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Abstract
Women comprise roughly half of the labor force in practically every nation on earth. In contrast, contemporary events imply a move in thought and attitude regarding women's roles in society, the economy, and development. Given their long-standing engagement, it is emphasized in both academic debate and the formulation of policy that women should have the same economic and social benefits as males. These problems are met by women in positions of authority despite the fact that they pose a challenge. The proposed research aimed to identify the workplace, family life, and societal obstacles faced by female Upazila Nirbahi Officers. In addition, it focuses on the collaborative approaches approved by female UNO officials to speech the apparent leadership obstacles. The research examines the information gaps between government objectives and current reality in order to affirm gender mainstreaming in Bangladesh's civil service. UNO holds an important place in Upazila administration, and the Upazila Parishad's efficient operation is dependent on UNO's successful leadership role. The primary goal of the proposed research is to observe the obstacles that female field civil servants (UNOs) in Bangladesh face. The mixed-method approaches addresses the inadequacies of both quantitative and qualitative approaches while also allowing for the use of both. The researchers renamed the context societal culture, leading group interests’ political culture, and paternalistic power structure organizations corporate culture, assuming that the challenges faced by female Upazila Nirbahi Officers were caused by the societal, familial, organizational, and political landscape. Female UNO confronts various challenges because of gender-based social and religious restraints, according to the study's primary findings. Despite substantial improvements in women's rights in Bangladesh, female officials who represent the country's local government are still not widely allowed to lead alongside their male colleagues. Findings show that women's empowerment in a range of domains, counting the social, economic, and political arenas, is obligatory to confirm gender equality. Gender equality and motivating training for civil servants, government personnel, and politicians to improve their attitudes about working women, as well as public awareness initiatives to eliminate socio-cultural and organizational barriers to women. The study will aid in the development of appropriate gender-responsive policy tools in order to progress the efficiency of Upazila and field administration. 
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Chapter 1
Introduction
1.1 Introduction
Women make up about half of the workforce in almost every country in the world. However, labor shortages mean that more women need to work at all levels of an organization (Ledbetter, 2014). Women, who have long been deemed the "weaker of the two genders" unfairly or disparagingly, are rapidly verifying the doubters wrong. Women are progressively waking up in a progressive environment, understanding their potential, grasping the chances that come their way, and applying themselves to jobs that are appropriate for their ability. Religious-cultural prohibitions and societal hurdles have long frightened and discouraged women in the global south from leaving their families, pursuing vocational careers, and starting small businesses. Contemporary developments, on the other hand, suggest a change in mindset and attitude on the road to women's role in a society, the economy, and progress. In both academic discourse and the development of policies, it is emphasized that women should obtain the same economic and social benefits as men, assumed their long recognized participation (even if indirect) in agricultural production and non-farm operations (like small-scale cottage industry sectors) and almost all economic and social sectors today (Moser, 1993; Visvanathan et al., 2011). This has also influenced organizations and public development organizations to reevaluate the possibilities for women in society. In the Pacific and Asia, girls and women endure to be deprived of their rights and full potential due to gender inequality. Despite considerable advances over the past few periods, women in the region continue to earn less than men, have less admittance to properties, and are diminished in leadership positions (UNDP & UNICEF, 2021). Public administration is the backbone of government and the primary mechanism for implementing national policies and programs. In a perfect world, public administration is driven by the ideals of equality, justice, fairness, transparency, and non-discernment, and acts as a form of governance for society, Empowering women and ensuring their social integration in the public service employees. Nevertheless, this still isn't the fact internationally. In several advanced and developed worlds, public administration continues to be a male-controlled institution that perpetuates gender-biased civilizations, practices, and attitudes, rather than a driving strength behind the execution of worldwide accepted goals on gender human rights and social rights values and ideologies. Women are not yet likewise represented in public administration, particularly in management and decision-making positions (UNDP, 2014a). Bangladesh has already been a leader in empowering women for the past 10 years, and the country's society is changing in a positive way because of this (Chaity, 2018). In women's employment, a big intensification has develop the most perceptible social change experience through the world. Accordingly, women have made progress in the public segment; nevertheless, they persist to confront challenges whilst ascending the executive hierarchy (Kabir, 2020). The females act for a diversity of realms of the Civil Service, wherein Bangladesh encompasses local management (Amos‐Wilson, 2000). In Bangladesh, it is a stimulating issue to assess in relation to females' involvement in the public segment as of the early insertion of some government actions to encourage gender parity and the practice of intensive works in several significant segments by the government and advancement consorts to carry out the transformation, foster these to better deal with the necessities of the peoples and concentrate on gender equivalence in both the agendas and the organizations (UNDP, 2014b).  In the employment of the public segment, males and females possess the same advantages and facilities at each point comprising salary, pensions, allowances, and other monetary gains.  Yet, as diverse assessments on administrative and transformation have been located, improvements in environments are demanded to appeal to more females in the Civil Service (Sultan & Jahan, 2016). 
However, females in the workforce face a devastating barrier to getting into the senior ranks of management in the public segment, There has been little study on what happening to these women if they achieve higher levels of leadership. Do they remain to encounter challenges? It is actively contended that female administrators in upper-layer public facilities inclination to be estimated less constructively than males, to obtain less cooperation from their colleagues, to be eliminated from significant links, and to obtain better examination and disparagement even when doing just similar leadership purposes as male (Sabharwal, 2013). Females in leadership locations tackle difficult fracas with these challenges. The projected study intended to realize the office, family life, and sociocultural challenges apparent to the woman Upazila Nirbahi Officers. Besides, it focuses on the collective approaches embraced by the women UNOs to tackle the apparent leadership challenges. UNO is a significant position in Upazila administration and the efficient working of Upazila Parishad is reliant on the successful leadership role of UNO. 
1.2 Objectives
The key objective of the projected study is to inspect the challenges confronted by field-level female civil servants (UNOs) in Bangladesh. The elaborate objectives of the study are:
· To assess the present representative status of female Upazila Nirbahi Officers (UNOs) in Bangladesh.
· To inspect the leadership challenges encountered by female UNOs.
· To propose some policy recommendations or working strategies centred on the empirical findings.
1.3 Rationale
Many public administrations are approaching, if not exceeding, the Social and Economic Council's (ECOSOC) goal of a lowest of 30% women have leadership roles, which was first adopted in 1990 and reiterated in the Beijing Platform for Action in 19951. Nonetheless, while there has been progressing in rapports of the total number of women working in government, both glass walls and glass ceilings are remain to obstruct women's equivalent involvement in the decision making roles. One of the most compelling arguments for growing women's illustration in government is that when the public sector represents the makeup of the society it attends, government becomes more receptive and successful. Reducing gender gaps in government is vital for genuinely inclusive growth and democratic representation, as well as restoring confidence and trust in public bodies and increasing the sustainability and efficacy of public policies. In both emerging and developed countries, it is a significant policy issue. Equal participation of women in public administration and decision-making can also be seen as an essential disorder for women's benefits to be adequately considered and handled (UNDP, 2014a). The only administrative entity in Bangladesh is Upazila which is run by both the administrative and elected representatives. The Upazila Parishad chairman is designated by a citizens’ poll and the Upazila Nirbahi Officer (UNO) performs as the executive officer of the Upazila Parishad and is the representative of the central government. UNO is the administrative head of the Upazila as well. He/she holds the rank of Senior Assistant Secretary of the civil service of Bangladesh. UNO has to manage the work at the Upazila level. However, functioning as UNO at present has become very challenging since delinquency of politics, individuals’ disregard for rules and organizations, generalists-specialists clash, nonconformity of different cadres, and power clashes amid the Upazila Chairman and Members of Parliament (MP). The patron-client relationship in the political atmosphere of Bangladesh has generated supplementary obstacles for civil servants working in this position. UNOs are likely to manage political governance and administrative mechanism. Therefore, reflecting seekers' instincts, the study is substantial for numerous rationales:
(a) There is no noteworthy study directed in Bangladesh emphasizing the challenges of field-level (Upazila) female civil servants and it is the major thirst of this study. 
(b) It recognizes the obstacles comprehended by the female civil servant functioning as UNO that expose the causes behind the poor representation. 
(c) It supports shaping proper gender-responsive policy instruments to accelerate the efficient working of Upazila and field administration.
(d) Finally, the study spans the knowledge disparities of government plans and prevailing actuality to confirm gender mainstreaming in Bangladesh civil service. 
1.4 Methodology 
The assortment of a study method is constructed upon the features of the research matter being focused on, the investigator's individual understandings, and the viewers of the research (Creswell, 2014). The key three research methods concentrated in the study are quantitative, qualitative, and mixed techniques. Creswell (2014) states that a ‘mixed-methods study exists in the mid of the field as it includes both qualitative and quantitative components.’ Grounded on the study emphasis, research objectives, and the form of the viewers, a mixed way tactic is confirmed to keep for fruitful and active implementation of this research. The quantitative method will be used for the data available in numeral form. Conversely, the qualitative method will be used for the data which are not available in numeral form. The quantitative method frequently disappoints to apprehend evidence produced from interviews and case studies. Besides, the research has intended to identify female UNOs' opinions; from this perspective qualitative methods are supportive. Thus, the mixed method affects the particular shortcomings of quantitative and qualitative approaches and permits taking the advantage of both.
1.4.1 Sources of Data and Data Collection Technique
Data were composed on secondary and primary bases.
i) Primary Sources:
Data for the projected study were together from primary font through surveys, interviews, and case studies. 

a. Survey Method: 
The survey method was used as a mechanism to simplify amassing information from the women UNOs and service receivers. An open and close-ended question questionnaire was delivered to respondents to gather primary data. 
b. Interview Method:
The interview method would be utilized to attain data through in-person interactions with the  Additional Divisional Commissioner, Deputy Commissioner, Additional Deputy Commissioner, Female UNO, and Service Receiver.  
c. Case Study Method:
A case study normally denotes a fairly in-depth inspection of a sole unit for instance an individual, a cluster, or an institution (Aminuzzaman, 1991). In the projected study, case studies connected to the woman UNOs would be assessed to recognize the challenges encountered by them. 
Table 1: Data Collection Techniques have been expressed in the following table
	Methodology
	Data Collection Techniques
	Explanation
	Types of the Respondents
	Number of Respondents

	Quantitative Study
	Survey 

	Information collection through open & close ended questionnaire
	Female UNO 
	45

	
	
	
	Service Receiver
	45

	Qualitative Study
	Interview 

	Conduct interviews through a structured questionnaire
	Deputy Commissioner 
	5

	
	
	
	Additional Divisional Commissioner
	5

	
	
	
	Additional Deputy Commissioner
	5

	
	
	
	Female UNO 
	10

	
	
	
	Service Receiver
	35

	
	Total number of respondents
	150

	
	Case Study 

	Present cases regarding the issue
	Cases related UNO
	10


ii) Secondary Sources:
Secondary data sources are very valuable for any study and it is comparatively simple and time-saving to accumulate information from secondary resources (Aminuzzaman, 2011). Secondary data were collected by this study linked to journals, articles, books, research reports, newspapers, official websites, etc.
1.4.2 Data Analysis 
The data were managed both quantitatively and qualitatively. Quantitative data analysis would be done through SPSS tools. The qualitative method is also used to elucidate the considerable facts and experiences. It would be convenient to deal with the complication of societal facts (Punch, 1998). Thus, the findings from the questionnaire survey, interviews, and case studies were examined by triangulating the findings.
1.5 Limitations of the Study
The study's principal limitation is a lack of data because the information is the primary and main resource for any academic endeavor. However, the present study aims to examine the leadership issues faced by female UNO officials and make policy suggestions or work strategies based on the findings. It is severely hampered by data limitations. The respondents are under a strong time constraint, and they are unable to devote their whole attention to the survey. The response rate was quite poor, necessitating numerous reminders throughout the survey. Furthermore, the respondents were unable to devote sufficient time to completing the questionnaire and responding to the interview questions. However, because there is a lot of secondary material on this topic, choosing the most applicable and exact one for citation and studying was time-consuming. The study also ran into problems in emergent an efficient research methodology and sampling methodologies. Because of the tense situation, data was gathered through both online and in-person interviews. Both of these methods, however, have some drawbacks.
1.6 Conclusion
Bangladesh's government has been working to increase assistance for women, who account for over half of the country's people and half of its possible. Althrough inexpensive examinations offered by various government activities, counting the Bangladesh Public Service Commission, women have increased their involvement in jobs in Bangladesh's public administration (BPSC). Despite several measures to inspire women to advance, women's contribution in the higher level of administration is underrepresented compared to their male colleagues. The chapter explores the selected strategies for achieving the research objectives while also focusing on the study's core themes. In conducting my research, the researchers used both secondary and primary data sources. Interviews and a questionnaire survey were the primary data collection strategies. Researchers interviewed both male and female government servants at various levels in order to learn about the real challenges faced by female civil servants at the Upazila level and to eliminate bias.
Chapter 2
Literature Review and Analytical Framework of the Study
2.1 Introduction
Gender equality is also a fundamental development objective and a motivator of human growth. International law defines that everyone has the right to engage in public life, but achieving women's equal involvement, particularly in decision-making, remains a continuing struggle. The significance of increasing women's political leadership has continued to gather momentum. Although significant work remains, progress is being made gradually and steadily. Sadly, the promotion of women's leadership in public administration has received less consideration and support. Deprived of a critical threshold of women, public administration does not maximize the labor, talent, and innovation of a nation. Generally, women constitute more than half the people. As public administration is a significant employer in a number of nations (and in certain circumstances may be the only obtainable or appropriate work occasion for women), equal involvement in public administration can have a considerable influence on women's economic authorization (UNDP, 2014a). Discernment contrary to women has long been seen as one of the most important measures of social progress and good governance around the world. Discrimination persists in most poor countries despite significant efforts. The process of integrating women into public life through gender quotas, in particular, has been sluggish to begin, frequently as a result of repeated requests from external and domestic actors (Panday & Li, 2014). Before starting the study, it is important to look at what has already been written about the topic. In this chapter, we look at the relevant and available literature based on what we know about the issue. There are three parts to this chapter. The first part is about how the study's ideas are put together. The second part is about the ideas behind organizational governance and how it works. The third part talks about the study's analytical framework and variables. Before talking about the research's theoretical framework in terms of dependent and independent variables, it's important to know the details of how women are represented in field administration.
2.2 Conceptual Framework
2.2.1 Gender
It's important to understand gender issues because they are the key to development. The main distinguish between men and women are based on biology and then culture. Gender shows how men and women are different in their bodies. Gender is made up of psychological and personal traits of men and women that are set by society. A gender relation is a socially determined set of rules about how men and women should act or what they should do. Gender differences were caused by different things, financial, like religious, cultural, political factors, societal, and every society has them (Kabir, 2013).
Sociocultural, religious, political, and economic factors in every society have made and kept gender differences alive. One of the most important things that the recent study found is that most gender differences are learned. It has also been noticed that without concentrating on gender, the scenario of women in all areas of life cannot be fully understood, and their problems cannot be fixed or made better (Jahan, 2007). Gender, such as race and ethnicity, is a way for society to organize itself because of what being male or female means in different cultures. This is clear from the way men and women do different kinds of work. The employment policy of a country is strongly affected by cultural factors including religion, community structure, and family life patterns (Jahan, 2018).
2.2.3 Women
Women are discriminated against by patriarchal practices and legislation, which portray women as socially disadvantaged and despondent. Race, class, ethnicity, and gender are all widely acknowledged as sources of inequality (Mahtab, 2007). Women constitute around half of the total population. Thus, the active engagement of women in society at the level of decision-making is crucial for the economic growth of the community (Jahan, 2007). Women form roughly half of the country's population. In addition to domestic operations, they contribute significantly to the national economy. Bangladesh became one of the first industrialized countries to create a Ministry of Women's Affairs in 1978, after three years the First World Conference on Women in Mexico. The government had previously established a National Policy for the Advancement of Women and has made substantial progress in implementing the National Action Plan, that was created as a response to the Beijing Platform for Action. Despite these accomplishments, the popular of women in Bangladesh are not yet empowered to actively contribute in the country's political life, social, economic, and cultural. (Chowdhury, 2014).
2.2.4 Empowerment
Recognizing that empowerment is a multifaceted concept with diverse clarifications in dissimilar socioeconomic, cultural and natinal settings, the contributors also developed a preliminary list of markers (Medel-Anonuevo, 1995). "Women's Empowerment" is an ill-defined term in the lexicon of international development organizations (Oxfam, 2000). Empowerment refers to boosting an individual's intrinsic ability to achieve outstanding results in order to boost productivity and devotion to one's social surroundings. To mitigate the issues and speed of today's challenges, success hinges on how much control can be assumed to everyone involved in the problem-solving process (Parizi, 2002). Though, in general, the concept of empowerment is progressively accentuation including people in decision-making processes, which places them in a position to have appropriate admittance to political institutions and judgment in political and economic zones (Nadim & Nurlukman, 2017). 
Women's empowerment at the national level entails women having control over resources as a result of their participation in government, as well as the ability to supply those resources such that women and men fully advantage. It entails their voting in legislatures to have inequitable laws eliminated from decree books, government rules, administrative exercise, and all customs and traditions. It is impossible to impart empowerment because it is inherent in its nature. It is necessary to take action. We will wait an eternity if we wait for male male-controlled governments to grant women authority. We'd be better off ignoring patriarchal accusations that we lack the necessary educational, self-assurance, or leadership skills. On the contrary, it is the male-controlled state that has previously provided us with the sole requirement we require: moral fury over our current degradation and subjection (Oxfam, 2000). Women's empowerment takes place on a community and/or organizational level when:
(a) The presence of women's organizations; 
(b) The distribution of funds to women and women's developments; 
(c) A increase in the percentage of female local, district, municipal, and politicians and leaders.; 
(d) Women's participation in technological tools, development, and implementation;
 (e) Participation of women in community initiatives, politics, profitable businesses, and the arts; 
(f) Women's involvement in non-traditional tasks; and 
(g) Increased training programs for women (Medel-Anonuevo, 1995). 
2.2.5 Participation
Involvement is a framework that is designed that stresses the need of including excluded people in the implementation and formulation of rules affecting their fellow human. Women's involvement in all aspects of their lives has been a focal point of the model of development. Full socioeconomic progress requires the active participation of women in society's decision-making processes (Chowdhury, 2014). According to Rahman (1991), "participation" refers to any activity that allows citizens to participate in the administration's operations. In this context, "taking part" can relate to any level from macro to microregion, and it can be of any form, such as advising, decision-making, or employment. According to Misra (1984), Participation refers to people's collective and ongoing efforts in formulating goals, pooling properties and adopting actions aimed at cultivating their living situations.
According to the United Nations Development Programme (UNDP), participation entails individuals becoming actively involved in the culture, economic, political, and social procedures that move their lives. In other words, it is the process by which people, particularly those who are disadvantaged, influence decisions that impact them. The disadvantaged include not only the poorest of the poor but also individuals who are hampered by a lack of wealth or education, as well as those who are discriminated against because of their race or gender. Participation refers to having a say in development decisions rather than simply being involved in the execution or advantages of development work, while both are important and are frequently promoted by possibilities for influence (Kabir, 2013).
2.2.6 From “Empowerment”, and “Participation” to “Leadership”
The Beijing Platform for Actions, that also adhered to the model of the global women's movement in defining an agenda for peace, inclusion, and prosperity, underlined that women's full membership and capacity to lead must be achieved as objectives in and of themselves. This would assure that independent administrations represent the interests of everybody, not just those of elites, as is their responsibility. It expresses, “Achieving the aim of equal involvement of women and men in decision-making will offer a balance that more properly reflects the composition of society and is essential for strengthening democracy and promoting its healthy functioning” (United Nations, 1996). Subsequently Beijing, numerous expansion organizations have focused on the promotion of women's management. They have begun to face the issues of gender prejudice in their culture, processes, and measures with varying degrees of success (Oxfam, 2000). 
The term "participation" has both a broad meaning and narrow. In a slight definition, contribution refers to a detailed action in which a citizen takes part for a defined reason. In a broader sense, involvement includes the role of memberships of the universal public, as opposed to appointed authorities, such as civil employers, in influencing government actions or directly meeting communal needs (Rahman, 1991). For a nation to thrive in the long run, it's essential that men and women alike have a voice in politics. Women's energetic engagement in decision-making is critical both for preserving equality and for demonstrating their right to address issues and obstacles they experience at work and in their personal lives. Women in the workplace struggle to balance work and family obligations, and female professionals with families have much more difficulty climbing the organizational ladder (Afroz, 2010).
An emphasis on females' leadership can appear to be a natural development from many developed organizations dedication to 'women's empowerment in the late 1980s. The influence of 'empowerment' efforts on gender issues has been a source of heated discussion among investigators. Several growth programs expected at promoting women's empowerment emphasized women's leadership in the home and community. Numerous development programs, for example, aim to increase women's 'engagement in policymaking at the local level, while others emphasis on the 'financial inclusion of household leaders. Women's independence within male-headed families has been attempted by encouraging their participation in wealth creation, and capitals have been started pouring into developments and programs aimed at promoting women's involvement in municipal decision-making and alleviating the deficiency of women in female-headed households' dependents (Oxfam, 2000). Nevertheless, growth practice and policy that is motivated by a desire to "empower" women have not always prioritized the development of women's leadership at national levels. As a result, the present acceptance of boosting women's leadership as a growth aim has ushered in a shift in funding for many initiatives. Women's leadership development strategies focus on either strengthening women's capacity or addressing the systemic constraints that they confront.
2.2.7 Leadership

Leadership theories are essential in understanding what makes an effective leader and how leadership can be developed. There are various leadership theories that have been developed over the years, and each theory provides a unique perspective on leadership. In this response, I will discuss two of the most popular leadership theories: transformational leadership and situational leadership. Transformational leadership theory emphasizes the leader's ability to inspire and motivate followers to achieve extraordinary outcomes beyond their self-interests (Bass & Riggio, 2006). According to this theory, transformational leaders create a vision that inspires followers to achieve higher levels of performance and develop a sense of ownership in their work. The theory also emphasizes the importance of developing followers' skills, confidence, and self-esteem to enable them to achieve the leader's vision. Transformational leaders are also characterized by their ability to communicate effectively, provide individualized support, and demonstrate high moral and ethical standards. Situational leadership theory, on the other hand, focuses on how leadership behavior should change depending on the situation at hand (Hersey & Blanchard, 1977). According to this theory, effective leaders should adjust their leadership style to match the maturity level of their followers. The theory proposes four leadership styles: telling, selling, participating, and delegating. The telling style is appropriate for followers with low maturity levels, while the delegating style is more appropriate for followers with high maturity levels. The selling style is used for followers with moderate to high maturity levels, while the participating style is used for followers with moderate to low maturity levels. Critics argue that transformational leadership theory overemphasizes the role of the leader in motivating and inspiring followers while neglecting the importance of followers' own motivation and intrinsic motivation (Van Dierendonck & Nuijten, 2011). Additionally, some argue that the theory focuses too much on the leader's vision and overlooks the importance of followers' goals and aspirations. Critics of situational leadership theory argue that the theory is too simplistic and does not take into account the complexity of leadership and followership (Graeff, 1983). The theory also does not provide clear guidelines on how to match leadership style to followers' maturity levels.

Leadership quality refers to the set of traits and characteristics that effective leaders possess, which enable them to lead and motivate others towards a common goal. According to Northouse (2019), there are several key qualities that define effective leadership, including:

Vision: Leaders have a clear and compelling vision for the future that inspires and motivates others.

Integrity: Leaders are honest, ethical, and consistent in their actions and decisions, which earns the trust and respect of their followers.

Courage: Leaders are willing to take calculated risks and make difficult decisions, even in the face of adversity.

Empathy: Leaders understand and empathize with the needs and concerns of their followers, which allows them to build strong relationships and create a positive work environment.

Communication: Leaders are effective communicators who can articulate their vision and goals clearly, listen actively to feedback and concerns, and provide constructive feedback to their followers.

Adaptability: Leaders are able to adapt to changing circumstances and make necessary adjustments to their strategies and plans.

Leadership challenges refer to the difficulties that leaders face in achieving their goals and objectives. These challenges may arise due to internal or external factors, and they require effective leadership skills to overcome. In this response, I will discuss two major leadership challenges: managing change and leading a diverse workforce.

Managing change is a significant leadership challenge that requires leaders to be adaptable and flexible in their approach (Kotter, 1996). Change can be disruptive and unsettling for employees, and leaders need to be able to communicate effectively and provide guidance and support to help employees adjust to the change. Effective change management also requires leaders to be proactive in identifying potential challenges and implementing strategies to overcome them.

Leading a diverse workforce is another significant leadership challenge that requires leaders to be culturally competent and able to manage diversity effectively (Cox & Blake, 1991). A diverse workforce brings together people from different backgrounds, cultures, and experiences, and leaders need to be able to recognize and respect these differences while promoting a sense of unity and common purpose. Effective leadership in a diverse workforce also requires leaders to be aware of their biases and stereotypes and to be willing to challenge them.

Critics argue that some leaders struggle with managing change and leading a diverse workforce due to a lack of training and education in these areas (Hesselbein & Goldsmith, 2009). Additionally, some leaders may be resistant to change and have difficulty adapting to new situations, which can hinder their ability to manage change effectively. Furthermore, some leaders may lack the cultural awareness and sensitivity needed to lead a diverse workforce, which can lead to tension and conflict among employees.
2.2.8 Situation of Women in Bangladesh

Bangladesh, a South Asian country, has made significant progress in terms of women's empowerment and gender equality over the years. However, women still face significant challenges in various areas of their lives, including education, employment, health, and social protection. Education is one of the key areas where women in Bangladesh have made significant progress. According to a report by the World Bank, the literacy rate among females aged 15 and above has increased from 35.3% in 1990 to 72.8% in 2018. However, there is still a gender gap in education, with fewer girls attending schools than boys. Poverty, early marriage, and cultural barriers are some of the factors that contribute to this gap (World Bank, 2018). In terms of employment, women in Bangladesh face significant challenges. The female labor force participation rate in Bangladesh is low compared to other countries in the region. According to the International Labor Organization (ILO), the female labor force participation rate in Bangladesh was 36.1% in 2019, compared to 82.7% for men (ILO, 2019). Women also face discrimination in the labor market, with lower wages and limited access to higher-paying jobs. Health is another area where women in Bangladesh face challenges. Maternal mortality rates in Bangladesh have decreased significantly over the years, but the country still has one of the highest rates in the region. According to the United Nations Population Fund (UNFPA), the maternal mortality ratio in Bangladesh was 196 deaths per 100,000 live births in 2017 (UNFPA, 2019). Access to healthcare services is also limited, particularly in rural areas. Social protection is another area where women in Bangladesh face challenges. Women are more likely to be affected by poverty and social exclusion, and they have limited access to social protection programs. According to a report by the Asian Development Bank, only 8.5% of women in Bangladesh receive social protection benefits (ADB, 2019). While women in Bangladesh have made significant progress in terms of education and some other areas, they still face significant challenges in various aspects of their lives. Addressing these challenges will require a comprehensive approach that addresses issues such as poverty, discrimination, and cultural barriers.
2.3 Literature Review
2.3.1 Women in Leadership Issues: Some Issues and Concerns
One of the most important aspects of gender inequality is the disparity in access to social and physical goods and resources between women and men. In many cases, women's social positioning implies that the tasks they are expected to perform are often supporting and reproductive, with a focus on the community and home groups rather than the public domain (Ministry of Environment and Forests, 2013). Women in Bangladeshi society, which is characterized by a "classic patriarchy," are restricted by gender relatives and social-cultural conventions to perform exclusively national and procreative responsibilities, undervaluing their unfulfilled volume to do other tasks in the external realm. Another element that has marginalized women's role is persistent income disparity within a patrilineal structure, which has resulted in "severe gender separation in labor demand" (Mahmud, 1997). Cultures have the power to reinforce or dismantle detrimental gender stereotypes, and hence have both good and bad effects on gender obligations and expectations. In certain societies, it is often thought that people who are committed and willing to adopt more responsibilities will be able to continue a full-time employment for the remainder of their life.  A 'business lady' is often linked with a woman who already has chosen to refrain from having children, is a terrible mother, or is too demanding and masculine. Part-time work may be perceived as the only viable alternative for non-career-oriented women as a result of this.' In most part-time occupations, there are little possibilities for training and growth. Men are not subject to the same family restrictions and notions as women (Kirton & Greene, 2010).
Discrimination can be reinforced by hiring practices. Women are not often targeted by national awareness campaigns when hiring government servants, for example. Gender-neutral or equality advertising and job descriptions46, as well as male-dominated selection panels with no or little gender exercise, may dissuade women. Pay and benefits, including such departure allowances and pensions, continue to be subject to systemic discrimination in legislation and policies. Regardless of the fact that many public administration laws and labor legislation promote the attitude of equal pay, there are still disparities. Gender roles about leaders are a sort of (often concealed) discrimination that is frequently identified as a major obstacle to women being regarded for prominent positions in government. In crucial documents or speeches, referring to high-ranking officials as ‘men' perpetuates prejudices (UNDP, 2014a).
Discrimination can be reinforced by hiring practices. Women are not often targeted by national awareness campaigns when hiring government servants, for example. Gender-neutral or equality advertising and job descriptions, as well as male-dominated selection panels with no or little gender training, may dissuade women. Pay and benefits, including retirement pensions and allowances, continue to be subject to systemic discrimination in legislation and policies. Regardless of the fact that many public administration laws and labor legislation promote the attitude of equal pay, there are still disparities. Gender roles about leaders are a sort of (often concealed) discrimination that is frequently identified as a major obstacle to women being regarded for prominent positions in government. In crucial documents or speeches, referring to high-ranking officials as ‘men' perpetuates prejudices (UNDP, 2012a). In many situations, discrimination and sexual harassment are frowned upon. Many fatalities are either unaware of how to report it or disinclined to do so, partially because they are afraid of being victimized and because demonstrating sexual harassment is problematic (UNDP, 2014a). Women typically identify a lack of building capacity and on-the-job professional growth as a barrier to equitable engagement and involvement, particularly in terms of promotion. Other advantages include exposure, communication, and new possibilities, in addition to immediate learning gains. Participation in some courses is required for promotion in various government agencies. Furthermore, training is not often conducted in a way that allows women to participate (e.g., appropriate times and venues). If engagement in training is dependent on department head nominations, women may be barred from other forms of training, particularly leadership preparation, if gender norms lead to their assignment to programmes on women's problems and empowering. Pregnancy can also disadvantage women; in some cases, expecting women have been prevented from attendance courses, particularly those that are required for finalizing and officializing arrangements (UNDP, 2012b). Family ideas based on a person's gender affect how women handle their professions, the jobs they take, the careers they choose, and how they decide how to balance compensated and free (family/household) work (Evetts, 2000). Some women are finding it harder to balance paid work and family responsibilities because family structures are changing. For example, there are more single-parent households, and austerity measures are taken when the economy is bad (ILO, 2011).
It is also possible to say that the dynamics of organisational social life are constituted. Women who lack spare time outside of their regular job hours may lose out on chances to network and create support networks. This has particularly detrimental effects on middle- and senior-level female managers and is partially responsible for the emergence of the infamous "glass ceiling." Many employment group activities may not explicitly preclude women, but women may feel less confident in such situations due to greater gendered social differences in society (Cianni & Romberger, 1997) or partake less time to contribute. These non-work-related activities, therefore, are significant for professionals and managers since they provide access to knowledge and possibilities to create strategic relationships.
Women's access to education is sometimes hampered in locations far from resources and urban centres; therefore there may be an uniform greater shortage of competent women to fill posts in local government. In addition, conventional gender norms are more ingrained in less urban places, therefore women may not be able to pursue senior positions or even work for a living. If the terms and conditions of employment at the subnational level of government are unappealing - for illustration, if there is no help for families, no good schools, no suitable work amenities, inadequate housing, and anxieties about basic security - women who are not native to the area may be unwilling or unable to fill local positions (UNDP, 2014a).
2.3.2 Importance of Women’s Leadership
Decision-making is seen as a male-dominated activity that is traditionally masculine in nature, whereas women are connected with domestic life. With the passage of time, it has become clear that national progress cannot be attained and sustained without ensuring women's development. Women's equitable participation in management is critical to the overall process of women's growth. It is not just a demand towards basic democracy or fairness , but also a desire that women's interests be taken into account. Alone without active participation of women and the acceptance of their ideas at all levels of decision-making, fairness, development, and stability cannot be achieved (Chowdhury, 2014). Gender equivalence in government is a critical step toward women's political empowerment and the creation of representative, just, and effective institutions. For at least three reasons, public administration is an important venue for pursuing and establishing gender equality. To begin with, public administration is the principal institution in the process of executing programs and national policies, which are everyday jobs in that women should be similarly involved. In addition to respecting women's right to equitable access to government service, women's involvement in public administration has the possibility of improving achievement outcomes through enhancing service delivery and raising public participation, and increasing faith and credibility in government. By involving women in decision-making positions inside public organizations, women's concerns and objectives are also included into legislation. Furthermore, public administration is indeed the largest employment in the majority of nations.
Equal public administration workplaces can have a profound impact on the lives of millions of workers around the world by ensuring that women are characterized at all levels of the organization, incorporating legal and policy methodologies that sustain gender equality, and creating inclusive institutional cultures. For the third time, public administration can set an example for other factories such as companies, small enterprises, nonprofits and colleges and universities by "walking the talk," Public administration can serve as a role model for the rest of society if it is led by fairness, equality, and justice values. In order to ensure inclusive growth and democratic rule, bridging the gender gap in public administration is critical. It also contributes to the restoration of faith in public institutions and improves the sustainability and effectiveness of public policy (UNDP, 2021).
Governance reform projects have typically highlighted other significant gender equality concerns, such as women's engagement in the party-political ground, and have monitored the status of women in political management roles and promoted policies and procedures that improve women's access to services (UNDP, 2014a). In chapters G.1 and G.2 of the Beijing Platform for Action, that also emerged from the Fourth World Conference on Women, Beijing 1995, the importance of women in management was highlighted: "take measures to ensure women's equal access to and ability to participate in power structures and decision-making" and "increase women's rights to engage in decision-making and leadership," respectively (ESCAP, 2019). 
Target 5.5 of the 2030 Agenda for Sustainable Development calls for "women's full and effective participation and equal opportunities for leadership at all levels of decision-making in political, economic, and public life" (Target 5.5), as well as "responsive, inclusive, participatory, and representative decision-making at all levels" (Target 5.5). (Target 16.7). Despite the fact that CEDAW was adopted 41 years ago, the Beijing Platform for Action has launched 25 years ago, and the 2030 Agenda for Sustainable Development has launched five years ago, women continue to be marginalized in public decision-making in every region of the world. The inclusion of public administration in the definition of "gender equality in public life" is both necessary and timely. Women's presence in political roles, including heads of state or government, parliamentarians, and cabinet ministers, has dominated narratives and indicators of women's engagement and choice in public life. Women's involvement and leadership in career civil service posts, on the other hand, have been less apparent and studied. The 2030 Sustainable Development Strategy provides a mechanism to incorporate public administration in the description and assessment of gender fairness in public life. SDG indicator 16.7.1(b) analyzes how membership in the public service relates to the percentage of these categories in society as a whole, taking into account sex, age, incapacity, and people group position of public officials (UNDP, 2021). It's not only about having the same number of men and women at the top or in the organization's structure; it's also about ensuring that not only men but also women have equivalent opportunities to get there (Black et al., 2017).
Parity - an equivalent number of women as well as men employed and in positions of leadership at all levels and industries of administration is a fundamental component of gender equality in public administration. The presence of women in judgment positions requires particular attention. Gender equality in public decision-making is "a question of full realization of human rights and social fairness, as well as a vital requirement for the proper functioning of a democratic society." Even in societies where women are significantly recruited in public administration generally, women are less likely to ascend to positions of management or leadership in public administration (UNDP, 2021). Leadership demands equilibrium. In an situation of complex variation and contradictory options, leaders face the challenge of aligning actions with values, managing multiple relationships, weighing options, navigating limitations, being self-aware and understanding their aptitudes, and juggling professional and personal responsibilities. Leaders must balance being a peer and a superior, a team member and a decision-maker; within such a balance lies the loneliness of the leadership job. A leadership attribute is self-role merging, or managing the barrier between oneself as an individual and yourself as a leader. A leader's challenge is to reconcile her perception of herself as a manager with the knowledge she gets from her surroundings while also watching and managing how she portrays herself to others. The ambition to lead might have a negative impact on the leader and her family. Equally crucial is the consideration of gender equity in government areas and jobs (Hertneky, 2010). In the past, some policy sectors (like education and social welfare) were considered more suitable for women than others (like the military) (e.g. defence, and foreign affairs). Individuals are hampered in their growth and development, while the efficiency, productivity, and creativity of organizations are all harmed as a result of these rules. Women and men from disadvantaged and excluded communities should be given special attention when assessing gender equity across all levels and sectors of government (UNDP, 2021).
2.3.3 Some Works on the Research Issue
In order to conduct this research, researchers read a large number of papers and articles, the majority of which deal with the contribution and issues of women police officers in terms of their nature of work, working situation, and society's negative insolence toward women choosing other jobs in society.
Jehan (2011) examines the history and position of women in the BCS (Administration Cadre). The research perceives that, contempt constitutional amendments requiring fair opportunities of men and women in all aspects of life, the gender gap in Bangladesh's public administration remained significant. Women are socially, economically, and culturally disadvantaged in the tradition-bound Bangladeshi culture. Executive roles in the organizational hierarchy are typically inhabited by men. In addition, the research examines the sociocultural issues that discourage women from following a career in the BCS. The low involvement of women in the civil service is mostly the result of a complicated interaction between these factors. It states that the objective to guarantee equal female contribution in the BCS continues to fail as a result of several variables that were not adequately addressed during policy design and implementation. The objective for women's rights must be clearly defined, and a complete women's policy, such as the principle of accessibility and equality in public work and career progression, must be developed and realized in teamwork with the stakeholders involved.
Kabir (2013) describes the growth of the Civil Service in India, Pakistan, and Bangladesh. Historiography coverage of the civil service systems of India, Bangladesh and Pakistan. It also analyzes the current structure and recruitment trend of the civil service system in this region. The Status of Female Government Employees in India, Bangladesh and Pakistan: This chapter provides a inclusive review of the constitutional rights and regulations pertaining to women's contribution in government service. In addition to the provisions of the constitution, this chapter examines the distinct five-year plans of India, Pakistan, and Bangladesh. Women's participation in these three countries, including quota reservation, has also been briefly considered. This chapter also includes secondary data to compare the participation of women in government services across the three countries. The empirical evidence upon which the analysis is predicated. It also analyzes the reasons for the poor participation of women in South-government Asia's services (India, Bangladesh and Pakistan). Based on the conceptual perspective presented in the second chapter. It is divided into two portions. In the first section, IAS officials for women in India, DMG officials for women in Pakistan, and Administrative cadre officials for women in Bangladesh are profiled in terms of their socioeconomic and educational backgrounds. The second section examines women's thoughts and attitudes toward their careers and the work environment (discrimination), both of which have an influence on their ability to contribute in the civil service. This chapter also highlights the study's principal conclusions from the perspectives of administrators and academics. The research work's final interpretation and conclusion. This chapter delivers an overview of women's involvement in the civil service and in legislation in these three countries. The comparison reveals that the three countries' quota systems are slightly different. Quotas have been implemented at both the administrative and legislative (national and municipal) levels in Pakistan and Bangladesh, but only at the local level in India, where a bill to implement quotas at the national level is still pending. As a result, women have a higher representation in the civil service and legislature in Pakistan and Bangladesh than in India. This chapter also discussed some of the respondents' proposals for increasing women's involvement in the civil service in these three nations.
Afroza (2013) examined the Bangladesh Civil Service and women's exclusion in hindsight. Efforts have been made to identify the induction of women in other services relative to the BCS (Administration) cadre and its logical explanation based on the available data. The relative standing of women in the BCS (Administration) cadre relative to other cadres has been examined. In actuality, an effort is made to determine the position of the scenario in Pakistan and India. All aspects, such as the socioeconomic factors, family values, education of the officers, behaviors, perceptions, and taboos on the job, practical experience, sociopolitical acceptability, performance on the field, recruitment, promotion, behavior of juniors and seniors, existing administrative rules and regulations, discrimination in the different levels of administration in terms of undertaking and promotion, and the relationship between male and female colleagues. Also, both male and female officers were asked the same question to find out what the two opposing forces thought. The research results have also been especially in comparison to other similar studies done in this area. This gives the research a correlation but particularly in cases involving pointing out the problems and making suggestions. The main thing that came out of this research on the changing role of women was optimism. There are also a lot of signs that women have made positive contributions to building a beautiful nation and country for people living now and in the future.
According to UNDP (2014 a), there is no comprehensive worldwide baseline for women's participation in public administration. Despite the range of countries analyzed, According to the available statistics, women continue to be understated at the most senior levels of government. Barriers to women's development in public administration harm society's core principles of equal advancement and social justice. Multiple tactics must be established to overcome these obstacles and win the continued support and dedication of all stakeholders. It is a difficult but vital attempt to change institutional and cultural norms, especially men's and women's views that inhibit progress toward gender equality. Understandings for women's underreporting in power positions are often based on assumption about women's career options or a lack of understanding. These prevalent notions disregard the effects of systemic gender-based oppression.
Work-life balance factors play a significant part in women's employment choices, and they are also becoming an increasing concern for some males. Individual skills, competences, and choices affect both women and men's job trajectories and desire and ability to take on private and professional duties, but for women, they are also influenced by institutional, gender-based socio-cultural restrictions and conceptions. Although promoting women's and girls' education is a critical fundamental element for improving women's equal engagement and decision-making, particularly in public administration, other factors must also be addressed. Although impediments differ across regional, geographic, sociocultural, and political settings, the main difficulties to women's equal representation in positions of power have been identified. As indicated below, these impediments exist within and outside public administration and are interrelated.
According to Panday and Li (2014), women's organizations have played an important role in the implementation of change that has increased women's engagement in the local government political system of Bangladesh. Significant support exists for the formation of the women's rights, but there is considerable ambiguity over its goals, tactics, and scope. The reliance on informal routes, which makes tracking and evaluating influence exceedingly difficult and needs additional empirical study to show the complicated interactions between players, may contribute to the difficulties in measuring influence. There is extensive evidence on the breadth and depth of women's organizations' (WOs) impact on government policies, as well as subjective assessments by politicians, WO participants, the media, and academics. Bangladesh's politics and policies have been altered as a result of the women's movement. Simultaneously, considerable ambivalence persists regarding the objects of impact, means of exerting control, and magnitude of WOs' activities' impacts. In the absence of a formal participatory framework, not only is it difficult for WOs to exert influence, but it is also difficult to quantify such influence. Popular in policy assessment studies, the framework of identifying and assessing activities and effects is mostly irrelevant and inapplicable. It was discovered that an informal relationship between the government and WO actors is crucial to WO's ability to affect women's policy. Based on the available pieces of evidence, case studies, and phenomenological analysis of the involvement of the women leaders in the UP, Rahman (2016) concludes that male dominance or patriarchy, corruption, and inadequate legal provision for the WLs in the UP are the obstacles to ensuring women leaders' effective participation and role. Unfortunately, all of these fundamental issues are also governance issues inside Bangladeshi society. To combat male dominance and bribery, the UP structure should be streamlined and the women's reservation quota should be increased from 33.33 to 50 percent. In Bangladesh, the role of women in society is constrained by various socio-cultural impositions, such as patriarchal society, purdah, religious beliefs, etc., therefore, increasing educational facilities may contribute in the implementation of this shift in restricted attitudes and the modification of deeply established cultural norms and behaviors. Education could be the sole means through which value shifts occur and society advances.Orthodox cultural ideas limit women's engagement in the political arena, while liberal values promote women's political participation. To improve women's involvement in UP and Bangladesh, it is necessary to encourage progressive and liberal thought through the extension of educational facilities and democratic administration.
Ahmed and Jahan (2018) explored how challenging it is for women in the Bangladesh Civil Service to manage work and family commitments. At recent decades, the number of women in the highest levels of the civil service has increased significantly. Women's education, government programs encouraging women's training and employment, international treaties, and women's activities and NGOs' attempts to raise awareness of women's rights have contributed to this growth. Nonetheless, the facilities and advantages accorded to women have not kept pace with this growth. The situation is exacerbated by the fact that male colleagues frequently refuse to view women as equals. The former is more likely to view the latter as women before colleagues. This mindset and conduct exacerbate stress among working women. As a means of relieving tension, many women seek support from the safest' source, the family, which is typically receptive. In the absence or inefficacy of secure family support structures, it is particularly difficult for women to balance their family and job responsibilities. However, measuring equilibrium is tricky. In Bangladesh, women are largely supported by their families, particularly their parents and in-laws, as is typical in south Asian nations. In the West, extended families are rare, but most people in South Asia are more interested in the group than in themselves. South Asia has a lot of extended families, which are valued, but the West is causing some changes to the way families are put together. People in South Asian countries care more about their own groups than people in the West, where individualism is more important. Families should not be allowed to break up the support system for working mothers, as is happening in Bangladesh and other places. Instead, this support system should be kept strong. In Bangladesh, as in other countries, families are falling apart at a much faster rate than in the past. Even though economic reasons and changes in people's attitudes may be seen as major causes of disintegration, working women often have trouble building careers because they are afraid of leaving their children alone or in the care of "unreliable" people. But disintegration causes a different kind of stress that, in the end, hurts work spirit and productivity. Even though there are limits, family is still a very reliable way to balance the different roles.
ILO (2019) reports that the proportion of women in managerial positions around the world is rising significantly. Specifically the Pacific and Asia, the Caribbean and Latin America, Central Asia and Europe, there has been a continuous growth in the number of women joining the military since 2002. In certain regions, such as Africa and the Middle East, the increase has been significantly smaller. These advancements have not yet resulted in a significant shift in the gender distribution of top management and decision-making roles in corporations. The result of our analysis that is of essential relevance is that female participation is a sensible business tactic: the lack of gender variety may function as a barrier to increased business success. Globally, the majority of businesses of all sizes report that female representation improves business outcomes.
Gender equality is also economically beneficial. Increasing women's labor force participation has been found to increase the national gross domestic product. Our research quantified the extent to which an inclusive organizational culture and policies might improve business outcomes using probabilistic modelling of the data gathered. According to the findings, workplace cultures that emphasize "anytime, anywhere" availability have an unfavourable influence on women, who are often responsible for more household and family duties. Flexible work schedules and paternity leave, for example, are key policies that can contribute to more inclusion and work-life balancing for both men and women. Some organizations are already deploying methods and technologies that emphasize capturing employee effectiveness and performance in combination with flexible work. This paradigm could be as effective and long-lasting as, if not more so, the "anytime, anyplace" approach. The commercial argument for gender equity, particularly for boosting the share of women in the level of management pipelines, is compelling. Smart businesses will make gender diversity a vital component of their company strategy in order to succeed in today's and tomorrow's global economy.
Ahmed and Jahan (2018) looked into how women in the Bangladesh Civil Service try to reconcile work and family responsibilities, which is a difficult undertaking. Overall, the number of women in higher civil service positions has expanded dramatically over the decades. This increase can be accredited to a variety of factors, including increased female education, government policies heartening women's teaching and employment, due to the implementation of international agreements, and increasing awareness of women's rights smoothed by women's movements and non-governmental organizations (NGOs). However, women's access to amenities and privileges has not kept pace with this growth. The condition is exacerbated by the fact that many male coworkers refuse to treat women as equals. The former has the propensity to view the latter first as women, then as workers. Working women are irritated by this type of attitude and behavior. As a strategy to reduce tension, many women turn to the ‘safest’ source—the family—for assistance, which is frequently approaching. Women, on the other hand, find it incredibly difficult to balance the two duties of family and job in the exclusion of secure family support structures. Balance, on the other hand, is difficult to assess. In fact, extended family involvement can be a source of stress for working parents. It is necessary to establish robust family support networks because conflict between the workplace and the family occurs more frequently than conflict between the family and the workplace. As was said in a previous part, the government has proposed a number of significant bills that are family- and work-friendly, and these bills, provided they are carried out in the appropriate manner, should make it easier for women to find employment. In Bangladesh, however, putting such laws into effect has proven to be a significant challenge in light of past experience (as in other developing countries). In spite of the fact that the government has upheld the right to maternity leave, many of the provisions of several pieces of women-friendly legislation have not been put into practice.
Basak (2018) conducted a study on the patriarchal ideology of women's involvement in the Bangladesh Police Force, the challenges they face, and the efforts that need to be taken to eradicate the conservative attitude of our country's parents, husbands, and the general population. In this research, an effort has been made to examine the prevalent comprehensive situation of women in Bangladesh Police using the Theory of Patriarchy and a qualitative method using content analysis and descriptive. The outcomes of this study are likely to provide substantial gender-based insights on the topic of women's contests in the workplace and shifting expectations. Women's equal involvement in the police force will improve their social and economic standing in our society. To achieve full and enthusiastic engagement of women in Bangladesh police, the government, Police Headquarters, and the Bangladesh Police Women's Network (BPWN) must be more serious and attentive in implementing the present policy. If this is accomplished, the people of Bangladesh will benefit from more composed policing, which can serve as a model for our neighbouring countries. As a result, full female empowerment will be achieved, and male culture's dominance and patriarchal society's unfavourable attitudes will be significantly diminished.
Zafarullah and Nawaz (2019) analyze formal microfinance and employment as involvements for women's permission in Bangladesh and present two case studies justifying these treatments. For the financial and social progress of Bangladesh and to resolve its encounters, it is essential that women, who make up nearly half of the people, be providing with openings to advance their social standing through public agendas and non-state efforts that steer them near creative sectors, such as jobs in the economy and entrepreneurial activities maintained by microfinance. Significant social and economic reforms will be difficult to complete if women are not authorized by initiatives such as achieving gender parity in school, as long as better healthcare, combating malnutrition, reducing domestic violence, stopping child marriage, and other issues. Changing traditional gender roles and how people act can have a big impact on society and culture. It can give women new job opportunities and help them make the most of the ones they already have. It can also free them from poverty and social bias and give them more power. The present situation of entrepreneurship in Bangladesh was examined in this research. It investigated employment in the official labor market as well as microfinance-funded entrepreneurial endeavors. Women's empowerment has benefited from both work and microfinance, but they also have their problems. Some of these problems come from deep-rooted traditions, family values, religious conservatism, and while others come from a changing social environment that can make it hard for women to go about their daily lives and move around. In the first case, women were not permitted to leave their homes or take part in productive activities. In the second case, women were exploited, treated unfairly, and subjected to physical and sexual harassment at work and elsewhere. Still, working and entrepreneurial women will be protected from the problems they face over time as more people follow the accepted rules for behaviour in the workplace and as more people respect their dignity. Even though the patriarchal system has been around for a long time and is deeply rooted, it will be hard to change. However, a rational approach to equity, parity, and equivalence via gender-related strategies may help reduce the male power structure in society to a large extent.
Kabir (2020) tries to figure out what reasons account for women breaking the glass maximum by rising to the top of Bangladesh's civil service (BCS), and what those elements might mean about why women haven't progressed farther at this level. This research defines the glass cliff occurrence as a new form of workplace diversity that women face when they reach the upper echelons of an organisational processes. After breaking over the glass barrier and achieving senior positions, women are unable to wield authority in the same way that men do.  According to the conclusions of this study, discontent with inherent (e.g., lack of empowerment, involvement in policy-making, and inequity at work) and extrinsic (e.g., subjective discrimination, work-life stability, philosophical hurdles,) elements leads to the glass cliff. Among all extrinsic and internal elements, respondents rank "balancing work and family responsibilities" as the most problematic to achieve. The struggle is not just at the entry-level, but also at the greater level, as additional expectations must be met at home and within the family setting at the higher level. Finally, the respondents also provided some insights on how to reduce the chance of sliding down the cliff
2.4 Analytical Framework of the Study
In spite of the progress that was made during the twentieth century toward the acknowledgement of female economic, political, and cultural equality with men, there is still an insufficient number of women in situations of power to dictate the political, financial, and social development of humanity. In the majority of high positions in the not only national butb also international institutions that are responsible for dictating our lives, women are not present (Oxfam, 2000). A growing percentage of women want leadership on par with men and have undertaken the same decisions as their male colleagues, yet they continue to face difficulties. Even in nations where women have admittance to education, giving a broad overview of public administration, especially in positions of authority, is not always guaranteed. Frequently, explanations for the under illustration of women in positions of power are based on speculation about women's career prospects or lack of knowledge. These prevalent notions disregard the effects of systemic gender-based inequality. Work-life balance factors play a significant part in women's employment decisions, and they are also becoming an increasing concern for some males. Likewise, individual dimensions,  competencies, and selections do play a role in the career tracks of both women and men, as well as in their disposition and capacity to assume farm duties in both the professional spheres and private, but for women, these are also predisposed by systemic, sociocultural, gender-based restrictions and concepts (UNDP, 2014a). The study is planned to examine the challenges confronted by female UNOs. Thus, the research people will be female UNOs, functioning at the field level (Upazila). The scope will be limited to the leadership position of female UNOs and their obstacles. The study will investigate the apparent obstacles to female UNOs derived from the social, familial, organizational, and political environment. The study concentrated on the difficulties of female civil servants working at Upazila, the matter will be accosted from a representative bureaucracy point (Kingsley, 1944; Moloney 2007). Traditionally, leadership has accepted the view of manhood and the faith that males are better leaders than females is yet common currently (Kiamba, 2009). Employed females in developing states, principally Asian people encounter the challenges more (Ahmed and Jahan, 2018). Numerous challenges meeting females in conquering higher administrative leadership points relative to males; in various segments comprising blockades connected to social, cultural, familial, political, and organizational environments (Zafarullah, 2000; Kiamba, 2009; Johns, 2013; Kabir, 2013; Cook and Glass, 2014; Haile et al., 2016). Thus, the difficulties will be analyzed by employing those indicators. 


Figure 1: Analytical Framework of Study.
Source: Developed by authors on the basis of Zafarullah, 2000; Kiamba, 2009; Johns, 2013; Kabir, 2013; UNDP, 2014a; Cook and Glass, 2014; Haile et al., 2016; Rahman, 2016; ILO, 2019; Ahmed and Jahan, 2018; Zafarullah and Nawaz, 2019.
2.4.1 Dependent Variable
Female representation in field administration is the dependent variable. The female Upazila Nirbahi Officers see a number of difficulties with this study. The study's goal was to find out whether female UNOs encounter challenges from a sociocultural, familial, political, and organizational standpoint.
2.4.2 Independent Variable
The researchers interpreted the context as cultural intelligence, dominant group preferences as political climate, and patriarchal political establishment organisations as corporate culture, presuming that the obstacles faced by female Upazila Nirbahi Officers largely stems from societal, familial, and organizational cultures. As a consequence, the following are the four variables that make up this study:
(a) Socio-cultural Challenges
Every group of people has its own culture. Bangladesh is a country with a traditional culture. As the goal of the study is to focus on gender issues, which are a sign of the culture of a society, many behaviours are seen as more appropriate for women or men in every society. However, the way each society decides which behaviours are more appropriate for women or men varies (Hofstede, 2005). Men tend to control social life from outside the home because they are generally taller, stronger, and more mobile. External causes can impose social roles, but the sentiments associated with those positions are internal. The cultural and religious conventions that are practised in culture are also influenced by gender role expectations.
(b) Familial Challenges
In Bangladesh, as in many other Asian countries, men don't want to do housework, but women are expected to do it because it is seen as their duty. The way parents and family act in their roles has a big effect on a child's mind, and this traditional gender socialization that starts at home continues at work.
(c) Political Challenges
Upazila Nirbahi Officer serves as a representative of the federal government while also serving as Upazila Parishad's Executive Officer. Upazila Parishad is a local government body that is led by the Chairman of Upazila Parishad and is governed by a body of elected delegates. As the Upazila Parishad's adviser, the constituency's Member of Parliament (MP) plays an important part in the decision-making process. Consequently, the Parishad must strike a balance between a variety of conflicting considerations, such as political direction and control by both the MP and the Upazila Parishad Chairman, as well as representation and involvement by impacted parties (i.e. Union Parishad Chairman), officers from various departments, decision-making transparency, equal treatment of all community groups, efficiency, political loyalty, and effectiveness. As a result, the UN has a tough time balancing the various interests, and any decisions he/she makes are more subject to criticism.
(d) Organizational Challenges
The inside work environment produced for running an organization is referred to as organizational culture (Popescu and Grigore 2007). The culture of an organization is a long-term process that begins deep within the organizational structure and evolves through time (Sempane et al, 2002). In this study, organizational problems were measured by superiors' and male colleagues' attitudes, subordinates' compliance and efficiency, and officials from different Upazila departments' cooperation.
Therefore, the male leaders of imperial and post-colonial administrations believed that economic development would ameliorate the 'backward' status of women in Third World countries by financing ‘modern' education and encouraging the construction of independent, economic, and political structures (Oxfam, 2000). If women are to become leaders, they must first obtain "social, civil, and political rights, as well as institutional power" (Molyneux, 1998). International financial institutions are rapidly realizing that for just and stable economic development, women must have the same freedom as men to make decisions at all levels of society. More women in leadership are especially important if women's gender rights are to be promoted. Gender disparities in resource distribution and control will persist if leadership is dominated by men, and women will remain to be more sensitive to adverse poverty and social marginalization. In defining an agenda for peace, justice, and development, the Beijing Platform for Action, continuing in the footsteps of the worldwide women's movement, underlined that women's full membership and right to participate must be attained as goals in and of themselves (Oxfam, 2000).
Finally, the study will encompass the areas:
(a) Demographic profile of the respondents;
(b) The present condition of representation of female UNOs;
(c) Diversified challenges encountered by female UNOs as an administrative leaders of Upazila; 
d) Perception of the respondents on career progress and representation challenges and
(e) Some possible policy recommendations to bring changes and remove obstacles.
2.5 Conclusion
Based on the above analysis, we can infer that there has been no complete and distinctive study on the current topic matter. This research is created with the above facts in mind, against the backdrop of theoretical discussions. Female representation in field administration is the independent variables and the dependent variable are socio-cultural, familial, political, and organizational issues and environments dependent variables of this study. The methodological technique employed in this study will be discussed in the following chapter to provide empirical support for the analytical framework. There has never been a study that compares the social, operational, and functional challenges of women functioning as administrative leaders at the Upazila level in Bangladesh. As a result, the determination of this study is to fill a large gap in the literature on women in Bangladeshi public administration at the Upazila level.
Chapter 3
Women in Bangladesh Civil Service: An Impression
3.1 Introduction
Women's active engagement contributes to a country's economic, social, and cultural development. Women's empowerment is required to build the judicial system and a decent government (Basak, 2018). Bangladesh has achieved comparatively significant progress on gender equality since its independence from Pakistan in 1971, trying to keep up with—and even surpass—local comparators in healthcare, life span and education, among other areas (World Bank, 2007). It is important to stress that Bangladesh is not a utopia for gender impartiality, and women and girls endure a wide spectrum of discernment and disadvantages as a result of their gender (Hossain, 2021). The empowerment of women and gender equality, however, Bangladesh stands out because it made significant progress from a low starting point—progress that could not have been foreseen based on the country's gender relatives at the time of independence in 1971. It was a country with widespread poverty and a primarily agrarian socioeconomic structure at the time, traits that do not often enable the rapid development of women's rights (Mason & King, 2001). This chapter's objective is to introduce students to the issues that surround women's contribution in public administration in Bangladesh's socio - cultural context. This chapter provides a historical history of women's engagement in Bangladeshi public administration, discusses legal structures to support women's involvement, and lastly provides a contemporary picture of women's depiction in Bangladeshi public administration based on secondary data.
3.2 Women in Bangladesh Civil Service: Historical Overview
Women face severe prejudice in society, despite the fact that significant progress has been made in the area of women's progression during Bangladesh's thirty-seven years of independence. Women's progress and rights must be a special focus for three reasons: to safeguard core human rights, since women's rights are basic rights as well; to increase the effectiveness of poverty alleviation; and to promote long-term development (Karim, 2008). The current BCS originated during the British administration in the Indian Subcontinent. Bangladesh acquired the Pakistani civil service system, which was a legacy of the Indian Civil Service (ICS). The ICS was completely staffed by men. No women joined the ICS prior to 1935 (Jahan, 2007).
The Pakistani Civil Service continued to advance in accordance with the trend and customs of the ICS. During the era of Pakistan, only unmarried women were permitted to work in four primarily accounting-related services. The primary objective was to restrict women to primarily desk-bound positions. Because it was assumed at the time that women were unsuitable for these tasks, which required lengthy field activities and inspection, law enforcement, and revenue collection, men dominated these positions (Chowdhury, 1969). Therefore, women would also not be fit for field positions or administrative positions. In the Recruitment Rules of the Civil Services, it was expressly stated that women will only be measured for four services: 1) the Audit and Accounts Service, 2) the Railway Accounts Service, 3) the Military Accounts Service, and 4) the Income Tax and Postal Services. Due to the decision that women could not serve in other cadres, the Civil Services of Pakistan, the Pakistan Foreign Service, and a number of other Class I Civil Services were barren of women (Mahtab,1995; Jahan, 2007). In accumulation, female applicants were enrolled under the provision that they would be required to resign from the military upon marriage or remarriage. The premise of the Pakistani government was that a married woman would be incapable to maintain her proficiency. This article on the Pakistani Recruitment Rules denied educated women the fundamental right to enter the workforce. Consequently, a negligible number of women would enter the cadre service (Mahtab, 1995; Jahan, 2007).
After the freedom of Bangladesh, it was discovered that women were underrepresented in the civil service. Recognizing this issue, the Bangladeshi Constitution has incorporated major requirements to ensure equal prospect for men and women in all spheres of life. In addition, the government implemented quotas (reserved positions) for women joining the civil service and enacted other measures not just to boost women's participation in the civil service but also to incorporate women into the economic mainstream (Jahan, 2007).
3.2.1 The Constitutional Mandate
The Bangladeshi Constitution guarantees all citizens equal rights and bans discrimination and inequity based on gender. Article 29 of the Bangladeshi Constitution stipulates the following in favour of women: (1) There must be equitable distribution for all individuals with respect to employment and government position in the facilities of the Nation; (2) No citizen should, on the grounds of sex, religion, be oneligible, race, caste, or residence of birth alone, for or discriminating against with regard to any occupations or positions in the Republic's service; (3) Nobody within this article prohibits the state from creating special accommodations for underprivileged persons actively looking for work or public office in the conduct of the Republic (GoB, 2011). As a fundamental right, the Constitution of Bangladesh demands that all people, regardless of sex, religion, ethnicity, or area, may participate in the civil service of the Republic. The Constitution does not prohibit the state from adopting specific provisions for minorities in order to provide their proper representation and an equal opportunity to enter the service of the Republic (Karim, 2008). Despite constitutional protections and particular steps given by the government, the participation rate of women in the BCS remains extremely disappointing. Women are not only disadvantaged in the civil service, but they also tend to focus on the lowest levels in the organization (Jehan, 2011). The policy attempt of the Bangladeshi government to address the issue sounds reasonable; yet, the difference between males and females is enormous since a negligible number of women hold positions of authority (UNDP, 1995).
3.2.2 National Women Development Policy 2011
In 2011, the Awami League (AL) government introduced a new National Women Development Policy. This policy has documented the national emphasis placed on women's participation in national administration and politics (Jahan, 2018). This policy document stressed the appointment of women in all aspects of incorporating development, such as the civil servants, and the creation of equal rights. This policy prioritizes the occupational and organizational empowerment of women. The key goals of this strategy are to take proactive efforts for both educated and disadvantaged women in the workforce; to expand quota reservation for women, especially at the employment level, and to guarantee its effective performance; to facilitate their enrollment into the military, their growth, and their progression within the service; to alter all laws, regulations, and policies relevant to women's considerable employment; and to take necessary steps for creating more opportunities (Mouree, 2020). The policy's section 33 covers the administrative empowerment of women and the issue of expanding the number of women at top levels of public service via the lateral entrance and contractual appointments. It is stated that more women would be recruited to administrative, policymaking, and constitutional positions (33.2) and that women will be recommended to numerous international and United Nations positions and responsibilities (33.3). The National Policy also references the United Nations' proposal that, in order to promote women's full and equal involvement in strategy and decision, special efforts would be taken to ensure that at least 30 percent of such positions are held by women (Jahan, 2018).
3.2.3 Gender Strategy for the Eighth Five-Year Plan (8FYP)
Gender Equality (GE) has already been acknowledged as a critical component in achieving fairness and overcoming barriers to economic development, poverty reduction, and social development. The 8FYP focuses on eradicating extreme poverty among women and girls, as well as promoting social security and equity through developing them as assets and realizing their full potential. The 8FYP's gender goal is to create "a country in which men and women have equality of rights, and women are acknowledged as equal contributors to economic, social, and political growth." By implementing both economic and institutional measures, the objective is to ensure women's progression as self-sufficient human beings and to eradicate discriminatory barriers (Bangladesh Planning Commission, 2020a). The 8FYP recommends that the public sector meet its quota of women in leadership posts. Filling vacant posts can accommodate a significant number of women with the required qualifications. The 15 percent quota for women in the public sector should be increased, and suppliers should be required to secure women's employment in outsourced jobs. Recruitment and promotions, particularly at senior levels, should be enhanced, as should safety and security issues at field levels, a better work atmosphere, and gender equity among management. Recruitment, promotion, and annual review should all be done in a transparent manner. Women's employment in the private sector must be regulated, and the condition of women in the labor should be monitored (Bangladesh Planning Commission, 2020a).
3.2.4 Gender Issues in Sustainable Development Goals (SDGs)
In 2016, the Sustainable Development Goals (SDGs) were calculated to replace the Millennium Development Goals (Summerfield & Regan, 2021). As part of a new development agenda, the Sustainable Development Goals (SDGs), also referred as the Worldwide Goals, are an universal call for action to eradicate poverty, preserve the environment, and encourage security and prosperity for everyone. The Sustainable Development Goals (SDGs) are a series of 17 global goals with 169 targets that are officially known as "Transforming our World: the 2030 Agenda for Sustainable Development." Attaining gender balance, which includes abolishing all kinds of discrimination against girls and women and guaranteeing their safety, is essential for achieving the Sustainable Development Goals. Its accomplishment signifies that everyone, irrespective of their gender, is capable of achieving their fullest potential. This implies that women men should have equal prospects for paid employment, education, and real decision-making authority in the private and governmental sectors (David et al., 2018).
The 17 Sustainable Development Goals (SDGs) are outlined in paragraph 51 of the official agenda for sustainable development, which was adopted on September 25, 2015. The fifth target of the Sustainable Development Goals is to "Achieve gender equality and empower all women and girls." It claims that if we give women and girls equal educational opportunities, health care, stable employment, and representation in the role in decision-making processes, then we will fuel sustainable economies, which will be to the advantage of societies and mankind in general. It was claimed that the Sustainable Development Goals (SDGs) can only be effective if women are strongly connected to each and every one of the goals that make up the SDGs. Objective five is a stand-alone goal that focuses on gender equality.
3.2.5 Perspective Plan of Bangladesh 2021-2041
The Bangladeshi government has approved Vision 2041, which is an prolongation of Vision 2021, and wants to take the nation along the road of development intended by Bangabandhu. The Bangladeshi government released the 2021-2041 Perspective Plan before (PP2041). Vision 2041 has as its primary objective the elimination of severe poverty, the accomplishment of the Upper Middle Class by 2030, and social prestige by 2041 (Husain & Kamruzzaman, 2020). It is critical to increase women's employment in order to create a more inclusive society. It will also give the economy a boost. According to a World Bank study, increasing female labour force participation from 33 percent to 45 percent would boost GDP growth by a percentage point. To increase the number of women in the workforce, a variety of measures will be implemented, tend to range from enhancing the development of sectors that are more conducive to their employment (e.g., work industries such as garments, shoes, electronics, etc.) to eliminating obstacles to their jobs and establishing infrastructure to enable their employment, equal opportunity and state involvement, offering maternity leave and child care, and equal opportunity and direct intervention (Bangladesh Planning Commission, 2020b).
3.3 Women’s Representation in the Bangladesh Civil Service
Bangladesh is an interesting case to examine in terms of women's depiction in the public sector due to the early emergence of some government initiatives to enhance women's equality and the experience of coordinated efforts by the sector and government partners in a number of key sectors to initiate reform, develop these to better meet the needs of the citizens, and address gender equality in both programs and institutions (Sultan & Jahan, 2016). Since the first recruitment in 1972, 39 Civil Service tests have been administered and approved for Ministry of Public Administration recruitment. In addition, the 40th, 41st, and 42nd BCS was just integrated and will be completed shortly. From the 5th BCS through the 39th BCS, a total of 64098 applicants have been enrolled to date, as indicated by the statistics collected.
Table 2: Name of the BCS Exam and Representation.
	Name of BCS Exam
	Male
	Female
	Total

	5th BCS Exam 1984
	678
	81
	759

	7th BCS Exam 1985
	2026
	318
	2344

	8th BCS Exam 1986
	1714
	292
	2006

	9th BCS Exam 1988-89
	874
	182
	1056

	10th BCS Exam 1989-90
	796
	112
	908

	11th BCS Exam 1990-91
	556
	89
	645

	13th BCS Exam 1991-92
	954
	158
	1112

	14th BCS Exam 1992
	1318
	514
	1832

	15th BCS Exam 1993
	644
	139
	783

	16th BCS Exam 1994
	873
	378
	1251

	17th BCS Exam 1995
	479
	79
	558

	18th BCS Exam 1996
	1281
	258
	1539

	19th BCS Exam 1998
	493
	54
	547

	20th BCS Exam 1998
	1561
	447
	2008

	21st BCS Exam 2001
	1036
	239
	1275

	22nd BCS Exam 2001
	1818
	412
	2230

	24th BCS Exam 2002
	3693
	1372
	5065

	25th BCS Exam 2004
	1991
	673
	2664

	26th Special BCS Exam 2004
	702
	345
	1047

	28th BCS Exam 2008
	1477
	655
	2132

	29th BCS Exam 2009
	1116
	440
	1556

	30th BCS Exam 2010
	1581
	727
	2308

	31st BCS Exam 2011
	1351
	569
	1920

	32nd Special BCS Exam 2012
	729
	910
	1639

	33rd BCS Exam 2012
	5102
	3212
	8314

	34th BCS Exam 2013
	1363
	754
	2117

	35th BCS Exam 2015
	1530
	595
	2125

	36th BCS Exam 2016
	1671
	584
	2255

	37th BCS Exam 2016
	940
	302
	1248

	38th BCS Exam 2017
	1560
	574
	2134

	39th BCS Exam 2018
	3591
	3136
	6727

	Total
	45498
	18600
	64098


Table 2 illustrates the number of Bangladesh Civil Service applicants recruited by gender from the beginning of the BCS to the current time. There were nearly three times as many males as women who applied for the 64098 open government jobs, with 45498 men vying for the positions. Since women and girls make up over half of Bangladesh's population, it's simple to see why women are underrepresented in Bangladesh's public administration.
3.3.1 Trend of Women's Participation Compared to Men in the Last 10 BCS
Since the beginning, women have been underrepresented in the Bangladesh Civil Service. This is still true today. In Bangladesh, women are less likely to be employed as officials than men.
Figure 2: Trends of Women’s Participation.


[image: image1.png]6000

5000

4000

3000

2000

1000

Trend of Women Participaton's Last 10 BCS

5102

212
1581
1351 1305
910
I7i7 I 7isl 7i‘

30th BCS 31th BCS 32th BCS 33th BCS 34th BCS
= Male

3591

136
1530 1654 1560
991
595 567 574
([

35th BCS 36th BCS 37th BCS 38th BCS 39th BCS




Source: Ministry of Public Administration, 2021a.

Figure 2 showed the trends of the men and women who passed the BCS examinations from the 30th to the 39th year ago. If we look at the chart, we can see that men have won each of the last ten BCS tests in terms of number. In each BCS, fewer women take part than in the last. Male candidates sometimes got more than twice as many points as female candidates. For illustration, in the 30th BCS, women officials got 727 points while men got 1581 points, and in the 31st BCS, women got 569 points while men got 1351 points. Worse, it can sometimes be three times higher than the number of male authorities. For example, there were only 567 and 323 women officials in the 36th and 37th BCS, while there were 1654 and 991 men officials. Also, there were some differences between females 3136 and males 3591 on the 39th BCS test. Only in the 32nd BCS, which was a special one, did it have more female officials than male officials, with 729 male officials and 910 female officials.
Figure 3:  Trend of Women's Participation in BCS.
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Source: Ministry of Public Administration, 2021a.
Figure 3 depicts the trend line of women's involvement in Bangladesh's civil service from the fifth to the 39th BCS. It was revealed that there is an up-and-down correlation between women's involvement in BCS. The 33rd BCS recruited 3,212 female officials, the highest number of female public servants ever employed in a single BCS. In recent years, women's contribution in government service in Bangladesh has decreased. In the 39th BCS, 3,136 women were recruited to the civil service.
 3.3.2 Rank-wise Male and Female Officials in Field Administration
	Table 3: Rank-wise Male and Female Officials in Field Administration

	Rank
	Male
	Female
	Total

	Divisional Commissioners
	08
	-
	08

	Additional Divisional Commissioners
	15
	-
	15

	Deputy Commissioners
	56
	6
	62

	Additional Deputy Commissioners
	187
	52
	239

	Upazila Nirbahi Officers
	336
	146
	482

	Total
	602
	204
	806


Source: Ministry of Public Administration, 2021a; 2021b.
Table 3 depicts the number of male and female officials working in the field administration of Bangladesh. At the division, district, Zila, and Upazila levels, field administration services are offered. According to the Ministry of Public Administration (MoPA), 806 public officials are now employed in various field administrations. There are 204 female and 204 male authorities among them. In reality, there is always a significant difference between men and women. Compared to male authorities, the proportion of women in executive posts is perilously low. For example, there are no female divisional commissioners serving as divisional heads outside the United States. In addition, among the fifteen new divisional commissioners, there is no longer a divisional commissioner employed there. The district is led by 5 female deputy commissioners and 56 male deputy commissioners. Then there is Upazila, where UNO 336 males and UNO 136 females work.
3.3.3 Class-wise Women in Bangladesh Civil Administration
The country's civil administration is organized into four classes. In this context, the terms first-class, second-class, third-class, and fourth-class are frequently used. Cadre and non-cadre service, first-class cadre service, and first-class non-cadre service are among the several classifications. There are also 20 different pay scale grades that can be used to categorize officials. Among the 20 pay scale grades, officials in the 9th and higher pay grades are considered to be first-class officials.
	Table 4: Class-wise Women in Bangladesh Civil Administration

	Class
	Ministries/Division
	Department/
directorates
	Autonomous Bodies/Corporations 
	Total

	Class-01
	805
	22449
	13374
	37279

	Class-02
	501
	40016
	8005
	48536

	Class-03
	586
	270973
	10020
	283133

	Class-04
	521
	38140
	8087
	45464

	Total
	2412
	371578
	36486
	414412


Source: Ministry of Public Administration, 2021a.
3.4 Role of Upazila Nirbahi Officer (UNO) and Present Scenario
The Upazila Parishad is one of the most significant levels of local administration, where government personnel and people's elected representatives must collaborate to provide public services (Hossain & Khan, 2017). The former Thana administration has been renamed the Upazila administration. Even though the Upazila is a type of local administration, it is still reliant on the central government. The Upazila system combines the Upazila Parishad and the Upazila administration (Hossen, 2016). As per the Upazila Parishad Act 2009, the Parishad's responsibilities include engaging with local administrative and establishment concerns, maintaining law and order, providing public welfare services, and developing and implementing overall socio-economic development plans (Rahman, 2012).
The Chief Executive Officer (UNO) of the Upazila is an officer with the rank of (Senior) Assistant Secretary who is the principal functionary of the Upazila administration. At the UZP, the UNO will serve as the agent of central government administration, while the chairman will serve as the people's representation. However, the chairman and the definition of 'people' to be addressed by the UN are not the same. 'People,' according to the United Nations, are individuals who seek any service from the office that is offered in an impartial and equitable manner. Although not every resident seeks services from the UN office, anyone who visits it becomes a member of the community (Hossain & Khan, 2017). At the Upazila headquarters, eighteen different departments of the central government have field-level representatives. The Chairman's administrative control extends to the departmental officers. However, as technical reporting officers, they are also responsible to their respective district-level officers. It indicates that the Chairman has operational authority, while their departmental staffs have technical control at the district level. At the Upazila level, these delegates are intended to work under the general supervision of the UN, although they are not accountable to the UN. The Upazila administration's structure includes some flaws that make it difficult to administer the organization effectively (Hossen, 2016). The Upazila administration structure is confusing, as the UNO and Upazila Chairman are unaware of their specific responsibilities. Upazila officers' statuses are not equal, which is why there is mental tension between UNO and Upazila officials. The Upazila administration's accountability process is unclear. Officers report to the Upazila Chairman and their district-level officers at the same time. MPs' advisory function has a significant effect on the performance of Upazila bureaucrats. However, the Upazila was created with the intention of holding Upazila-level administrators accountable to the people by bringing them under the effective supervision of the elected Chairman. Instead of improving the working environment, its strained relations between elected officials and bureaucrats in the Upazila administration (Hossen, 2016).
3.4.1 Women as UNO
When any of society's potential sources are ignored, development is impossible to detect. Women, according to research, are more prone than men to engage in cooperative, sympathetic, and human-like behaviours. Because rural residents have easy admittance to women managements, their modesty and integrity draw community members to women leaders, which is extremely helpful to them (Rahman, 2015). Bangladeshi women's progress and achievements are now apparent to the rest of the world. However, women's contribution in decision-making is also still insignificant (Ahmed, 2017).
UNO is a critical position in the Upazila administration, and the Upazila Parishad's ability to function depends on UNO's ability to coordinate effectively. Bangladesh has pledged to eliminate gender discernment in all aspects of society. As part of this procedure, research into the national and difficulties of women civil officials functioning as Upazila Nirbahi Officers in field administration is required to determine the root causes of their low representation and to propose solutions to close the gap. In this background, the education aims to determine the status of female civil servants operating as Upazila Nirbahi Officers, whether or not they encounter obstacles at work or at home, and how they deal with these challenges while fulfilling their multifaceted household tasks as an administrator and a household member (Gulshan, 2015). According to TIB research, 78.3% of female UNOs faced obstacles when execution their duties. Upazila chairman, local MPs, local journalists, law enforcement agencies, representatives, DCs, ADCs, and the local community posed the majority of obstacles. They encountered obstacles when attempting to carry out their secretarial duties for the Upazila Parishad. In execution such duties, approximately 34.30 percent were overstretched to engage in indiscretions in the distribution of relief goods, 31.4% were compelled to justify the reasonability of several expenses, 28.6% were pressured to approve fake bills, and 25.70 percent were pressured to engage in indiscretions in obtaining related work. According to the survey, 89.1 percent of female UNOs could take action in contradiction of dishonesty, including inspiring victims to file corruption criticisms, disciplining corrupt people, and filing corruption complaints with the Anti-Corruption Commission. In the meantime, 91 percent of female UNOs faced a number of obstacles in addressing the coronavirus outbreak, Including one with a lack of funding, misconduct inside the spreading of social insurance security materials, a lack of help from relevant authorities, and corruption in the acquisition of medical protective apparatus. In addition, 98 percent of them experienced numerous obstacles, such as pressure to commit errors in the distribution of relief supplies, when responding to natural disasters. In adding, they had difficulty coordinating multiple government activities. These include the increased complexity of interdepartmental coordination, and the absence of prompt collaboration between police agencies and the local administration (The Business Standard, 2021).
Gulshan (2015) investigates the origins of the problems perceived by female Upazila Nirbahi Officers, which are cultural, organizational, and political cultures. The study discovered a variety of obstacles stemming from society and organizational culture, but no substantial challenges stemming from political culture. This study identifies the major workplace challenges as barriers to exercising authority and power in mobile courts, claiming persecution in attempting to address, needing to work harder than male equals to prove functionality to the boss, barriers to participating in certain religious formalities, and social obstacles to preserving informal relationships, among others. The study concluded that problems with child care, inability to find time to spend with them, etc. are the most significant obstacles to family life. Socio-cultural and religious rules, characteristic negative perceptions of managers, subordinate naughtiness, the dual obligation of family  and office, posting of spouse in a remote rural area, unexpected and lingering work hours, insufficient leave, absenteeism of a consistent person to care for families, movement at night, regularly working on weekends, absence of sympathetic staff in UNO's residence, and so on are all factors that contribute to these challenges. The study discovered a strong link between company culture and respondents' perceptions of problems.
3.5 Conclusion
Public administration is the primary institution for implementing policy. If it is not functioning properly, it is unlikely that the SDGs will be met. The state must ensure that its administrative infrastructure is operating effectively in order to innovate and execute solutions. Administrative development is not a simple undertaking, especially in a country such as Bangladesh which faces numerous issues. This does not suggest that the government must be apathetic to progress. The party-political leadership should commit to reform projects since they will provide the government with substantial political and economic returns. From the above debates, we may determine that women's depiction in the country's civil administration is shockingly lower than that of male authorities and workers. The number of women in policy-level, decision-making roles is insufficient. This situation depicts the actual state of civil administration inequity in the United States. In the country's local and field administration, female officials have long been perceived to have the smallest presence. In actuality, the disparity between the numbers is visible in the field administration, where the ratio has a wide disparity. More disturbing is the fact that women are underrepresented at the decision-making and policy-making levels compared to their depiction at the junior levels, such as Assistant Secretary to a joint secretary. The government of Bangladesh devolved control of many Upazila-level departments and offices to the Upazila Parishad. The Upazila Nirbahi Officer has a dual purpose. In addition to serving as a representative of the central government, he/she is also the Executive Officer of the Upazila Parishad. Upazila Parishad is a local government institution governed by an elected body of members led by the Upazila Parishad Chairman. It is a multipurpose organization with no external market presence. The next section focuses on the leadership problems faced by female UNOs.
Chapter 4
Leadership Challenges Encountered by Female UNOs
4.1 Introduction
Women's agency and voice are important. They are important for today's shared prosperity as well as future generations' prospects for better living (World Bank, 2014). Women have been shown to be active in managerial activities, despite the fact that they make up a major portion of the people. However, due to a diversity of factors such as political, social, cultural impediments, insufficient execution of legitimate and legal requirements, and a lack of effective organizational and institutional structures, women's participation in Bangladesh remains insignificant (Chowdhury, 2014). It is quite obvious that governmental administrations in every region of the world have not yet taken full advantage of the talents and potential possessed by women. In order for public administration to be inclusive of women and representational of society, there must be viable avenues for women to enter and develop into leadership situations on an equal basis with men at all stages and in all sectors. These pathways must be available on an equal basis. Women continue to face challenges contempt the fact that an growing number of them have leadership aspirations on par with those of men and have taken decisions that are analogous to those that their male counterparts have made. Even in countries where women have equality of opportunity, greater involvement in public administration, particularly in positions of authority, is not always assured. This is especially the case in countries where women are less possible to hold political office. Expectations about women's qualified choices or a perceived lack of expertise are frequently cited as the explanations why there are less women in situations of decision-making authority than there should be. These commonly held beliefs do not take into account the effects of gender-based discrimination that is embedded within the system. Work-life equilibrium is an significant factor in women's career choices, and some men are also starting to worry about it more and more. In the same way, both women's and men's career paths and their eagerness and ability to take on obligations in their personal and professional lives are affected by their own skills, abilities, and choices. However, women are also affected by larger, systemic, sociocultural gender-based restrictions and representations (UNDP, 2014). This study looks at some important social, political, organizational, and family issues and environments. Personal experiences and secondary sources have also been used in research to make it more valid and reliable. This study aimed to determine the difficulties or hurdles that female Upazila Nirbahi Officers face in the workplace and at home due to their gender. After collecting quantitative data from primary sources, data were evaluated, classified, and managed using statistical methods such as frequency distribution to determine the statistical significance of the data. Qualitative data were used to elaborate, interpret and explain the quantitative data. Each survey respondent was supplied with a standardized questionnaire. There were both closed-ended and open-ended questions on the questionnaire. The categorical data were assigned a value using a Likert scale. Ten case studies and secondary data were added to the quantitative data as a supplement.
4.2 Women’s Leadership Challenges
Figure 4: The level of socio-cultural challenges
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Source: Field Survey, 2022
Field Survey respondents were female UNOs and service recipients of 45 Upazilas from 5 different districts. Figure 4 shows the level of socio-cultural challenges while performing their duties. In this regard, 40% of the respondents said high and they face highly socio-cultural challenges. They are dominated by males. Male does not believe in the equal rights of women. Women don’t go beyond the rules of society. They lack self-confidence toward women. People don’t want to accept them easily. They have to hear bad comments from men and society. They think females only stay at home, why do they go outside? People think a female can’t give an effort like men. They have to face some uncertainty when they are in the field. 25% of the respondents said that now people believe in equal rights. Government security is available and exercises its power. If she does not maintain the area, she faces problems. In our village, she does not face any problems. Powerful village people want to implement their own opinion on corruption. She is in a powerful position in Upazila and she does not face any challenges. 20% of the respondents said that our society considered females as unable to work. In social-cultural programs, the maximum number of invited members or guests is male in such a situation a female UNO feels uncomfortable. She is also threatened by political parties and doesn’t get support from society and males. Government security is not available. Women are neglected in our society. Challenges from an Islamic perspective and influenced by the opposite party. Only 10% of the respondents said that most citizens don't have any knowledge about UNOs and that society doesn’t understand their place. She should maintain all levels of people. Many respondents don’t know yet who UNO is and their activities and some of them didn’t want to answer this question. Moreover, some respondents were in a hurry whereas some kept silent and said they don’t have any idea or connection with UNOs. 
One of the participants stated that “women who operate in the field confront numerous challenges such as difficult duty, dangerous posts, and field visits. These many problems have a variety of implications that have long-term effects on them, such as decreased performance, increased tension, and disruption in family and social life”.
Case study 1 reflects a high level of trust in the female Upazila Nirbahi Officer. The case is present below:
	Case Study - 1
Respondent "A”, an Upazila Nirbahi Officer of Division ‘X’ Upazila.  She has gained a good reputation as an Upazila Nirbahi Officer. She joined ‘X’ Upazilas in 2019. She tries to fulfill her responsibility very carefully. Recently, she has again come into the discussion in the public with the identity of responsibility in her work.  A boy named Kajal Mandal of the Upazila under her charge has got the opportunity to get admission in the MBBS course at Jessore Medical College.  The boy's parents are worried about the cost of medical admission and tuition.
When the Upazila Nirbahi Officer came to know about this, she went to Kajal's house herself.  Talk to them and make them sweet.  Kajal's mother was overwhelmed with emotion and cried.  At that time, Kajal's father was working in someone else's field. The Upazila Nirbahi Officer talked to Kajal's mother for a long time.  Kajal's mother told UNO, I have brought it so far with a lot of effort. Kajal's mother also said that they live in a tin hut with a jute wall.
UNO urged him not to lose his morale under any circumstances. She inquired about Kajal's family and assured them that she would pay for her admission. She gave her mobile number to Kajal's mother and asked her to contact her in case of any need. Meanwhile, the Upazila Nirbahi Officer announced that the Upazila and District Administration would be by their side in all other matters related to Kajal's education. In this regard, the Upazila Nirbahi Officer said to Kajal, Upazila administration and the district administration will always be by your side. I have spoken to the Deputy Commissioner Sir. I will pay for Kajal's admission myself. Arrangements will be made to cover the cost of his education. She further said that she saw the dilapidated hut of Kajals. It will be looked into whether Kajal's parents can be given a government house.


Figure 5: The level of necessity of representation of female Nirbahi Officers (UNOs) in Upazila
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Source: Field Survey, 2022
Field Survey respondents were female UNOs and service recipients of 45 Upazilas from 5 different districts. Figure 5 shows the level of necessity of representation of female Nirbahi Officers (UNOs) in Upazila. In this regard, 15% of the respondents said the high level of necessity of representation of female Nirbahi Officers (UNOs) in Upazila. Females work more effectively. Nowadays females also work in all sectors but have no connection with female UNO. Working with both male & female officers makes a task easier and more productive. People can't properly express their problems to UNO. Males & females have equal rights. They also have the right to representation. She will asset both girls and native families in understanding women's empowerment. Females can do the work that men can do. Qualification is a fact. If she can do it, she should do this, it’s not a problem. In the Islamic view female representatives are needed in Upazila, female representatives will go to females. To evaluate their quality and ensure women's empowerment, women can't express everything to male UNO. So that women can express their problems and demands to them. 
80% of the respondents said a very high necessity for the representation of female Nirbahi Officers (UNOs) in Upazila. Females work attentively and they are aware of their work. If a female has the capability. Female UNO performs their responsibility very cordially. Females are more honest and responsible than males. Village females can easily communicate with female UNO. Female UNO can lead all activities like the male. Females also work everywhere. Female performs their duty friendly with people. She can arrange a women's empowerment program. Village problems like early marriage, dowry, and women's repression can easily be solved by female UNO. Male UNO can easily be involved in corruption but a female UNO strictly reduces it besides eve-teasing, women's repression can be highly prevented by female UNO. Women can understand women's problems, they also have qualities. Female UNO can improve female conditions. In every platform, female empowerment is needed by this performance. A female empowered will grow a culture. Women are not only expected to do housework, but they can also live with dignity and work like men. It will inspire girls to stand on their own and aspire to be something great.
One of the participants described “Field-level female UNO must deal with unfavourable circumstances. Although attitudes about women have evolved, some respondents are still treated as females by locals. Female empowerment is required by this performance on every platform, and a subculture will grow if a woman is emboldened.”
Case study 2 expressed how a female UNO ensures “Zero Tolerance” against corruption and irregularity. The case is present below:
	CASE STUDY – 2
Hasina Akter (pseudonym) is an Upazila Nirbahi Officer. Since her appointment, she has been fulfilling the responsibility of reaching out to people. She has turned Upazila Parishad into a place of trust for the service recipients through information technology and taking timely steps. She even contracted the coronavirus while on duty. There are allegations that ordinary people who come to the Upazila Parishad for services are often harassed. Hasina Akter (pseudonym) is trying her best to stop the harassment of people in Upazila Parishad.  Earlier, people did not know the time limit for namazari and the total amount required for namazari.  She has set up a billboard in this regard in the Upazila Parishad in consultation with the Upazila Land Officer.  Besides, a list of all the employees of the office has been placed in front of the office along with the information about who is responsible and who is doing what. Now every nominal application and disposal is done online. That is why the violence of the brokers has stopped. In the context of general application, all nominal applications are being disposed of within 28 days.
The application of expatriates is being made within 9 working days. Moreover, she is taking every phone call of the people seriously and tries to solve the problem immediately. She is determined to provide proper services to the people at any cost. Besides, any investigation report is being submitted within the stipulated time. And instructed all employees of the office to be courteous and courteous to the service seekers. The Upazila Nirbahi Officer said that the happy thing is that (X) Upazila Parishad is now completely free of brokers. Besides, I talk to almost all the service recipients who come to the Upazila and try to solve their problems.
I also have a plan for the well-to-do, the unemployed and everyone else. That is, I want to set up a library in my area. The library will be opened to all. The role of the library in creating conscious and humane people is immense. And my advice to job seekers is to learn to present yourself well. Must be able to speak pure Bengali as well as English. We have to try to build ourselves as world citizens. We have to come forward for the welfare of the people. In any difficult situation, one has to show extreme patience, prudence and courage.
In addition to academic studies, literature, and science fiction should be read with pleasure. Good songs, debates, and speeches of famous people can be heard.  In this case, the help of the internet can be taken.  The practice of reading Bengali and English magazines every day is very helpful in getting a job. Above all, you have to work hard without thinking otherwise and maintain self-confidence.
Upazila Nirbahi Officer Hasina Akter (pseudonym) is working to ensure 'Zero Tolerance' against corruption. She said that besides the administrative system preventing corruption, the people should be aware and protest against any irregularities. Ensure free flow of information.  In addition to motivating the officers and employees, they need to increase their public engagement by providing appropriate training for service delivery.



Figure 6: The extent of social acceptance of females in leadership positions
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Source: Field Survey, 2022
Field Survey respondents were female UNOs and service recipients of 45 Upazilas from 5 different districts. Figure 6 shows the extent of social acceptance of females in leadership positions. 30% of the respondents said low because people think females can't do what a boy can do. People think women will always stay at home. They do not believe in equal rights. People believe in gender equality. Many people in our society think females will only do housework. People don't consider males and females differently than before. Many people don't want to accept females in leadership positions. Female in a leadership position is a sin. About 50% of the respondents said high because they positively accepted. Females are empowered on every side and they aren’t behind in anything. Females & males are equal. People think females are unable to work in leadership positions. UNO is a government service holder so village people accept her positively. ‘I accepted positively’ because females and males should judge equally. Female leads an Upazila. It's better for us for motivation. If she properly performs in leadership, it’s accepted highly. Dominated people now understand women's empowerment. People now understand that women also can work like men. Women have the right to participate in all sectors. She exercises her power through her capability, leadership skills, and educational qualifications. Now people accept this fact. Sheikh Hasina is a living example of this. Nowadays females and males are in equal condition. There is no chance to think of females as unequal. Another 10% of the respondents said that from an Islamic perspective some people can't allow females in leadership positions. People didn't accept it before but now people gradually accept it because people believe in equal rights. Although we see females perform in all sectors, our traditional society can't accept females in leadership positions. 
One of the participants believed that “traditionally, women are regarded as weaker and subordinate to men. People are not accustomed to considering a woman to be UNO. Thus, it takes a bit of time for acceptance to develop”.
Participants described a case (Case study-3) in which a female UNO solved the problem of household garbage. The case is present below:
	CASE STUDY – 3
An extreme crisis was created in the houses of more than one lakh people in 4 unions of the (X) Upazila. For the last 7 days, the household waste collection has been stopped in 4 unions of the Upazila. In the meanwhile, the stench of rotting household waste caused extreme anger among the common people. (X) Upazila Nirbahi Officer (UNO) Nazmunnahar (pseudonym) has solved the problem by fixing the place for dumping garbage in just 10 hours after receiving such a complaint.
Reporting the incident, the official of the organization in charge of collecting household waste, a resident of Sastapur in Fatullah (Y) said that with the permission of the owner, household waste of about 4 unions of Sadar Upazila was collected on 60 percent of the land in Sastapur area of ​​Fatullah. But since October 3 of this month, the Department of Environment has suddenly stopped dumping garbage there.  Due to this, garbage collection activities were stopped for the last 7 days.  As a result, filthy stench starts to come out in the houses. At one stage, anger spread among the locals.
The matter was reported to Upazila Nirbahi Officer Nazmunnahar (pseudonym) on Sunday (October 10) afternoon. Later on Monday at 11 am she visited the Sastapur area where garbage was dumped. She was able to call the concerned people of the environment department and explain that there is no specific place for dumping garbage and if they do not allow dumping garbage, there will be an extreme crisis. Later, she resumed dumping activities with temporary instructions.  Half a million residents of about 4 unions survived. Upazila Nirbahi Officer Nazmunnahar (pseudonym) said, “I informed Deputy Commissioner Motaher (pseudonym) Sir after learning about the complexity of household waste. After receiving his instructions, immediate action was taken to dispose of the garbage in the appropriate place. This has started to solve the problem of household garbage accumulated in the last few days in 4 unions.”


Figure 7: The extent to the female Nirbahi Officers have safety and security to perform the responsibility
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Source: Field Survey, 2022
Field Survey respondents were female UNOs and service recipients of 45 Upazilas from 5 different districts. Figure 7 shows the extent to which the female Nirbahi Officers have the safety and security to perform the responsibility. About 35% of the respondents said she always moves with high security. The government manages high security for her. While having police they are secured but without police, they aren’t safe. People are aware of women's safety. They are government servants, that’s why they are always secured. They are government servants and the police are always with them. Her security depends on herself. Security exists but it’s not enough. A female UNO is totally safe because she always moves with the security guard. Police are always with them and they have power. 17% of the respondents said that compared with other countries, females aren’t secure in Bangladesh. They are victims of various harassment. They get low societal security. The majority of people don't believe in gender equality. Sometimes they are attacked by local politicians. UNO is an administrative person that's why 100% safety & security are ensured by the government. The security level is low. Easily females face harassment by the opposite party. If she comes into the field, she will be safe; again if she moves single, there is no security. They always move with security. They have to face many difficulties. Police always ensured their security. They have to face many uncertainties created by males & females. About 13% of the respondents said male people dominate women and don’t see them as equal, for this reason, female UNO feels unsafe. She is always well secured by the government. There is a lack of proper implementation of the law. If there is no political issue then they have safety and security otherwise not. They are always not secured. She is female, that's why she always moves with enough security. UNO is a government service holder & a powerful position exists that's why she already has enough security. Her security depends on her. 
Figure 8: The level of the necessary experience to carry out their rules and duties
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Source: Field Survey, 2022
Field Survey respondents were female UNOs and service recipients of 45 Upazilas from 5 different districts. Figure 8 shows the level of the necessary experience to carry out their rules and duties. 23% of the respondents said she gets enough training. UNO is an important post because she can face new problems and can handle them smoothly. She has enough experience to maintain the population in rural areas. They have studied about this and they are skilful. Experience is very important. A good delivery for the population needed too much experience so that she can easily communicate with people. Without experience, she can't do any work properly. Need the experience to deal with people. Experience is needed because enough experience is helpful to perform her duty. 47% of the respondents said they have a moderate level of experience to carry out their rules and duties. They are also well known for their rules. They are well educated and trained. Need enough experience to execute her responsibility in Upazila. Experience is needed because it is helpful for decision-making. They already gained experience by training. They further mentioned that they have the quality that's why they are appointed. They have enough experience. They are appointed because of their quality & experience. If they don’t have experience then why are they in this position? They are trained about this. They have been given the responsibility because of their experience. She has well & enough experience that's why she was recruited by the government. They are trained and they know their rules. They are well educated and know how to perform duties. They have studied this. They have a quality that's why they were appointed. Being experienced she was appointed. If she doesn't have the experience she can't continue her job. About 10% of the respondents said they needed too much experience because she will be the head of an Upazila to maintain a whole Upazila she has to have enough experience. She needed experience because it's a big position. She needed experience because she behaves friendly with the population. UNO was appointed because of her qualifications and they have quality but they don’t work. They are well-educated. Necessary skills are needed because without experience any decisions are not properly implemented.
Case study 4 described how a female Upazila Nirbahi Officer plays a vital role to carry out her responsibilities to the local people. The case is present below:
	CASE STUDY - 4
Lubna Farzana has joined Bhairab Upazila as an Upazila Nirbahi Officer. She is quite diligent in fulfilling her responsibilities. Her work is known for its dedication, honesty, responsibility etc. in different sectors.
She has done one more thing for the benefit of the people. As Bhairab is a port city, people and traders from different parts of the country travel to Bhairab by road, rail and river.  This road is always busy as it is easy to travel. Although there is no big problem, at present snatching has become a cause of great panic. Citizens, including pedestrians from far and wide, are in a state of panic as the incidents of snatching have reached an extreme level in the last few months. The Upazila Nirbahi Officer is very active in preventing these snatches.
The length of Bhairab Station Road is half a kilometre from the main road of the city.  It takes 5 minutes to walk. And in this little street, snatching is happening every day. Snatchers do not stop at just snatching, in every snatching incident an innocent pedestrian is hit with a sharp knife and injured and killed.  In the last few months, there have been more than 50 robberies on this road day and night. Considering these aspects, the Upazila Nirbahi Officer took initiative to clear the surrounding bushes to prevent looting on Bhairab Station Road. The Upazila Nirbahi Officer said, "Over the last few months, there has been a massive increase in looting in Bhairab which is causing panic among the people of the city. If cleaned up, the number of robberies may decrease. “Upazila Nirbahi Officer Lubna Farzana urged the local law enforcement agencies to be more active in giving away the looted Bhairab gifts.



Figure 9: The level of the supportive working environment to perform efficient work
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Source: Field Survey, 2022
Field Survey respondents were female UNOs and service recipients of 45 Upazilas from 5 different districts. Figure 9 shows the level of the supportive working environment to perform efficient work. 40% of the respondents moderate because they have a supportive working environment. Now, Women are not viewed as weaker and less capable than men. This culturally entrenched notion helped elevate the status of women in society. People are still accustomed to seeing women in executive positions and performing efficient work. For various reasons, she must investigate and supervise government projects, social welfare programs, public examinations, voting centres, and educational intuitions. 20% of the respondents said law because many times they are dominated by males. Many male people don’t want to support her. Not equal rights, dominated by Men. About 25% of the respondents said that many people think women can't work hard like men. People also think women are unable to work. Sometimes they have to face obstacles from the locals. The male co-worker is not very supportive. People can't accept it easily. Barriers from colleagues, Political violence, harassment, bad comments, and threats are also main difficulties to perform efficient work.
One participant opined that “female civil workers frequently require collaboration from their male colleagues. However, they reported that they do not receive sufficient support from their male colleagues”.
In case study 5, participants indicate how a UNO’s activity carries good consequences. The case study is indicated below:
	CASE STUDY –5
Naima (pseudonym) joined an Upazila in the "x" division in 2019 as an Upazila Nirbahi Officer. She has always identified herself as a responsible Upazila Nirbahi Officer in her work. For this, he deserves praise from everyone. She is providing proper services in all fields starting from the grassroots. She conducted a clean-up operation in his Upazila where more than a hundred students took part. UNO has brought together teachers and students from different organizations for this cleanup activity. Teachers and students of Government Women's College, Government Boys 'School and Girls' School of the Upazila took part in it. The program started at 9am and continued till 11pm. These cleaning activities are carried out in "Y" Upazila Office, various roads and local markets. The clean-up operation started from the Upazila Parishad and ended at the Upazila Health Complex through various roads in the Upazila Sadar Bazar. Upazila Vice Chairman was present at the time. The Upazila Nirbahi Officer said, "this activity has been conducted to keep the various places of the Upazila clean and to motivate the students in this work. More such work will be done in future."



Figure 10: The level of facing organizational obstacles to managing the political governance and the administrative mechanism
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Source: Field Survey, 2022
Field Survey respondents were female UNOs and service recipients of 45 Upazilas from 5 different districts. Figure 7 shows the level of facing organizational obstacles to managing the political governance and the administrative mechanism. In this regard, 33% of the respondents said that female representatives can’t perform actively, mainly because their husband works there. They are dominated by their superiors. Conflict among male employees and also dominated by seniors and victims of harassment.  She was elected for her quality, that's why she does not face any organizational obstacles. They don’t get support from their male colleagues. A group wants to dominate them and lacks coordination and conflict among colleagues. Female representatives have popularity and are well-known people which is why she doesn’t face any pressure. About 20% of the respondents also said they may face some obstacles such as inter-member conflict and corruption. Organizational obstacles exist. In villages, people don't want to accept the female command. They might conflict with other members. The opposition party created obstacles to her performance. People can't easily accept female opinions. Senior employees dominated them because of being female. Gender inequality, lack of coordination, Conflict with the boss, staff as well as colleague anxiety are also faced. Powerful superiors use female representatives' names but they are the main decision-maker. We don't know whether they face obstacles or not. Senior colleagues think females aren’t capable of working.
One of the participants stated that a male UNO's failure to complete specific tasks is viewed as his own failure, not as the defeat of males. The failing of a female UNO, however, is regarded as the defeat of a woman. It is believed that the female UNO has been ineffective due to her gender”.
In case study 6, participants also expressed how a female UNO carries out her responsibilities to the local people. The case study is indicated below:
	CASE STUDY –6
Sushmita (pseudonym) is an Upazila Nirbahi Officer of ‘Y’ Upazila. She joined (A) Upazila in 2016. At different times she tried to fulfill the responsibilities entrusted to her very carefully. The grassroots people of the Upazila also appreciate this. She always showed responsibility in her work. At various times she has to monitor the nutritional value of both food and drink for the people in the market. For this, she set up mobile courts and ensured nutritious food for the people. Amid so much supervision, some unscrupulous traders try to adulterate food in the hope of making more profit. Such a complaint came to UNO. They are making and selling sweets in a dirty and unhealthy environment in a restaurant at Mallik bari corner of the said Upazila. The Upazila Nirbahi Officer has strictly suppressed this issue by forming a mobile court. She questioned the restaurant owner and fined him 5,000 tk.
The Upazila Nirbahi Officer said, "A fine of Tk 5,000 has been imposed under the Consumer Rights Act for making and serving sweets in an unhealthy environment. Such campaigns of the Upazila administration will continue in future also."


Figure 11: The level of facing barriers from their family
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Source: Field Survey, 2022
Field Survey respondents were female UNOs and service recipients of 45 Upazilas from 5 different districts. Figure 11 shows the level of facing barriers from their family. About 25% of the respondents said there is a low barrier because males & females are equal. No security for females, they can’t move easily, and they may face physical & mental harassment that's why family barriers are coming. They have no barriers from family because of having enough security and a handsome salary. If a female has the ability she should go there. They feel anxiety. Many families don’t like it because of their fears. All family members don’t support it equally. The situation in the country is not good and females are not safe. It will be a great thing if any female member of a family is in a leadership position. Many families don’t support religion for the sake of religion. 45% of the respondents said that it is a matter of being proud of a family. It depends on her family members' mentality. If she has the capability family will accept her.  It depends on her family. Any family barriers should not be acceptable. A Female can lead a country and a female also can lead an Upazila. No family barriers because it's better for females or males. Family barriers should not remain. Every family is aware. If the family is educated there are no barriers, if the family is uneducated there are barriers. If a family has so many members, then some of them support & some of them dislike it. It depends on their family. In our country females aren’t safe in any sector which is why family barriers are seen. 15% of the respondents said that our society doesn't accept it positively. Many families don’t support her because they are in tension with her and fear uncertainty. They are neglected by family members. It's her capability and she can lead in any sector. Most people don't want to see their wives or sister in leadership positions. They get barriers from her husband’s family. If their family supports her then she can do it. In Bangladesh, leadership positions are very risky. There are political influences that are why many families don’t support it. It depends on her family's mentality. Many families support it meanwhile many families don't support it. All family members don't support each other equally. 
One of the participants observed that “they do not always receive encouragement from their families. Their close relatives do not support their service because they rely on their assistance”.
Case study 7 reflects how a UNO launched a campaign to eliminate food adulteration in the city. The case is present below:
	Case Study - 7
Respondent "A" joined Upazila as Upazila's Executive Officer in 2016. She tried to fulfil her responsibilities very carefully. Since joining Upazila, she has tried to work with sincerity to eliminate various problems. She tried to eliminate food adulteration in her Upazila. At various times the mobile court headed by him confirmed whether the food was adulterated.  UNO launched a campaign to eliminate food adulteration in the city on Thursday morning.
A mobile court headed by her fined him Tk 3,000 for storing rotten and stale food in a hotel. She also broke bottles of expired juice, milk, soft drinks and other products at another confectionery and was fined Tk 5,000. The bakery was fined Tk 3,500 for producing food in an unhealthy environment. Members of the law enforcement agencies including the general secretary of the market traders' association were also present at the time. The Upazila Nirbahi Officer said, "These fines have been imposed under Section of the Consumer Rights Protection Act 2009 for the offence of preparing and storing food in an unhealthy environment during the campaign and for the sale of panchadasi and dirty food."



Figure 12: The level of political obstacles while carrying out their leadership functions
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Source: Field Survey, 2022
Table 12 shows the level of political obstacles while carrying out their leadership functions. In this regard, 40% of the respondents reported that female Nirbahi Officers face a political obstacle in the recruitment of the job sector.  Females are highly affected by political issues better than males. They face political obstacles from the opposite party. Some political leaders create quarrels with UNOs. Sometimes, local politicians or the Upazila chairman obstruct the work of UNO. Political party influences in UNOs duties. They are trained and they know their rules. They face political obstacles from locals. About 30% of the respondents said they face high political obstacles because of coordination. Political party influences in UNOs duties if it is against the political party. If she is a member of the opposite party, she faces obstacles. Political obstacles come from corrupted powerful people. She accepts people’s opinions and there are various obstacles. At present, UNOs have not faced any political obstacles. Due to pressure from the Upazila chairman, she can't take any decision properly. I don’t like politics and don't want to talk about politics, a respondent said.
One UNO observed, "Political elites assume they can coerce female UNOs to do whatever they desire. Political party members attempt to gain additional benefits from a Female UNO”.
Case study 8 expressed how a female UNO faced various criticisms while carrying out these responsibilities at the field level. The case is present below:
	Case Study – 8
Respondent "A” joined as an Upazila Nirbahi Officer in an Upazila in 2016. She has faced various problems at different times and has also suppressed them with a strong hand.  Everyone is aware of his honesty, dedication, punctuality and sense of responsibility. She has been working tirelessly to provide security of life and property to the people since she joined the workplace. Being a woman through such various experiences, she is honestly fulfilling such a huge responsibility which is admirable. One of her experiences as an illegal dredger eviction campaign.
A mobile court led by the Upazila Nirbahi Officer conducted a day-long operation in ‘Arial Kha’ river in an area of ​​that particular Upazila from one morning in "A" Upazila. About 6,000 meters of illegal dredger pipes used for sand extraction were cut and destroyed at that time. A dredger in that area was submerged in the river. In another area, about 3,000 feet of pipes from 3 illegal dredgers, 500 feet of pipes from another dredger in the old ferry wharf area, 3,000 feet of pipes in front of Government Women's College and a total of about 8,500 feet of pipes were destroyed. She has faced various criticisms while carrying out these responsibilities at the field level. As a woman, she has been oppressed in that house. Yet she did not shy away from the responsibilities entrusted to her. She said, “She and her team have been strongly instructed to eradicate illegal dredgers in different areas of the Upazila. Work has started to remove illegal dredgers from different rivers. Pipes of many dredgers have already been cut and destroyed. And such work will continue in the future.’’



Figure13: The level of satisfaction considers the overall performance

[image: image12.png]45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

The Level of the Satisfaction

VERY HIGH

HIGH

MODERATE

Low

VERY LOW  NOT AT ALL




Source: Field Survey, 2022
Field Survey respondents were female UNOs and service recipients of 45 Upazilas from 5 different districts. Figure 13 shows the level of satisfaction considering the overall performance. In this regard, 40% of the respondents said they were moderately satisfied because she reports regularly, and monthly observes various activities from educational institutions. They try to perform their duties properly and provide guidelines to us. About 10% of the respondents said low satisfaction because UNO doesn’t communicate with common people. Pleasurably, don’t feel any need from UNO. I get advice. If she works well then satisfied, otherwise not. They work well. She is neither satisfied nor dissatisfied. I never needed them. I don’t have any connection from UNO. They are qualified, they perform their duty properly. They work for the people of this upazila. They work well & work for the welfare of upazila. UNO try to give their best. They are working well. They are educated people, they have good manners, and they work well. UNO try to solve any problems and make aware people. Another 10% of the respondents said very law satisfaction. UNO doesn’t reach rural people. To solve any problem, we don't need UNOs help because we always go to Sardar to solve the problem. If she performs properly, people will be satisfied. 22% of the respondents said if they face any problem, they can easily inform her. Females easily accept people rather than males. We can express and tell our problems to the female UNO properly, and she tries to understand but the male is not like that, we have to wait for the male UNO for a long time. It depends on her performance.
According to one of the participants, “Local political influences can sometimes get women public officials in trouble. Women are thought to be physically and intellectually weak, and they are assumed to be political targets”.
Case study 9 described how a female Upazila Nirbahi Officer plays honesty, devotion, and responsibility to the people. The case is present below:
	CASE STUDY - 9
"A" joined an Upazila of "x" division in 2020 as Upazila Nirbahi Officer. She tries to fulfil his responsibilities properly.  Honesty, devotion, and responsibility are all qualities seen in him. She has been very sympathetic to the people since he joined.  This has won everyone’s hearts.
She took some steps to present her Upazila as a tidy town to the people. Under her leadership, she conducted clean-up and car-parking and hawker eviction operations. The operation was carried out in different lanes and roads of the area including the municipal headquarters from 10 am one day.  A fine of Tk 5,500 was levied for not having the documents of various motorcycles at that time. Besides, 72 hours have been given to those institutions and landlords to clean the garbage of Alia Madrasa and residential areas.
The Upazila Nirbahi Officer said, ‘The operation was carried out with the aim of keeping illegal vehicles, sidewalk shops and rubbish clean on various roads of Char Fashion Sadar and restoring order on the roads.’ She further said that such campaigns will continue and the support of the people is most desirable.



In case study 10, participants expressed how local people expressed their gratitude and appreciation to the Upazila administration for noble work. The case study is indicated below:
	Case Study – 10
Respondent X (present UNO) is a female Upazila Nirbahi Officer of X Upazila at Jessore district in Bangladesh. She joined this position about 2 years ago. A few days ago, illegal work was taking place in her Upazila, which was an early marriage.
Rahima (pseudonym), 15 years old, was a student of class ten. Her family fixed her marriage with Karim (pseudonym) of the same village at the age 15 of her age that's totally prohibited by the constitution of Bangladesh.
After hearing the news UNO had gone there before the groom's party came and tried to understand to Rahima’s family the disadvantages of early marriage and moreover, it’s also prohibited by the constitution of Bangladesh.
Not only that, the school student being a daughter of a poor family, the Upazila administration took all the responsibility for her education on humanitarian grounds. The locals have expressed their gratitude and appreciation to the Upazila administration for such noble work as it has taken the responsibility of educating the daughter of a poor family by stopping child marriage.
 In this regard, the Upazila Nirbahi Officer said that “child marriage is a serious disorder in society. Such a campaign by the upazila administration will continue in future also to free child marriage. Child marriage will not be exempted in any way.”



4.3 Conclusion
The question to consider is whether we want to see the systematic illustration of women in decision-making processes or if we want to see improvements in systems and techniques that can lead to qualitative changes in the participation procedure. Unfairness against women is still prevalent in Bangladeshi society, as are socio-cultural barriers, structural flaws, and attitudes that avoid women from contributing more fully in decision-making. Despite the fact that the constitution guarantees equal opportunities for men and women in all fields and those women have reserved seats in the Jatiya Sangsad, Bangladeshi women continue to struggle to gain access to the labour market. Regulative issues, structural factors, and cultural factors have all had a role in the organization's lack of female representation. In such a setting, many steps must be taken to achieve more female representation in decision-making processes (Afroz, 2010). The study showed that female Nirbahi Officers in the field administration have different rights and privileges. Most of the respondents agreed that there are differences between officers in the field and those in the central administration when it comes to getting and using privileges. They also agreed that the reasons and consequences vary from place to place and administration to administration. However, they had different ideas about what happens with the spreading and use of freedoms, as well as the reasons and results. They were trying to say that women who effort in field administration can expression some problems in their jobs like political obstacles, sociocultural challenges, low social acceptance, etc. But they can also get special treatment when it comes to promotions and transfers. In fact, one of the people who answered the survey didn't agree with these ideas. Women who work in the administration do have not got many advantages. In fact, women who work in field administration do not get special treatment and priority when it comes to reward postings and early promotions. Also, as they work in field administration, they become more dedicated. Sometimes Female UNO is highly affected by political issues better than males and they face political obstacles from the opposite party.
Chapter 5
Summary of Findings and Recommendations
5.1 Introduction
Ever since independence, Bangladesh has achieved enormous improvement in empowering women. It has established and implemented policies and initiatives to improve the lives of women (Nazneen, 2017). Establish innovative gender equality plans with existing execution and responsibility mechanisms, counting for public administration, in accordance with international structures such as CEDAW, the Beijing Platform for Action, pertinent ILO agreements, and regional obligations (SADC Protocol, Brasilia Consensus) (UNDP, 2014a). A rising number of foreign and national growth organizations have begun to finance training courses that attempt to foster "women's leadership," mostly by emphasizing the value of education and training in skills and confidence (Oxfam, 2000). Support initiatives to track gender equality budget allocations, such as in public administration, and to increase national misunderstanding, assessment, accountability and monitoring. Women's rights commissions, ombuds offices, or other commissions or organizations with monitoring responsibilities should combine women's equivalence and role in policymaking in public administration. For these gender equality organizations to function, they require adequate funding. It is essential to enhance the capabilities and functions of civil society, especially academia, and the media, and to encourage their participation in supervision and responsibility structures and procedures. Supporting legislative committees on women's rights in their attempts to track women participation in governance, including inclusion of women in judgement, is also crucial (UNDP, 2021). The Sustainable Development Goal (Goal 5) of gendered empowerment and equality for women would thus be simpler to attain. As a consequence of the conception of a more conducive situation, women will acquire the confidence to become more active in community events, allowing them to assume leadership positions and increase their decision-making authority in the strategic spheres and political. Women in important situations in the civil service pyramid will, without a doubt, be more attentive to and receptive to concerns and objectives that affect those (Zafarullah & Nawaz, 2019).
5.2 Findings of the Study
5.2.1 Summary of the findings
The research found a number of problems that female UNOs confront as a result of their gender. It also highlighted the way individuals use to deal with problems. In both their job and personal lives, the mainstream of respondents thought that they encountered more problems than their male counterparts. Workplace challenges include the need to work solider than male mates to demonstrate functionality to managers, barricades to exercising power and expert in mobile courts, discernment in trying to address, barriers to participating in religious formal procedures, social difficulties to preserving informal relationships, and so on. Family issues include concerns with child care and the difficulty in managing time spent with them. The study identified religious norms and socio-cultural, implicit negative perceptions of superiors, subordinate disobedience, the dual obligation of family and office, uploading of spouse in a detached area, uncertain and persisting work hours, insufficient leave, absenteeism of a dependable person to care for children, action at night, commonly working on weekends, and a lack of helpful staff in the UNO's residence as major sources of challenges. In addition, they face formidable political barriers due to coordination. If it is against the political party, the UNO's obligations are influenced by the political party.
5.2.2 Key Findings of the Study
· Socio-cultural challenges
Female UNO faces numerous obstacles due to gender-based social and religious constraints. Even though women's rights in Bangladesh have improved significantly, female officials, who represent the country's local government, are still not extensively allowed to lead with their male counterparts.
· Low social acceptance
It is difficult for them to communicate in an informal way because of low social acceptance or cultural differences. Many people don't want to accept females in leadership positions. They think females are unable to work in leadership positions. Our traditional society can't accept female empowerment.
· Lack of safety and security
Compared with other countries, females aren’t secure in Bangladesh. They are government servants, that’s why they are secured. They are government servants and the police are always with them. Her security depends on herself. Security exists but it’s not enough. Sometimes, male people dominate women and don’t see them as equal, for this reason, female UNO feel unsafe.
· Lack of necessary experience
Respondents assumed that they needed too much experience because she will be the head of an Upazila to maintain a whole Upazila she has to have enough experience. She needed experience because it's a big position.
· Lack of supportive working environment
The Deputy Commissioner is first uncomfortable when a female officer is assigned as UNO in any Upazila. They believe that a young woman cannot frequently travel to all areas at all times, which is a requirement for any UNO. They can readily rely on male UNOs. As a result, female UNOs must strive hard to change their boss' perceptions. Sometimes they have to face obstacles from the locals. The male co-worker is not very supportive. People can't accept it easily. Barriers from colleagues, political violence, harassment, bad comments, and threats are also the main difficulties in performing efficient work.
· Face organizational obstacles
The survey found that superiors' attitudes toward a female UNO are not always encouraging. The majority of respondents stated that their superiors have an innate negative impression of female officers' capability. They don’t get support from their male colleagues. A group wants to dominate them and lacks coordination and conflict among colleagues. 
· Family barriers 
They stated that supervisors have an inflexible notion that women get barriers by their family obligations and cannot take their professional tasks seriously enough. The situation in the country is not good and females are not safe. Security exists but it’s not enough. Sometimes, male people dominate women and don’t see them as equal, for this reason, female UNO feels unsafe.
· Face political obstacles
Females are highly affected by political issues better than males. They face political obstacles from the opposite party. Some political leaders create quarrels with UNOs. Sometimes local politicians or upazila chairmen obstruct the work of UNO. Political party influences in UNOs duties.
 5.3 Recommendations
On the basis of the study's data analysis as well as observations, the researcher has created a number of recommendations to address the discrepancies that women leaders in Bangladesh experience in the field of administration. Various stakeholders, ranging from the family to the government and many others, can take the following measures to eradicate the leadership challenges of female representation in field administration in Bangladesh.
· Socio-cultural challenges
The members of public servants, all government employees, and politicians must be supplied with gender awareness and motivational training to alter their perceptions of women in the workplace.
· Social acceptance
Educating the general public through public awareness campaigns and programs can be an effective method for increasing social acceptance. In the educational environments of educational institutions, there ought to be a greater number of discussions concerning gender equality.
· Safety and Security
The male colleague should adjust their attitudes toward female officers. Sometimes, female UNOs are under attack while upholding law and order. In order to prevent violent attack stations, law enforcement can offer proper security for UNOs.
· Necessary experience
Strengthening female leadership in Bangladesh's field administration requires the creation of an all-encompassing framework for the development of Upazila Parishad's human resource capability, as well as the provision of appropriate training programs. Ensure proper monitoring and perform duties properly.
· Supportive working environment
Upazila Parishads must be democratically run so that female UNOs get a comfortable work environment. Reduce corruption and reduce nepotism from all sectors. Providing better logistics on the ground and providing facilities for women, as well as reducing assignment and keeping tight office hours for not only men but also women. Women, in particular, should have more logistical help. Daycare center is needed to establish the mental satisfaction and child care of the officers. 
The workplace should be more female-oriented and woman-friendly and provide a secure and safe working environment
· Organizational obstacles
To minimize organizational barriers, male employees must view their male counterparts as supportive and officers from other departments as cooperative or free of gender bias. Female UNOs should work properly & solve problems.
Keeping sex compassion as an indication in the annual confidential report (ACR) of public servants is one way to combat the unfavourable perceptions that exist toward female officials.
· Family barriers 
Families' support is very necessary to run leadership positions. To reduce barriers family support is very important and traditional outlooks must be changed. The husband should be more supportive. Like maternity leave, there should be given paternity leave for better family support.
·  Political obstacles
There should be a greater number of women promoted to positions of policymaking in civil servants so that they can put their knowledge of gender issues to use in developing gender policies that are both suitable and effective. Ensure coordination among others. They have to perform duties properly and monitor the villagers' condition. She should also listen to the opposite party.
5.4 Concluding Observations
In the public sector, women and men have equal admittance to all benefits and perks, including salaries, allowances, pensions, and other financial rewards. However, as several administrative reform assessments have concluded, better working situations are required to draw more women to the Civil Service. Lesser mobilization of women; fewer incentives for women, particularly at senior levels; ground postings and transfers; absence of gender compassion and unequal treatment among colleagues and management; and lack of family support are among the constraints and priorities recognized for women's lower involvement in public service, particularly at decision-making levels (Sultan & Jahan, 2016). According to the findings of the study, female UNO who work in the field of administration encounter challenges in their jobs. These issues are caused by a combination of societal, administrative, and familial forces at their root. However, the condition of the women who work in the field is not completely favorable. They face a number of challenges, the most significant of which are a lack of safety, the necessity to manage work and household responsibilities, an unfriendly working environment, and interference from family members in their professional lives. The disparity in the number of men and women who hold positions of power in public administration is significant.
The condition of women working in the field administration is currently a highly vulnerable one. The women who work in the field are in a worse position than their male co-workers and the officials who work in the head offices. This disadvantageous situation applies to both groups. Women in Bangladesh confront obstacles in the form of both structured and attitudinal barriers when attempting to enter and advance their careers in public administration. Due to the fact that women are traditionally assigned lower-ranking positions in organizations, female officials do not play a significant part in the process of formulating or influencing policy decisions. Women have a far higher risk of being delayed in the male-dominated bureaucracy if they really aren't allowed to be involved in the civil agency's decision-making procedure. Women working in Bangladesh's Public Administration face a number of persistent obstacles that prevent them from performing their jobs with the same degree of initiative as their male counterparts. Because of these issues, their performances are frequently impacted. Male dominance, the ideology of patriarchy, and the perception that women have a lesser social position are the root causes of the majority of the challenges they confront. Other concerns include a lack of education among the population, a lack of safety, particularly for women in society, and an underdeveloped infrastructure in the country. The troubles they've been having will have very major repercussions for them in their lives.
To maintain safety and security, women's protections, such as constitutional mandates, strategies, national policies, and plans for women should increase which guarantees favourable and equitable working environments for women. Women's presence in Bangladesh's public administration will rise as a result of gender-sensitive policies, activities, and social movements that are adapted to the country. The government should take the required steps, such as developing policies, programs, and projects. Gender equality must be ensured by women's enablement in a diversity of areas, including the economic, social, and political spheres. Gender equality and motivating education for civil servants, government workers, and politicians to alter their perceptions of working women; public consciousness raising campaigns to eliminate sociological and organizational barriers pertaining to women.
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Annexure 1
Questionnaire for Common People
Title: Leadership Challenges of Upazila Nirbahi Officers (UNOs): A Landscape of Female Representation in Field Administration in Bangladesh
Objectives
1. To assess the present representative status of female Upazila Nirbahi Officers (UNOs) in Bangladesh.
2. To inspect the leadership challenges encountered by female UNOs.
3. To propose some policy recommendations or working strategies centered on the empirical findings.
Part:1 General Information
1. Name:
2. Gender:               [image: image13.png]|

Male

Female




3. Age: 
4. Name of your Upazila:
5. Educational background:  Primary♦ SSC ♦ HSC ♦Honours♦Master’s
6. Occupation: 
I. Teacher                                                           1V. Businessman
II. Farmer                                                             V. Housewife
III. Students                                                           VI. Others
7. Marital condition: ♦Married,   ♦Unmarried
8. Religion:
Part 2: Women’s Leadership Challenges Related Questions
1. To what extent do female Nirbahi Officers face socio-cultural challenges while performing their duties? Indicate the level of social-cultural challenges and give reasons (Very high=5, High=4, Moderate=3, Low=2, Very low=1 and Not at all=0)
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
2. What is your opinion about the necessity of representation of female Nirbahi Officers (UNOs) in Upazila? Indicate the level of necessities and give reasons. (Very high=5, High=4, Moderate=3, Low=2, Very low=1 and Not at all=0)
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
3. What is the extent of social acceptance of females in leadership positions? Indicate the level of acceptability and give reasons. (Very high=5, High=4, Moderate=3, Low=2, Very low=1 and Not at all=0)
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
4. To what extent the female Nirbahi Officers have safety and security to perform the responsibility? Indicate the level of safety and security and give reasons. (Very high=5, High=4, Moderate=3, Low=2, Very low=1 and Not at all=0)
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………...........................................................................................................................................................
5. To what extent the female Nirbahi Officers have the necessary experience to carry out their roles and duties? Indicate the level of experience and give reasons (Very high=5, High=4, Moderate=3, Low=2, Very low=1 and Not at all=0)
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………........................................................................................................................................................
6. Do you think women have a supportive working environment to perform efficient work?
· Yes
· No
If not, what are the environmental challenges to performing efficient work? Indicate the level of environmental challenges and give reasons. (Very high=5, High=4, Moderate=3, Low=2, Very low=1 and Not at all=0)
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
7. To what extent do female elected representatives face organizational obstacles to managing the political governance and the administrative mechanism? Indicate the level of organizational constraints and give reasons. (Very high=5, High=4, Moderate=3, Low=2, Very low=1 and Not at all=0)
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………..............................................................................................................................................................................................................................................................................................................
8. Do you think females in leadership positions face barriers from their family while carrying out their duties and responsibilities? Indicate the level of family barriers and give reasons. (Very High=5, High=4, Moderate=3, Low=2, Very low=1 and Not at all=0)
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….............................................................................................................................................................................................................................................................................................................
9. To what extent do female Nirbahi Officers face political obstacles when carrying out their leadership functions? Indicate the level of political obstacles and give reasons. (Very High=5, High=4, Moderate=3, Low=2, Very low=1 and Not at all=0)
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….............................................................................................................................................................................................................................................................................................................
10. Do you consider the overall performance of the female Nirbahi Officers satisfactory? Indicate the level of satisfaction and reasons (Very high=5, High=4, Moderate=3, Low=2, Very low=1 and Not at all=0)
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….............................................................................................................................................................................................................................................................................................................
11. Please provide some suggestions to create working conditions that improve female Upazila Nirbahi Officers and help overcome current obstacles.
....................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................
Thank You
Annexure 2
Checklist for Interview 
(Female UNO, Deputy Commissioner, Additional Divisional Commissioner, Additional Deputy Commissioner)
Title: Leadership Challenges of Upazila Nirbahi Officers (UNOs): A Landscape of Female Representation in Field Administration in Bangladesh
Objectives
1. To assess the present representative status of female Upazila Nirbahi Officers (UNOs) in Bangladesh.
2. To inspect the leadership challenges encountered by female UNOs.
3. To propose some policy recommendations or working strategies centered on the empirical findings.
Part:1 General Information
1. Name:
2. Gender:               [image: image14.png]0o Male

0 Female




3. Age: 
4. Name of your Upazila/Working Station:
5. Educational background:  Primary♦ SSC ♦ HSC ♦Honors♦Master’s
6. Rank:
7. Marital condition: ♦Married,   ♦Unmarried
8. Religion:
Part B
Social Challenges
1. Do you think existing socio-cultural norms (male-dominated society, gender discrimination, considering women inferior to men, etc) create challenges?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
2. Do you think female UNOs are well accepted by the local people?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
3. Do you think gender role expectations of society create some more pressure for a female UNO in performing her job?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
 Cultural Challenges
4. Do you think the job nature of Upazila Nirbahi Officer is a challenge for female officers?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
5. How cooperative are officers from other departments in the case of a female UNO?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….
6. Do you think that the male colleagues are supportive of the female UNOs?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….
Familial Challenges
7. Do you think female UNOs face more challenges than their male colleagues to 
maintain their responsibilities in the family?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
8. Do you think female UNOs got enough support and cooperation from their 
husband to work in the challenging post?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
 Political Challenges
9. Do you think female UNOs face more pressure from local Member of 
Parliament or politician? Please mention your experience
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………..
10. Do you think political party members try to take more advantages from a Female 
UNO?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
 Organizational Challenges
11. Do you think female Upazila Nirbahi Officers face more challenges at the workplaces than their male colleagues?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….
12. Please mention your experience about the acceptance, support and recognition 
from organization
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
13. Do you think female UNOs face more hurdles in implementation of new decisions?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Environmental Challenges
14. Do you think female UNOs have a supportive working environment to perform efficient work?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
15. Do you think female Upazila Nirbahi Officers have the ability to stay 
in adverse situations?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
16. Do you consider the overall performance of the female Nirbahi Officers satisfactory? 
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….............................................................................................................................................................................................................................................................................................................
17. What do you think are the reasons behind the challenges faced by the female UNOs?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….
18. Please provide some suggestions to create working conditions that improve female Upazila Nirbahi Officers and help overcome current obstacles.
..........................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................
Thank you
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