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Bangladesh has made remarkable progress in education and healthcare. However, realizing
Sustainable Development Goal 5 (SDG5), which aims to promote gender equality and empower girls
and women, requires addressing persistent inequalities in the labour market. Obstacles to achieving
gender equality in the workplace stem from both structural and cultural factors. A comprehensive
strategy is therefore essential to dismantle the systemic barriers that hinder women'’s full engagement
and success in the workforce.

In Bangladesh, while legal framework exists to combat discrimination and harassment in the
workplace, enforcement often remains weak, leaving women vulnerable and inadequately protected.
ILO Conventions actively prohibit discrimination based on gender and advocate equality. The World
Employment and Social Outlook Trends 2025 report, through its comprehensive analysis of global
labour market trends, further highlights the ongoing youth unemployment, and significant gender-
related disparities.

The ILO in Bangladesh, in partnership with the government, employers and workers’ organizations,
leads initiatives to end workplace discrimination, including harassment and unfair hiring practices.
The ILO and Bangladesh Employers Federation (BEF) have been closely collaborating to improve
the world of work in Bangladesh. This collaboration involves capacity building, policy dialogues and
strengthening publicprivate partnerships in TVET. Through this partnership, we have been diligently
working to emphasize the importance of eradicating violence and harassment in the workplace,
fostering a gender-inclusive work environment by implementing maternity protections, balancing
caregiving responsibilities, increasing female representation in leadership roles, and enhancing skill
development.

In collaboration with business communities, initiatives such as qualitative surveys, awareness raising
sessions and gender-responsive apprenticeship promotion have been rolled nationwide. A key
recommendation from the private sector representatives was the creation of a guided document for
employers to promote and maintain genderresponsive workplaces.

Against this backdrop, we are deeply honored to publish the Gender Equality Guidelines for Employers
in Bangladesh. These guidelines have been developed jointly with the BEF and the ILO Country Office
for Bangladesh, under the scope of the Promoting Gender Responsive Enterprise Development and
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TVET Systems (ProGRESS). This project is being implemented in collaboration with the Directorate
of Technical Education (DTE), under the Technical and Madrasah Education Division (TMED) of the
Ministry of Education, Government of Bangladesh.

The Gender Equality Guidelines for Employers consolidate existing policies and laws relevant to
business and employment to foster a gender-responsive work environment. This guideline will
provide employers with a Gender Action Plan and a Monitoring Mechanism, along with guidance on
setting up dedicated committees and focal points for gender initiatives, thereby enabling them to
better operationalize the efforts in achieving gender parity at work.

We anticipate that the Gender Equality Guidelines for Employers will be better informed and empower
all Bangladeshis committed to promoting gender equality in the workforce. It is our sincere hope that
these guidelines will support the transformation of the world of work in Bangladesh, making it more
productive, resilient, and ultimately, a just and equitable place for women and disadvantaged groups.

el

Poutiainen, Tuomo
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» Message

National Project Director

ProGRESS Project

Director General

Directorate of Technical Education (DTE)

Technical and Madrasah Education Division (TMED)
Ministry of Education

The Constitution of the People’s Republic of Bangladesh ensures affirmative action aimed at promoting
women's rights and maintaining the tenets of gender equality. This commitment has been further
strengthened by the Government of Bangladesh through numerous legislative measures, policies,
and action plans that have been developed, implemented, and enforced. In response to the Fourth
World Conference on Women, which endorsed the Beijing Platform for Action (BPfA), the Government
of Bangladesh formulated the National Women Development Policy (NWDP) in1997. It was revised in
2011. The National Action Plan associated with the NWDP outlines specific guidelines and strategies
for its execution.

Recent statistics reveal that 50.6% of adult women have attained at least a secondary level of education,
while female participation in the labour market is recorded at 42.7%. However, the rapid pace of
economic growth has intensified existing patterns of marginalization, jeopardizing the inclusion of
vulnerable groups in the nation’s development journey. The 2023 Global Gender Gap Report released
by the World Economic Forum indicates that Bangladesh has emerged as the leading performer in
South Asia regarding gender equality, achieving a score of 72.2% and securing the 59th position in the
global ranking.

The Directorate of Technical Education (DTE) under the Technical Education and Madrasah Education
Division (TMED) of Ministry of Education has the mandate to create skilled human resources through
expansion and improvement of technical education. DTE is partnering with private sector agencies to
foster collaboration between the educational institutes and the employers.

DTE is pleased to share the Gender Equality Guidelines for Employers formulated in connection
with Promoting Gender-responsive Enterprise and Skills Development (ProGRESS) Project, through
collaborative efforts of the International Labour Organization(ILO) and the Bangladesh Employers’
Federation (BEF). This publication aims to offer essential information regarding key policies
in Bangladesh, and to provide employers guidance for their implementation. The vision is the
transformation of workplaces and enterprises respectful and gender equal promoting decent work
for all.

Shoaib Ahmad Khan
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» Message

Ardashir Kabir
President,
Bangladesh Employers’ Federation

The Bangladesh Employers’ Federation (BEF) is delighted to introduce the Gender Equality Guidelines
for the Employers developed through the collaborative efforts of the International Labour Organization
(ILO) and BEF under the Promoting Gender-responsive Enterprise and Skills Development (ProGRESS)
Project, through collaborative efforts of the International Labour Organization (ILO) and BEF.
This guideline unequivocally demonstrates our steadfast commitment to gender equality and the
advancement of inclusive workplaces across Bangladesh. We firmly believe that gender equality is not
merely a moral imperative but also a fundamental cornerstone for sustainable economic growth and
social development.

This guideline has been enriched by extensive research and consultations, including a baseline
assessment across ten districts, which underscored the critical need for gendersensitive policies
and practices. We aim to facilitate the widespread adoption of these principles within organizations,
thereby fostering a more equitable and inclusive society.

We strongly urge organizations to implement the recommendations outlined in this guideline.
Cultivating workplaces that prioritize dignity, respect, and equality not only fulfils legal and ethical
obligations but also secures a more prosperous future for all. I expect this guideline will catalyse
positive transformations within Bangladesh’s professional sector.

ST

Ardashir Kabir
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Overview of Bangladesh Employers’
Federation (BEF)

Bangladesh Employers’ Federation (BEF) is
the apex membership-based organization
representing all employers in Bangladesh.
Its members comprise leading business
associations, the chamber of commerce, and
industries as well as corporate members. BEF
is a prominent organization representing
the interests of employers in Bangladesh.
Accordingly, it has representations in all
national Bodies/Committees concerning labour-
management relations. It is also represented in
various bodies, such as the National Tripartite
Consultative Committee on Labour Matters.

As a core constituent of the International Labour
Organization, BEF aims to advocate for the
rights and interests of employers across various
sectors of the economy. BEF plays a crucial role
in fostering dialogue between employers, the
government, and other stakeholders to promote
a conducive business environment. BEF provides
a platform for employers to collaborate, share
best practices, and address common challenges
related to labour relations, industrial policies, and
business regulations. It advocates for policies
that support entrepreneurship, investment, and
job creation while also ensuring compliance with
labor laws and regulations.

BEF's key functions are to provide support and
advisory services to its members on a range of
issues, including human resource management,
workplace safety, and compliance with labour
standards. It also advocates for its members’
rights and engages in research and policy
analysis to inform decision-making and promote
the interests of employers at the national and

international levels. The Federation is also
represented in the Council of International
Organizations of Employers and, through
it, maintains close touch with employers’
organizations in other countries and exchanges
views and information on current issues.

International and National Policy
Commitments of the Government of
Bangladesh (GoB) on Gender Equality, Equity
and Social Inclusion

1.2.1 International Policy Commitments

Bangladesh signed many international human
rights conventions, treaties, agreements and
instruments and at the international level, there
is a marked commitment towards achieving
gender equality at all levels of society. Some
related commitments are described here.

Elimination of All Forms of Discrimination
Against Women (CEDAW): Bangladesh ratified
the UN Convention on the Elimination of All Forms
of Discrimination Against Women (CEDAW) in
November 1984 with some reservations. It has
committed to taking the necessary measures
to eliminate discrimination against women in
all forms. The CEDAW Convention' contains 30
articles. Article 11 of CEDAW is about women
employment and states that “States Parties
shall take all appropriate measures to eliminate
discrimination against women in the field of
employment to ensure, on a basis of equality of
men and women” (see Annex I for Article 11)

The 2030 Agenda for Sustainable Development
(SDG)> are an intergovernmental set of
aspiration Goals with 169 targets. Goal 5 of SDG
is “Gender Equality: “Achieve gender equality
and empower all women and girls’ and Goal 8

1. https://www.ohchr.org/en/instruments-mechanisms/instruments/convention-elimination-all-forms-

discrimination-against-women

2. https://www.undp.org/sustainable-development-goals
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is “Decent work and economic growth: Promote
sustained, inclusive, and sustainable economic
growth, full and productive employment, and
decent work for all. Nine targets have been fixed
to achieve goal 5 and twelve targets have been
fixed for goal 8% . (See Annex II).

ILO Conventions* : Bangladesh has ratified
36 conventions of International Labour
Organization, including 8 core conventions
out of 10 to protect the rights of the workers.
Bangladesh has only ratified category or sector-
specific Conventions on Occupational Safety
and Health (OSH). The country has not ratified
key international labour standards on OSH
policy, namely the Promotional Framework for
Occupational Safety and Health Convention,
2006 (No. 187) and the Occupational Safety and
Health Convention, 1981 (No.155).

C190 - Violence and Harassment Convention,
2019 (No. 190)° : ILO Convention No. 190 (or
C190 for short) is the first international treaty
to recognize the right of everyone to a world of
work, irrespective of both formal and informal
economy, free from violence and harassment,
including gender-based violence and
harassment. Bangladesh is yet to officially ratify
this convention even though it received approval
from the Advisory Council in July 2015.

1.2.2 National Perspective of the Policies on
Gender Issues in Bangladesh

Bangladesh Constitution’ : Women’s rights
to equality and affirmative action in support of
equality are guaranteed in the Constitution.
Bangladesh is committed to the comprehensive
development of women according to the
constitution. This commitment is expressed
through Articles 27, 28, 29 of the Bangladesh
Constitution. Article 28(4) of the Constitution

provides for making specific laws for women'’s
emancipation. Article 27- All citizens are
equal before the law and are entitled to equal
protection of the law. Article 28- The State shall
not discriminate against any citizen on grounds
only of religion, race, caste, sex, or place of birth.
Women shall have equal rights with men in all
spheres of the State and of public life. Article
29- There shall be equality of opportunity for all
citizens in respect of employment or office in the
service of the Republic.

National Women Development Policy,
20118 : The prime aim of the National Women
Development Policy, 2011 is to create equal
opportunity for men and women in family,
society, and by extension state without prejudice.
To implement the NWDP of 2011, a National
Action Plan was developed in 2013. This policy has
fixed twenty-two targets to achieve. Important
ones among those are equality between men
and women in all spheres of life, ensuring the
safety of women and their equal participation
in all sectors, eliminating all forms of violence
against women, ensuring safe accommodation
for them, taking appropriate measures for
disabled women and women from the minority
community, create an enabling environment for
utilizing the potentials of talented and creative
women. The essential issues for economic
empowerment of the women described in NWDP
are to give full and equal opportunity to women
in health, education, training, lifelong education
(continuing education), technical education,
income generating training, information &
technology etc., to give women the rights to
wealth and resources earned through income,
succession, loan/credit, land and market
management.

https://www.thedailystar.net/round-tables/news/international-labour-organization-ilo-convention-c190-

3 https://www.globalgoals.org/goals/8-decent-work-and-economic-growth/
4 https://dife.kishoreganj.gov.bd/en/site/files/Upn1
5  https://normlex.ilo.org/dyn/normlex/en/f2p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C190
6
and-its-relevance-bangladesh-2049069
7  http://bdlaws.minlaw.gov.bd/act-details-367.html
8

https://mowca.portal.gov.bd/sites/default/files/files/mowca.portal.gov.bd/policies/64238d39_0ecd_4a56_

b00c_b834cc54f88d/National-Women-Policy-2011English.pdf



Rationale and Objectives of the Guideline

Given all the efforts from the Government
and non-governmental actors, Gender
mainstreaming in employment is still a challenge
for Bangladesh, Slow pace of growth of women
Labour force participation, declining ratio of
women in formal employment and stagnation of
women's representation in leadership position
all indicate that Bangladesh has a long way to
go to achieve a vision of Gender equality in the
employment.

The issue needs sheer attention from different
stakeholders building on the whole-of-society
approach in which the employers have primary
responsibility.

Gender and Development issues have been
recognized as a priority by both the Government
of Bangladesh and private sector partners. To
reduce the existing gender gap, it's crucial to
empower women to benefit from development.
Gender equality is essential for a successful
workplace, promoting a positive environment,
innovation, and improved business performance.

P Gender Equality Guidelines for the Employers

The document was developed following the
country-wide assessment of Employers by BEF
in 2024. It aims to serve as a guideline to BEF,
and its members in mainstreaming gender in
employment by addressing critical bottlenecks.
The document will update the BEF's existing
guidelines.

The assessment identified a need for
comprehensive guidelines to promote gender
equality and diversity in the workplace. The
assessment highlighted the need for gender-
sensitive infrastructure, family-friendly policies,
and guidance on preventing gender-based
violence and harassment.

This updated guideline is informed by national
policies, laws, and a contextual understanding
of Bangladeshi businesses. With the approval
of these documents, BEF will be accountable
for implementing the provisions outlined within
them.
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Goal, Objectives, Principles, Approach and Timeline

2.1 Goal and Objectives

Overall goal

The guideline aspires to support BEF and its members in achieving their overall ambition of
promoting gender equity and equality by addressing gender-responsive programming, capacity
building, and concerted actions in the form of industry standards.

Objectives:

Gender-responsive guidelines for business
organizations aim to create a more equitable
and inclusive workplace environment. These
guidelines are essential for:

p Promoting equality: Ensuring that all
employees, regardless of gender, have
equal opportunities for advancement, fair
treatment, and freedom from discrimination.

P Fostering inclusivity: Creating a workplace
where everyone feels valued, respected, and
safe.

» Improving employee well-being:
Enhancing employee satisfaction, morale,
and productivity by addressing gender-
based issues.

P Enhancing organizational performance:
Recognizing that gender diversity can
lead to better decision-making, increased
innovation, and improved financial
performance.

» Complying with legal and ethical
standards: Adhering to national and
international laws and ethical principles
related to gender equality.

» Building a positive reputation: Projecting
a positive image as a socially responsible
and ethical organization.

By implementing gender-responsive guidelines,
businesses can contribute to a more equitable
and just society while improving their
performance.

Principles of Gender Equality in Business
Organizations

Gender equality in business organizations is
essential for creating a fair, inclusive, and high-

performing workplace. The following principles
should be adopted to promote gender equality:

» Non-discrimination: Prohibiting any form
of discrimination based on gender, including
in hiring, promotion, compensation, and
other workplace practices.

» Equal pay for equal work: Ensuring that
employees receive equal pay for performing
the same job, regardless of their gender.

» Flexible work arrangements: Offering
flexible work options, such as flexible hours,
telecommuting, and parental leave, to
accommodate the needs of all employees.

P Inclusive policies  and practices:
Developing policies and practices that
promote gender diversity and inclusion, such
as mentorship programs, diversity training,
and unconscious bias training.

» Gender-neutral language: Using
gender-neutral language in all workplace
communications to avoid reinforcing gender
stereotypes.

P safe and inclusive work environment:
Creating a workplace that is free from
harassment, discrimination, and violence,
and that promotes a culture of respect and
inclusivity.

P Transparent promotion and  career
development: Ensuring that promotion and
career development opportunities are based
on merit and are accessible to all employees,
regardless of their gender.

P Diversity and inclusion training: Providing
training to all employees on diversity and
inclusion topics to raise awareness and
promote understanding.

13
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»  Mentorship programs: Establishing
mentorship programs to connect women
with senior leaders and provide them with
guidance and support.

»  Family-friendly policies: Offering family-
friendly policies, such as paid parental
leave and childcare benefits, to support
employees in balancing their work and
family responsibilities.

By adopting these principles, businesses can
create amore equitable, inclusive, and productive
workplace for all employees.

Operational Approaches of the Gender
Equality Guidelines

The GE guidelines will be operationalized by the
BEF board and will be operationalized through:
Gender sub-committee in the BEF organogram
with key responsibilities

A gender focal person on the Board

Gender mainstreaming as a standing agenda for
the board meeting Gender focal technical team
in the secretariat with key responsibilities of
ensuring the implementation of this guideline for
non-discrimination, protection from harassment
and violence at work

The principles for gender equity and equality
will be adopted within the organization and
in the programmes, projects, community and
networking at the national and international
level.

The organization will

P Address gender equity and equality as a
central theme, including in organizational
internal policies -- such as recruiting,
placement and human resource
development and finance policies.

P Take into account differences that exist
among women and men - age, ethnicity,
socio-economic category -and the dynamics

in gender roles and relations while you are
planning and executing any services of the
organization.

P Use gender analysis to understand the
different roles, interests and priorities of
women and men, and tailor policies, projects
and programmes accordingly.

> Keep continuing the Implementation
of women-focused activities with a new
dimension to address existing imbalances in
every sphere of life.

P Make focused efforts to prioritize the issues
to get more concrete results towards gender
equity.

P Consolidate the results achieved through
the implementation of its programme/
projects and replicate with other like-
minded organizations for promoting gender
responsive good practices.

P> Apply continuous learning and analysis
based on experiences to develop more
effective approaches and to generate
information for evidence-based advocacy
and policy dialogue.

» Maintain sex and disability disaggregated
data and gender sensitive information where
relevant.

Timeline

The guidelines focus on long-term objectives
achievable over the next ten years, and in some
cases, beyond. Short-term objectives have been
identified for the initial phase, which will cover
the next 3 years. The medium-term objectives
have been identified covering a 5-10-year period.
A review of short-term objectives will consider
progress and allow for a revision of the objectives
and activities for the medium-term to long-term.
The time frame for the implementation of BEF
and member organizations’ Gender Equality
Guidelines is given in Table 1 below.

Table 1: Tentative/Proposed Timeline for Implementation

Year Term Phase

2024- Short term

Planning, Implementation

Medium term

Implementation, Midterm Review/revision of programme
Implementation

Long term

Implementation
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SECTION 3
Major Areas of Intervention

Human Resource Policy, Recruitment,
Selection, and Career Development

To improve the gender balance within the
organization, employers should aim to recruit
the maximum number of qualified women
employees and retain them without any gender
bias. However, to promote gender equality in any
organization, employers may follow ‘Affirmative
Action’.

Recruitment and Placement:

P  Gender balance could be improved by
adopting some affirmative actions towards
females while recruiting new employees at
entry, junior, mid to senior levels;

P Policy statements such as “women are
encouraged to apply” may be included in
the recruitment advertisement and the
recruitment advertisements should be
formulated in a way to encourage women to

apply.

P Organizations should focus on the
advertisement: “X" is an equal opportunity
employer. Socially excluded, special
needs and marginalized people are highly
encouraged to apply.” Qualified candidates
with a positive mindset and attitude towards
gender equality are also particularly
encouraged to apply.

P The objective of the employers should be to
recruit the maximum number of qualified
female employees to ensure a better gender
balance, and the scope of the recruitment
should be widened accordingly.

P The different steps of the recruitment
process, e.g., CV sorting (selection),
testing, interviewing, etc., should avoid
any gender bias. However, in some cases,
personal attributes and potentials of
female incumbents may be considered for
evaluation. In such cases, periodic gender
audits should be conducted to avoid
relegation of women to low-performance
and unimportant jobs.

P Job descriptions and specifications should
avoid gender bias.

P Recruitment Board/Committee will be
constituted including both women and men.

Equal Opportunity for Career Development:

P Providing equitable access to training and
development for all employees/staff

P Developing and implementing equitable
guidelines for access to training, effective
job-related and career development training
(skills-based training, etc.)

P> Adopting effective participation  and
procedures related to training (e.g.,
Communication, team building, message
development and leadership).

P Organizing awareness-raising training on
gender equality issues (work-related);

P Organizing gender training/workshops for
the employees and staff.

P Arranging special training on gender
responsive planning, budgeting, monitoring
and evaluation (M&E), gender analysis, etc.
For relevant persons.

P Developing, implementing,
and monitoring appropriate
programmes.

evaluating
training

Promotion and Transfer:

P Preference will be given to a woman
employee/ staff, if found competent, to
promote to the next higher position.

P Transfer is applicable for both male
and female employees/staff. However,
the practical gender needs of women
employees/staff will be considered while
transferring them.

P Organizational employees/staff will be given
the privilege to apply for the higher position,
while new recruitment will be made.



Ensure that female employees are
encouraged to pursue additional training
and career development opportunities
alongside males.

Priority should be given to participation of
women, men and persons with disability in
all professional development opportunities,
senior and skilled positions.

Rotate women (if possible) in job
assignments so that they can acquire career-
building skills.

Restructure advancement opportunities
within the organization to promote women
gradually from the lower ranks, i.e., from
worker to supervisor, and supervisor to
manager based on merit and performance.

Design job ladders ensuring lateral and
vertical mobility within the organization.

Introduce positive action programs for
women moving into non-traditional jobs and
managerial positions.

Remuneration:

>

Implement pay rates to ensure equal
payment is given to equal value of work
done by men women and other special
needs persons.

Redress prevailing gender bias, if any, in
remuneration and benefits schemes.

Rectify existing gender-based anomalies (if
there) in the wages of employees in manual
labor and subcontracting.

Communications:

>

Create images of the organization
functioning on the concepts of equal
opportunity and non-discrimination.

internal and external
organizational communications,
promotional campaigns, advertisements,
and public relations interventions are not
gender biased, and language and images
used are not gender discriminatory.

Ensure that all

Workload and Workplace Safety:

>

Equitable distribution of workload will be
applicable for both male and female staff.

P Gender Equality Guidelines for the Employers

The nature of the job description /
specification will be similar for the same
position of male and female staff.

Flexible office timing for lactating mothers
could be arranged.

Workplace safety will be taken care of by
the organization in every respect for both
female, male and special needs staff.

Social safety is another important human
resource-related issue. This covers a range
of safety issues, including sexual harassment
and safe working conditions (e.g., leaving
work in the dark, lighting arrangement).

Work-Life Balance:

>

Employers may extend support to
employees who are parents and their young
children within the existing infrastructure
and logistics of an organization, without
incurring significant extra costs and efforts.
For example, by allowing flexible timing to
avoid long or night working hours for those
who have family obligations

Establishing and maintaining a quality
créche for employees’ children can enhance
workplace productivity by supporting
staff with dependent children, reducing
absenteeism, and improving job satisfaction
and retention.

Employers are encouraged to ensure that
workers, who return after maternity leave,
or after previously approved extended
absence due to family obligations, are not
discriminated against and can return to
their former positions or posts of equal
rank. However, the issue of seniority due
to extended absence may be determined
according to company policy and in
compliance with the relevant laws.

Supportive Amenities and Practices for All
Genders and Persons with Disability

To attract and retain female and special needs
employees, the employers may introduce several
gender-supportive facilities and amenities and
adopt certain gender-supportive practices within
their organizations. Some specific examples of
such gender-supportive interventions at the
workplace are as follows:
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P Accessible entrances and exits: Ensure

that all entrances and exits are accessible
to individuals with mobility impairments,
including ramps, automatic doors, and wide
doorways.

Accessible and separate restrooms:
Provide  accessible  restrooms  with
appropriate fixtures and grab bars for
special needs persons. As per BLA, a separate
washroom is required when there are female
employees. BEF suggests that wherever
possible, there be a separate washroom for
women regardless of the number of female
employees.

Accessible parking: Designate accessible
parking spaces near the entrance of the
building.

Accessible workstations: Provide
adjustable workstations, ergonomic chairs,
and assistive technology to accommodate
individuals with various disabilities.

Accessible communication systems:
Ensure that communication systems, such
as telephones and computers, are accessible
to individuals with hearing or visual
impairments.

Separaterest/sick/prayerroom:ASeparate
rest/sick/prayer room may be provided. BEF
suggests that every organization have a
separate rest/sick/prayer room for women.

Childcare facility: As per BLA and BLR,
in every establishment, where 40 or more
female workers are employed, one or
more suitable rooms shall be provided and
maintained for the use of their children who
are under the age of 6 years. The said rooms
shall be adequately furnished and shall
be under the charge of an experienced or
trained woman for the care of children. BEF
recommends that employers take necessary
steps to implement the legal obligation.

Transportation facility: Organizations
should ensure that transportation options
are available for women in need, including
pregnant women, night shift workers, and
individuals with special needs

Flexibility for performing family roles:
Male and female workers with family roles
often find it a challenge to balance the
responsibilities at home and work, resulting
in missed career opportunities and reduced
performance. Women are more likely to
face work-family conflicts. BEF suggests that
employers comply with the requirements
of paid maternity leave, avoid long working
hours and night hours for female employees.

Female Counselors for women: To
provide a safe and supportive environment,
organizations should consider offering
female counselors to female employees.
This can help women discuss workplace
challenges, including those related to male
colleagues or supervisors, without feeling
uncomfortable or judged.

Development Support: Professional
development opportunities may be provided
to female staff through well-designed and
focused training initiatives that help women
gain mobility to higher positions and/or to
non-traditional fields.

Alternative Career Paths: Employers may
consider developing alternative career paths
that have stable work hours and do not
require extensive travel, but notless in status,
remuneration and benefits, compared to the
existing career path, for employees with
family obligations, particularly women.

Performance Appraisal: While conducting
performance appraisals for men and
women within the organization supervisors
may be trained to recognize the additional
social burden on employees with family
obligations. The performance appraisal
rating may include work-life balance
considerations of employees. Additionally,
the text and method of the performance
appraisal process should be gender neutral.

Maternity Benefits/Parental Leave: It
should be noted that men and women attain
parenthood not only for themselves but also
as a part of biological and social imperatives.
BEF strongly recommends that employers
comply with the legal requirements (BLA),



allowing pregnant women employees to
take leave with pay during prenatal and
postnatal periods (8+8 weeks);

P In addition to that employers may offer
flexible timing and an easier workload to
pregnant mothers;

P The employer may introduce parental leave
in the organization to help women.

Preventive Measures of Violence and
Harassment at the Workplace

Employers should aim at reaching ‘zero
tolerance’ to sexual harassment and incorporate
intolerance to sexual harassment in all their
formal and informal channels of communication
within the organization following the relevant
provisions of the BLA, BLR and High Court
directive.

Section 332 of the Bangladesh Labour Act 2006
Conduct towards female workers says where any
female worker is employed in any work of the
establishment, irrespective of her work or status,
no one of the establishment, irrespective of her
rank or status, no one of the establishment shall
behave with the female worker which may seem
to her indecent or repugnant to the modesty or
honor of the female worker.

As per rule 361A of the Bangladesh Labour
Rules, 2015, there shall be no sexual harassment,
discourteous behavior, obscene or indecent
behavior contrary to the decency and honor of
women in any establishments where women are
employed. (The definition of sexual harassment
conduct is given in Annex III).

The following guidelines are also mentioned in
the BLR.

P In every workplace, an anti-harassment
committee should be formed with at least
5 (five) members for preventing gender-
based violence/harassment, headed by
a woman and the committee will have a
majority of women representatives from the
establishment.
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P Guidelines/COC for the prevention of sexual
harassment should be prepared by the
establishment and should be circulated to
all employees of the establishment. One
complaint box should be kept in every
workplace and complaints received should
be recorded in the register and disposed of.

P Female employees should have access
to female counselors to be able to talk or
report freely and frankly about any sexual
harassment at the workplace.

P Develop a discrete system for incidence
reporting, without fear of reprisal and
further harassment.

P Ensure the safety, privacy, and confidentiality
of the victim.

P Create and maintain awareness about the
policy on sexual harassment among all
workers of the organization and uphold the
same in all channels of communication.

P Ensure the security of women employees
within and around the organization.

P Work towards reaching zero tolerance
in sexual harassment in interpersonal
relationships at the workplace and beyond.

The High Court of Bangladesh issued directives
to prevent sexual harassment in the workplace,
outlining guidelines for workplaces to establish
a safe and inclusive environment in 2019°. Key
points of these directives include:

P Formation of Committees: Every workplace
must form a committee to investigate and
address sexual harassment complaints. A
woman should head the committee, and
it should consist of a majority of female

members.

» Complaint Mechanism: A clear
and accessible mechanism for filing
complaints should be established,

ensuring confidentiality and protection for
complainants.

P Investigation and Action: The committee
is responsible for investigating complaints

o High Court Division’s Landmark Directives on Sexual Harassment in Bangladesh is added to CLC Database -

Chancery Law Chronicles (clcbd.org)
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promptly and impartially. If a complaint
is substantiated, appropriate disciplinary
action should be taken against the
perpetrator.

P Prevention Measures: Workplaces must
implement measures to prevent sexual
harassment, such as training employees
on appropriate behavior, creating a safe
environment, and promoting awareness of
sexual harassment policies.

» Remedial Measures: If sexual harassment
occurs, the workplace must take appropriate
remedial measures to address the harm
caused to the victim and prevent future
incidents.

These directives aim to create a workplace free
from sexual harassment and ensure that all
employees feel safe and respected.

Programme Strategies

Spreading Awareness: BEF will continue to
make a concerted effort to disseminate legal
rights and responsibilities of establishments, as
well as about the need for and benefits of gender
equality. Legal knowledge is to be empowering-
if people know the legal prohibitions on domestic
violence, dowry, taking a second wife etc, they
may be less inclined to feel that such acts are
acceptable.

Organize Gender Training: BEF will organize
need-based gender training for the member
organizations.

Comprehensive Approach to Securing Gender
Equality Rights: Concerted efforts will be made
to ensure that women’s rights are not limited to
matters of family or personal law, but that is also
address their rights as individuals and citizens.

Knowledge Exchange: BEF will expand its
contacts and build networks with its member
organizations developing work on the rights of
women and an inclusive society and to share
experiences, learn from the successes and
challenges of previous initiatives, cooperate in
joint gender-related projects, and coordinate
action to optimize the provision of services.

Gender Lens: Projects and documents related
to advocacy efforts, law reform, and any other
initiative undertaken by BEF will be screened to
ensure that they take into consideration a gender
perspective and adequately address issues of
women's human rights

Improving Access to Justice: BEF and member
organizations will continue to engage in efforts
to identify further procedural constraints for
women and special needs workers in accessing
justice, as well as in their efforts to address them
and bring about the required reforms.

Gender-Neutral Language and Practices: All
communications, policies, and practices within
theorganizationwilluse gender-neutrallanguage
to promote inclusivity. Additionally, efforts will
be made to eliminate gender stereotypes in job
descriptions and promotional materials.

Technical support: ILO will continue need based
technical support to BEF and its member firms to
ensure the implementation of the guideline.

Institutionalization: monitoring guideline:
result measurement through reward/
acknowledgement

For achieving sustainable institutionalization of
gender equality: -

P  Proper planning for implementation of the
guidelines

P Allocating funds or seeking funds to ensure
implementation of the guidelines for
planned activities

» Ensuring programmes development that
takes sustainability into account

»  Providing support to the Gender Equality
Committee and Gender Focal Person

P Addressing key issues related to gender
equality and disciplinary procedures
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SECTION 4
Gender Action Plan

Gender Action Plan Format has been developed
on specific activities/programmes in a
participative way with a view to implementing
the gender strategic targets and objectives of
the organizations. The Gender Action Plan (GAP)
will have the main target to correctly and gender
sensitive way implement the programmes of the
organization and to achieve optimum success
in this regard. The success depends upon the
correct adoption of the following indicators
while preparing the GAP. Every department of
the organization will prepare its individual action
plans. Gender Focal Person will facilitate this
process and amalgamate all the action plans and
submit them to the Gender Equality Committee
for approval.

Table 2: The Format of the GAP

Example:

Department & Indicators and Time

Activity expected output

Short term

Responsibility Resource

The Action Plan should be SMART: -
Activities are Specific

Activities are Measurable
Activities are Achievable

Activities are Realistic

vVvvyyvyy

Activities are Time-bound
Implementation of Gender Action Plan (GAP)

The Gender Equality Action Plan of the
organization gives directions on the matter of
equal contribution by both men and womeninthe
planning and management of the programmes
and projects.

Comments

Allocation

Human
Resource
Development
1. General HR
Recruitment
Placement
Promotion

2. Training

3. Disciplinary
procedures

Medium term

Long term

Monitoring of the GAP

Monitoring is the routine collection and analysis
of information to track progress against set
plans and check compliance with established
standards. It helps identify trends and patterns,
adapt strategies and inform decisions for
programme management.

Monitoring is an integral part of the management
information system (a management support
function) and monitoring reports can be used
as a basis for internal review (evaluation) of
programme operations at the management and
technical levels. This is one means of ensuring
that more attention is given to monitoring
and evaluating organizations’ gender-equity
outcomes is to require compliance with a Gender
Action Plan.



The purpose of GAP monitoring is:

P Tooverseethephysicalimplementationofthe
gender action plan by providing information
on the current status, thus ascertaining that
implementation is proceeding as planned.

P To ensure the quality aspect of the
accomplished tasks of GAP to achieve
outputs.

P To provide the basis for corrective measures
to be undertaken through early indication
of deviations, performance gaps and
other problems requiring immediate
attention; (basis for internal review by the
implementers.

P To verify proper utilization of resources.

P To verify that inputs are made available on
time and are transformed, through activities,
into outputs.

Monitoring and Reporting Responsibility

Relevant Departments will be responsible for
monitoringand documentinginformationrelated

Table 3: The Monitoring Format of GAP

Indicators Time
and

expecte

output

Activity
(from
GAP)

d Planned Implementation
Time Time
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to the recruitment, training and promotion of
female staff in H/O and Field Level. The Gender
Focal Person will monitor the inclusion of gender
issues and prepare the report. The Focal Person
is ultimately responsible for documentation and
timely report preparation.

The Gender Equality Committee (GEC) will review
the performance and submit monitoring reports
to the Board on an annual basis. These ongoing
reviews may lead to revisions of the Gender
Strategy of the organization. Board meetings will
include an agenda item on the Gender Equality
Guidelines and their progress.

The Gender Action Plan formulated by the GEC
will also be reviewed by the Board. The next
year's plan will be prepared on the basis of the
review.

The Monitoring Format of the GE Action Plan is
as follows:

Resource

Comments &

Responsibilit .
Allocated Used P y Suggestions

Gender Equality Committee (GEC)

Relevant details about the terms of reference of
the Gender Equity Committee are given below.

Composition:

The seven to fifteen-member committee
(depending on the size of the organization)
will be headed by the Managing Director/
head of the organization or his/her nominee.
At least one-third, and a maximum of one-
half, of its members will be men and the rest
will be women, representing a cross-section of
the organization’s staff, including field offices.
Persons with disability, members from the ethnic
minority and transgender communities must be
part of the GEC. The Gender Focal Person will be
the Member-Secretary of the Committee.

Objectives/Duties:

The Committee will carry out the following tasks:

P Prioritise the issues to be addressed based
on the Gender Equity Strategy.

P Review and finalize the GAP prepared by the
Gender Focal Person.

» Recommend measures to be taken and
mechanisms to be established.

P Follow-up implementation.

P Prepare a monitoring report and a yearly
report for the Board

P> Members will serve as Resource Persons
for the dissemination of the Gender Equity
Strategy and will sensitize employees on
gender issues.
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»  During implementation of the guidelines,
the Gender Equity Committee Members may
bring up new issues needing attention.

Meetings: The Committee will meet at least
every two months or more frequently, if required.

Duration: Individual membership will be for a
two-year term and half of the membership will
be changed every year.

Gender Focal Person: A Gender Focal Person is
an individual bearing responsibility for being the
contact person for gender-related issues in the
organization.

Responsibilities

In addition to her/his normal Job Description, the
Gender Focal Person will carry out the following
responsibilities:

a) Promote gender sensitization in the
organization.

b) Collect and disseminate all gender
-related information/data from/to the HQ/
departments.

c) Be available to colleagues to discuss issues
related to gender in the workplace, which
may be forwarded to the Administration.

d) Assist the Gender Equality Committee,
Gender Specialist (if there is any), HR/
Administration to prepare the GAP and
resolve any gender-related problem at the
HQ/departments, including issues of sexual
harassment.

e) Attend and contribute to gender -related
training, workshops and meetings in outside
organizations as and when required.

f) Take initiative to observe International
Women’s Day, Begum Rokeya Day, 16 Days
Campaign to Prevent Violence Against
Women and related celebrations.

g) Facilitate the process of preparing the GAP
and submit it to the committee for approval.

h) Prepare monitoring/quarterly report, annual
report and submit to GEC.

i) Follow up on the decisions taken in the GE
Committee.

Criteria for Selection

The staff chosen to be a Gender Focal Person
must meet the following criteria:

P Beafixed-term employee of the organization
» Female

P Interested: if more than one person is
interested, they must submit an expression
of interest to the GEC.

P The concerned supervisor must approve to
ensure that the responsibilities as Gender
Focal Person do not interfere with their
current responsibilities.

Duration: The Gender Focal Person will typically
be selected for a two-year term.

Conclusion: The Gender Guideline is a living
document. Therefore, it pledges that practices
attached to rules will be observed in company
with an independent supervisor at least once a
year and will be reviewed in the light of evolving
needs and new rules and practices will be added
to the document in the light of changing needs.

Gender equality guidelines are crucial for
establishing a just, equitable, and inclusive
workplace. By implementing these guidelines,
organizations can foster a positive work
environment that promotes respect, inclusivity,
and fairness. This, in turn, can enhance employee
well-being, leading to increased satisfaction,
morale, and productivity. Moreover, gender
equality canimprove organizational performance
by fostering better decision-making, innovation,
and financial results.

Not only is implementing gender equality
guidelines a moral obligation, but it is also a
strategic imperative. By creating a workplace
where everyone feels valued and respected,
organizations can achieve greater success and
contribute to a more equitable society.
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Annex I: CEDAW Article 11

1.

States Parties shall take all appropriate
measures to eliminate discrimination against
women in the field of employment in order
to ensure, on a basis of equality of men and
women, the same rights, in particular:

(@) The right to work is an inalienable right
of all human beings;

(b) The right to the same employment
opportunities, including the application
of the same criteria for selection in
matters of employment;

(c) Therightto free choice of profession and
employment, the right to promotion, job
security and all benefits and conditions
of service and the right to receive

vocational training and retraining,
including apprenticeships, advanced
vocational training and recurrent
training;

(d) The right to equal remuneration,

including benefits, and to equal
treatment in respect of work of equal
value, as well as equality of treatment in
the evaluation of the quality of work;

(e) The right to social security, particularly
in cases of retirement, unemployment,
sickness, invalidity and old age and
other incapacity to work, as well as the
right to paid leave;

(f) The right to protection of health and to
safety in working conditions, including
the safequarding of the function of
reproduction.

To prevent discrimination against women on
the grounds of marriage or maternity and to
ensure their effective right to work, States
Parties shall take appropriate measures:

(@) To prohibit, subject to the imposition
of sanctions, dismissal on the grounds
of pregnancy or of maternity leave and
discrimination in dismissals based on
marital status;

(b) Tointroduce maternity leave with pay or
with comparable social benefits without

loss of former employment, seniority or
social allowances;

(c) To encourage the provision of the
necessary supporting social services
to enable parents to combine family
obligations with work responsibilities
and participation in public life, in
particular through promoting the
establishment and development of a
network of child-care facilities;

(d) To provide special protection to women
during pregnancy in types of work
proven to be harmful to them.

Protective legislation relating to matters
covered in this article shall be reviewed
periodically in the light of scientific and
technological knowledge and shall be
revised, repealed or extended as necessary.

Annex Il: SDG Goals 5and 8

SDG Goal 5: Achieve Gender Equality and
Empowerment of All Women and Girls.

5.1

5.2

End all forms of discrimination against all
women and girls everywhere

Eliminate all forms of violence against all
women and girls in the public and private
spheres, including trafficking and sexual and
other types of exploitation

5.3 Eliminate all harmful practices, such as child,
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5.6

early and forced marriage and female genital
mutilation

Recognize and value unpaid care and
domestic work through the provision of
public services, infrastructure and social
protection policies and the promotion of
shared responsibility within the household
and the family as nationally appropriate

Ensure women’s full and effective
participation and equal opportunities for
leadership at all levels of decision-making in
political, economic and public life

Ensure universal access to sexual and
reproductive health and reproductive rights
as agreed by the Programme of Action of the
International Conference on Population and



Development and the Beijing Platform for
Action and the outcome documents of their
review conferences

5. A Undertake reforms to give women
equal rights to economic resources, as
well as access to ownership and control
over land and other forms of property,
financial services, inheritance and
natural resources, by national laws

5. B Enhance the use of enabling
technology, in particular information
and communications technology, to
promote the empowerment of women

5. C Adopt and strengthen sound policies
and enforceable legislation for the
promotion of gender equality and the
empowerment of all women and girls at
all levels

SDG Goal 8: Decent Work and Economic
Growth

8.1-

8.2-

8.3-

Sustain per capita economic growth by
national circumstances and, in particular,
at least 7 per cent gross domestic product
growth per annum in the least developed
countries

Achieve higher levels of economic
productivity through diversification,
technological upgrading and innovation,
including through a focus on high-value-
added and labour-intensive sectors

Promote development-oriented policies
that support productive activities, decent
job creation, entrepreneurship, creativity
and innovation, and encourage the
formalization and growth of micro-, small-
and medium-sized enterprises, including
through access to financial services

Improve progressively, through 2030,
global resource efficiency in consumption
and production and endeavour to decouple
economic growth from environmental
degradation, by the 10-year framework of
programmes on sustainable consumption
and production, with developed countries
taking the lead

8.5-

8.7-

8.10-Strengthen the

8.a-

8.b-
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By 2030, achieve full and productive
employment and decent work for all women
and men, including for young people and
persons with disabilities, and equal pay for
work of equal value

By 2020, substantially reduce the proportion
of youth not in employment, education or
training

Take immediate and effective measures
to eradicate forced labour, end modern
slavery and human trafficking and secure
the prohibition and elimination of the worst
forms of child labour, including recruitment
and use of child soldiers, and by 2025 end
child labour in all its forms

Protect labour rights and promote safe
and secure working environments for all
workers, including migrant workers, in
particular women migrants, and those in
precarious employment

By 2030, devise and implement policies to
promote sustainable tourism that creates
jobs and promotes local culture and
products

capacity of domestic
financial institutions to encourage and
expand access to banking, insurance and
financial services for all

Increase Aid for Trade support for
developing countries, in particular least
developed countries, including through
the Enhanced Integrated Framework for
Trade-Related Technical Assistance to Least
Developed Countries

By 2020, develop and operationalize a
global strategy for youth employment
and implement the Global Jobs Pact of the
International Labour Organization

Annex Ill: Sexual Harassment
Definitions

>

>

Unexpected sexual conduct such as physical
touch or similar attempts.

relations
and

Attempts to establish sexual
with anyone using organizational
professional power.
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Sexually harassing or repressing remarks.
Unlawful proposal of sexual opportunity.
Showing pornography.

Sexually indicative comments or gestures.

vVvVvVvyyvyy

Teasing by indecent gestures, indecent
language or comments or approaching
or following any person inadvertently
for indecent purposes, making fun of or
mocking by using sexually suggestive
language.

P Writing any sexually explicit, offensive
material through letters, telephones,
mobiles, sms, pictures, notices, cartoons,
chairs, tables, notice boards, office or
bathroom walls.

P> Capturing still pictures or video for
blackmail or impersonation.

P Forced to abstain from participation in
cultural or institutional activities due to
sexual harassment.

P Threatening or giving pressure for rejection
of love offers.

» Induce or attempt to induce sexual
intercourse by intimidation or false
assurance or deception.

Annex IV: Glossary of Terms /
Definitions

The definitions have been developed from those
used internationally and accepted by various
United Nations agencies and others. These
are commonly used by the Ministry of Women
and Children Affairs and other Ministries of the
Government of Bangladesh.

Gender and Development (GAD) perspective
emerged in the eighties as an alternative to
Women in Development and Women and
Development. GAD is concerned with the
interdependent relations between men and
women, how these relationships produce
inequalities between them, for instance in access
to resources within the family, community and
wider institutions.

Gender refers to socially ascribed roles,
responsibilities, rights and  opportunities

associated with men and women, as well
as the hidden power structures that govern
relationships between women and men. These
relationships are dynamic, change over time and
are context-specific. Gender is a social stratifier,
like age, race, ethnicity, health and social status.
(Dankelman, 2010)

Sex stands for the biological characteristics
that define humans as female and male. It
refers to physical attributes about a person’s
body contours, features, hormones, genes,
chromosomes and reproductive organs. Sex
differences between females and males are
natural and remain the same regardless of time
and place. In the English language, the term
“Sex” is used to determine female and male. The
Bangla term for “Sex” is “Lingo”.

Gender Equality refers to equal rights, voice,
responsibilities and opportunities for men and
women in society, at work and in the home.
This is the absence of discrimination based on a
person’s sex in opportunities and the allocation
of resources or benefits or in access to services.

Gender Equity is the process of being fair to
women and men. Gender equity calls for those
who are in disadvantaged positions to have
a fair share of the benefits of development
as well as the substantive responsibilities in
society. Source: (IUCN, UNDP & GGCA, 2009). The
concept not only recognizes the different needs
of women and men but also acknowledges that
women have been disadvantaged due to past
discrimination and require additional support
to rectify the existing gender imbalance. An
approach of gender equity is concerned with
equality of outcomes and can be seen as the
means to achieve gender equality.

Gender Roles is a term used in the social sciences
and humanities to denote a set of behavioral
norms that accompany a given gender in a
given social group or system. Gender roles refer
to how men and women should act, think and
feel according to the norms and traditions in a
particular place and time (GGCA, 2009).  Both
men and women have multiple work roles.



There are three Types of Gender Roles:
i)  Productive Role
ii)  Reproductive Role

iii)  Social/Community Role

Productive Role is played by income-earning
activities or by activities having exchange value
is known as productive role. e.g., production
of goods and services for consumption and
trade (farming, fishing, employment & self-
employment the exchange value may be in the
form of cash or kind). Generally, men are engaged
in productive roles, but women can also be
involved in production activities. However, their
function and responsibilities will differ according
to the gender division of labour. Many productive
activities of women are overshadowed by their
reproductive roles.

Reproductive Role involves the care and
maintenance of the household and its members
including bearing and caring for children, food
preparation, water and fuel collection, shopping,
housekeeping and family health care. Also,
reproductive role extends to rearing and caring
of three generations- the past (grandparents,
parents and parents-in-law); the present (spouse,
brothers and sisters, brothers and sisters-in-law)
and the future labor force (the children and the
grandchildren). Reproductive work is crucial to
human survival, yet it is seldom considered ‘real
work’ as these activities do not generate any
income or have no exchange-value and as such
it is not counted in economic terms and often
unrecognized. Women play these roles all over
the world and in poor communities, reproductive
work is for the most part manual-labor-intensive
and time-consuming. However, if the same
roles are played in exchange for money, it
will be regarded as a productive role. Another
reproductive role is decision-making regarding
contraception and reproduction which are in the
hands of women/ men, but in many cultures,
men play a significant and recognized role in this
regard. Depending on the cultural context men
also take the responsibility of child rearing.

Social/Community Role is played selflessly at
the community level e.g., organizing social events
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and services; ceremonies and celebrations;
participation in community improvement
activities, groups and organizations and local
political activities etc. It is participation or
contribution for the greater benefit of society
or the community. This type of work is seldom
considered in economic analyses of communities
because it has no exchange value or financial
rewards. Both women and men engage in
community activities, although a gender division
of labour also prevails here.

These roles are mainly of two types:

Community Managing Role is the undertaking
of activities without pay or remuneration at a
community level in a given area for the benefit of
all. For example, a few or all persons in a village
can repair roads and old bridges, construct
embankments, organize marriage ceremonies or
death anniversaries. Both men and women can
play these roles.

Community Politics Role is a decision-making
activity undertaken without pay or remuneration
for the benefit of community in a given locality
is called community politics role, for example,
participation in UP election, acting as a judge in
the settlement of a dispute, taking part in the
decision where a school or a tube-well will be
located and installed, etc.

Gender Division of Labour is the allocation of
the tasks and responsibilities of women and men
at home, at work and in society, according to
patterns of work that are felt to be acceptablein a
particular place and time. (GGCA, 2009). It arises
from socially formed attitudes or beliefs about
what a woman or a man has the capacity and
the responsibility to do. For instance, paid work
done outside the home and in the public arena
is usually attributed to men because society
assigns them the role of primary breadwinner
for the family. On the other hand, unpaid,
domestic work done within the private domain
of the home is assigned primarily to women.
Men's productive work is considered more
important because of the economic benefits and
advantages it gives to those engaged in it and
due to the social recognition given to it. On the
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other hand, women’s domestic work is mostly
unrecognized, undervalued and either not paid
or poorly paid. This lack of social recognition
contributes to women'’s subordinate position in
society to men.

Equal Pay for Work of Equal Value is based
on the principle of gender equality. Women
and men who perform the same tasks should
be paid the same. In the case of hard physical
labour, where measurable outputs may vary,
proponents of equal pay argue that equal value
should be given for women and men. This is a
complex issue throughout the world. Both profit
and social factors need to be considered.

Gender Needs refer to the specific requirements
of individuals based on their gender roles,
responsibilities, and social expectations. These
needs arise due to the different experiences that
men, women, and gender-diverse individuals
have in society.

Practical Gender Needs (PGNs) are the
immediate needs identified by women to assist
their survival in their socially accepted roles,
within existing power structures (Moser (1989).
Policies to meet PGNs tend to focus on ensuring
that women and their families have adequate
living conditions, such as health care and food
provision, access to safe water and sanitation,
but also seek to ensure access to income-earning
opportunities. PGNs do not directly challenge
gender inequalities, even though these needs
may be a direct result of women'’s subordinate
position in society.

Strategic gender needs (SGNs) are long-term
needs that aim to transform gender relations
and challenge inequalities. Examples include
equal pay, legal rights, protection from gender-
based violence, access to education, and political
participation.

These needs may relate to inequalities in the
gender division of labor, in ownership and control
of resources, in participation in decision-making,
or to experiences of domestic and other sexual
violence. These needs are often seen as feminist
in nature as they seek to change women'’s status
and position in society about men.

Practical needs and strategic interests are
complementary.

Gender Mainstreaming assesses different
implications of any planned action for men
and women, including legislation, policies or
programmes in any area and at all levels. The
approach entails the use of a gender lens to
understand the social processes of adaptation.
Gender mainstreaming aims to transform
unequal social and institutional structures to
make them profoundly responsive to gender,
and it ensures that both women and men benefit
equally from the development process (UNDP,
2010).

Women’s Empowerment refers to the process
in which women reflect upon their reality
and question the reasons for their situation
in society. It includes developing alternative
options and taking opportunities to address
existing inequalities. It enables them to live their
lives in the fullness of their capabilities and their
own choices in respect of their rights as human
beings.

Empowerment is about people - both women
and men - taking control over their lives: setting
their agendas, gaining skills, building self-
confidence, solving problems, and developing
self-reliance. Itis not only a collective, social and
political process, but an individual one as well -
and it is not only a process but an outcome too
(IUCN, UNDP & GGCA, 2009;Rafiqul, 2010).

Family-friendly policies are based on the
recognition that all staff have families and
working hours and conditions should be
compatible with fulfilling family responsibilities.
This may include provisions for maternity leave,
créche facilities and flexible working hours.

Social Safety is identified by LGED and covers
a range of issues to ensure safety at work,
recognizing that there are additional safety
concerns for women in the workplace. Sexual
harassment is a key concern for working women
everywhere. Other issues may include adequate
lighting to allow women to leave isolated
workplaces safely at night.



Gender Relations refers to the socially
constructed form of relations between women
and men (Momsen, 2004, p.2 ); these are
contextually specific and often change in
response to altering circumstances.

Condition refers to women'’s visible or material
state.

Position refers to women'’s social, political and
economic standing relative to men.

Gender Mainstreaming ensures gender
equality and to overcome problems of
marginalization,  invisibility = and  under-
representation, gender concerns and women'’s
issues should be integrated into mainstream
policies, programmes and projects, and in
institutional structures and procedures through
gender mainstreaming. (ECOSOC, 1997, Agreed
Conclusion 1997/2) Gender mainstreaming is
not only a question of social justice and human
rights, but is necessary for ensuring equitable
and sustainable human development by the
most effective and efficient means.

The Tools to Mainstream Gender

Gender Analysis examines the differences
in women’'s and men'’s lives, including those
which lead to social and economic inequity for
women, and applies this understanding to policy
development and service delivery. Itis concerned
with the underlying causes of these inequities
and aims to achieve positive change for women.

Gender analysis recognizes that Women'’s and
men'’s lives and therefore experiences, needs,
issues and priorities are different. Women's
lives are not all the same and the interests that
women have in common may be determined
as much by their social position or their ethnic
identity as by the fact that they are women. Their
life experiences, needs, issues and priorities
are different for diverse ethnic groups. The life
experiences, needs, issues, and priorities vary for
different groups of women (dependent on age,
ethnicity, disability, income levels, employment
status, marital status, sexual orientation and
whether they have dependants). Different
strategies may be necessary to achieve equitable
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outcomes for women and men and different
groups of women. (Source: http://www.gdrc.
org/gender/framework/what-is.html)

Sex-disaggregated data are data that show
the differences between the situation of women
and men, girls and boys. Many people say
‘gender-disaggregated data’ rather than ‘sex-
disaggregated data’. This is not correct because
the data are describing the disaggregated
patterns found among the male and female
population, i.e., by their biological characteristics.
These patterns, in turn, reflect the roles and
responsibilities that make up the gender
situation, which is socially defined in the country.
Sex-disaggregated data are all data that are
cross-classified by sex, presenting information
separately for women and men, boys and girls.
The collection and analysis of sex-disaggregated
data are paramount in implementing gender
mainstreaming.

Gender specific indicators are pointers
[measurement, number, fact, opinion or
perception] that point to changes in the status
and roles of women and men over time and
therefore are a tool to measure if gender equity
has been achieved.

Gender responsive budgeting means a gender-
based assessment of budgets, incorporating
a gender perspective at all levels of the
budgetary process and restructuring revenues
and expenditures in order to promote gender
equality.

Gender inclusive refers to creating spaces,
systems, and practices that recognize and
include individuals of all genders, rather than
adhering to a binary understanding of gender
as male or female. It involves acknowledging
and respecting the full spectrum of gender
identities and expressions, and ensuring that
everyone, regardless of their gender, feels safe,
valued, and included. Gender inclusive practices
are important in various contexts, such as
healthcare, software development, education,
and public facilities, to address discrimination,
promote equality, and improve the well-being of
marginalized groups.

31



32

P Gender Equality Guidelines for the Employers

» References

N o s W N

®

10.

11.
12.

13.
14.
15.
16.

17.

18.
19.
20.
21.
22.
23.
24,
25.

26.

27.

Action Aid Gender Policy, 2000

ADB, Gender Checklist

Beijing Declaration and Platform for Action, UN 1995

Beijing Plus Five, Political Declarations and Outcome Document, 2000
BRAC Gender Policy: Towards Gender Equity, 1998

CARE Bangladesh- Gender Policy, 2000

Canadian International Development Agency (CIDA), 1997. Guide to Gender Sensitive Indicators.
CIDA, Hull, Quebec.

CID A’s Policy on Gender Equality, 1999

DPHE - DANIDA Urban Water and Sanitation Project; working paper for Mainstreaming Gender in
Project Planning and Implementation, May 1998

Gender Sensitive Water and Sanitation Policies, Lessons from Kenya, Indicators and Comparisons
(undated)

Glz Gender Policy, March 2012

High Court Division (special original jurisdiction) Write Petition no. 5916 of 2008: Interim order on
sexual harassment at workplace, educational institution and elsewhere.

ICDDRB; Conflict of interest policy
ICDDRB; Policy on sexual harassment
ICDDRB; Gender policy: Towards gender equality

Ministry of Women and Children’s Affairs, CEDAW Convention on the Elimination of All Forms of
Discrimination against Women, GoB 2000

Ministry of Women and Children’s Affairs, National Policy for Advancement of Women, Government
of Bangladesh, 2011

Ministry of Health and Family Welfare, Gender Equity Strategy 2014

Plan International, Plan’s Policy on Gender Equality -Building an Equal World for all Children
RDRS Gender Policy, 2003

Convention on the Elimination of All Forms of Discrimination Against Women (CEDAW)
UNDP, Empowered and Equal: Gender Equality Strategy, 2008-2011

UNDP Gender Equality Strategy: 2014-2017: The future we want -Rights and Empowerment
UNDP Resource Guide: Mainstreaming Gender in Water Management, November 2006

UNDP, Human Development Report 2013. See: https://data.undp.org/dataset/Table-4-Gender-
Inequality-Index/pg34-nwq7

United Nations Division for the Advancement of Women Department of Economic and Social
Affairs; Women and Water, February 2005

USAID, Gender Equality and Female Employment Policy, Washington DC, March 2012






A BRIEF PROFILE OF BEF

Bangladesh Employers’ Federation
(BEF) is the national organization of
employers. It represents all
associations representing major
industries in the country as well as
established individual enterprises.

The objectives of the Federation
are to promote, encourage and
protect the interests of employers
in industrial relations and, through
such efforts, to establish good
relations among employers and
workers, which play a Vvital
supporting role in the country’s
economic development.

BEF is well known as a progressive
body, having a proactive approach
on social issues. It is the only body
of the employers recognized by the
Ministry of Labour and Employment,
and accordingly enjoys the sole
representative capacity in the
Tripartite  Consultative  Council,

Labour Courts, Minimum Wages

>

Board, National Wages and
Productivity Commission, etc. It
closely interacts with the Ministry
of Labour and Employment on all
policy issues. Similarly, it maintains
close touch with other relevant
Ministries of the Government on
issues concerning industrial
relations, enterprise efficiency,
competitiveness, etc.

BEF’s activities cover a wide range
of issues besides industrial
relations. Training and  skill
development is a major activity
along with enterprise level
programs for productivity
improvement, safety and health,
good management practices, etc.

BEF has taken major initiatives to
foster close relationship with the
trade unions and it enjoys their
goodwill and confidence on many
issues.

Bangladesh Employers’ Federation




