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Look for jobs...
Contd. From Pg 1

  Are you convinced that the recruit-
ment process that takes place in your
organization or the country is of the
highest quality?

We strive to keep a qualitative recruit-
ment momentum going, we employ a large
number of foreign nationals to our work
force but this is only because often we
find it difficult to match our job require-
ments with local job profiles. This is also
owing to the unprecedented brain drain
that takes place, when local employees go
elsewhere to embark on their career we
have to obviously fill the shortage with
profiles of equal weight, hence overseas
recruitment becomes our best resort. The
nature of our industry is such that some
of the customised services make us desire
those with foreign exposure. We need to
have more local candidates that have a

drive to achieve, they must be willing to
commit to their jobs so they are elevated
from one designation to another within a
short timeframe, but the lack of drive or
lack of time to focus on the job due to
other engagements such as family com-
mitments etc; eliminates good job offers
coming their way.

The employment for factory work
attracts many local employees but we face
lapses there as well. Incentives to the
industry have been satisfactory over the
years and it still continues to be so but a
good promotion campaign with state
intervention which will showcase gar-
ment factory workers in a vital light; will
do wonders to the number of workers we
can employ. Sixty percent of the Sri
Lankan work force comprise of females of
which forty percent is contributed
through the garment sector. Highlighting
this undisputed fact can encourage many
to correct their wrong opinion about
working in garment factories and moti-
vate more females to take up employment

because it goes without saying that they
are the lifeline of the local economy.
This will enable increased quality in
recruitment processes and I am certain
the same goes with other industries.

The Timex and Fergasam group in
association with the Ministry of Labour
Relations & Productivity Improvement
and United States Agency for
International Development (USAID);
will carry out a mass recruitment cam-
paign in Vavuniya next week, in order to
attract approximately 2000 candidates
for job opportunities we currently have.
We are a lucratively employable organi-
zation that has business operations in
the United Kingdom and Hong Kong
which are incidentally two capital cities
in the world of fashion. We have enough
job opportunities within our organiza-
tion, so I encourage potential job seek-
ers to start looking for jobs in the right
place, at the right time and those com-
patible with your set of skills. I request
that all of you remember that despite
what you know through your education-
al qualifications and who you know
through recommendations are insuffi-
cient if you are unable to apply those to
a job at hand. What you do for an organi-
zation helps you grow as an employee
and as a person and these experience
will help you mark milestones in your
career graph. We are a huge &strong
organization but quality is at the helm
of our operations so we will continue to
prioritise quality over quantity to sus-
tain our success, explore new avenues
and maintain operational and job secu-
rity at all times.

Informal support networks in the workplace are
less advantageous to women employees in terms of
career progression according to research led by
Indiana University. 

The study evaluated the informal network support
available within a large financial services organiza-
tion. The majority of employees are women, but they
tend to be located in lower-status positions.
Researchers suggest that higher-status male employ-
ees are able to monopolize and exchange resources
within networks. The greater social support received
by women, especially from other female colleagues,
produced less long-term benefit in career terms. 

Lead researcher Gail McGuire, chair of the depart-
ment of sociology and anthropology said:

"We have laws that prohibit discrimination and
enforce equal pay, but that only touches the surface.
We need to look at informal professional structures,
not formal ones. These are the real sources of
inequality." 

Women do negotiate

A number of business texts, including a popular
book 'Women Don't Ask' suggest that business-
women are hesitant to negotiate for what it would
take to be successful at work. But a survey by the
Simmons School of Management and HP of nearly
500 middle and senior-level businesswomen pub-
lished in 2006 revealed that they are highly likely to
negotiate when they take on a challenging new proj-
ect or job. The vast majority of those who did so
reported higher performance reviews, significantly
more job satisfaction, ongoing opportunities for new
leadership roles, and less likelihood of leaving their
companies than those who didn't negotiate. 

The survey also showed that women with the most
experience in leadership situations tend to carefully
diagnose any new position before accepting it; first
checking with a broad network of informal 'career advi-
sors' inside and outside the company about what should
be negotiated. 

Deborah Kolb, professor at the Simmons School of
Management, said: 

"Many studies of women and negotiating are based
on role-playing and games. But when you look at negoti-
ating in the real world, around leadership opportunities
and challenges, we see that the successful women do,
indeed, negotiate. And it pays off for everyone. 

"That's a powerful message to companies as well as
to women who want to get ahead. Companies should
encourage women to negotiate. If they say, 'Let's sit
down and figure out what you need up front to be suc-
cessful in this new job,' it pays off in higher motivation
and lower turnover."
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Women, networks
and negotiations


