
iyNd.s;aj wkqmd;h ishhg 30 ;a 36 ;a
w;r fkdfjkiaj mej;sK' miq.sh
jir oyh we;=<; Y%u n,ldfha
iuia; ia;%S iyNd.s;ajh my; jeàfï
m%jk;djhla fmkakqï l< w;r jhia
ldKav wkqj ia;%Ska f.a Y%u n,ldfha
iyNd.s;ajh ish¨u jhia ldKav j,
my; jeáK' fuu fjki jvd;a lemS
fmfkkafka 1519 yd 2024 hk jhia
ldKavj,h' ;jo uE; ld,Sk o;a;
u.ska fmkakqï lrkafka jhia ldKav
wkqj ia;%Skaf.a Y%u n,ldfha
iyNd.s;ajh zMZ yevhla .kakd njhs'
jhi wjqreÿ 2024 olajd jhia ldKavh
iy wjqreÿ 30 isg 39 olajd jhia
ldKavh jeäu Y%u iyNd.s;ajhla

fmkakqï lrhs' fiajd kshqla;
ia;k
S% f
a .a jeä m%;Y
s ;hla wh;ajkafka
zodhl;ajhla ,nd fok mjqf,a fiajlZ
hk ldKavhg jk w;r Tjqka fndfyda
úg jegqma fkd,nhs' miq.sh jir lSmh
;=< fiajd kshqla; ia;S%kaf.a wOHdmk
uÜgu fiajd kshqla; mqreIhka yd
ii|k úg lemS fmfkk f,i jeä ú
we;' Y%u n,ldfha ia;%S iyNd.s;ajfha
jeäùu Wiia mqyqKqjlska hq;a jD;a;Sh
ldKavfha meyeÈ,sju olakg we;' th
ia;%S fiaúldjkaf.a wOHdmk uÜgfï
jeäùu yd ieif|a'
wdjiaÓl jl% ks¾udKh lsÍfuka Y%u
n,ldhg ia;%S msúiSfï wjia:d ld,h;a
iu. ish¨ úhoï ldKav i|yd my;
jeà we;s nj fy<sfõ' ish¨ úhoï
oYul i|yd ia;%S /lshd wjia:d msßySu
fmdÿ ,laIKhla jqjo my< úhoï
oYulfha ia;%Ska i|yd jvd;a lemS
fmfkk ;;ajhla mj;S' ia;%Ska
iïnkaOfhka fukau ish¨ oYulj,
Y%u n,ldhg msúiSfï § mqreIhkaf.a /
lshd wjia:dj, my; jeàula
ksÍlaIKh l< yelsh' fuh fjkia
jkafka f;jk úhoï oYulh i|yd
muKs' tho b;d iq¿ wdka;sl
jeäùuls' ia;%S mqreI fjkila ke;sj
wdjiaÓl o¾Ylh ^ck;djg we;s
wjia:d idudkHh& yd iudkd;au;d
wdjiaÓl o¾Ylh ^ck ixLHdj w;r /
lshd wjia:d fn§ hkafka fyda yqjudre
jkafka flfiao& hk folu
ie,ls,a,g .;a ld, iSudj ;=<
msßySug ,laj we;' mqreIhka yd
ii|k úg ia;%Skag Y%u n,ldhg
msúiSug we;s wjia:d wvqh'
ldka;djka j.lSï wvq iy$fyda jegqma
wvq b;d mgq jD;a;Ska mrdihlg tla /
ia ùu;a Wiiaùï i|yd wjia:djka
iSñ; w¾O ld,Sk /lshd ioyd fhduq
ùu;a Y%u fj<| fmd< ;=< olakg
,efnk ia;%S mqreI wiudk;djfha
m%;sM, fjhs' .eí .ekSï ksid ia;%Skag
wjdis iy.; f,i i,lkq ,eîug bv
we;' ia;%Skag mjqf,a j.lSï bgq lsÍug
^m%ckk j.lSï& ud;D ksjdvq iy ud;D
oSukd ia;%Skag Y%u fj<| fmd< ;=<
wjdis iy.; f,i l%shd;aul ùug bv
we;s w;r ldka;djkag mejrS we;s
vii
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mjqf,a j.lSï bgq lsrSu ioyd /lshd
ksjdvq jeäfhka wjYH ùu ;=,ska
Tjqkaf.a /lshd iqrlaIs;Ndjh
iïnkaOfhka o .eg¨ we;s fjh's fiajd
ia:dkfha§ ia;%Skag ,sx.sl w;jrj,g
uqyqK §ug isÿùu Y%u fj<| fmd< ia;%S
mqreI Ndjh mokï fjkiafldg
ie,lSuls' ia;%Skag Y%u fj<| fmd<g
msúiSug wjYH kï m%ckk$ iudc
M,odhs l%shdldrlï Ndú;h iy
mqoa.,sl úfõlS l%shdldrlï w;ayeÍug
isÿfõ' ia;%Skaf.a zúfõlhZ ,laIK
follska hq;=h' tkï m%ckk$iudc
M,odhs l%shdldrlï iy mqoa.,sl
úfõlS l%shdldrlï hkqfjks'
/lshdfjka ,nk Y=oaO wdodhu (NAI)
w;ayßk ,o úfõlh wdjrKh lsÍug
;rï m%udKj;a fkdfõ kï ia;%Ska
fiajd úhqla;j isàug jvd;a fm<fUkq
we;' /lshdjg n|jd .ekSfï§ ia;%Skag
fndfydaúg fjkiafldg ie,lSug
,lafõ' ta uQ,sl jYfhkau
ud;Dodrl;ajh yd <ud /ljrK
m%;s,dN yd ia;%S pß; ,laIKhehs is;d
.kakd foa jeks lreKq ksid jHdmdßl
wdh;kj,g ia;%S fiaúldjka n|jd
.eku
S jvd;a úhoïldÍhehs yeÕu
S la
fiajHhka ;=< ;sîu ksidh' ia;%Skaf.a
/lshd cd,hkaf.a mj;sk ÿ¾j,;djh o
Y%u fjf<| fmd<g msúiSfï§ Tjqkag
uqyqK §ug we;s ;j;a m%Yakhls'
fiajfha kshqla; ia;%Ska uqyqK §ug we;s
;SrKd;aul lreKqj,ska iuyrla
jkafka mjq, yd /lshdj w;r we;s
iunr;djh l<ukdlrKh" jD;;
a u
S h
jYfhka Wiia ùug we;s úúOjq
ndOdjka ^glass ceiling) .eg¨j"
fiajd ia:dkfha ,sx.sl w;jr" jD;a;Sh
jYfhka fjka fldg ;eîu yd ia;%S
mqreI Ndjh u; we;s jegqma mr;rh
jeks lreKqh'
Y%u fj<| fmd< ia;%Skaf.a ls%hdldrlï
úYd, jYfhka wd¾Ól fkdjk idOl"
n,mdk neúka fuu wxY flf¾ fhduq
jQ m%;sm;a;s mshjr jev lrk ujqjre
uqyqK § we;s mSvKh ,sys,a lsÍug;a
Y%u n,ldhg ia;%Ska jvd;a wdl¾IKh
lsÍug;a buy;a f,i fya;= jkq we;'
fï iïnkaOfhka .; yels m%;sm;a;s
mshjr iuyrla jkafka /lshdj yd
iïnkaO msrsjeh (Work Related Cost)
wvq lsÍug wdh;ksl uÜgfuka
iy$fyda cd;sl uÜgfuka <ud
viii

/ljrK §ukdjla ,nd§u fyda
fiajlhkag Èjd <ud iq/l=ï myiqlï
ie,iSu yd tla tla mqoa.,hdf.a nÿ
nr wvq lsÍu jeks tajdh' ia;%Ska Y%u
fj<| fmd<g kej; meñKSfuka
mj;sk Y%u Ndú;h m%Yia; uÜgug
meñfKk ksid iy wOHdmkh iy
mqyqKqj i|yd lrk ,o wdfhdackh
wmf;a hEu je<elafjk ksid ia;%Skag
Y%u fj<| fmd<g kej; we;=¿ùug
iqÿiq ud¾. iemhSfuka Tjqka Èßu;a
l< hq;=h' jeä ÿrg;a ÿmam;=ka
b,lalr .;a /lshd wjia:d jvd;a
ks¾udKh l< hq;= w;r /lshd wjia:d
fnod yeÍu jvd;a idOdrK
wdldrfhka isÿjk nj ;yjqre l<
hq;=h' ia;%Ska i|yd zkuHYS,s jev lrk
ld,hZ" zksjfia isg jev lsÍuZ zw¾O
ld,Sk jev Z jeks fiajh lsÍfï
úl,am ud¾. m%j¾Okh Y%u n,ldfha
ia;%S iyNd.s;ajhg buy;a fia bjy,a
jkq we;' úl,am <ud /ljrKh iy
jhia.; wh /ln,d .ekSu jeks
f;aÍï fhdod .; hq;af;a fuu úl,am
kh
s dukh iy wëlI
a Kh iu.h'
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epiwNtw;Wr; RUf;fk;
xU r%fj;jpd; midj;J cWg;gpdh;fSk;

ngw;Wf;nfhs;tjw;fhd tha;g;Gf;fis
fhyj;jpw;Ff; fhyk; Nkk;gLj;jpAs;sjh

Copag;gilapd; gq;fspg;gpyhd mNdf

vd;gijf; fzpg;gpLtijAk;

tsh;r;rpahdJ> gbg;gwpT tpUj;jp kw;Wk;

nrad;Kiwapy; gq;Nfw;W> mjw;fhd

Fwpf;Nfhshff; nfhz;Nl

jj;jkJ gq;fspg;Gf;fis rkj;Jt

Nkw;nfhs;sg;gLfpwJ. ,t; Ma;thdJ
ve;j gpujhd vz;zf;fUf;fis
mbg;gilahff; nfhz;lJ vd;gjid

fy;tpj; Njh;r;rp Fwpj;jhd ngz; Copa
tpepNahfg; Nghf;fpw;Fk; mNjNghy;
fw;gpj;jy;> Rfhjhu guhkhpg;G>

jkJ jdpg;gl;l #o;epiyfisf;
fUj;jpw;nfhs;shJ> tsh;r;rpf;fhd

mbg;gilapy; toq;Fk; gl;rj;jpy;
tsh;r;rpahdJ KOikNahL vk;Kld;
,ize;Jnfhs;fpwJ. ,Ug;gpDk;
,yq;ifg; ngz;fspd; nghUshjhu
hPjpahd vjph;fhy tha;g;Gfs;
nghUshjhu mgptpUj;jpr;
nrad;Kiwfspy; KOikahf
cgNahfpf;fg;gLtjpy;iy vd;gijNa
fpilf;fj;jF juTfSk; Rl;bfSk;
vLj;Jf; fhl;Lfpd;wd. ehl;bd; nkhj;j
‘nghUshjhu hPjpapy; Cf;fkw;w kf;fs;’
njhifapy; 70.3 rjtPjkhNdhh;
ngz;fshfTs;sNjhL> nkhj;j
‘nghUshjhu hPjpapy; Cf;fKs;s kf;fs;’
njhifapy; (mjhtJ Copag; gilapy;)
ngz;fs; 33.4 rjtPjkhfTs;sdh;. ,J
nkhj;jj;jpy; jdpegh;fis tYT+l;b
KOr; r%fj;jpw;Fkhd eyid toq;Fk;
tifapYk;> ehl;bd; mgptpUj;jpg;
gazj;jpy; <LgLj;jg;glf; $ba> Mdhy;
,d;Dk; gad;gLj;jg;glhj ghhpa kdpj
ts Cw;W xd;W ,Ug;gjidNa
Fwpj;Jepw;fpwJ. ,e;jg; gpd;dzpapy;>
tsh;r;rpia cs;slf;fpa nrad;Kiwapy;
ngz;fis mjpfk; <LgLj;Jtjd;
Kf;fpaj;Jtj;ij fUj;jpw;nfhz;L>
,yq;ifapYs;s ngz;fs; njhopw;
re;ij njhlh;ghd eltbf;iffspy;
<LgLtjpy; mth;fs; vjph;nfhs;Sk;
gpur;rpidfs; kw;Wk; mth;fsJ
mf;fiwfs; Nghd;wtw;wpy; neUf;fpa
mtjhdk; nrYj;JtJk; kw;Wk; Fwpj;j
tsh;r;rpahdJ ngz;fspd; njhopw;
re;ijf;fhd topKiwia fhyj;jhy;
Nkk;gLj;jpAs;sjh vd;gij kjpg;gpLjYk;
kpfTk; Kf;fpaj;Jtkpf;f
mk;rq;fshfTs;sd.
,t; Ma;thdJ> ehl;bd; tsh;r;rp
kf;fNshL ,ize;jjhftpUf;Fk;
tifapy;> ,yq;ifapy; ngz; Copag;
gilapdhpd; gq;Nfw;G njhlh;gpy; mjd;
Nghf;F> gpur;rpidfs; kw;Wk; mf;fiwfs;
Mfpatw;iw Ma;T nra;tijAk;>
kw;Wk; Fwpj;j tsh;r;rpahdJ gy;NtW
tUkhd kl;lq;fspYs;s ngz;fs;
jkf;fhd Copag; gilapid

mwpe;J nfhs;tjw;fhdnjhU fy;tp rhh;
kPsha;Tk; Nkw;nfhs;sg;gl;lJ. ngz;fs;
Copag; gilf;Fr; nry;tjpy;
tsh;r;rpahdJ Nkk;gl;l gq;fspg;ig
toq;fpAs;sjh vd;gij kjpg;gpLtjpy;>
myp md; rd; epWtdj;jpdhy;
‘KOikahd tsh;r;rpia mstply;’
vDk; mth;fsJ ntspaPl;by; (2007)
nghUe;jpf;nfhs;sg;gl;Ls;s Kiwik
gpd;gw;wg;gl;lJ. ,yq;ifapy; ngz;
Copag; gilapdhpd; Nghf;Ffs; kw;Wk;
mjd; jd;ikfs; Mfpatw;iw
,dq;fhz;gjpy; njhifkjpg;gPL kw;Wk;
Gs;sptpgutpay; jpizf;fsj;jpdhy;
ntspaplg;gl;l juTfSk; gpujhdkhf
gad;gLj;jg;gl;lNjhL>
tpsf;fq;fSldhd Gs;sptpguq;fs;>
tiuglq;fs; kw;Wk; ml;ltiz
cUf;fs; Nghd;w tbtq;fspy;
toq;fg;gl;ld.
ngz;fspd; njhopw;re;ij njhlh;ghd
nraw;ghlhdJ nghUshjhuk; rhuhj
fhuzpfspNyNa ngUksT
jq;fpapUg;gjid fzprkhd fy;tp rhh;e;j
Ma;Tfs; vLj;Jf;fhl;LtNjhL> Fwpg;ghf
mth;fsJ FLk;gg; nghWg;Gfs; kw;Wk;
Foe;ij guhkhpg;G MfpadNt mth;fs;
vjph;nfhs;fpd;w ghhpa rthy;fshfTk;
fhzg;gLfpd;wd. r%ff; fl;likg;G>
r%fr; #oy;> jpUkzk;> gps;isfs;>
mur nfhs;iffs; kw;Wk; nghUshjhu
mgptpUj;jp Mfpad ngz;fspd; Copag;
gilapyhd mth;fspd; gq;fspg;gpid
ntFthfg; ghjpf;fpd;w rpy Kf;fpa
fhuzpfshfTs;sd. NkYk;> ngz;
Copag; gilapd; gq;fspg;ghdJ
fh;g;gkiljy; kw;Wk; mth;fsJ
gps;isfspd; GyDzh;tpyhd tpUj;jp
Mfpatw;WlDk; rhh;e;Js;sJ.
,yq;ifapy; ngz;fs; ngUk;ghYk;
kpfTk; njhlf;ff; fhyj;jpypUe;Nj
Copag; gilapy; xU Kf;fpakhd
gq;fspg;ig toq;fpAs;sdh;. ngz;

Muk;gfhy (1970 fspd; gpw;gFjp tiu)

Kfhikj;Jtk; kw;Wk; epjp Nghd;w
mjpfk; toq;fg;gl;l njhopw;Jiwfspdhy;
Mjpf;fk; nrYj;jg;gl;l Nritj;
JiwapdJ tpUj;jpf;Fk; kw;Wk;
ngz;fSf;Fg; nghUj;jkhdnjdf;
fUjg;gl;l Gjpa tifj;
njhopy;tha;g;GfSf;Fk; toptFj;jJ.
1970 fspd; gpe;jpa fhyg;gFjpapy;
mwpKfk; nra;ag;gl;l nfhs;if
jhuhskakhf;fj;NjhL> Copag;gilapy;
ngz;fspd; gq;fspg;G fzprkhdsT
mjpfhpj;jNjhL> Fwpg;ghf mJ cw;gj;jp
kw;Wk; Nrit Nghd;w JiwfspNyNa
,lk;ngw;wJ. ,Ug;gpDk;> 1990 Mk;
Mz;Lfspd; gpd;duhd fhyj;jpypUe;J
ngz; Copag;gilapd; gq;fspg;G
tPjkhdJ 30 Kjy; 36 tiuahd
rjtPjj;jpw;F ke;jg; Nghf;iff;
fhl;bAs;sJ. fle;j gj;J tUl
fhykhf xl;Lnkhj;j ngz;
Copag;gilapd; gq;fspg;G tPjkhdJ xU
tPo;r;rpg; Nghf;iff; fhl;b tUfpd;w
mNjNtis> ngz;fSf;fhd taJ
mbg;gilapyhd Copag; gilapd;
gq;fspg;gG tPjKk; midj;J
taJf;FOtpdh; njhlh;gpYk;
Fiwtile;J tUfpwJ. 15-19 kw;Wk;
20-24 Mfpa taJf; FOtpdh;
njhlh;gpNyNa ,k;khw;wk; mjpf ghPl;rak;
kpf;fjhfTs;sJ. NkYk;> tiugpd; M –
tbt tisthdJ ,yq;if njhlh;gpy;
20-24 kw;Wk; 30-39 Mfpa taJf;
FOf;fSf;fhd ah;TfNshL vOr;rp
ngw;W tUtij ngz; Copag;gilapd;
gq;fspg;G Fwpj;jhd juTfs;
Rl; b f; f hl; L fpd; w d.
Ntiyf;fkh;j;jg;gl;Ls;s nkhj;jg; ngz;
njhopyhsh;fspy;> xU $ba rjtPjj;jpdh;
‘gq;fspg;Gr; nra;Ak; FLk;g gzpahsh;’
vDk; FOtpy; ,lk;ngWfpd;wdh;.
,f;FOtpy; mth;fsJ njhopYf;fhd
Cjpak; toq;fg;glhikf;fhd tha;g;G
mjpfkhFk; my;yJ FiwthFk;.
,t;tpU FOitAk; Nrh;e;j ngz;
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Female Employment for Inclusive Growth

1. Introduction
‘Inclusive Growth’ has become a
widely used term in the recent past
especially among the global
organizations, donor agencies,
academics and policy makers.
Growth is inclusive when it allows
all members of a society to
participate in, and contribute to, the
growth process on an equal basis
regardless of their individual
circumstances. In other words, to
achieve an inclusive growth, an
economy should get the contribution
of all its members to the process of
economic growth regardless of the
differential socio-economic
characteristics of the individuals.
Accordingly, we cannot think of an
‘inclusive growth’ by holding back
half the nation. Women represent a
half of the Sri Lankan population
and they should be considered as a
crucial partner in the process of
inclusive growth of the country. The
current government’s development
framework “Mahinda Chintana –
Vision for the Future” also
recognizes the importance of
empowering women with the
development.
However, most of the latest
available data and indicators reveal
that women’s status in Sri Lanka is
not as satisfactory as its
achievements in other human
development indicators. This is
despite the fact that the indicators
related to health and education for
Sri Lanka are as good as countries
with ‘very high’ and ‘high’ human
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development. Women’s low
engagement in labour market
activities and limited political
participation by women are the
malefactors which bring the Sri
Lankan women’s status down and
this study would focus on the first.
Ensuring gender equality, matters in
many ways to the development
process of a country. Gender
equality matters in its own right and
has been recognized as ‘smart
economics’ (The World Bank, 2011).
Experiences from various countries
confirm that gender equality
enhances economic efficiency, and
improves other development
outcomes. For example, it has been
estimated that raising female
employment levels to that of male
levels could increase the Gross
Domestic Product (GDP) by 5 per
cent in the US, 9 per cent in Japan,
12 per cent in the UAE, and 34 per
cent in Egypt and a slight increase
in the opportunities available to
women would lead to significant
economic and social benefits
(Aguirre, Hoteit, & Rupp, 2012).
Participating in formal regular
waged work has the greatest
transformative potential although
paid work outside the domestic
domain can also have positive
impacts on women’s lives (Kabeer,
2012). However, the available data
for Sri Lanka indicates that out of
the total ‘economically inactive
population’1 of the country, 70.3 per
cent are females, and out of the total
‘economically active population’ (i.e.

labour force) females account for
only 33.4 per cent (Department of
Census and Statistics , 2013),
implying that there is a large
untapped reservoir of manpower
that could be utilized for the
development of the country, while
empowering the individuals (i.e.
females) and benefitting the entire
society as a whole.

We cannot
think of an
‘inclusive
growth’ by
holding back
half the nation.
Women represent a half of
the Sri Lankan
population
and they
should be considered as a
crucial partner
in the process
of inclusive
growth of the
country.

The “economically active population” is defined broadly as comprising of all persons above a specific age (10 years and above) of either gender who
furnish the supply of labour for the production of economic goods and services during a specified time (reference period). The “economically active
population or the labour force” is usually recognized as the sum of “employed” and “unemployed” populations. (DCS 2013).
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3. Review of Literature
3.1 Inclusive Growth
and Gender
Dimension of
Inclusive Growth
Inclusive growth refers to “creating
economic opportunities through
sustainable growth and making the
opportunities available to all
including the poor” (Ali, 2007, p. 1).
Hence, growth is inclusive when it
allows all members of a society to
participate in, and contribute to, the
growth process on an equal basis
regardless of their individual
circumstances (Ali & Zhuang, 2007).
The usage of the term ‘inclusive’ in
the characterization of growth
episodes can be traced back at
least to the turn of the century, when
Kakwani and Pernia (2000) as cited
in (Rafael & Ramos, 2013)
employed it to highlight the nature
of what they considered to constitute
pro-poor growth. Defining pro-poor
growth as “one that enables the
poor to actively participate in and
significantly benefit from economic
activity” (Kakwani and Pernia, 2000:
3), the reference to it as “inclusive
economic growth” (Kakwani and
Pernia, 2000: 3) intended to stress
the particular attributes that make
pro-poor growth distinct. Yet,
inclusive growth “remains an
intuitively straightforward and yet
elusive concept” (Rafael & Ramos,
2013). However, a few core features
of the ‘inclusive growth’ concept can
be summarized as follows (i)
inclusive growth is intimately related
to pro-poor growth, particularly with
its relative conceptualization that
requires that both poverty and
inequality be reduced for growth to
be pro-poor, (ii) inclusive growth is
growth that reduces the

disadvantages of the most
disadvantaged while benefitting
everyone; (iii) inclusive growth can
be thought of as entailing the
expansion of opportunities for
participation, which can include
both engagement in productive
economic activities and having a
say on the orientation of the growth
process; and (iv) inclusive growth
has been thought of as growth that
promotes development, with
development understood as
comprehensive improvements in
multiple dimensions contemplating
both living conditions and
empowerment (Ranieri & Ramos,
2013).
Given that the inclusion of all
segments of the society in the
process of development is a
fundamental condition for inclusive
growth, there is no question about
partnering females who count for
half of the population into the
process of development. Inclusive
growth, as defined by IDRC, is
growth which ensures opportunities
for all sections of the population,
with a special emphasis on the poor,
particularly women and young
people, who are most likely to be,
marginalized, (Kabeer, 2012, p. 4).
There is fairly strong empirical
support for the positive relationship
between the gender equality and
economic growth (Kabeer, 2012).
The relationship is most consistent
with regard to education and
employment. Gender equality
matters in its own right and has
been recognized as ‘smart economics’ (The World Bank, 2011). Gender
equality enhances economic
efficiency, and improves other
development outcomes. This can be
mainly achieved in three ways:

Given that
the inclusion
of all segments of the
society in the
process of
development
is a fundamental condition for inclusive growth,
there is no
question
about
partnering
females who
count for half
of the population into the
process of
development.
firstly, greater productivity gains by
removing barriers that prevent
women from having the same
access as men to education,
economic opportunities, and
productive inputs; secondly,
through improved development
outcomes for women and for their
next generations by enhancing
women’s absolute and relative
status; and thirdly, by empowering
women as economic, political, and
social actors through the creation of
3
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3.2 Gender Gap and
Development in Sri
Lanka
Sri Lanka has managed to have a
continuous improvement in economic as well as social indicators
despite the 30 year prolonged
conflict that prevailed in the country.
However, some of the indicators
related to gender equality have
failed to march forward along with
the others. This failure is prominently visible in two fronts; women’s
participation in labour market and
politics. Further, Sri Lanka’s
performance in these areas is low
compared with other countries in
the region (Table 3-1)

3.3 Female Labour
Force Participation
The major cause of increased
participation of married women
during the twentieth century
appears to be their increased
earning power as Western
economies developed, including the
rapid expansion of the service
sector (Becker, 1991). The growth in
the earning power of married
women raised the forgone value of
their time spent in child care and
other household activities, which in
turn reduced the demand for
children and encouraged
substitution away from parental,
especially mothers’ time. Both of
these changes raised labour force
participation of married women.
Female labour force participation is
not purely determined by economic
factors as in the case of males
(Malhotra & DeGraff, 1997);

(Psacharopoulos & Tzannatos,
1989) and (Lawanson, 2008). It
appears that non-economic factors
play an influencing role in
determining labour market activities
of females than of males as labour
force participation for women
depends much more on the social
context than it does for men. The
social context would dictate that
women are expected to play many
roles in their day to day lives.

Social Structure and Social
Environment
Female labour force participation
depends much more on the social
environment than it does in the case
of men. Factors that appear to have
no effect on male participation in the
labour force do affect the level and
trend of female employment (i.e.
factors such as size and structure of
the economy, education, fertility,
religion and other demographic and
socio-political factors). Other than
the standard economic variables
such as education, experience,
wages and income many noneconomic variables like marital
status and fertility influence the
female labour supply function.
Women’s participation during the
age of bearing and rearing children
should be lower than that of women
outside this age and, this has been
the broad pattern of age-specific
female participation rates in
Western Economies
(Psacharopoulos & Tzannatos,
1989). Psacharopoulos and
Tzannatos further conclude regarding female labour force participation
that; female employment is more
dependent on the country’s noneconomic characteristics than male
employment, the relationship
between female participation and
education stands out as a significant
determinant and to the extent
thatwomen are not allowed to

Sri Lanka has
managed to
have a continuous improvement in
economic as
well as social
indicators despite the 30
year prolonged conflict
that prevailed
in the country.
However,
some of the
indicators
related to gender equality
have failed to
march forward
along with the
others. This
failure is
prominently
visible in two
fronts;
women’s participation in
labour market
and politics.
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allowed them to combine homecare
and paid work. On the other hand,
single mothers did not adjust either
labour force entry or sector of entry
to the presence of young children.
This finding suggests that economic
survival and income maximization
are the major motivations for single
mothers. Further, this study revealed
that wives’ choice of sector during
downturns is subject to the
households’ earning needs and that
single mothers do not select the
informal sector over the formal
sector in response to either
expected or realized negative
income shocks.

Marriage and Children
Differences in earnings in the labour
market and the marital status of
women are directly related (Becker,
1991). Becker argued that the
responsibility of married women for
child care and other housework has
major implications for earnings and
occupational differences between
men and women. Earnings of
women are adversely affected by
household responsibilities even
when they want to participate in the
labour force as many hours as men,
because they become tired, must
stay home to tend to sick children or
other emergencies, and are less
able to work odd hours or take jobs
requiring much travel.
Child birth is a critical milestone of a
woman’s life that affects many
aspects of her life including the
decision of labour force
participation. The continuing
decision of being employed or not
by the mothers of infant and young
children involves diverse ways of
negotiating (Hynes & Clarkberg,

2005). Hynes and Clarkberg
analyzed women’s employment
trajectories in the period
surrounding both first and second
births by using the group-based
trajectory method in the USA. Their
results suggested that there are six
typical employment trajectories
around the birth of a child.
Consistent with the models
employed in traditional studies of
employment, they found a
substantial group of women who
leave employment before or at the
birth of a child, and groups who
remain stably employed or stably
out of the labour force. In addition,
they found that other employment
trajectories across the transition to
motherhood include patterns
marked by both decrease and
increases in employment. Hynes
and Clarkberg have put forward two
important implications for research
and theory based on the wide
variety of employment patterns
existing during early parenthood.
Firstly, although research has
shown that cumulative employment
experience influences long-term
wages and occupational attainment
and suggests that even one break in
employment can have negative
consequences on women’s wages; it
seems improbable that all
employment breaks at any point in
the life course result in equivalent
costs. Hence Hynes and Clarkberg
suggest that employment
trajectories might be fruitfully used
in the study of women’s earnings
and occupational attainment. And
secondly, research on women’s
employment has focused more on
transitions out of the labour force
than on transitions into the labour
force, and women moving into the
labour force differ in important ways

from those moving out. Both these
issues are of importance in the Sri
Lankan context.
Labour force participation by
women in child bearing age in the
USA has been analyzed by
examining the interaction of three
types of concerns; the employment
concerns, health concerns for the
woman and her child, and the
woman’s economic concerns
(Queneau & Marmo, 2001), and
found that a tension exists between
these three concerns, stemming
from their divergent impacts on
labour supply and income
generation. The study comes up with
two important policy
recommendations; all women
should be provided paid pregnancy
and maternity leave for 12 weeks,
and such leave should be financed
through joint employer-employee
contributions and paid leave should
not be mandatory but rather at the
discretion of the woman and her
family.

State Policy and Economic
Development
State’s philosophical orientation
toward family policy and macro level
economic conditions are of
overriding importance in
determining female labour force
participation (Brewster & Rindfuss,
2001). According to Brewster and
Rindfuss, individuals may be less
willing to bear children when the
economy is uncertain, even where
family policies and childcare
availability reduce the work-family
conflict and encourage gender
equity. The effects of institutional
factors on rates of labour force
participation and fertility are
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Table 3.3
Drivers and Constraints
Drivers

Constraints

Married
women

Status

Age; educational attainment from GCE
Advanced Level and beyond; higher per
capita household consumption; availability
of domestic help; a higher share of
employed females relative to males with the
same educational attainment as the
individual in the district; living in estates and
having children later rather than earlier

Remittances from abroad, Islamic Moor ethnoreligious identity and disability; education up to
Ordinary Level; having children below 5 years;
the employment and education characteristics of
male household members and male head of
household;
more
people
employed
in
manufacturing and services, relative to agriculture
in district; residence in Central, Eastern and
North Western Province.

Single women

Age; all levels of education above primary
level; the presence of other adult women in
the household; a higher share of employed
females in the district, relative to males in
the same education category as the
individual; and living in estate

Relatively
higher
status
of
household
consumption; greater rate of unemployment

Female heads
of household

Age; a university education, a large informal
sector in the district, and whether living in
estates.

Remittances from abroad earning; having children
below 5 years; more people employed in
manufacturing and services, relative to agriculture
in district; residing all provinces outside Western
Province

Source: (Gunatilaka, 2013).

work is an unwilling ‘choice’ forced
on women by the need to cope with
children’s responsibilities, is an
unpersuasive argument. She
argued that it fails to take into
account part-timers having the
highest levels of job satisfaction
despite being restricted to the least
attractive jobs, nor the fact that
childcare problems do not prevent
large numbers of mothers from
working full-time, while others insist
childcare must be a full-time activity.
Hakim’s study shows that women
with dependent children have the
highest rates of part-time work, and
they are also very likely to be out of
the work force. Further, Hakim
concluded that women in Britain
make ‘freer’ choices in that they are
less constrained by fiscal, social
security and national health service

5

policies that shape or even dictate
the labour market behaviour of
women as in the USA, and that
given the choice, a large proportion
of women actively choose part-time
jobs concentrated towards the
bottom end of the occupational
hierarchy.
The aptness of Hakim’s reference
Theory5 was examined for the
British labour market by providing
an empirical examination of
women’s work histories following a
first birth, their sex-role attitudes,
and the relationship between
attitudes and work history (McRae,
2003). Although support was found
for Hakim’s argument that
employment was centrally important
only for a minority of women, little
evidence was adduced that it is

preferences that distinguishes the
minority from the majority. The
central argument of Preference
Theory, that women have genuine,
unconstrained choices about how
they wish to live their live was not
supported by McRae’s analysis of
the UK. Instead, it was argued that a
complete explanation of women’s
labour market choices after
childbirth, and of the outcomes of
those choices, depends as much on
understanding the constraints that
differentially affect women as it does
on understanding their personal
preferences.

Hakim’s Preference Theory argues that the main determinant of women’s heterogeneous employment patterns and work histories is heterogeneity in their
preferences for differing combinations of family work and paid employment.
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Figure 3.1
Trends in Total Fertility Rate and Female Labour Force Participation Rate

Sources:

Department of Health Services (2008;, Central Bank of Sri Lanka (1998) ; and
Annual Force Surveys (various issues), Department of Census and Statistics.

4. Female Labour Force Participation in Sri Lanka
4.1 Women for
Development
Despite the fact that the economy of
Sri Lanka has remained heavily
dependent on females throughout
the modern history (Lakshman,
1998), the latest available data
indicates that out of the total
‘economically inactive population’8
of the country, 70.3 per cent are
females, and out of the total
‘economically active population’ (i.e.
labour force), females account for
only 33.4 per cent (Department of
Census and Statistics , 2013).
This implies that there is a large
untapped reservoir of manpower
that could be utilized for the

8

development of the country, while
empowering the individuals (i.e.
females) and benefitting the entire
society as a whole. Given the fact
that Sri Lanka is looking to boost
GDP growth and ensure that
development outcomes are more
equitable in the process, making all
the possible avenues and resources
more productive is of utmost
importance. For higher growth, a
productive labour force is critical,
especially in view of the country’s
demographics. One major option to
ensure adequate labour supply is
getting more women to participate in
majority of the population in Sri
Lanka is female.
Indications from the Figure 4-1
make it quite clear that females are

in a less favourable position in the
labour market activities. Apart from
the fact that the majority of the
females of working age are
‘economically inactive’, and the
majority of the economically inactive
population is female, those females
who are ‘economically active’ are
also in a less favourable situation
compared with their male
counterparts. For instance, there is a
lesser percentage of females in the
categories of ‘employee’, ‘own
account worker’, and ‘employer’. The
only category in which female
representation is higher than male
representation, is the category of
‘unpaid family workers/ contributing
family workers’. But then again,
contributing family workers are
those who make their contribution to

The “economically active population” is defined broadly as comprising of all persons above a specific age (10 years and above) of either gender who
furnish the supply of labour for the production of economic goods and services during a specified time (reference period). The economically active
population or the labour force is usually recognized as the sum of “employed” and “unemployed” populations. (DCS 2013).
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4.2 Trends in
Labour Force
Participation in Sri
Lanka
Almost from the very beginning,
women have played an important
role in the labour force in Sri Lanka
(Gunatilaka, 1999). Much of the
early expansion (until late 1970s) in
female labour force participation
was attributed to female labour
supply factors of rising literacy and
educational attainment (Kiribanda,
1981 as cited in (Gunawardena,
2006) as well as to the expansion of
the services sector dominated by
teaching, health care, clerical and
finance related occupations which
provided more and new types of
employment considered acceptable
to women (Kiribanda, 1997 cited in
Gunewardena 2006).

With the introduction of policy
liberalization in the latter part of the
1970s, female participation in the
labour force increased significantly
especially in manufacturing and
service sectors and the degree of
importance of women as members
of the labour force has continued to
remain high. Apart from the
traditional areas of female
dominance that persist new
windows were opened up for
females in new areas (e.g. exportoriented garment and other
industries, foreign employments,
tourism, information technology
related services and banking and
finance) (Lakshman, 1998).
However, it is also noticed that
though women played a vital role in
the economy, they were getting only
a raw deal (Lakshman, 1998).
When we observe the historical
trend of female labour force
participation, we could see that,

Figure 4. 3
Annual Labour Force Participation Rates 1993-2012

from the latter years of the 1990s
onwards, the FLFPR has stagnated
in the range of 30 to 36 per cent
(Figure 4-3). Two factors are
attributed for this prolonged
stagnation of female labour force
participation in Sri Lanka
(Gunatilaka, 2013). Firstly, finding
employment has been difficult even
for those women who want to work
due to many reasons (job
opportunities for women are limited
to only a few sectors, whereas
males have a wider range to choose
from including the rapidly growing
sectors such as construction, trade)
and issues related to transport,
social attitudes, personal safety,
transport and housing. Secondly, the
gender wage gap (on average,
women are paid less than men,
even when they share the same
productive characteristics) in the
labour market. This would
discourage the women who seek an
employment opportunity
(Gunatilaka, 2013). With a male
labour force participation rate of
more than 65 per cent, female
labour force participation in Sri
Lanka lags significantly behind – a
characteristic that appears to be
persisting over time.
Currently, Sri Lanka is in the third
phase of the demographic transition
model9 where the population moves
towards stability through decline in
the birth rate. In 1960, the crude
death rate and crude birth rate stood
at 8.6 and 36.6 per 1000 population
and by 2008 both the indicators
dropped up to 5.9 and 18.8,
respectively (Department of Health
Serivces , 2008). If this decreasing
trend in the crude death rate and
crude birth rate persist, the total

Source: Department of Census and Statistics of Sri Lanka, Labour Force Survey, Various Issues.

9

The Demographic Transition Model is a model used to explain the process of shift from high birth rates and high death rates to low birth rates and low death
rates as part of the economic development of a country that results from its switching from a pre-industrial to an industrial economy.
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Figure 4.5
Employed Population by Employment Status and Gender - 2012

Source: DCS (2012), Sri Lanka Labour Force Survey Annual Report 2012.

The educational status of both male
and female employees has
increased during the last few years
(see Figure 4-6). However, this is
more prominent for female
employees. In 2000, only 16.1 per
cent of the female labour force was
in the education category of ‘GCE
(A/L)/ HNCE and above but by year
2012, 23.7 per cent of females were
in that education category. On the
other hand, females who have
attained below grade 5 were
27.3per cent in 2000 and decreased
up to 19.4 per cent by 2012.

whereas in 2002, 23.6 per cent
were women in this occupational
category. Similar changes in pattern
can be observed in all other
occupational categories with the
unskilled worker category showing

the smallest increment, only a 4.7
per cent points increment from 1975
to 2002 (Table 4-1). More prominent
increase in high skilled occupation
categories could be due to the rise
in education level of the females
over the decades.
More recent data with different
categorization of occupational
groups also affirm a greater visibility
of women in the occupation
category of ‘professionals’ (Figure 47). However, on the other hand for
certain types of occupation
categories clear gender bias
against females could be observed
for some types of occupational
categories (e.g. ‘plant and
machinery operators and
assemblers’, ‘proprietors and
mangers of enterprises’ and ‘senior
officials and mangers’). This
occupational segregation is closely
linked with the generally accepted
gender norms and roles of the Sri
Lankan society.

Figure 4.6
Employed Persons by Level of Education

The increase in female labour force
participation is most striking in the
high skilled occupational
categories, which in turn match with
the increase in the level of
education of female employees. In
1975 only 6.6 per cent were women
in the Administrative and
Managerial Worker category,
Source: Department of Census and Statistics, Labour Force Survey, Various Issues.
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5. Access to Labour Force
Growth is defined as inclusive if it
increases the social opportunity
function, which depends on two
factors; (i) average opportunities
available to the population, and (ii)
how opportunities are shared
among the population (Ali & Son,
2007, p. 11). The concept of equity
assumes that despite the socioeconomic conditions of the
households, they have the same
opportunities for resources, access
and outcomes. Following Ali and
Son (2007), Opportunity Curves
were constructed for the female and
male populations separately to
assess the equity-impacts of access
opportunities to be in the labour
force across different income

groups. Opportunity Index (OI) and
the Equity Index of Opportunity
(EIO)13were also calculated
following the same study by Ali and
Son (2007) for both groups (females
and males) with the intention of
quantifying the precise magnitude of
the change. Being in the labour
force (employed or unemployed)
was used as the outcome indicators
and persons aged 15 and above
were considered for the analysis.
HIES data by DCS were used to
construct the opportunity curves. In
order to do a dynamic analysis (to
assess how the opportunities have
changed over time), HIES data for
two time periods were used (HIES
2006/07 and HIES 2009/10) and

Figure 5.1
Opportunity Curves for Access to Labour Force by Expenditure

examined how the opportunity
curves shifted between the two
periods. Household expenditure
deciles14 were used in constructing
the opportunity curves.
Figure 5-1 below demonstrates the
opportunity curve for access to
labour force for females.
Results indicate that opportunities
for women in accessing labour
force have declined over time
despite their economic status. The
Annual Labour Force Survey Data
by the DCS also affirm the overall
decline in the female labour force
participation rate from 2006 to 2010.
In 2006 female labour force
participation rate was 35.7 per cent
which declined up to 32.1 by 2010
(Department of Census and
Statistics , 2013). Although the

Deciles (Females)

Opportunities
for women in
accessing
labour force
have declined
over time
despite their
economic
status.
Source: Author’s calculations based on HIES data by DCS for 2006/07 and 2009/10.

13

When everyone in the population enjoys the same opportunity OI (average opportunities available to the population) should equal to the mean. The equality
of the distribution of opportunities is the ratio between OI for a particular opportunity curve and the mean. In the ideal situation EIO should equal to 1
(opportunities are equally distributed among the population).

14

Expenditure deciles are expenditure groups whose boundaries are defined as to get 10 per cent of the total number of households fallen into each
group.
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Table 5.1
Opportunity Index and Equity Index of Opportunity for Accessing Labour Force
Female

Opportunity Index
Equity Index of Opportunity
(EIO)
Comment

Male

2006/07

2009/10

2006/07

2009/10

33.78

32.44

68.67

66.6

0.9934
Not equitable

0.9760
Not equitable

0.9816
Not equitable

0.9803
Not equitable

Source: Author’s calculations based on HIES data by DCS for 2006/07 and 2009/10.

Table 5.1 above clearly shows that
regardless of the gender, both the OI
(average opportunities available to
the population) and EIO (how
opportunities are shared or
distributed among the population)
have deteriorated over the time
period considered and the
opportunity to access labour force is
low for females compared to males.
Further, sharing of opportunities in

participating in the labour force
among the population is not
equitable across expenditure
groups for both the genders.
Actually, the inequality has
increased for both genders over the
time period considered. The
increase of inequality (reduction in
EIO) is greater for females. Inclusive
growth should not only expand
average opportunities, but also

improve the distribution of
opportunities across the population.
However, the study findings indicate
that the country’s economy has
failed to make the growth inclusive
for both females and males in
accessing the labour force.

6. Constraints to Female Labour Force Participation
6.1 Gender Issues
in the Labour Market
Gender based discrimination in the
labour market can take various
forms. Employers may deny a job
opportunity to a female simply
because of her gender or females
may not get paid equal wages as
their male colleagues who perform
the same job. Females may also
face adverse treatment due to
pregnancy and their job security
may be affected due to their
tendency to getting need more
leave from work in order to cope
with family responsibilities
(reproductive responsibilities).

Sexual harassment of females at the
work place is also a form of gender
based discrimination in the labour
market. A major source of
discrimination stems from strongly
held attitudes towards women’s and
men’s social roles and behaviour
(Wirth, 2001). “If one compares the
effective roles played by women
and men rather than looking at
women as an isolated group, it
becomes apparent that each has
different access to resources, work
opportunities and status. The
consequences of gender

inequalities include women being
“crowed” into a narrow range of
occupations where there is a less
responsibility and/or lower pay, or
having to work parttime, where there
are fewer opportunities for
advancement. While this situation
can be explained to some extent by
men’s and women’s perceptions of
their respective social roles, these
have in fact been under-going
substantial changes in recent
decades” (Wirth, 2001) p.1.
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the household level in many ways.
Adverse effect on health, nutrition
and education due to reduced
consumption, low level of savings,
indebtedness are some of those
effects and ultimately, the
households may fall below the
poverty line. The economic burden
faced by females who ‘voluntarily’
leave the labour force after
childbirth is also an issue worth
investigating.
Female unemployment rate in Sri
Lanka indicate a decreasing trend,
but are always at a higher rate than
the male unemployment rate (i.e.

almost double) during the last ten
years (Department of Census and
Statistics , 2013. Female
unemployment that had historically
been high, reduced significantly
post-liberalization due to the rapid
expansion of the garment industry
and large numbers of women
migrating particularly to the Middle
East as housemaids (Jayaweera S. ,
2000). Unemployment rate is
particularly high among the females
in the age groups of (15-24) and
(25-29) (Figure 6-2). Further,
unemployment rate is rising with the
level of education regardless of the
gender. However, it should be noted

that more educated females are
unemployed than their male
counterparts.

6.3 Getting In
Females are often discriminated in
the process of job recruitment,
mainly because of the employers’
perceptions of female employees
being costly to business organizations due to maternity and child care
benefits and perceived characteristics (such as ‘being too tender’, ‘too
sensitive’) of females (Madurawala,
2009).

Females are often discriminated in the process
of job recruitment, mainly because of the employers’ perceptions of female employees being
costly to business oganizations due to maternity and child care benefits and perceived characteristics (such as ‘being too tender’, ‘too sensitive’) of females (Madurawala, 2009).
Figure 6.2
Unemployment Rates

Source: Department of Census and Statistics, 2013.
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6.4 Staying In
It has being observed that
historically, men have dominated
organizational structures and
management positions in the
workplace and current institutional
mechanisms are being, by and
large, patriarchal in nature and work
practices are androcentric
(Wickramasinghe & Jayatilka, 2006).
As a result, policies, regulations and
practices at workplaces would
reflect the dominant needs, values
and interests of men in most of the
times. Obliging to these androcentric
work practices is undoubtedly
stressful for women.

Work Family-Balance
Apart from the role as an employee,
females are expected to take
greater responsibility for household
tasks and child care due to the
traditional division of domestic
labour. This creates a double
burden for female employees,
which becomes further intensified to
a triple burden when they are
required to perform social/community activities. A working mother has
to face the problem of working in a
hostile working environment (mainly
due to her familial responsibilities),
resulting in career related stress. On
the other hand, because of the
issues of the triple burden, women
workers are compelled to work
harder than their male counterparts
in order to prove themselves at their
working places to ensure job
security. The triple burden of women
has many effects on her labour
market decision: whether to enter
the labour market, the type of
employment sought, the level of
remuneration desired, permanent
versus casual work, part-time or full
time work, ability to do over-time,
training, and finally, whether to
remain in the labour market when

other elements of the burden
become more pervasive than her
productive role. This triple burden
also impinges on her decisions
through the negative perceptions of
employers and fellow employees.
Further, the necessities arise for
females to take leave from work
more frequently than their male
counterparts (mainly due to child
care issues) which create a
negative perception on female
employees. This also negatively
affected their training opportunities
and career development.
The traditional two-dimensional
labour-leisure model is not realistic
in the case of female labour force
participants. As discussed above,
the decision for labour force
participation by females is based on
three main factors; labour
(productive activities), reproductive/
social reproductive activities and
personal leisure. These three
aspects necessitate a three
dimensional labour-leisure model in
the context of females in the labour
market (Figure 6-3).
This diagram throws up a large
number of issues: such as the tradeoff between earning and child care
(which has repercussions for
companies and their wages as
discussed above) and at a
household and national level, would
force the necessary valuation of
housewife activities that are
currently unmeasured and
uncompensated. The trade-off
between personal leisure and
productive activities as well as that
of reproductive/social reproductive
activities could have a bearing on
issues such as working over-time,
part time versus full time work etc.
The most contagious issue however,
may be the trade-offs between
reproductive/social reproductive
activities and personal leisure that

would argue for compensating
females for the additional
housework and child care they do,
at the cost of their own personal
leisure that would necessitate either
redistribution of income within the
household through compensating
for lost leisure or a redefining of the
division of labour within the
household.

Apart from the
role as an
employee,
females are
expected to take
greater responsibility for household tasks and
child care due to
the traditional
division of
domestic labour.
This creates a
double burden for
female employees,
which becomes
further intensified
to a triple burden
when they are required to perform
social /community
activities.
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Even though Sri Lanka has ratified
four major international instruments,
which have relevance to rape and
other forms of gender based
violence16, it has been observed that
women are subjected to sexual
harassments in various working
environments at different levels
(Table 6-1).
Exposure to sexual harassments at
the work place hinders the
productivity of the worker, while also
resulting in the discontinuation of
the job and her eventual withdrawal
from the labour force. Other
potential female entrants to the
labour market would also get
discouraged and withdraw their
decisions of joining the labour force
due to the negative signal they get
from the victims. This in turn, means
lower income levels on a household
level, and lower female labour force
participation on a national level.

Occupational Segregation and
Gender Wage Gap
Allocating jobs based on the gender
is a common phenomenon in many
societies. Gender segregation
affects both women and men, but
the consequences are often more
serious for women (International
Labour Organization , 2012). Crosscountry research points to
significant inequality between men
and women in career prospects and
access to managerial positions
(European Commission, 2009 as
cited in International Labour
Organization , 2012). Some jobs are
regarded as more suitable for males
(jobs that involve heavy manual
work or are highly technical in
nature) while females are preferred
for some jobs (e.g. teaching,
nursing). Women are excluded from
certain occupational categories due
to formal as well as informal barriers
to entry (Lawanson, 2008). The
informal barriers which continue to
hinder the entry of women into such

occupational categories include
customs and religious practices and
difficulties in combining domestic
and labour market activities.
Networking and mobility are two
major factors that contribute to job
segmentation by gender. On the
other hand, unlike male labour force
participation, female labour force
participation, is greatly affected by
social perceptions especially in
Eastern countries like Sri Lanka
(Malhotra & DeGraff, 1997).
Traditionally, women are not
expected to play the role of bread
winner of the family and this is
regarded as a males’ responsibility.
This argument is often adopted in
the determination of wages and
overtime distribution. In general,
females are preferred for certain job
categories (e.g., clerical support
workers and elementary
occupations) and males are
preferred for certain job categories
(e.g., jobs related to technical work).
This segregation of job types (i.e.,
‘masculinization’ or ‘feminization’ of
specific jobs), is evident from the job

Table 6.1
Research Evidence on Gender Based Violence (GBV) in Sri Lanka
Sector

Findings

Study

Industrial sector

It was found that 62.3 % of respondents had
experienced unwanted and unwelcome sexual
behaviours at the workplace at some point in
their lives. Further, 37.4 % of respondents had
experienced this more than once.

Adikaram, (2005)

Estate sector

83 per cent of females in the estate sector
are victims of gender based violence at their
workplace irrespective of their civil status

(UNFPA, 2003)

Migrant Workers

11 per cent of returnee migrant women
were sexually abused

(Munasinghe et al,. 2004)

57 per cent of female garment workers
experience sexual harassment at the work place

(Perera, 1997)

Garment Workers

Source: Sri Lanka Medical Association, 2011.

16

International Covenant on Civil and Political Rights-1966, Convention on the Elimination of All forms of Discrimination against Women (CEDAW)-1979,
Convention on the Rights of the Child (CRC) -1989 and the Convention on Torture and other Cruel, Inhuman or Degrading Treatment or Punishment -1984.
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Legislative measures, general
recommendations, monitoring
procedures and support for low-paid
occupations (Fapohunda, 2013) ,
unionizing women, comparable
worth17, pay secrecy legislation18,
affirmative action, stronger nondiscrimination legislation, and
family-friendly policies (Kim, 2013)
are some of the remedies proposed
to close the gender wage gap.
Female entrepreneurship is an
alternative often suggested for
females dropping out of
employment due to unsatisfying,
frustrating, demanding and
inflexible work environments, failure
to break through the ‘glass ceiling’
to higher-paid managerial positions,
etc. (Winn, 2005). In the Sri Lankan
context, there is a great potential to
attract females into the labour force
by promoting and fostering female
entrepreneurship especially for the
micro, small and medium sectors
(Attygalle, et al., 2014) . But still

there are financial and non-financial
barriers which hinder women
entrepreneurship in the country
(Attygalle, et al., 2014). However, it
should also be noted that
entrepreneurship requires
individuals to be multi-talented
(good knowledge and practice of
some production process or service,
as well as knowledge of marketing,
financing, human resource
management etc.) and thus
imposing a limit to the number that
we can have as entrepreneurs.
Sri Lanka has ratified and is a
signatory to many international
conventions on women’s rights and
labour rights (e.g. UN Convention
on the Elimination of all Forms of
Discrimination Against Women –
CEDAW, ILO Convention No. 100 of
1951(Equal Remuneration), ILO
Convention No.C111 of 1958
Discrimination (Employment and
Occupation), ILO Convention No.
103 of 1952 of 1952 of 1983 and the

revisions of 1983 Maternity Benefits
and Vienna Declaration on the
Elimination of Violence against
Women (Wickramasinghe, 2012).
Further, policies like Sri Lanka
Women’s Charter, Sri Lanka- The
Emerging Wonder of Asia- Mahinda
Chinthana Vision for the Future
(2010) and National Policy for
Decent Work in Sri Lanka and a
number of constitutional provisions
and civil and criminal laws
(Wickramasinghe, 2012). However,
assessing the effectiveness of these
conventions, policies and laws is
somewhat problematic
(Wickramasinghe, 2012). A context
of poor law enforcement and the
gap between the law and practices
have been observed (Jayaweera S.
, 2007) and active legal processes,
sensitive law enforcement
personnel, and public awareness
on legal literacy are some of the
strategies proposed to overcome
these issues (Jayaweera S. , 2007).

7. Conclusions and Policy Implications
Female labour force participation
rate in Sri Lanka has stagnated for a
considerable period of time,
signifying that current policies,
programmes and institutional setups are not adequate to address the
issues and concerns of female
labour force participation in the
country. It is clear that female labour
force participation is important in
empowering females, mainly in

17

18

economic terms. Female labour
force participation is beneficial at
the individual level, community level
and at the national level.
Substantial amount of literature
support the fact that women’s labour
market activities are highly
dependent on non-economic
factors, particularly on their familial
responsibilities and child care being
the biggest challenge for them.

Hence, policy measures focused on
this aspect would help immensely in
easing the tension faced by the
working mothers and attracting
more females into the labour force.
As emerged from the study, NAI of a
woman would decrease with
marriage and child bearing and if
this decreases to a level up to a
breakeven point, most probably she

Concept that jobs which require comparable abilities, knowledge, and skills, should be paid the same wage/salary rate irrespective
age, race, sex or any other difference.

of the employee’s

Pay secrecy includes rules, policies, and practices that forbid workers from sharing information on their earnings.
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Annex
Annex 1
High Demand Jobs by Gender – 1st half 2013
Occupation

Gender

Total

Male

Female

Not Specified

Manager- Sales

18

3

Manager- Hotel/ restaurant

71

4

134

209

4

0

132

136

Legislators- Senior Officials and Managers

Manager- Project

201

222

Manager- Marketing

19

4

101

124

Manager- Branch

15

1

90

106

Professionals
Accountant
Nurse

34

24

454

512

9

155

197

361

Webpage Designer

29

4

325

358

Teacher- Sinhala/ Tamil/ English

20

51

276

347

Surveyor Quantity

27

5

281

313

Technicians & Associate Professionals
Sales Executive

159

28

866

1,053

Graphic Designer

81

23

822

926

Marketing Officer

111

48

670

829

43

290

489

822

4

152

406

562

Computer Operator
Dealer (Retail/ Wholesale)
Pant and Machine Operator (Industrial)
Driver- Other Light Motor Vehicle

1,051

29

400

1,480

Driver- Heavy Vehicle

541

0

302

843

Driver- Private Car

226

13

347

586

11

141

156

308

172

0

117

289

72

899

Sewing Machine Operator (Industrial)
Driver- Lorry

Service Workers & Shop & Market Sales Workers
Cook 309

1,280

Salesman (Shop)

266

204

538

1,008

Sales Assistant

142

162

577

881

Sales Representative

442

24

412

878

67

28

685

780

Mason

509

0

334

843

Carpenter (General)

261

0

285

546

Welder

252

0

267

519

Kotthumaker

178

4

250

432

Baker- General

165

3

174

342

Security Officer
Craft and Related Workers

Source: Tertiary and Vocational Education Commision, 2013.
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