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KEY FACTS

KEY FACTS

HUMAN DEVELOPMENT 
INDEX RANKING

146 out of 187 countries in 2011. Bangladesh is also an LDC 
(Least Developed Country)

GENDER INEQUALITY 
INDEX 

0.550, placing Bangladesh 112 out of 146 countries in 20111

TRANSPARENCY 
INTERNATIONAL 
RANKING

134 out of 178 in 2010 (Corruption Perceptions Index)

% OF WOMEN IN 
DECISION MAKING 
POSITIONS IN 
PUBLIC SECTOR

1999 – 8.54%

2008 – 18%

(Facts and Figures of Gender Compendium of Bangladesh, 
2009, BBS)

% OF WOMEN 
IN FIRST CLASS 
GOVERNMENT 
SERVICE

2005 – 9.6%

2007 – 11.6%

2009 – 14.2%

(Facts and Figures of Gender Compendium of Bangladesh, 
2009, BBS and BBS 2010)

AFFIRMATIVE ACTION

%% Constitution provides special measures in public administration 
for disadvantaged groups

%% National Women’s Policy first approved in 1997 and again 
in 2011

%% Affirmative recruitment, promotion and training policies in 
health and education sector with certain posts earmarked 
for women

NEED TO KNOW
%% Draft Civil Service Act being finalized (2011)

%% Public administration reform largely gender-neutral

1

1	 http://hdr.undp.org/en/media/HDR_2011_EN_Table4.pdf

http://hdr.undp.org/en/media/HDR_2011_EN_Table4.pdf
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EXECUTIVE SUMMARY
The Bangladesh case study focused on women government officials within the cadre services and 
particular emphasis was on the Administrative, Health, Education and Police Cadres because of the 
centrality of the first, the numbers of women in the second and third and the innovations happening 
in the fourth. Relevant legislation, policies and projects were reviewed and interviews and focus group 
discussions were carried out to seek the views of the policy makers, senior government officials, project 
advisors and women in government service. There were attempts to use existing data and research, 
where available.

Bangladesh is a particularly interesting case study because of the sheer size of the public sector, the 
early introduction of some government measures to promote gender equity and the experience of con-
certed efforts in a number of key sectors by the government and development partners to undertake 
reform, develop these to better address the needs of the citizens and address gender equality in the 
programmes and the institutions. These sectors have included health and education and, more recently, 
police reform. There are also a number of internationally supported initiatives to support the govern-
ment’s public administration reform agenda.2

At present, the Bangladesh civil service has more than one million civil servants in 37 ministries, 11 divi-
sions, 254 departments and 173 statutory bodies (BBS, 2010). Appointment to a service is on the basis of 
merit and quota reservations for districts, freedom fighters, women and eth nic minorities. Ten percent 
of posts are reserved for women (MOWCA, 2011). There is steady progress in the numbers of women 
in service at middle and senior levels from 8.5 percent in 1999 to 15 percent in 2006 and 21 percent in 
2011 (BBS 2011). However, sex-disaggregated data on training and promotions as well as on dismiss-
als and dropouts is not kept separately. The Committee on the Elimination of Discrimination against 
Women has repeatedly raised the issue of low representation of women in decision-making and the lack 
of a conducive working environment as a barrier.

The overarching provisions of the Constitution, Government of Bangladesh (GOB) endorsement of 
CEDAW, the national Labour Code (2006) and the National Women’s Development Policy (2011), in par-
ticular, provide important policy provisions for gender equality and even special measures for women 
in the public administration. These are also echoed in some sectoral policies such as the health and edu-
cation policies, both of which were recently formulated and approved. These have not, however, been 
reflected in the provisions of the draft Civil Service Act or the existing civil service regulations, which are 
gender-neutral and therefore have important omissions.

In public sector employment, men and women enjoy the same benefits and amenities in all respects, 
including in pay, allowances, pensions and other financial benefits. However, as various reviews on 
administrative reform have found, massive improvements in working conditions are needed to attract 
more women to the civil service. Constraints and priorities identified for the lesser participation of 
women in the public service and especially at decision-making levels include lower recruitment of 
women; fewer promotions of women, especially at senior levels; field postings and transfers; lack 
of gender sensitivity and discriminatory attitudes among management and colleagues and lack of 
family support. Various institutional weaknesses and constraints in overall public administration make 
human resource development, planning and use difficult. The lack of a centralized human resource 

2	 The latest formulation of which is in the Sixth Five-Year Plan of the Government of Bangladesh.
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management function and the lack of adequate sex-disaggregated data for human resource manage-
ment and planning are some of the major constraints.

In 2008, Bangladesh ranked 116th in the Gender Development Index (GDI) of the UNDP’s Human Devel-
opment Index, below Pakistan but above India. However, the pace of change merits attention, as gains 
for Bangladeshi women were made from a lower starting point than in other countries. One interesting 
recent development has been the sharp increase in women’s formal labour force participation. There 
has also been significant recent growth in new areas such as public sector employment, as teachers or 
health workers, and in self-employment and household enterprises (Sultan, 2010).

Recommendations are summarized below.

Recommendation 1: Legislative and policy reform in public administration. A number of policies and 
acts need to be brought up to date and made consistent with the national women’s policy and national 
development plans. The draft Civil Service Act, currently being finalized, and its bylaws are a key body of 
legislation and a priority. Oversight of policy is also critical by bodies such as the Parliamentary Standing 
Committee on Women’s and senior levels in Ministry of Public Administration (MOPA) and Ministry of 
Women and Children’s Affairs (MOWCA).

Recommendation 2: Institutional coordination for monitoring of policy measures between the 
MOPA and MOWCA should be strengthened so that MOWCA can fulfil a catalytic and monitoring role on 
MOPA initiatives to support gender equality and ensure gender mainstreaming in public administration.

Recommendation 3: Institutional support to improve gender balance should focus on improving 
sex-disaggregated data to enable the tracking of gender balance at various levels, supporting senior 
management to act on this information, and institutionalizing the implementation of national policies 
on minimum standards for childcare, parental leave and appropriate physical facilities for women 
and men.

Recommendation 4: Monitoring of High Court Ruling on sexual harassment. The provisions in the 
Government Servants Discipline and Conduct Rules (1979) on inappropriate conduct should be dis-
seminated as part of a campaign to communicate the concept of sexual harassment, complaints and 
disciplinary measures. In the medium term, the Women Civil Servants network and civil society should 
review the provisions on sexual harassment as well as the provisions in the Government Servants Disci-
pline and Conduct Rules.

Recommendation 5: Advocacy to sensitize civil servants, including senior managers, policy makers 
and the public to the positive contribution women can make as well as to their rights to equal opportu-
nities and equal outcomes in terms of gender balance.

Recommendation 6: Strengthen role of international agencies and projects that play a very impor-
tant role in setting an example and mainstreaming gender into civil service reform projects, including 
the issue of gender parity.
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METHODOLOGY
The Bangladesh case study entailed the following:

a)	 situation analysis, based on primary qualitative and quantitative data by desk research, review of 
previous administration reform commission reports and contacting relevant agencies and officials

b)	 qualitative interviews and focus groups using semi-structured questionnaires and agreed 
methodology

c)	 based on the above, an in-depth analysis and assessment of gender equality in public administration

The study was focussed on women government officials within the cadre services, in particular the fol-
lowing: Administrative Cadre, Health Cadre, Education Cadre and the Police Cadre.

Cadre services are the most prestigious government services, entry to which require rigorous competi-
tion. The Administrative Cadre is responsible for administration and management of the government 
structures and departments. The Education and Health Cadres were included as these are seen as par-
ticularly important social sectors with substantial attention from the government and donors for their 
development. Traditionally, these are also sectors considered to be appropriate for women’s employ-
ment. It was also supposed that these sectors would be likely to have better Management Information 
Systems (MIS) with information on their human resources. The Police Cadre was included as it is a non-
traditional one for women’s employment and there has been sustained government and donor support 
(UNDP and DFID) for police reform in various areas – including in increasing the number of women 
police officers.

A number of special projects have been undertaken in institutional reform of public administration. 
The present study will review specific initiatives in public administration reform by reviewing project 
and related documents for:

•	 Managing at the Top 2 (MATT 2) supported by DFID

•	 Civil Service Change Management Programme (CSCMP) supported by UNDP

•	 Police Reform Programme (PRP) supported by UNDP and DFID

•	 the national Health Nutrition and Population Sector Programme (HNPSP).

Focus group discussions (FGDs) were carried out:

•	 with women on the Foundation Course (entry level) at Bangladesh Public Administration 
Training Centre (BPATC)

•	 with women on the Advanced Course on Administration and Development (ACAD) course 
(middle level) at BPATC

•	 with newly recruited officers of the Health Cadre at Bangladesh Institute for Administration 
and Management (BIAM)

•	 with women newly recruited to the Education Cadre at National Academy for 
Education Management (NAEM)

•	 with women in the Bangladesh Police Women’s Network.
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Thirty-five people were interviewed for the study and 62 participated in six Focus Group Discussions 
(FGDs). Please see Annex 5 for a list of documents consulted and Annex 6 for a list of key informants 
interviewed for the study as well as a list of the FGDs carried out. A national workshop took place on 8 
December 2011 where the report was presented and discussed and further suggestions given on the 
recommendations. These have been integrated into the final report and the workshop report is given  
in Annex 7.

An interesting methodological finding is that human resources data is not available in one place and is 
not sex-disaggregated. Most ministries and departments have MIS and qualified systems analysts pro-
fessionals, but obtaining up-to-date data was not easy. The Health Sector Programme has had technical 
assistance to streamline databases and MISs, but this process is not yet complete. There are no incen-
tives or disincentives for keeping records updated. There are innovations, such as personal records for 
certain cadres, which individuals can access and update. The Bangladesh Public Service Commission 
(BPSC) data is gradually being analysed more systematically and presented in printed annual reports. 
However, the same quality of analysis is not available in earlier reports, so the same comparisons cannot 
be made for earlier periods. However, various ministries and departments do publish some data on their 
websites, although this can be slightly dated and is not often disaggregated by sex. The practice of pre-
paring annual reports for departments is another helpful source of data for internal and external users.

Data on training and promotions is not sex-disaggregated and is not provided in this case study, nor is 
data on staff turnover. Women in the FGDs were very open and forthcoming and the UNDP is grateful to 
them and all key informants for their time and support.
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Women’s representation in elected positions

In Bangladesh, female representation in local and national government has been ensured with the res-
ervation of one third of all seats for women, but few women have won party endorsement to contest 
general seats. Only 17 women contested and won general seats in the last parliamentary election – and 
this is the highest figure to-date (BBS, 2010). Many women candidates are, however, understood to be 
proxies, contesting seats on behalf of disqualified or jailed male family members. All political parties 
have delayed introducing direct elections to the reserved seats in parliament, since these seats are used 
as patronage resources and in negotiations for forming coalitions (Nazneen et al., 2010).

the gender gap in income and wages has narrowed considerably (Nazneen et al., 2010). A critical factor 
appears to have been education, the impact of higher levels of which has been significant, particularly 
among those with secondary education.

In contrast to their striking gains in human development and new economic opportunities and despite 
the two top political leaders being women, Bangladeshi women in general have fared far less well with 
respect to participation in national politics than women in comparator countries (see table).

Source: UN Statistics Division n.d.
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IN PUBLIC ADMINISTRATION

Combined Periodic Reports of the GOB to CEDAW, submitted in 1997, there has been an increase from 9 
percent in 1993 to 21 percent in 2009 of women in the civil service as a whole. This is very encouraging 
and, although it is not clear exactly what the causes are, the sheer increase in numbers of women gradu-
ating from university and entering the job market, in the private and government sectors, has probably 
contributed to the increase in numbers.

Decision-making levels

The following table presents data provided by the Ministry of Public Administration on the proportion 
of male and female officers at middle and senior levels. In 2011, women made up 21 percent of middle 
and senior management.

Table: Breakdown by sex of male and female officers at middle and senior levels, 
1999-2011

2011 2006 1999

Men 
(%)

Women

(%)

Men 
(%)

Women 
(%)

Men 
(%)

Women 
(%)

SECRETARY 96.1 3.9 98.4 1.6 98.0 2.0

ADDITIONAL 
SECRETARY

94.8 5.2 100.0 0.0 98.2 1.8

JOINT SECRETARY 90.2 9.8 93.2 6.8 98.5 1.5

DEPUTY 
SECRETARY

88.1 11.9 88.3 11.7 98.6 1.1

SENIOR ASSISTANT 
SECRETARY

79.8 20.2 84.3 15.7 91.0 9.0

ASSISTANT 
SECRETARY

79.8 25.9 77.3 22.7 85.7 14.3

TOTAL 79 21 85.0 15.0 91.5 8.5

Source: Ministry of Public Administration, Public Administration Computer Cell, 5 September 2011, and 
Human Development report in Facts and Figures of Gender Compendium of Bangladesh 2009, BBS.

We can see the progress over time by comparing numbers from right to left in the table. There is steady 
progress from 1999 through to 2011, with increases up to the level of Joint Secretary. However, at  
Secretary level, there is no marked increase in 12 years and, at the Additional Secretary level, there is 
an increase only in 2011 to 5.2 percent – still very low in absolute numbers. In 2006, about 15 percent 
of officers in the Bangladesh Civil Service Administration Cadre were women, but only about 2 percent 
were at the level of Secretary and 7 percent at the level of Joint Secretary. In 2006, the participation of 
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women in public service was about 15 percent and by 2009, this had risen to 21 percent and their  
proportion at class I level was 14 percent.

The following table shows the breakdown by class of women in the BCS.

Table: Number of female officers and employees per class in 2009

SERVICE CATEGORY WOMEN WOMEN AS % OF TOTAL

CLASS I 13,595 14.2

CLASS II 6,062 12.5

CLASS III 182,375 26.1

CLASS IV 21,604 10.6

ALL CATEGORIES 223,636 21.3

Source: Ministry of Establishment December 2009 in BBS 2010.

If we take Class I as the top level of decision-making, then women make up just 14 percent, well under 
the recommended minimum 30 percent. There is also a worryingly small pipeline.

Gender balance by sector

In 2010, the CEDAW shadow report prepared by the Citizens’ Forum on CEDAW found that the high-
est percentage of women (62 percent) was in MOWCA, followed by 22 percent in the Ministry of Law, 
Justice and Parliamentary Affairs and 14 percent in Education – in other words, the sectors traditionally 
highly feminized in many countries. Interestingly, the report also found that recent recruitment drives in 
the police have raised the number of women to around 2,000 in law Enforcement agencies. In terms of 
recruitment, more widely, more women are entering the BCS, as can be seen from the following table.

Table: Batch and distribution by sex of candidates recommended for recruitment

BATCH MALE FEMALE

24th 3,809 (72.90%) 1,416 (27.10%)

25th 2,029 (74.54%) 693 (25.46%)

26th 703 (66.13%) 360 (33.87%)

27th 2,417 (74.62%) 822 (25.38%)

28th 1,520 (69.41%) 670 (30.59%)

Source: Adapted from Table 13.1, page 125, BPSC Annual Report 2010.
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In terms of the whole public administration, for the 28th batch recruited, the distribution of women 
by cadre is given in the table below, with cadres having over 30 percent women recruits highlighted 
in boldface.

Table: Candidates recommended for 28th batch by cadre and sex

CADRE FEMALE FEMALE/TOTAL RESPECTIVE CADRE

Administration 55 29%

Ansar (village defence force) 1 9%

Audit and accounts 3 16%

Cooperatives 0 0%

Customs 6 21%

Economic 13 28%

Family Planning 3 60%

Food 1 20%

Foreign Affairs 3 20%

Information 25 29%

Police 26 13%

Postal Service 3 43%

Railway, communication and commerce 1 34%

Taxes 13 28%

Commerce 1 25%

Education 140 31.82%

Technical cadres 376 34.6%

Total 670 30.59%

Source: Table 13.7, p. 118-119; Table 13.8, pp. 120-22; Table 13.9, pp. 123-124, BPSC Annual Report 2010.
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POLICY AND IMPLEMENTATION REVIEW
This section will review the main legal and policy instruments affecting gender balance and gender 
equality within the public administration. Specifically, the national constitution and development plans 
are reviewed, together with gender equality and public administration rules and policies. Other national 
policies affecting work-life balance and enabling measures are also discussed.

The sector policies of health, education and police are discussed in relevant annexes, but the key point 
is that each sector also has its own policies in addition to and distinct from those relating to the whole 
public administration. These also affect women and are not consistent with each other.

International conventions, particularly the Convention on the Elimination of All Forms of Discrimina-
tion against Women (CEDAW) are also binding on the Bangladesh Government and this report will use 
it as a framework to assess what has been done. As part of the reporting to the UN CEDAW committee, 
the government has consistently reported on what has been done to encourage the participation of 
women in the public service in general and decision-making in particular.

NATIONAL CONSTITUTION

The Constitution of the People’s Republic of Bangladesh has vested all powers of the State in the people 
and service to the people is a constitutional obligation of every public servant of Bangladesh.8

The Constitution also guarantees equality of women and men (Articles 10, 11, 19, 27, 28 and 29). Article 
29(l) of the Constitution requires that there shall be equality of opportunity for all citizens in respect of 
employment or office in the service of the republic. The same Article under Clause (2) further requires 
that no citizen shall, on grounds only of religion, race, caste, sex or place of birth, be ineligible for, or dis-
criminated against in respect of any employment or office in the service of the republic.

However, Clause (3) of the same Article makes certain exceptions in terms of the State’s authority: 
(a) to make special provisions in favour of any backward section of citizens for the purpose of secur-
ing their adequate representation in the service of the republic; (b) to make provisions for reserving 
appointments relating to any religious or denominational institution to persons of that religion or 
denomination; (c) to reserve for members of one sex any class of employment or office on the ground 
that, by its nature, it would be unsuited to members of the opposite sex.

The provision (c) is potentially open to misinterpretation and could be reformulated for clarity.

NATIONAL DEVELOPMENT PLANS

The Sixth Five-Year Plan (SFYP) 2011-2015 is the main national development strategy and, in Chapter 
Six on participation, social inclusion and empowerment, there is a section on ‘Women’s Advancement 
and Rights’. It refers to various objectives of the National Policy for Women’s Advancement (see below), 
including ‘promoting an enabling environment at the workplace: setting up daycare centres for the chil-
dren of working mothers, career women hostels, safe accommodation for working women’.

8	 “[E]very person in the service of the Republic has a duty to strive at all times to serve the people” (Article 21 (2)).
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A number of SFYP Strategies address gender issues and the following refers to increasing the participa-
tion of women in politics – but not the civil service:

‘Political empowerment and participation: In this context, the main targets are to ensure 
participation of women in the National Parliament and the local political institutions, influ-
ence political decisions in favour of women, ensure direct election in the reserve seats in 
the National Parliament and ensure women’s representation in the local bodies with author-
ity and responsibility. Initiatives would be taken to make women politically more conscious, 
encourage women to participate in politics and to build leadership among women at all 
levels.’ 9

Chapter 9 does mention a strategy for strengthening the capacity of public administration, but it does 
not mention any gender-specific issues.

The SFYP is discussed further below.

PUBLIC ADMINISTRATION STATUTES AND POLICIES

There have been numerous reviews and reports on public administration reform commissioned by the 
government or by donors. Some constraints have been repeatedly identified and similar recommenda-
tions have been made, which are briefly presented below. However, progress to address these issues has 
been slow. As the following section will show, gender has not always been addressed and, where it has 
been addressed, it has not been done systematically but appears more like an ‘add-on’.

Committee for Administrative Reform/Reorganization (CARR), formed 1982

CARR was formed in 1982. It was responsible for recommending an appropriate, sound and effective 
administrative system based on devolved authority and participation of local people. The terms of 
reference were:

a)	 to review the structure and organization of the existing civil administration with a view to identifying 
the inadequacies of the system; and

b)	 to recommend an appropriate, sound and effective administrative system based on the spirit of 
devolution and the objective of taking the administration nearer to the people (GOB, 1982).

The committee submitted a final report in June 1982 and the recommendations included various provi-
sions for local government and administration, local-level coordination and setting up administrative 
divisions above districts. Not all recommendations were accepted or acted upon by the martial law 
government. The major areas of reform implemented do not seem to have included any gender-related 
issues in the civil service.

9	 Sixth Five-Year Plan 2011-2015, GOB, 2011 draft, pp154-5.
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World Bank study: Government that Works, Reforming the Public Sector (1996)

The World Bank commissioned a study, which came out in 1996 as a report entitled ‘Government that 
Works, Reforming the Public Sector’. The report sought to ‘enhance the quality and depth and breadth 
of the on-going debate within the country on the role of the state and the public sector performance; 
raise awareness in the body politic on the linkage between public sector performance and growth; pro-
vide the cross country experience and analytical underpinnings for reform in the public sector and help 
accelerate the momentum for change and strengthen those forces in Bangladesh which are pressing for 
change’ (World Bank, 1996, p8).

 Within the chapter on civil service personnel management, there is a heading entitled ‘gender imbal-
ance’. This section clearly highlights the under-representation of women and the concentration of 
women (over 90 percent at that time) in Class III and Class IV jobs.

‘This means that the vast majority of women in the Civil Service are low-paid, clerical staff, 
having no say in either making or implementing policy’ (World Bank, 1996, p129).

This was explained by the late entry of women into the Civil Service from the 1980s onwards. The report 
also clearly said that ‘increasing the number of women in government will require a clear lead from the 
top’ (World Bank, 1996, p130) and suggested that a policy paper be prepared with specific targets for 
women’s recruitment, plans for suitable training programmes, and procedures for identifying women for 
fast-track promotions. Unfortunately, these recommendations were included in neither the current SFYP 
nor the Public Administration Reform Commission (PARC) initiative discussed below and, given these 
missed opportunities, the main potential entry point is now the draft Civil Service Act (see below).

Public Administration Reform Commission (PARC), established 1997

Another major initiative in public administration reform was the PARC set up in January 1997 to rec-
ommend measures for improving transparency, accountability, efficiency and dynamism, procedural 
changes to attract investment, prevention of wastage and improvement of service delivery to ensure 
value for money, reorganization of local government bodies, combating corruption, rationalization of 
existing institutions and strengthening parliamentary oversight on executive organs of the state.

The Commission set about building a broad consensus and carried out various consultations. It adopted 
the concepts of New Public Management (performance-based management and result-oriented admin-
istration with outsourcing and contracting out wherever possible and upholding citizens’ rights for 
better and cheaper services).

Recommendations included clustering ministries according to function to promote professionalism, 
developing a senior management pool to facilitate fast-tracking of promotions as well as strictly merit-
based recruitment and promotions in public service.

The final report has a section on gender but the report as a whole does not explicitly address gender 
dimensions or ‘mainstream’ it.10

10	 Public Administration for 21st Century: Report of the PARC, Vol.1. Public Administration Reform Commission, 2000.
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The PARC report states that ‘despite attempts made so far by the Government of Bangladesh, participa-
tion by women at the higher level of administration is not satisfactory. As of 5 January 1999 there was 
[sic] only one women Secretary, one Additional Secretary, four Joint Secretaries and six Deputy Sec-
retaries to the Government of Bangladesh’ (page 33). It was recognized that women held fewer posts 
than the quotas reserved for them in all categories of jobs. The report also mentioned that because of 
the very low number of women in senior posts, the government had allowed lateral entry of women to 
executive posts under President’s 10 percent quota.

Draft Sixth Five-Year Plan

The draft Sixth Five-Year Plan has identified the following priorities for civil service reform with a strat-
egy to develop a long-term programme for rebuilding a civil service grounded in the socio-political 
realities in Bangladesh.

‘International experience suggests that a one size fit all strategy for reforming the civil ser-
vice does not work. […] The goal is to raise the quality of public services delivered to citizens 
and enhance the capacity to carry out core government functions, which are essential for 
sustaining rapid development. The civil service must be able to attract high calibre staff with 
high standard of integrity. The public service reform will be a defining priority, as governance 
cannot improve without a high-performing civil service.’11

Several priority areas of intervention have been identified, including:

•	 improving the recruitment procedure to make it free from politicization and to ensure talented, high 
calibre persons are selected

•	 focussing more on human resource development through both training at entry level as well as con-
tinuous on-the-job training

•	 developing a code of conduct to address issues of corruption, accountability and performance

•	 improving the civil service work environment, taking into account pay reform proposals and non-
financial benefits and introducing performance-based promotion

•	 strengthening institutions, such as the public service commission.

All of these affect men and women. However, except for marginal references to women in public admin-
istration in the PARC report and in the World Bank report (1996), gender has not been addressed at all in 
civil service review reports. Although the reform proposals outlined above have positive consequences 
for women as well as men, no consideration has been given to gender dimensions.

11	 Draft Sixth Five-Year Plan 2011: 226.
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Draft Civil Service Act

The draft Civil Service Act under consideration by the Ministry of Public Administration has no mention 
of differentiated needs or priorities for women or men or of any gender imbalance.12 It does provide for 
lateral entry through the presidential quota, whereby a maximum of 10 percent of posts at the superior 
level (top two grades) can be appointed according to criteria and for durations that the government 
defines each time. The draft Act also lists a number of working principles in recruitment such as neutral-
ity, capacity, transparency, etc. Non-discrimination or a ‘representative civil service’ could have been 
included as principles to support gender equality and equity for other marginalized groups.

Various consultations were held on the draft Civil Service Act. It was reported in interviews carried out 
during the review that there was no strong push from outside to mainstream gender (e.g. civil society or 
women’s rights groups) to ensure that gender issues were addressed. Perhaps as public administration 
reform is seen as a technical area, many women’s rights groups have not engaged with it. It is open to 
question to what extent any supporting rules can be effective in bringing about gender equality unless 
the Act specifies that the government wishes to bring about equality in the public service. If the prin-
ciple of non-discrimination or equal access were incorporated into the Act, then the rules could address 
the various supportive measures that would remove constraints in access, retention and promotion in 
the civil service for women.

Recruitment

Bangladesh Civil Service Recruitment Rules, 1981

The Bangladesh Civil Service Recruitment Rules of 1981 laid down the procedures for recruitment to 
various services. These were made public on 1 January 1981, but have gone through various amend-
ments since then.

The rules specify the procedures and eligibility requirements for direct recruitment:

a)	 no person is eligible for direct recruitment if he is not a citizen of Bangladesh and is married to, or 
has entered into a promise of marriage with, a person who is not a citizen of Bangladesh

b)	 no appointment to a service can be made unless the person selected is certified by a duly consti-
tuted medical board to be medically fit

c)	 the antecedents of the candidate selected are required to be verified through appropriate agencies 
and should be acceptable

d)	 no person can be recommended for appointment unless he has applied in a prescribed form with 
fees and before the date notified by the Public Service Commission (PSC).

12	 A draft was put up for consultation in the GOB website, but the latest draft revised after the public consultations 
is not public. The comments made are in relation to the earlier draft.
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It is interesting that the wording has not been updated in line with standard ‘s/he’ formulations in other 
countries. All persons initially appointed to a service are on probation for two years if directly recruited 
and for one year if appointment is made by promotion. There are requirements for confirmation in 
service, dependent upon passing foundation training courses and departmental examinations. For 
appointment by promotion, there is a length of service criterion, which can be relaxed by the president. 
There is also provision for mobility from one service to the other.

Appointment to a service is on the basis of merit and quota reservations for districts, freedom fight-
ers, women and eth nic minorities. Forty five percent are appointed on merit, 30 percent from freedom 
fighters and, if appropriate candidates from this category are not available, their wards, 10 percent for 
women, 5 percent for eth nic minorities and the remaining 10 percent for districts (source: Public Ser-
vice Commission rules as stated on website). This applies to cadre services only. There are mixed feeling 
about the quotas, even among women, with some seeing these as a right for women, considering that 
it is an obligation of the state to promote discriminated sections of society while others feel that quotas 
are for people who would not otherwise qualify and signify a lower status for those recruited under 
those provisions.

Recruitment to the Bangladesh civil service may be through various routes: direct appointment through 
competitive examination, appointments by promotion, appointments by transfer and appointments on 
an ad hoc basis, which are then regularized. The ad hoc appointments are often carried out by projects, 
e.g. in the health sector when starting up an institute. These posts are then regularized and brought 
into the revenue budget, but the process causes tensions between those who come in through regular 
appointment and those regularized, who are sometimes considered to have lower qualifications.

The table below shows the application of various recruitment quotas and their change over time. We 
can see that the proportion of recruitment on merit has gone up and the district quotas have decreased. 
The women’s quota is unchanged and still below the minimum of 30 percent recommended by the Bei-
jing Platform for Action and CEDAW and the parity laws of some Latin American and southern African 
countries. Even so, as mentioned above, the 10 percent quota is not always met.
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Table: Changes in recruitment quotas for BCS

RECRUITMENT POLICY 1972 1976 1985 TO DATE

MERIT 20 40 45

FREEDOM FIGHTERS 30 30

WAR AFFECTED WOMEN 10 10

DISTRICT QUOTA 40 20

A. �WARDS OF FREEDOM 
FIGHTERS

30

B. WOMEN 10

C. TRIBAL 5

D. DISTRICT MERIT 10

TOTAL 100 100 100

Source: Compilation from different sources, Wahhab 2009: 5.

The subject of quotas is complex and discussed further below.

Quotas

There are criticisms that, in the past, quotas for employment to government service have been imple-
mented without transparency. For example, appointments under quotas have never made public and 
do not feature in PSC annual reports. It was mentioned that quotas are discussed in the PSC meetings, 
but the results are not published, so that the individuals are not singled out or labelled.

There are varying perceptions on whether quotas for women should be maintained. Although the PSC 
does not divulge who is selected purely on merit and who is selected under quotas, it seems that can-
didates themselves are able to guess who is selected on the merit according to serial numbers, based 
on marks received in the exams. Although the number of women recruited in many cadres is more than 
would have been appointed just under the quota, male colleagues sometimes belittle them. Opinion 
in the FGDs was mixed, with some women feeling that enough women would be able to enter the vari-
ous services through their own merit and others feeling that quotas are still necessary for some time to 
counterbalance the lack of equity and therefore access to entering government service on a ‘level 
playing field’.

Interestingly, according to an analysis done by Wahhab (2009) quotas in Bangladesh in fact limit recruit-
ment on merit to 45 percent. Where a limited number of posts are available, the first allocation is made 
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Health Sector Policy

The latest health policy addressed some issues affecting working conditions, training and career plan-
ning for women. These include many provisions for building capacity of professional staff and again 
represent many opportunities to integrate gender-sensitive provisions. For example, training could be 
delivered through means accessible to men and women with domestic responsibilities. Another exam-
ple is to ensure that the new National Training Institute will be established with appropriate courses, 
delivery mechanisms and facilities to attract and retain women and men.

Human Resources issues have been identified by the Mid-Term Review of the Health, Nutrition and 
Population Sector Program (HNPSP) as one of the biggest problems facing the health sector in Ban-
gladesh.47 The key problem issues are related to vacancies, retention, deployment and absenteeism 
among the health workforce, particularly at local levels (Chowdhury and Hammer 2003 and FMRP 
2005). The FGD highlights some emerging issues that planners could usefully factor in while designing 
infrastructure.

Box: Increasing number of doctors giving rise to new infrastructure needs

The FGD with women in a health foundation course revealed some issues specific to the 
health cadre. The DG health was felt to try to post women to areas that are not too remote 
and with proper communications and facilities. However, as more women are joining the 
health service, there are more women to place, which will place a strain on this system. 
Also, there are more women working in the health facilities and hospitals. When they 
were fewer, they were often not given night duty. Now the hospital management has to 
assign them night duty. This is causing problems, as there is not always adequate security 
during the night. Also, doctors on duty at night need rest rooms and toilets. Culturally and 
socially, women doctors cannot share these rooms with their male colleagues. However, 
the facilities do not seem to provide for this.

Source: FGD with women in a health foundation course carried out for study.

HEALTH SECTOR PROGRAMME

The draft programme document for the next national sector programme (2011) recognizes gender as a 
cross-cutting issue and states:

‘The Government of Bangladesh has made it a priority to eliminate discrimination against 
women and girls and promote gender equity. […] On the service delivery side there are 
various gender related issues of concern that will need to be addressed. There is gender 
imbalance regarding Human Resource planning, development and management at facility 
level. More than 50 percent of new doctors are women, but their drop-out rate is very high 
and only few female doctors carry on their work in the facilities.’48

47	 MTR Review of HNPSP, Independent Review Team to the Government and the Donor Consortium, 2008.
48	 Draft Health Sector Programme – this was being finalized in 2011 and the final document was not public.
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The programme document identifies issues of postings, housing and promotion for women as key to 
improve retention. Various attempts are being made to improve monitoring and evaluation systems so 
that sex-disaggregated and gender-appropriate data is available and used. The document proposes that:

‘Problems of deployment and retention of female doctors need to be acknowledged and 
addressed. […] Confidentiality and security for female staff and physical facilities conducive 
for their needs will be ensured.’ (Draft Health Sector Programme document, 2011)

The fact that the sector draft programme has identified this imbalance and possible retention strategies 
is an important and positive step.

GENDER EQUALITY IN HEALTH SECTOR WORKFORCE STRATEGY

The government has recognized the need for a comprehensive review of the potential of human 
resources in health and family planning within the limits of affordability. To this end, the MOHFW 
adopted in August 2009 its Bangladesh Health Workforce Strategy (2008) and started implementation 
in 2010. The document implies an ongoing reorganization of the Bangladesh Civil Service Health Cadre 
and Family Planning Cadre. However the strategy does not analyse the different needs of women and 
men and therefore does not suggest any differentiated measures for them.

The new draft sector government human resources strategy (2008) has rich potential in most of its stra-
tegic priorities to address gender balance; some of these are given below together with suggested areas 
of intervention to support an improved gender balance:

1.	 Health workforce planning: Revised quotas reflecting the new women’s policy targets of just over 
30 percent of women in the PA at various levels of the Health Cadre. 

2.	 Meeting the shortage in the health workforce: Assessing factors influencing remote field postings 
and introducing targeted incentive packages differentiated by gender

3.	 Stewardship function for human resources: Ensuring the remodelling of the health workforce so 
that common staff issues like salary, allowances, pensions, promotions, transfers, etc. are governed 
by clear guidelines that are gender-sensitive and protect basic rights as well as enable women and 
men to continue working through appropriate support for childcare and related work-life issues. 
Incentive measures and disciplinary measures should also be reviewed to ensure that they do not 
disproportionately affect either women or men.

4.	 Recruitment, career development and retention: Ensure that the planned national health work-
force career plan is based on a gender-sensitive analysis of the enabling and impeding factors 
discussed above as well as national/international commitments to reach a critical mass of at least 30 
percent of women in the civil service and especially in the senior decision-making posts.

This part of the document could be made consistent with Section 33 of the National Women’s Policy, 
which deals with empowerment of women in the PA and offers strategies on 1) increasing the 
number of women at senior levels of public service through lateral entry and contractual appoint-
ments and 2) increasing the current quotas from 10/15 percent for women to better reflect the 
desired outcome. Retention and career development strategies could significantly influence gender 
balance and address some of the issues underlying dropout rates, discussed above.
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5.	 Performance management processes should also work toward eliminating bias against women through 
sensitization of officials to basic gender principles and providing clear guidance on what is not accept-
able, e.g. women’s ratings being harmed by taking maternity leave or asking for more feasible postings, 
men’s ratings being harmed by asking for flexible working hours to address domestic responsibilities.

6.	 Human Resource Management Information System (HR-MIS): Ensuring that the new human resource 
database coordination cell planned within the MOHFW is able to gather and analyse quality sex-disag-
gregated data, including that on recruitment and gender balance throughout the system, and that this 
informs more strategic HR planning.

Gender issues are highlighted as being cross-cutting and two aspects are specifically mentioned:

1.	 	staffing (including equal opportunities for recruitment, access to training facilities such as toilets 
for women)

2.	 	a service delivery perspective (ensuring client-centred services through appropriately trained staff).

Although it says that cross-cutting issues will be integrated, the risk of not integrating gender concerns in the 
relevant sections is that they will be overlooked and/or it will be assumed that the gender focal points will 
deal with them. It is not clear to what extent this sector programme will be harmonized with the new draft 
Civil Service Act, but, given that that policy is so far not gender-sensitive, this may not be important for gender 
balance.

SEX-DISAGGREGATED DATA

A Gender Equity Voice Stocktaking carried out in 2009 of the Health, Nutrition and Population Sector Pro-
gramme (HNPSP) noted that policy level staff in human resource development did not consistently consider 
gender equity as an issue to be addressed and that SD data were not consistently collected and used in plan-
ning (p23). Human resource-related data is maintained by different agencies of the MOHFW, each of which 
has its own HR function – only deputy secretaries or equivalent are managed by the MOHFW directly.

One development that may help improve this situation is a new centralized database software, which will 
become the mechanism for all offices to process human resource issues from transfer to termination. This 
is an important opportunity to ensure that appropriate sex-disaggregated tracking mechanisms relating 
gender balance and equality more widely are incorporated. In fact, if this opportunity is missed it represents a 
significant missed opportunity.

CONCLUSIONS

Only about a third of women graduating from medical college are joining government service.49 Those who 
join are often trying for postings to urban areas. There is an urgent need to make service conditions and infra-
structure acceptable for women to be able to take on posts in urban, but especially local, areas.

The scale and scope of the health sector makes reform a real challenge and a complication is that the sector is 
managed within a sector-wide approach and supported by a donor consortium. It is difficult to find a cham-
pion for gender equality issues and existing efforts to champion this have been swamped by other priorities 
such as service delivery and fund disbursements. This is a key entry point for the UNDP and other donors.

49	 Interview with medical doctors association representative and based on Ministry of Health Data on website.
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ANNEX 2: EDUCATION SECTOR ANALYSIS

INTRODUCTION

The government has always emphasized education for girls through increasing overall literacy and 
eliminating the gender gap in enrolment, retention and completion. One strategy has been to ensure 
adequate numbers of women teachers in primary and secondary schools as well as in higher education. 
This has been ensured through the use of quotas: 60 percent at the primary school level, 30 percent at 
the secondary school level and 10 percent at the Education Cadre level, which supplies tertiary level col-
lege teachers.50

Culturally and socially, teaching is considered to be a respectable and appropriate profession for 
women. There is a specific development project to promote employment, training and accommodation 
of women teachers in rural non-government secondary schools. However, there is no such project for 
women Education Cadre officers in colleges.

GENDER BALANCE

There are about 14,000 posts in the Education Cadre and about 30 percent are women.51 The MIS in the 
Department of Secondary and Higher Education was not able to share current data since that data is 
incomplete.

NATIONAL EDUCATION POLICY OF 2010

Section 25 of the National Education Policy of 2010 states that the policy will try to ensure that the 
status and rights and privileges of teachers are respected, and that their responsibilities are thoroughly 
considered. The section on strategies mentions women’s recruitment:

‘Female teachers will not be discriminated for any reason whatsoever particularly in matters 
of recruitment. Equally qualified female teachers will enjoy priority particularly in primary 
and secondary education.’ (National Education Policy, 2010, p60)

This is very positive and could be backed up similar provisions for women in the case of promotions.

Women in the Education Cadre receive the same foundation training at BPATC and professional training 
at NAEM (National Academy for Education Management). NAEM provides training at different levels, 
including entry level and senior levels.

The box below provides some insights into how young recruits into the Education Cadre experience 
their postings and working conditions and highlights the need for accommodation facilities and also 
the positive effects of flexible working hours and sensitivity by authorities while carrying out postings.

50	 Interview with senior officials in Department of Secondary Education, Ministry of Secondary and Technical Educa-
tion and Secondary Teachers Association.

51	 Interview with senior officials in Department of Secondary Education, Ministry of Secondary and Technical Education.
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Box: Feedback from FGD with young women in the Education Cadre

The FGD with headmistresses of secondary schools brought out that those in government 
service had more secure jobs, a career path and also less political interference than those 
in private secondary schools.

An FGD with recent recruits into the Education Cadre felt that the government was sensi-
tive in posting women to home districts or to women’s colleges. However, as new recruits, 
they were obliged to join wherever they are posted. If the husband lives elsewhere, the 
women then might have to have long commutes. They also raised the need to have accom-
modation for women teachers in the college premises for those willing to live there.

Some of the women in the FGD mentioned that their first choice for BCS had been Admin-
istration or other cadres. They had not particularly wanted to join the Education Cadre. 
However, once they joined they appreciated the flexibility in terms of working hours and 
the freedom of being able to prepare one’s classes according to one’s discretion.

Source: FGDs held for present study.

Conclusions

In conclusion, the Education Cadre experience again highlights the importance of working conditions as 
well as how flexibility in working hours can help women balance their family and work responsibilities. 
New women recruits and more senior women have mentioned how they have gone beyond the stereo-
types of women teaching women: some are administering boys’ colleges, most are teaching in mixed 
colleges. The importance of foundation and in-service training is emphasized as is having the necessary 
infrastructure and support services so that women, even with small children, can complete it on time.
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ANNEX 3: POLICE SECTOR ANALYSIS

GENDER BALANCE AND RECRUITMENT

From 1976, the government has begun to recruit women into the police force, although this was 
stopped for some time and resumed only after a proposal revising the recruitment procedures to permit 
and facilitate the recruitment of women. The present report will deal only with the recruitment of offi-
cers in the Police Cadre.

Recruitment to the police cadre started again from the 18th batch, in 1998. Projects on police reform 
have identified the importance of addressing gender at two levels: first, increasing the number of 
women in the police and, second, ensuring that the police deal sensitively and appropriately with 
women clients.52 The two issues are related, especially at the level of the constables and SI, where they 
are staffing the police stations and dealing with clients.

The Needs Assessment Report of 2003 prepared as part of the Police Reform Project stated the 
following:

‘At just 1.2 percent of the workforce, women are under-represented in the Bangladesh Police, 
particularly in the senior ranks above Inspector. Few women are to be found in meaningful 
command and operational roles. Most male police officers are not sensitised to the issues 
impacting women and there are no internally generated gender action strategies to address 
those shortcomings. There is no gender awareness training in the Bangladesh Police. Many 
women victims are reluctant to engage with police to discuss their problems because of their 
inability to gain direct access to women officers. However even if they are able to get such 
access, most women officers have received no training in domestic violence, sexual assault, 
interviewing techniques and victim support.’ (Needs Assessment Report, Police Reform Proj-
ect, section 3.4.6 Women in Policing)

Recruitment in 2009 was of 23 women Assistant Superintendents of Police, 14 SIs and 2,955 women 
constables. The following table presents the situation of women at officer level. The number of women 
has increased from 2 percent in 2007 to 4 percent in 2010/11.

52	 PRP project documents for phase one and two, 2008 and 2009.
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Table: Present number of women in Bangladesh Police Force

(shaded areas are officer level)

RANK/
DESIGNATION

NO. OF 
APPROVED 
POSTS

NO. OF 
SERVING 
WOMEN 
OFFICERS

NO. OF 
WOMEN IN 
TRAINING

TOTAL 
NO. OF 
WOMEN

NO. OF 
WOMEN AS 
PERCENTAGE 
OF TOTAL

Inspector General 1 0 0 0 0

Additional 
Inspector General

9 0 0 0 0

Deputy Inspector 
General (DIG)

33 2 0 2 6%

Additional 
Deputy Inspector 
General

41 3 0 3 7%

Superintendent 
of Police (SP)

204 4 0 4 2%

Additional 
Superintendent 
of Police

260 23 0 23 0.4%

Senior Assistant 
Superintendent 
of police

230 24 0 24 10%

Assistant 
Superintendent 
of Police (ASP)

913 48 23 71 8%

Total cadre 1,691 104 23 127 7.5%

Inspector 3,079 25 0 25 0.8%

Sub-Inspector (SI) 12,535 236 13 249 2%

Sub-Inspector 
(TR)

254 0 0 0 0

TSI 113 0 0 0 0
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RANK/
DESIGNATION

NO. OF 
APPROVED 
POSTS

NO. OF 
SERVING 
WOMEN 
OFFICERS

NO. OF 
WOMEN IN 
TRAINING

TOTAL 
NO. OF 
WOMEN

NO. OF 
WOMEN AS 
PERCENTAGE 
OF TOTAL

Sergeant 1,569 0 0 0 0

Assistant 
Sub-Inspector

7,838 281 0 281 3.6%

Head constable 6,887 0 0 0 0

Nayek 6,104 0 0 0 0

Constable 101,053 2,809 997 3,502 3.5%

Total 141,123 3,455 1,029 4,484 3.18%

Source: Police Headquarters Establishment Cell data as of 27 June 2011) provided for the purposes 
of this study.

The government has decided to recruit an additional 30,000 people into the Police Force over three 
years to 2011.53 The Bangladesh Police has prioritized the recruitment of an additional 3,000 female 
police in the Strategic Plan 2008-2010 (i.e. 10 percent of the new 30,000 to be recruited). The police 
authorities are also trying to increase the proportion of cadre officers in the total police force.54

It is recognized that increased representation of women in the Bangladesh Police is critical to sustain 
reform. For example, the retention and effective deployment of women police is linked to crime preven-
tion and community policing outcomes, as more female investigating officers encourage more women 
to assist police with investigations and prosecutions. The PRP project has worked with the authorities in 
streamlining recruitment procedures.

At officer level, the 10 percent quota is now being met by the PSC, and the Recruitment and Manpower 
Section of Police Headquarters, with the encouragement of the Home Minister, is trying to ensure that 
at least 15 percent of the new recruitment of constables and SIs are women.55 This recruitment is carried 
out locally. In order to be able to recruit more women constables, the requirements in terms of height 
were reviewed and revised downwards so that more women could qualify.56 However, police authori-
ties felt that maintaining this quota of even 15 percent will depend on the women constables proving 
that they can carry out their duties as well as men.57 They also recognized that the authorities have the 

53	 Interviews with senior officials at Police Headquarters.
54	 Interviews with senior officials at Police Headquarters.
55	 Interviews with senior officials at Police Headquarters.
56	 As reported by the Secretary of MOPA at the National Workshop to validate this case study on 8 December 2011, 

arranged by CSCMP. 
57	 Interviews with senior officials at Police Headquarters.
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responsibility to ensure that women have the appropriate working environment to be able to discharge 
their duties. This recognition is important. The police also had a provision for about 1,400 non-officer 
posts to be reserved for women.58

Another positive development has been the involvement of policewomen in UN missions: this has 
shown that they, too, can carry out such missions in difficult posts and under difficult circumstances. At 
present, an all-women police battalion is set to leave for the Congo.

There are a number of senior women in active service who have been role models for younger women 
coming in.

POLICIES RELATED TO THE POLICE

Legislative reform remains a major hurdle to police reform: during 2005-2009, some progress was made, 
but many key laws remain outdated and do not match the needs of contemporary Bangladesh. The Police 
Act, in particular, needs revision to promote greater accountability and oversight, merit-based recruitment 
and limit outside interference on police operations. Until this happens, there is a limit as to how far gender 
equality in the police can progress. The Police Act does not address gender or the needs of poor people, 
as, at the time of drafting it, it was never envisaged that women would join the police force and there is no 
guidance on code of conduct, appropriate facilities or even modern operational procedures.59

Under the last phase of the PRP project, a draft Police Act was formulated, but it was not approved. In 
any case, the draft does not have any special provisions regarding gender equality or women in the 
police force.60 Further changes to the Police Act, Police Regulations of Bengal, and Criminal Procedure 
Code could create significant performance gains for the Police, as well as improve the gender balance.

The police force also falls under the government directives on quotas for the recruitment of women. 
Once women were permitted to join, the quotas of 10 percent for cadre officers and 15 percent for non-
cadre posts were applied.61 Applications for the cadre level are adequate, but efforts are required to 
recruit at the constable and sub-inspector levels through the campaign mentioned above. It was felt by 
the PRP that the police were good at implementing quotas but one of the PRP advisors warned that, in 
fact, the quota could become a ceiling.

POLICE REFORM PROGRAMME

There have been two major externally supported police reform initiatives supported by UNDP and 
DFID, the Police Reform Programme Phase 1 and Phase 2. Both phases explicitly addressed gender as an 
important dimension. In the second phase, gender was made a separate component of the project in 
order to give greater emphasis to this.

58	 Interviews with senior officials at Police Headquarters.
59	  PRP project document for Phase II, 2009 as well as interviews with PRP consultants and senior officers at Police 

Headquarters.
60	 PRP project document for Phase II, 2009 as well as interviews with PRP consultants and senior officers at Police 

Headquarters.
61	 Interviews with senior staff at Police Headquarters.
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Component 2 of the project was Human Resource Management and Training to support an ethical, 
capable and well-trained police force and a key activity was to be the development of a Women in Polic-
ing Strategy. Key outcomes included:

•	 Support to setting targets for women recruitment into the police. More efficient use of women 
police and their representation in more responsible roles enhanced

•	 More efficient and effective use made of human resources throughout Bangladesh Police

•	 Leadership and management training at all levels is improved. (From PRP website)

Activities also included recruitment campaigns, developing an action plan for the deployment of 
women police officers to every police station (not completed) and developing the Bangladesh Women 
Police Officers’ Network (see above). Phase II of the project also emphasized gender mainstreaming and 
even formulated it as a separate outcome (outcome five). The project document for Phase II envisages 
making Model Thana (police stations) more women-friendly by introducing women’s toilets and bar-
racks. Specialized training in operational and management skills will be given as per the Bangladesh 
police training guidelines to ensure that women police are represented adequately at the higher ranks. 
The Women in Policing Strategy will be developed to give policy guidance to these initiatives and the 
Bangladesh Policewomen’s Network will play a lead role. A PRP follow-up survey in December 2008 
demonstrated overwhelming public support (90 percent) for women to work in the police service; over 
40 percent of the respondents felt women should comprise half of the police force. The Strategy will also 
include women-friendly infrastructure development at selected training institutions and Thana as well 
as training for specialist roles and leadership positions, including overseas, in order to make policing a 
feasible and attractive career option for women.

Campaigns in education institutions and media advertising are resulting in greater interest in joining 
the police at various levels, especially at the constable and officer levels. Interestingly, the focus group 
discussions and interviews revealed that the power associated with the uniform associated with the 
job was a powerful incentive, together with the possibility of accessing benefits such as transport and 
accommodation.

Whether it is due to PRP initiatives of political will, the BPSC, Ministry of Home and the Police Head-
quarters now feel that they, too, have to attain the recruitment quotas of 10 percent at the officer level 
and 15 percent at the constable level.62 Encouragement has been given from the ministerial level to 
ensure that new recruitments include larger numbers of women. International experts on the PRP team 
remarked that, once decided, the police were quite efficient in meeting quotas.

THE BANGLADESH POLICEWOMEN’S NETWORK

The Police Reform Project identified the need for a policewomen’s network, as women have little infor-
mal contact with female colleagues outside their immediate work environment.

‘The lack of such meetings to support the cross fertilisation of ideas and sharing of experiences 
constrains the more effective involvement of women police officers in all aspects of police 

62	 Interviews with senior staff at Police Headquarters.
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work. Even amongst the ranks of women police, the division between commissioned officers 
and other ranks is noticeable and acts as a constraint to the expression of opinion by junior 
women police officers, particularly constables.’ (Source: Project Document for Phase I, 2008).

The Bangladesh Policewomen’s Network was set up in 2008 under the auspices of the PRP and brought 
together officers and staff. It aims to establish linkages at the international, regional, national and local 
levels. Its vision includes capacity-building and professional skill development of women in the police 
and its goals include:

•	 Increasing the representation of women in the Bangladesh police and their empowerment and par-
ticipation in the policy formulation process

•	 Creating an appropriate working environment for the policewomen through the implementa-
tion of welfare programmes covering the areas of education, health, social status and economic 
empowerment

•	 Organizing appropriate training programmes, meetings and seminars and publish books, booklets 
and periodicals for promoting the professional efficiency of policewomen

•	 Promoting gender equality relating to appointments, postings, promoting and career development 
in the Bangladesh police. (Draft brochure, Bangladesh Network of Policewomen, 2011)

The Network therefore directly addresses the issue of gender balance as well as those issues, which 
impact on gender balance. It has international linkages with the International Association of Women 
Police (IAWP) and a senior woman police officer represents the Bangladesh Network. This Network has 
also invited the IAWP Board to have the 2012 Board meeting in Bangladesh, which is an interesting 
entry point for the UNDP and others in terms of scaling up the lessons learned.

When the Network was formed, the women officers were adamant about establishing that they were 
police officers first and women later. Interaction between various levels of women enabled the senior 
women to learn about the problems at lower levels and they gradually felt capable of taking up individ-
ual cases and issues on behalf of the Network, rather than as personal initiatives. Gradually, the Network 
is taking on an increasing advocacy role, encouraging women to join the police force, encouraging 
seniors to give women more responsibilities and encouraging women to take on more responsibilities. 
The Network is a means of dealing with complaints and takes up cases, where women feel that they 
have been discriminated against in postings and promotions.

CONCLUSIONS

One practical issue arising is that reform including gender equality is seemingly easier to achieve when 
the administrative structures are streamlined and when numbers are smaller, compared to health, 
for example. As in the health and education sectors, the authorities have realized the importance of 
having women in service delivery, but, in contrast, the police is a non-traditional profession for women. 
Nevertheless, campaigns and positive images have resulted in women choosing it as a career option. 
Positive role models, as well as national and international recognition of their role and incentives such as 
participation in UN Missions or practical facilities, are also important. Underpinning and driving this all 
has been strong political will to open up the police force to women backed by international support.
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ANNEX 4: ABBREVIATIONS AND ACRONYMS
ACAD	 Advanced Course on Administration and Development

APD	 Academy of Planning and Development

BBS	 Bangladesh Bureau of Statistics

BEF	 Bangladesh Employers’ Federation

BCS 	 Bangladesh Civil Service

BHW	 Bangladesh Health Workforce Strategy

BIAM	 Bangladesh Institute for Administration and Management

BNWLA	 Bangladesh National Women Lawyer Association

BPATC 	 Bangladesh Public Administration Training Centre

BPSC 	 Bangladesh Public Service Commission

CARR	 Committee for Administrative Reform/Reorganisation

CEDAW 	 Convention for the Elimination of all forms of Discrimination against Women (CEDAW)

CID	 Criminal Investigation Department

CIDA	 Canadian International Development Agency

CSCMP	 Civil Service Change Management Programme

DANIDA	 Danish International Development Agency

DC	 Deputy Commissioner

DFID	 Department for International Development

DGHS	 Directorate general of Health Services

FGD	 Focus Groups Discussions

FWA 	 family welfare assistants

GEPA	 Gender Equality in the Public Administration 

GDI	 Gender-related Development Index

GDP	 Gross Domestic Product

GOB 	 Government of Bangladesh

HIES 	 Household Income and Expenditure Survey

HNPSP	 Health, Nutrition and Population Sector Program

HR-MIS	 Human Resource Management Information System

HRD	 Human Resource Development

IAWP	 International Association of Women Police

ILO	 International Labour Organization
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LDC	 Least Developed Country

LFA	 Logical Framework Analysis

MATT	 Managing at the Top

MDGs	 Millennium Development Goals

MIS	 Management Information Systems

MOE	 Ministry of Establishment

MOHFW	 Ministry of Health and Family Welfare

MOPA 	 Ministry of Public Administration

MOWCA	 Ministry of Women and Children’s Affairs

MTR 	 Mid-term Review

NAEM	 National Academy for Education Management

NCCWE 	 National Coordination Committee For Workers’ Education

NCWD	 National Council for Women’s Development

NGO 	 Non-governmental organization

OC 	 Officer in Charge

ODA	 official development assistance

OVI	 Objectively verifiable indicators

PA 	 Public administration

PARC	 Public Administration Reform Commission

PIP	 project implementation plan

PLAGE	 Policy Leadership for Gender Equality Project

PRP 	 Police Reform Programme

PSC	 Public Service Commission

SBA 	 special birth attendants

SFYP	 Sixth Five-Year Plan

SI	 Sub-Inspector

SWAP 	 Sector Wide Assistance Programme

TIB	 Transparency International Bangladesh

ToT	 Training of Trainers

UNDAF 	 UN Development Assistance Framework

UNDP	 United Nations Development Programme

VAW	 Violence Against Women

WID	 Women in Development
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FOCUS GROUP DISCUSSIONS

LIST OF INTERVIEWS

1. Dr Shahadat Hussain, Chair BPSC

2. Tariqul Islam, Secretary in Charge MOWCA

3.
Suraiya Begum

Secretary
Ministry of Cultural Affairs

4. Abubakr Siddique, Additional Secretary Ministry of Public Administration (MOPA)

5. A.Z.M. Shafiqul Alam, Rector BPATC

6. Yasmin Gofur, Additional Deputy  
Inspector General and Commandant Special Branch Training School

7. Mili Biswas Dhaka Metropolitan Police

8. Atiq Islam, AIG Recruitment and Manpower, Police 
Headquarters

9. Taslima, Additional Superintendent  
of Police Rapid Action Battalion

10.
ATM Moinul Hossain

Deputy Director, Government College 
Section

Department of Secondary and Higher 
Education

11.
Professor Nilufar Begum Nilu

Director Administration and Finance
NAEM and focal point Women Civil Ser-
vants Network

12.
Dr Fahima Khatun

Chair

Dhaka Secondary and Higher Education 
Board and President BCS General Educa-
tion Association

13.
Mr Moklesur Rahman

Additional IGP
CID and National Project Director, PRP
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14.
Shahriar Nabi (Shakil)

Assistant Professor

Dhaka Medical College, Radiology 
Department and ex -GS Dhaka Medical 
College Teachers’ Association

15.
Nasreen Akhter

Deputy Secretary
Ministry of Public Administration

16. G.M. Mostafa, System Analyst BPCS

17. Fauzia Khondaker Eva, Gender Advisor Police Reform Programme (PRP)

18.
Micael Von Tangen Page

Security Sector reform Specialist
Police Reform Programme (PRP)

19.
Andre Redman

Capacity-building Specialist and HR 
Management

Police Reform Programme (PRP)

20.
Rumana Akhtar

Additional SP
Establishment, Police Headquarters

21. Peter Van der Pol, Project Manager Civil Service Change Management Pro-
gramme (CSCMP), UNDP Bangladesh

22. Asma Abbasi, National Consultant, 
Gender Specialist

Civil Service Change Management Pro-
gramme (CSCMP), UNDP Bangladesh

23.
Mainuddin Ahmed

Training Associate
Civil Service Change Management Pro-
gramme (CSCMP), UNDP Bangladesh

24. Abul Monsur Muhammad Moniruzzaman, 
Programme Manager, Governance, DFID Bangladesh

25. John Wallace, Team Leader
Managing at the TOP 2 (MATT -2), Min-
istry of Establishment, Government of 
Bangladesh

26. Roger Fernando, HRD/HRM Specialist
Managing at the TOP 2 (MATT -2), Min-
istry of Establishment, Government of 
Bangladesh

27. Najma
Managing at the TOP 2 (MATT -2), Min-
istry of Establishment, Government of 
Bangladesh
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28. Mosharraf
Managing at the TOP 2 (MATT -2), Min-
istry of Establishment, Government of 
Bangladesh

29. Ferdous Ara Begum
Former Member, UN CEDAW Committee 
and former Additional Secretary, GOB 
(taxation cadre)

30. Dr. Dil Afroz Former Additional Secretary, GOB 
(health cadre)

31. Naheed Ahmed UN Women

32. Sookhee Kwak Gender Specialist, UNDP

33. Majeda Huq Programme Analyst and Cluster Head, 
Local Poverty Reduction Cluster, UNDP

34. Won Young Wong Assistant Country Director, Governance, 
UNDP

35. Nandita Dutta Programme Analyst, UNDP

List of Focus Group Discussions

1.
Women on the Foundation Course (entry 
level) at Bangladesh Public Administra-
tion Training Centre (BPATC)

Date held: 24 August 2011

No. of women present: 26

2.
Women on the Advanced Course on 
Administration and Development (ACAD) 
course (mid level) at BPATC

Date held: 23 August 2011

No. of women present: 7

3.
Newly recruited officers of the Health 
Cadre at Bangladesh Institute for Admin-
istration and Management (BIAM)

Date held: 3 September 2011

No. of women present: 14

4.
Women newly recruited to the education 
cadre at the National Academy for Educa-
tion Management (NAEM)

Date held: 17 August 2011

No. of women present: 7

5. Women in the Women Police Officers 
Network.

Date held: 11 August 2011

No. of women present: 4

6.
Women Headmistresses cadre at the 
National Academy for Education Manage-
ment (NAEM)

Date held: 8 August 2011

No. of women present: 4
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ANNEX 7: REPORT OF NATIONAL WORKSHOP GENDER 
EQUALITY IN PUBLIC ADMINISTRATION
Organized By Ministry Of Public Administration, Civil Service Change Management Programme, UNDP, 8 
December 2011

INTRODUCTION

The Ministry of Public Administration (MOPA), through the Civil Service Change Management Programme 
(CSCMP) of UNDP Bangladesh, organized a National Workshop on Gender Equality in Public Administra-
tion on 8 December 2011. The purpose was to discuss findings of a UNDP study on gender equality in 
public administration by national consultant, Ms. Maheen Sultan. The Workshop shared the key findings 
of the study and obtained feedback from ministry representatives before finalizing the report. More than 
50 ministry representatives and academics attended the workshop and participated in the discussions. 
Dr. Shirin Sharmin Chaudhury, Honorable State Minister, Ministry of Women and Children Affairs closed 
the Workshop by highlighting the importance of gender equality in the public service, explaining some of 
the initiatives undertaken by the government on gender equality, and assuring the participants that the 
government would help them to achieve their aspirations. Chairing the Workshop was Mr. Md. Eunusur 
Rahman, Additional Secretary, MOPA, and National Project Director, CSCMP.

THE PROCEEDINGS
Part 1: Inaugural Session

The Workshop opened with a speech by Ms. Won Young Hong, Assistant Country Director, UNDP Ban-
gladesh. She explained that the study’s purpose was to examine the improvements that had been 
made in Bangladesh on the status of women in the field of public administration. She noted that, while 
improvements had been made, more could have been done. She urged the government to appoint 
more women to positions at different levels of the civil service.

Special Guest Ms. Suraiya Begum, Secretary, Ministry of Cultural Affairs and Chairperson, BCS Women 
Network, noted the importance of changing laws as well as mind-sets. The BCS Women’s Network was 
a platform for women officers across ministries and a space for women officers to talk about issues of 
concern to them and to learn from each other. She urged women officers to register as members of 
the Network.

Special Guest Mr. Abdus Sobhan Sikder, Secretary, MOPA, emphasized the achievements already made 
by the country in terms of women’s. He assured participants that the government would continue to 
enable more women to work in the civil service at different levels. The recently drafted Civil Service Act, 
which placed merit as an important factor for promotion, should allow more women officers to move 
up the hierarchy. Rules and regulations, however, might not always be the best way to deal with the 
situation. He urged the participants to go beyond the legal framework when they thought of ways to 
increase women participation in the civil service.

The Chair, Mr. Md. Eunusur Rahman, Additional Secretary, MOPA and National Project Director, CSCMP, 
acknowledged that more needed to be done, especially for participation at higher levels of the 
Civil Service.
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PART 2: WORKING SESSION
Presentation by National Consultant

Ms. Maheen Sultan presented the study to the participants.

Responses

Mr. Ashraf Hossain, Director General, Department of Women’s Affairs, Ministry of Women and Children 
Affairs, stressed the importance of gender equality for inclusive development to ensure justice, uni-
formity and equality in society in a sustainable manner. The government had already adopted many 
policies on gender equality according to the constitution. Examples of such policies included the Wom-
en’s Advancement Policy and the education and health policies.

Bangladesh was moving towards gender equality, but the tradition of a patriarchal society ran deep. 
Policy support and pragmatic initiatives would be needed to change that tradition. Existing initiatives 
needed to be strengthened and new ones introduced. Equally important would be advocacy. Without 
effective advocacy, the existing mind-set would not change, perpetuating the tradition of a patriarchal 
society, and whatever gains in gender equality so far would not be sustainable.

Dr. Ferdous Jahan, Associate Professor, Department of Public Administration, University of Dhaka, 
pointed out the problem of not having sufficient data to see how much women had been contribut-
ing to the civil service and the economy and the need for sex-disaggregated data. She felt that the civil 
service was gender blind - although there were no written rules discriminating against women, the civil 
service also did not understand the needs of women and men. As long as women’s particular needs 
such as daycare centres, transport, accommodation in the field and toilet facilities were not addressed, 
the problem of gender inequality would continue to exist. Women needed to speak up. She highlighted 
the problem of stereotypical thinking, where such issues would be handled by the Ministry of Women 
Affairs alone. Women today no longer stayed in their traditional roles. She wanted to see the govern-
ment and society to accept and support both professional and private roles. The administration needed 
to be flexible in meeting the needs of women, giving them freedom, flexibility, and results oriented pro-
motion. Women no longer wanted the old way of doing things.

Working Group Discussions

Working Group 1: Legislative and Policy Reforms related to Public Administration

The Group discussed the problem of the lack of effective policy to ensure gender equity in the public 
administration system and made the following recommendations:

1.	 Increase the recruitment quota for 1st class and 2nd class positions from 10 percent to 15 percent and 
for 3rd and 4th class positions from 15 percent to 20 percent

2.	 Reserve 50 percent of training opportunities for women officers

3.	 Change the leave scheme:

(a) One-and-a-half-year leave without pay in addition to six months of maternity leave without 
affecting seniority and existing entitlements

(b) 21 days paternity leave for male officers for each baby
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4.	 Increase women participation in decision making positions by giving women priority in promotion if 
both the male and female candidates were equally eligible;

5.	 Designate a dedicated officer to take care of gender issues in every office

6.	 Seriously consider building the capacity of women for the greater development of the country

Working Group2: Legislative and Policy Reforms related to Public Administration

The Group discussed the issue of institutional coordination and monitoring of policy measures and 
policy support to improve gender balance and made the following recommendations:

1.	 Improved coordination between MOPA and the BCS Women’s Network

2.	 All ministries to communicate with MOPA through MOWCA and the BCS Women’s Network

3.	 MOPA to form a separate unit to monitor the activities related to gender in MOWCA and BCS Wom-
en’s Network

4.	 Increase women participation in all sectors of community boards, in particular in the selection 
boards of BPSC, SSB and DCIS

5.	 MOPA to prepare a sex-disaggregated database for women and men officials

6.	 Increase the quota of women for decision making and training to 30 percent

7.	 Increase maternity leave up to one year

8.	 Give parental leave for at least one month

9.	 Accelerate the provision of child care and daycare facilities and school enrolment facilities

10.	Adhere to the government policy regarding posting of both husband and wife

11.	Ensure sufficient facilities for a conducive working environment for women as well as men

Working Group 3: Monitoring Sexual Harassment and Advocacy

The Group discussed the issues of monitoring sexual harassment situations and advocacy, and made 
the following recommendations:

1.	 Define sexual harassment and its nature - verbal, psychological, mental, emotional and physical

2.	 Provide a mechanism for women to complain about sexual harassment

3.	 Remove the fear of women being blamed for complaining about sexual harassment

4.	 Provide proper counsellors to tackle the complaints

5.	 Activate the focal points in ministries to deal with sexual harassment;

6.	 Set up an inter-ministerial forum to discuss issues of sexual harassment, with the Ministry of Informa-
tion leading a campaign on the issues

7.	 Widen the membership of the Women’s Network to include people working on gender issues in the 
larger society, not just women in the public sector
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8.	 Form a sexual harassment committee with people from the public sector and the private sector 
working on the issue, making it easier for women to complain against their superiors to an external 
person

9.	 Activate the WID focal points and communicate about WID

Closing Session

Dr. Shirin Sharmin Chaudhury, Honourable State Minister, Ministry of Women and Children Affairs, said 
that any discussion on reforming the civil service must take into account gender equality. The govern-
ment had to recognize and respond to the different needs of women, such as maternity leave, extension 
of maternity leave, leave without pay, and support for working women such as daycare centres, and 
good transport to ensure a safe commute to work, especially when returning late at night. Such issues 
must be brought to the national level. The National Women’s Policy (2011) aimed to attract more 
women into public administration and to retain them once they were hired. If the public administration 
system is not gender friendly, women may not want to stay in the service.

She noted that, while the current maternity leave in the public sector was six months, it was an impor-
tant new initiative. Even the private sector did not offer such generous terms. She acknowledged that 
MOWCA and MOPA could play a large role in institutional coordination for monitoring policy measures 
and in providing Institutional support to improve gender balance. MOWCA could also help initiate the 
changes, with the BCS Women’s Network helping and playing a coordination role with all institutions.

Vote of Thanks

The Chair noted that the Workshop had been a good learning experience not only for the participants, 
but also for the Workshop organizers. It had broadened everyone’s knowledge about the subject and 
the different approach the government could take to improve gender equality. He thanked all for 
making the Workshop a success.



72    Gender Equality and Women’s Empowerment in Public Administration 

ANNEX 7B

ANNEX 7B: PARTICIPANTS LIST
Note: Not according to seniority

1.	 Chairman, Bangladesh Public Service Commission

2.	 Director General of National Academy for Education and Management

3.	 Director General, BSC Administration Academy

4.	 Director General of Bangladesh Institute of Administration and Management

5.	 Director General of National Institute of Mass Communication

6.	 Rector, Bangladesh Public Administration Training Centre

7.	 Secretary, Ministry of Chittagong Hill Tracts

8.	 Secretary, Ministry of Foreign Affairs

9.	 Secretary, Ministry of Health and Family Planning

10.	 Secretary, Ministry of Education

11.	 Secretary, Cabinet Division

12.	 Secretary, Ministry of Women and Children Affairs

13.	 Secretary, Ministry of Public Administration

14.	 Secretary, Ministry of Labour and Manpower

15.	 Secretary, Ministry of Local Government and Rural Development

16.	 Secretary, Ministry of Water Resources

17.	 Secretary, Ministry of Jute and Textile

18.	 Secretary, Ministry of Post and Telecommunication

19.	 Secretary, Ministry of Homes

20.	 Secretary, Ministry of Communication

21.	 Secretary, Ministry of Planning

22.	 Secretary, Ministry of Social Welfare

23.	 Secretary, Ministry of Forest

24.	 Secretary, Ministry of Primary and Mass Education

25.	 Secretary, Ministry of Law, Justice and Parliament Affairs

26.	 Secretary, Ministry of Finance

27.	 Secretary, Ministry of Agriculture

28.	 Secretary, Ministry of Power, Energy and Mineral Resources

29.	 Secretary, Ministry of Religious Affairs
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30.	 Secretary, Ministry of Housing and Public Works

31.	 Secretary, Ministry of Expatriates’ Welfare and Oversees Employment

32.	 Secretary, Ministry of Land

33.	 Secretary, Ministry of Information

34.	 Secretary, Ministry of Industries

35.	 Secretary, Ministry of Commerce

36.	 Secretary, Ministry of Civil Aviation and Tourism

37.	 Secretary, Ministry of Food and Disaster Management

38.	 Secretary, Ministry of Shipping and Inland Water

39.	 Secretary, Ministry of Fisheries and Livestock

40.	 Secretary, Ministry of Liberation War

41.	 Secretary, Ministry of Youth and Sports

42.	 Secretary, Ministry of Science and Information & Communication Technology

43.	 Joint Secretary (CPT), Ministry of Public Administration

44.	 Joint Secretary (R&R), Ministry of Public Administration

45.	 Joint Secretary (Development), Ministry of Public Administration

46.	 Joint Secretary (Implementation), Ministry of Public Administration

47.	 Deputy Secretary (Field Administration), Ministry of Public Administration

48.	 Chairman, Department of Public Administration, Dhaka University

49.	 Chairman, Department of Public Administration, Jahangirnagar University

50.	 Focal Point, CSCMP

51.	 Gender Focal Group, UNDP

52.	 BCS Women Network committee members and cadre based focal persons

53.	 CSCMP Project Board Members

54.	 CSCMP Project Team
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