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Foreward

CARE has been operating in Bangladesh since the country gained independence, implementing a wide range of programs aimed at helping improve the lives of the poor and disadvantaged.  While we in CARE can be proud of our contribution to development in Bangladesh, we can never be satisfied with our efforts and we must continually look at how we can improve the way we operate.  In particular, gender has been identified as one area where we need to re-think our strategies and increase our efforts.  

CARE Bangladesh has been committed to gender equality, both in terms of organizational policy and programming principles for several years.  While management and staff have acknowledged that changes need to made in this area, and steps have been taken to address issues of gender inequality, progress is this area has not been as rapid as it could have been.  

One of the reasons for the slow progress in this area has been the lack of a clear statement of what gender equality means to the organization and how CARE should proceed to achieve it.  It is with this in mind that the senior management set about to develop a Gender Policy for the country office. The following document clearly outlines what needs to be done in order for CARE Bangladesh to achieve our objective of becoming “a gender sensitive organization” implementing “gender responsive programs”. 

It is hoped that the Gender Policy of CARE Bangladesh will, in the short term, help us deal with the immediate problems of discrimination and gender bias which are still present within the organization. In the longer term, it is hoped that the policy will guide CARE Bangladesh in becoming a leader in implementing programs that address the underlying causes within society which contribute to the great divide between females and males in terms of power and status in the country.

The development of the policy has been a lengthy and difficult process, but it is only the first step in achieving a much larger objective. To achieve that objective the understanding and commitment of all staff is required.

It is important at this time to acknowledge the hard work of all those who have contributed to the development of this document.  Special thanks needs to be given to Anisa Khatoon, General Manager for the Human Resource Development and Management Department, and her team for spearheading this effort and keeping it moving forward.  Thanks also to all staff who contributed to this document, either through their participation in workshops or in reviewing and commenting on the document.  The team at Naripokkho deserve a special vote of thanks and recognition for their hard work in helping us develop this document, particularly in facilitating the Gender Policy Workshop and in writing the original draft of this policy.

Michael Rewald

Assistant Country Director

CARE Bangladesh


Section








  Page
Foreward   . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ..... . . . .  i

1. Rationale . . . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1

2. Policy Principles  . . .  . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 3

3. Goal and Objectives  . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 4

4. Strategies . . . . . . . . . . . . . . . . . . . . . .. . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 6

5. Organisational Measures . . . . . . . . .  . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 7

6. Program Measures . . . . .  . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 11

7. Implementation and Monitoring of Policy   .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 15




i) Key Concepts and Definitions  . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 17

ii) Status of Women in Bangladesh and Government 

Commitments to Women’s Advancement . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 20

iii) WID Objectives of GOB's Fifth Five Year Plan . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 23

iv) Terms of Reference (TOR) of Gender Committee  .. . . . . . . . . . .  . . . . . . . . . . . . . . . 25

v)   Terms of Reference (TOR) of Gender Focal Points .. . . .. . . . . . . . . . . . . . . . . .. ... . . 29

1. RATIONALE

I

n order to ensure continuity and strengthen the gender impact of all the work CARE does, it was decided by CARE Bangladesh to prepare a gender policy that would promote the empowerment of women, both in its programs and in the organisation. CARE’s vision and strategic direction as defined in the Long Range Strategic Plan formulated in April, 1999 emphasises gender equity as a major focus for CARE.

The organisation has demonstrated its commitment to gender issues in the past through the establishment of structures such as the Gender Committee and Gender Focal Points, which have carried out various activities including surveys. This is supplemented by CARE International's efforts in the field of gender.

CARE has played a leading role in promoting women’s participation in areas where traditionally women had been excluded. Women working on roads and women driving motorcycles were inconceivable till recently.  However, according to CARE’s own evaluations a lot more remains to be done.

It is felt that a policy document, with guidelines, will assist the organisation and its staff in translating the goals and principles into reality, thus contributing to the elimination of discrimination and inequalities.



The aim of this policy is to guide and direct at all levels, the planning, resource allocation and implementation of CARE Bangladesh's development programs and projects in a gender responsive manner, as well as to ensure a gender sensitive work environment for all staff.

The emphasis on gender is based on the recognition of  'gender' as an analytical tool for the identification and understanding of the socially constructed roles and relations of women and men and how these mediate all development related opportunities and outcomes for women and men. The concept of gender facilitates examination and understanding of the culturally specific notions of masculinity and femininity, which govern most, if not all, behavioural responses to development interventions.  A section on definitions of key concepts is included in Annex 1.

CARE Bangladesh’s efforts to promote gender equity are in line with the Government’s commitment and efforts to promote the advancement of women. The principle of equality between men and women is enshrined in the Constitution. The Government has ratified the Convention on the Elimination of All Forms of Discrimination Against Women and the Beijing Platform for Action. A National Policy for Women has been formulated and a National Action Plan for the Implementation of the PFA prepared. The Fifth Five Year Plan provides policy directions and guidelines for gender mainstreaming which are recognised as strategies to achieve gender equity (see annexes 2 and 3).

2. POLICY PRINCIPLES
2.1 The Gender Policy is in line with the Vision Statements of both CARE International and CARE Bangladesh and is relevant to both development programs/projects and internal policies.  It reinforces the Government of Bangladesh's declared commitments to the promotion of gender equity, the elimination of sex discrimination and the advancement of women.

2.2 The policy complements CARE's service rules and regulations and all sectoral policies and programs and defines institutional arrangements and key target areas required to ensure that gender concerns are routinely addressed in all planning activities as well as in the implementation, monitoring and evaluation of program/project activities.

2.3 The policy emphasises the cross cutting nature of gender and seeks to integrate and mainstream gender concerns in all program efforts and institutional arrangements, as well as the organisation's operating environment.

2.4 The policy seeks to assist CARE in integrating gender equity goals and objectives into its entire programming and organisational processes and structures so that these goals become internalised and institutionalised.

2.5 The policy seeks to complement and strengthen the already existing focus on gender equity in CARE's Long Range Strategic Plan.

3. GOAL AND OBJECTIVES


The overall goal of this policy is to integrate and establish gender equity concerns within CARE Bangladesh and improve its capacity for developing programs and projects that will improve the social, legal/civic, political, economic and cultural conditions of the poor, disadvantaged and marginalized people of Bangladesh.  In particular it seeks to alter the subordinate position of women in all aspects, and provide a safe and dignified working environment for all staff.

Given below are the objectives for specific areas covered by the policy.tc \l5 "Given below are the policy objectives for specific areas covered by the policy.

3.2
Organisationtc \l5 "Organisational Objectives


3.2.1
Objectives related to political will tc \l5 "Objectives related to political will 
1. To ensure appropriate political commitment of the mission at all levels. 

2. To ensure implementation of policies for achieving gender transformation.

3. To ensure necessary allocation of resources for promotion of gender transformative/ re-distributive initiatives across the organisation. 



3.2.2
Objectives related to organisational culturetc \l2 "Objectives related to organization culture
1. To ensure the support (including professional development) required to recruit, retain and promote female staff, with particular emphasis on senior levels.

2. To create an environment where women’s voices can be raised and heard and gender issues resolved.

3. To promote gender sensitivity of staff of the Mission at all levels.



3.2.3.
Objectives related to organisational accountability 
1.
To ensure that all staff understands gender concepts and are aware of their roles and responsibilities with regard to the implementation of the policy.

2.  
To ensure that a realistic system/mechanism is in place for the proper planning, monitoring and implementation of the policy.



3.2.4
Objectives related to technical capacitytc \l5 "Objectives related to technical capacity
1. To ensure all staff is equipped with the appropriate skills and knowledge needed to make CARE  Bangladesh a gender sensitive organisation.


3.3
Program Objectives


3.3.1. Objectives on project design and planningtc \l5 "Objectives on project design and planning
1. To ensure gender analysis throughout the project cycle, including project design.

2. To ensure women’s participation in project design.

3. To ensure identification and prioritisation of basic problems and needs of women.



3.3.2. Objectives related to program implementation, monitoring and evaluation
1. To ensure the active participation of women in all levels of project implementation

2. To establish and utilize monitoring and evaluation systems which measures gender impact (positive or negative) of projects and programs and which will include processes for review and corrective action.

4. STRATEGIES

The policy objectives shall be achieved through the following strategies:

(i) Sensitisation of staff on gender issues at all levels.

(ii) Promoting a Gender Analytical Framework that ensures gender is considered in all aspects of programming. 
(iii) Ensuring the translation and dissemination of the policy to all persons employed in CARE Bangladesh.

(iv) Promoting appropriate education, sensitisation and creation of awareness on the responsibilities of management, Gender Committee, Gender Focal Points and individual staff members to address gender concerns in their daily work relations as well as in program/project implementation.

(v) Adopting an explicit advocacy role in promoting gender equity.

5. 
ORGANISATIONAL MEASURES
CARE's Gender Audit carried out in 1998 points to the following measures of an organisation's capacity to institutionalise gender awareness and equity:

· Political will

· Organisational culture

· Accountability

· Technical capacity.


5.1
Political Will

Political will has to be demonstrated through putting in place a comprehensive Gender Policy that will translate into practice at all levels.  This will require the commitment of sufficient technical and financial resources, as well as structural changes, to bring about an overall orientation towards gender equity.  The principles of equal opportunity for women and men need to be institutionalized. This includes equal opportunity in terms of access, use of resources and benefits and gender balance in all positions (not only in numbers), especially at strategic levels, whereby all staff, male and female, are considered equal.
The dissemination of the Gender Policy must be carried out in a manner to ensure clarity among staff at all levels, particularly at management and program leadership levels. Both the conceptual underpinnings of the policy as well as the policy formulation process itself must be well understood by all.

The adoption of gender equity as a strategic direction in programming has to be supported by adequate institutional capacity and appropriate orientation of staff.  The following measures therefore need to be implemented:

· The empowerment of the Gender Committee to regularly monitor the policy instruments and other institutional measures adopted to achieve gender equity.  The Committee should function in such a way as to allow women's voices to be heard regarding policy issues related to staff administration.  (Terms of Reference of the Gender Committee are included in Annex 4).

· Regular gender sensitivity workshops will be held to maintain and reinforce the adoption of equality between women and men as a core value as well as to identify and address conflicts and problems arising out of resistance at different points and levels.  Although both men and women need to have their consciousness raised with regard to equality issues and the need to counter social prejudice/stereotypes about women and men, especially prejudice against women, the gender sensitivity workshops will especially target the participation of men.

· Affirmative action in the recruitment of women will be a guiding principle for the achievement of a better balance in staff sex ratio, especially at senior management level.

· Gender focal points at field offices will ensure flow of information to and from the Gender Committee and act as a counsellor for female staff who face particular gender related problems. 

· The performance appraisal system will not include any criteria that are prejudicial to the achievement of gender balance in the organisation.
· The Human Resources Development and Management Department will prepare an annual work plan for competence building of female staff in areas such as leadership, technical skills and English. 
· In cases of resignation of senior female staff and female staff who have served in CARE for at least five years, the Country Director or her/his designate will hold a meeting with the concerned staff to ascertain the causes of the resignation.  The outcome of the meeting will be conveyed to Human Resources Management Section.  The HRM has to respond to stated causes and integrate measures to retain competent women.  

5.2
Organisational Culture
It is the responsibility of all staff in general, and all section heads, and management team members in particular, to build and sustain an organisational environment or culture that is supportive of "Gender Equity" as a programming goal.  All staff members must therefore:

· Believe in and value women's human potential;

· Be congenial to the growth of and contribution by women;

· Ensure that men are not unfairly treated in the name of gender;

· Consider the gender disadvantage women experience in their ability to form networks, mobilise resources and gain recognition for their contributions;

· Establish clear norms and rules regarding equitable distribution of facilities (support services) and opportunities (study tours etc); 

· Challenge unwritten rules that discourage women from availing special facilities for fear of hampering promotion prospects (e.g. women not asking for time off for breast feeding);

· Refrain from any comments or gestures that indicate a prejudicial view about women in management positions as not being merit based and about promotions being seen as linked to personal connections, including insinuations of sexual favours in the case of women;

· Understand the intent of the gender policy and other gender equity initiatives.
5.3
Accountability

The following measures will be used to ensure accountability on equality issues within CARE:

· A review of procedures to improve implementation of the policy;

· An internal monitoring mechanism;

· Gender Committee to oversee the implementation of the Gender Policy and monitoring of gender issues;

· Indicators for staff performance with regard to adherence to gender policy,

Refer to Section 7 for further elaboration.

5.4
Technical Capacity 

The following steps will be taken to enhance the organisation’s technical capacity to equip staff with the skills and knowledge needed to make CARE Bangladesh a gender sensitive organisation:

· Gender awareness training for staff will be undertaken, with emphasis on building sensitivity to women's needs and issues and developing abilities to address women's special needs;

· Staff participation in gender training will be given positive priority and all projects, departments and sections should have annual training targets for improving gender sensitivity and building competence in gender analysis;

· Provision of gender training is a part of CARE's commitment and its relevance and use must be made clear in terms of both staff performance criteria as well as program enhancement criteria;

· Wherever possible, gender training should be integrated and incorporated into other training (project specific) or monitoring and evaluation training and should be taken into account in the planning phase of projects so that it is clearly stated in the project "Logical Framework";

· Ensure follow-up training and refreshers training on gender sensitivity and gender analysis;

· Design training which would ensure the maximum direct application of the tools learned (e.g. bring draft project designs for gender analysis and revision or conduct training in conjunction with a project needs assessment). 

· Special initiatives will be taken to develop and foster growth of women staff, including provision of, when necessary, counselling of female staff members facing abuse/violence at home as well as confidential counselling for female staff facing abuse/sexual infringement at the workplace;

· Competencies will be built on gender analysis and conceptual clarity on equality issues will be promoted;

· Special focus on violence against women will be built into training; 

· Special emphasis will be placed on capacity building of gender focal points and gender committee members;

· Special training on conflict resolution will be provided in order to minimise tensions and resistance in relation to equality issues;

· Skill will be developed to design gender sensitive monitoring indicators during project preparation.

· Management meetings will regularly assess progress in relation to gender equity.

· Mechanisms will be developed and instituted which allow for husbands and wives to work in the same locality, whenever possible.

6.
PROGRAM MEASURES


6.1
Design of projectstc \l5 "Design of projects

Analysistc \l5 "Analysis
· Identify and address differences between women and men in needs, priorities, access and control while designing projects (e.g. review existing knowledge on gender dynamics in target communities).

· Carry out participatory needs assessments with both women and men.

· Ensure special focus on needs of girl children and women in designing, implementing, monitoring and evaluation in order to ensure equal access and opportunities and reduce discrimination and abuse.

· Ensure that at least one member of project design team has gender analysis skills.

· Assess how interventions will impact on women’s control over resources.

· Assess whether the project will address women’s practical needs or strategic interests or both (transformatory potentials).

· Analyse and clearly state various assumptions made regarding gender.


Planning tools:
· Include gender equity in CARE’s programming principles. 

· Incorporate objectives and targets related to gender into LRSP and AOPS.

· Incorporate gender questions and perspectives into all projects design documents and tools, including project-planning guidelines.

· Ensure LFAs reflect gender considerations.


Goals/Objectives

· Programs and projects should seek to contribute towards the empowerment of the disadvantaged people, especially women. 

· Projects goals should seek to promote gender equity by being gender redistributive. Therefore special measures may be taken for women to compensate for past inequalities and discrimination.

· Goal and objectives should make explicit references to gender wherever appropriate, and explicitly address women and men’s interests and concerns.
· Goals/objectives should seek to challenge those gender stereotypes that impede the achievement of equality between women and men.
6.2
Implementation




Strategiestc \l5 "Strategies
· Ensure that explicit strategies are articulated to address the gender issues identified in the design phase.

· Ensure that implementation strategies are revised according to information collected periodically on gender related impact and also according to new information gained through research on women’s condition and position.




Promotion of equal participation of women in all activities:
· Implementation strategies should take into account existing gender relations which are unequal and attempt to redress the inequalities. 

· Devise mechanisms for promoting women’s participation in decision making processes at all levels and in all spheres – projects, programs, community, and family. 

· Identify and work to overcome women’s and men’s constraints to participation, whether they be physical, social, religious or otherwise. 

· Special emphasis should be given to create women’s access to information as it promotes participation, facilitates involvement in decision-making and contributes to empowerment.

· Ensure women's equal access to technology-related activities and roles and increase their technical competency.

· Provide information to woman participants to develop capacity to identify and address gender-stereotyped roles of women, gender discrimination and deal with violence against women (where appropriate). 



Program Administration/Management:

· Ensure programs and projects have considered and incorporated Gender Policy guidelines into programs/activities development process and operational guidelines.

· Staffing should be designed to ensure adequate numbers of women with a gender balance at all levels.

· The LRSP and AOP will set targets for recruitment of women staff to new projects and for filling up of vacancies in on-going projects.  



Recognising women’s multiple roles:

· While promoting women’s participation in program activities, women’s other reproductive responsibilities must be taken into account and if necessary support provided e.g. childcare.

· Men’s roles and responsibilities in reproduction, the family and child rearing should be emphasised to counterbalance the traditional emphasis given to women’s reproductive, domestic and mothering roles and thus challenging existing sexual division of labor. 


Information, Education and Communication (IEC):

· Materials and campaigns should seek to specifically target women and the messages should address women’s as well as men’s interests and concerns.


Results:

· Ensure project/program results benefit women and men equally or benefit women more in order to overcome existing gender gaps and inequalities.

· Ensure that women and men both have control over resources or benefits generated by the projects/programs.

· Acknowledge women’s workload and responsibilities and their contribution to the family and community.

6.3
Partnerships
· Integrate gender policy principles into partnership guidelines.

· Guidelines will apply to both NGO and Government partnerships.

· The partner’s degree of gender awareness will be one criteria for partner selection.

· Partners will be supported to develop, address and ensure gender equity in their programming and management. Measures for capacity building for partners will be provided.

· CARE will seek to establish partnerships and network with organisations having gender expertise for project implementation, training or technical assistance.

· The sharing of experiences among partners of various strategies of promoting gender equity will be promoted.

6.4
Networking/advocacy

· Establish and promote issue based networks with other NGOs, including international NGOs, women’s organisations, human rights organisations, education institutions, etc.

· In line with program/project objectives, undertake policy advocacy on gender issues. 

· Contribute to raising awareness on issues of women’s legal rights, reproductive rights, discrimination, inequality, inheritance rights, guardianship rights, violence against women etc.

· Promote inter-organisational co-ordination and co-operation with Government and NGOs on various gender issues. 

6.5
Monitoring and Evaluation

· Review and revise on-going projects as necessary, in the light of the gender policy guidelines.

· Involve women and men participants of projects in project and program monitoring and evaluation.

· Ensure that monitoring tools and processes are made gender sensitive.

· Ensure that project/program information is collected in a sex disaggregated manner so as to provide gender specific information.

· Ensure that indicators selected are gender sensitive i.e. are relevant to measuring the participation, results and changes for both women and men.

· Ensure that all projects and programs analyse direct and indirect impact (including control of resources) on women and men. 

7.
PRIVATE 
IMPLEMENTATION AND MONITORING OF THE POLICYtc  \l 1 "Implementation and Monitoring of the Policy"

7.1
PRIVATE 
Implementationtc  \l 2 "Implementation"

PRIVATE 
Responsibilitiestc  \l 3 "Responsibilities"
The responsibility for the successful implementation of the policy rests with each of CARE’s sections and programs and all the staff of CARE Bangladesh. 

In order to ensure that gender equity is a priority within CARE, solid and tangible support is required from top-level management. Management at all levels within CARE are expected to develop strategies for providing leadership, setting standards, demanding accountability and rewarding efforts. The following decision-making and management bodies will have to play an active role in steering the process:

· The Policy Change Management Team (PCMT) composed of staff selected from throughout the mission.

· The Executive Management Team (EMT) composed of the Country Director, Assistant Country Directors, General Managers and Sector/Program Coordinators.

· The Program Coordination Team (PCT) composed of senior level program staff.

The ultimate responsibility for implementation of the Gender Policy will lie with the Country Director. 

All staff within CARE is expected to have the professional competencies to promote equality between women and men in relation to whatever issues they are working on. Methods to ensure accountability have been outlined in the policy.

Special Structures

While the responsibility for promoting equality is shared throughout the organisation, there is continued need for specialist resources and organisational structures to facilitate the work. These include the following:

The Gender Committee, reporting to the Country Director

A Gender Section in the HRD and M Department with a CBHQ based Gender Advisor

Field Office based Gender Focal Points

A Program Gender Adviser within the Institutional Learning Team

Gender Program Working Group

PRIVATE 
Disseminationtc  \l 3 "Dissemination"
A first step after the approval of the Policy will be its wide dissemination. It will be translated into Bangla and discussions will be arranged at all levels to present its objectives and scope.

PRIVATE 
Annual Planstc  \l 3 "Annual Plans"
Annual Country Office Plans setting priorities and targets according to the Policy guidelines will be prepared by Gender Advisors. These will be reviewed periodically, at least every six-months

7.2
PRIVATE 
Monitoringtc  \l 2 "Monitoring"
A performance measurement framework including indicators against which to assess the implementation of the gender policy will be developed by the Gender Committee in collaboration with the Gender Unit of HRD and M and the Gender Advisor of IL.

The framework will address issues such as:

· The collection and analysis of data disaggregated by sex, as well as by age and socio-economic groups.

· Analysis of information on constraints to the achievement of gender equality and on progress in the reduction of gender inequalities and the promotion of gender equality.

· Collection of information on non-project activities such as advocacy and networking.

· CARE’s organisational capacity to deal with gender issues in the program and internally.

· Availability and use of resources.

The annual plans formulated will also be reviewed. The next year’s plan will be prepared on the basis of the review.

Performance review of the implementation of the policy is the responsibility of HRD&M for organisational issues and the Institutional Learning Team for programmatic issues. These bodies will provide annual reports to the Country Director, with copies to the Gender Committee.

The periodic reviews may lead to the Gender Policy’s being reviewed and revised, on the basis of experiences.


Key Concepts

1. Gender blind

Gender blindness refers to the non-recognition of distinctions between sexes, both biological as well as socially constructed distinctions, and the differences in the implications these distinctions have in terms of the needs and interests of women and men.  Gender blindness, by not taking conscious account of these distinctions, assumes biases in favour of existing gender relations and thereby tends to exclude women and favour the perpetuation of male privilege.

The following practices have led to gender blindness:

· Compartmentalising: refers to the practice of treating social realities of women and men in segregated compartments as though these are isolated from each other and one has no bearing on the other.  Compartmentalising tends to, therefore reinforce stereotyping male female dichotomies (e.g. 'technical and social', 'macro and micro' etc).

· Aggregating: refers to the use of aggregate categories which conceals differentiation and inequality within categories (e.g. household, poor, labour force, etc).  This tends to homogenise women and men in these categories as having identical needs and interests.

· Externalising: refers to the tendency to assume gender attributes and gender relations as essential and absolute (i.e. therefore assuming that these cannot be changed).  Thereby, biological attributes of women and men may be highlighted in rationalising the perpetuation of existing distribution of resources, opportunities and rights.

· Depoliticising: refers to a common tendency to conflate women with the private sphere and outside the realm of political intervention and men with the public sphere.

2. Gender Aware

Gender awareness is the recognition that development actors are women and men, and that women and men are advantaged and constrained in different ways with implications for women and men having differing needs, interests and priorities.  Rethinking the assumptions and practice of gender blind policies through gender analysis and learning about gender differences have resulted in what is referred to as gender-aware policies.

Categories of Gender Aware Policy:
· Gender Neutral: Becoming gender aware does not necessarily imply adoption of gender equitable policies.  Having become aware of the differences in needs and interests of women and having an accurate assessment of existing gender distribution of resources and responsibilities, one can adopt 'gender-neutral' policies whereby existing gender relations are not subjected to change.  Such policies can contribute to correcting male bias in delivery and ensure that women and men are both targeted and both benefit in terms of practical needs without necessarily addressing any change in the relative social positioning of women and men.

· Gender Specific: Uses knowledge of gender differences to meet the practical needs of women or men.

· Gender Redistributive: Targets women, men or both in terms of a redistribution of resources and responsibilities towards redressing existing imbalances and seeks to transform existing gender roles, relations and identities.

3. Gender Disadvantage:

Cumulative effect of past and current discrimination against women and of the existing disparities between women and men in social, political, economic and health indicators.  Disadvantage has a restrictive effect on access to opportunities and resources.

· Gender Intensified Disadvantage: Women suffer the same disadvantages as do men in the same class or socio-economic category, but these are more severe for women because of the additional factor of gender discrimination in the allocation of resources and responsibilities.

· Gender Specific Disadvantage: Women across classes and categories suffer a common subordination and are more vulnerable.  However, the extent and nature of their subordination and vulnerability varies across class and category.

· Imposed Gender Disadvantage: The power of some groups to universalise their norms, prejudices and stereotypes as applicable and appropriate for all, thereby imposing additional disadvantage which is not intrinsic to the reality of the target group.

4.  
Gender Equality 

Refers to equal rights, responsibilities and opportunities for women and men.  It does not mean sameness.  In other words it does not imply identical rights, responsibilities and opportunities, nor does it imply equal numbers or percentages.

Equality includes both quantitative and qualitative aspects. The quantitative refers to distribution issues whereas the qualitative refers to valuation issues.

5. 
Mainstreaming:

Mainstreaming implies the effective inclusion and system-wide integration into the main current. Mainstreaming, when used in the context of gender equality and development implies that attention to equality between women and men should pervade all development policies, strategies and interventions.  It is not simply about the participation of women, but more importantly about the recognition, consideration and integration of equality concerns in relation to problem analyses, policy formulation, program and project planning processes as well as institutional practices.   It implies that this will be done effectively by both women and men.

6.
Practical gender need


Practical gender needs refer to those needs which are manifest in everyday life in order that men and women can fulfil their socially ascribed roles and responsibilities prevalent in a given culture at a given historical moment.

7. 
Strategic gender interests


Strategic gender interests arise out of the fact that men’s and women’s needs are gendered, arising out of the underlying structural inequalities in resources, rights and responsibilities which determine and define inequality in a given culture.  Men and women have different stakes in defending or transforming existing gender relations.

8. 
Transformatory potential


Transformatory potential is a conceptual criteria which attempts to bridge the everyday practical concerns of women and men with the larger goal of social transformation.


Status of Women in Bangladesh and Government Commitment to Women’s Advancement

2.1
Women’s Status

Various indicators reveal that the status of women in Bangladesh is much lower than that of men. Traditional socio-cultural beliefs and practices limit their opportunities in education, skill development, employment and participation in the overall development process.  Continuing disparities between women and men in life expectancy, health status, income, education, assets, personal security and participation in the political process demonstrate that development investments and programs have not benefited women equitably.
The literacy rate for women is only 25.5 percent, much lower than that of men which is 39 percent; life expectancy is 58.0 years for women and 58.9 for men.  Nutritional status of women and girls is marked by sharp differentials with men and boys.  Women are married at a much lower age than men; mean age at marriage of women being 19.9 while that of men is 27.9.  Early marriage, repeated pregnancies and long child bearing spans have serious implications for women's low nutritional status and high maternal mortality rate (4.4 per 1000 live births).  Reported incidents of violence against women and girls are alarmingly on the increase.  Excess mortality of women has resulted in a negative sex ratio in the population whereby there are 104 men for every 100 women.  Wage differentials between men and women are very high in case of wage employment.  While 15 percent of all rural households are female-headed, women head 25 percent of landless households.  Female-headed households earn 40 percent less income than male-headed households do. 

2.2
GOB's Commitments to Equality

2.2.1
Constitutional Provisions
Women's rights to equality and to affirmative action in support of equality are guaranteed in the Constitution of Bangladesh.  According to the Constitution of Bangladesh, all citizens are equal before law and are entitled to equal protection of law [Article 27]; the State shall not discriminate against any citizen on grounds only of religion, race, caste, sex or place of birth [Article 28(1)]; women have equal rights with men in all spheres of the State and public life [Article 28(2)]; nothing shall prevent the State from making special provision in favour of women or for the advancement of any backward section of the population [Article 28(4)]. 

The Constitution further advances and incorporates the principle of special representation of women in local self-governing bodies [Article 9].  Three women members are elected to the Union Parishads and Municipal Councils.  Provision has also been made for thirty reserved seats for women in Parliament [Article 65].

2.2.2
National Policy for Women's Advancement
In March 1997, the Government of Bangladesh adopted a National Policy for Women's Advancement (NPWA).  The NPWA sets the goal of eliminating all forms of discrimination against women by empowering them with the ability to be equal partners in development. The national policy aim's to promote and protect women's human rights; ensure equal rights to have access to politics, administration, sports, culture and socio-economic activities; reflect positive image of women in the media; eradicate persistent burden of poverty on women; ensure equal access to health and nutrition care; prioritise education and skill training for women; emphasise protection from environmental hazards; support measures for the security of abandoned, deserted women in need of special protection measures including elimination of trafficking in and violence against women and rehabilitation of women affected during natural calamities; and, facilitate participation of women in all the national and international bodies and fora.

2.2.3
National Plan of Action for Women's Advancement
A National Action Plan for Implementation of the Beijing Platform for Action (NAP) was formulated in 1998.  The NAP emphasises on the incorporation of gender dimension and concerns such as gender equality, sex disaggregated data, gender specific allocation of programs and projects to the sectoral ministries, special resource allocation for gender responsive programs towards achieving parity between women and men in key social and economic indicators.  The NAP therefore aims at translating the policy statements made in the NPWA into concrete program packages and project components to be implemented and certain policy adjustments to be made within a specific time frame.

The NAP encompasses the program of activities under 13 key ministries, making specific recommendations for the adoption of institutional measures and programmatic actions that will contribute to the reduction of gender disparity and to the advancement of women.  Recommendations fall broadly into the following categories: policy; institutional measures; skills and competencies; program; research; linkages and co-ordination; and, monitoring.

2.2.4
The Fifth Plan
The Fifth Plan aims at realising the Constitutional goal of equality between all citizens, women and men.  A major thrust of the Fifth Plan is the integration of WID concerns and gender issues in the mainstream of development.  The Fifth Plan recognises that development objectives such as accelerated economic growth, poverty reduction and employment creation cannot be achieved without the contributions and participation of women.  This is to be achieved through the adoption of a multi-sectoral thrust targeting women's increased participation in all sectors at all levels.

A major thrust of the Fifth Plan is on developing skills of women with the aim to yield substantial increase in productivity of existing women labour force and opening up new windows of opportunities for future entry into the labour force. The specific objectives are annexed (Annex 3).

2.2.5
International Commitments
Bangladesh ratified the UN Convention on the Elimination of All Forms of Discrimination Against Women (CEDAW) in November 1984 albeit with reservations on Articles 2, 13(a), 16.1(c) and (f).  In 1997 Bangladesh withdrew its reservations to Articles 13(a) and 16.1(f).

The Government of Bangladesh has endorsed both the Program of Action of the International Conference on Population and Development in 1994 (ICPD) and the Platform for Action of the United Nations Fourth World Conference on Women in 1995 (PFA) without any reservations.  Both these documents contain recommendations that are basic to the survival, sustenance and advancement of women and the systematic reduction in disparities in development outcomes for women and men.

 

WID Objectives of GOB's Fifth Five Year Plan
The specific goals and objectives of the Fifth Plan in relation to women's advancement and the reduction of inequalities between women and men are:

i.
Promote equality between women and men in the sharing of power and decision making at all levels.

ii.
Promote changes in attitudes, structures, policies, laws and practices in order to remove obstacles to achievement of human dignity and equality in society, including the family, the community and the State.

iii.
Promote equal rights of women and men in all spheres of development, including in access to information, skills, resources and opportunities.

iv.
Enhance the participation of women in political, civil, economic, social and cultural life.

v.
Promote economic self-reliance for women, and generate economic policies that have a positive impact on the employment and income of women workers in both the formal and informal sectors.

vi.
Establish and transform state structures and practices to enhance gender equality and improve the status of women.

vii.
Establish appropriate institutional arrangements with necessary financial and human resources and authority at all levels to mainstream women's concerns in all aspects and sectors of development.

viii.
Actively consider obstacles faced by members of disadvantaged groups in availing opportunities and services, in particular those suffered by women members of these communities, and take necessary steps to mitigate such barriers.

ix.
Formulate and implement specific economic, social, agricultural and related policies and programs in support of poor female-headed households.

x.
Review existing discriminatory legislation and make recommendations for progressive elimination of such laws.

xi.
Take necessary steps for implementation of CEDAW, the National Action Plan for Implementation of the Beijing Platform for Action and recommendations of the Institutional Review of GOB's WID Capability.

xii.
Mainstream women's concerns in agriculture and rural development, industry and commerce, basic services e.g. health, education, drinking water supply and sanitation, and in the informal sector.

xiii.
Ensure the visibility and recognition of women's work and contributions to the economy.

xiv.
Reduce the gap in male-female labour force participation rates.

xv.
Promote support services for working women, e.g. child care and transport facilities, accommodation, etc.

xvi.
Increase women's representation in governance and administration, including in all tiers of local government.

xvii.
Reduce the gender gap in literacy rates and in access to educational opportunities, including to skill development and technical training.

xviii.
Promote women's full access through the life cycle to health and related services under the goal "Health for All".

xix.
Adopt appropriate measures towards the reduction of insecurity faced by women and girls and towards the elimination of all sorts of violence against women, and for the treatment and rehabilitation of violence survivors.

xx.
Adopt appropriate measures towards the elimination of trafficking of women and girl children.

xxi.
Ensure participation of women in national and international peace negotiations.

xxii.
Recognise women's role and concerns in environmental and natural resource conservation and management.
xxiii.
Promote the positive portrayal of women and girl children in mass media.

xxiv.
Institutionalise a national monitoring mechanism to monitor progress in achievement of plan targets on WID. 

CARE-BANGLADESH

Terms of Reference of Gender Committee

UPDATE:
AUGUST 1997
Introduction:

Following are highlights on the progress and achievements of the Gender Committee. Anyone who is interested in more detail, can collect a report on the retreat of the Gender Committee and is most welcome to discuss topics with any of the Committee's members.

During its retreat, the Gender Committee had a long discussion on the formulation of the vision, and more specifically on the question whether the Committee should focus on working conditions of female staff or on working conditions in general since "gender" is not synonymous with female but is related to both men and women. Gender, however, does not just mean "men and women". It is a concept to analyze unequal relations between men and women. The Gender Committee was reactivated to address those inequalities. In CARE-Bangladesh, it is obvious that female staff are in a disadvantaged position. In order to address inequality, the Gender Committee will have to aim for improvement of the working conditions for female staff specifically, if we are to develop a better organization over the coming years. For this reason a focus on female staff was agreed upon.

Gender Committee's Vision: 

"The Gender Committee will ensure the development and effective implementation of progressive gender polices, so developing a healthier  organization better able to face future challenges. This process:-

· ensures improved working conditions for female staff by creating a working environment that is free from discrimination and harassment, enabling women to meet their special gender needs.

· achieves a more equal gender balance by increasing the number of female staff especially in senior positions;

· enables colleagues to assist each other in challenging gender roles and overcoming gender barriers through providing training and counseling services for all staff;

· provides advice and assistance for gender sensitive project planning and implementation, as well as support for monitoring this process;

· seeks to bring new ideas from both inside and outside CARE;

· upholds the core values of CARE-Bangladesh.

The Gender Committee reflects CARE-Bangladesh's diversity. This is shown by varied backgrounds of the committed men and women on the committee who have come together because of their strong belief in value of this vision."

Priority Areas of Interventions:

The Gender Committee has six main areas of intervention:

a. Identification of emerging problems and provision of counseling services for CARE female staff;

b. Policy development and/or revision aimed at improving the working environment for female staff;

c. Enforcing  the implementation of the policies by all Sections/Projects in CARE;

d. Gender awareness orientation and training for all staff;

e. Networking with outside organizations on gender and gender-related issues;

f. Advisory role to projects on gender sensitive project planning and implementation.

Membership:

Permanent members:

The Gender Committee has a fixed number of 13 permanent members. The following guiding principles will be followed for replacement of any Gender Committee members:

· to ensure a good representation of different grades;

· to ensure representation of international staff;

· to ensure that all sectors, currently H&P, RIS, ANR, ISP and shared section are represented;

· to ensure a mix of sub-office staff representation, namely one per region (Comilla-Chittagong-Sylhet, Jessore-Khulna-Barisal, Dhaka-Mymensingh-Bogra-Rangpur-Rajshahi);

· to have a ratio male:female of 4:9.

Initial numbers are appointed for two years. Careful planning will be made to ensure that the initial members are gradually phased-out. In the event that a Gender  Committee member resigns, the Chair will ensure timely replacement of that member, in consultation with the concerned sectors or heads of departments.

Sub-Office/Field /Project Offices Focal Points:

The Gender Committee plans to have one female staff member at each sub-office and field office assigned as the gender focal point. This focal points will contribute to an effective communication from CBHQ to the field and vice versa. She will be trained to act as counselor and capable of handling confidential matters at the field level.

Ad hoc CARE staff involvement:

Apart from the above, the Gender Committee may decide to establish working groups or task forces to work on specific issues. CARE staff will be selected purposely or from the group of staff who have shown an interest in the Gender Committee's work or issues at hand. Any staff who is interested to assist the Gender Committee in its work should feel free to contact for that purpose the chair of the Committee or any Gender Committee members.

Support provided to Gender Committee Members:

It is accepted by the CD and MMO that members of the Gender Committee include their involvement in the Gender Committee in their Job Description and IOP.  Their individual project or section specific work targets should be modified so that they are able to devote sufficient time to this initiative. Immediate supervisors should provide support to their staff in this regard so that they can work on Gender Committee activities and attend Gender Committee meetings. Each project Coordination Unit or Section is also expected to assist their respective staff and arrange transportation and lodging when meetings are held outside the regular office location.

Meetings:

Gender Committee Meetings will be held every six weeks. Currently every meeting is being held in a sub-office. The purpose of bringing the Gender Committee to the field, is to provide time and scope to both the Gender Committee members and the sub-office staff to meet and discuss on gender related issues. The next Gender Committee meeting will be held in Sylhet.

Communication from/to CARE Staff:

From Gender Committee to All Staff:

-
The assigned gender focal point will be responsible  for dissemination of information (memos and other documents) to sub-office staff by hanging information on the notice boards as well as by briefings during regular staff meetings.

· ALLBANGs on important events and decisions of the Gender Committee will be issued by the Chair of the Gender Committee.

· A Gender Bulletin Board will be developed in each sub-office and field/project office and all thana and district meeting rooms where key memos and ALLBANGs related and/or from the Gender Committee will be posted.

-
A Gender Bulletin may be developed using editing volunteers from the Gender Committee and other CARE staff.

From All Staff to Gender Committee:

-
CARE staff can communicate directly with any of the Gender Committee members or they can bring issues through the focal points. Staff are encouraged to share any gender or gender-related issues with the Gender Committee.

-
The Gender Committee also plans to learn about staff’s gender or gender related concerns or issues through the Gender Advisor’s regular visits to the sub-offices, individual staff interviews, focus group discussions, questionnaires and opinion surveys.

From Gender Committee to Management and vice versa:

The Chair represents the Gender Committee in the PCMT.

Action Plan:

The following activities are being worked on, or planned for the very near future:

1. Review and compilation of the maternity leave survey that was conducted by HRD in 1995;

2. Development of guidelines and grievance procedure on sexual harassment;

3. Survey on physical and mental working environment related to gender;

4. Review of child care possibilities;

5. Assignment and training of gender focal points at sub- and field offices;

6. In cooperation with HRD, development of a gender awareness training package.


Terms of Reference of Gender Focal Points

OFFICE MEMO

 Date:

10 December 1997

To:

All Gender Focal Points



CARE-Bangladesh

From:

Monica Gomes



Gender Advisor

cc :

All SO/FO In-charges



Section/Project/Unit Coordinators



Doug/Steve/GMs



All GC Members

Subject:
Job Responsibilities of Sub-Office Gender Focal Points

Congratulations on being selected as the Gender Focal Point of you Sub-Office/field-Office, and successful completion of the Gender Training Workshop held in Dhaka from 6-8 December ’97. I would like to take this opportunity to welcome you on board, and look forward to your active participation and contribution towards Mission’s gender initiatives.

In order to assist you in performing your expected role and responsibilities, the Gender Committee has prepared the following job responsibilities for Focal Points, which will be added to your existing job description and will be evaluated accordingly in the APA:

a) Act as a representative of the Gender Committee at the Sub-office level, collect and disseminate all gender related information from/to the Sub-office staff.

b) Assist the Gender Committee/Gender Advisor to resolve any gender related problem at the Sub-office level.

c) Attend and contribute to GC related training, workshops and meetings as and when required.

For better understanding of your responsibilities, I am attaching copies of the earlier memos circulated regarding Focal Points. I hope this will help in clarifying your role and responsibilities. For any further clarifications or enquiries, please do not hesitate to contact me.
3.1 Gender Policy Goal





Contribute towards making CARE Bangladesh a gender sensitive organization with gender responsive programs and projects





Strategic Direction (LRSP)





Strengthen CARE Bangladesh as a gender sensitive organization to design and implement gender responsive programs.








CARE Bangladesh: Vision Statement





We see a Bangladesh where all citizens enjoy equal rights and have the power to access resources necessary for livelihood security.





In order to achieve this we see Care-Bangladesh as a dynamic organisation promoting stakeholders’ participation for capacity building, ownership and gender equity.
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