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PREFACE 

The gap between rhetoric and reality is something that PVDOs (Private Voluntary 
Development Organizations) in Bangladesh - and elsewhere - have to keep in the 
forefront of their thinking. This is very tr:Je in the field of women in management. Tahera 
Yasmin and Mirza Najmul Huda have worked on a very important topic - the position of 
women in the management of PVDOs - and have come up with some worrying 
information. PVDOs need to address the topics they have identified. 

The process by which YaSfl,in and Huda worked is very intGresting too. It was very 
participatory: the questions which were important to ask were finalized only after entry 
conferences with the interested parties; the results were analyzed in conjunction with 
interested parties. Many people have bought into this process, and I hope many will 
read, reflect, and act on the suggestions made in this report and its Bangia translation. 

Many NGO funding organizations' staff have been through gender training in the last 
three years, but this in not yet true of the staff of the organizations they fund. This is 
surely tfle next step. Putting gender rhetoric into organizational reality is a further and 
very necessary step. 

For our part, PRIP takes note of Yasmin and Nuda's suggestions for PRIP (P.47), and 
we would be glad to act as a cleuring house for information on women's management 
until a specific orgunization or network takes this subject up. 

Richard Holloway 
PACT/PRIP 
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1. INTRODUCTION 

1.1 Background 

In Bangladesh, most Private Voluntary Development Organizations (PVDOs) 
have, as one of their main objectives, the improvement of the situation of 
women. In many cases, P'IDOs have evolved creative approaches towards 
this end, and generally agree that women themselves should be in control of 
programs designed for them. However, the contempor:J.ry situation shows that, 
while women remain 3S one of the major development targets and recipients 
of substantial budgetHY alloc3tion, very few indeed control women's 
programs. This study h3S been based on the assumption that the number of 
wornen in m3nagcment positions in PVDOs is dis-proportionately less than the 
member of men. A review of inform<1tion <1vailClble from t.le Directory of NGOs 
in Bangladesh 1993, published by the Association of Develo~ment Agencies 
in Bangladesh (ADAO), reve31s that of the 187 central member;-" only 25 (13%) 
are led by women. Similarly, in case of 254 chapter members, only 33 (13%) 
have women in top positions. Therefore, out of the total of 441 member 
PVDOs, only 58 (13%) are led by wOllien. This survey itself has found that of 
the 189 top level man3geri31 staff, 71 % are m<1le while 29% are female. This 
finding is truly in line with our basic asslImrtion st3ted above. 

This situation exists despite th~ efforts of finding, traininJ and placing women 
in management positions by PVlJOs. 

Past research on the issue of dearth of women in mclnagement positions of 
development agencies have identiiied the following reasons: 

a. Practical constr3ints like: 
(i) mobility and security problems, 
(ii) lack of sufficient education, 
(iii) insufficient socializ3tion for work 

b. Strategic problems like: 
(i) women's disproportionate obligations at home 
(ii) discrimination that women face whenever they try to exert authority. 

c. Men's attitudes in the work place that undermine women's authority. 

An attempt has been made in this exercise to ascertain if the above factors still 
remain, and if they do, in what form. 

1.2 Objectives 

PACT'Bangiadesh/PRIP is very interested in increasing the number of women 
in PVDO management positions, and feel that a survey of the present situation 
will be a necessary first step which will hopefully have three results: 



a) clarify the seriousness of the present situation; 

b) concentrate PVDO leaders minds on the problem; and 

c) encourage people to share their ideas on how to overCOrle the 
problem. 

1.3 Terms of Reference 

A sample survey of ADAB members was to be undertaken on the incidence of 
women in m<Jnagement positions in PVDOs in Bangladesh and the problems 
th<Jt exist in increasing their number. The Terms of Reference (TOR) also 
required that tt1e survey was to be conducted in liaison with ADAB, to gain 
their support and endorsement for tho research. 

The detLliled TOR is enclosed as Annex-A. 

The results of the survey were to be presented at a workshop of those 
surveyed. A rerort in 8;:1ngla and Englist1 were to be produced at the end of 
the contract. This is that report. 

1.4 Methodology 

In compliance with the TOR, the selected PVDOs were restricted to ADAB 
central and chapter members. The organizations were selected on the basis 
of: 

a) geographical 10c<Jtion 
b) size of operahon 
c) program objectives 
d) gender composition of organizational leadership. 

Internation<J1 organiz<Jtions were not included in the survey as it was felt that 
the situation within these organizations did not really represent t;le situation 
particular tu Bangl<Jdesh. 

A primary list of 30 organiz<Jtions, b<Jsed on the above criteria, was extended 
after consult<Jtion with PRIP <Jnd ADA8's Regional Field Officers who had the 
f!rst hand knowledge regarding locnl orgClnizations. 62 PVDOs were finally 
short listed of wt1ich 39 responded by sending in filled questionnaires. Annex­
B shows a list of the PVDOs that were sent questionnaires and those that 
responded. 

In some cases, more than one of the required responses were received from 
both women and :nen staff; their responses were included as the resenrch 
team felt that they were of some signific<Jnce. From the 39 PVDOs that 
responded (fully and partially), there were 34 responses by women from 32 
PVDOs, 48 responses by men from 32 PVDOs, and ir. all 29 directors 
responded to the questionnaires. 
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Geogmphically, the selecied PVDOs were spread over all five regions of the 
country with the .aim of mLlking the survey as representative as possible, and 
also to be ::Ible to assess the 3ituation in general. All 14 ADAB chapters were 
represented in the sample through inclusion of 27 centml and 12 chapter 
members. 

With regmd to size of operation, the sample included 16 national level and 23 
local level organizations. 

The scope of activity of PVDOs incluuod organizations that t3rgeted primmily 
on women, tll3t t3rgeted on both VJomen and men, on leg31 litemcy/awareness 
and litig3tion, on wonwn's Ilc3lth, advoc3cy, tr3ining and support service 
delivery 3gencios. 

Of the 29 responses from directors of PVDOs, 19 (4 women and 15 rlen) were 
from local organiz3tions 3nd 10 (4 women 3nd 6 men) were ((om national 
org3niz3tions. Thus out of 29 director re~pondents, th8ra were 8 women and 
21 men. Ag3in, among tile loc31 PVDOs, 12 were implementing either 
eXClusively or m3inly women's progr3ms. Ti18 corresponding figure for the 
nation31 PVDOs W3S 5. 

Out of a total of 441 member PVDOs of ADAB, the sample covered 9% (39 
PVDOs). Again, among 513 PVDOs led by Wuillen, the saml-'Ie covered 14% (8 
PVDOs). 

A set of sample questionn3ires were developed for three key persons in each 
org.:lIlization : the director, the wom3n placed at the top man3gement position 
and her male collc3gue. The aim was to elicit an underst3nding based on the 
woman man3ger's problems and issues, along with her director's and mal~ 
colle3gue's. The intention W3S also to see if any problem/issue was perceived 
similarly or differently, and more import3ntly, to undersl<1nd each of these three 
positions in relJtion to the topic of the survey. A set of three blank 
questionnaires 3re ellclosed 3S Annex-C. 

The questionnaires were introduced at three entry workshops held at Dinajpur 
for northern PVDOs, at Jessore for southern and western PVDOs, and at 
Dh3ka for central 3nd e3stern PVDOs. The feedback from the workshops gave 
the fin31 shape to the questionnaires. Annex-O shows a list of participating 
PVCOs at each of the three entry worksr.ops. 

In an attempt to m3int3in the confidontial nature of \tIe responses, each set of 
questionn<1ires cont3ined sepamte self addressed and stamped envelopes. 
OrgclIliz3tions were requested to return the completed questionnaires within 
two weeks. 

Intense follow-up through telephone, letters and in person were required to 
ensure the questionnaires were filled properly. Despite all efforts, responses 
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were late in coming and continued to trickle in till the day of final workshop and 
even afterwards. 

During this period, a number of Executive Directors of relevant PVDOs were 
personally interviewed with the objective of understanding the problems and 
seeking solutions beyond the scope of the questionnaires. They were the 
heads of national orgnnizations with focus on women's health, gender specific 
develcpment, and man3gement training for women. International 
org3niz3tions were included in this interview-survey to see whether their 
problems were similar to th3t of 83ngl3deshi orgLlniz3tions, and if they were 
looking at altern3tive solutions. Annex-E StlOWS a list of Executive Directors of 
PVDOs th3t were interviewed in Dh3k3. 

At the final workshop, along with ttw 39 selected PVDOs, both international 
and funding 3gcncies were invited. Pre iimin3ry findings were presented at the 
workshop. /\nnex-F shows the list of participants at the final workshop. 

1.5 Present3tion of tile Report 

The information collected through the survey were tabul3ted and then 
analyzed. In cert3in C3ses, the responses were made in order of importance 
Llnd given corresponding weights during data analysis. Tile working tables 
have been shown in 1110 Appendix wllile the same information have been 
presented in graphics (for easier visualiz3tion and clarity) in the m3in bJdy of 
the report. In each case, the tables show the number 01 women, men, and/or 
director responses for the particular t3ble's question(s). The tables and 
corresponding figures (graphics) have no shortened title but include the 
question(s) asked to the respondent. 

A series of questions were asked of women, men and director respondents. In 
eacll C3se, they were 3sked to mention the barriers faced by women 
m3nagers. These b3rriers were: 

1. Soci31 
2. Cultu~31 
3. Religious 
4. Mobility 
5. ::ducation 
6. Family Attitude 
7. Social Attitude 
8. Institutional Attitude 
9. Child Care 
10. Financial 
11. Self Confidence 
12. Political 

The respondents were also asked to rank their answers by four degrees of 
importance as follows: 
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A 

B 

c 
o 

= 

= 

= 

Most Important 

Relatively Important 

Important 

Not so Important 

The data collected through the survey have been tabulated and are shown in 
Annex-G. 

In order to make a definite judgement as to the relative importance of each 
barrier, a system of weighting was used. Thus the 4 categories were given a 
numericzli weight (A=4, 6=3, C=2, 0=1) and the answers are presented both in 
tho Working Tables: 1-19 (Annex-G) as woll as in the form of bar graphs 
(Figures:1-18). 

The feedback from the final workshop has boen incorporated in the report, 
wherever applicablo. 

1.6 Limitations 

As with most surveys, this one is also limited by the very nature of the process. 
In an attempt to quantify the responses, most questions were multiple choice in 
nature that restricted the free-flow of information. Some attempt was made for 
qualitative answors that made the tabulators job complicated and time­
consuming. 
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2. BARRIERS TO WOMEN MANAGERS 

Referring to Tdble: 1 and corresponding Figure: 1, women have identified, in 
order of priority, the following barriers to development of women as managers 
in general in Bangladesh: 

Limitation of Mobility 
Social 
Religious Practice 
Family's Attitude 

In the same table, men have identified the following in order of priority: 

Religious Practice 
Social 
Limitation of Mobility 
Family's Attitude 

There is thus good correlation between male and female attitudes on this 
question. 

Referring to Table: 2 and corresponding Figure: 2, we see that women have 
identified the following barriers within their own PVDOs : 

Social 
Personal - Child Care 
Community's Attitude 
Limitation of Mobility 
Education 
Personal - Self Confidence 

Note The ILlst three barriers were ranked equally. 

In Table: '2, men identified the following barriers women face, in order of 
priority: 

Limitation of Mobility 
Education 

'Religious Practice 
Family's Attitude 

It is apparent from the above, that the correlation between the 'domen's and 
men's responses is limited. 
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FIGURE 1 
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It can be seen from the women's responses that social and child care 
responsibilities inhibits them from undertaking duties/responsibilities that in 
turn obstructs their development as managers within their organizations. 

The responses from the director's interviews show that there exists a dearth of 
qualified women managers. This is net surprising given the situation 
discussed above Whereby women have less s~;ill/education to quality for jobs. 
Women's problems with mobility and security, household responsibilities and 
lack of adequate accommodation at the field level are .::;ome of the other 
barriers idGntified by the Directors. 

"Household responsibilities and lack of pro visio I) of accommodation at field level 
inhibit women". Male Director of a national PVDO. 

There exists a number of PVDOs with field operations who do not provide any 
accommodation for their staff and this restricts women from undertaking 
extensive field work. This allows the male staff to travel more often, gain 
experience and expertise, and are automatically placed ahead of female staff 
when the time comes for promotion. 

This issue was discussed at the final workshop and the consensus was that 
organizations with field operations have to take the responsibility of ensuring 
s8cured accommodation for women. 

2.1 Management Issues 

Recruitment 

Referring to Table: 3 and corresponding Figure: 3, Directors were asked to 
identify and prioritize the problems encountered with recruiting women and 
they are as follows, in order of priority: 

Limitation of Mobility 
Ed ucation 
Religious Practice 
Personal - Child Care 

As can be seen from Figure: 3, the barriers to recruiting are many and they 
correspond to the barriers women face in the preceding section. 
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FIGURE 3 
What are lhe constraints faced by NGOs in Bangladesh 
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However, one of the major barriers to recruiting women that has not been 
prioritized by the Directors is the individual organization's preferences and 
conditions for recruitmont. This is probClbly the toughest one to overcome. 

"Sometimes we specify that women would be given preference in certain posts. 
But thell does not mean that they will be recruited. What is done is that during the 

written test, women's passing grode is considered lower than men's, so as to 
enab't' them to be recruited. During the interviews, women W,'JQ ore bnght and 

h<.vr, no incumbents - SUcil as small children, are relatively free to work, to move 
arOLnd ond ore willing to work, oro given preference. [Jut male candidates 

face tougher screening tests". 1\Ilale Director of 18ading national PVDO. 

This example, including discussions with other Directors, show that while 
orq:::mizations willingly advertise for women cCln,jidates and show preferential 
treatment during the screening and interview, they still tend to see a normal 
part of women's life as a problem. Women will have children, will be 
responsible for them and will need to work. Yet, this is seen as a problem or 
rather as an "incumbent" and therefore, instead of providin!;j child care 
facilities, children are considered to be a minus point for mothers searching for 
work. 
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2.2 Barriers to Development as Managers within their own 
o rg ani z a ti 0 n s 

While it is appment from this survey that both women 'and men face problems 
within their organizations, the problems faced by women are more 
complicated in nature. 

Referring to Table: 4, out of the 28 women respondents to the question on 
barriers to development as managers, 39% said that they receive little 
cooperat!on from the management, and the situation is made more difficult by 
the harassment they face from the male colleagues. Responses show that only 
around 29% of UlG respondents receive cooperation from Ule management. 
This problem is linked with organizational attitude and practice which are often 
quite different frc:l1 Ule organization's stated policy. 

Women's scope for advancement is further limited due to insufficient academic 
qualification and by th~, inability to speak in English. 14% of women 
respondents indicate that this is used by the management as an excuse not to 
send women for higher training. This in turn encourages the management to 
prioritize men for higher training, including overseas training. Social and 
family responsibilities furttlGr restrict women's freedom to work in the same 
manner as their male colleagues. 

39% of the women respondents identified a problem that women face in 
particular, and that is - lack of proper evaluation of women's work. As a result 
of which: 

a) women's contribution to their organization remain unappreciated and 
unrecognized, and 

b) scope for top management posts remain out of bounds despite 
women's competence and efficiency. 

The areas of common b::nriers for both women and men are : inadequate 
implementation of office rulp.s and regulations, and centralized and autocratic 
decision making procedures. 

7% of the women respondents indicate that they do not face any barriers and 
29% receive cooperation from the management. 

Of the 37 men respondents to this question as to where men faced barriers, 
16% indicate that the biggest barrier faced by men is improper evaluation of 
their work, and poor implementation of organizational policy. This barrier 
correlates to th2.t faced by women. 

24% men indicate that they do not face barriers because the organization is 
well managed with well conceived policies and programs. For further details 
see Table: 4. 
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2.3 Mobility - is it Important fa: Work? 

The question asked in this section was the. following: 

Do you think mobility is important for your performance as a 
manager? 

In response to this ql1estion, a total of 32 women responded. 93% said that 
mobility was important for their work, out of which 75% indicated that mobility 
increased their opportunity to work independently and increased their self 
reliance. 

Others believe that mobility helps to coordinate their work and increase their 
communication skills. Mobility also ensures supervision and evaluation that in 
turn ensures effective implementation. Without the ease of mobility, the 
potential of achievement is severely limited. 

Only 3% answered ttKlt mobility was not important to their work but did not give 
any reason for ttlCir answer. 

Out of the 41 men wh'] answered to this question, 49% indicated that mobility 
helps to better implement programs and strategies. 24% feel that mobility 
encourages more interaction and communication with the target population. 
The remaining 17% indicate that mobility is important for monitoring, 
management and rJovelopment programs. 

For additional detail:; see TJble: 5. 

2.3.1 Preferred Mode of Transport 

Both women and men have identified the use of motorbike to be necessary to 
fulfill their duties as mJnagers. This is interesting because experience shows 
that organizations lose women staff at the field level because they are forced 
to ride motorbikes. The survey shows that though more women use public 
transport, they prefer riding motorbikes. This could mean that .... omen have 
broken the myth - they are cap.::lble of handling these machines. And another 
reason could be thJt in order to perform effectively and in competition with 
men, they choose motorbikes as a preferred moce of transportation. See 
Table: 6 and corresponding Figures: 6A, 68 and 6C. 

"Due to problems with mobility women get left out. Despite directing benefits 
at wcmen, the main ceneficiaries become men". Woman manager of 

women's family planning agency. 

"Due to frequent monitoring and supervising activities, women, due to mobility 
problems, get discouraged because the area of coverage becomes too wide 

and takes too much time". Male head of national PVDO. 
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2.4 Working Late 

This issue is a bone of contention between management and women 
respondents. In most PVDOs, working hours are long and both female and 
m~le m~n~gers make ~n attempt to work longer hours. Therefore, the question 
asked w~s "Does the problem of working longer hours or at night 
seem to be a barrier to your working cJpacity" ? 

As can be seen from Table: 7, 33 women responded to this question and 
provided more th~n one answer. Hence, there are 39 responses from 33 
women. 

Figure: 6A 
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FIGURE 68 
Which mode of transport do you use ? 
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51 % of the women indicated that working longer hours or at night impedes 
their efficiency and working capacity. 15% believe that the quality of work 
deteriorates, while 13% said that the. lack of security, limit~d scope to work in 
groups and lack of safe arrangement to return home at night are barriers to 
working late. The remaining 13% indicated that working late was socially 
unacceptable and that adequate time could not be given to oneself and the 
family. 

49% women indicated that working late did not impede their working capacity 
because it increased their ability to work and successfully accomplish their 
assignr,lents. 

33% of the 40 men WllO responced to this question, answered in the 
affirmative. Working Inte created problems in their family life, deteriorated the 
quality 01 their work and left them witll no time for leisure. 

67% of the men said that working IClto was not a problem. The majority of the 
men indicated thot it was necessary to work late to complete their tasks and 
that it increased their efficiency and experience. 

For further details see Table: 7. 

2.4.1 Working Late Nights - Under What Conditions 

The respondents were asked "under what conditions would you prefer 
to work late"? The answer is as follows: 

The conditions Linder which women and men would be willing to work late are: 

a) through workin~) in a group and 
b) being brought home. 

It was interesting to note that more men than women wanted to be brought 
home and the reason could be that larger number of men than women work 
longer hours. See Table: 8 and corresponding Figure: 8. 

2.5 Child Care, Maternity Leave and Leave for Personal Reasons 

Special attention wcis given to this issue as many organizations often see 
maternity leave and child care as minus points for hiring women. 
Organizations feel that the time out required during maternity leave hampers 
the program and the smooth running of the office. 
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Figure: 8 
------.-~---- ----- ._------- .-----. 

The survey (see Tables: 9A, 98, 9C LInd 90, and corresponding Figures: 9A, 
9B, 9C LInd 90 )SllOWS that maternity le3ve is grLlnted and its duration varies 
from orgLlniz3tion to orgLlnizZltion. Only 50% of them grLInt mLlternity leave for 
90 dLlYs while others grLInt between 10 LInd 75 dLlYs. 

During the entry workstlOp wtlCre there existed scope for extensive 
discussions with orgZlnizZltions, it W3S suggested thLlt though the policy exists, 
mLlny PVOOs LlctuLllly discourZlge pregnLlncy, especiLllly during the initial 
yeLlrs of service. However, the survey reveLlls thLlt women LIre not discourLIged 
LInd in fLlct, 17% were 9ranted mLlternity leLlve with PLlY during their 
probLltionZlry period. 

It was felt necessLlry to see for whLlt other reLlsons women needed leave. This 
is another area of conflict between them and the mLlnagement as women 
seem to require more leLlve, more often, than men. The most common reason 
appears to be personLlI illness, closely followed by children/family illness and 
fulfilling sociLlI obligLltions. The latter category refers to the social and family 
responsibilities. Women do not find it possible to separate themselves from 
such responsibilities LInd obligations from their professional life and are thus 
often forced to fulfill them by taking leave. This has been a topic of discussion 
with manLlgement who feel thZlt these LIre some of the reasons why women are 
not placed in manLlgement positions. 

Provision for child care is necessary when recruiting women. While 
organizations do not appeLlr to provide child care facilities in the office, some 
do seem to allow women time off to feed their children. But there remains at 
least half who do not. 

This is an mea that organizLltions have to pay more attention to if they are 
sincere about recruiting and retLlining women for a longer period of time. This 
will allow women to gain experience and skill to undertake management 
assig nmerts. 
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FIGURE: \JA 
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FIGURE 9C 
What actions are taken if an employee becomes pregnant 
during prob-ationary period? 
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2.6 Discrimination and Harassment 

This issue was discussed at length at the entry workshop where the 
- participants insisted ·that the level of rl;scrimination and harassment against 

women within their own organizations need to be assessed. Otherwise a 
critical barrier to women's involvement and advancement in PVDOs would 
remain hidden. The entry workshop participants h81ped to expar,d the scope of 
questions to its present form. 

As can be seen from Table: 10 and corresponding Figure: 10, out of 33 women 
respondents 51 % said that they faced discriminatory behavior within their own 
organizations. It is important to identify what kind of discriminatory behavior 
women are faced with. 40% indicated that women do not receive recognition 
or praise that is due to them. 37% f<lce demeaning and impolite behavior from 
their male colleagues. 26% indicated tilat women are assigned the more 
tedious and routine work while men are given the more interesting and 
glamorous tasks. 23% of the women respondents are expected to perform 
tasks that are considered to be a natural part of women's work: to serve tea 
and food, and <lct as nurse-maids. 

Wanting to know more specifically (see Table: 11 and corresponding r-igure: 
11) whether women encounter beh<lvior from male colleague tilat borders on 
sexual harassment, about 40% of tile total women respondents answered that 
they f<lced indecent and vulgar beilavior from their male colleagues. Out of the 
40%, 90% wonl8n indicated that tile ilarassment was verbal, 36% indicated 
physical harassment and 28% faced other kinds of harassment. 

As can be seen from Table: 12A and corresponding Figure: 12A, 50% of the 
40% actually complained to some 0118 about tilelr harassment but they did not 
indicate who thelt person was. While 43% identified the offender for 
appropriate action, there was an equal percentage who said that the incident 
was not dealt with in an attempt to s<lfeguard ttlO organization's reputation. 
The: rest either took leave or left their jobs, 

It appears from Table: 12B and corresponding Figure: 12B, that organizations 
try to assess the truth of the situation in more than one third of the complaints 
received. In 29% of the cases, no <lction was taken, while in a similar 
percentage of cases, the management have brushed away the incident saying 
tilat they were not of much importance. It is seen that in 21 % of the cases 
reported the victims were persecuted themselves. 
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FIGURE 10 
[n your work place, have you faced any discriminating 
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FIGURE 12A 
Following occurence of harassment, what steps did fOU take? 
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The most common form of punishment meted out to offenders was a warning 
for the future (see Table: 12C and corresponding Figure: 12C). 

21 % of the women who did not receive any help from the management 
applied for transfer to another working area. A similar percentage stopped 
talking about the incident (see Table: 120 and corresponding Figure: 120). 

Though the survey was small compared to the existing number of 
development agencies, nevertheless the percentage of reported cases of 
harassment is frighteningly high. What is even more alarming is the relatively 
high percentage (43%) of cases which were not dealt with by the 
management. However, looking at the Directors' responses, this is not so 
surprising because only 14% of them actually acknowledged tile fact that 
women were being harassed in tlleir organizations. Tllis figure does not in any 
way correspond to tile percentage of women (40%) who said that they faced 
various kinds of harassment. 

This difference is not a question of a difference of perception; tllis difference 
indicates that management does not recognize nor acknowledge that women 
are harassed. This allows the managE!ment not to take any necessary action to 
redeem the situation and punish the offenders. Under these circumstances, 
women would find it very difficult to continue working. 

2.7 Are Women Managers Necessary 

This issue is somellow the crux of tile matter: is it irnportant or at all necessary 
to Ilave women managers to understand women's problems. Tile question the 
respondents were asked was "Do you think an increase in the number 
of women managerial staff would help to better understand the 
problems women managers face?" 

As can be seen from Table: 13, 30 women responded to this question and out 
of tllis, 93% said that women man3gers are more able to assess tile real 
situation of women through discussion and identification of problems. 80% 
said tllat women understood women's problems and thereby could find 
solutions to tlleir problems. They also said managing women's programs 
Ilelped strengthen tile movement to realize women's rights. The remaining 
17% indicated tllat women managers increased women participation in policy 
making. . 

Of tile total number of women wllo responded to this question, 13% said that 
women's presence did not make mucll difference because of tile cooperation 
women receive from male colleagues as a result of tile organization's gender 
policy. 
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FIGURE 12C 
What actions were taken if the victim was identified 
as the wrongdoer? 
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38 men answered, out of which 40% believe that women are necessary in 
crder to understand women's problems because men give less importance to 
what wOfT1en have to say. Others believe that women's presence would assist 
in fighting for women's rights and to promote overall development of women. 

29% men believe that women's presence as managers is not n,1cessary. What 
is required is a change in attitude and that this problem would not be solved by 
appointing more v.'Omen managers. They also believe that women managers 
do not necessarily make the right decision for women. 

27 directors responded to this question, out of which 63% indicated that 
women do understand women's problems better and would be more efficient 
in solving the problems. Women's presence as managers would help to 
establish women's leadership as well as their social rights. 

7% of the directors believe that women's presence would not help because of 
the problems related to mobility that restrict the number of womer employed 
as managers. They feel that male managers trained in gender awareness are 
capable of understanding women's problems. 

Thus it can be seen, the majority of women, men dnd directors agree that it is 
important to recruit women as managers in order to understand women's 
problems, and yet, the number of women in management is few. Why is that? 
Organizations need to re-Iook at their structures, programs and attitude to find 
an answer to this. 

For further details see Table 13. 

2.B Training 

It is well known that PVDOs invest time and money in training their staff. It is, 
therefore, necessary to see what kind of training is available for women and 
men. While a wide range of training is offered to all staff, it appears that certain 
training involves more men than women (see Table: 14 and corresponding 
Figures: 14A and 148). 

In areas like project planning and management, men have received training 
three times as frequently as women. While this could mean that more men 
work in PVDOs, it could also mean that organizations offer Ihis course to men 
more often than to women. This training is also identified by men as the most 
beneficial to women's and men's performance as managers. 
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While men have identified this particular training as an area where more 
training is required, women have prioritized accounts keeping. This could be 
because women see little scope for working in management positions, and 
while working as trainers, organizers and accountants, there exists the 
potential to move ahead. 

During the final workshop, the issue of training was discussed at length. The 
participants recognized that more women need to be trained, though they said 
that the market forces worked against training women. Since there exists a 
limited member of qualified and experienced women managers, there is a 
high demand for their services. And as they receive further training, women 
managers become qualified for the up-market jobs, and smaller organizations 
who trained them, loose them to competition. However, the answer to this 
problem cannot be not to trZlin any women but the opposite. Increasing the 
number of tmined women mZlnZlgers will help to reduco the competition and 
thereby allow orgZlnizations to rctl1in their services. 

At the same time, tile identificl1tion of trZlining as a core problem is an over­
simplification of the situZltion. There are a number of other related factors that 
obstruct women's entry into management positions. However, the ' .... orkshop 
participZlnts appeZlred to look at training as a panacea of all problems 
because: 

a) it is an easy solution, 

b) it enl1bles organizZltion to seek funds for training, 

c) it allows organizZltions to ignore the more complicated and tougher 
issues of women's subordination and discrimination within the 
organization Zlnd outside. 

As requested by the participants, a brief list of available training for women in 
management available in BanglZldesh is given below: 

1. Save the Children Fund Australia has been conductirg training for 
women for the last 2 years. It is a four week course that includes: 
management, accounts, gender issues and income generating 
activities. This training is available for any interested organization and is 
supported by the Fund Coordination Office of CIDA. 

2. Proshika-MUK provides a number of training related to program and 
organization management, accountS-keeping, IGA and WID issues. 
These training are Zllso available for everyone. Interested organizations 
will have to bem trZlining costs. 

3. BRAC at Rajendrapur also has provision for training in management, 
accounts and IGA. Interested organizations will have to bear training 
costs. 
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4. BPHC arranges training for the organizations they support through 
BRAC and other organizations. 

5. VERC is in the process of consolidating a proposal whereby they would 
train women in management issues and it would be open for other 
organizations along with their own staff. 

6. Institute of Personnel Management offers post graduate diploma in 
Personnel Management where regular and correspondence courses 
are available. The duration is 24 months and the course includes: 
personnel management. industrial labour law. management. nffice 
administration and other labour management issues. 

7. BMOC also provides training in personnel management as a regular 
course. 
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3. POLICIES AND PROGRAMS 

The participants at the entry workshop felt that it was not enough to look at 
policy issues without looking at the way programs are implemented. It is often 
at the implementation level that women face constraints. Therefore, both 
women and men were iJsked to look at policies and work procedures within 
their own organizations which hamper participation of women as managers. 
Directors were interviewed on this issue also. See Table: 15. 

58% of the 33 women who responded to this question indicate that 
organizational policy was not a hindrance to women's participation in 
management. The remaining 43%, however, say that rigid worl<ing hours, 
inflexible transport policy and absence of a proper recruitment policy hamper 
women's positions in PVDO management. Other problems such as confining 
women to women's programs only iJnd the practice of unilateral decision 
making by top management make it difficult for women to function as 
managers. 

84% (If the 44 men ~.lnswering to this question indic3ted that organizational 
policy was not a problem. However, the rem8ining indicated that women were 
given low priority positions in the organization, and that the organizations 
themselves did not follow a policy of positive discrimination. This pmctice only 
helps to exclude women's participation from management positions. This 
situation is miJde worse by offering women low wages and no residential 
accommodation in the field. 

The Directors interviewed were asked if they thought the manner in which 
programs were implemented actually promoted or hindered women's 
participation, especially as managers. The answers were both in the 
affirmative and the negative. 50% of the Directors believe that by implementing 
programs that deal with women's issues, allows an increasing number of 
women to participate. A participatory planning and implementation process 
also facilities the inclusion of women as it allows them to take an active part in 
the decision making process. Flexibility in transport options are an important 
element, otherwise women often opt out of demanding positions in the field to 
work in sedentary posts in the head quarters. This removes them irom the 
organization's mainstream that affects their future as managers. Directors also 
feel that positive discrimination helps to ensure women's p3rticipation. 

The other 50% say that rigidity in the mode of transport sometimes create 
problems with mObility, rather than solving or easing women's mobility. 
Organizations tend to lay down specific transport policy which at the 
implementation level creates obstacles for women. The other factors relating to 
long working hours, the monitoring and evaluation system that requires 
intensive field coverage at regular intervals, tend to inhibit women's 
participation. Transferable jobs, especially those that do not provide 
accommodation, almost automatically excludes women. 
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The enlightening aspect from the above discourse is the degree of realization 
among the heads of organizations of the difficulties women face due to the 
manner in .which programs are implemented. Introspective analysis is 
necessary for organizations, specially when it is recognized that women are 
important to understanding women's problems and for running women's 
programs. This kind 0' analysis may indicate areas where organizational 
intention and practice are in conflict. 

"Programs that deal with women's issues encourage women's participation, 
e.g .. , literacy programs for women beciJuse it deals with human rights and 
women's issues". Woman fl1<1naoer of a PVDO whose primary targets are 

women. 

"A lot of development programs are geared towards men rather tiJan women. 
Men's groups meet in the evening and it is considered unsafe for women to go 

out in the evenings. Also women have children". Male director of a 
international PVDO with both women's and men's groups. 

3.1 Existing Efforts to Promote Women's PartiCipation 

As can be seen from Tables: 16 and 17, and corresponding Figures: 16 and 
17, organizations are makino efforts to promote women within the 
management structure by providing maternity leave, scope for staff 
development, flexible working hours and by providing opportunity to give 
exams that allow them to compete for senior posts. These areas were 
commonly identified by both women and men. Men, however, go on to 
respond that organizations give preferential treatment at recruitment, transport 
facilities, proper evaluation of work and training ~o women. 

The Directors prioritized maternity leave, time-off to feed children and flexible 
working hours as part of the existing facilities available to women. The 
interviews with the Directors revealed that organizations are attempting to 
develop women's capacity within the organization through training, increase in 
benefits and by providing a career path. 
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FIGURE: 16 
What has your organization done to promote women's 
participation in management. ? 
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4. SCOPE FOR FURTHER ACTION 

Despite the instances Of positive action and increased benefit towards 
women, their involvement as managers is still much lower than expected or 
desired. The following are some of areas where scope for further action is 
identified by women and men respondents (see Table:18 and corresponding 
Figure: 18) : 

1. More women as managers need to be recruited and policy changes 
have to take place to accommodate women's needs. Mora men than 
women think this is necessary, may be because women realize that it is 
not only a policy issue, but one of attitudes and perceptions. 

2. Benefits to women have to be increased that will encourage women to 
aspire for management positions. 

3. In the area of staff development, both women and men indicated that 
more women have to be trained, be sent on stlJdy tours and to attend 
seminars. Both feel that skill development and exposure to new people, 
places and ideas are available to women in a limited way. More 
attention has to be paid in this area. 

4. Organizations have to take responsibility for providing accommodation 
for women. Women also need time off to feed their children. 

During the interviews with the Directors, it became obvious that they 
identified two major areas thelt need to be further developed: 

i) Further training has to be extended to women in order to allow 
them to develop as managers. This would enable the 
management to develop capacity from within their organization 
and would go a long way in filling the gap that exists. 

ii) At the same time more women have to be recruited. 

A network or forum for women in management positions who could share 
problems and solutions, strategies, and if necessary act as a lobbying/activist 
group in order to bring about changes for women managers. ThiS idea was 
proposed in the final workshop by a woman manager. 

In an attempt to determine the broader issues that could indicate areas of 
strategic, programmatic and policy changes, women respondents were 
requested to identify activities that they would be willing to undertake. 
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Figure: 18 
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They were also requested to indicate areas where the government, PVDOs, 
donors and the civil society could participate to bring about a positive 
change in the existing situation of women managers, For details see Table: 
19, 

"To develop managers from within the organization and promote them accordingly, 
for example, if anyone shows potential to be a'manager but works in a aifferent 

department. then they should be encouraged to develop as a manager. Academic 
qualifications should not be a barrier", Wonwn manager of a PVDO whose primary 

target group are women. 

"More publicity and networking with women's organizations and academic 
organizations to ensure qualified women apply for managerial posts'. Woman 

head of a coordinating agency." 
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5. CHANGES DUE TO WOMEN'S PRESENCE AS 
MANAGERS 

Organizations over the last few years have attempted to place women in 
management positions. It was, therefore, decided to interview Directors to 
see whether women's presence had made any difference within the 
organization. 

The Directors believe that women's presence has led to the acceplance of 
women as leaders and decision makers by their male colleagues. 

The staff seem to be more gender sensitive and there appears to be 
increased collaboration botween female and male colleagues. 

There was been an increase in the trust in women's capability. Previously it 
seems that management and male colleagues would hesitate to give much 
responsibility to women. But that appears to have changed. 

"At the group and field level the emphasis is more on ability than on gender issues 
and yet we find in our organization more women are involved in decision making 
positions. This also denotes a high level of gender C/wartJfJess. Men working with 

women have to change and tiJat I70S happened'. Woman Director of a leading 
PVDO with programs targeting both women and men. 
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6. SUMMATION 

1. Barriers faced by women cuts across the board; whether they work in 
PVDOs or in other sectors, constraints due to social and religious 
practices, mobility and household responsibi!itics restrict women from 
working in management positions. 

2. Problems with recruiting women is primarily due to the organization's 
perception of women, because most of the existing terms and 
conditions of employment are more suitable for men rather than for 
women. If PVDOs are sincere about hiring women, then terms and 
conditions have to be conducive er Jugh to attract women. 

3. Once recruited, women seem to receive little cooperation from the 
management. This problem is linked with orgzlnizational attitude and 
practice whictl is often different from the organization's stated policy. 
The other constraint women face is due to insufficient academic 
qualifications ttlat restrict their upward mobility within the organization. 

4. Mobility is a critical factor for women to effectively perform their duties 
and many are willing to use motorbikos to increase their efficiency. 

5. goth men Qnd women identify ttlG IQck of security and IQck of provision 
to be reQched home (lfter work as a serious problem. This survey 
shows that working IJte is not only women's problem; it is considered 
to be a problem for men also. Hopefully this survey will help in 
breQking the myth that only women hQve problems working late at 
night. 

6. While orgQnizations seem to provide maternity leave and time-off from 
work to feed children, none actually provide child CQre. 

7. An alarmingly high percentQge of women working in PVDOs face 
discrimination and hQrQssment thQt is seldom recognized or 
acknowledged by their director. 

8. Directors, women Qnd men Qgree that women are necessary for 
programs that taroet women. 

9. However, more men are trained in program planning and 
management while women receive training as trainers, organizers and 
accountants. 

10. Policy of rigid transport rules, unclear recruitment policies and 
irregular working hOllrs inhibit women's participation as managers. 

11. Program implementation can both promote and impede women's 
involvement. 
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12. PVDOs can encourage women managers by giving preferential 
. treatment during recruitment, by providing transport facilities, training, 

benefits and proper evaluation of women's work. 

13. More women have to be recruited and policy changes have to take 
place to accommodQte women's needs; further training and other 
benefits hQve to be extended to women as a course for future action. 

14. Women's presence as managers has made a positive difference in the 
working environment and in the acceptance of women as leaders. 

7. SUGGESTED ROLE OF PACT BANGLADESHI 
PRIP 

1. To conduct a similar survey with the same organizations at regular 
intervals over a period of 3 to 5 years to chart any changes in the 
situation of women in management positions in PVDOs. 

2. To support networks or forums of women managers who may wish to 
share a common plQtform to voice their problems, grievances, to 
discuss any positive and negative chQnaes within their organizations, 
and establisll linkoaes with the segments of the civil society which may 
help to overcome existing borriers. This support mQy be extended in 
collaborotion with ADM3. 

3. To support training thQt target women in management pOSitions or 
aspiring to be mQnQgers. 

4. To support gender sensitization process througil workshops and 
training involving heads of organization and male PVDO managers. 

5. To disseminate the findings of this survey to a wider community of 
PVDOs and donor agencies. 
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Terms of Reference 

.Understanding the Situation of Wom.en In 
Management Positions in NGOs in Bangladesh 

Background 

Most NGOs have as one of their objectives the improvement of the 
situation of 'Nomen, and are indeed leaders in such work amongst 
social d8velopment organisations in Bangladesh. :t is generally 
agreed that women's situation will be advanced more if women are 
in control of the programs designed to help women - and in this the 
NGOs fall down. The number of women in management positions in 
NGOs is small compared to men. 

The irnoortance of finding women for, funding womens training for , 
and placing women in management positions in NGOs is given varied 
priorities !=imongst NGO directors. In some cases they pay lip service, 
and in some cases there is consistent effort to identify potential 
mid level and senior management women staff and to find ways in 
which their special needs cJ.n be accommodated by the organisation. 

PRIP is very interested in increasing the number of women in 
management positions :n NGOs, and feels that a survey of the 
present situation will be valuable. It is thought that a well 
constructed survey together with workshops on the product of the 
survey, will reveal not only a lack of women managers, but also 
constraints against their easy appointment and assimilation into the 
work of NGO management. The survey, therefore will, hopefully, have 
three results: 

a. clarify the seriousness of the present situation 
b. concentrate NGO leaders minds on the problem 
c. encourage people to share their ideas on how to overcome the 

problem. 

PRIP is therefore interested in contracting a consultant to survey 
the incidence of women in management positions in NGOs, and the 
problems that exist in increasing their number. 



Specific 

1. The consultant must clarify a sampling methodology which 
will be manageable and which will gather data which is 
representative geographically, between large/meium/small NGOs, 
and between kinds of NGOs 

2. The conultant must develop a simple questionaire and a method 
of administering it which will elicit the right information, and must 
pre-test the questionnaire. 

3. The consultant must liaise with AOAB to gain their support and 
endorsement for the research 

4. The consultant must 

a. choose those who will administer the questionnaire 

b. hold an entry conference with the organisations which 
will be concerned with the questionnaire to explain it. 

c. send out the questionnaires 

d. collect them and follow up on those not filled in, badly 
filled in etc. 

e. analyse the results and produce an interim report as the 
discussion document for a workshop 

f. organise and facilitate a workshop on the survey in 
which the findings of the reporl and the results are 
discussed 

g. prepare a final report incorporating the final workshop 
discussions in a readable style for distribution in English 
and Bangia, and present this to PRIP in hard copy and 
diskette. 
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LIST OF SELECTED pmos 

Association for Land Reform and Development (ALRD), Dhaka 
Association for Social Advancement (ASA), Dhaka* 
Associ3tion tor Realisation or Basic Needs (ARBN), Dhaka 
Association of Development Agencies in Bangladesh (ADAB), 
Dhaka 
Banchte Shekha, Jessore 
Bangladesh Rural Advancement Committee (BRAC), Dhaka 
Bangladesh Hari Progati Sangha (BNPS), Dhaka 
Bangladesh Women's Health Coalition (BWHC), Dhaka* 
3anophul 30cial ~elfare Organization, Chittagong* 
Centre for Development Ser"Jices (CDS), Dhaka 
Centre for ~ass Education in Science (CHES), Dhaka 
Come to ~ork, Dinajpur* 
Community Development Library (CDL), Dhaka 
ComnlUnity Development Association (CDA), Dinajpur 
Community Development Centre (CCDEC), Chittagong 
Concerned ~omen for Family ?lanni~d (CWF2). Dh3ka 
Dhaka Ahs,n ia :1 iS3 ion (DAH), Dhaka 
Du lai .]al;akalyan Sangstha. 2abna* 
Friends in Village Development Bangladesh (FIVDB), Sylhet* 
Gandhi AshrJ.m T::ust, ~Ioakhali 
Ghashful ~CH F? & ~~ Association. Chittagong* 
Gano 3hahajja 3angstha CGSS;. Dhaka 
'JonoshasLlya :\:endr:l .. :,:;'1\) . .3ol'1ar* 
Gr:lm Unnuyan 0 Dustho Saba Kendr:l. Gaibandha* 
G::ameen Jano Ka~y~n .3angsad. 3unamgonj 
Mari::ampIJr LJusto :1ahila BahIJ;nukhi 3angstha, Bagha, Rajshahi 
. Jagorani :h:J.kr3. (JC), .]t::!ssor0 
Jagrata Juba Shangln. :\hu 1na* 
Kanchan Samity. Dinajpu:: 
Loke Unnayan Kendra. Kalic.ola. Dina,jpIJr 
Hadari?ur Legal Aid Association, HadaripIJr 
:1ohila 30humukhi Shi.kkha :Zendra (HBSK), Balubari. Di),a.Jpur 
Hohila Unnayan Karmasuchi 
~Iohila Unn:l/an Samity, Hanikgon,j 
~I i,j era K 0 r i. D h a k a.t: 
PACT Bangladesh/PRI?, Dhaka 
People's Oriented Program Implementation (POPI), Jamalpur* 
Po II i :3 r e e. Din a,j p IJ r 
?rodipan, :\hulna 
Proshika Hanobik Unnayan Kendra (PHUK), Dhaka 
Rural Reconstruction Centre (RRC), Jessore 
Samaj Darpan. Dinajpur 
Samakal Samaj Unnyan Sangstha, Pirgonj, Rangpur* 
Samata Samaj Kallyan Samity. Pabna* 
Sankalpa, Patharghata, Barguna 
Sashika, Jamalpur~ 
Secchasebi Bohumukhi Mohila Samaj Kalyan Samity, Rajshahi* 



LIST OF SELECTED PYDOs(Cont'd) 

4B, Shastha-O-~allyan Sangstha (SKS), Shariatpur* 
48, Shal'l Unnayan, Raj shahi* 
50. Shirashuni Humani:ar:an Snhance Territorial Unity (SETU), 

i\ushtia* 
51. Shishu Niloy, Jessore* 
52. Socia Economic Development Agency (SEDA), Hanikgonj 
53. Sunflol'ler, Dinajpur 
54. Surj3mukhi Hohila K31yan Sangstha, Khulna* 
55. Thengaill::tr::t Huhila Sabuj Sanglla, l3ogr::t 
Sci. Under?ri~ilcBed Children's Educ::ttional Programs (UCEP), 

Dh::tk::t* 
07, Unity for '.3ocial ::lnd Human Action (USHA), Dhaka 
58, Unnayan Sahojogy Team (UST), Dhaka 
59. Unnayan Artha Samajik Sangstha, Khulna* 
3D, Uttara ?olli Unnayan '.3;.lndha, Dinajpur 
51. '/i11315e Educ:ltion ~tJsourCt~:=entro~ ('/ERC), Dhaka 
52 . '10 1 u n tar y As::; 0 cia r. i I) n f 0) r ~ u r aID eve 1:) p I!I e n t (V A R D). S y 1 he t 

* denotes ?VDOs that ~ere 3hor~li3ted, sent questionnaires, 
followup reminders made over telephone and through ADAB 
RFGs but did not return filled-in questionnaire(s), 



QUESTIONNAIRE FOR INTERVIEW OF 
WOMEN IN NGO (PVDO) MANAGEMENT POSITIONS 

Annex-C 

All responses ~ilL be ~ept confidential and the study report will 
nake no ~ention of indi?iduals and organizations. interviewed. 

If the apace provided in the questionnaire is insufficient, 
please ·..Jrit.e nn the blank sheets provided at the end of the 
quest.ionnaire. ~lease mention the item number of t~8 
quest.ionnair~ if you are writing on the blank sheets. 

A. General 

1. ~Iame: ______________________________________________________________ __ 

2 . 0 r g ani.:: at ion: ____________________________________________________ _ 

3. ?osi~ion: __________________________________________________________ _ 

4 . :::d u cat i I) n : ____________________________________________________ _ 

5 . D a t eJ f J ,J in in g in ::. h is N GO : _______________________________ _ 

.3 . ? ~ i 0 r 'I'I!) r i{ :. n g ~:<p ~; r i ~ n c ~ : ____________________ . ________________ _ 

B. Specific 

7. ~hy jid you decide to work wit.h an NGO? 



8. 

I 
I 
I 
I 

'I/hat, i:1 
:.;omen as 

3arri~!.'"s 

~30cial 

(S.2 CulturJ.l 

I,) . 3 R eli ,~ i .J U :; 
\ 

~Obil:tj1 
i8.5 Educa:ion 

1:3 . 13 Attitude 
I 

your ')pinion, are 
nanagers in general 

the bar::-iers to 
in Bangladesh? 

I 

Please (Rank in order 
tick el)/of impo~tance 

(:\,B,\..,O) 
I 

I I 

I I 
I 

:'l.i3.1 ?:lmily 

de'/e lopmen t of 

I 

I 
Add 
Gomment.:; 

! 
i 

( 

I 
I 

~ ~----8-.-6--.-~---3-,)-,-c-i-a-~----------~--------~~--------------~---------- ( 

! 3.13.3 rnstitutional I 
IS.7 ?~~sona: I 
-----------------------------.---------c--------------~------------~\ 

.3.7.~ ?inancia: 

I 3.7.3 3el~ confidenc~ 
; 

I 
I 

" 

--===l 
\ 

(A::;nost important, B=relatively important, C=important, D=not so important) 
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9. 'i/hat, in your 'Jpinion, are the barriers to development 
cf woman managers in your NGD ? 

Please Rank in order Add 
Barriers tick (f) of importance comments 

(A,S,C,D) 

8.1 Social 

8 ., 
' • L- Cultural 

8.3 t'\eligious 

3.<1 Mobility 

8.5 £duc:ltion 

8.6 Attit.ude 

0.6 1 Fam i ly 

I 

( 3. S. 1 Soc i::!.l 

3.0.3 Ins t i tu t ion::!.l ( 

8.7 2ersonal 

I 8.7.1 Ch i ld Gar~ ( I 
I 

L 3.7.2 F:'nancial 
I 

I I 

I 8.7.3 Self can f idence ( ( 
I 

8.6 20 li t ic::ll ( 

8.9 Others (9lease srecif'l) : 

(A=;nost. important. B=;:elatively important, C=important, D=not so important) 

10. ~hat are 'lour duties/responsibilities in this NGO ? 

a. 

b. 

c. 

3 

f~\ 



10.1 Your scope of authority in relation to your supervisor 

10.2 Your scope of authority in relation to your colleague 

10.3 Your scope of authority in relation to your subordinate 

11. ~ith ~hom do you have to interact ~ith in order to 
accomplish your ~ork 

a. 

b. 

c. 

11.1 Ho~ do you interact (;?lease tick) 

~ Telephone ~ Letter _ Field visit 
: Forum/net~ork ~eetin~ - Staff :neeting 
= ADA8 cha;?ter meeting _ ?ersonal contact 

12. Which ~re the institutions you have to interact ~ith 
B. 

b. 

c. 

12.1 Ho~ do you interact (please tick) 

O·Telephone 0 Letter CJ Field visit 
o Forum/net~ork meeting I] Staff meeting 
o ADAB chapter meeting o Personal contact 

13. When representing your organi=ation, ~hat is the extent of 
the responsibility your are entrusted ~ith 

o to give decision 0 to discuss only 
(p lease tick) 

o to observe 
o others (please specify) : _________________ _ 
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14. In this NGO, have you encountered any barrier(s) to your 
development 3S a manager? 

Yes, why No, why 

15. I f answer to Question No. 14 is "Yes", 
barriers? 

then what were these 

a. 

b. 

c. 

15.1 How did you overcome the barriers ? (Please include your 
successes/failures also) 

a. 

b. 

c. 

16. if you face any problem relating to nanagement issues. whom 
do you go to ? 

II iplease 
tick (/) 

\Rank in order of 
I importance (A,B,C.D) 

Governing body 

Chief executive I ( 

Supervisor ( 

Other management staff 

Co lleagu e 
f--
Others (please specify) : 

(A=most important, B=relatively important, C=important,D=not. so important) 
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17. Whom do you turn to in case of ~ersonal problems? 

Please 
tick (,"" ) 

1 Rank in order of 
! importance (A,a,C,D) 

Gov~rning body ( 

Chief ~xecu t i'le ( ( 

Sup e r'l i 5 0 r ( 

Ot!1er management 
\ 

3carf ( 

Colleague ( ( 

~Others (please specify): 

(..'I=;nost important, 3=relatively imtJort3nt, C=important, D=not so important) 

ld. ~hich ?~rson(5) have you found to ~e nost responsive ~ 

For nanugenent problem 

':hief ~xecuti'/e 

.3upe::'/isor 

Ot~er JJanagement staff 

Others ·:"lease 3Pecify) 

:-lone 

.~ank :n order 
Ji :Ioortance 

iA,3,C,D) 
For per-."unal problen 

• '-;overn ing ·:x.dy 

. Supervisor 

,Other llanagement staff 

, Colleague 

Others ,:;?lease specify) 

~Ione 

~ank U1 order 
Jt aoortanc~ 

(A,3,C,JI 

(A=;nost important, 3=relatively import.:Uit:C':::im~orta.nt. D=not 50 important) 

I 

18. In ,au r '-Iork 
o e h a 'I i 0 u r fro m 

i? lace. ha'ie you faced any discriiIlinating 
llale ~orkers ? (please tick) 

Yes C No C 

If the ans'-ler is "Y'3S", please indicate 

19.1 Use of demeaning language by male ~orkers towards female 
'.30 rker C 
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13.2 Not allowing female worker ~o talk at meetings C 

19.3 Depriving female worker of due ~ppreciation 0 

13.4 Assigning men to more at:ractive tasks. 
~omen to nore tedious tasks C 

while restricting 

13.5 Making female ~orker ser~~ tea. food. act as nurse to unwell 
male colleagues C 

13.S Others (please specify) 

20. 'I/hile · ... orkin~. have you or your female colleague faced any 
indecent or ~ulgar behaviour from male workers ? (please 
tic k ~ 

Yes No 

21. If the ~nswe~ to guest ion 20 is 
of indecent/vulgar behaviour 

"1/ ., .I.es , indicate the nature 

- 'Ie r:al _ Obnoxious 30dy Language 
.: ?hysi'cal Harassment : 0thers 

22. If 3.nsr,.zer to question :20 i3 'Y-3s", ~..Jhat steps did you take? 
" ? I e a :0 e ': ~ ,~ :{ ) 

2:.: ~omplain :0 someone ~Yhom 

~~ ~ Ke~ping qu~et ~o ?rotec~ :he )rgani~ation's name G 
:2:.3 ~denL.:':/:'ilg +:~e !)ff~nd~r lna ~nsuring justict! C 
~2.~ Taking l~av~ C 
.,....., =: 
........... J 

:2:2,:3 
~esi;ning ~rom the job -
30Liciting help f=~m ,:~e 

Against '4omen r: 
Resi:oting Oppression 

~ ., 
.... J • 

3eeking ?olice help C 
3eeking help ~=om other 
Jthers \please specify. 

=n response to the 
organi:aticn/authority 

indi~iduals and organi:ations C 

aLLegations. ;.;hat action did 
~ndertake. (Please tick) 

23.1 Not taking any steps: 
23.2 Dismissing the allegations as unimportant 0 
23.3 Identifying the victim as the ~rongdoer ~ 
23.4 Taking steps to verify the allegations: 
23.5 IJffender tried by the orrpni.:ation J 
23.S Offender punished by the organi:ation J 

23.6.1 Offender seeking forgiveness 0 
23.6.2 Offender being ~arned for the future 0 
23.6.3 Temporary suspension 0 
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23.6.4 Asked to resign u 
23.6.5 Handed over to the police _ 

23.7 Other measures (P lease specify) : _______________ _ 

24. What actions ~ere taken if the victim ~as identified as the 
~rongdoer. (Please tick) 

24.1 Seeking forgiveness ~ 
24.2 Being ~arned for the future 0 
24.3 Temporarily suspended ~ 
24.4 Transfer from the place of ~ork 0 
24.5 Terminating employment Q 

25. What actions did you take after receiving no response from 
the organization? (Please tick) 

25.1 Not to discuss the matter anymore C 
25.2 Apply for leave 0 
25.3 Apply for transfer ~ 
25.4 Resign from the job ~ 
25.5 Other 3ctions (Please specify): 

26. 'I/hat has your 
?articipation in 

orJanization done 
management? (Please 

to promote 
tic k ) 

J staff development ~ maternity leave 

~omen's 

- flexible ~orking hours ., other (Please specify): ___ _ 

27. In your organization ~hich policiesi?ractices have hindered 
~omen'5 participation in man~gement ? 

3.. 

b. 

c. 

28. 'I/hat changes 
1 ike to se'e 
managemen t ? 

in the policies of your organization ~ould you 
to further promote ~omen's participation in 
(Please tick) 

28.1 RecrlJitillent 
J Hiring iIlore women officials/managers 
~ Policies sensitive to ~omen's problems 

28.2 Service rules 
J Leave 
:J Benefits 
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23.3 Staff develo~ment 
Tr3.ining _ 
Study leave 

Workshop/seminar 
.., 
'...J Study tour 

28.4 Others (Please specify) 

29. Is there any scope to keep your child in your office/hostel? 
(Please tick) 

29.1 If necessary. 
29.2 If necessary. 

you;:- child J 

can you breast feed during working hours 0 
durin~ working hours C3.n you go home to feed 

30. Is there sco~e for maternity leave? 

Yes :: No :J 

30.1 for how long ? '-1 ____________ -' 

30.2 is it easy to ~vail ? Yes C! No 0 

31. ~hat actions are taken lr an employee becomes pregnant 
dur~ng ?robationary ?eriod. (Please tick) 

..)i... 

3 " .... 

- leave without ?ay " le3.ve with pay 
- ter~inating employment - other actions (please specify) 

know if ~nyone in your organization has 
nat.erllity 
em~loy~ent, 

leave during the ~irst or second 

Yes -' ~l 0 '-J 

avai led 
year of 

Ooes your organization discourage availing of maternity 
leave during the first or second year on employment. 

'{es ::: No -; 

34, ?or ~hat reasons do you need ?ersona: leave. Please tick. 

34.1 Child/:amily sickness -
34.2 Household duties like entertaining relatives/friends. 0 
34.3 Physical illness u 
34.4 Social duties 0 

35. Is it easy to get leave for personal reasons? 

Yes iJ No IJ 

9 



36. Do you think an increase in the number of ~omen managerial 
staff wculd help to better understand the problems ~omen 
workers face ? 

\ Yes, ~hy \ 
I i 

No, why 

!---I---
37. Identify the 

organi.:ation. 
tl'aining you have rece i '.red from the 

Training 

37 1 Social ~alysis lnd 
organi.:aticn 

37.2 Group nanagement 

37. 3 [,e'lelo~ment education arid 
Gommunication 

37.-1 :ianagernenc);' .:;avings­
cred it and income 
generat:.rtg J.ctivitic;s 

37.5 E'rogr3.JllIT1e :nanagernent 

37.3 Acccun ts :nanagemen t 

37.7 ~rcject ;:>lanning ~d 
:nanagement 

37.3 Organizat:onal 
deve lopmen t and 
illanagernen t 

Which training WIlS 

IJOrc useful as a 
nanager 

E' lease ~ 

tick" : 
Indicate 
iJriority 
- A,3,C,D 

Training further 
needed to be an 

effective DUOnger 
. I 
: E'lease : 

tick 
Indicate 
;:>riority 
- A,3,C,D 

'---------1 
! 

, 37.:3 Train:ing of trainers 
I 

37. 10 G0al or ien ted proj ec t 
;:>lanning exercise 

37.11 Gender relations and 
deve lopmen t I 

~----~ I 
I I I 37.12 Others (please specify) I 
I _I~~~ __ ~_~~!~~_~~_~~~~~ 
(A=most important, B-relatively important, C-important, D=not so important) 
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38. Do you think nobility is important for your pBrformance as a 
lIanager ? 

r---" 
I I 'J · ... hy N c). \.Ihy .I.dS J , 

-
-_. 

39. Do you th ink ; . . " is i;nl?or~3.nt for 3. illanager to 
39.1 Ride bicycle Yes 

..., 
No oJ u 

38.2 Ride notorbikc '{ es ;; No 
.., 

39.3 Use public transport Yes iJ No ] 
39.4 Others. ple:lse specify 

-l0. 'lihich one do you use ? 

..jl. ~hich one do 'lou prefer to use? 

..j2. Does riding bicycle/motorbike impro~e your pBrforliance as a 
llanager ,., 

l 
1---,---------------------------------
1---------------------------1 

No, ;,jhy 

43. Does the problem of ~orking longer hours or at night seem to 
be 3 barrier to your ;,jorking capacity? 

Yes, ~hy No. why 

11 



~4. rf yes, unde~ ~hat conditions ~ould you p~efe~ to ~o~k late? 
?lease tick. 

~4.1 Secured arrangement to stay ove~ ~ 
44.~ ~o~k in a group C 
44.3 Secu~ed a~~angement to retu~n home afte~ work U 
44.4 Others (please specify) : ___________________ _ 

~5. ?~om your o~n experience o~ from experience of others, how 
does it diffe~ fo~ a ~oman NGO manager when compared to the 
follo~ing institutions 

45.1 Gove~nment O~ganizations: 

~5.2 Private business/comme~cial institutions: __________ _ 

45.3 ?rivate Banks: 

46. How can the fallowing individuals/institutions assist women 
to develop as better NGO manage~s: 

4 6 . 1 '{ 0 u r s elf : 

46.2 The Gove ~nmen t : _________________________ _ 

46.3 :IGOs/NGO !'ianagemen t: ____________ ~ __________ _ 

46.4 Donors: _________________________________ _ 

46.5 Community (Please specify the sections of the community): 

THANK YOU 
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QUESTIONNAIRE FOR INTERVIEW OF 
HEN IN NGO (PVDO) MANAGEMENT POSITIONS 

All responses ~ill be kept confidential and the study report ~ill 
~ake no nention of individuals and organizations intervie~ed. 

If the space provided in 
please ~rite on the blank 
questionnaire. Please ~ent 
questionnaire if you are ~rit 

A. General 

the questionnaire is insufficient, 
heets provided at the end of the 
on the item number of the 
ng on the blank sheets. 

1. tlame: ______________________________________________________________ _ 

2. Organi3ation: ____________________________________________________ __ 

3. ?osition: ________________________________________________________ ___ 

'1. Ed u cae ion: ______________________________________________________ _ 

5 . D ate 'J f .] 0 in in gin !: his tl GO : _________________________________ ___ 

6 . ?:- i G r 'Ii 0 r kin g :::;q e r i en c e : ___________________________________ _ 

B. Sgccific 

7. ~hy did you decide to ~ork with an NGO? 

~\ 



8. 'I/hat, in your opinion, are the tJarriers to development of 
~omen as ~anagers in general in 8angladesh ? 

Please R3.n k in order 

I 
Add 

8arriers tick (n 0': importance comments 
(A,8,C,D) 

a.l Social ( 

8.2 Cultur:ll 

3.3 Religious ! 
I 

!8 . .': ~obility 
L 
8.5 Education ( 

/8.5 At::itude 
I 

I ; ! :3 . ') . L ? 3.m i ly I I 
L-------------------r-----+----------~------~ 

8.3. Social 

3.5.3 Institutional 

18.7 ?':)t"sonal 
\ 
I 

g.7. 1 Child care 

3.7.2 F:'nancial 

3.7.3 Self confidence 

13.5 ?'JLt:'cal I 
L-______________ ~ __ ~! ________ ~ ____ ~I 

I ---I 10.3 _u_t_n_e_r_S __ C_?_1_8_:l_S_e __ 3_
p

_8_C_i_f_Y_)_: ____________________ --------~ 

(A~ost important, 8=:.elatively important, C=illlPortant, D=not so important) 
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8. What, in your opinion, 3re the barriers to development 
of woman managers in your NCO? 

(Please Rank in order Add 
Barriers tick (f) of importance comments 

(A,B,C,D) 

8. 1 Social 

i 3 .::: Cult.ur:.:d ( 
I 

(a.3 Religious ( 

Is. ·1 
" 

:1obilit:r 

8.5 2duc3.tion ( 
I 
: d. t3 Attitude 
I 

i 3.6. 1 [0 3.m i J j' 
) 

( ! 
I 

:3,c;.l 30ci3.1 

3.0.3 Ins~itutional 

I:J.7 ?~::-son3l 
------------------~--------_r--------------~----------~ 

3.1 . .:. ?in:lnci3.J. 

3.7.3 Self confidence 
':-.---------------i-----~--------__i-------_1 
la.3 ?'Jlitic3.l 

(A=;nosr. important, B=rebti'Jely important, C=impo1:'tant, D=not so irriportant) 

10. ~hat are your duties/responsibilities in this NCO? 
a. 

b. 

c. 

3 



10. 1 You~ scope of luthori~y in :e13cion to your 3upervisor 

10.2 Your scope of ~uthority in relation to your ~olleague 

10.3 Your 3cope of authority in ~8lation to your subordinate 

, 1 
~~. 

a. 

~. 

~ith whom do you have 
accomplish your work 

to interact with in order to 

11.1 How d'J you interac:: 

T~ l~~phone 
" :,)run;'netp.Jork :nC8t ing 
_ ADAB cha?ter ~eeting 

.J Letter 
t::li.'f neeting 
8rsonal contact 

12. ~hich 3~e the inst~:ut~ons you have to inte:act with 
a. 

o. 

12.1 ;.Jaw do you in te rac t (ple:J.se tick) 

J Telephone w Letter ~ Fie Id vis i t 
C Forum/network neeting iJ Staff lIeeCing 
~ ADAB chapter meeting J 2ersonal contact 

13. When repr8senting your organi=ation, what is the extent of 
the ~esponsibility your are entrusted with 

(please tick) 

o to give decision J to discuss only 'J to observe 
J others (please specify) : _________________ _ 

4 



14. In this NGO. have you enc~untered any barrierls) to your 
develJpment as a nanager ; 

15. 

a. 

b. 

,~ . 

3.. 

::1. 

I~ • 

·{es J '..Ihy \ 
I 

.-

If answer to Question No.14 is 'Yes", 
barriers? 

No. Io1hy 
-

I 

then Io1hat were these 

the ~arr~ers ? (Please 
successesi~3i~ures also) 

16. If your face any problem relat~n4 :0 nanagement issues. Io1hom 
do you go t.o ? 

\ 
I 
I 

(Governing 
I 

Chief e:cecu t i 'Ie 

Supe'c'J isor 
I 

I p, 0"" "p .. _ ... '-I...::l .... 

- , 'k ... ) 
f I.. ... '..... \ r" 

.-

( 

( 

(Othe~ management staff I 
Colleague ( 

Others (please specify): 

~ ~ai1~ in order of 
! ~nDortance (A,a,C,D) , . 

( 

I 
\ 

( 

( 

(A=ost important. B=relatively important. C=i.Jnportant. D=not so i.Jnportant) 

5 



17, Whom do you tu~n to in case of personal problems? 

Plo:!ase 
tick ( ;') 

IRank in order of 
i~portance (A,B,e,L) 

IGovernint;; body ( 
/Chief executive ( 

Supervisor ( 
Other ~anage:nen': st.~ff ( ( 
C.)lle3.gue ( 

IOthars (p l'Jaso:! specify): 

(A=;nost important, 8=rdati'mly impor~:mt, C=important, D=not :';0 Lmportant) 

1,' ,'J , ~hich persone:.;) have you found ~o be nost res~onsi'le ? 

For nanagcncnt problen 

Chief -:?xec'.Jti·/e 

,'an! :n urd.r 
31 ~lIoortanc? 

iA,3,C,JI 
For [)e~.xJIlal problen 

Gov~rnini~ bcdy 

Chief ·~xecuti':e 
- -----------~-------------------

'2uper',isor 

Other ;nan3gemen~ star: Other nanagement stai: 

Rani In order 
II l~oortance ' 

iA,a,C,JI 

---'----.-..-, 

13, 

, Col~e3gue 
--------------- ----_. 

'Ii hat has you~ 
participation in 

Jthers ·:tJlease specifi') 

organization done to promote 
management? (Please tick) 

_ StafE development Maternity leave 

women's 

~ Flexible ~orking hours J Others (please specify): ____ _ 

6 

(\J 
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20. In your organization 
women'3 participation 

which policies/practices have hindered 
in :nana.gement ? 

a. 

b. 

c. 

2l. 'lihat changes 
like to 3ee 
iIIanagement ? 

in the policies of your organization would you 
to further promote women'3 participation in 

21. 1 Rec ru i t:nen t 
o Hirin~ :nore women officials/managers 
~ Policies 3ensitive to ~omen's problems 

21.2 Service rules 
Le:J.·/8 
3ener'it3 

21.3 Staff development 
Tr:J.ining 

..., Study 1;3ave 
'1/ 0 r ks hop/ sem inar 

,..., 
'...l study tour 

22. ~o you think an incr~ase in the number of women nanagerial 
staff ~ould help ~o better understand the problems women 
·..lorkars f:l.ce 

'{as, ·.Ihy 

)-------------------­
~:,---

7 

No, why 

/\ 
t;J 



Identi:y the training 
urgani::ation. 

Training 

23.~ Sucial analysis and 
organi::acion 

23.2 Group management 

2:3 . :3 Ceve lop men t -=duca t ion and 
communication 

:23.·! Hana.gemen t or 3:J.'/ingS­
.~rl::.1it and income 
sener3.tin.g 1ctivities 

23.3 .-'lcCQun t::; nanagemcn t 

. 23.7 ?rC)ject ?i.:mnin,g and 
:nanagemen t 

:3 . .3 ~':r;:;:m i:::3. t ~,)n3.l:1e'/e lopm8n t 
and :nan age men :: 

:3.:3 -:'::3. in ing ,)r trainers 

23.10 Goal ·)ri8ott:d ?ro,ject 
? lann ing ~:<erc ise 

:23. tl \~8nCer :.-~l.J.r.~ons md 
·je'l8 lo~men t 

23.~2 Others (?lease specify) 

you have r9cei'led from the 

Which trailling \omS 

nore useful as a 
nanager 

Please! 
tick;' j 

Inciicate 
priority -

A,3,C,D 

Train i.ng further 
needed to be an 

effective nannger 

: Please i Indicate 
i tick;' : ?riority -

A,B,C,D 

(A-most i;npor:.Jnt., :'=relati-teiy important, C-important, D::not so important) 

24. Do you think nobility is inport3.nt for your performance as a 
manager ? 

Yes, why No, why 

8 



25. Do you think it is important for 3. manager to 

~5. 1 Ride bicycle Yes iJ No I] 
25.2 Ride Jlotorbike Yes ., No Cl 
25.3 Use publi.:; transport Yes .: No '" u 
25.4 Others, please specify 

26. '~h i c h one do you use ? 

27. ~hich one do you prefer to use? 

28. Does riding bicycle/motorbike improve your performance as a 
iIlanager ? 

--
No, ohy I '{es, '..Ihy 

----~ 
29. Does the ~roblem of ~orking longer hours or 3t night seem to 

be 3 barrier tc your ~orking capacity? 

'{ e s, '..1 hi' 
___ No'_'..I_h

Y 
__ 

1 
30. .L yes. under ~hat conditions ~ould you prefer to ~ork late? 

(Please tick) 

30.1 Secured arrangement to stay over ~ 
30.2 ~ork in a group: 
30.3 Secured arrangement to return home after '..Iork a 
30.4 Others (please specify) 

9 



31. 

.... " , .j 1. _ 

Fram your own experience or from experience of others, how 
does it differ for a-~oman HGO ~anager ~hen compared to the 
following institutions 

Government argani~ations: 

31.::; i?::'-rate business/commercial institutions: ___________ _ 

31.3 ?rivate Banks: 

32. How can the followinij individuals/institutions assist women 
to jevelop as better NGO nanagers: 

32.:2 T he :~ove rn men t : ___________________________ _ 

32. 3 ~IGOs/NGO Hanagement : _______________________ _ 

32. ~ Donors: ___________ _ 

22,5 Comnunit'l (Please specify the sections of the community): 

THANK YOU 

10 



QUESTIONNAIRE FOR INTERVIEW OF 
NGO (PVDO) DIRECTORS 

All responses ~ill ~e kept confidential and the study report will 
nake no nention of individuals and argani:ations interviewed. 

I~ ~hQ apOCQ p~av~d~d in the questionnaire is insufficient. 
?lease ~ri~e on the blank sheets provided at the end of the 
~uestionnaire. Please mention the item number of the 
questionnaire if you are writing on the blank sheets. 

A. General (about the individual respondent) 

l. Name: 

D 3. t e 'J fJ 0 in in g i;l t: his NGO: __________________ _ 

3. Prior ',.jorking Experience (in the .ield of development): __ 

B. Abou t the MGO 

4. Name: _______________________________________________ ___ 

5 . 'f -= 3. r .J:: E 3 tab lis hm en t : ______________________________________ _ 

i) Local"] No. of Districts 

No. of Thanas 

No. of Unions 

ii) National 0 No. of Villages 

No. of beneficiaries 

Male Female 

\~ 



7, Acr.i..,ities: 

[ Please Rank of Ilnj or 
Activities tick (f) activity 

(A,B,C,D) 

I Adu It education 

Animal husbandry 
I 

Aud io and mass communicacion 

Children's r)ducation 

Credit 

Crop husbandry 

Disabled reho.bilito.tion 

~rr)uP tormation ) 

I Hea,lth/f:lmi~:r I 

) ?lanning/EPI 
J I 

\ Hu;nan 
i 

::ighc3/legal ::ight.:; 

I 
JP1SClculture 
I 

1:1. 
, / 

.esearcn/~va_uaClon 

i 
l~u::J,l indust:y/income generating 

! I lactivities 

(S':1ricultur~ ( ! I -I," ," :or:3st::/ / ( . .:>OCl3.1 
I 
I 

!T=aining/t~chnical 3.SS i3 Lince to I I 
)<Jeher orgaili:::ations 1 
II 'Ii a te r 
I 

3ild 3:Jnitation 

ii/omen in development 

EWlironment 

Income generating acti"lities 

Disaster nano.gement 

Others (please specify) 

2 



a. How ~any of your staff are: 

Hen WOllen 

8.1 Managerial 

3. 1. 1 Top level 

8.1.2 Medium level 

8.2 Field Worker 

8.3 Support Staff 

8.4 Others (please specify) 

9. How many of your staff have professional qualifications? 

I Discipline I Hale I Fellule \ 

) Accoun t ing 

I Admin istrat ion 

) Management 
I 

) 
, 
)Legal 

Doctor I \ , 

~3ramed ic ) 

[11eterinary 
I 

) 

)Engineer I , 

Technician ) 

)Artist 

Agriculturist 

Researcher 

Others (please spec ify) 

3 



10. Do you think an increase in the number of ~omen ~anagerial 
staff ~ould help this organizations to better understand the 
~omen s ?roblems ~ 

'( es, ~hy No, ~hy 

11. Generally ~hat ~roblems do ~omen fac~ ~ith r9gard to the 
follo~ing issues: socially, economically, constitutionally, 
legally, family and institutions? 

11.1 Women in Bangladesh: 

11.Z ~omen ~ana~8rs 

12. ~hat are the constraints faced by NGOs in Bangladesh in 
recruiting ~oman managers? 

, 
!?lease I Rank in order I Comment I 

) tick (f) of importance I ." any 1 .. 

I i(:\,B,C,D) 

I 
I 

Cultural I 
1 ( I I , 

~8ligiol1s 
, I I , 
\ I I 

/ !-1obility , 
I I 

I I , 
:::du,::t t ion I I I I 

I Attit.ude 
j 

I I 
I I 
j 

?J.mil:! ( I , - ( \ I 
i Communic'l ( I j 

\ 
-

\ 
I - IJrgan i;:a tiona 1 rul-:!s/ 

I J.nd regu la t ions I 
\!?ersonal ) , 
- Child care 

1- l?inancial 

- Se If confidence I ! I , 
Lack of securit'l I 
Others (please specify) 

4 



13. What types of practical support does the organi~ation extend 
to address these constraints? (plftase tick) 

13.1 ?rO;{iiIlit'l -Jr ~orking area to residence yesG noC} 

13.:2 Hostel accommodation :resC nou 

13.3 ~aternit:r lea'/e 'lesG noC:; 

13.3. 1 staff ·..Iho have availed such leave over· the 
fJ as: three 'lears ; 

13.4 Child care facilities at office/hostel :rese nOi] 

13.5 Time ,)f f tu breast feed ,;h i ld at IJO r k '(esl] nOIJ 

13.6 Time off to go hon18 to f ,) 'Jd chi ld '(esO ""' nou 

13.7 ~lexible ·..Iorkin~ hours '{esG noC 

13.3 :1obilit'l 

~Arranged by office 

':Bicycle 

-::l1otorc:rcle COthers (please specify) 

,J rgan i~a t ion has any 
from ;nale 

female starf faced 
indecent/vulgar behaviour starf ? (please tick) 

'res C No G 

1 5 . I f the an s";./ e:: t 0 -~ u est ion 1-1 i.5 .. Yes", in d i cat e the nat u r e 
or indecent/vulgar behaviour 

Verbal C Obnoxiuus Body Language C 
?hysicai Ma.J.ssment C Others C' 

16. if ans";./e:: to~uestion .14 i.s "'{es", ~hat steps did you take? 
(I?lease tick) 

16.1 Complain to someone (~hom) C 
16.2 Keeping quiet to protect the organi~ation's name 0 
16.3 Identifying the offender and ensuring justice 0 
16.4 Taking leave C 
16.5 Resign:ng from the job C 
16.6 Soliciting help from the Cell for Resisting Oppression 

Against ',.jomen C 
16.7 Seeking police help C 
16.8 Seeking help from other individuals and organizations 0 

5 



· ..., ~ . Identify ~rograms in 
~omen's part:cipation 

your organization 

18, Identify tJrogr3.ms in :rour urganization 
women's ~articipatlon 

that encourage. 

that discourage 

18. Have :rou noticed an:r difference in behaviour between female 
~nd m~le workers ~ 

:20 . 

"{es _ 

, ,:,.'-' , -... 

Ar~ ~omen ~orkcr3 

jecom:~~ ?regnanr. ~ 
:'n 

~Io : 

r.~~n .:iet;cribe 

from 

6 



21. Do famale and male workers receive capacity building 
training -: if yes, please tick (r) 

I 

~ 
Training 

\ 
11 en Women Both 
only only 

I 

Adu 1 t t"~duca~ion ) 
I - I 

Animal husband ;:y I I I I 
).-'lUdiO anLi naS3 communication .l =J 
\C~ildren"J euucat':'<Jn ./ ~ 

lc;:edl_t ____________________ ~ _____ ~)------~------~ 
\ C;: 0 p c u 1 t :.. 'J ;} ti.l) n ) 1 

: I ~ 
jDisabled rehabilitation i I 

! Group :'o;::n;}~ ion I I 
l~: H--~-a-l-t-h-/-'-:-:J.-m-i-~-,y---?-l-a-n-n--i-n--g-,-'E-P--I----~-------) I 
~-------------------------------~--------~---------~------------l 
iHuman ~~~~t~;10gal ri~ht3) ! 

I 

! (1.ural i.,dust::y 
I 
'1 ~., r i ," U 1 t-",~ ,0 oJ r:;: _ _ _"_ • .J. 1. ... 

iSoc:3.l. fur~str:; 
I 

lTraining/tachnical aSsistanc~) 
( to other organi::ations 

\ 

1 'II a te r 
I 

and san i teU: ion I 
I'I/omen in development I , 
( En'rironment ( 
I I 

Income generating activity 
\ Disaster manai5ement 

Othecs (please specify) ) 

7 
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( 

~ 
I 

{\ 
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:2. Are there any special trJining for women? (please specify) 

23. How many female/male staff have availed study leave over the 
past three years ? 

23.1 '1/ i th bJay 
23.2 Without ~ay 

Total 
Total 

Female 
Female 

Male 
Male 

24. Have you found any ~ole nodel of woman managers in your NGO 
and or in other organi::ations ? If yes, then: 

25, 

24.1 '.jhat special qualities did they posses? 

24.2 ~hat motivated them to be iifferent ? 

24.3 ~hat barriers did they overcome and how? 

24.4 What social pressure did they face? 

24.5 What social pressure do they feel now? 

What is your organization's 
leadership? In your organization 
promote ~omen's leadership? 

8 

perception of 
what steps are 

wOlllen's 
taken to 



26. What are the qualities of a good ~anager? Would these 
qualities differ in t:le case of a man or woman and ho~ ? 

27. ~n your experience, is a female or male ~anager more adept 
at handling authority? 

28. ulven your ~resent funding and other 
and organi=ational objectives. please 
action plans to i~prove the situation 
regard to the fallowing two aspects: 

resource constraints, 
suggest the possible 

of NGO managers with 

28.1 Increasing the number of women nanagers in HGOs 

23.2 I~proving the quality of ~omen nanagers in HGOs 

28.3 Any other comments 

THANK lOU 

9 



LIST OF ENTRY WORKSHOP PARTICIPAliT PYDOs 

DHAKA ENTRY WORKS~ 

COL 
Dhaka 
December 30. 1993 

Anne;<-D 

l. Association 
Association 
Dhaka 

for Land Reform and Development (ALRD), Dhaka 
2. uf Development Agencies in Bangladesh (APAB), 

3. Association for Reali~ation of Basic Heeds (ARBN). Dhaka 
4. Bangladesh Rural Advancement Committee (BRAe), Dhaka 
5. Bangladesh Nari Progati Sangha (BNPS). Dhaka 
S. Community Development Centre (CODEC). Chittagong 
7. Community Development Library (COL). Dhaka 
tl . C.J n t r ,_! f .Jl" O.~ '/ "! I tJ P ITl e n t ':) .~ r '/ i c ,~ ~ .; CDS). 0 h a k a 
8. Gha3hful MCH FP & ?W Associa~itJn. Chittagong 
to. Gandhi .-1shram Trust. :loakha~i 

tl . l~ 0 nob i d h i a pi\:. Com 11 1 a 
t2. Guno Shahajjo Sangstha (I~SS;'. Dhab 
t3. Grameen Jano Kalyan Sangsad. SunamgonJ 
t·!. M0n':'~:1 Unnayan Samity. Manilu~onj 
t5. pqI? Bangladesh/PACT. Dhaka 
16. :JnnaY·'ln .3ahojogy Team eIJST). Dhaka 
1'. 'rillag~ Educat:ion Resource Centre ('/;:RC), Dhaka 
t8. Vsiuncary Associ:1tion for Rural Oevelopm~nt ('lARD), Sylhet 

Q.lNAJPU RENT RLJill IUCSHOP 

PaUi Srec 
Dinnjpur 
Deccnber 28, 18g3 

i. Come to '!lork, Dina,jpur 
2. Community Development Association (CDA), Dinajpur 
3. Gram Unnayan 0 Dustho Seba Kendra, Gaibandha 
~. Harirampur Dustu Mahila Bahumukhi Sangstha, Bagha, Rajshahi 
5. Kanchan Samity, Dinajpur 
6. T.oke Unnayan Kendra. Kalitola. Dinajpur 
7. rlBSK. Balubari, Dinajpur 
8. Hohila Unnayan Karmasuchi. Gaibandha 
9. E'olli Sree, Oinaj~ur 
10. Samaj Darpan. Dinajpur 
1t. Samakal Samaj Unnyan Sangstha, Pirgonj. Rangpur 
12. Sunflower. Dinaj~ur 
13. Thengamara Mohila Sabuj Sangha, Bogra 
14. Unity for Social and Human Action (USHA), Rajshahi 
15. Uttara Polli Unnayan Sangha, Dinajpur 



JESSORE ENTRY 'tlORKSHO[> 

ADM .Regional Office 
Jessore 
Decenber 2U, lUS3 

1. Association of Development Agencies in Bangladesh (ADAB). 
Dhaka 

2. 3anchte Shekha. Jessor 
3. Banophul Social Welfare Organi=ation. Chittagong 
4. Jagorani Chakra (JC). Jessor 
5. ~adaripur Legal Aid Association. ~adaripur 
6. ?RODIPAN. i<.hulna 
'7 , . 
3. 
3. 

:\ural Reconstruction Centre (RRC) .. Jessore 
Sankalra. ?atharghata. 3arguna 
Shirashuni Humanitarian Enhance Territorial Unity (SETU), 
i<.ushtia 

lO. Unnayan Artha Samajik Sangstha. Khulna 



Aooex-E 

LIST OF INTERVIEWS OF PyOO DIRECTORS 

1. ADAB 

., 
~ . 

3. 

4. 

Concern Bangladesh 

Cuncern ~omen for 
?amily Planning (CWFP) 

Dhaka Ahsania Mission 

5. Gono Shahajj 0 Sangstha (GSS) 

S. t-iije::'3 Kori 

7. Saptagram Nari Swanirvar 
?:lI." ish ad (S N S P ) 

Ms. Rasheda ~. Choudhury 
Director 

Mr. Paul O'Brien 
Field Director 

Ms. Rokeya Sultana 
Deputy Director 

Mr. Rafiqul Alam 
Director 

01.". F.R. Mahmooa Hasan 
ExecutivA Director 

Ms. Khushi Kabir 
Coordinator 

Ms. lrishna Chanda 
Administrative Officer 



LIST OF FINA!. WORKSHOP PARTICIPANT PYDOs 

DHAKA FIliAL 'tI0RKSHQP 
WVA Auditoriun 
10: 00 - 1: 00 AM 
Hareh 1, 1994 

annex-I: 

, 
J.. 

2. 
Association for Land Reform and Development (ALRD), Dhaka 
Association of Development Agencies in Bangladesh (ADAB), 
Dhaka 

3. Banchte Shekha, Jessore 
-1. 
5. 
O. 
7. 

8. 
'.3. 

10. 
1 ' • 1 . 

12. 
13. 

Bangladesh ~onen'3 Health Coalition (BWHC), Dhaka 
CIDA, Dhaka 
Come to i/ork, Dinajpur 
CONCErm Banr.lladesh, Dhaka 
Dhak~ Ahsania Mission (DAH), Dhaka 
Ghashful ~CH F? ~ ?iI Association, Chittagong 
Gono Shahajjo 3an!"stha CGSS), Dhaka 
Gram...,en .]ano :\aly, 1 Sandsad, Sunamgonj 
Lok~ Unnayan Kendr:J.. :\:J.litola, uin:J.jpur 
Madaripur Legal Aid Association, Madaripur 

1-1. Mohila IJnnayan Samity, ~anikgonj 

l.S. :lijer:J Kori. Dhab 
10. ~ari ?=ogotl San~ha 

17. OXFAM. Dhaka 
18. PACT Bangladesh/PHI? 
L3. P:oshika Manobik Unnayan Kend:a (PMUK), Dhaka 
20. Samaj D~r?~n. Dinajp~r 
.., , 

24. 
25. 
26. 
27. 

Samakal Samaj Unnyan Sangstha, Pirgonj, Rangpur 
::'unfl.o'..;er, Dinajpur 
::'aptail:am tlari SIJ.'l. •• ir'lar E'arishad (SNSP), Dhaka 
Thengamara Mohila Sabuj Sangha, Bogra 
Unit for Social and Health Advancement (USHA), Rajshahi 
USAID, Dhaka 
Village Education Resource Centre (VERe), Dhaka 



Annex - G 
(Tables 1 to 19) 



Tab Ie 1 (Working) 

What, in your opinion, are the barriers 
as ~anagers in general in Bangladesh 

to development of women 

r··-·· --.----- -.... ---.--' 

Women Respondents I Men Respondents ., 
11=33 ~ N=44 ' 

A(4)-[3(3) C(2) 0(1) Tot~~l~_ B(:3) C(2)~)i-~~: 
.-----.-- ... -----------------.------------------------------I ._-----------------! 
~SGc~.I1 ____________________ ~ ____ :~_ _ __ '_0 ___ 7~_J ___ ~_~ ____ ~~ ____ ~ ______ 3 _. ~23:: 

. ,::..;~t:Jr::J.~ 1 :'J 4 ~ -3 5 80 

.--------_ .. _---

A::::~C:2 

3 
- "'--... ------------r---· 

11 :3 I] '7 1 I 17 i6 

, 
-. -- ------- - - --- --- -------- --- ---- -- ---. -

'J'''' I 

.S 

.') 

3 5 .1':' .v i 
. -.- ----. --_._---_ .. -. __ . , .. _---_ ...• -.-~ ... -- -_.-..... - .... _._--

,~ 

-' 

.1 
142:i 

--"---------, 

37 ' 

3 

9 

3 3 



Table 

What, in 
of ~omen 

(Work in'g J 

your opinion, 
as managers in 

are the barriers 
your NGO 

to development 

... , -.. _... -.-- -.'.' -",~~, .. -... ~c··;:-~~-~~~·ld~~~' ~c,-'c-~.c'-T·----· -~. -H:~·'~;;~~~:~7""=-~: 
'I N = 44 .; ... ___ .. ___ .. __ ._._ . -_______ . __ .. ___ .. __ -----_._ .. ----1 II = 33 

A('O 1)(3) C(2) [)(l) Tot! A(4) £l(3) C(2) DO) Tot: 
__ 9- ._. __ ._ ••• _. ___ ••• _. __ ._.____ •• __ • ___ .~. _____ • _____________ • ____________ •• __ .: 

. ~l:;C :.3. __________ . ________ ---=9 ____________ . _. .. ~_ ._~_ 25i._~~_ ~ ___ ~ __ 3 ____ ~; 
,'=...l~':.:":=:l: .J oJ •• J j ~ :3.,J 51-

- -._ .. - . _. - ... --. _._._. _.-'.. ... .-.. - ... - .... --~.- ... --.-- ._ ..... ----_._. .:: 
.., ,. CI' 5') ~ 1 ' ., ' " ') 5'''' "'2 I I ~'e.!.lglcus .. ::3.ct.lce, ....J I , ~ I 10..... ..:. : 'J I 

. --_._-.- .• "_.- - -- -.-------.-...:----------.---~-------~----:~-----..:. ----_ .. :....-_---_._---'----; 
~:.;ni:.J.L.:..G;l )f ~obi::::j 3 I 52 \ 3 ,.J S 36, 

~CU(:,~[ :.'~r. 
... -------------·--.)----~-·------·-·---~i--~)------------~----~-, --.----. 

J .35 

3 5: j -' 33 -----.- -. -- -_ .. ------- ----- --.. 
:1 

,,., 
.;.. -: ... 

-! ,-.. .... , . - ... 
- _.",:,,_::,: _"l;:''-': 

?e~30na~ - ~ccncmic3: ,~ 33 3 



TABLE; 3 ('Ilorking) 

What are the constraints faced by NGOs in Bangladesh in 
recruiting women managers 

j' __ =='~_-O-=OO~",": __ _ 

'I 

., 

:; Social 
'rj ---------------------
I: C~lt~r3.1 

::'r3.ctice 

A(·l ) 

7 

Director respondents 
N = 29 

13(3) 

3 

C(2) 

:] 

DO) 

4 
,) 
,-' 

5 • .., 4 
, I :3 I R 1- -

:L~lglOUS --.-------------------------------------

Total 

62 1 
~I 

33 " 

I 
·-~I 

67 
, 

,I ., 
., ;~ LlmitJ.ticn .le Mobility 

--_-----0···· __ --_·_---_.-_··_-------- . _________ , 

::conom':'!~3.1 

') ," 



Table '1 ('II ark ing) 

In this PVDO, have you encountllred any 
developDent as u nanager 

barrier(s) to your 

If yes, then what were these barrierG 
How did you overcone the barriers -_. - ..... _---_._---

: Yes .rry 

, 
, 
I 

: I.a.,:, iT ::O~2n[:cn: 

. ;-,ariJ;,lent :1 lO':-?:1l:2 ·~f 

! ;oonSGr~nlO ~r;::il :.en 

: r~OCflC£.l'Ot:; ino ~~.2Lj 
"'\ 
' • .Lj 

'1iQQen resDOOdl'Ot> 
~ , :9 

:i:;o:f:~~~nl ::-;~11~3t:~n,il 

":·;;j~.J~l:n'.J: ::.u :i ~r'Jr,er 

, ~'1';i'Jci~:Ul 1.J-,d :2~'i~; :;'ita 

~r ..Inl!Jt~rJ! :~::j~;:n'j J1d 
, ;l:;':;"l;ll;lat,::-: 
I 

.:r:'lat~Cil :~: 

;CC:cil ~ :~1l1 f 

:<ir ~ :2(:: ~ 3d ~ i -,l~r~r 

.;.jUCatlCll: ji:abll: :'/ ~Q 

;.c.. ::"Q I:;h i l i 

L--____________ __ 

, ~IJ '~hv 
I ' 

I, 

: :lamer 

I Coooer.1l1Grl "rca =enl~r 
; ldllaqer,;or~anl:lt:CIl: .o2i: 
: ::.nC~lle-1 ;j:~r;,l~ ,ji 

~.id ~t ;el f aHt:Qtt'/~ 
;1\ 

;L.lCt. 11 :OPCj~Wlit'i ;:r :-?i: ;;.Ull JrG~l:1';: ~JLh11.1I:11~.j ~,jO, )i :rainl;,q: 
~r:~r~ t" :1) :en : ~~l ~~.H~'/e: lG:a;(~ Jj ".8 iO'I~]eflt lIIQ :cCl1i 

i j~:::~~n It :~~ "'~:;j'lt ::':E-: 
:r~.irlL;jt::r:~. ;u::::~: 

: jr :lle '; ~,f:(:Ef,CI ~' 

. jr~~;;~n::: 3~~::; ::r,:lj~lnl ":SCGncenlS ":r ;-:r:~1n 

.... :. :~ :r.-? : ::';"~1:1~:1 '::,~ :"i~:l:,',q I, ~r::.c:::r, ~; 

----------~I----

, '(e5 .oily 

I ·.~.rc.uq~1 ;~ S ::-".j II,e 

:irc;r::',~ ·~i: 'i:J :~,~ 

.. _----_ .. -----
Hen resDOOdeot1 

~ : -;r 

:l:C':I~n,~:r,g ~:;i-'?r ·.r1i:i~(,~ 

:/j '.~.e jan.;q,=~,?,,~: ::1C' .f 

. ·~,Hn{al.lnc;? ~; :GC<1 "'-::i ;::C:,3 :"~e~GD j: :~.c;..;9j,L 

: lnd !aUd~trl·.:J· .. lth i;: =:ijr?,::~i.Cll :i : ... ) ~~=~5 Lilt! 

; :~rCIJan ~Cl1E'Sl'l lJ~,a :iJ~c=r~~'" 3C::.:n3 i'::;jru:j~qh iP! 
: ~~io 1JercS.tle i;: j.;r:--:::r: . ~-31'?t:::::ii :J :r::qi?S5 ,L 
; r ~} 
: 
I 
I 

~~):nes'i :n :;'Q~~:i': 
:,j~., jf :~~or".'x: :',' o:;r 

,--_.--,----
:.c~lr,l j tr l t: ','e 

~Idllaaefent jT :~~ 

jr~anl~a\~cn ~j 

;oc1:lf:c; ...ell ,::tlC21\1I?(J 

;xJIlc:e; ;nd ~r~ril, 
ire ,10~ :lr.ed IOlel1 ~ ~.o 

;r'XJrm i7l 

Fi:iinCl! ::.utaUcilS . 
".1 ~f ~~e ~r~anl:lt:CIl I.', 

:lutual ::illlErltlCll 
tc-... ras ;st.iJ!;shlng 

ina ,::uunil"/ 
Jmicollent ill 

! 

:n i2r:cra', ;r i 
;uc<r::r:t', ~::":lDi:l (ll i 

~0:: ::i", ld!:~,q ;t~er; 

Ii~':!,";~j{\a :~Cat ::21r 

,t::t-.:ce .; ,·0: :r~cer:! 
·.~:'::tI~n ':r:r:. 
!l:~~:~ivn'5 "', 

'10 ;ns;oer :S) 

: aarriers 

! 
! LaCk 1t JrrjL.€r lS~2S~~t j: ; ~~cJ. ·)1 ;oa :2'C'.1r:t·/j :,I(). If =indJ1c:a i ::l1strllnt5 'JI , 'bI ·:oo~rat:CIl frOll 

! 
I 
f 

I 
I fDI overcaa! 

I 
I 

I ~~e ~dqer'i: ,leOOU::I, ;00 :~ainlrig ~o :olO(c'te :''lQh·.h 
; :eclIeen ~t'e ;Alllc:es ;.10 : :anqu,;qe illC <or< ,iflc:Lflr,t; I 

: :~oierentltl:l1 :hereoi: Ar'l1Q: :.act:<!I1K!S IlS-;-V1S .qq '~r ' 

I ~eCl5l1n '11 ~ lutronr/ 1') i ;<JolOYlel1t i31 

I ,till ~rylng ~" ~ven:CGe ~t'e ~ ,-<mtE:'ll ,s fate \ ,jid lin! 

I r,urdl~ I ~l , ;"-/ '.~ Gverc .. .e ;uen Id.~l,q 
I I, dl '-) I 1,lJr es:, 

~~ n.;n.qer;: :.;cx )f ~t-e :ocal 
<.erc<ptlm of ;,xl.l;nQ ,aunlstration (:1 
;r~anl:ltlCl1al -~~illle, 

;31 

http:ec2::.rs
http:arr'..r2


Ja'/OU :hink :oblli~'1 :3 :lportant lor 101Jr ;:erfarlanC! as I latlager 

Yes 
I'Ihy 

: Opportunity to 
: work free ly; 
i independent 
I actions 
I encourage self 
I re liance (24) 

No i (tlo reason 
I'Ihy ! given) (1) 

Yes : Hel~s discover 
why : talen ts; 

i increases :..ori{ 
, freedom; he Ips 
: instantaneous 
: :naking or 

changing 
: decisions; 
, simplifies 

:>or:nulation of 
, work strategies 
,::0) 

WOlDen resprndents 
N ::: 32 

!Communication and 
I coordination; 
I , , I super'IlS10n and 
jevaluation; proper 
i implementation (16) 

I, 

Efficient 
management not 
possible; 
limited scope 
of \CIork (2) 

Hen re::,l?Ondcnt.s 
N ::: 41 

i 'i/orking ll'ea IFor the benefit of 
i:..ork, communication 
[and to accomp lish 
,:nore work; for >iider ' 
! inter3.ction and . 
experience < 10) 

can be 
expanded; 
field le'/el 
communicaticn 
become easier 
'..Ihich inter 
llia helps 
~fficient 
;nen i toring ., . 

t, '±, 

(No reason 
given) (4) 

'This freedom 
i is extremely 
j important to 
, ,1dmini.strative 
: interests and 
, for 
; development 
; (3:, 



Table: B (Working) 

Do you think it is important for a manager 

Mode of T~ansport 

._---_._._-----

Women 
respondents 

H = 33 

Hen 
respondents' 

N = 44 

'I Ride 'J ic:;cl~ ''! .. es 14 23 
" ----.--.-----
! , ~I 0 7 
"-------

Ride iTIot.orbi:-{e 

~o . 2j 
.1 I ,Use publ~c transport '{ e s : 15 : 23 ,I 

----------------------1 
• No 1 2 

d 
i "--------------_._-- ._------------"-----------, 

Which ~od do you use ? 
---'----"--- ._----- ------ -.---.---.---~-- _._----_ .. _----- ------------_._----_. ----~ --_. 
; Ed"'J~c:;,~~-j 2 
._------------_ ..• -.. _------- ------ -------- - - ... __ ._---------.---.----.--------. 

,~32 ?Gb:~~ ~=3nS?0r~ 
. :, :.:.:;, ::. ~ :~..:; h ":., \';.3, -: .:.: ::: t; .. =- , 

.: .:; ':.. ':::. : -; : 

,8ch~=~ ,~:3:: ~us: 

., 2G 
- ... _-- ... -- .. ------ _._------, .., ... 

'-' 

.,._------- - ._---_ ..• --- .-----.---.. ~ ... --.-----.--- .. ------... -.-----------.----_.-. 
Which node do you prefer? ._----- -- -.. - -_ .... ","- _ .... -----~ .. --.. -----_ .. - --_._-_._ .. _---.- •.. _- _ .. -------.. __ . 

o --------_ .... ----
1 • 4" 2S 

:!J.:;e ?1Jb~:.: ::-:"~.3?Or~ . ,..... 22 1..-- _. __ .. _ . __ . __ . _____ . ____ ~_ ... _. __ . ___ . ___________ . ___ . -'. ___ . ________ . _____ . ____ . ____ . __ . __ • 

:3 
;J:: " ':11: ~ ::.J.~' 



Table : 7 (Working) 

Does the problen of working longer hours or at night seen to be 
a barrier to your working capacity 

Women respcndcnts 
N = 33 

i Yes­
: why 

i Lack of security; 
ino SCOp8 to work I 

I, b' 
: lI1 groups; a sence: 

Quality of wor-k 
degr~es d~e to lack 
of planning; quality 
of a good ;n;m~er- is 
to finish the wor-k 
within office hour-s 
(6) 

Lack of social 
:ll'cep tLlb il i ty and 

: (No 
: r-eason 
: d'iven " 

I 
! 

lof safe I 

i arr3I1gements \;0 

! r-eturn home at 
: night :J.iter- '..lor-k 
I (5) 

; :l£Jequate t.ime can 
not be given to 
3elf and fami':'y 
(5) 

,c , 
i (4) 

I 

~H \ I b'l' I 0-: ncr-eases a 1 lty Women have long been 
wor-king till late 
night3 (1) 

Ther-e is no need : (No 
for rlomen to work : reason 
extra hours (1) :given) 

why i to work; enables 
: successfu 1 
I completion of 
: programs :md C1dds , 
i ~o experience (11) , 

Yes- ;Creates problems 
why , in gersonal/family 

: life; tires the 
: nerves (,1) 

Men respondcn ts 
N = 40 

Over-takes pat~ence, 
degrades quality and 
irn[Jor-tance of ~ork 

Question of 
I ;.;orking extra 

hours does not 
arise if ;"ork is 
done at the right 
time (3) 

! (6) 

: O~o 
; reason 
: given) 
:(4) 

~- ~--------------------~-------------------~----
No- ! Work is import:mt; lIork. me:ms pleasure &: I t is not a ; (No 
why ! necessary to responsibility; '..lork problem at all if : re~jon 

:maintain the speed: lIean fun; ~ork. : for shor-t periods :given) 
: of ;.;ork by timely : improves efficiency, 0> ; (4) 
: comoletion of jobs: increases experience I 

: in the inter-est of; 3I1d helps develop 
: 3elf, people and talents (6) 
i the organization; 
i it is a moral 
responsibility 
~ 16) 



Table 8 (Working) 

Under what conditions could you prefer to work late 

c==-,.-_-=" ____ =._================ 
Name of Conditions 

--11 
Ii 
I' 
!! 

:: Safe board ing arrangemen ts iilcase 
:' of delays 3.~ niJht 

Women 
respondtnts 

N = 33 

Hen 
respondents 

N = 44 Ii ~--------8----------------1-4------~H 
l! 
'I 

,: :.iorkiilG in groups II 20 
. __ ... --_._-_. - - .. -.. ------~---- .. -. -- .... _ .... _----.- --.--".-.-~.------ '-'-"-"'--~---" _. __ .. ----_._-_.-.---, 
3~~e ~=-angeme~: ~0: ~=an~po=ta:ion 
back nou,':; a:::.e: \-Iod;s 

1 =: 
-v " 

" ~---------.-----------.---.. ----.----.. -.--.--~-. 
O~hers (timely \-larks, boardiilg 
a:r&ngemen~, restricting scope of 
\-Iorks a~ nigh::., improving self 
e~:ici':?:l~Y) 

i' 
'I 
" : 

http:delay.rs


Table : 9A (Harking) 

Is there any scope to keep your child in your office/hostel 

r 
1 

Issue 
N = 31 

Yes No I 
:t-s-c-o-p-e--f-i)-r--b-r-e-a-~-.::.-t-f-e-e-d-i-n-g--a-t-\.I-o-r-k-----------'------!--------i 

! 
9 11 I 

:1 _ 
;1 ::,cope to 
l =--=== 

go home and feed child 

Table : 9B (Working) 

Is there any scope for lIlaternity leave 
For how long 
Is it easy to avail 

12 11 
:1 

Do you know if anyone in your organization has availed maternity 
leave during the first or second year of enployment 
Does your organization discourage availing of lIlaternity leave 
d_~~l.~? __ t~~ f'irst or second ye~r of e_lIlplq.Y=Il=e=n=t===:=====_~==== 

I '(es' ,I 
__________________ N __ s_~_u_~_3 _______________________ ~ ______ ~ _____ N_O __ ~!1 

I E':ov is ion for matern i ty leave 17 0" 
.r--- ,I 
i ?or ho·,.j nany days ~! 

------------------ ---------
30 days 

75 to 45 d::l.Ys 

0' 30 to 10 dws 
ol~-------------------------__ ---------------
i Is it dasy to avail 
I~------------------------
:Could any \.Iomen respondents avail this leave 
\ j 1.1 :' in:; :: ~l::: ~ ~ :: z t. ,) r ~ t: (; 0 n d :1 e 3. t .j f l j ~ r 
d emp laymen t 
r D ' 0 0 dO 

oj oes tne organL:atlon lscourage i?regnancy or 
,maternity leave during the first or second year: 

:1 'J f emp laymen t 
:1 _ 
:\1 s it easy to get leave on I?ersonal grrmnds ? 

14 

5 

5 

24 

21 

a 

22 

o 
a 
a 
3 

3 

'i 
'I 
;1 
I 'I 
" 
:1 

:1' I 

13 

11 

~ 



Table : 9C (Working) 
Whnt actions are taken if an employee becomes pregnant during 
probationary period 

'/ Issue Wallen responden t=:==] 
:i~ _________________________________________ ~ __________ H __ = __ 3_2 __________ ~: 
il Leave I-li thcu t [Jay 11 i 
:r:-
:1 Leave \.Ii th pay 6 I 
:1 Termina t ion of :::;ervice '----------1------, 

:IOthers 15 
':-====--==.=--~=--.::.-==:..=-..:.~--::::-=--:.:.:.-::::....::.-:.-..::.=:::::-~=-====--= ==--=-=.=::-....::.:.:::---=..-=====-' --,------------=.:.~--====:.: 

Table : 90 (Working) 

For I-lhat reasons do you need ~ersonal leave 

Issue 

,'----------
;: Child/family .3ickness 

'i:-lousehold duties like entertaining 
i -~'a~i··p~/t·-i0n~~ ~ .. ""'_ '"" .... v_~ _ ......... _.....J 

; ?~~son.11/ht:3.l ~;J ~~~.-:;on 

:~o fulfil othe= 30cial duties 

WOllen respondents il 
H = 33 '! 

25 :1 

:1 9 
:1 

"..., :1 
'-I " 

" , 
1-1 " 



Table lo(Working) 

In your work place, have you 
behaviour fr0m men respondents 

Issue 
N = 33 

faced any d iscr iminating 

Yes No I' 

il 
. " ,. ______________ ~ _____________________ --------------____ ... 1 

Discriminatory behaviour towards \.<omcll 

DemeaninG re~arks ty m~~ r~s~anden~s 
towards the~r fem~ie coc~t~r~art: 

I~ :. ~J .:. n b n CJ S '.:.: (J P 8 t c' ~ j III ~ f"": :' E:: S ~_' 0 n a 8 rI :.:::: 

~G ~~lk i~ ~he mee~~~z= 

:,.:..: ;: :' :. v :. :-. ci !:. :l e ~ 0 iijt~ J, :- -= ::;:.:., ;-1 .:: .::: I. ::. ::::: ::' .J If. . . . . 
a;preCl&~lO~ anc re~~~~~:lG~ 

:\ ~: L. ~ ~ iiJ6 or, :~, mono~~;.oL.:: ... ~ ct,:; t(; 

women ~h~i~ r~s~rvi~i :h~ ex:~:~~i & 
~~::er o~es for rua~ 

? c :- ::: : ;-: [" w 0 mer. :-- ~ s p 0 ;-, ;j e:. ::. = ... '_ c (. thE­
o:::':. j LI:~S ~:. t'.t .:.,e!'".t:" 11 ; ~t'.~ .. w::-.... :e:'. 
food, etc. and nursing patients 

~:hers ~~a:es reluc~a~: to de :he jobs 
~;. ~ (; ~ :' :.. e c. :- ~J :' t.; (J n I e L '. 

, '0 . ~. 
, .., 
• I 

I. 

.... --~-·--------------l; 
,J 

" 
" -----------~. 

,. 



Table 11 (Working) 

While working, have you or your female colleague faced any 
indecent or vulgar behaviour from male colleague 

Issue 

Incidence of harasslllcnt 
C":" I- ;.... •• .. - .......... .' 

-. . _ ::: r, .J :.: :i. v i...:. ~ :, 0 L: :'; 

:-e::::9 c.;-j.j'::i1 :.::: 

~h~e~~e~~ng :he ~0ma~ 
~~:h ~i~e CG~se ~ences 

Yes ---.-------
W ClJoen 
N -:: 33 

14 

c 
~' 

Directors 
N = 29 

No 
-------.---~' 

W olllen : Directors i' 
N = 33 N = 29 ' 

18 14 



Table :12A (Working) 

.M~?_I",~9g,~~_-E~~~=g!-Q<;l r_~~?Jl?-P""~:.:.,~)~~_~==!?_,teg~_=~,l9=J,,,O-1l _ t a_~_e _."'_. =====~ 
Steps Women Dir~;to~s I 

respondents i 

N = 14 N = 4 
-----------------------~: 

Comp13ining to o~hers 7 
. --_._._._---_._- ----------------------.-----... --- ---------- ---._--.---

in 6 3 11 
I, Suppressing :he whole incide~: 

in teres: of the p~Gct~ce of the 
o!:,g3.ni=3.~ior: 

--- --- --.----- ---------. ---~ .------------ .. _-- ------ --- -_ .... --.--------- - - .. -.----.-.. -.---~! 

:dent~~yin& :he G:cused a~d 
~. in; a P;:l :~ '.J p r ~ ::,. ~ t:: : :: 

6 

.:1 

.:; 
. ------._._. __ ._--------_. 

::'C!E:i: ~~Ib red :'0:;:; :.'rom the: co l: CJppos ing o 1 

_._-------_._--------

~ .. s :.: :. il i h t: ~ ;.' :::- .) Ii. :: G:11 ~ t~1 -:- :- SOl. LI : . 

.:; :- ~ a [J :. :: 3. ::. :. (J I. 

~nJers~an~ :~E s~:~~:io~. dis8~ssed the 
:2.3~~E' oper! .ile~::":-.i 0:' :2..~::ij5 ~·,t::'2.:,j"l~'-2. 
.:: -==; 2 

Table 12n (Working) 

1 

In response to the allegations. what actions did your 
.'::~~,~lJ..~_zationLl!lIllioL!~~_=~JJ~_e_r.J.~~~ _____ _ 

Issue 
~, 

Wc.men :: 
respondents 

N = 14 
-----------.-------------~ 

':""king nc steps 
------------------------------.-------~-- --------
Avoi~ing such eve~t as t~i~ling 4 

':':: aCCUSE: '0 
oJ Ii ----_._------------------------_. 

" Taking necessary SLeps tG inves:igate :he matte: J! 
··T~ying the accused ~ithin the o~gan;:a:ion 

-------_._--------------- ._--- -------------------
?un!shing the accused within ~n~ organi=ation " 

Apologies by :hE: accused ,:. 
-.--_ .. _- .. __ . --_." ----_.--- ----- ----------_. 

~a~~ing the accused ~or :nE: 

Dismissa: o~ :he accused 

. ., 



Table : 12C (Working) 

What actions ~ere taken if the victim was identified as the 
,wrqng_doer'==================================r 
" Issue WOllen Ii!' 

, respondents 
N = 5 !i 

n ii 
!' Asked t.o apologizE' !: 

I: 
Warned for the future 

Table : 120 (Working) 

What actions did you take after receiving no response from 
t,h-~-=~~r~'lJ;l-=~_;::ca..~_ipn-

Issue 

Not to talk about it to any more 

:: To seek 1 eave 

WOlllen 
respondents " 

N = 2 

---------------- .-

. ----------
r; . 
u~ner 

'_'~b L-b 



Table : 13 (Working) 

Do you think an increase in tho nUllber of wcnen managerial staff ~ld help to 
be t ter understand the prob leslS '\lCmen lIl8IUIgers face? 

i 
I 

~olen respondents 
N = 30 L ____ -.. ________________ -, __________________ ~------------------~ 

I Yes~hy I ;;sies;;~g :he reai lltuation iJnderitanaing ,olen'; _robiels:j 

I I ~.·~ern~Ut;J~,.lcj~~t~~'cU,.SslJoT.n ~.hlnetl fif1!ili1q ;Glut~uns: ~unnlng I . . , .. , ,o.en'l )rogras helps unlt~d I 
I I ~robl2:1S: IIGcen ~re nor= :lO'I£?lIl?nt tll ;~all:~ "o.!en'5 I 
; I _at!ent ;:8) -;gnt; iZ4) I 

~o - ~hy I ~hr8UGi1 ':~G;::2rQt~;)n Jf ~2n , . 
i r~:pcnlj~nts (t I 
I 
I 

~.o "G~en : lor':::;: 4CllE~n 

:et:2r Jnderst;nG ... clen 
Jroo!21s (:~) 

~en responden ts 
~ = ;8 

; 
I 

"OlEn'; ,~:~nt,;: jrT;ijl~q :i:lJp2! 
i 

Increasing ,osen' i _articipation 
t~rough ~ol iq IGddicJt~ons lnd 
gathering ~~perlence i5) 

"c~en lreAeai in lonaqefol?nt 
jes~!te _rlont;es lc:orded to 
t~en i 1) 

,:.;n ~dentl f'l ~he ;rsc~e.; )f 

~O;2n; .. auid ~e ~oj~ ".J :,;~e 

jeC;!Gr.s lnd iteDS :J loi'ie :he 
JrobleiJs: jOpraor~H2 )O{:C', 

.... e'?os ~o Je ~ai:\lJia[?d ;7) 

~------~--------------------.~--------------------------------------------------__4 
~o - ~hy : :~Iaage JT lent;!::'1 

?::t:nt::;l; Jr·)b~::·l 11:~ -IGt 

:e~aI2 lan1yer-; :Sf? jj,.ays .10t '~G~E-n HI? :n'/:;;IJ: iroo ir~ ·10t ~s 

;012 ',J :.l(e ~::2 :-:~ht Jat:Ent ,.jl~h UE-n is ~E-n ir2 ·Hth 

Directar resoondents 
,~ = 27 

i Yes - ~hy I <o~en ~nC2r;~lM ,osen :; :,c;en', :aderl;,!o ;; ~el: 1S 

,~o - ~hy 

)r,)~::1s ~2~t=r :ii,J .,out~ ~e :u(:j~ ":.;r:t; "'Oljj,j ~~ 

.w;;h: :u ;C.,2 -,~~ :S~30l~j;;EIj 

I 

~r':'J,~]~ ~; ·.i,~ -.jr1~r, ~r~J:' 

:: ;: 

?2C;U';1? )1 ,:c;il;JUn~['.lt:un 

I ;roolels .t :s ,10t _os;;bl~ 

I ~o ;~c:a'f ~elale ;.;n.qer:; ;t 
i ;ncr~.s!ng rates ;2) 

:1ai~ lan.qui ~rllned :n Jend~r 

)01lC'1 lr~ ,lsa lole :0 better 
Jnderi~.nd _alen l _roble~s (il 

.. Gaen ;:: 

:qu:~:~rl~a ;houiJ ~e 

~staDll:;nEd jetiiEen lare:: ino 
~tj!len "'~:L;GnIJEntS :n :t if2r':nt 

·)r~dnlZ.ltlOnS \.:1 

~reat~ent JI lales lnd f<lales 
.In ~~e loDe fOOtlr.q _ould ~elo 

,n clear 'Jnder:;t.ndinq JI ~.~e 

problels ill 

http:it.nent-.al


Table : 13 (Working) 

Do yoo think an increase in the mmber of l'romerJ lIImlagerial staff wold help to 
better understnnd the probleDS WClIIJef1 IIImUIgers face ? 

~olen respondents 
H = !O 

Yes - .hy I ~sses'l,1g the real sltu"lion 
! ·.~rougn JI'iC'J;;IJn .nd 

i.d2ntl flcatlGil JT :he 
~roblel'5: ",ca:en ir~ nor? 
~at12nt ;:3) 

:Jnder,lanolng .oaen', ~robiells:1 
:!rl~~i1q jOiL:t:GnSj ;unnlnq 

,olen'; ~r"grus help, 'Jnlted I 

Increas 109 .o~en' S ~artic:"Q lion 
t~rougn ~01,C'/ Icdi:icat:cr.s ind 
gathering .~pulence (5) 

, 
~ 

! ~o -~hy 

JO'/eDfnt ~J ... ~dli:e ~ol1en's I 
-:,nt, i2~) I 

·:lr:Juqh :GOCf.?r;t~~n wf ~en '?GI ~u"nnq 'jentier Jclic', (:} ~cJen jr~ .ceol ;~n ~dnaqelit:n: 

,'"?5pCnG2ntS (~J j2spl:a ~rlorltles ~ccurjed ~J 

I therl \ tl 
~~------------------~------------------~------------------~ 

~en respondents 
~ = 3a 

. 
'(25 - "hy; 'di-?s iCCJrd ~~53 :;!DOr~.lnC2 ~(ju!j i'jSi3t ~i1 ~:IIdi1Cl~at!nq : ':.In ~dentlf't ~he ~racleJs :if 

:'.'J "colen': .~(.j"~~: .4cn~n .Clfn ; ":~il·.~~ Jr.')';~jl~g ;c.Jpel ~o;en~ ,tOuid ~2 l01: ~.::i ".:'t.; 

:2tt2r Jnder=t~nd 04CIIEn : ~Qr J',er~~: ~21t'?iu~]en~ Jf I "jEC:Sluns ind 3t2PS tJ julie :~e 

~o - '.hy : :~anqe J i len to!: :'/ 
?::t!nt:~l: Ji"~Ji:?'l 1L: 1 ",Gt 

,~o -.hy :ec ;U5e )1 ~~.l.IlJ!~ll::.l t!~n 

;;robi2ls .t :s 10t _os"bl~ 
:~ ~JiP ~Q'I ~Ellcd ~ ~drIQqt:r3 It 
.ncr~aslng rare, :~) 

)Irec:or r2spondents 
= ~7 

,~ai2 ;ailail2r~ ~.rlliled :n jEnderj 
,01IC/ ir~ iiso iole :0 Jetter i 
'lndEr; t.r,d ,;;sen'; ~rob I elS i l; I 

Jroole'ls: jo~rOiJr~dt2 )ol:c",' 
."leeas :] ~e :r:ir::llJiat:o :il 

::~u: ~ ~JrlUJ ;nouid ~e 

:st.iolished jet,.eEn !ld~a iiHl 

jiOilen ."~:(jGilden~:; ~n ,11 ff2r~nt 

;re.t~ent of lal25 :no :elaies 
In t~e ;a;e ;ootlng -ouid :,elJ 
tn clear 'lnder;tanding Ji :he 
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Table : 12C (Working) 

What actions ~ere taken if the victim was identified as the 

i~~nB9oer ================================================~================~I'i. 
Issue Wonen 

Ii respondents 
N = 5 Ii it 

:1 Asked to apolo[i:'z(; 

,Warned for the future 

T~ansferrcd elsewhere 

D':'.smissec 

Table : 120 (Working) 

i: 
i 
il ---------------------------j, 

What actions did you take after receiving no response from 
t~t:~=_ .. p=r1L~D_'~_::-Cl_~ .. ~P .. r;l 

Issue 

" . - .. ---

Not to talk about it to any mo~e 

==================~=~ 

Women 
respondents " 

N = 2 ._-------_ .. 
" '- ,. ------------------------------------

~: To seek leave 

"'­, u 5-o-ek 

Ot.her 

-------------------- 1 ... 
,. ,. 

1 I' 
l' 



able : 16 (Working) 

hat has your organization done 
anagenent 

to promote ~omen's participation in 

Steps WOl!len 
respondents 

N = 33 

·1 
Hen II 

responden ts !I 
N - 44 1 - ! 

3taff Development Z5 33 

~aternit'T leave facilities :::3 3.5' ________ J __________________________ ~ ___________ ~ __________ ~,i 

~elaxation of working hours 7 13 +1 ____________ .~ ______________ i 

Jthe~s: ;: 3 
===== ===.==-=--_._- --

l.ble : 17 (,lIorking) 

lat types of practical support does 
~ese const4aints ? 

the organization extend to address 

) . 

Facilities 

Ar~3n~~~ent ~·Jr ~=~n~p0r~3ti0n ~=Qm 
~ome ~~ :he ?~ace Ji ~0rk 

~ostel accommod~~~0n 

Child ca=~ f3cil~:ies in ~he 
,) r: ~ c: t:;' ~o s t ~ ~ 

"";0 rk.:; 
----------------------------------------
) . ?~cili::8s ~o jo ho~e tu breast 

feed t~e chi:d ~aking ~hor: br~ak~ 
during ~or~ing hours 

Coordination ot ~orking hours 

I. Transport facilities 

Provided by otfice 

Public transport 

Cycle 

Hotorb ike 

Director N = ZG 

Available 

, , 1 _ 

:0 

28 

3 

, '7 
1 , 

13 

21 

22 

17 

9 

8 

Not 
available 

,,"":' 
" ... 

'3 
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6 

., 
" 

., , 
'I 
.1 

'I :1 ., 

:/ 

01 
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Table; 18 (Working) 

What changes in the polices of your organization would you like to 
further promote women's participuntion in management 

_:-_ ~---=-====~-:.-====:_'":'::"::':':':":=:.7"":""""-:-=:-::---.~--=--:-.=-.~_-:::::-~ 

Policies Women Hen:! 
respondents respondents" 

__ N_= _~ _____ ~ __ = 44 __ :! 

; - ~oli.cit:s ;3tJrisit.i'le ::'0 :.;omen·.3 ;:;roblerns 17 30 ,I ____ '1 .-------------------_._-_._------ - -- . 

,-------------_._---- ---_._._----------
: - le0.v8 3 is 

I .. -- --- -- ----"--.-.. - . - ----_. __ . ---._._--------. - ----.-.----- -----., 
:0 ._----_ .. _-----_. -- ._--- .. -------------.... __ ._-----------

:Sta£~ Jevelopment 

- :::J.:'il ::": ... ~ 

• = 

- 2; tl"':Cj 'C.GU:~ 

.. _._-=--- .-=-----.:=.. .. - .~ .. _ ........ ~ .... -... -... -. :--.-.-~ ... --.- .. --

;..: 

, ... 

see t 
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Table HI ('fi'orking) 

How cun the followiru~ individuals/institutions assist women to develop ~ 
better PVIXJ illanrujcrs: 'lour::;elf, The Government, PVOO/PVOO Hnnagem~nt, Donors, 
Ccmrunity 

':r 4r.~;·n~ ::r,~~r -.rjJ.~'I~~"} ':r 
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