Preface

South Asian Coordination Committee for Political Empowerment of Women (SACPEW) is extremely happy and delighted to publish this report based on the workshop regarding present position of women in the civil service. 

The percentage of women in the civil service is not very encouraging in Nepal. After the restoration of democracy, some initiatives has been taken by the government to increase the number of women in the civil service, yet there is a great gap between men and women in the civil service.

 Realizing this fact in mind, SACPEW decided to organize one-day workshop to learn about the existing situation of women in the civil service and their challenges and also to develop short term and long-term strategies to encounter the problem. The other objective was to do lobby and advocacy to concerned authorities to increase the number of women in civil service by taking various initiatives. The workshop was very participatory. It has raised various issues and problem related to women in civil services and also recommended long-term and short-term strategies.
I would like to take this opportunity to thank individuals and institutions who helped us to make the workshop successful and also to prepare this report. First of all my deepest gratitude to all the government ministries for sending their representatives to participate in the workshop. My sincere thanks to UNIFEM, regional office, New Delhi, for sponsoring the workshop. I am also thankful to the paper writers, Ms. Padma Mathema and Ms. Ishwori Bhattarai and the entire panelist for their valuable comments and suggestions.

Lastly, i would like to express my thanks and appreciation to Ms. Kanta Rizal; Project Coordinator, Amrita Acharya; Assistant Project coordinator and Navin Shrestha; Account Officer, SACPEW, for their support to prepare the report. 

Thank you all!

Durga Ghimire

Regional Coordinator,

SACPEW
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Evolution and Introduction Of SACPEW 

At a meeting of the South Asian Women’s Action Group, held in Manikgunj, Koitta, Bangladesh on December 1st to 3rd 1994, it was agreed to establish a Regional forum to work for the political empowerment of women. Since then, a series of meetings has been organized in the region, in recognition of the importance of political empowerment for women in South Asia. In 1995, a milestone regional seminar "Towards Equal Political Power, South Asian Women’s Voice" was organized in Nepal, coordinated by ABC Nepal. The major objective of this seminar was to finalize a lobby document for women's political participation, and to pressurize governments in South Asia to implement its recommendations. Six major resolutions came out of this meeting: -

1. Reservation of seats for women at all levels of decision making bodies

2. Electoral reform and state funding of elections

3. Creation of a national network of women’s organizations to communicate and initiate dialogue on the alternative “clean and green ”politics

4. Mobilization of women to seize the opportunity provided by the 73rd Constitutional Amendment and join mainstream politics

5. Action by the women’s movement towards establishing women as a constituency

6. Formation of women’s networks and support groups                                

Six years later, in January 2002, ABC Nepal organized a regional consultative meeting in Kathmandu. This meeting revisited the issues discussed and resolutions made in 1995, and reviewed the progress made since then. It was concluded that there has been progress in some areas, as a result of the untiring efforts of many women activists in the different countries of the region, and also as a part of the general climate of global change. However the pace of change has been very slow, because the challenges and barriers are so large, and thus efforts need to be redoubled in order to increase the rate of progress. Women must work together and seek support from other organizations in order to achieve an audible political voice, and thus to improve the lives of women in south Asia.

The main objective of this meeting was to identify strategies, which would bring about real change in the political arena, and promote moves towards transformative politics, in order to empower women politically. Participants were asked to generate practical ideas for initiation and implementation in the near future.   
Vision:      "Towards Equal Political Power"
Patriarchal social values and norms have long dominated politics in South Asia, and there is a critical need for the development of transformative politics. SACPEW will work with a collective voice in the region, as a force for sensitization about the need to give a place to women at all levels of national and local power structures. 

We envision a political system based on gender equality and people’s participation, which is accountable, transparent and free from violence.

Belief:  We believe in transformative politics. 

Modern times demand a transformation from male dominated politics to political systems with equal gender participation; from violence and corruption to peace and fairness; and from ineffectual governance to quality representation of the people. Transformative politics brings changes by deconstructing traditional politics and rebuilding a fairer system. It is used for the people by the people, not, as is the case in traditional politics, by people over people.

Transformative politics emphasizes the use of power to create positive change, develop people and enable them to participate through structures and processes which priorities disadvantaged sectors. It is development oriented, issue-based and gender responsive. Transformative politics seeks economic, social and political equity for women and men, and among all sectors of society, in the context of building a society that is just, humane, and promotes a sustainable way of life.

Focuses:  Promotion of equal participation of women in politics

Building on CEDAW to achieve greater participation of women in politics, we will:

· Ensure that women have equal access to and full participation in power structures and decision-making.

· Increase the ability of women to participate in decision–making through developing their leadership qualities.

Goal: The creation of a support group for women in politics in South Asia, which will:

· Ensure equal participation of women in political and other decision- making bodies.

· Work towards “clean and green” politics and thus create a political culture that is not based on criminal activities. 

· Fight against cultural attitudes and customs that create barriers to the full and equal participation of woman in political processes.

· Strengthen the women’s movement and its link with women in politics to ensure gender equality throughout society.

· Integrate women’s concerns into all public issues.

Objectives:
· To strengthen solidarity among South Asian women’s organizations working for the political empowerment of women. 

· To put pressure on political parties and the government to increase quotas for women in all South Asian countries. 

· To enhance the capacity of women leaders by organizing training and interaction programmes.

· To share useful information and activities on women’s political participation.

· To create wider awareness about the importance of women’s role in politics
Pledge:

" We the women of South Asia, while pledging our faith in democratic principles, endeavor to attain gender equality and women’s perspectives in politics. We believe that government and non-government organizations, the private sector, and individuals should renew their commitment to: Equality, Development and Peace".
Strategies:

SECPEW will adopt the strategies outlined by the regional representatives in the regional consultative meeting on political empowerment of women, held in January 2002. These are:

· Formation of caucuses and sharing of information

· Formation of alliances 

· Setting up of platforms /networks

· Interaction with constituencies

· Establishment of relations with policy-makers

· Education and training for elected parties

· Establishment of resource centers.

· Capacity building for women who are interested in participating in politics.

Major Activities: 
· Establishment of an information and documentation center

· Research and documentation

· Publication of a newsletter

· Creation of an inventory of organizations working for the political empowerment of women

· Development of advocacy materials 

· Personal profiling

· Capacity building of women who are elected representatives

· Provision of training in public speaking

· Provision of gender training

· Organization of training for trainers (TOT)

· Fund raising for political campaigns 

· Interaction programmes with various groups working for the political empowerment of women

· Pressurization of political parties to increase women’s participation at decision making levels

· Drafting of gender responsive bills. 

Problems and Challenges of Women in Civil Service:

Since its inception, it has been organizing different programs, which has enhanced the capacity of women leaders and has also created wider awareness about the importance of women's role in politics and in decision-making levels. Putting the same motto in mind, it has organized a day interaction program on women in civil service problems and challenges on 20th may 2003. The program was jointly inaugurated by women leaders, Ms. Sailaja Acharya-leader of Nepali Congress, Ms. Sahana Pradhan leader of UML and president of women security pressure group, Ms. Chitra Lekha Yadav, Deputy Speaker House of Representative and Ms. Angur Baba Joshi - Social Worker.   

The objective of the program was to:

· Learn about the existing situation of women in the civil Service, their problems and challenges

· To develop short and long term strategies to stumble upon the problems

· Lobby and advocacy to the concerned authorities to encounter the problems

The program was carried out from participatory approach by implying the understated methodologies and techniques:

· Paper presentation

· Floor discussion

· Panel discussion

· Group discussion

Inauguration Ceremony: 

Mrs. Durga Ghimire, regional Coordinator SACPEW, chaired the program. All the distinguished guests arrived at 9:00 AM and it was followed by the welcome speech. 

Project coordinator, Ms. Kanta Rizal, welcomed the guests and commenced her speech by giving the light regarding SACPEW and its objectives. She also briefed about its structure by saying Center for Asia Pacific Women in Politics (CAPWIP) is a non-partisan, non-profit and non-governmental regional organization established in 1992. It is currently based in the Philippines, and operates through a network of national affiliates clustered into 5 sub-regional groupings: Central Asia, East Asia, Pacific, Southeast Asia and South Asia. Sub-regional coordinating focal points and national affiliates are autonomous. SACPEW is the South Asian regional focal point for CAPWIP, with affiliated national focal points in each country in the region. 

The sub-regional coordinating focal points and national affiliates are autonomous organizations actively involved in women's political empowerment in their own countries. The South Asia Coordination Committee on Political Empowerment of Women (SACPEW) is the sub-regional focal point of CAPWIP for South Asia. 

The program was followed on by the speech made by the distinguish guest speakers.

Ms. Angur Baba Joshi, Social worker:

Ms. Angur Baba Joshi one of the speaker of the inaugural session commenced her speech by reciting Vedic Mantra OM... Ms. Joshi stressed that there is the need to revive spiritual belief in our society, which is lacking in the modern age. Emphasizing on the need of physical and mental health she said that for the empowerment of women yoga education is important from the school age. She further added the need of mental empowerment is also very much important in this age. Ms. Joshi also stress that women should have inheritance property right which is very important for the mental empowerment of the women. She focuses on two thing should be remember and ask among ourselves that who I am? And why I am living for? Ms. Joshi said a person would be animal if that person were not aware of these two things. She further added that Nepalese women should be empowered mentally, spiritually, religiously and intellectually and this can be possible only if we can spread the light of education. She gave her own instance and said that she never got lured to false work and she did what her conscience allowed her to do. She also added that she was also discriminated while she was in the University service. The unfair force also compelled her to resign but she was very firm in her determination. She stressed that even male have to take the responsibility of empowering women and the best option would be through different training programs. Further more, she said that home science education is not only important for women but it should be provided to male so that male and female both help each other work in the family.    

Ms. Indira Rana Hon. Member National Human Right Commission:

Ms. Indira Rana, said about her own experience of being mentally exploited by Human Right commission and also informed that journalists are instructed not to write and speak about it. She even said that there is no transparency and even professionals like her are deprived of human rights. She further added that human rights commission is the place where corruption is rooted and said that human right commission is drowned with corruption. Ms. Rana said that organization like National Human Right Commission should be accountable to the public and there must not be corruption and discrimination among women. She also said that the number of women in the civil service is not very encouraging so there is a need to increase women's participation in the civil service.   

Ms. Chitra Lekha Yadav, Deputy Speaker House of representative:

Ms. Chitra Lekha Yadav commenced her speech by questioning regarding the discrimination between men and women. She said that it is really very sad to know that there are only 10% women participants in civil service despite their talent, capacity and intellectuality. She further said that the country cannot be flourished without active participation of women and women should be given equal opportunity to compete and to prove their worth. She recalled the saying of Napoleon Bonaparte "give me a good mother, I'll give you good nation".  She suggested that women should be empowered from grass root level and the best way is to give them education. She said that 80% of women are unable to go to school due to many problems. She further added that girls must be given education and skill development training, as this is the era of women. Ms. Yadav also talked about the South Asia Regional Office and its various initiatives for the political empowerment of women. She suggested that organization like SACPEW should work in the grass root level and also coordinate organization working for the empowerment of the women. She concluded her speech by saying that women could do better if they are provided opportunities. 

Ms. Sahana Pradhan, leader of UML and ex minister:

Ms. Sahana Pradhan said that there is still discrimination between girls and boys but there have been some changes. She said that there are equal legally but practically men dominate them. She added that women should expose themselves in outside field also, so that people would see them as powerful goddess like chamunda, not only as Annapurna (only cooking and feeding family members). She further said that women are termed as " Bichara " (very inferior not capable to do any thing) but they can accept the challenge and also are capable of doing work like their male counterpart. There is a need to develop the concept of Gender and Development (GAD) rather than the concept of Women In Development (WID). She also cited the example of her own time how people perceive female when they came out from their home and started to go to the school. It was a matter of great talk when women used to come out from their home, go to the school and also take part in various activities. Now the situation has been changed yet the overall situation of women has not improved so there is a need to work collectively for the overall empowerment of the women.  

Sailaja Acharya, Leader of Nepali Congress:

Sailaja Acharya, Leader of Nepali Congress commenced her speech by saying that there is discrimination in every field in our society.  She said that 20% women represent in local level that is exciting. But still there is a need to fight for the rights as they consist of half of the population. She also said that women should be empowered from grass root level so that they could make themselves equipped to compete in every field of this male dominated society. She said that women organizations should come to the forefront and do their duty effectively. She further added that women of ethnic group should also be involved in politics and women development. She also stress that there is a need to change the character of feminist movement. Women liberation movement must not be concentrated in the cities but it should be reached in the grass root level. Women activists should focus more in the grass root level than only the desired goal can be achieved. Further more she added that man do not want to recognize women's capability so there is a need to work very strongly for the overall empowerment of the women. 

Durga Ghimire, Regional Coordinator SACPEW:

Mrs. Durga Ghimire said that the social workers, women right activists, as well as politicians should work together for the overall empowerment of women. The issue of women's political participation is not only the issue of political activists and the sister organizations of the political parties but women right activists and NGOs should also raise the issue of women's participation in the various level of power structure. She also said that number of women in government service is very discouraging. At present number of women in the decision-making is about 8%. So there is a need for the affirmative action for the participation of women in decision-making level. This forum will provide an opportunity to develop long term and short-term strategy for the empowerment of the women. She also mentioned about the various initiatives taken by this regional office since its inception. Mrs. Ghimire said that this forum has been established to support all of the women and there is a need to develop very strong network among each other. The recommendation of this meeting will be disseminated to all the concern authorities and this regional office will also do lobby and advocacy to increase women's participation in the decision making level. Mrs. Ghimire also highlighted about the global move of 50% representation of women in all level by the year 2015 and also encouraged every one to support this global move

Working papers

Two working papers were presented in the workshop. 

· "Problems and challenges of women in Civil Service" by Ishwori Bhattarai, Undersecretary, Administrative Staff College 

· "Women in Civil Service a challenge" by Padma Mathema, Under Secretary, National Planning Commission.  (Please see annex 1 and annex 2 for detail information) 

Points raised on the discussion on working papers:

· Provision for provisional period that is 6 months for women and one year for men is encouraging. But the period for the retirement should be made 18 years for women because, they have the provision of entering the service in 40 years of their age and the retirement period is 58 years. Therefore they will be deprived of the pension as it is awarded when total service period is 20 years. Efforts should be on educatiion and participation of women so that it can be the source of inspiration for women to come up.
· Welcomed the provision on promotion made for women, for instance in every officer levels (third class to first class) women need one year less than that of men.

· Involvement of more male participants should be encouraged to make the workshop effective because most of them are in decision-making level in government service.

· Short term and long-term strategies should be developed.

· Lots of research work has been carried out and many action plans have been prepared but the implementation part has not been so much effective therefore, we should encourage in implementation of those action plans.

· Ministry of Women Children and Social Welfare is marginalized and it has very low budget to work for women's empowerment. 

· More collective voice is needed in this regard because raising only few voices will be ineffective.

· Women occupy half of the population. Therefore, why shouldn't we ask for 50%? Why we are going only for 25 or 33 percent? 

· Women should represent in every commissions for instance, planning commission.
Panel Discussion: 

Ms. Riddhi Baba Pradhan Secretary Ministry of Tourism and Civil Aviation:

Ms. Riddhi Baba Pradhan said that education should be spread equally in every region so that the country can develop. She said that women education is mainly confined only in city areas; as a result there is high percentage of women participation in city but in the rural area education status of women is very discouraging. She also talked about the lower level of women's participation in the government service. If proper action will not be taken in time the number of women in the higher level of decision making, mainly in the upper level will be more frustrating. She also said that she is the only secretary and will be retiring soon. She concluded her speech by saying that education should be spread even in rural areas so that the true meaning of women development will be seen.

Ms. Pradhan put forward some of the points for the improvement: -

· There should be given more emphasis on education and sex awareness campaign should be launched from the school level.

· There should be impartial evaluation about the promotion regardless of sex.

· She became more sentimental and said that there is nobody to listen her as she is only woman secretary and it is dominated by male.

Shyam Sundar Sharma; Joint Secretary, Ministry of Women Children and Social Welfare: 

On the basis of his two-decade work experience in civil service, Mr. Sharma identified some problems before and after entering the civil service. 75-80 thousands are working under Civil Service Code and all of their salary goes from national treasury. Furthermore, he highlighted some of the issues concentrating only on civil servants: 

Lok Seva Aayog, the only one Public institution that has been able to maintain its Credibility till today has:

· Merits points examination process; 

· Increase the level of competency among women for which they should follow three steps: 

· Capacity building

· Directly related training for section officers training

· Representative system- quota system

Nepal also follows the representative system like America and India. If we see the civil service's system from gender perspective, representation system is the best. For instance, some posts can be created only for women like women development officers. 

Women while in work faces many problems that can not be ignored like: 
· Family problem: - Some of the rituals in Nepalese culture demand both the male and female to participate together. For example, female of the house has also the rituals to perform during the mourning period in their house if someone is dead.

· Personal problem: - Similarly, there can be personal problem regarding time keeping that needs to involve more at home and even in the case of maternity, flexible time should be made for women.

· Work problem: - The most common problem in the work place is the lay out of those places where we could hardly find any rest rooms and the sanitation problem is always there. 

Where to start?

Mr. Sharma further said, amendment of civil service act is now in process. There are eight agenda from Ministry of general administration and one of the agenda is to increase the participation of women. Some posts could be created only for women. But this will not be enough, because it would not mainstream gender in civil service. Rather it will differentiate the post by gender and therefore there should be penetration in the draft itself, either by the civil society or the government side. It should be addressing the general problems experienced by women. As per his information, he said, the agenda might be addressing very limited problems like the problems of women developement officers and other women developement section officer. Therefore this is the point that needs immediate intervention. Efforts are being made to bring out this through the ordinance because it might take time if it is to be carried out through regular process.

Efforts are being made on the part of civil society in the form of various studies and programmes. Moreover, the 10th plan has also provision to bring woman in the mainstream as well as active participation in decision making.

When we talk about gender issue and problems of women, the CEDAW should not be overlooked. It is HMG'S commitment, and has been taken as HMG'S obligation and rules, from the 12-concerned area discussed in Beijing. It has focused on the participatory decision making system for women mostly in the public sector and efforts are being made from both the government as well as from the civil society to materialize this issue into practice.

Challenges:

Mr. Sharma further said, there are not so many challenges in civil service in the context of Nepal. Nepalese civil service is quite effective as well as efficient than most of the countries in the world. It has delivered more service on a small compensation and is competent to work with civil society, international society, private sector, absorbed societal merit. It has a long history. It was formed as when the civil service act 2013 came into existence and then later on it was developed as the legally governed civil service. It has been institutionalize now and has an experience due to lots of ups and down in the governance, politics and even in the field of public administration and management. Hence it has been bearing some challenges like:

· Professionalism: The civil service has been developed very impersonally, according to the philosophy of Max Weber, and believes that institution works not person, and accountability is on the process, not in the result which is not at all professionalism.

· Public Accountability: Civil service cannot be set apart from the accountability and there is a big question regarding this in the civil service. Civil service should be legally accountable. Accountability can be taken into two ways, one is legal accountability (e.g., sitting in a queue to give statement to CIAA) and other is legitimate (whether the people are answerable about their work to the civil society or not?). Therefore, civil service is lacking in the context of public accountability.

· Service delivery: Public sector should emphasize more on good governance as well as service delivery. Public sector has not been able to deliver service as per the social expectations. These days we talk about Citizen chartered, i.e.; service delivary system aimed at public but instead of this, we give much importance to the process only rather than result or delivary in the practice. Our civil service has been developed as a boss and as an authority and now it should be developed as a facilitator, public servant, referee or a coordinator. It will take time for this change.

· Gender perspective: Neither act and nor the environment or working modality is created in this perspective. The acts were formed during 2026 when there was no gender awareness as today. Therefore this point must be taken into consideration. 

Bharati Silwal Giri, ARR, Gender and Social Development Unit, UNDP:

Ms. Giri started by saying that when society becomes larger, its function also increases and thus it becomes complex. Traditional society, where people were self-dependent and we call it mechanical solidarity. But with the rapid urbanization, expansion of the society and industrialization, the function also increases. We become interdependent and this society becomes cohesive and integrated as we cannot survive without each other because of this interdependence. In the same way, civil service is to deliver the service and implement HMG'S policies. Civil servants become experts in their respective field during their service period. Therefore it is necessity to take part in this service for the woman not the facility because today the functions in the civil service have become more complex. There must be the participation of woman in this regard.

CEDAW emphasizes on substantiate equality not just formal equality. This is possible only by breaking the structure and process, by breaking the pyramid and making the square. We have to bring about the reservation for woman participation. There won't be development and the situation of the conflict won't be managed if there is no participation of woman. Civil service is an effective institution even then there is low participation. There will be frustration to them if the situation is same there and they tend to remain in the service inspite of this frustration because they have the feeling that "a known devil is better than unknown devil". Ms. Giri further questioned about 

· How to attract and retain woman in civil service then? 
She then highlighted the eight factors as:  
· Structure must be broken - at least 33% of women have to be in Civil service. 

· Public policy should be gender sensitive

· Amendment in acts

· Advocacy

· Working environment

· Capacity building

· Awareness creation and orientation

· Opportunities like training, workshops, travelling and Co-options through:

-Equal benefits.

-Gender analysis and public audits, reviews of examination questionnaire and processes.

-Reservation.

-Monitoring and reporting.

-Outreach and disseminate the information through media.

Nira Pradhan, Ecologist; population and environment ministry.

Nira Pradhan highlighted upon her own experience. She has been working since last 25 years in the same post as a technician. There are only 4 women working in the lab in Banaspati Bibhag and since they work in a lab, they lack Public relation at all. She revealed the hard fact of experiencing several failure of not being promoted despite of passing the written exam. She was questioned about being on the same post for the last 24 years during one of her interview. Therefore the forum must address such issue and think upon the developement of woman so that they can equally be treated as their male counterpart. Ministry of Woman Children and Social welfare must emphasize on the public relation and give them chance to grow.

  Floor Discussion:

· An environmental engineer put her grievances that she has not been promoted since 20 years though she earned degrees from Russia, Canada and Australia. She said that there is no evaluation as she worked in remote places of mountain and hilly areas as well. She added that women are mentally exploited in civil service and therefore quota should be increased for new ones. At the same time there is also a problem for old one to be upgraded.  She stated that there is also professional exploitation and there are lots of such problems in civil service.

· Laxmi Rai, Secretary of National Women Commission said that the commission is ready to do anything for the betterment of women and she also stated that the survey has been made in 65 districts regarding their problems and has been discussed and thought about the solutions.

· Shamila Karki, member of NGO Federation said that there is no work in federation and also stated that most of the workers are communist. She pleaded that there should be one impartial and unbiased political forum.

· Hari Priya Pandey stated that there is discrimination of sex in civil service. The government should be attentive to promote the condition of women in civil service and it is possible if they are treated equally from the very beginning.

· A Tribhuvan University Associate professor requested that every organization and institution should advocate regarding the women participation in civil service.

Other common points made in discussion: 

· Provision period of 6 month for female is encouraging.

· The ego war and the inferiority complex should be left aside and have mutual coordination with the male subordinates.

· Research and evaluation done by MoWCSW should be implemented.

· Out of 4 strategies in 10th plan one of the strategy must address the issue of woman only.

· NGOs should play an active role in this regard.

· Women working in the technical field like, engineers, overseers, nurses should be taken into consideration while making policies for woman.

· There was parda system before 2007 but women have been enjoying little bit of freedom after democracy.

· There is equality by constitution but discrimination by legal code. 

· There has been some obstacles regarding Property Right for women. Although constitution of Nepal provides equal rights for men and women, but it is not been practiced. 

· Different ministry have different focal points for women but even then it has not been able to increase literacy rate of woman.

· Women are not valued or encouraged to participate in public life because more women are been involved in the agriculture sector and in domestic activities. Therefore, this has led them backward in the society. 

· In government service, very few i.e.; 3% are in decision-making level. But after certain time, there will be very few on that level when the current person will retire from the post and the scenario will be even worse.

· Focus should be more on education program regarding what is right and what is wrong so that their decision-making capacity will increase. Patriarchal values and norms directly or indirectly influence these things. 

· To increase women participation in decision making level quotas facilities should be made for certain time.

Conclusion and Recommendations:

It has been recognized nationally as well as internationally that women, who have been occupying half of the total population must have active participation on the planning as well as decision making level. The fact has received recognition and mandate through different global conference and UN Conventions including Convention on Elimination of all Forms of Discrimination Against Women (CEDAW), Beijing Plan of Action Forms of Development Summit, International Conference On Population and Development and Millennium Development Goal (MDG). It has also given importance to the active participation in the political as well as administrative decision-making level.

 If we analyze the participation level of women in country's civil service, particularly in the upper level, it is very low. Nepal, being the UN Member and also signatory country of the CEDAW convention has recognized and made commitment to take appropriate measures to provide equal opportunity of employment to Nepal. In spite of constitutional equality and equity provisions made in the Constitution of the Kingdom of Nepal 1991, different studies and reports made on the status of political and administrative participation of women in Nepal reveal that they are living in the world of extreme inequality. The civil service, which is the gateway to employment and decision-making, does not provide conducive gender friendly environment. The impact is, women's voice in Nepal is non-representative, unheard and non-functional in the Nepalese bureaucracy. Because of the existing deeply widen gap between male and female participation in the principle of equal participation has raised a big question of right and justice.

Now the time is to make necessary amendment in the Civil Service Act. With the provisions of affirmative facilities. These facilities should address the issues on R to R (Recruitment to Retirement) principles of personnel administration. Since the affirmative amendment in the Act demands substantial deviation in the provision of the current Civil Service Act, the voices also has to come from civic society including professional and intellectual groups and the NGOs for women empowerment. Increased participation of women in civil service at each level from decision making to support level will also contribute to translate the preamble of the Civil Service Act in reality.

In the light of the existing challenges and environment as discussed in this workshop, the following short terms as well as long-term recommendations are suggested:

Short - Term plans (within 1 year)

1. Make amendments in Civil Service Act

By applying the present civil service act & policies and with the consent of ministries, following positive provisions must be made in the favour of women.  

· Women who have passed the written exam should also be made passed in the interview

· Encourage women to enter into civil service.

· There should be at least 25% posts for women to be fulfilled through promotion.

· Should have provision to obtain pension after the 18 years of service.

· The provision of transfer for husband and wife in the same place should be implemented effectively.

2. Capacity Building:

It can be observed that in the span of four decades of development, the over all participation of women in the Nepalese civil service remained below ten percent and in the officer level, it is less than five percent. Women are lagging behind in the competition even though they enter into the Civil Service. Therefore, government must provide capacity building training to those women who want to enter into the civil service. For this, the Ministry of women, children and social welfare and NGOs must take initiatives to conduct such capacity building training programmes.

· The provision of competitive examination exclusively for women has to be made for the purpose. Moreover changes should be made in the pattern of examination and interview conducted by Lok Sewa Aayog.

· The amendment made in the Civil Service Act to make gender friendly is not impact oriented. The amendments including increase in the age for women to enter in the civil service from 35 to 40 years of age does not have substantial contribution to increase women's participation in the civil service. Therefore, this should be taken into consideration.  

· There have been instances where most of the women got retirement after remaining in the same post for 20 to 25 years. This has lowered their moral and created frustration as well. Therefore, prompt decision should be made to make provision of promotion and transfer for those women who have been working for such a longer period of time. 

Long-term plans

· Major changes in the work pattern and process: There has been gender biasness in the field of Civil Service as pointed out by most of the women working in their respective field. Therefore,  in order to have healthy and cordial environment and to develop strong professional relationship within men and women, women's participation should be encouraged in the various committee at ministry level. 

· There should be such programmes that can bring about major changes in the social and cultural thinking particularly in the context of mutual help and cooperation in the household works.

· Most of the females are not so much motivated to enter into the Civil Service rather they like to work in private or non-government organizations. Therefore to encourage those females to enter into Civil Service, changes should be made in the service facilities also. 

·  The amendment made in the Civil Service Act to make gender friendly is not impact oriented. Therefore, to have an effective implementation of national policies regarding gender equality and women's empowerment, this matter should be given topmost priority.

· Increase in the maternity leave from 60 days to 90 days for those who are in the Civil Service.   

Furthermore, the study carried out by UNDP on "engineering Nepalese Civil Service with specific reference to promotion and Entry in Administrative Services" was also discussed. All the participants agreed on the point that the advocacy needs to be done with the recommendations made by the workshop together with the UNDP's study (For detail information please see annex iii)

Annex i

Women in Civil Service of Nepal - A Challenge

Ms. Padma Mathema

1.
Commitment
· Empowering Women in politics and administration as equal partner is precondition for materializing human right and development of the nation and world at large. Nationally and Internationally, the fact has received recognition and mandate through different global conference and UN Conventions including Convention on Elimination of all Forms of Discrimination Against Women (CEDAW), Beijing Plan of Action Forms of Development Summit, International Conference On Population and Development and Millennium Development Goal (MDG). By being a signatory country of these conventions, the respective countries including Nepal have reflected their commitment in the area. Article 11 of the CEDAW convention says " 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".

· Women in fact are the resource of every country and need to be mobilized to mainstream in the development of the country with the provision of access to resource and participation in politics and administrative system of the country. Further, political and administrative equality is the key to women empowerment for entering into decision making at every level and there by to contribute in policy decisions for bringing engendered developed society.

· Nepal, being the UN Member and also signatory country of the CEDAW convention has recognized and made commitment to take appropriate measures to provide equal opportunity of employment to the Nepal. In spite of constitutional equality and equity provisions made in the Constitution of the Kingdom of Nepal 1991, different studies and reports made on the status of political and administrative participation of women in Nepal reveal that they are living in the world of extreme inequality. The civil service, which is the gateway to employment and decision-making, does not provide conducive gender friendly environment. The impact is women's voice in Nepal is non-representative, unheard and non-functional in the Nepalese bureaucracy. The challenge in how to create functional representative participation of women in the civil service system of Nepal.

2.
Status of Women in the Nepalese Civil Service System

· The history of the Nepalese women in the civil service started only in the mid-sixties. It can be observed that in the span of four decades of development, the over all participation of women in the Nepalese civil service remained below ten percent and in the officer level, it is less than five percent.

Post Wise Civil Service By Gender

(As of 2003)
	No.
	Group
	Male
	Female
	Total
	Male

( % )
	Female 

( % )
	Total 

( % )

	1
	Special
	41
	1
	42
	97.62
	02.38
	00.05

	2
	Gazetted First
	304
	4
	308
	98.70
	01.30
	00.41

	3
	Gazetted Second
	1399
	52
	1451
	96.42
	03.58
	01.93

	4
	Gazetted Third
	4909
	304
	5213
	94.17
	05.83
	06.93

	5
	Non Gazetted First
	12816
	1250
	14066
	91.11
	08.89
	1870

	6
	Non Gazetted Second
	18169
	1623
	19801
	91.76
	08.24
	26.33

	7
	Non Gazetted Third
	5830
	1293
	7123
	81.85
	18.15
	09.47

	8
	Non Gazetted Fourth 
	1781
	58
	1839
	96.85
	03.15
	02.45

	9
	Class Less
	23885
	1432
	25317
	94.34
	05.66
	33.66

	10
	Not Available
	47
	2
	49
	95.92
	04.08
	00.07

	
	Total: -
	69181
	6028
	75209
	91.98
	8.02
	100


Source: - Nijamati Kitab Khana, Ministry of General Administration/HMG/N: 2003

Note: - Data based on Personal Information System only.

· The table above shows that out of the total civil service population of 75,209 the percentage of participation of women is only 6,028(8.02 percent) and it is seen lowest in Gazetted First Class with only four (01.30 percent) and the highest in Non-Gazetted Third Class with 1,293 (18.15 percent). The review on the studies - Gender Equality and Empowerment of Women - UNFPA, 1997 Women Staff in Civil Service Nepal - 2000 and the Table above shows that women's participation in the civil service does not reveal encouraging trend in the decision making level. Accordingly, the women civil servant in Gazetted first class is 1.10 percent, 2.46 percent, 3.97 percent and 1.42 percent in 1986/87, 1991/92 and 1999/2000 and 2002/03 respectively.

· The civil Service Act. 2049 (1992) and the Regulation, 2050 (1993) is based on modern theory of democratic system of bureaucracy. The system started in USA after the murder of president Garfield due to spoil system of bureaucracy. The democratic system of bureaucracy considers equality in civil service as one of the basic principle for the personnel administration. Accordingly, the provisions made in the Civil Service Act-1992 for recruitment to retirement in civil service including entrance, training, promotion, level, pension and other facilities provide equal opportunity to all the eligible qualified citizen of the country irrespective to certain group of citizen including women. Because of the existing deeply widen gap between male and female participation in the principle of equal participation has raised a big question of right and justice.

3.
Challenges in Engendering Civil service in Nepal 

The Civil Service Act, 2049 and Regulation 2050 as such govern the structure of civil service and also run the personnel administration of the civil service in Nepal. Further, the Act and Regulation also serve as reference documents of the personnel administration of the financial institutions and corporations as a whole. It is therefore, the challenges in engendering the civil service Act in general and participation of women in particular in the arena of the Nepalese civil service.

3.1
Challenges in General 

· Though enhancing the women participation in the civil service is the agreed policy of HMG/N since its commitment on International Women's year - 1975, and is mentioned in the development plans, the Civil Service Act and its Regulation with its four and 29 amendments respectively do not speak about the gender vision in the civil service system. Further, reports of different administrative reforms including the latest 1991 remained salient in this respect.

· Existing centralized administration system in Nepal provides less opportunity of participation of the people at district in general in spite of its democratic bureaucracy principle of equality. Women candidate suffers even more due to mobility constraint and they loose their opportunity of service in HMG/N only because of their limitations to go out of their home district.

· Civil service Act and Regulation in Nepal is based on merit system rather than on participation and representative system. Therefore, the Act and Regulation does not have equity consideration to increase the participation of women and other socially back ward communities in civil service.

· Different amendments made in the Civil Service Acts. of 1956 and 1992 have been guided by the vested interest of influential personalities. The impact of these amendments has made equality and merit system in name where as in practice it has resulted in spoil system.

3.2
Challenges Relating to Women
· The principle of equal opportunity adopted by the civil Service Act is not conducive to bring women's voice in the civil service because of its inherent patriarchal norms in the rules and regulation. Curriculum of the civil service examination, and criteria of the promotion can be taken as an example in this respect.

· The amendment made in the Civil Service Act to make gender friendly is not impact oriented. The amendments including increase in the age for women to enter in the civil service from 35 to 40 years of age does not have substantial contribution to increase women's participation in the civil service.

· Low education status of the Nepalese women limits the participation of women in each level of civil service ladder. The girl's education in higher secondary education and in higher education consists of less then 20.00 percent on an average. Depending upon their status of education, the participation of women in civil service becomes naturally low.

· Socio cultural norms and responsibilities that a Nepalese women bears on her back restricts her mobility out side the family and home to the large extent. Civil service system with its centralized system does not provide reasonable opportunity of recruitment and transfer at the local level. Ultimately women are the victims of this system.

· Salient culture, information ignorance, economic dependency of the Nepalese women has made them indifferent about their career development and participation in gainful employment. This can also be listed as the cause of low participation of women in the civil service.

4.
Recommendations
The provision of equity consideration in the constitution to support equality, international commitment for gender mainstreaming, decentralized local development in line with Local Self Governance Act, increasing cost of living even in the rural areas, increasing education status of women has already created preconditioned environment that the Nepalese civil service has to be gender responsive. The development administration needs women power as well in the decision making levels to make substantial contribution for the over all development of the country. In the light of the existing challenges and environment as presented in this paper, the following recommendations are given:

· Equity based gender responsive policy, acts and regulations are formulated with indicator, gender auditing mechanism and identified responsible agency for implementation.

· The policy should aim at 33 percent representative of women in the civil service system with three phase wise strategy of 20 percent, 27 percent and 33 percent respectively within a period of five years.

· The provision of competitive examination exclusively for women has to be made for the purpose. Fellowships training and promotion related to act and regulations also have to be amended accordingly for the career development of women.

· Appointments and nomination of women members with representation voice on policy and programs matters have to be made as heard voice in the entire national, district and local levels committees.

· Higher education and technical education also needs to be made gender responsive with promotion programs specially for the district to address socio culturally disadvantage women at the grass root level.

· Information through media such as radio, T.V. and papers has to be widely disseminated to get response from women candidates in the advertised posts.

· Programs to bring the attitudinal change in the socio cultural practices have to be lunched through different medias and practical celebrations to build participatory society for work at home and out side. 

5.
Conclusion
Women, as a citizen of Nepal have full right  to have equal participation in all fields of bureaucracy for the development of the country. This needs affirmative policy acts and regulation because of existing visible discrepancies between male and female due to social responsibility to the family, discouraging mobility to the outside world of work, and low status of education and the present equality and merit based Civil Service Act. HMG/N with its responsibility and commitment to bring women as decision makers has already agreed internationally through CEDAW, Beijing Plan of Action, Gender Equality, Empowerment and Gender main streaming policies of the Ninth Plan 1997-2002 and also the Tenth Plan 2002-2007. Now the time is to make necessary amendment in the Civil Service Act with the provisions of affirmative facilities. These facilities should address the issues on R to R (Recruitment to Retirement) principles of personnel administration. Since the affirmative amendment in the Act demands substantial deviation in the provision of the current Civil Service Act, the voices also has to come from civic society including professional and intellectual groups, NGOs for women empowerment. Increased participation of women in civil service at each level from decision making to support level will also contribute to translate the preamble of the Civil Service Act in reality. The preamble says " The Act has been enacted with deemed necessary for managing the provisions relating to organization of civil service, implementation and its conditions to make the civil service more efficient, improved, service and responsible".

Annex ii

Problems, Constraints and Challenges of Women in Decision-Making

Ishwori Bhattarai

NASC

Women's representation at the highest levels of national and international decision-making has not changed significantly. Women continue to be in the minority in national parliament, with an average of 13% world wide in 1999.

The Platform for Action Adopted at Beijing explains that women's lives should be viewed within the, economic and political framework of the society, and not outside of it. The Beijing conference reaffirmed that women's equal participation in decision making is not only a demand for social justice, but can also be seen as a necessary condition of women's interest to be taken into account. Without active participation at all levels of decision-making, the commitment that has been committed in national as well as international cannot be fulfilled.

Women have the equal right to participate in the governance and through that participation contribute to the redefining of political priorities, placing new questions on the political agenda and providing new perspective on mainstream political issue. So it is important to ensure women's equal access to and full participation in power structure and decision-making and to increase women's capacity to participate in decision-making and leadership.

A number of national and international instruments have affirmed the principle of equal participation of women and men in power and decision-making including the Charter of the United Nations, the Universal Declaration of Human Rights and the UN Convention on the Elimination of all Forms of Discrimination Against Women.

Despite of these efforts, in most countries, women remain largely under represented at almost levels of government especially in ministerial and other executive bodies. Women hold globally only 10 percent of legislative positions, and a lower percentage of ministerial positions.

Similarly, the under representation of women in decision-making position in the arts, culture, sports, the media, education, religion and law have prevented women form having a significant impact on many key institutions and politics. Though the initiatives have taken since sixth five year plan (1981 -1985) to incorporate a separate chapter on women development, which has been emphasized women's involvement in all programs and project, recognized the legal impediments to their economic empowerment and initiated special programs for meeting their needs. The seventh five-year plan (1986 - 1990) also expanded on these themes. The eighth plan (1990 - 1995), ninth plan (1997 -2002) in particular, advocated increasing women's representation on decision making levels in the government, non-government and semi-government sector, but these plans also could not bring desirable changes in favour of women in relation to decision making.

With regard to women's representation in civil service in SAARC countries expect Bangladesh is 6.91 percent where as in Nepal 7.8. Women representation of administrative and managerial levels is 3.52 percent in special class and 3.9 percent in class one. In addition, the constitution on the kingdom of Nepal 1990 also embodies the principle of equality of all citizens, irrespective of their religion, race, gender, casts, ethnicity and ideology. While recognizing the importance of special provisions for the protection and advancement of women and other disadvantaged group. (Article 11.3).

Women's Participation in Politics and Civil Service
Women in Nepal, are still widely discriminated against and repressed socially, economically and politically though the government is trying to empower women by guaranteeing the right of equality under the constitution of the kingdom of Nepal 1990.

Despite recent efforts to increase the number of women in power and decision making women's involvement remains marginal. The under representation of women in decision making positions has created gender in equality in various fields. Even though Nepal has been the state party to international conventions.

Women in Politics
Electoral candidacy and electoral office holding continues to remain highly limited to women. This hold true in the political party hierarchy. The number of women parliamentarians has slowly increased in the last ten years but the overall representation still is not large enough to make a significant impact in parliament for raising the voice for the participation women in decision-making both in the government as well as in local bodies. Women politicians only make up 21 (7.92%) members out of 265 parliamentarians of both the houses.

In general election of 1999 for the house of Representative, the percentage of total women was 6 out of which only 12 (5.85%) were elected out of 205 members. There are 9 (15%) women member in the National Assembly out of 60 members.

Women representative in politics in figure.
	Year
	House of Representative


	National Assembly



	
	Women MPS
	Total MPS
	Woman %
	Woman MPs
	Total MPS
	Woman %

	2048
	7
	205
	3.41%
	3
	60
	5%

	2052
	7
	205
	3.41%
	5
	60
	8.33%

	2056
	12
	205
	5.85%
	9
	60
	15%


The number of women in the cabinet has fluctuated from zero to three percentage in the past years and now there is no representation of women in the cabinet ministry.

Women in constitutional bodies
There is only women judge in the Supreme Court. In the Public Service Commission one women member has been designated. National Planning Commission has never ever had a female member. In the National Human Right Commission one woman has given place as a member. A woman has chaired national women Commission that has formed a year ago.

Women's Representation in Local Bodies.
The local self-governance Act, 1997 has helped to ensure and increase the number of women involved at the local level. The Act reserve one seat in each district and village development committee for women, and requires at least one women member at the ward level committee. Almost 40,000 women have become engaged in local governance as a result of this Act. This provision has made all the political parties to support female candidates and encouraged women to participate in local government bodies. 

* Local bodies have got women representation as follows:

	Agencies
	Total number
	Woman number
	Woman percentage

	District council
	10000
	150
	1.5

	District development committee
	1117
	70
	6.7

	Municipalities
	4146
	806
	19.5

	Village development committee
	50857
	3913
	7.7

	Village council
	183865
	3913
	2.1

	Ward committee
	176031
	35208
	20.


* The report of high-level committee on discriminatory laws against 
women 2045, Kartik.

Special provision on women in the civil service Act, 1993

1.
Age Bar: 35 years for men, 40 years for women

2.
Probation period: Probation period for fresh appointments to a permanent post of the civil service, has been fixed of six months in case of female employee and one year for male employee.

3.
Placement of spouses in the same district, if both spouses are with government service, to the extent of availability of vacant post, they shall be sent to the same district.

4.
Minimum service period promotion: Women employee, have been given one year advantage regarding the minimum period of service in promotion as well as.

5.
Women in the civil service: The Nepalese civil service is male dominated, particularly of decision-making. As of the end of the last fiscal year (FY 1991 - 2000), Nepalese civil service had a total 103679 positions of which generally 10-15 percent remaining vacant at a times. Women's share, in totality in the civil service is still minuscule. By the end of fiscal year 1999-2000 (2055-2056 B.S), there were 7713 (7.8 percent of total positions) women civil service in the country. Their distribution between officers and support staff levels was as follows:

· Officer level 503 of which 28 women were at senior level position and rest of the entry, middle level and support staff 7210.

Among the women holding senior position only one is in charge of the ministry of culture, tourism and civil aviation. At the class one level, only three women officers are in the general administrative group. They are holding the rank of Joint Secretary and directly involved in administrative jobs. The rest belong to the non-administrative services.

Number and proportion of women in the Nepalese civil service 1998/1999

	Position
	Total position
	Admn services
	Non Admn services


	Total
	Percentage

	Special class
	85
	1
	1+1
	3
	3.52

	Class one
	638
	5
	20
	25
	3.95

	Class two
	2718
	20
	66
	86
	3.36

	Class three
	7420
	32
	357
	389
	5.24

	Total
	10856
	58
	445
	503
	4.63


Moreover male/female disparity in status and access to opportunities in civil service seems to be increasing rather than decreasing despite the special provision made in the civil service Act 1993, after its first amendment in 1998.

The gender gap, especially at the senior levels, The Nepalese civil service is male dominated, particularly of decision-making levels.

Entry System and Filling of Vacancy as per the provision of the civil service act 1993.
All the vacancies within civil except for less than six months, have to be filled by HMG/N only on the basis of recommendation received from PSC. Open competition, promotion examination and inter service promotion examination. Open competition examination are open to all candidates, who are academically qualified and have certain years of work experience, promotion examination is limited to the members of the concerned group of a particular service. Inter service promotion examination are open to members of all services. 

Problems and constraints of women encountered by women in civil service:
1.
Low rate of participation in PSC examination to entry for civil service: 

 During the last five years 1995/96 to 1999/2000 (2052- 2056) 488 class three level positions had been advertised for competition for the five occupational groups of administrative service, general administration, account, diplomatic, postal and revenue. Altogether 56,990 persons had applied for these positions, of which 2268 (3.97%) were women applicant. However, only 8 (1. 64%) of them were recommended for appointment. This figures indicates that women intake at the class three level positions is not encouraging and this year (2003) only 5 women are able to pass PSC class three position.

2.
Difficulties in promotion: 

 Promotion is very competitive. During the last three years July 1997 to September 2000 (2054-2057) 351 officers belonging to the various services and their occupational group and subgroup got promoted to class two and class one level position. There was altogether 1637 candidate for these positions of which 43 were women. Only one woman got promoted. So women have limited chances of promotion, as they have to compete with large number of their male-counterparts for limited number of positions. The promotion system is such that allocated for work performance evaluation that is confidential; the civil servant is not allowed to see his/her number. One the other hand, the number given to the different geographical regions varies from 3.25 to 1.25 In this regard women can not go to the remote part of the country due to the various reason.

3.
Social attitude:
  Social attitude as the main cause of women's low access to education and hence to entry in the civil service. It is due to the perception of the women's role at home, and society, and their attitude towards them have been shaped set, reinforced and perpetrated by patriarchal society. Therefore, it is very difficult to bring immediate revolutionary changes in the perceptions that are deep rooted in the society. So, the interest of the family members is to get their daughter married off rather than seeing them joining the jobs. By the time women are ready for taking entry examination, mostly they are married or engaged in rearing children. As a consequence they are motivated and encouraged to look after the household.

4.
Lack of self-confidence:

  Lack of self confidence among the women and their family members on their own capacity to complete (Public service) public, on the other hand, family member also has no confidence on their daughter, sister to compete and thinks that PSC examination as a very difficult to succeed. Parents, who are in service, provide negative picture of the civil service.  

5.
No charm in government service: 

 Lack of interest towards the government jobs among the urban women who have necessary pre-requisite, but rural women lack qualification as well as information regarding examination;

6.
Time constraint: 

 No sharing among the women due to the constraints of time.

7.
Limited access to resources:

  Lack of access to resources and information

8.
Inadequate family support:  

Traditional gender role and patriarchal values as well as stereo type concept about women is capability and personality is obstructing women's participation in the politics as well as decision making levels.

Existing Challenges:   

Gender imbalance in the civil service: 

Women's representation at decision making levels has lacked concrete target and their number has been declining rather than increasing. This has been a big challenge to us. Therefore, the government must take strong policy announcement to increase women representation in the civil service at least 25 percent within the tenth five-year plan i.e. 2002 - 2007.    

1.
Improvement in the syllabus and the examination system of PSC.

2.
Establishment of more gender friendly environment within the organization

3.
Promotion of women in the different senior post as well as with position of secretary. It should be made mandatory at least 25% of the vacancy posts should be fulfilled.

4.
Capacity building programme for prospective women candidates: 

 It develops confidence, easier for procuring reading materials, providing opportunity for group study concentrated reading-motivated women.

5.
Affirmative action in the recruitment:  

Restructure recruitment and career development programmes to ensure that all women, especially young women have equal access to managerial, entrepreneurial, technical and leadership training including on the job training.

6.
Advocacy: 

 Advocate at all levels to enable women to influence political, economic and social decisions, process and system and was towards seeking accountability form elected representatives on their commitment to gender concern.

7.
Change in working styles: 

 Provide gender sensitive training for women and men to promote non-discriminatory working relationship and respects for diversity in work and management styles. 
8.
Harmonization of work:

  Promote harmonization of work and family responsibility for women and men.
9.
Lack of commitment: 

 No strong commitment of government to implement effectively national plan of action for gender equality and women advancement.    
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Annex iii

Recommendation

A. Public policy Declaration to address gender Imbalance in Civil Service.

So far, the objectives set by HMG on increasing women's representation at decision-making levels has lacked concrete target and their numbers has been declining rather than increasing. Therefore, the government must make a strong policy announcement to increase women's representation in the civil service, at least to 25% either the tenth period, i.e.; by 2007 AD.

B. Affirmative Action:

To translate the policy announcement into action, some sort of affirmative action in favour of women is a must. One of the under-mentioned options may be adopted.

1. Option One: Total Affirmative Action

a) For intake at entry levels: Reservation of 25% seats for women across all the civil service groups and levels.

b) For promotion: 25% reservation up to the class two and class one level positions.

2. Option Two: Partial Affirmative Action

a) Initiation of two Merit Lists System: Unlike the present system of having one merit list of successful candidates for interview, PSC should adopt a system of publishing two merit lists-one male and one female, comprising a ratio of 75.25 (75% male and 25% female) from among the examinees. Such merit lists should be prepared from the examinees (male and female) securing the highest marks in all the subjects.

A similar system for the promotion examinations (internal competitive, inter-service and open competitive) needs to be adopted.

b) Adjustments of the marks for the  service period and postings to different regions: The civil Service Act, 1993, and other related acts and the regulations (health Service Act, 1997) must be amended to allow female staff to secure total marks earlier than their male counterparts for both service period and work at various geographical regions.

The marking systems in this respect should allow them to accumulate total marks for service period in 9 years instead of 14 years and in 7.5 years instead of 12 years for working E region. This is justified at this stage of social developement, because women face grossly unequal social pressure in domestic and child care responsibilities, as compared to men.

Above measures should be implemented initially for a period of 7 years, i.e.; till the end of Tenth Plan Period 2002-2007, reviewed during the sixth year and extended only if deemed necessary and useful for a second limited period.

C. Improvement in the syllabus and examination systems as recommended

In addition, there is also a need to make changes in the current syllabus and examination system as recommendation below:

(i) Syllabus:

a) Fast class three levels:

It should contain two papers, paper one on the Government and administration of Nepal and Paper two on discipline related subjects. Paper one should give as a common [paper to all five groups concerned. One of the subjects should be tied-in with academic courses. It is understood that PSC is currently working on changing its syllabus along this line.

b) Syllabus for Examinations for class one and two level positions in Administrative service 

The second amendment to the civil service regulations made in 1999 has necessitated the adoption of separate courses for the open competitive and promotion examinations, because only those from outside the civil service can apply in open competition. In order to make the lateral entry system at the senior  positions effective, the job descriptions of these positions, especially that of the joint Secretary including its responsibilities and authorities should be prepared, and the PSC courses designed accordingly.

For, open competitive examinations, there should be three papers for these two classes.

Paper One: A paper on government and administration of the country should be made compulsory for open competitive examinations for senior positions in the Administrative Service, but it should not focus on memory specific laws and regulations as petr the current practice. Paper two should be on the government policies. Third paper should test the knowledge about the discipline in which the prospective candidates has a degree, such as social science and humanities, management science, etc. The course content for this paper should be similar to the Master's level course.

Given that the candidates for internal for internal and inter-service competitors are from within the service and have the knowledge of the government policies and programmes, their problem solving and analytical capacities rather than knowledge of subjects in which they have the degree, should be the main consideration in such examinations. As such, there should be only one paper on policy analysis for them.

(ii) Preliminary Screening System for Class Three Level Position (Administrative service)
It is understood that PSC is thinking to have a preliminary screening system     for this level positions, which is a right step towards tackling the growing number of applicants for administrative services. The proposed system would be much more effective and manageable, if an objective question structure is adopted. But the question has to be general in nature and be more concerned with the contemporary topics, reflects matters of daily livelihood and be gender sensitive. Result of this system should be published in the ratio of 75% male and 25% female if partial affirmative action is adopted.

(iii) New Marking System for interviews
The making system for the oral interview should be purely guided by the objective of assessing the personality and capacity of the candidates. Also, if there is a need to have the assessing the personality and capacity of the capacity of the candidates. Also, if there is a need to have the IQ tests, it should form the part of the written tests and not as a component of the interview. If PSE wishes to give due recognition to the good grades/division and the candidates accordingly, it could assign some marks for the grades. But the differences should not be wide, as it is the case now. The PSA may adopt the following marking system for the interviews:

	
	Test Items
	Marks

	a)

b)

c)
	Interview

Group Discussion

Division

Total
	40

8

2

50


A similar system should be adopted for class two and one level positions, by including group discussions in the interviews. It should be arranged in such a way that the problem solving capacity of the candidate is thoroughly tested.

The personality test criteria designed as per the requirements of the job and be gender sensitive. Men and women, give their socialization, should not be expected to compete on the basis of same criteria. Not all jobs need similar personalities for effective performance.

(iv)  Expansion of the Examination Centres to the regional, Zonal and district levels

PSC should provide the facility to appear in its examinations for class three level positions in their zonal offices and for class one and class two level positions at the regional level with sufficient demand. This will provide more equitable opportunities to all eligible candidates to compete in such examinations and therefore to attract more people to government jobs. Similarly, it should make an arrangement for conducting examinations at the district level for staff recruitment at the support level.]

(v) Examination timing

Examination timing should be changed from current post-Tihar months (end-October/beginning November) to mid-February-mid April (between third week of Magh and Chaitra), because women are too busy in household chores during festivals and have little time to prepare for the examinations.

(vi) Medium of Writing:

In addition to Nepali, English should be allowed as the medium for examinations as higher education is primarily in English and it is the only foreign language used by Nepal for international communication.

D. Wider Dissemination of Provisions on lateral entry

Small leaflets about the possibilities of lateral entry should be prepared by the MoWCSW and circulated widely, as lack of knowledge about this possibility seemed to be one of the factors in the low female interest in this areas.

E. Readjustment of provisions on pension

After the first amendment to civil Service Act, the entry age limit has been raised to 40 years in the case of woman to apply for PSC examinations. Pensions and retirement provisions must also be made consistent with it by lowering minimum service period for women employees to 18 years.

F. Establishment of More Gender - friendly Environment

I. . Promotion of women officer to the position of secretary: it should be made into a convention that the cabinet selects, at least, one women depending upon the vacancy for the promotion to the position of the secretary.

II. Posting of women officers to the post of chief (CDO), local developement officer (LDO) and Director General.

III. Strict pursuance of rules 36  (7) relating to the posting of both husband and wife in the same district in cases where both of them are working for the government.

IV. Appointment of women/Women in the Public Service commission as its member/s to promote gender balance within the PSC.

V. Confirmation of WDOs as permanent employees through a proper arrangement by the PSC, as it will help to increase the proportion of women officers in the civil 

VI. Providing paternity leave to the fathers for a certain period, at least for a period of three weeks.

VII. Increase in the maternity leave to at least 90 days from the current 60 days.

VIII. Mourning leave to the daughters also when their parents expire.

IX. Increase in the mourning leave to the women civil servants to 30 days when their husbands die.

X. Establishment of facilities such as day care centres, female toilets in areas where there is a concentration of government offices, such as Singha Durbar, Pulchowk, etc.

G. Review of the Positions Regularly to Assess the Promotion opportunity and Maintenance of a balance between the positions at various levels.  

To open up new opportunities for promotions, positions at each officer levels should be reviewed at least every two years. Regarding the basis for such review, the principle of 1:3:9 (one class one promotion: three class two level promotions: nine class three level positions) may be followed. As regards the ratio between special class position and class one level positions, it should be one to 7, i.e. one special class position: 7 class one positions. 

H. Launching of massive capacity building program memes

MoWCSW, in consultation with MoGA, should prepare and execute a plan for massive capacity building exercise for women expectants by using existing government and non-government institutions involved in the human resource developement programmes.

I. Organisational strengthening and Institutional Mechanism to address Gender issues.

I. Establishment of gender mainstreaming.

II. Establishment of a special Unit for Gender at the Ministry of General Administration (MoGA) - a section under the administrative reforms division (ARD) of the ministry to assess and address all the gender concerns within the civil service.

III. Establishments of a special unit within Nijamati Kitabkhana, as the principal staff unit of MoGA with regard to the data on female members of civil service.

IV. Women developement Units within the government organization.

Beside strengthening the units, already working in various ministries, ministry of law, justice and parliamentary affairs (MoLIPA), Ministry of Home (Moh), etc. should have special gender units. The gender units should focus primarily on gender auditing and integration of HMG'S gender related policies in the departmental programmes of the concerned organizations rather than implementing their own programmes. They should monitor the implementation of approved policies and programmes, specially tracking the benefits provided by the respective programmes to women. In addition, these units could also act as the counselling unit for women members of the organization and make representation to the departmental policy planners on in-house gender issues and provide a sense of security to female staffs.

J. Inclusion of Data on Gender as a special feature in Annual Report of PSC

The   PSC in its annual report should pay more attention to mainstreaming gender and other ethnic groups in the civil service than it currently does in its annual reports. The samiti should concentrate more on policy matters rather than on procedural issues (partly politics) in its reports, besides commenting on the matters raised by the PSC. It should include disaggregated data on the representation of women and other ethnic groups in the civil service in its reports. Also every year, the samiti should pick up a policy issue such as gender situation in Civil service, make an in-depth analysis with some professional support and publish its findings for general public.

L. Increase women's access to education and eliminate gender bias in the content and practice of education
Currently, women lag far behind men in the higher education and even those who complete higher education have not been able to bypass the stereotyping and aspire to decision making roles in the public sphere.

M. Implementing strategy and Procedure

I. Implementation of the total affirmative action would require amendment to the under-mentioned sections of the civil Service Act:

a. Section 7 dealing with the fulfilment of Vacancy in Civil Service.

b. Section 24 dealing with the criteria for promotion.

II. Implementation of partial affirmative action would require amendment to the act and decisions of the PSC. Particularly:

a. Section 24 of the civil service act dealing with promotion for readjusting the marks for service period in the current position and for the service in geographical regions.

b. A decision for publishing two merit lists.

III. Changes in the syllabus and Examination system PSC needs to decide for changes in


a. The current syllabus

b. Marks for the oral interview

c. Timing of the examination

d. Medium of writing

e. Strengthening and expansion of examination facilities in the zones and regions

f. Sex breakdown of related data in its annual reports.

IV. HMG/N should decide on organizational strengthening and creating an institutional mechanism for addressing gender issues within the civil service:

a. Constitution of the gender Mainstreaming sub-committee of secretaries.

b. Establishment of gender specific units in ministries (as indicated above) and special unit at Nijamati Kitabkhana.

V. Ministry of women, children and social welfare should prepare and implement capacity building programmes as per recommendation 'H' above.

VI. HMG/N policy decision and Commitment are required for:

· Fixing a 25% target for women's representation in the Civil Service 

· Selecting women as secretaries 

· Posting of women officers to the pose of chief district officer, local developement offier and director general.

· Strict pursuance of rules 36 (7) relating to the posting of both husband and wife in same district in cases where both of them are working for the government\

· Amendment to the regulations No. 59 by HMG/N for providing paternity leave for father.

· Establishments of day care centres and other necessary physical facilities areas where there is a concentration of government offices.

VII. Agreement in principle and establishment of a precedent by the constitutional council by appointment of women /woman in the public service commission as its member/s to promote gender equality.

VIII. Organization of advocacy and gender sensitization programmes by MoWCSW for the members of parliament, PSC, concerned policy makers, political and administrative decision-makers. This should be treated as the first step towards the implementation of recommendations made in this report.

