 WOMEN IN THE TRANSPORTATION SECTOR:  A COMPENDIUM OF SUCCESS STORIES





A.  INTRODUCTION



A.1  Objectives:



The aim of this project was to develop a compendium of success stories that, by focusing on programs rather than individuals, would act as a resource for economies by offering examples of successful projects and by outlining ideas that will provide the inspiration for similar projects in other economies.



The sharing of these success stories is a first step.  Using this compendium and on the basis of its recommendations, the Steering Committee and the TPT-WG should give consideration to undertaking to evaluate to what extent they could adopt and support, alone or with other fora, initiatives that can be used to increase the participation of women in the transportation sector within the Asia Pacific Region.



A.2  The Compendium of Success Stories:  Background:



At its 13th Meeting held in April, 1998 in Mexico City, the TPT-WG approved the project entitled The Participation of Women in the Transportation Sector: A Compendium of Success Stories sponsored by Canada and co-sponsored by Australia and the United States. This project was developed and submitted in response to the 1997 Joint Ministerial Statement which stated that: 



“We underline our commitment to women and youth by directing the Transportation Working Group to identify training and development initiatives to ensure that these groups are well prepared for career opportunities in the transportation sector and are available for APEC members to draw upon to meet the challenge of maintaining safe, environmentally sustainable, and competitive transportation systems within the APEC region.”



As a means of addressing this directive, this Compendium undertakes, as a first step, to identify what types of job training and development programs have been put in place in various APEC economies and have been successful in increasing the  participation of women in the transportation sector.



This project is focused on job training and lifelong learning initiatives which allow women to successfully move into non-traditional workplaces.  
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OVERVIEW



B.1  Development of Tools and Collection of Material 



At the inaugural project team meeting (which took place during TPT-WG-13), it was agreed that Canada would provide an explanation of what constituted a “success story” for this project.  In order to clarify the aims of the project, Canada provided the following definition as well as a questionnaire to be used as a guide for economies when they submitted success stories. 



For the purposes of this project, “success story” is defined as a write-up of a job training and development policy, program or initiative within the transportation sector, in either the private or public domain, that has successfully contributed to increasing the participation of women in non-traditional work areas within the transport sector. 



Success stories may range from something as simple as the introduction of an awareness campaign providing women with information on non-traditional jobs to more complex initiatives such as the introduction by educational institutions of specific transportation related programs designed for women or government programs. 



The questionnaire (Annex E-1) was circulated for use as a guide for the writing of the success story. Canada sent the questionnaire and background information, including definitions, to each APEC economy.



Individual participating economies gathered information on efforts made by transportation sector employers to put in place programs which specifically aim at increasing the participation of women.  The questionnaire was circulated for use by economies as an information gathering tool in support of the identification and reporting of their respective transportation sector success stories. 



It has been our hope that this approach has not only allowed all participating economies to highlight their own successes but also that this document will, in effect constitute a preliminary “best practices” manual that all APEC economies can use as a reference and as a guide. 
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B.2  Material Received



The response to the request for input has been very encouraging, demonstrating that, in many economies, women have vital and diverse roles to play in the transportation sector, and are recognized as being involved in many aspects of the transportation sector.



Below is a summary of the information received:



Respondents:  8 economies



The reports were often multi-faceted, and included information in each of the following categories:



Road: 3

Rail: 3

Air: 3

Marine: 3

General: 11



A large number – in fact, a majority – of the projects economies submitted are ongoing, demonstrating a commitment to increasing women’s participation in this non-traditional sector.



Several economies referred to the role existing and proposed legislation has played in encouraging the development of these projects.
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C.  HIGHLIGHTS



For more information on any of the projects described below, please see the Annexes.



C.1  Unique Approaches:



Responding Economies demonstrated a variety of interesting approaches to address the role of women in the transportation sector.  Examples of innovative programs include:



Scholarships  



The New Zealand Ministry of Transport reported on a Scholarship the Ministry has established to encourage women to train for positions in the transportation sector, especially in the area of transportation policy analysis and transportation analysis.  This scholarship has been awarded five times since 1992, and is an ongoing project.



Gender Workshops 



The Philippine Port Authority has developed a number of ongoing programs, workshops and symposia on gender, the aim of all of which is to increase awareness among employees of gender issues, and to acquaint men and women in the port industry to recent issues and trends in gender globally.



Women’s Networks



The New Zealand Ministry of Transport supports a Women in Transportation Network, a support and contact network which has resulted in greater communication, interaction and support between women in various aspects of the transportation sector.



Workplace Diversity Program and Certified Agreement



The objectives of the Australian Department of Transport and Regional Services’ Workplace Diversity Program are to achieve a quality workplace which is equitable, safe, socially responsible, and which assists people to balance work with family responsibilities. 

The objectives of the Certified Agreement are to maintain strategies to assist people to better combine work and personal responsibilities, including:

·	Introduction of greater flexibility in working hours and streamlined leave arrangements. It introduced five days fully paid family leave which can be used to attend emergency circumstances, family responsibilities, and to care for and support a member of the family or household who is ill;				.../5
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·	A broad definition of family has been adopted. It includes a relation by blood or by marriage or strong affinity with, and a person who has had a bona fide domestic or household relationship with the employee for a period of more than twelve months.  The delegate may also deem a person to be “family”.

·	The Agreement also eliminates a former restriction on the number of working hours required for regular part-time employees; and

·	Preservation of arrangements for carers’ room and nursing parents room, a variable leave program, and policy on home based work.



National Associations



The National Association of Railway Business Women (NARBW), USA, was designed to stimulate interest in the railroad industry, to foster cooperation and better understanding within the industry and its affiliates, to create good public relations for the railroad industry, to further educational, social, and  professional interests of its members, and to undertake charitable, benevolent and social welfare projects.  The organization is comprised of 1,500 members, and 35 chapters nationwide. This organization of strong railway business women has found a way of uniting education, networking, and community efforts.  





C.2  Areas of Convergence of Approach



Training



Some economies have applied similar approaches to integrate women into and encourage women’s participation in the transportation sector.  A number of economies, for example, have used innovative training projects to this end.  For example:



a)  The Taipei Rapid Transport Corporation states that encouraging women’s participation in various fields of work will lead to a more efficient use of human resources and a higher satisfaction rate among employees.  To this end, they have developed the “Train Driver Training Project”, an ongoing project which is designed to encourage more active participation of women in this non-traditional field.             



b)  The Philippine Port Authority has initiated a project (scheduled for completion in October 1999) entitled, “Integration of Women in Ports and Shipping”.  This project is designed to pave the way for the mainstreaming and integration of women in the development of the ports and shipping sector.  One of its main components will focus on upgrading the individual’s skills and knowledge, and enable trained women to gain equal access to positions in the ports and shipping industry.
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c)  From 1995 - 1998, Transport Canada operated a program called the “Technical Skills Training Program”, whereby women taking aircraft maintenance courses at education institutions were interviewed and some were selected to participate in a two year program that would enable them, if they passed the required testing, to obtain an aircraft maintenance engineer licence.  As a result of the program, the Aviation/Safety and Security Branch of Transport Canada was able to hire three women into the Aircraft Maintenance field on a permanent basis.



d)  In New Zealand, the Ports of Auckland have an ongoing project of driver training at seaport centre terminals.  This project trains women to drive straddles and cranes, and has resulted in the project’s aim of hiring more women on staff.			



e)  Canadian National Railways (CN) established an “Operations Supervisory Development Program”, which had a short term goal of selecting and training individuals to become first line supervisors for any of CN’s operations.  The long term goal was to develop a pool of experienced, first line supervisors who will be able to meet future challenges at all levels of management.  While this program is not exclusively for women, an effort was made to encourage women to get involved (In 1998, there were 28 participants, 5 of whom were women).



f)  The USA Federal Aviation Administration’s Technical Women’s Organization (TWO) known for its reputation of recruiting women, developing programs, and implementing systems to increase the participation of women in the transportation workplace, has established the following goals and objectives for 1999: Actively recruit women;  Career Enhancement/Promotions;  Involvement;  Training;  Influence Future in the FAA;   and Highlight and Address Women’s Issues For A More Innovative Work Environment.

	  



Legislation and Policy



A number of economies make use of existing or planned legislation and internal policies as a springboard to developing programs that will integrate women into the Transportation sector.  For example:



a)  Chinese Taipei has developed a draft “Gender Work Equity Law”, which would aim to eliminate employment barriers and create more employment opportunities for women.  According to the draf law, employers are not allowed to treat employees with gender discrimination.  In addition, it is also illegal to discharge a female worker for reasons of her being married, being pregnant, and nursing an infant.  In addition, the Bureau of Transportation of the Taipei City Government is conducting “The Incentive to Increase Female Bus Drivers Program”.  This six month program is designed to analyze the feasibility of revising relevant regulations to issue medium size bus lecenses and provide 
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a special training course to increase the number of female bus drivers.  It is anticipated that the ration of female drivers will go up from less than 1% to 10% in the next five years (that is, there will be an additional 500 female drivers employed).



b)  New Zealand’s Land Transport Safety Authority developed an Equal Employment Opportunities (EEO) policy, in order to provide a workplace in which all individuals are able to participate and compete equitably, to develop to their full potential and to be rewarded fairly for this contribution regardless of gender, disability, ethnicity, sexual orientation age or family circumstances.  EEO was introduced to the New Zealand public sector in 1984.  EEO requirements of core government departments are covered in the State Sector Act 1988.  It is an ongoing legal obligation.  The result of the EEO policy has been a greater representation of and input by EEO groups (including women) to its activities.  It is believed that such a practice would bring about a more balanced          perspective to its functions at all times.  Port Nelson Limited is engaged in writing an EEO policy to include employment policies, training policies, and a sexual harassment policy.                                                                                            



c)  In Canada, federally regulated employers are subject to the regulations specific to the Employment Equity Act.  The purpose of the Act is to achieve equality in the workplace and to correct conditions of disadvantage experienced by certain groups.  Employment Equity is an action-oriented approach that identifies under-representation or concentration of, and employment barriers to, certain groups of people, and provides a number of practical and creative remedies.



d)  In Hong Kong, China, discrimination on the grounds of gender, marital status and pregnancy in various fields of activity including employment is outlawed by the Sex Discrimination Ordinance, which was enacted in 1995.  The Family Status Discrimination Ordinance offers similar protection for women against discrimination on the ground of family status.  The Equal Opportunities Commission, an independent statutory body, is empowered to oversee, among other things, the implementation of these two ordinances through various services, such as investigation, conciliation and legal assistance.
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D.  CONCLUSION



D.1  Analysis:  What made the successful projects work?



The questionnaire asked respondents to indicate what made their projects a success.  Several factors, including the identification of clear objectives, flexibility of the program to allow for ongoing improvements and careful selection of candidates were identified as common elements contributing to the success of a number of projects.  Other economies identified additional considerations which ensured the success of the project, including:



a)  Air Canada noted that, in addition to the careful selection of candidates for their program to promote airline technical programs to women, champions and mentors were identified to support newly hired women and help them integrate into the workplace and remain with the airline.  They also noted that the request to hire more women in their Technical Operations Unit came from the Unit itself, which helped to ensure the success of the project.



b)  Transport Canada also indicated that mentors played an important role in ensuring the success of their Technical Skills Training Program.



c)  The Taipei Rapid Transportation Corporation attributes the success of the “Train Driver Training Project to a strong basis on a reasonable theory of operating business, and an effective evaluation process, in addition to establishing clear objectives and remaining flexible for continuing improvements.				



d) The success of the Australian Department of Transport and Regional Services’ Workplace Diversity Program is largely due to the commitment of senior management, ongoing evaluation and education and the day-to-day policies which are established in the workplace environment. 
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2  Recommendations



1.  This first collection of success stories should be seen as a first step.  It is recommended that this compendium be posted on a website for all economies to access and reference, and other economies should be encouraged to continue to submit success stories, which could be posted as attachments to the Annex.  Canada would be prepared to receive submissions and prepare them for posting on the TPT-WG website.



2.  As mentioned in the Objectives section at the beginning of this document, by using this compendium and its recommendations as a tool, the TPT-WG should undertake to evaluate to what extent it could adopt and support, alone or with other fora, initiatives that can be used to increase the participation of women in the transportation sector within the Asia Pacific Region.



3.  Suppliers of Success Stories are strongly encouraged to indicate what factors contributed to the project’s success:  it is this analysis that will provide economies who are interested in initiating similar projects with the tools for ensuring similar success.



4.  An indication of the tangible results of the project would also prove extremely valuable (For example, economies should indicate exactly how many more women participated in a specific project after modifications were made, etc.). 

  

5. Finally, it is recommended that the Small Group on the Participation of Women in the Transportation Sector be authorized to pursue its work in the following areas:

(a)  to continue updating  the Compendium of Success Stories on an ongoing basis;

(b)  to set up, with Australia’s assistance, a chatroom within the APEC TPT-WG website to facilitate dialogue and sharing of experiences among women involved in the transportation sector in the Region.  For example, we could use the chatroom to exchange information on particular types of gender projects.  Also economies could undertake to post follow-up information on ongoing projects.  The chatroom could also be used to organize a virtual conference;

(c)  to monitor the current work with regard to the development of a "Framework for the Integration of Women in APEC" particularly with regard to the involvement of women in the work of APEC Fora and the Guidelines for gender analysis in policy, program and project proposal formulation;	

(d) to undertake on an ongoing basis literature and other research that could support TPT-WG gender equity initiatives; and

(e)  to prepare reports to the SC on HRD on the above and other related matters on an “as required” basis.

(f)  to examine the advisability of planning a Women in Transportation seminar, perhaps as a subset of a Human Resources Development Seminar.



ANNEXES



For additional information, please use the attached reference documents.



E.1.  Questionnaire



E.2  Country Contributions



Annex E.2.i  	Taipei Rapid Transit Corporation (TRTC) Experience

Annex E.2.ii  	Bureau of Transportation of Taipei City Government Experience

Annex E.2.iii  	Philippines

Annex E.2.iv  	New Zealand Ministry of Transport, Land Transport 

Safety Authority

Annex E.2.v  	Port Nelson Limited

Annex E.2.vi  	Ports of Auckland Ltd.

Annex E.2.vii  Women in Transport Network (New Zealand)

Annex E.2.viii Indonesia

Annex E.2.ix  	The CN Experience (Canadian National)

Annex E.2.x  	Air Canada

Annex E.2.xi	Transport Canada

Annex E.2.xii	Hong Kong, China

Annex E.2.xiii	Australia Dept of Transport and Regional Services – Workplace Diversity Program

Annex E.2.xiv	Women of the National Aeronautics Space Administration (NASA), USA

Annex E.2.xv	National Association of Railway Business Women (NARBW), USA

Annex E.2.xvi	USA Department of Transportation’s Disadvantaged Business Enterprise Program and MOU with Historically Black Colleges and Universities

Annex E.2.xvii USA Federal Aviation Administration’s Technical Women’s Organization

Annex E.2.xviii Arizona Department of Transportation’s Pre-Apprenticeship Program in Highway Construction for Women and Minorities, USA

Annex E.2.xix	 Colorado Department of Transportation, USA



�ANNEX E-1:  QUESTIONNAIRE

Please answer the questionnaire in relation to the programs, policies or initiatives, developed by the government / company.  If none exist please outline what alternate steps are taken to achieve the goal of increasing the participation of women in the transportation outside of structured policies, programs or initiatives..

Please note that “policies, programs or initiatives” refers to actions taken to promote job training and development for women.

This questionnaire is to be answered separately by the government and public or private sector companies or carriers.  These organizations should answer one of Parts A or B and both should answer Part C.

Part A  is to be answered by the government only.

Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?  

Yes	� FORMCHECKBOX ��  What is its title.  If numerous, choose one that best relates to the Transportation Sector

No	� FORMCHECKBOX ��  If no, then a description of a work environment that has a positive impact on women.

What aspects of the transportation industry, or which companies, does this policy, program or initiative affect?



What benefits has the initiative, policy or program provided to the performance of the transport sector?

Proceed to Part C

Part B  is to be answered by the company / carrier only.

What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have?

If numerous choose one for the rest of the survey.



What area(s) of your company does this policy, program or initiative affect?



What benefits has the policy, program or initiative provided to the performance of the company?

Proceed to Part C

Part C is to be answered by both the government and the company / carrier.

When was the policy, program or initiative begun and what is its timeline to completion..



What are the broad objectives of this policy, program or initiative?



What is the scale of the initiative, policy or program in terms of budget and the number of women involved?



What are the specific goals of this policy, program or initiative?



Have these goals been achieved?

Fully		� FORMCHECKBOX ��

Partially	� FORMCHECKBOX ��

Did it need to be modified in order to achieve success?  If Yes then what modifications were made and why?



What actions have been instituted to measure the success of the policy, program or initiative?



What factors have contributed to the success of this policy, program or initiative?



Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose.

�Annex E.2.i        QUESTIONNAIRE

The Taipei Rapid Transit Corporation (TRTC) Experience



Part A  is to be answered by the government only.

Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?  

Yes	� FORMCHECKBOX ��  What is its title.  If numerous, choose one that best relates to the Transportation Sector

No	� FORMCHECKBOX ��  If no, then a description of a work environment that has a positive impact on women.



What aspects of the transportation industry, or which companies, does this policy, program or initiative affect?



What benefits has the initiative, policy or program provided to the performance of the transport sector?



Proceed to Part C



Part B  is to be answered by the company / carrier only.

What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have?

If numerous choose one for the rest of the survey.



The Train Driver Training Program has been was developed with the short-term goal of selecting and training individuals to become the Mass Rapid Transit Train drivers. As the operation lines increase year by year, the need of train drivers grows gradually. In case of Taiwan Rail Administration (TRA), women were excluded to be train drivers. However, the president of TRTC takes it as an important policy to increase women participation of all fields of works, the Train Driver Training Program has no gender limitation.

2.  What area(s) of your company does this policy, program or initiative affect?



This initiative is aimed mainly at the operation field to especially expanding the working range for the females. In short-term, this program will help TRTC to meet the short-term human resource need. In the long term, its effect will be shown on much wider scale across the organization, including human resource management policy and profitability.

3.  What benefits has the policy, program or initiative provided to the performance of the company?



The Train Driver Training Program will significantly improve the future performance of TRTC. The profitability of TRTC is directly tied with operational ability to keep the trains running on schedule, no matter the new lines or the old ones. Ensuring that train drivers possess all the necessary knowledge and skills to perform their jobs and to protect all passengers from any possible risk in emergency cases is an integral part of running trains efficiently and safely.

Proceed to Part C

�Part C is to be answered by both the government and the company / carrier.

When was the policy, program or initiative begun and what is its timeline to completion..



The Train Driver Training Program for North Section of Hsintien Line and Chungho Line has started the courses from April 7 1998. After entrance examinations and interviews, the training courses has been lasted for 12 weeks. All 32 participants (10 women included) have finished their courses at July 7 1998. In general, the “Train Driver Training Program” of a new line will be held ahead about 6-7 months before the line opened. However, the actual schedule of the program depends on the new line scale and the training centre capacity.



2.  What are the broad objectives of this policy, program or initiative?



In the long term, we hope to train a pool of experienced train drivers who can face any of the future challenges.

3.  What is the scale of the initiative, policy or program in terms of budget and the number of women involved?



With the construction and operation of new lines, a fixed portion of budget has been spent on training of new train drivers. The amount of budget varies with the scale of line. Currently, there are 130 online train drivers, 10 of them are women.

4.  What are the specific goals of this policy, program or initiative?



The immediate objective of this program is to prepare an adequate number of train drivers to keep the train running on time. It will be achieved by providing the program participants with professional courses about train operations, technical knowledge of trains, SOPs of emergency case, etc. 

Have these goals been achieved?



Yes, the goals of the Tamshui Line, the North Section of Hsintien Line and the Chungho Line have been achieved.



6.  Did it need to be modified in order to achieve success?  If Yes then what modifications were made and why?



Like all other enterprises today, TRTC is evolving to adapt to the changing business environment. Consequently, in order to meet those needs, continuous improvements are made to the program. As the technologies progress, new methods and new tools will be introduced to improve train operation safety and level of service. Through a thorough consideration, some new and improved working procedures will be added to SOPs.

7.  What actions have been instituted to measure the success of the policy, program or initiative?



The effectiveness of this program can be shown on the results of train driver training. All people who are interested in driving rapid transit train can mail their resumes to the TRTC. Then they will be arranged to join an entrance examination and an interview to make sure that they are capable of being trained. In the training process, there will be a review test once a week to help all participants understand and absorb the contents of training. At the end of all courses, there will be a final examination. The presence rates of participants are also being considered as an important factor to evaluate their scores. Only the participants who passed the training course are certified to be train drivers and make trains run smoothly and safely.

8.  What factors have contributed to the success of this policy, program or initiative?



The success of this program can be attributed to many factors. First, this program has been designed based on the reasonable theory of operating business. Second, it has been well designed with clear objectives. Third, it has been evaluated by effective methods. Finally, it has allowance of flexibility for continuous improvements.



9.  Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose.



Obviously, from aforementioned details of this program, the TRTC believes that to encourage women involving in various work fields will lead to more efficient utilization of human resource and higher satisfaction of employees. In addition, the profitability of TRTC will be further enhanced.

�ANNEX E.2.ii    QUESTIONNAIRE

Bureau of Transportation of Taipei City Government Experience



Part A  is to be answered by the government only.

Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?  

Yes	� FORMCHECKBOX ��  What is its title.  If numerous, choose one that best relates to the Transportation Sector

No	� FORMCHECKBOX ��  If no, then a description of a work environment that has a positive impact on women.



According to relevant regulations, people should own a truck driver license first to be qualified to acquire a bus driver license. But it hampers women to apply bus driver’s license. “The Incentive to Increase the Female Bus Drivers Program” is being developed to revise relevant regulations to issue medium-size bus license and to provide a special training course to help the females to join the bus-transportation sector. It will also help to alter the current behaviour of bus drivers. 

2.  What aspects of the transportation industry, or which companies, does this policy, program or initiative affect?



“The Incentive to Increase the Female Bus Drivers Program” will affect bus companies, driving training institutes, and drivers managing organizations.

3.  What benefits has the initiative, policy or program provided to the performance of the transport sector?



(1) Attract and assist the females to join the mass-transportation sector.

(2) Because the females are more considerate and patient than the males, they can provide for higher quality of service.





Proceed to Part C



Part B  is to be answered by the company / carrier only.

What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have?

If numerous choose one for the rest of the survey.



What area(s) of your company does this policy, program or initiative affect?



What benefits has the policy, program or initiative provided to the performance of the company?



Proceed to Part C



Part C is to be answered by both the government and the company / carrier.

When was the policy, program or initiative begun and what is its timeline to completion..



“The Incentive to Increase the Female Bus Drivers Program” extends six months from December 1998 to June 1999.

2.  What are the broad objectives of this policy, program or initiative?



Increase female bus drivers.

3.  What is the scale of the initiative, policy or program in terms of budget and the number of women involved?



In the next five years, we hope to increase the percentage of female bus drivers up                     to 10%(about 500 women).

4.  What are the specific goals of this policy, program or initiative?



Provide another way to acquire bus driver license.

5.  Have these goals been achieved?



The Incentive to Increase the Female Bus Drivers Program is under research now.

6.  Did it need to be modified in order to achieve success?  If Yes then what modifications were made and why?



The Incentive to Increase the Female Bus Drivers Program is under research now.

7.  What actions have been instituted to measure the success of the policy, program or initiative?



The Incentive to Increase the Female Bus Drivers Program is conducted by     Automobile Research and Testing Center (ARTC) now.

8.  What factors have contributed to the success of this policy, program or initiative?



Revise the existing regulations as soon as possible.

9.  Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose.



No.

�Annex E.2.iii   QUESTIONNAIRE

Philippines





Part A  is to be answered by the government only.

Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?  

Yes	� FORMCHECKBOX ��  What is its title.  If numerous, choose one that best relates to the Transportation Sector

No	� FORMCHECKBOX ��  If no, then a description of a work environment that has a positive impact on women.



Yes, the government, particularly the Philippine Ports Authority, has the following training and development programs geared towards the increased and active participation of women in the transportation sector:



1.1	Integration of Women in Ports and Shipping

1.2	Gender Sensitivity Programs

1.3	Gender Responsive Planning Workshops

1.4	Lecture / Fora and Symposia on Gender-Related topics such as:

-  Gender and Development Global Issues, Trends and Development

-  New Leash on Life for Women Nearing or on Menopausal Age

-  Effective Parenting





What aspects of the transportation industry, or which companies, does this policy, program or initiative affect?



All the above-cited programs affect most the maritime industry - specifically the ports and shipping sector - because the recipients of such training and development activities are the women in the ports.





What benefits has the initiative, policy or program provided to the performance of the transport sector?



	3.1	Integration of Women in Ports and Shipping



	This 13-week course which will be conducted by the Shipping and Transport College/International Maritime Transport Academy (STC/IMTA) in Rotterdam, the Netherlands in 1999 will pave the way for the mainstreaming and integration of women in the socio-political, economic and technological development of ports and shipping sector in the Philippines and will enable them to create and enhance their role and status to accelerate their emancipation, empowerment and advancement.  Further, the program will enable women to have full and equal place in ports and shipping as participants and beneficiaries of all activities in the port industry.  Specifically, the benefits to the performance of the transport (port) sector are the following:



	-	upgrade the skills and competencies of women occupying middle managerial positions in ports and shipping management and operations, thereby enhancing their capabilities to contribute towards improved port productivity, effectiveness and efficiency;



	-	allow women equal access to opportunities and growth in the port and shipping sector which in turn will benefit the organization in terms of added expertise in the various aspects of port management and operation learned from the course; and



	-	provide an effective mechanism for technology transfer such that the benefits are enjoyed by the rest of PPA employees to the ultimate gain of PPA and the port sector.



	3.2	Gender Sensitivity Programs



	These programs have created and continue to create awareness on gender-related issues and concerns and the role that both men and women play in addressing such issues.  It has also challenged both men and women to go into a paradigm shift, to break glasses and raise the bar (level of involvement and excellence) of women in the port industry.



	3.3	Gender Responsive Planning Workshops



	These workshops benefited the transport (port sector) industry because projects were planned and accomplished which enhanced the productivity and well-being of both working men and women in PPA as well as service to the port clients, especially the women sector.  Such projects include the development of physical, social, mental and psychological aspects of the person.  Among these are Physical Fitness programs (aerobics, ballroom dancing and setting up of health fitness center); establishment of the Day Care Center; conduct of gender-related training and symposia; socio-cultural activities such as visits to the Centennial Expo and historical places in the Philippines; development of concept papers on the establishment of half-way houses for transient women in the ports and installation of nursing stations in the passengers’ terminal.



	3.4	Lecture / Fora and Symposia on Gender Related Issues



	These lecture series opened the eyes of both men and women in the port industry, particularly the PPA, to the most recent issues, trends and development on Gender and Development globally.  It has also stressed the various ways of improving productivity and establishing quality time at home and at work.





Proceed to Part C



Part B  is to be answered by the company / carrier only.

What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have?

If numerous choose one for the rest of the survey.



What area(s) of your company does this policy, program or initiative affect?



What benefits has the policy, program or initiative provided to the performance of the company?



Proceed to Part C



Part C is to be answered by both the government and the company / carrier.

When was the policy, program or initiative begun and what is its timeline to completion..



1.1	Integration of women in Ports and Shipping

		Date Started:  October 1997 (Submission of Training Proposal)

		Target Date of Completion:  October 1999



1.2	Gender Sensitivity Programs

		Date Started:  April 1997

		Target Date of Completion:  Continuing Activity



1.3	Gender Responsive Planning Workshops

		Date Started:  April 1997

		Target Date of Completion:  Continuing Activity



1.4	Lecture / Fora and Symposia on Gender Related Issues

		Date Started:  June 1997

		Target Date of Completion:  Continuing Activity





What are the broad objectives of this policy, program or initiative?



2.1	Integration of Women in Ports and Shipping



	To upgrade and increase the technical skills, knowledge and competence of women to gain equal access with men in all opportunities available in the Maritime industry.



2.2	Gender Sensitivity Training (GST) Programs



To create awareness on gender equality, gender issues and concerns and the role that both men and women play at home, at the office and in the community.





2.3	Gender Responsive Planning (GRP) Workshops



To define the vision, mission, goals, programs and strategies and the PPA-GAD Focal Point should formulate and implement towards the attainment of relevant gender and development efforts.



2.4	Lecture / Fora and Symposia on Gender Related Issues



To keep the officers and members abreast with the latest trends and developments regard Gender and Development related issues and concerns.





What is the scale of the initiative, policy or program in terms of budget and the number of women involved?



3.1	Integration of Women in Ports and Shipping



	Budget for training shall be borne by the Netherlands government PPA will bear the cost of salaries and benefits of 20 expected participants while on training and their pre-departure expenses, clothing allowances and travel taxes.



3.2	Gender Sensitivity Training (GST) Programs



	Budget for training is included in the 5% of total PPA budget intended for Gender and Development projects.  GST programs will benefit 2236 PPA personnel:  761 female and 1475 male.



3.3	Gender Responsive Planning (GRP) Workshops



	Budget for training is included in the 5% of total PPA budget intended for Gender and Development projects.  GRP Workshops shall benefit 49 PPA-GAD Focal Point officers and members and 2236 PPA personnel and their families.



3.4	Lecture / Fora and Symposia on Gender Related Issues



	Budget for training is included in the 5% of total PPA budget intended for Gender and Development projects.  Lecture series will benefit 2236 PPA personnel and their families.





What are the specific goals of this policy, program or initiative?



4.1	Integration of Women in Ports and Shipping



Specifically, it seeks to:

-	highlight the role of women and promote their integration and increased participation in the socio-political, economic and technical development in all levels and job categories of the ports and shipping sector;

-	give special consideration for women in securing equal access with men to development programs and opportunities available in all levels and sub-sectors of the Ports and Shipping Sector;

-	enable women to have full and equal place in ports and shipping human resource development cooperation programs as decision-makers in every aspect of the program and as participants and beneficiaries of all activities.



4.2	GST Programs



Specifically, it seeks to:

-	intensify awareness campaign on gender issues and concerns among the PPA employees;

-	promote gender equality, support and advocacy towards women’s advancement in ports and shipping;



4.3	GRP Workshops



Specifically, it seeks to:

-	mainstream gender concerns in sectoral development plans, policies and programs;

-	intensify awareness campaigns on gender issues and concerns especially among policy makers and extension workers in the PDOs/PMOs;

-	strengthen cooperation to maximize the effectiveness of programs and services addressing GAD concerns.



�

4.4	Lecture / Forum and Symposia on Gender Related Issues



Specifically, it seeks to:

-	keep PPA employees abreast with the latest trends and developments regarding women’s issues and concerns;

-	involve men and women in personal, work and family-related concerns that will affect one’s productivity and well-being;

-	establish necessary mechanisms to enable women in the ports to participate in development programs and gain access to non-traditional sources of livelihood, credit, productive skills and labor saving technologies.





Have these goals been achieved?

Fully		� FORMCHECKBOX ��

Partially	� FORMCHECKBOX ��



5.1	Not yet

5.2	Partially

5.3	Partially

5.4	Partially





Did it need to be modified in order to achieve success?  If Yes then what modifications were made and why?



6.1	Yes - revision in course design, target participants and schedules to suit the training needs of target beneficiaries.



6.2	No.



6.3	Yes - revision in some of the plans and programs to jibe with the thrusts of the PPA GAD Focal Point and for these to be more focused.



6.4	No.





What actions have been instituted to measure the success of the policy, program or initiative?



The actions taken to measure the success of the program are:



7.1	Still to be undertaken - transfer of technology to a number of women in ports and shipping.



7.2	Evaluation of training programs - at the reaction and learning level by recipients of the GST programs



7.3	Accomplishment Reports submitted periodically (semi-annually) by HO, PDO/PMO GAD Focal Points



7.4	Feedback of recipients of lecture / fora and symposia on GAD issues.





What factors have contributed to the success of this policy, program or initiative?



8.1	Still to be determined



8.2	Training of Trainers on GST, impact created by GAD projects and programs on PPA employees and their families.



8.3	Commitment of GAD Focal Point officers and members, management support and acceptance of GAD programs by PPA employees.



8.4	Proper planning and coordination, selection of topics for discussion and qualified resource persons.





�

Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose.



	All the enumerated programs were accomplished through the support of the PPA management and the efforts of the PPA-H.O. GAD Focal Point which was reconstituted in April 10, 1997 through PPA Special Order No. 249-97 in compliance with Republic Act 7192 and its IRR as well as Executive Order No. 273 approving and adopting the Philippine Plan for Gender Responsive Development (1995-2025).  The PPA H.O.-GAD Focal Point was created to catalyze, coordinate, provide direction to and serve as technical adviser on gender and development efforts of the PPA as well as evaluate/approve, coordinate and monitor the projects of PDO/PMO GAD Focal Points.



�E.2.iv QUESTIONNAIRE

New Zealand Ministry of Transport, Land Transport Safety Authority





Part A  is to be answered by the government only.

Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?  

Yes	� FORMCHECKBOX ��  What is its title.  If numerous, choose one that best relates to the Transportation Sector

No	� FORMCHECKBOX ��  If no, then a description of a work environment that has a positive impact on women.



The Land Transport Safety Authority (LTSA) was established in 1993 as a stand-alone safety Authority with the principal objective to “undertake activities that promote safety in land transp9ort at a reasonable cost”.  It exists primarily to reduce the road toll and trauma resulting from road and rail crashes and incidents, thereby improving New Zealand’s economic performance and enhancing its social life and environmental well-being.



While it is not the role of the LTSA to actively promote the increased participation of women in the transportation sector, in terms of encouraging more women to become say a trucking or bus/taxi operator, the LTSA is nonetheless committed to recruiting women with the best skills, experience, expertise and training for positions within the organization and providing them with equal opportunities to contribute to its core business of promoting road safety.  LTSA’s programmes and projects contribute to a number of goals that are critical to achieving its objective.



LTSA’s goals relate to:



Setting and ensuring compliance with safety standards

Improving land transport partnership efficiencies

Optimizing the level and mix of safety funding

Catalyzing innovation in safety activities, research and management practices

Demonstrating leadership in all aspects of land transport safety

Pursuing continual improvement in registry and revenue management and services

Demonstrating excellence in total business management.



Key activities undertaken by the LTSA to achieve the above goals comprise providing policy advice to the Minister of Transport (including ministerial servicing), promoting and disseminating safety information, managing grants for community road safety projects and the Road Safety Trust, conducting land transport safety audit, ensuring economic compliance, land transport licensing, and maintaining records relating to activities within the land transport system, in particular the Land Transport Registry.



Since its establishment in 1993, LTSA began converting much of the existing land transport legislation into plain language Rules to ensure the widest possible audience can understand them.  Each rule passes through a formal consultation process which gives everyone the opportunity to be involved in the rule-making process, including women’s groups.  It is heartening that a few of such groups have responded to LTSA’s deliberate attempt to increase public involvement, and made formal submissions to proposed policies and draft rules, resulting in increased input from women’s groups into policy development and rule-making.



Through its Equal Employment Opportunities (EEO) Strategy the LTSA aims to provide a workplace in which all individuals are able to participate and compete equitably, to develop to their full potential and to be rewarded fairly for this contribution regardless of gender, ethnicity, disability, sexual orientation, age or family circumstances.  This is achieved through the removal of any discriminatory practices, in terms of recruitment, remuneration, promotion and opportunities for personal and career development among staff members.  It is not surprising, therefore, that the EEO Strategy is closely linked with LTSA’s Human Resource Strategy.



The commitment to increased participation of women within LTSA constitutes one aspect of the EEO Strategy which impact on LTSA’s activities and goals.





�

What aspects of the transportation industry, or which companies, does this policy, program or initiative affect?



The promotion of more equitable participation of women within LTSA constitutes one dimension of its EEO Strategy and impacts on all of LTSA’s activities and goals.  Key aspects of the transportation sector affected include policy development and reviews; transport planning; funding of safety programmes; safety standards affecting vehicles, roads, rail, and people (road users and transport operators); licensing functions, safety compliance audits; information and education; and research.





What benefits has the initiative, policy or program provided to the performance of the transport sector?



	No analysis has been conducted to assess the direct benefits of LTSA’s EEO strategy as it relates to women in particular.  However, there is evidence to indicate that all of LTSA’s programmes and activities are making safety gains and progressing towards fulfilling its vision.  The road toll has been declining in the last few years; the road toll of 504 in 1997 was the lowest for 34 years.





Proceed to Part C



Part B  is to be answered by the company / carrier only.

What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have?

If numerous choose one for the rest of the survey.



The key policy within LTSA which promotes the development of women, and a few other groups, is its EEO Strategy, as described in the response to Question 1 in Part A.  In addition, there exists a Women in Transport Network, comprising female staff from all the transport-related government agencies.  Bi-monthly seminars are held on issues affecting women in the transport sector and provides a contact/support network.



The role of the Network includes providing its participants with a better knowledge of what each transport agency does, a better understanding of transport issues and other issues facing women in the transport sector, a contact network to breakdown the isolation of women felt among women in some agencies, and an avenue for empowering women in transport.  LTSA is supportive of the Women in Transport Network.  It contributes towards the funding of Network activities and allow staff time to participate in the activities.





What area(s) of your company does this policy, program or initiative affect?



The areas affected by the EEO policy are outlined in the response to Question 2 in Part A.





What benefits has the policy, program or initiative provided to the performance of the company?



	LTSA’s commitment to its EEO policy has allowed a greater representation of, and hence input by, EEO groups (women included) to its activities.  It is believed that such a practice would bring about a more balanced perspective to its functions at all levels.





Proceed to Part C



Part C is to be answered by both the government and the company / carrier.

When was the policy, program or initiative begun and what is its timeline to completion..



See attached terms and conditions of the Scholarship.  The Scholarship was established in 1992.  The award of a new Scholarship in the forthcoming academic year is determined each year in August/September.  The decision to make a new award is dependent on the number of current scholars continuing as the Ministry caps the limits it’s expenditure under this scholarship to $15,000 per annum.





What are the broad objectives of this policy, program or initiative?



The aim of the Scholarship is to encourage more women into the transport industry, in particular into transport policy analysis and transport management.





What is the scale of the initiative, policy or program in terms of budget and the number of women involved?



The maximum number of scholars in any one year will be three, each receiving $5,000 per annum.  Since 1992 there have been five awards of the scholarship.  Interviews are currently underway for the 1999 award.  In addition to the actual scholarship grant, expenses related to making award, i.e. advertising and interviewing are around $10,000.  The budget provision for scholars to visit the Ministry each year is around $1,000.  Wages for the scholar when they have been employed by the Ministry during their long vacation have averaged about $4,000.





What are the specific goals of this policy, program or initiative?



See answer provided for question 2.



�

Have these goals been achieved?

Fully		� FORMCHECKBOX ��

Partially	� FORMCHECKBOX ��



The expectation is that the goals will be achieved with the post 1996 scholars, however it is too early to tell.  Pre 1995 goals were partially met.  Only two of the three scholars being considered having management potential by the course tutor.





Did it need to be modified in order to achieve success?  If Yes then what modifications were made and why?



The scholarship was amended in 1995 after an initial three year period.  The review determined that the restriction that applicants must be studying a particular course, Bachelor of Commerce (Transport), at a particular University, Lincoln, be removed.



When the scholarship was originally set up the objectives were:

increase the number of women eligible to hold top management positions in the transport industry

highlight the role of the transport sector in the economy

support the only specific transport studies course offered at a New Zealand university at the time.



After the review the objectives were modified to:

encourage women to enter the transport industry, in particular into transport policy analysis and transport management.



In addition the restrictions on the specific degree and institution were removed.





What actions have been instituted to measure the success of the policy, program or initiative?



The Ministry measures success on the number of applicants for the scholarship and whether or not scholars find employment in the transport sector once they have completed their studies.



		No. of applicants:

		1993			5

		1994			6

		1995			4

		1996			13

		1997			46

		1998			not awarded

		1999			18



Of the four scholars who have completed their studies, we understand that only the 1997 scholar is currently employed in the transport sector.  Our most recent advice was she was involved in maritime transport policy.





What factors have contributed to the success of this policy, program or initiative?



Actions taken after the 1995 Review of the Scholarship, i.e. expanding the criteria to a transport related degree at any New Zealand tertiary institution.  Since the review, the Ministry has changed the objectives which means the Ministry will only award a new scholarship if there is a worthy applicant.  The earlier objective of supporting a particular course did not give the Ministry this option.





Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose.



	The scholarship was originally established for three years, i.e. awards to be made for 1993, 1994 and 1995.  The objective of giving a kick start to a specialist transport degree, the first of its kind in New Zealand, tended to take precedence over the objective of increasing the number of women working in the transport sector.  The focus is now firmly on encouraging women to seek a career in the transport sector.











Part C is to be answered by both the government and the company / carrier.  (Part 2)



When was the EEO policy begun and what is its timeline to completion?



	EEO was introduced to the New Zealand public sector in 1984.  EEO requirements of core government departments are covered in the State Sector Act 1988.  In the case of LTSA, these are covered in the Land Transport Act 1993 which established the LTSA.  Section 36 of the Act requires the LTSA to develop and publish an EEO programme and to ensure it is complied with.  There is no timeline to complete the programme as it is ongoing legal obligation.





What are the broad objectives of this policy, program or initiative?



The EEO strategy aims to provide a workplace where there is equality of opportunity for employment and personal development, regardless of age, color, race, gender, nationality or ethnic origin, disabilities, religious or ethnic belief, marital status or sexual orientation.  This is intended to achieve its vision of creating an environment within the LTSA which actively encourages and accepts diversity among its staff.





What is the scale of the EEO programme in terms of budget and the number of women involved?



	LTSA’s EEO strategy is essentially a policy statement.  However, LTSA allocates an annual budget of NZ$20,000 for EEO programmes and activities.  Of the total 415 employees in LTSA, 220 are females (of whom 2 are in senior management level and 16 in middle management level).





4.	What are the specific goals of the EEO policy?



	The specific goals are:

To create a climate within LTSA of EEO commitment

To remove barriers that may prevent the recruitment of the best person for the job

To provide an equitable environment for all staff

To ensure that all means of communications are non-discriminatory

To build a database to assist in analysis of specific EEO groups (i.e. Women, Maori, Pacific Islanders, ethnic minorities and people with disabilities).





5.	Have these goals been achieved?



	The above goals have been achieved to a large extent.  As they are not time-bound, ongoing commitment is required to maintain those that have been achieved.





6.	Did it need to be modified in order to achieve success?  If yes, then what modifications were made and why?



	The LTSA’s EEO Strategy is intended to an overarching document with a lifespan of a few years, while the EEO plan is reviewed annually and outlines activities to be implemented that are consistent with the Strategy.  On-going modifications to the plan are made in order to prioritize activities in accordance to the needs of, and changes made to, the organization.  The main thrust of the objective and goals however remains largely unchanged.





7.	What actions have been instituted to measure the success of the policy?



	The annual review of the EEO plan does involve a review of LTSA’s EEO achievements.  In previous years, efforts have been channeled to promoting the integration of EEO principles into LTSA business policies and practices, e.g. its Human Resources Strategy, and maintaining existing EEO activities.  In the future, there is a plan to develop a system to measure the effectiveness of EEO and establish a consultative process to monitor EEO practices, principles, policies and guidelines in LTSA.





8.	What factors have contributed to the success of this policy?



	The success of the EEO policy is largely dependent, in the first instance, on the commitment of senior management to the objectives and goals of the policy.  This is expected to have a trickle-down effect which is reflected in the day-to-day policies and activities of the organization.  On-going educational programmes are required to provide EEO awareness training for new managers, including the provision of information on and support for networks among the EEO groups.



9.	Are there aspects of the policy that have not been taken into account by the questionnaire that provide information vital to the proper understanding of its purpose?



	No.



�ANNEX A







TERMS AND CONDITIONS







Purpose



	The Scholarship was established in 1992 to mark the centenary of Women’s Suffrage in Aotearoa, New Zealand.  The aim of the scholarship is to encourage more women into the transport industry, in particular into transport policy analysis and transport management.





Eligibility



	The scholarship is open to women who are permanently resident in New Zealand and who are eligible for full-time study at any New Zealand university or polytechnic offering degrees.  The scholarship is open to school leavers, students currently studying, and people with relevant work experience.





Terms and Conditions



	Selection is based on the assessed ability of applicants to successfully pursue tertiary study towards a transport related degree at a New Zealand university or polytechnic and subsequently develop a career in the transport sector.  Any proposed major change to a scholar’s course of study during the tenure of the scholarship must first be approved by the Ministry.



	Applicants must have:



	(a)	a good academic record

	(b)	an interest in and understanding of the transport industry

	(c)	potential as a role model

	(d)	a knowledge of the Treaty of Waitangi

	(e)	an awareness of the needs of a diverse society

	(f)	financial needs.





Value



	The current value of the scholarship is $5,000 per annum.



	Each scholarship is payable for the minimum time required to complete the degree course.  Continuation of the scholarship is subject to satisfactory academic progress.  Payments of the scholarship shall be made at such times and in such installments as shall be determined from time to time by the Ministry, normally in two installments during the academic year.



	Scholarship holders may have the opportunity for paid vacation work arranged by the Ministry over the long vacation depending on the availability of suitable work.  Vacation work may be offered at the Auckland, Wellington or Christchurch offices of the Ministry or with other appropriate organizations.





Reports



	The scholar shall provide the Ministry with reports as required.





Application



	Applications should be made using the application form available from the Human Resources Branch of the Ministry of Transport at the address below.  Candidates shall forward their application to reach the Ministry of Transport, Box 3175 Wellington by the fourth day of December.



	Every application shall be accompanied by:



	(a)	A statement of the candidate’s proposed course of study.

	(b)	The names of two people, from whom references may be obtained.  Suitable people include teachers, lecturers or tutors under whom the applicant has recently studied, and an employer or supervisor, from either a voluntary or paid employment situation.

	(c)	A copy of the candidate’s birth certificate, or if not a New Zealand citizen, evidence that the candidate is a permanent resident of New Zealand.

	(d)	Certified copies of academic records to date.





Selection



	In determining the suitability of a candidate the Ministry of Transport shall have regard to the candidate’s academic record and experience and the referees’ reports.  Applicants may bring whanau support / support people to the interview, however the Ministry of Transport will only meet applicants’ travel costs.  The decision of the Ministry shall be final.  If, in the opinion of the Ministry, no candidate of sufficient merit has applied for the scholarship in any year, then the scholarship shall not be offered in that year.





Suspension of Termination



	The Ministry of Transport may at any time suspend or terminate any scholarship or require the forfeiture of such proportion of the scholarship as the Ministry may determine if it is satisfied that:



the scholar is not diligently pursuing the course of study

the scholar has failed to comply with any of the terms and conditions on which the scholarship is awarded

the scholar ceases to pursue the agreed course of study

the scholar has accepted any other award or scholarship without the prior agreement of the Ministry.





Co-tenure



	Scholars shall not hold any other scholarships or awards except on such terms and conditions as the Ministry of Transport shall determine in each case.  Scholars must notify the Ministry if any other scholarship or award has been granted to them.





Concessions



	The Ministry of Transport, may, if it thinks fit, relax or modify the application of any of the terms and conditions in any special circumstances or in order to avoid hardship to any scholar or applicant for a scholarship.







�ANNEX E.2.v:  QUESTIONNAIRE

Port Nelson Limited



Part A  is to be answered by the government only.

Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?  

Yes	� FORMCHECKBOX ��  What is its title.  If numerous, choose one that best relates to the Transportation Sector

No	� FORMCHECKBOX ��  If no, then a description of a work environment that has a positive impact on women.



What aspects of the transportation industry, or which companies, does this policy, program or initiative affect?



What benefits has the initiative, policy or program provided to the performance of the transport sector?



Proceed to Part C



Part B  is to be answered by the company / carrier only.

What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have?

If numerous choose one for the rest of the survey.



N/A.  We have a policy of appointing the best person for the job and in employment ensuring all staff have the opportunity to be selected for training.



What area(s) of your company does this policy, program or initiative affect?



Equal Employment Opportunities Policy.



What benefits has the policy, program or initiative provided to the performance of the company?



Has not been quantified.  My perception is minimal benefit other than legal compliance.



Proceed to Part C



Part C is to be answered by both the government and the company / carrier.

When was the policy, program or initiative begun and what is its timeline to completion..



Early 1990s.



What are the broad objectives of this policy, program or initiative?



Compliance with Human Rights Act.



What is the scale of the initiative, policy or program in terms of budget and the number of women involved?



The EEO Committee involved 3 women.  Budget was not quantified.



What are the specific goals of this policy, program or initiative?



To write an EEO policy to include Employment Policies, Training Policies, and Sexual Harassment Policy.



Have these goals been achieved?

Fully		x

Partially	� FORMCHECKBOX ��



Did it need to be modified in order to achieve success?  If Yes then what modifications were made and why?



No.  N/A.



What actions have been instituted to measure the success of the policy, program or initiative?



None.  Measure compliance by number of complaints at breach.



What factors have contributed to the success of this policy, program or initiative?



The team was a cross section of the company.  Communication and Feedback.



Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose.



No

�ANNEX E.2.vi:  QUESTIONNAIRE

Ports of Auckland Ltd.





Part A  is to be answered by the government only.

Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?  

Yes	� FORMCHECKBOX ��  What is its title.  If numerous, choose one that best relates to the Transportation Sector

No	� FORMCHECKBOX ��  If no, then a description of a work environment that has a positive impact on women.



What aspects of the transportation industry, or which companies, does this policy, program or initiative affect?



What benefits has the initiative, policy or program provided to the performance of the transport sector?



Proceed to Part C



Part B  is to be answered by the company / carrier only.

What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have?

If numerous choose one for the rest of the survey.



Driver Training.



What area(s) of your company does this policy, program or initiative affect?



Seaport Container Terminals.



What benefits has the policy, program or initiative provided to the performance of the company?



Good productive women drivers of straddles and cranes.



Proceed to Part C



Part C is to be answered by both the government and the company / carrier.

When was the policy, program or initiative begun and what is its timeline to completion..



Two years ago;  ongoing.



What are the broad objectives of this policy, program or initiative?



More women on our payroll.



What is the scale of the initiative, policy or program in terms of budget and the number of women involved?



Six women given permanent employment in driving;  six in other disciplines.



What are the specific goals of this policy, program or initiative?



Not specific, just more women on our staff.



Have these goals been achieved?

Fully		� FORMCHECKBOX ��

Partially	x





6.  Did it need to be modified in order to achieve success?  If Yes then what modifications were made and why? 



No.  Just a will to do it.



7.  What actions have been instituted to measure the success of the policy, program or initiative?



Are the women productive or not.



8.  What factors have contributed to the success of this policy, program or initiative?



Breaking old adage that the work was too hard.



Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose.

�ANNEX E.2.vii:  Women in Transport Network

New Zealand



Women from the government’s transport agencies are involved in the Women in Transport Network.  The Network began in 1996 and its role is to provide women with:



a better knowledge of what each transport agency does;

a better understanding of transport issues and issues facing women in the transport sector;

a contact network to break down the isolation women felt, especially in some Government transport agencies;  and 

an avenue for empowerment of women in transport (this does not extend to a lobbying role)



The Network’s membership consists of women working within the Government’s transport agencies.  Membership is free and voluntary and the Network has no formal recruitment process, instead relying on ‘word of mouth’.  On average, approximately 50 women attend Network meetings, however a good deal more receive the Network newsletter.



The Network meets bi-monthly and meetings include presentations from the various Government transport agencies on their work as well as outside speakers talking about issues and events relevant to the transport sector and women.  After each meeting a newsletter is produced.  Newsletters provide information on matters arising from the meeting and also cover other issues that may be relevant to the Network.



The Network receives ad hoc funding from the Government’s transport agencies.  This funding is used for meetings, venues and transport to meetings.



Being involved in the Network has resulted in greater communication, interaction and support between women in the various Government agencies within the transport sector.  The benefits within individual agencies are also noticeable, with increased interaction across the different sections or branches.  On an individual level, it has allowed a number of women to sharpen their presentation skills, develop valuable contacts throughout the sector and generally enhance their ability to contribute.

�ANNEX E.2.viii:  QUESTIONNAIRE

Indonesia 



Part A  is to be answered by the government only.

Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?  

Yes	� FORMCHECKBOX ��  What is its title.  If numerous, choose one that best relates to the Transportation Sector

No	x  If no, then a description of a work environment that has a positive impact on women.



The Government doesn’t have policies, programs or initiatives in place in order to increase the participation of women in transportation sector through training and development.



A work environment that has a positive impact on women:  “There is no difference in treatment between man and woman, working in transportation sector in Indonesia.



What aspects of the transportation industry, or which companies, does this policy, program or initiative affect?



This treatment is applied in all aspect of transportation industry.



What benefits has the initiative, policy or program provided to the performance of the transport sector?



The performance of transport sector is much developed.



Proceed to Part C



Part B  is to be answered by the company / carrier only.

What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have?

If numerous choose one for the rest of the survey.



What area(s) of your company does this policy, program or initiative affect?



What benefits has the policy, program or initiative provided to the performance of the company?



Proceed to Part C



Part C is to be answered by both the government and the company / carrier.

When was the policy, program or initiative begun and what is its timeline to completion..



The policy begun since the existing of MOC to the future.



What are the broad objectives of this policy, program or initiative?



The objective of this policy is to achieve the optimal performance of transportation sector.



What is the scale of the initiative, policy or program in terms of budget and the number of women involved?



The scale of the initiative is normal and there is no specific budget allocation for the program nor women involved.



What are the specific goals of this policy, program or initiative?



The specific goals of this policy is to take the women participation in transport sector where it appropriates.



Have these goals been achieved?

Fully		x

Partially	� FORMCHECKBOX ��



Did it need to be modified in order to achieve success?  If Yes then what modifications were made and why?



So far it is going well and no need to modify.



What actions have been instituted to measure the success of the policy, program or initiative?



The success of the policy is measured from the complain comes from the user and provider of transportation sector.



What factors have contributed to the success of this policy, program or initiative?



The success of this policy is much depend on the strategy which we put safety is on top.



Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose.



All aspects of the policy have been taken into account.



�ANNEX E.2.ix:  QUESTIONNAIRE

The CN Experience





Part A  is to be answered by the government only.

Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?  

Yes	� FORMCHECKBOX ��  What is its title.  If numerous, choose one that best relates to the Transportation Sector

No	� FORMCHECKBOX ��  If no, then a description of a work environment that has a positive impact on women.



What aspects of the transportation industry, or which companies, does this policy, program or initiative affect?



What benefits has the initiative, policy or program provided to the performance of the transport sector?



Proceed to Part C



Part B  is to be answered by the company / carrier only.

What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have?

If numerous choose one for the rest of the survey.



The Operations Supervisory Development Program was developed with the short term goal of selecting and training individuals to become first line supervisors for any of CN’s Operations functions (Engineering, Transportation, and Mechanical).  The program is sponsored at the executive level by CN’s Senior Vice-President Line Operations, and is hosted by the General Manager of the La Verendrye district.



What area(s) of your company does this policy, program or initiative affect?



This initiative is aimed specifically at the Operations function, and in the short term this area will reap the most immediate benefits.  Over the longer term, however, its effect will be felt on a much wider scale across the organization.



What benefits has the policy, program or initiative provided to the performance of the company?



The future of CN’s performance will be significantly impacted by the Operations Supervisory Development Program.  CN’s profitability is closely tied with Operations’ ability to keep the trains running on schedule.  Ensuring that first line supervisors possess all the necessary knowledge and skills to perform their jobs is an integral part of running trains efficiently.



The program attracts people from diverse fields, both internal and external to CN.  Upon completion of the program, the participants are encouraged to continue their personal development and can aspire to higher level managerial positions, bringing with them a wealth of knowledge and experience.   Promoting individuals with a thorough understanding of Operations, to key management positions in areas such as Marketing, Human Resources, etc., will foster decisions that are more consistent with the overall corporate objectives.



Proceed to Part C



Part C is to be answered by both the government and the company / carrier.

When was the policy, program or initiative begun and what is its timeline to completion..



The Operations Supervisory Development Program for 1998 is 35 weeks long, running from April 7 to November 23.



What are the broad objectives of this policy, program or initiative?



In the longer term, we hope to be able to develop a pool of experienced first-line supervisors who will be able to meet future challenges, at all levels of management.



What is the scale of the initiative, policy or program in terms of budget and the number of women involved?



In 1998, there are 28 participants in the program, five of whom are women.  The overall cost of the program will be roughly 3.3 million dollars.  This figure includes delivery fees for the instructors, salaries, and all expenses. (travel, accommodation, meals, etc.) associated with the program.



Last year the overall cost was 2.2 million, but there were only 18 participants.  The decrease per participant is attributable to improved planning and tighter management of funding.  For example, 95% of airfare is booked sufficiently in advance so as to create savings of approximately 80% per return trip to Winnipeg, where the programs centered.



What are the specific goals of this policy, program or initiative?



The immediate objective of the program is to prepare selected people for the role of first line supervisors in any of the Operations functions.  This will be done by providing the program participants with a big picture of how the railroad operates by providing them with basic railroad and business knowledge, first line supervisory skills and knowledge and experience in Operations.



Have these goals been achieved?

Fully		x  The goals of the 1998 program have been achieved.

Partially	� FORMCHECKBOX ��



Did it need to be modified in order to achieve success?  If Yes then what modifications were made and why?



Like many other organizations today, CN is evolving to adapt to the changing business environment.  Consequently, to meet those needs, continuous improvements are made to the program.



As an example, it has been communicated to the program coordinator that we need to provide more focus on yard operations.  Steps are now being taken to adjust the program to reflect this.  Additionally, the advent of new technology such as the Locomotive Control System (beltpack) would also lead to a shift in the program.



What actions have been instituted to measure the success of the policy, program or initiative?



CN has enlisted the services of a consultant to evaluate the effectiveness of the program.  The process is based on Kirkpatrick’s four level of evaluation.  At level one, after each activity traditional smile sheets are distributed.  They ask participants to rate:  Course Content, Instructional Media / Material, Course Administration, Instructor Effectiveness, and provide for short answer responses.



Level two involves testing participants on the knowledge they have acquired in certain courses via an exam.  Level three assesses how much the participants have retained six months after having completed the program.



Level four evaluates how much impact the program has had both on the participants and the areas where they have been assigned.  For the 1997 graduates, this will include conducting 360 degree evaluations with each participant as well as a control group.  The control group consists of individuals who are performing similar tasks, but who have not participated in the program.  Additionally, interviews will be conducted with participants and the superintendents of the districts where they were assigned.  Finally, part of this will include asking the participants to evaluate what they liked most and least about the program vis a vis the expectations with which they came into the program.



A support mechanism is in lace to provide assistance concerning gender related issues in the workplace.  This network continues to grow within the organization.



What factors have contributed to the success of this policy, program or initiative?



The success of the program can be attributed to many factors, including the fact that there is a very sound business rationale for the program.  It is well designed with clear objectives, to facilitate the learning and delivery, while allowing flexibility for continuous implrovement.



There is widespread support for the program from the executive level. Down.  The Program Coordinator receives excellent support from the Operations personnel on each district in providing appropriate and timely field assignments for developmental purposes.



Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose.



It is evident from the above discussion that the Operations Development Program is not designed solely for women.  While CN firmly believes that creating a representational workforce is important, it is equally as crucial that this is done in an inclusive manner.  Consequently, we do make an effort to encourage women to get involved in the program.

�ANNEX E.2.x:  Air Canada

Canada



Technical Operations Unit

Air Canada’s Technical Operations is responsible for the maintenance of the airline’s fleet of aircraft.  It is composed of many sectors, most of them highly technical and sophisticated.  Traditionally, it has been a men only workplace.



Initiatives to increase the participation of women

In 1992-1993, the representation of women in Technical Operations was low.   Efforts to hire women in any field of aircraft maintenance were almost hopeless.  A survey demonstrated that there were virtually no women enrolled in airline technical training.



Scope and objectives

Therefore, Air Canada launched an awareness operation with CEGEPs and colleges to encourage them to promote airline technical programs with their female clientele, with the view of increasing the number of women choosing a profession in a non-traditional workplace.  The areas affected were ground equipment maintenance, avionics, hydraulics, welding, electricity, etc.  Another effort was made to attract women to long-distance trucking.



The objectives were two-fold:  Meet our Employment Equity obligations under the Canadian Employment Equity Act;  and reach a better balance within our workforce to benefit from women’s contribution to the workplace.



Women’s representation within Technical Operations non-traditional fields has more than doubled since 1994.  The program is on-going.



Adjustments and Measurements

While working with CEGEPs and colleges in attracting women to airline technical jobs, Air Canada reviewed its facilities:  it added showers and washrooms for the use of women workers.



When shops hired their first women workers, it was interesting to note how they prepared the environment, for example by cleaning and tidying tool kits.



With the integration of women to the workforce, issues never encountered before were raised.  Awareness sessions became necessary.  Team leaders were selected for their openness and trained on how to deal with issues derived from a mixed environment.  Champions were identified as well as mentors.



As for quantitative measurements, numerical results have been tracked.  On the qualitative side, the acceptance of women by male colleagues is known as growing to the point that it is not an issue anymore in many of the shops.



Factors to Success

The request to hire women originally came from Technical Operations people themselves.  Therefore, they had an interest in making it work.  Then, female candidates were carefully selected to avoid potential confrontation as much as possible.  Finally, champions and mentors were identified to support the newly hired women and help them integrate the workplace and stay with the airline.



Benefits to the Airline and the Industry

The initiative opened technical and specialized airline jobs to women.  CEGEPs and colleges have increased their women clientele.  Other airlines have now access to more women for their non-traditional jobs.  Within Air Canada, the atmosphere of the workplace has changed.  Behaviours and language have evolved.  The environment is now more conducive to the smooth integration of women.

�ANNEX E.2.xi:  QUESTIONNAIRE

Transport Canada



Part A  is to be answered by the government only.

Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?  

Yes	x  What is its title.  If numerous, choose one that best relates to the Transportation Sector

No	� FORMCHECKBOX ��  If no, then a description of a work environment that has a positive impact on women.



From 1995-1998, Transport Canada had a program called the Technical Skills Training Program, whereby women (and persons in visible minority groups) taking aircraft maintenance courses at educational institutions were interviewed and, by way of the staffing process, some were selected to participate in a two-year program that would enable them, if they passed the required testing, to obtain an aircraft maintenance engineer license.  They were trained and paid during the two-year period.  



What aspects of the transportation industry, or which companies, does this policy, program or initiative affect?



The policy affects the Aviation/Safety and Security Branch of Transport Canada.



What benefits has the initiative, policy or program provided to the performance of the transport sector?



It has provided us with younger and more enthusiastic employees.  They did require a great deal of additional training and supervision.  As a result of the program, we were able to employ several women (three) into the Aircraft Maintenance field on a permanent basis.



Proceed to Part C



Part B  is to be answered by the company / carrier only.

What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have?

If numerous choose one for the rest of the survey.



What area(s) of your company does this policy, program or initiative affect?



What benefits has the policy, program or initiative provided to the performance of the company?



Proceed to Part C



Part C is to be answered by both the government and the company / carrier.

When was the policy, program or initiative begun and what is its timeline to completion..



1995-1998



What are the broad objectives of this policy, program or initiative?



The broad objectives of the initiative were to increase the percentage of visible minorities, aboriginals and women into a male dominated occupation - Aircraft Maintenance Engineering (AME), and for the participant to attain their AME license after completion of the two year program.



What is the scale of the initiative, policy or program in terms of budget and the number of women involved?



The budget costs were as follows:

employees were paid at the GL-ELE-O4 level; 50% of the wages and tools were covered by Treasury Board and 50% by Transport Canada (Aircraft Services)

throughout the program, there were eight women involved



What are the specific goals of this policy, program or initiative?



See Question 2.  Transport Canada/Aircraft Services wanted to increase its number of employment equity target group numbers in the Aircraft Maintenance Engineer field.



Have these goals been achieved?

Fully		x

Partially	� FORMCHECKBOX ��



Did it need to be modified in order to achieve success?  If Yes then what modifications were made and why?



The program did not need to be modified.



What actions have been instituted to measure the success of the policy, program or initiative?



We looked at the number of candidates who worked through the program that are now employed with Transport Canada or another aviation industry firm.  Close to 80% of the individuals now work as Aircraft Maintenance Engineers in the aviation industry.



What factors have contributed to the success of this policy, program or initiative?



The factor that contributed to the success of this initiative is the fact that each participant worked for two years in order to pass their AME license.  This license enabled them to seek employment at any aviation maintenance facility due to the ongoing need for AME employees.  The employees were closely supervised by licensed AMEs on Transport Canada’s staff (Mentor System), and were involved in the actual work, instead of only observing.



Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose.



No



�ANNEX E.2.xii:  QUESTIONNAIRE

Hong Kong, China





Part A  is to be answered by the government only.



Our transport policy focuses on how to provide a safe, efficient and reliable transport system.  We have no specific requirement or initiative regarding the participation of women in the transport sector.  That said, the government, as a whole, promotes equal treatment and equal opportunities between men and women in the society, including the participation in transport sector.  Government departments shall follow the policy on equality of opportunities between men in all aspects of operations.



Part B  is to be answered by the company / carrier only.



Some shipping companies provide their comments that it is well and properly documented in their companies’ human resource procedures that they will adhere to the policies of non-discrimination for women and equal opportunities of men and women.  Such policies apply to all human resource activities including job training and career development.  In addition, the policies create the benefits of larger supply of workforce, stronger awareness of fairness and equality among staff of all levels, and better image of the companies of being open and efficient.  Some bus, railway and tunnel operators reveal that the prevailing policies in their companies are that men and women are given equal opportunities for various aspects of human resource management including training and development, and job assessments are based on candidates’ ability, performance, and competency, irrespective of gender.  Local airlines also indicate that they provide equal opportunities for both men and women.



Part C is to be answered by both the government and the company / carrier.



In Hong Kong, China, discrimination on the grounds of gender, marital status and pregnancy in various fields of activity including employment is outlawed by the Sex Discrimination Ordinance, which was enacted in 1995.  The Family Status Discrimination Ordinance offers similar protection for women against discrimination on the ground of family status.  The Equal Opportunities Commission, an independent statutory body, is empowered to oversee, among other things, the implementation of these two ordinances through various services, such as investigation, conciliation and legal assistance.

�ANNEX E.2.xiii :QUESTIONNAIRE

AUSTRALIA:  Dept of Transport and Regional Services – Workplace Diversity Program



Part A is to be answered by the government only.

1.	Does the government have policies, programs or initiatives in place in order to increase the participation of women in the transportation sector through training and development?

YES	�symbol 254 \f "Wingdings" \s 10�þ�	What is its title.  If numerous, choose one that best relates to the Transportation Sector

NO	 	�symbol 111 \f "Wingdings" \s 10�o�	If no, then a description of a work environment that has a positive impact on women.��Yes, the Department of Transport and Regional Services has in place a Workplace Diversity Program, one of the aims of which is to increase the participation of women in the organisation.  The Workplace Diversity Program is supported by the Certified Agreement which sets out the terms and employment conditions under which the organisation operates. 



The increasing participation of women in the workforce generally requires a more flexible and responsive working system.  Despite the substantial increase in the number of women in the workforce, women still carry the major responsibility for family.  

��2.	What aspects of the transportation industry, or  which companies, does this policy, program or initiative affect?

Key aspects of the Department’s activities affected include policy development; transport planning; funding of safety programs; road, rail, shipping and air services oversight; information, education and research.

��3.	What benefits has the initiative, policy or program provided to the performance of the transport sector?

There have been increased benefits to the organisation and to the transport sector in that the program has assisted women to better combine work and family responsibilities.  This has resulted in a more efficient, effective and productive organisation that puts people first. 

��

Part B is to be answered by the company / carrier only.��1.	What policies, programs or initiatives to increase the participation of women in the transportation sector through job training and development does your company have? 

If numerous choose one for the rest of the survey.

��2.	What area(s) of your company does this policy, program or initiative affect?

��3.	What benefits has the policy, program or initiative provided to the performance of the company?

��



Part C is to be answered by both the government and the company / carrier.��1.	When was the policy, program or initiative begun and what is its timeline to completion.

The Workplace Diversity Program was first launched in November 1998.  It is an on�going program and at this stage has no completion date.

The most recent Certified Agreement was signed on 19 March 1998 and continues to be in operation for 18 months.

��2.	�3.	What are the broad objectives of this policy, program or initiative?

The objectives of the Workplace Diversity Program are to achieve a quality workplace which is equitable, safe, socially responsible, and which assists people to balance work with family responsibilities. 

The objectives of the Certified Agreement are to maintain strategies to assist people to better combine work and personal responsibilities, including:

·	Introduction of greater flexibility in working hours and streamlined leave arrangements. It introduced five days fully paid family leave which can be used to attend emergency circumstances, family responsibilities, and to care for and support a member of the family or household who is ill;

·	A broad definition of family has been adopted. It includes a relation by blood or by marriage or strong affinity with, and a person who has had a bona fide domestic or household relationship with the employee for a period of more than twelve months.  The delegate may also deem a person to be “family”.

·	The Agreement also eliminates a former restriction on the number of working hours required for regular part-time employees; and

·	Preservation of arrangements for carers’ room and nursing parents room, a variable leave program, and policy on home based work.

��4.	What is the scale of the initiative, policy or program in terms of budget and the number of women involved?

The Workplace Diversity Program involves all staff employed by the Department of Transport and Regional Services.  There are currently 793 staff employed in the Department, 307 of which are women.  The program is funded in terms of the overall Departmental budget component.

��5.	What are the specific goals of this policy, program or initiative?��The Workplace Diversity Program has four distinct goals: 

1.	Attract a diverse range of people to work in our organisation.

2.	Encourage employees to develop their diverse skills in order that they can realise and contribute to their maximum potential.

3.	Recognise and make use of diverse skills, cultural values and backgrounds of people.

4.	Ensure workplace structures, systems and procedures recognise the diverse circumstances of employees and assist them to balance their work and personal lives.��The goals of the Certified Agreement include strategies to assist with maintaining a balance between work and family responsibilities and to achieve a quality workplace.

��6.	Have these goals been achieved?

	Fully	�symbol 111 \f "Wingdings" \s 10�o�

	Partially 	�symbol 254 \f "Wingdings" \s 10�þ�	



These goals have been partially achieved.  



Representation of women in our organisation has improved under the Workplace Diversity Program and former equal employment opportunity policies.  In December 1996 representation was at 35% and is now nearly 40%.  In the under 30 years age group, the representation is as high as 50%, which suggests our recruiting is moving us towards an even higher overall representation in the future.



The Department also recruits university graduates each year under the Graduate Administrative Assistant (GAA) program which actively pursues a 50:50 gender balance.



In the SES (Senior Executive Service) 23% are now women, compared with 17% in March 1996.  Similarly, around 27 % of the Executive levels 1 and 2 (middle management) are women. The proportion of women in executive and management positions is expected to rise and progress is being made.

��7.	Did it need to be modified in order to achieve success?  If yes, then what modifications were made and why?

No modifications have been made at this stage, however there may be modifications after review of the program.

��·	What actions have been instituted to measure the success of the policy, program or initiative?��Review and Evaluation

The Workplace Diversity Program and associated procedures and practices are evaluated by the Department’s Executive Group and reported in our Annual Report.  The evaluation is assisted by material obtained from:��·	targeted questions in Department-wide employee surveys;��·	results of exit surveys;��·	focus groups convened to discuss and evaluate effectiveness of particular diversity issues such as parental leave or carers’ rooms; and��·	maintenance and enhancement of broad statistical collection.

There is also scope for individuals to comment on the extent of workplace diversity through their performance exchanges with supervisors.

��8.	What factors have contributed to the success of this policy, program or initiative?

The success of the Workplace Diversity Program is largely due to the commitment of senior management, ongoing evaluation and education and the day-to-day policies which are established in the workplace environment. 

��9.	Are there aspects of the program, policy or initiative that have not been taken into account by the questionnaire that provide information vital to a proper understanding of its purpose?

No.���Annex E.2.xiv:  Women of the National 

Aeronautics Space Administration (NASA), USA



The Women of NASA organization was created to encourage more young women to pursue careers in mathematics, science, and technology.  Though this field is male dominated, there is a growing appreciation of  gender diversity in the workplace.



In effort to expand educational and career opportunities for women in the transportation sector, The Women of NASA has introduced NASA’s Sharing NASA program, The Learning Technologies Channel, and Female Frontiers website.  



SHARING NASA:



This new website, linked with The Women of NASA allows students to meet scientists, engineers, technicians, and other diverse NASA professionals via internet.  Students will have the opportunity to explore and share in the exciting scientific and engineering endeavours taking place at NASA.



Current projects include: 



Space Team Online-- allows one to learn about the exciting careers of the men and women who make the Shuttle and Space Station Fly.  



Aero Design Team Online--this project focuses on NASA’s exciting aeronautics mission, including the world’s best flight simulators, aircraft research, etc.



THE LEARNING TECHNOLOGIES CHANNEL



The Learning Technologies Channel is an interactive resource for students and instructors to participate in scientific, engineering and outreach programs and projects.  This project was designed to bring live multimedia Internet experiences to the classroom.  LTC is located at NASA/Ames Research Centre in Moffet Field, California.



FEMALE FRONTIERS



This interactive site allows students to learn about the exceptional female pioneers of in this field.  Students will have the opportunity to join in on interactive chats and webcasts , where they can learn about the unique experiences of many female frontierswomen, and their experiences.  This site will give many young women insight into scientific careers women have filled, and may expand their horizons of their own career choices.



�Annex E.2.xv:  National Association of 

Railway Business Women (NARBW)



The NARBW was designed with the following purposes in mind:



to stimulate interest in the railroad industry

to foster cooperation and better understanding within the industry and its affiliates

to create good public relations for the railroad industry

to further educational, social, and  professional interests of its members

to undertake charitable, benevolent and social welfare projects



The organization is comprised of 1,500 members, and 35 chapters nationwide.  



This organization of strong railway business women have found a way of uniting education, networking, and community efforts.  



In 1998, The National Association of Railway Business Women contributed over $29,000.00, and 31,000 hours to welfare projects in their communities.



In 1998, the NARBW awarded ten scholarships:



	1st Place---Orpha M. Wardle Scholarship--$1,200.00



	2nd Place--Cora Nelson Abrahamson Scholarship--$1,000.00



	Beverly Berry Memorial Scholarship--$700.00

                         (Special One Time Award)



OTHER AWARDS

(2)  $1,000.00

(5)  $   500.00



For the 1999-2000 Scholarship Year, a total of ten scholarships will be awarded in May 1999, including one scholarship in the amount of  $1,200; three scholarships worth $1,000.00, and six $500.00 awards.

















�Annex 2.xvi: USA Department of Transportation (DOT)



The Department of Transportation is playing a major role in contributing and supporting transportation related businesses for women.  DOT is leading the way in promoting contract opportunities for women-owned businesses, by providing outreach and advocacy efforts to encourage and support women-owned and all small businesses. 



1.  DOT’s Disadvantaged Business Enterprise Program (DBE):

For more than 15 years, the Department of Transportation has had in effect a policy of assisting business owned and controlled by minorities and women in participating in contracting opportunities created by DOT financial assistance programs. During FY 1998, these entrepreneurs received $2.6 billion or 14% of DOT assisted highway, transit, and air contracts from state and local transportation agencies.



DOT, through its Operating Administration, distributes approximately $18 to $22 billion annually to assist in financing thousands of projects across the United States.  



The following three DOT operating administrations are primarily involved in the DBE program:  The Federal Highway Administration (FHWA), The Federal Aviation Administration (FAA), and the Federal Transit Administration (FTA).



The DOT DBE program is carried out by state and local transportation agencies.



The DOT DBE regulations require recipients of DOT Federal financial assistance to establish goals for the participation of disadvantaged entrepreneurs and certify the eligibility of DBE firms.



DBE is aware that minority and women-owned businesses are still under-represented in the construction industry.  As a result of continued discrimination, women and minority-owned firms remain underrepresented in the construction field.  



Women own one-third of all firms, yet receive only 19% of the business receipts.  The DBE participation has increased from 1.9%  in 1978 to 14.8% in 1996.  



As of January 29, 1999, President Clinton announced a significant new rule revising DOT’s DBE program.  The rule is intended to ensure a level playing field  on which minority, women, and other disadvantaged small businesses can compete for federally assisted highway, transit, and airport contracts.  



2.  DOT MOU with Historically Black Colleges and Universities

The U.S. Department of Transportation signed a Memorandum of Understanding that will expand the participation of Historically Black Colleges and Universities (HBCU’s) in initiatives such as the Transportation Futures Program, which promotes mathematics, science, and technology skills needed for careers within the transportation sector.



The announcement includes up to $2.1 million in new funding for Federal Highway’s Summer Transportation Institutes.  This program introduces high school achievers to careers within the transportation sector.  The increased funding was one of many actions announced by the FHWA Task Force on HBCU’s  and other Minority Institutions of Higher Education (MIHE).



Other initiatives to be executed include:

setting goals for the participation of HBCU’s and MHIE’s in research and technology

increasing the number of transportation institutes and internships



The goal of the task force is to increase participation of HBCU’s and MIHE’s in FHWA programs.  Such programs will increase educational and career opportunities for women of all ethnicity’s and cultures eager to pursue non-traditional careers within the transportation sector.

�

Annex E.2xvii:  USA Federal Aviation Administration’s 

Technical Women’s Organization (TWO)



The Technical Women’s Organization (TWO), known for its reputation of recruiting women, developing programs, and implementing systems to increase the participation of women in the transportation workplace, has established its goals and objectives for 1999.  The following is a summary of objectives for Fiscal Year 1999:



Objective 1--Actively recruit women



Objective 2--Career Enhancement/Promotions



Objective 3--Involvement



Objective 4--Training



Objective 5--Influence Future in the FAA



Objective 6--Highlight and Address Women’s Issues For A More Innovative Work Environment

	  

�Annex E.2.xviii:  Pre-Apprenticeship Program in 

Highway Construction for Women and Minorities—

Arizona Department of Transportation (ADOT)



The Arizona Department of Transportation (ADOT) submitted an unsolicited proposal for a pre-apprenticeship program in highway construction to the Office of Civil Rights, Federal Highway Administration.  The program was approved and implemented in October 1995.



The program was funded at $50,000, to include forty participants.  The targeted population was low income women and minorities.



The goal of the project is to provide in highway construction employment opportunities and a sample of some of the building trades including carpentry, electrical, piping trades, heavy equipment operations and welding.  Participants will become familiar reading blueprints, will benefit from strength training, and will receive any remedial math instruction needed to enter existing apprenticeship or training programs.



In 1998, apprenticeship opportunities increased from 2% to 8%.



The operating engineers population also increased tremendously from approximately 3% to 23%.



The program is breaking new ground, and has expanded into rural areas of Arizona, including Tuscon and Prescott.



			



�Annex E.2.xix:  COLORADO DEPARTMENT OF TRANSPORTATION

 

The Federal Highway Administration (FHWA) recognized the Colorado Department of Transportation (CDOT) for increasing the representation of minorities and women in transportation.  



CDOT received a “Breaking the Glass Ceiling” award during the National Transportation Civil Rights Conference August 24-26 in Denver.  



CDOT was recognized for its success in increasing the representation of minorities and women in management, and for promoting balance between family life and work activities through flexible work hours.



The Transportation Alliance for New Solutions was acknowledged and honoured with the Federal Highway Administration (FHWA) Civil Rights Partnership Award for developing a four-year-old pilot program that prepares women and minorities in Wisconsin for jobs in highway trades and occupations.



The Northeast Women in Transportation (NEWIT) received the FHWA Civil Rights Showcase Award for promoting the use of On-the Job Training Supportive Services to increase training and employment opportunities for women and minorities in highway construction.  














