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THE GENDER DIMENSION IN TRAINING AT THE INSTITUTE OF WATER 
TECHNOLOGY 

 
 
 

P. Attard* 
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ABSTRACT � The Water Services Corporation is responsible for the whole water cycle from the 

production of water to the treatment and disposal or re-use of sewage and waste water. As a modern 
organisation, it has acknowledged the need to develop its workforce if it is to attain and maintain its 
corporate objectives. It established the Institute of Water Technology in 1993 with a mandate to train 
and develop the workers. 
The corporation is a multi-layered organisation and operates through a hierarchy of authority and 
responsibility. The paper examines the current situation within the Water Services Corporation as 
regards to the role of women in supervisory, management and decision-making positions. 
The paper continues to examine the development of women at the workplace by looking at the 
training programmes that are organised by the Institute of Water Technology and assessing female 
participation in training programmes. 
The methods of training used at the Institute of Water Technology are explored in order to show how 
these can help gender equality in the learning process. Amongst the various methods used is drama-
based training. 
Drama is the enactment of real and imagined events through roles and situations. It has been used 
over the ages to portray human behaviour and activities and to expose social and political issues with 
outstanding effectiveness. Its suggestive power enables man to explore, shape and symbolically 
represent ideas and feelings and their consequences. 
Playwrights have bridged the gap between the stage and the audience from 'monologue' to 'dialogue' 
where the members of the audience are no longer passive but active participants. Interactive theatre 
has been experimented with in the social context where 'spect-actors' are invited to suggest and enact 
solutions to forms of oppression and social problems. 
This technique is also being used effectively for educational purposes. The concept of using drama in 
education is for participants to learn in an effective way about a subject matter, which is presented in 
a realistic manner and involves the students within the action. Therefore, students are not passive 
recipients of information, nor are they just an audience, but active participants. Today, organisations 
have reverted to this technique in training in order to help employees understand the variety of issues 
such as diversity, sexual harassment prevention, and conflict and violence reduction that arise at the 
workplace. 
The paper also examines how drama-based training can assist participants in the learning process 
and in what way it has been utilised with effectiveness. 

 
 
 

1. INTRODUCTION 
 
As from 1

st
 May 2004, Malta became member of the EU. The target for European Union member 

countries is to increase the female employment rate to 60 per cent by 2010. At the end of last year, 
the female employment rate in Malta stood at 33.7 per cent while that for males exceeded 73 per 
cent. When compared to the current average of some European member states, such as the UK 
which stands at 45%, this is still a low figure (see Appendix 1). It is evident that women in Malta are 
still battling against traditionally gendered roles and expectations, which was reflected in few women 
in management posts and a large gender pay gap. 

 
The Water Services Corporation, where I am employed, is a relatively modern organisation which 

was set up in 1992. It is a multi-layered organisation and operates through a hierarchy of authority 
and responsibility. Many of its employees, numbering approximately 1625 are dispersed in different 
district offices and out-posts throughout the island and are generally categorised in a number of 
administrative and technical grades. The outstanding feature of the Corporation is that it is still male 
dominated. Even when compared to the national statistics, female employment is relatively very low 
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at 8%. The employees in technical grades are all males and females are employed in the clerical and 
administrative sections.  

 
The current gender distribution within the Water Services Corporation is shown in Table 1 below. 
 

Table 1. Gender distribution within the Water Services Corporation in Supervisory and Management 
Levels 

Management level Grades Male Female Female % 

Top (Board of Directors) n/a 6 2 25% 
Senior Mgt. Chief Officers 4 0  
 Managers 7 1 8% 
Middle Mgt. Scientists 0 3  
 Project Officers 1 1  
 Operations Manager (Tech) 9 0  
 Senior Executive (Admin) 5 1 25% 
Supervisory Principal Foreman (Tech) 21 0  
 Senior Administrator (Admin) 9 0  
 Analyst/Programmer II 1 0  
 Administrator 9 11  
 Quantity Surveyor 0 1 23% 
Total  72 20 22% 

Source: Human Resources Section 

 
It can be seen that at supervisory and management levels 78% are males and 22% are females. 

There has never been a female engineer employed in water management, both for potable and 
sewage since the day they were set up as separate departments within Government service. This is 
in contrast to other utilities, such as Enemalta Corporation. 

 
On the other hand, the Laboratory at the Institute of Water Technology the persons responsible for 

monitoring water quality and ensuring a safe supply at all times, are all three female chemistry 
graduates, two of whom hold post-graduate degrees.  

 
2. THE INSTITUTE OF WATER TECHNOLOGY (I.W.T.) 

 
As a modern organisation, the Water Services Corporation has acknowledged from the onset the 

need to develop its workforce if it is to attain and maintain its corporate objectives. The mission of the 
Corporation is the production and distribution of water of good quality to the Maltese Islands and 
requires personnel who are specialised in the various skills linked to the particular functions of the 
organisation. As from October 2003, the Corporation assimilated workers who were previously 
employed with the Drainage Department and therefore is now responsible for the whole water cycle 
from the production of water to the treatment and disposal or re-use of sewage and wastewater. 

 
In order to promote the necessary knowledge, skills and attitudes of the workforce, the Water 

Services Corporation established the Institute of Water Technology in 1993 with a mandate to train 
and develop the workers, many of whom had a low level of education. The Institute of Water 
Technology comprises of three sections: Research and Development, the Laboratory and Training 
and Development, which is under my charge. 

 
2.1. My Personal Experience 

 
I joined the Institute in 1996 as a Senior Trainer. The section comprises of an approximate equal 

number of male and female employees. I can say that through these years, I have built a good 
working relation with both subordinates and my immediate head, Manager Training and Development, 
who has now retired but still works on a part time basis with the Institute. He believes a great deal in 
the training and development of employees. During the past years, we have worked on different 
training programmes and shared many ideas and experimented with different training methods. We 
worked closely as a team. I have learnt much about training and development from him and he has 
always encouraged and supported my ideas and was also of great help in my studies. 

 118



 

The majority of the participants attending the training courses at the Institute are employees of the 
WSC and most of them are male employees. I can still recall my first experience in facilitating training 
sessions with these employees. It was a course in Health & Safety Awareness. At first I was very 
apprehensive because, I was given all sorts of perceptions regarding these employees, most of who 
are engaged at the operating level. However, I have learnt to appreciate their work and their views 
and through these years I have learnt a great deal from them too. Today there is mutual respect. 
Whenever I require some information, they are always willing to help and I have their full support 
when trying out different training methods. 

 
2.2. Training at I.W.T. 

 
The Training and Development section provides training and retraining of workers in skills: 

general, operational and technical. It also provides management and professional education.  
 
Training courses for Water Services Corporation employees originate as follows: 
(a) on request by the Chief Executive; 
(b) as part of a training programme following a Training Needs Analysis (TNA); 
(c) on request by the head of section;  
(d) as part of a training programme originating from IWT. 
 
Consequently, participation in these courses reflects the gender dimension in the Corporation�s set 

up. Most of the courses that are organised in (b) and (c) address specific skills required by the various 
sections of the Corporation. These are mostly technical and operational and participants of these 
courses are identified by the Manager requesting the training. These participants are without 
exception all male. Courses organised in (d) are usually of corporate interest and are targeted to all 
employees. Such courses include �Quality Assurance�, �Customer Service�, �Communication Skills� 
and �Health & Safety at Work�. Other courses in general skills fall in this category. For these courses, 
a circular is issued to all employees and those interested have to fill in an application form. 
Participation for these courses is open to all employees and female participation is encouraged and 
has increased over the years. To illustrate this, I give some details on such courses: 

 
2.2.1. Course in �Supervisory Skills � Level 1� 

 
Since its set-up, the Institute organised 3 training programmes in �Supervisory Skills � Level 1�. 

This course is targeted for supervisory staff and employees, who are aiming to be supervisors and 
helps them develop the necessary skills and knowledge in order to improve work proficiency. Training 
sessions are held during office hours. From the table, it can be seen that technical grades are still 
dominated by males. There has been an increase in female participation in this course over the years 
indicating that more females are showing interest in jobs at supervisory level.  

 
Table 2: No. of Participants in the �Course in Supervisory Skills � Level 1� 

No of Participants 

Male Female Year 

Administrative Technical Administrative Technical 

1994 0 48 0 0 
1999 10 38 19 0 
2004 22 123 23 0 
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2.2.2. Diploma Course in �Water Operations Management� 
 
This diploma course is organised in collaboration with the University of Malta. Training sessions 

are held after office hours at the Institute and at the University. In 2004, 64 candidates applied for the 
Diploma. Of these, sixty (60) are employees of the Water Services Corporation (49 males and 15 
females). The increase in female interest in this course over the years is also evident. 

 
It has been noted that in this diploma course, 4 participants previously completed a course in 

Professional Secretarial Studies in 2002 and another 2 attended a course Supervisory Skills � Level 1 
in 1999. This is another indication of female interest in continued professional development. 

 
Table 3. Number of participants in the �Diploma in Water Operations Management� 

No. of Participants 
Year 

Male Females 

1994 15 0 
2004 34 11 

 
 

2.2.3. Course in �Professional Secretarial Studies� 
 
Participants in this course were all females. There was only 1 male participant, who resigned mid-

way through the course. The course is a clear indication of female orientation to clerical and 
administrative grades. 

 
Two female WSC employees, who completed this course, have now obtained a �Diploma in 

Human Resources� from the University of Leicester and a �Diploma in Public Administration� from the 
University of Malta. This shows that female participants, when encouraged, tend to continue their 
training by partaking higher level courses to improve their position.  

 
Table 4. Number of participants in �Professional Secretarial Studies� 

No. of Participants 
Year 

Male Females 

2002 0 22 
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2.3. Training Methods Used at IWT 
 
At the Institute we believe in participative training. Most training sessions are interactive. In long 

courses which normally take one to two years to complete, such as the course in �Supervisory Skills � 
Level 1�, discussion or drama-based seminars and workshops are organised. Participants are given 
tasks to be carried out in groups at the end of each module and attention is given to participation by 
each and every individual. In fact, participation and involvement are ranked as very important aspects 
by those attending such courses.  

 
It has also been observed that during these seminars and workshops, in the above-mentioned 

courses, women show interest in technical subjects which are traditionally considered to be male 
domain. Likewise the males show interest in clerical areas which are usually considered dominated by 
females. 

 
Other training methods used include group discussions and the use of drama in the form of theatre 

games. In all the activities used, females are assigned important roles and are involved as much as 
the males, even when the subject is purely technical. 

 
3. DRAMA-BASED TRAINING 

 
3.1. Introduction 

 
Many would think that the arts and business are two different worlds and they have nothing to do 

with each other. However, nowadays business is looking to the arts for �something different�, bringing 
painters, musicians and poets into the workplace to help develop a fresh approach to behavioural 
issues and getting messages across. 

 
Participative training methods are a very important aspect of the training repertoire. There exists a 

variety of such techniques that can be utilised for effective learning. One such medium is the use of 
drama. Drama-based training is both accessible and experiential. This method of training is becoming 
a prime means to training and educating the workforce and organisations are making use of this 
technique to help employees understand the variety of issues that arise at the workplace, in our case 
gender issues. 

 
One can note the importance of such a facility in adult learning in every day life. Because of 

modern media, both males and females at some time or another, watch plays, films or soap operas 
and become affected by the experience. The culture and traditions of a country may also have some 
influence on communal learning. Cremona (1997) states that, in Malta, our ritualistic culture is based 
on events, which are 'display-oriented' and very often have a religious justification. Village festas, 
Carnival, Passion-week activities, pageants - whether religious and secular - have for centuries 
attracted the participation of the local community. Such activities traditionally involved mostly male 
participation, whilst female participation was at the background. More recently, the re-enactment of 
colourful historical pageants have not only helped the general public to appreciate the cultural wealth 
of certain localities but are also an effective means of education. Female participation in these 
activities has increased over the years. 

 
When it comes to the workplace, drama-based training can be used effectively because it is 

proactive and assists participants in the learning process. Trainers too can utilise the reflective 
dimension of drama in training programmes designed for worker as part of a human resource 
development strategy. At the Institute, this has helped participants, particularly women, to make a 
personal commitment to training and develop greater knowledge about themselves and others and 
their role in the workplace. 

 
3.2. The Application of Drama in Training 

 
In order to understand how drama could be used best as a learning medium, we experimented 

with a series of training programmes that included different types of role-plays and drama techniques. 
These training programmes were designed as part of the routine training activities at the workplace 
but were tailor-made for a specific target population. The following are some examples. 
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Role-plays 
 
Role-play is one technique that is widely used in various contexts. The term has different meaning 

for different people. The idea of role-play in its simplest form is that of asking participants to imagine 
that they are either themselves or some other person in a particular situation. They are then asked to 
behave exactly as they feel that person would. As a result they, or the rest of the participants, will 
learn something about the person and/or the situation. 

 
During these training programmes, I played a multiple role, that of course co-ordinator, session 

preparer and session deliverer. I made use of different types of role-play. Some were applied to 
introduce a subject, while others were used to complement or consolidate particular topics. I wrote the 
scripts myself so that I was confident that they fitted both the subject and the audience. When writing 
a role-play, you have to ensure that the background is familiar or at least comprehensible to the 
participants. They would thus be able to perceive the direct relevance of what they are enacting to the 
particular job or problem that concerns them at the workplace. 

 
I also made it a point to participate in the action plays so as to encourage female participation and 

where the scripts required two characters, I asked a participant or a trainer to take one of the roles. In 
one particular role play, for example, I took the part of a female supervisor discussing Health & Safety 
issues with a male Health & Safety officer, in order to demonstrate that women could equally handle 
supervisory responsibility.  

 
Theatre Games  

 
During the �Laboratory Technicians Course� I used the 'blindfolded exercise' in order to show 

participants the need for trust in teambuilding. This exercise involves two participants, one leading 
another. The one that is being lead is blindfolded or is walking with eyes closed. This exercise 
required a certain amount of physical contact. However, whenever the exercise involved participants 
of different sex, the exercise was carried out without any difficulty. This type of exercise is very useful 
in fostering acceptance, trust and mutual respect between the two sexes.  

 
The Use of Masks  

 
Another method that I have used effectively is the use of masks. I borrowed the idea from a drama 

course that I attended, where we were asked to wear a mask and imagine some scenarios and then 
express our feelings through movement giving life to the mask. In one instance, we had to imagine we 
were a seed growing into a tree. I was struck with the different ways people express themselves to 
convey thoughts and images.  

 
I experimented with the use of the mask in the course on �Safeguarding the Environment�. The 

intention for using the masks was to make participants aware of the environment around them and the 
effects of pollution on water which in turn effects the environment, since there is no life without water. 
At first, I tried to get ideas from the participants themselves.  

 
Later we developed the idea of masks into a mime entitled �Water is Life� (see Appendix 2). I held 

an initial brainstorming exercise in which both males and females were equally involved. This included 
the preparation of tee-shirts which represent a number of characters: Water, Animals, Flowers, 
Plants, Soil and Pollution and background music to suit the theme.  

 
This mime was also performed in Denmark as part of a Comenius Project for schoolchildren.  
 

Image Theatre  
 
A different method used in one of the seminars in the course �Supervisory Skills � Level 1� entitled 

�Leadership and Teamwork� was Image Theatre. This consists of a series of wordless exercises in 
which, participants create embodiments of their feelings and experiences.  

 
Beginning with a selected theme, participants �sculpt� images onto their own and others� bodies. 

These frozen images are then �dynamised� or brought to life, through a sequence of movement-based 
and interactive exercises. 
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At first I thought participants would find these exercises difficult because of the physical contact 
involved. I was also apprehensive about whether they would make connection with what they had 
previously learnt. These fears were soon dispelled and participation by both sexes was natural and 
forthcoming. This can be judged from the positive feedback we received. 

 
4. CONCLUSION 

 
I will conclude by saying that gender appears to be still very much of an issue at the Water 

Services Corporation, particularly at the operations level. Traditional roles and perceptions take time 
to change. 

 
On the other hand where training at the Institute of Water Technology is concerned, gender is not 

much of concern. Participation by all is the hallmark of the Training and Development and results are 
encouraging. Findings from observation and feedback indicate that drama-based training is very 
effective in addressing sensitive issues, among them gender issues, mainly because the 
presentations were realistic and therefore participants could identify with the situations that were 
presented. During follow-up discussions the participants were given the opportunity to analyse and 
challenge the issues and implications raised during the presentations. They could do this without 
prejudice because they were detached from the event and therefore, they could take a more 
objective, detached, dispassionate and critical view of what was being presented; this was, after all, a 
slice of their daily life as employees.  

 
Two aspects, highlighted by the participants in their feedback, were participation and involvement 

by both sexes, in role-plays, theatre games and the discussions. The positive interaction of 
participants during training, especially in drama sessions, enhances mutual acceptance and respect 
and helps them build good relations at their place of work. 

 
APPENDICES 

 
Appendix 1: Malta�s Female Workforce 

 
According to the labour statistics published by the Office of Statistics on 30 June of this year (for 

the period January to March 2004) women represented a little 27.2% of Malta�s workforce � to be 
more precise, 44,594 of a total of 148,655 were women. In the UK, for example, the same figure is 
probably closer to 45%. Targets were set by the EU at the Lisbon summit in 2000, to bring female 
employment levels up to 60% in all member states by 2010. Clearly Malta lags behind and much work 
needs to be done. A further 2.4% of Maltese women, or 3,855, are unemployed and 70.4% or 
115,292 are classified as having been inactive. 

 
Of those who were gainfully employed, 28.1% or 12, 533, were between the age of 15 and 24, and 

28%, or 12,501, were aged 25 to 34. 
 
So, in which sectors do all these women work? Well, according to the same source, a total of 

7,547 ladies, or 15.9% were employed in manufacturing, with 6,875 or 15.4% working in wholesale 
and retail trade, and in repairs. Another 4,102 (9.2%) worked in hotels and restaurants. There are 
other sectors, or course, which attract females into gainful employment: 2,481 in transport, storage 
and communication; 2,307 in financial intermediation, 2,219 in real estate, renting and business 
activities. In the UK, women today make up some thirty per cent of its managers. Here in Malta, 
according to the same source, the figure would be around 13.7%. In fact, of the 14,285 persons 
employed as legislators, senior officials and managers 1,963 were women. However, a further 6,379 
women out of 15,645, were employed under a separate classification termed professionals. 

 
During the period January to March of this year, a total of 14,381 were registered as self-employed 

without employees. Of these, 2,114 were female. A further 7,047 registered as self-employed with 
employees, of these 770 were women. 

Source: The Malta Economic Update August 2004 
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Appendix 2: Course Outline: Safeguarding the Environment 
 
Session 1 
 

• Mission Statement of the Organisation � What is the organisation doing to safeguard the 
Environment? 

 
Session 2 
 

• The Importance of Water to the Environment and how the Environment is affecting Water; 

• Integrated Water Resource Management. 
 
Session 3 
 

• Visit to the Environmental Library � participants watch video called �The Jungle�, a 
documentary about the rain forests. This is followed by a discussion where participants give their 
feedback on what they have seen. 

• Relaxation Exercise � consists of breathing exercises with background music; participants are 
guided in imagery and creative visualisation on the environment and wild life. 

• Feedback from participants as regards to the imagery exercise. 

• Explanation of the mime. 

• Performance of mime. The mime showed the following: 

o Water 

o The Need for Water 

o Harmony in the Environment 

o Humans come in � 

o Destruction through Pollution 

o What shall we do without Water? 

o Humans become aware � 
 

• Water is Life 

•  Feedback.  

•  Sharing of learning experience.  
 
Session 4 
 
Group Work - Participants are asked to express what they have learnt during the course through 

constructing a Collage: - that is, they are given materials in order to create a picture out of cuttings, 
cardboard, plasticine, and other necessary material. 
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