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1. Introduction

The situation of women in Sri Lanka has been influenced by patriarchal values embedded in traditional,
colonial, and post-independence societies, by relatively liberal traditional laws and gender inequality
reflected in the legal system, and by norms introduced during the British colonial administration.
According to the novel statistic (2023) women population in Sri Lanka is 50.7%. With time being, Sri
Lankan policymakers introduced a social policy package of free health and education services and
subsidized food, which dramatically improved women’s quality of life. Even if the situation is like that,
has recorded 29 deaths per 100,000 deliveries, mortality rate due to community vulnerability and lack
of facilities. Although most of women in Sri Lanka directly or indirectly engaged in economy of a family,
according to the novel statistic labor force of women is 33.1%.

According to the statistics of 2020 UN Women, only 40.9% of indicators need to monitor the SDGs from
gender perspective were available. According to that, gaps can be identify in key indicators like unpaid
care and domestic work and information and communications technology skills, gender and
poverty, physical and sexual harassment, women’s access to assets (including land) etc.

Policy Statement

The ISB ensure equal rights for all, regardless of sex, ethnicity, religion, sexual orientation, disability,
age, social inclusive and social status. Similarly, ISB promotes human rights, equality and the fair
distribution of power and resources among all individuals, including women and men ISB believes that
strong and meaningful participation of organization is essential to transforming power relations, instead
of giving increasing power to a few. Thus, ISB increases the women'’s influence and equal participation
and enhance the men’s participation in gender equality efforts within the organization. ISB partners with
organizations that share our values, including our gender equality goals.

This policy establishes the ISB’s commitment to achieve an environment free from discrimination and
where every human being can fulfill their potential. The policy sets out the ISB’s commitments and
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principles for gender equality work. The policy applies to all of our internal activities and external
projects without any exception.

Rationale

In line with the Sustainable Development Goals No. 05, ISB strongly believe that the importance to
achieve gender equity, equality and empower all woman, girls and gender minorities. The main
objective of this will be to break the bias against gender in all aspects of the organization.

ISB anchors several external projects directly targeting women empowerment across the country over
the past years. Thus, there was a need to incorporate gender focus into all internal and external projects
as well as internal activities of ISB with commitment and accountability.

Further, ISB is plan to accredit as National Implementing Entity (NIE) for Adaptation Fund (AF) and
Direct Access Entity (DAE) for Green Climate Fund (GCF). The gender consideration and incorporation
of gender aspects in the organization is being a main requirement in both accreditation processes.

Similarly, 1ISB work with all UN agencies, European Commission and other bi-lateral and multi-lateral
agencies for different projects and assignments.

Who Should Read this Policy
All members of the ISB, all stakeholders, and interested parties.

Definitions

Gender - Gender refers to the socially determined differences between women and men; these are
learned, changeable over time and have wide variations both within and between cultures.

Gender equality - Gender equality implies that the interests, needs and priorities of both women and
men are taken into consideration without age discrimination, thereby recognizing the diversity of
different groups of women and men.

Gender equity - Gender equity means respecting all people without discrimination, regardless of their
gender. And creating a same affirmative equality among everyone.

Gender mainstreaming - Gender mainstreaming is a strategy to achieve gender equality and improve
the quality of public policies, programmes and projects, ensuring a more efficient allocation of resources

Gender Inclusive - Gender inclusive is speaking and writing in a way that does not discriminate against
a particular sex, social gender or gender identity, and does not perpetuate gender stereotypes.

Commitments

6.1 Recruitment and Education

ISB formulating policy to ensure recruitment of skilled people considering their qulifications and soft skills
without depending their gender identity and ISB commited to develop the capasities of every staff member
through ensuring the ability of requesting to partcipate for trainings and other higher educational activities
without discriminating on the basis of their gender identity including women on an equal basis as men.

ISB aims, through recruitment and training, to develop a staff dedicated and prepared to apply a gender
perspective in the work, and represent ISB’s gender sensitive values whether off or on duty.

ISB’s resource allocation for projects and programs contributes to gender equality and women’s
empowerment and we take necessary steps to creating awareness and knowledge through capacity
building process and trainings and gender specific workshop for our staff.



6.2 Health & Safty

The policy establishes to fram a motivational and enthusiastic working infrastructure for both women & men
ensuaring both mental and physical health adressing special needs of women and men.

ISB as responsible organization we develop ethical guidelines for our staff members that include the
prohibition of sexual harassment, abuse and exploitation. ISB is free from sexual harassment, avoid that
power and entitlement create a culture of abuse. This policy of ISB have adressed the safty of women
offcials at the field and sites visits as above.

6.3 Reprecentation

ISB will promote the equal right, power, responsibilities and opportunities with in the operation of ISB. ISB
has ensured the right of expression and gender is not an issue for idea expression.

ISB will always strive to enhance our work for gender equality in our policy, guidelines, advocacy, and
communication work.

We will contribute to participation of women and girls, and use dignified and gender-sensitive language
when we advocate for change.

ISB believe and enhance women in management positions and fair policies practice for promotion scheme
while providing working conditions that suit the needs of women as well as men.

6.4 Leave

Staff of the ISB shall be entitled to the following leave:

Short leave of one and half (1 %2) hours for each shall be entitled subject to maximum two per month.
Short leave may be taken for an urgent personal matter. Short leave may be taken after recording it in the
short leave register and having the same approved.

07 casual leave are entitled for a year. A person on first appointment may obtain casual leave % day per
month until the expiry of one year. The other staff members may obtain casual leave of not more than 02
days at once.

ISB offer leave for female officers who serve under permanent, temporary, casual or contract basis and are
paid with salaries by the Bureau, shall be entitled for maternity leave.

ISB address maternity leave as follow. female officer shall be entitled for a full pay leave of 84 working days
of the Bureau in respect of every live birth. It shall not be allowed to resume duties before the expiry of 04
weeks from the delivery. A medical certificate or the birth certificate of the child shall be produced to obtain
this leave.

Holidays of the Bureau shall not be counted in the calculation of maternity leave.

A 6-week full pay leave from the date of delivery shall be granted, when the death certificate or medical
certificate of the child is submitted where there is a still childbirth, and the child passes away before the
expiry of 6 weeks from the delivery.

A female officer may, due to an abortion, be entitled to medical leave on medical certificates.

After completion of approved 84 working days of maternity leave, permission shall be granted to leave the
place of work one hour earlier than the normal leaving time, to breastfeed the child until he completes six
months.

It shall be permitted to arrive in half an hour late and leave half an hour earlier than the normal leaving time,
to and from the place of work for duty at 05 months pregnancy. Such relief shall be granted only untill the
female officer takes maternity leave.



No pay special maternity leave may, as appropriate, be granted up to a period of 06 months where either
a Paediatrician or a Gynecologist has recommended that the child requires safety or the mother requires
some rest due to unusual health conditions of the child or the mother on account of childbirth.

ISB offer 3 day paternity leave since the delivery for the male officers who served under permanent basis.

6.5 Work — Life balance

Addressing work-life balance in a gender policy for staff members is decisive for promoting gender equality
by ensuring the opportunity for all employee to balance their professional and personal lives effectively.
Therefore, ISB have established a women chamber and have considered to provide on-site childcare
facilities or partnerships with local childcare providers.

ISB has ensured the equal access to benefits such as healthcare, wellness programs, and retirement plans,
are equally accessible to employees of all male and female. Shall we discuss about this word please. ISB
has taken the step forward to ensure healthcare and wellness programs as below,

Taking into consideration the financial status of the 1SB, medical facilities and other insurance programs
shall be conducted for the staff with the approval of the Board of Management.

ISB may ask the members of the staff to take part in a medical examination once a year and bear the cost
incurred thereon subject to approval of the Board. As same by taking into consideration the nature of the
duties discharged by each individual not by taking the gender identity, insurance cover facilities may be
provided as determined by the Board of Management.

In addition to that, employees worked at ISB privileged to have 21 medical leave and be paid as follows in
the instances where medical leave entitled for him are not claimed.

a. Full medical leave entitlement for 21 days — a sum equivalent to the monthly salary paid last without
allowances.

b. In accordance with the proportionate calculation where medical leave has been obtained (Monthly
Salary * remaining rest leave/21)

6.6 Projects

e Our projects shall be based on strong gender responsive and contextual analysis, including a power
analysis. The analysis should seek to understand gender roles and relations in each specific context
relevant to the project. Access to and control over resoureces including natuaral resource also needs
to considedred.

e Gender analyses will consider every stage of project cycle such as baselines and surveys, project
planning, monitoring, reporting, and evaluation. Specially at the evaluation stage the gender impact of
the project will be stongly considered. At the reporting stage it is encourage to incoorporate the
significant changes in practices and attitudes with respector gender and include some case studies on
success stories and lessons learnt.

e All projects must ensure that women and girls and any individual facing gendered discrimination have
real influence and meaningful participation. In order to achieve this, we will find ways to secure dialogue
with women and girls and affected individuals as well as with men and boys.

e |SB will strive to ensure a both male and female representation in survey and all the projects which ISB
will conduct. ISB will support women’s organizing, as it is often key to change gender relations and
women’s empowerment.

6.7 Clients

e |ISB encourage our suppliers and customers to adopt gender-sensitive practices within their
organizations, such as fair hiring practices, equal pay, and safe working conditions for all men and



wemen Consider including gender-related criteria in our supplier selection process. And We have
ensure that our services are designed and marketed in a way that promotes gender equality and
inclusivity.

e |ISB has collaborate with suppliers and customers on joint initiatives that promote gender equality, such
as community development projects or initiatives that support women-owned businesses.

6.8 Events

e |SB has established women’s club which called “Bright Auras” where the female officers get chances
to share their ideas and create awareness regarding the gender specific issues, and develop capacities
to break the gender specific barriers in day today life. This club can be also considered as employee
resource groups (ERGS) related to gender, which can play a key role in organizing gender-related
events and fostering a sense of community and support among employees.

e As same ISB has collabarate with women enterpreneurs in North Western Province (NWP) and
developed a society called Women Enterprise Network (WEN), where the female enterpreneurs get
chance to network and develop their capacities.

e Further, ISB also closely work with women enerprenuers in NWP to establish Wayamba Women'’s
Chamber and provide guidance and supports (providing venue for the meetings) to develop that.

e ISB conduct a rewarding event called, “Wijayabimani” to adore the enterpreneurs in North Western
province. This kind of non-gender events can facilitate mentoring relationships and provide
opportunities for employees to take on leadership roles. Further this can still provide opportunities for
skill development, personal growth, and leadership training that benefit all employees, regardless of
gender.

e Further under “Wijayabhimani” award ceramony the “Best women enterpreneur”’, “Best young
enterpreneur”, “Best diiferently able enterpreneur” will also be awarded. And in the awarding
ceremoney they will be given a time to share there experience about how the spouses, relatives or the
society support them to achieve there success.

e ISB organized annual trip and year end family gathering which invites all the staff members and their
families to take part. In the events the time will be given to network each other, entertain together, share
thoughts and also recognized children who have succeeded with educational achievements, etc.

7. Approach

a. Policy Development

Form a Committee: Establish a cross-functional team to develop the gender policy. This should include
representatives from all the divisions such as; Admin and Finance, Project Management & Consultancy,
Technical and Environmental Services Division, Sectaries Staff and Support staff

Policy Drafting: Develop a comprehensive policy that outlines the organization's commitment to
environmental sustainability. Ensure it aligns with relevant regulations and standards.

b. Leadership Commitment:

Top-down Support: Gain commitment from top leadership to ensure that the gender policy is a priority for
the entire organization.

Communication: Communicate the importance of the policy to all employees and stakeholders,
emphasizing the commitment to sustainability.



C. Legal Compliance:

Regulatory Analysis: Conduct a thorough analysis of relevant gender related regulations to ensure
compliance.

d. Gap analysis

Identify Impacts: Assess the organization's activities to identify the gaps exist between the current
practices and the gender policy

e. Setting Objectives and Targets:
SMART Goals: Establish specific, measurable, achievable, relevant, and time-bound objectives and
targets for gender .gender inclusive organization.

f. Integration into Operations:

Training and Awareness: Train employees on the gender policy, national regulations, international
movements and 06 outcome targets and 03 implementation targets of Sustainable Development Goal
(SDG) 05 on Gender Equality.

Integration into Processes: Integrate gender considerations into day-to-day operations and decision-
making processes.

Monitoring and Measurement:
Data Collection: Establish systems for collecting and monitoring relevant gender policy performance data.

Key Performance Indicators (KPIs): Define KPIs to track progress toward gender objectives.

g. Documentation and Reporting:
Document Procedures: Develop and document procedures for implementing the gender policy.

Reporting: Establish a reporting mechanism to communicate gender performance internally and externally.

h. Continuous Improvement:
Review and Audit: Conduct regular reviews and internal audits to assess the effectiveness of the gender
policy.

Feedback Mechanism: Establish a feedback mechanism to capture suggestions and improvement
opportunities from employees and stakeholders.

i. External Engagement:

Stakeholder Engagement: Engage with external stakeholders, including customers, suppliers, and the
local community, to gather input and demonstrate commitment.

Collaboration: Explore opportunities for collaboration with external organizations and industry groups to
enhance gender policy improvement.



j. Recognition and Awards:
Certifications: Consider obtaining relevant gender related certifications to demonstrate compliance and

commitment.

Awards and Recognition: Participate in and apply for gender related awards and recognition programs.

k. Review and Update:
Periodic Review: Conduct periodic reviews of the gender equality policy to ensure its relevance and

effectiveness.

Continuous Improvement: Update the policy based on lessons learned and changes in regulatory
requirements or organizational priorities.

8. Policy implementation

In order to implement the gender policy for ISB the following method will be followed.

8.1

a.

8.2.

8.3

Projects

Follow the project management policy; accordingly at the project appraisal phase the
project will be analyzed for its gender mainstreaming, and finally the project will be
evaluated in a gender perspective according to the monitoring and evaluation plan

The relevant KPIs will be developed at the planning stage of the project

Ensure the Confident and learned “gender” human resources are available to guide the
project implementation staff

Office events

Set of guidelines and KPIs will be developed
The monitoring will be done against the prior setup KPIs and baseline

General office works and activities
a. Set of guidelines and KPIs will be developed
b. The monitoring will be done against the prior setup baseline

9. Objectives and KPlIs

a. Allthe projects conducted by ISB should adhere to the Project Management Policy
of ISB and accordingly at the project appraisal phase the project should be
evaluated for its gender responsive interventions (% number of project evaluation
criteria related to gender response adhered by the each project)

b. All office events conducted by ISB should adhere to the “Gender related guidelines
for conducting office events” (% adherence of office events to the Gender related
guideline)

c. All the general office works of ISB should be adhere to the “Gender related
guidelines for general office activities” (% adherence of general office events to the
Gender related guideline)



8. Resources

e Admin Regulation of ISB

e Women Business and Law 2021
https://wbl.worldbank.org/content/dam/sites/wbl/documents/2021/02/2021.11.16 WBL_Count
rySummary_SriLanka.pdf

¢ National Policy On Gender Equality And Women’s Empowerment Sri Lanka
https://srilanka.unfpa.org/sites/default/files/pub-
pdf/sri_lanka national policy gewe english.pdf

e Legal and policy framework ; International Labour Organization
https://www.ilo.org/dyn/travail/docs/1676/National _Machinery Sri_Lanka -
Chulani_Kodikara.pdf
e GENDER EQUALITY ACT, NO. ? OF 2023 WORKING DRAFT
http://www.childwomenmin.gov.lk/storage/app/media/Gender%20Equality%20Act%20%20Dr
aft.pdf
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