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Challenges of Institutionalising Gender within
Public Organisation: A Study on Selected
Government Organisations of Bangladesh

. Muhammad Anisur Rahman”
Md. Shafiqul Haque™

Abstract: Institutionalising gender refers to the inclusion of the gender
aspects or the perspectives integrated as a dynamic social relation
regularly and continuously repeated being sanctioned and maintained by
social norms. Before formulation of a policy institutionalisation is a
prerequisite for implementation of that. Prior to that a clear
understanding of the organisational culture and the broad community
culture is even more important.-This study attempts to determine the
present status of women employees engaged in nontraditional/technical
job major constraints encountered by them and suggest measures for
employment of women in nontraditional job. Study selects four
government organisations purposively such as Bangladesh Power
Development Board (PDB), Bangladesh Rifles (BDR), Directorate of
Fire Service and Civil Defence and Directorate of Government
Transport. Study also selects 84 employees (32 females and 52 males)
from these four organisations purposively as respondents and collects
data from them through administering two different sets of pre-tested
questionnaires. Chief Executive of Directorate of Fire Service and Civil
Defence and Directorate of Government Transport and representatives
of PDB and BDR also give interview for the study. Study portrays several
measures to elevate the number of women employees in nontraditional
job. These are amendment of the existing recruitment rules of the
organisations, bringing about attitudinal changes both in men and
women through social mobilisation, rendering relevant training and
education to women, automation of the organisation and exemption of
women from working beyond office hours.

*  Professor, Department of Economics, Jahangirnagar University, Savar, Dhaka.
*#%  Senjor Research Officer, Bangladesh Public Administration Training Centre, Savar
Dhaka.

Authors are very grateful to Ms Ishrat Chowdhury, Mr. Md. Zohurul Islam, Mr. Md. Abul
Basher, Mr. Anisur Rahman Khan and Mr. AFM Amir Hussain for their immense support
for collecting data for the study.
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Introduction

Organisations are important arenas of human development.
Irrespective of their characters, 'organisations are fundamental
features of our societies, and very important ways of mobilizing
social energy' (Rao and Stuart, 1997:10). 'Organisations are the
context of, and decisive for, our paid working life and for our well-
being, and it is therefore of great importance how they function,
which logic (goals and means) dominates, which actors and groups
set the agenda and how the relations between people are formed'
(Alvesson and Billing, 199775). For feminists 'organisations are not
rational, neutral bodies, but living and breathing microcosms of the
societies that house them and the people who inhabit them. The
organisations that rule our world are informed by cultural values
and patriarchal norms that are anti-women and exclusionary' (Rao
and Kelleher, 2000).

Institutionalisation refers to ‘the process whereby social practices
become sufficiently regular and continuous to be described as
institutions’, that is ‘social practices that are regularly and
continuously repeated, are sanctioned and maintained by social
norms, and have a major significance in the social structure
(Abercrombie, Hill & Turner 1988:12 quoted in Levy 1996).
Moreover, 'the institutionalisation of a gender perspective implies
the integration of a dynamic social relation which has at its heart
the question of power' (Levy, 1996:1).

The UN Decade for Women (1976-1985) is the starting point in
which many member states of the UN in the developing countries
established some form of national machinery for the advancement
of women. Since the Decade over 140 countries have formed
official national machineries in the form of women's bureaus,
women's ministries or women's desks within a ministry (Beall,
1998). In Bangladesh, Ministry of Women and Children Affairs
was established in 1978 in which Women's Directorate, Jatiya
Mahila Shanstha (National Women's Association) and Shishu
Academy (Children's Acdemy) are the implementing agencies
(GoB, 2000,:25). In addition to this women's NGOs have also been
established or shifted their focus from general poverty alleviation
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to women's advancement. Simultaneously international
development agencies have also put their efforts to establish
women's desks within their organisations (Staudt and Jaquette,
1988; Staudt, 1991). '

However, by the end of the Decade, integrating women into
development named as 'Women in Development' or WID failed to
achieve the expected goal and it was recognised that 'at best
development interventions had ignored women and at worst, had
actually harmed them' (Beall, 1998). 'One of the most disturbing
features of this 'women's sector' is that it is a weak sector. It is
characterised by a lack of any real political influence, and is
" therefore under-funded and under-staffed, both in numbers and
qualifications. A key factor underlying these characteristics is the
congeptualisation of both the problems and strategies of this sector
in terms of women, not gender' (Levy, 1992:135 quoted in Beall,
1998). :

Since the UN Decade, organisations started to recognize the need
to institutionalise gender fair policies and practices in their own
structures and agenda. In 1995, Bangladesh government
reorganised ;

National Council for Women's Development (NCWD) and in
1997, The National Policy for Women's Advancement was
adopted. The GoB also approved the National Action Plan (NAP)
for the Advancement of Women: Implementation of the Beijing
Platform of Action in 1998. Institutional mechanisms for the
implementation of the NAP are as follows (GoB, 2000,: 11):

e National Council for Women's Development (NCWD)

e The Parliamentary Standing Committee for MWCA

e The Women's Development Monitoring and Evaluation
Committee

e MWCA and its implementing agencies: the Directorate
for Women's Affairs (DWA) and the Jatiya Mabhila
Sanstha (JMS)

e The WID Focal Points mechanism

e District and Thana level WID Coordination Committee
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Despite the existence of the National Policy for Women's
Advancement and significant numbers of institutional mechanisms
for the implementation of the NAP, none of these public
organisations has a policy for institutionalising gender within these
organisations. Because, it is important to understand that
institutionalising gender within organizations face many-fold and
multi-layered challenges in which one can consider culture as the
most critical, the most central, and the most difficult challenge to
address and overcome. Here culture (organizational culture),
according to Macdonald, Springer & Dubel (1998), refers to the
conventions and unwritten fules of the organisation, its norms of
cooperation and conflict, its channels for exerting influence. It can
also be described as a collective mindset or ‘software of the mind’.
It is also important to understand that the 'women' or 'gender' issue
is not an outcome of our own realization. Although government
has taken many initiatives for 'women' or 'gender' development, the
results are very insignificant. Because the steps are not taken by
sharp analysis of the issue rather as an important sector for gaining
foreign aids. 'Women's issues suddenly came to represent a new
resource through which a range of individuals and groups could
gain access to funds and/or social and political recognition' (White,
1992:15).

Similar scenario is also true for women's NGOs working in
Bangladesh. In Bangladesh, a significant number of NGOs, for
example =~ CARE-Bangladesh, BRAC, Bangladesh  Rural
Reconstruction Association (BARRA), Campaign for Popular
Education (CAMPE), CARITAS and Mass-line Media Centre
(MMC), have formulated gender policy (Gender Trainers Core
Group-TCG, 1998), but considering implementation of gender
policy still remain as a 'lip service'. Because, before UN Decade,
NGOs did not consider 'women/gender' as an issue. "NGOs for
which gender has not previously been considered an issue find in
'women's issues' a means to expand their programmes and gain
access to new sources of funding" (White, 1992:15).

Rationale of the Study

Institutionalisation is a prerequisite for successful implementation
of any policy. Despite the existence of the National Policy for
Women's Advancement and significant numbers of institutional
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mechanisms for the implementation of the NAP, none of these
public organisations has a policy for institutionalising gender
within these organisations.

Many organizations have responded to the call resulting from the
UN Decade for Women to implement gender-fair policies but there
remains much to be accomplished. And, although policies are
implemented, there has to exist a standing desire (Macdonald,
Springer & Dubel, 1998) to change on the part of staff members
and the organisation at large. Cultural challenges present the most
difficult obstacles to a successful gender mainstreaming approach.
It is a sensitive, complex and arduous process to question culturally
dictated norms about the roles of men and women. Nonetheless,

- understanding both the organizational culture and the broader

community culture through this process is critical in order to
transforin gender roles through effective policy.

Objective of the Study

The main objectives of the study are to determine the present status
of women employees, major constraints, suggest measures for
employment of women to help them formulating a policy for
institutionalising ~ gender ' within public organisations of
Bangladesh. For satisfying the purpose an intense study was made
to know the job nature of some selected organisations attitude of
male members towards the female regarding quota system, about
policy adoption on sexual harassment of women.

Methods of the Study

For the convenience of the study following four government sector
organisations have been selected purposively namely Bangladesh
Power Development Board (PDB), Bangladesh Rifles (BDR),
Directorate of Fire Service and Civil Defense (FSCD); and
Directorate of Government Transport (DGT).

Sources of Data: Necessary data for the study have been collected
from both primary and secondary sources. Primary data have been
collected from questionnaire survey and observation. Secondary
sources of data include books, journals, periodicals, annual reports
and other related documents.



Y (T2 TR, [IGT 72, FM6 008/FIF 3850

Respondents: Both the male and female employees working at the
Head Offices of the concerned organisations have been considered
as respondents for this study. Respondents have been interviewed
through administering two pre-tested questionnaires. Members of
highest decision-making bodies of the organisations have also been
interviewed.

Selection of Respondents and Sample Size: Respondents have been
selected from almost all levels of the organisations. Sample size of
the respondents has been determined purposively. Table-1 shows
the number of respondents of four selected organisations:

Table-1: Respondents, their class and organisations

Class Name of the organisations Total No of
distribution PDB BDR | FSCD | DGT respondents
of te [ FIM|F[M|F|M|F |M| F | M | Total
respondents

Class I 5 glil 10 9] 0] 31 6] 18 24
Class II gl DTEE 910437 0421 1 5 6
Class III 2t 7lz2lv9V2E 7110 "9{ 22 23 45
Class IV gl 8j2] 3oy 2| 111 3 6 9
Total 8| 156l 107 12| 11|15]32] 52| 84

Expected Benefit from the Study

From this study we have identified few significant barriers to
women’s employment in the selected organisations that are related
to women's advancement. Institutionalising gender within these
organisations requires overcoming these barriers. We expect that
authorities of these organisations may consider findings of this
study. We also expect that findings of the study may be used as
training material in the relevant training modules/courses.

Limitations of the study

The study has considered only four public sector organisations
relevant to technical as well as non-traditional nature of job
especially for women in Bangladesh. Thus this study should not be
considered as representative” for all public sector organisations
relevant to non-traditional job for women. However, this study
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could be used as the beginning of understanding the challenges of
institutionalising gender within the government organisations.

Women’s Work and Institutions: Brief Overview

“The State shall not discriminate against any
citizen on grounds only of religion, race, caste,
sex or place of birth.”

“Women shall have equal rights with men in
all spheres of the State and of public.”
—Bangladesh Constitution, Article 28: (1).

Why is it that only when women want to bring
about changes for their own benefit does
culture and custom become sacred and
unchangeable?

— Nadia Toubia, Sudanese women’s activist
at the International - Conference on Human
Rights in Vienna, 1993.

The scenario of women’s position, her material-ideological
relationship with men and the society, for example, gender issue, is
capable of explaining the essence of a society. It can shed light on
every issue that affects human lives. That includes institutional set
up, regulations, priorities, as well as ideological thrust, officially
declared and practically followed. It covers gender relations in
dynamic perspective of the society, both private and public and
exposes the common standing of women in front of patriarchal
assertion of the state, institutions and society at large.

From paribar to workplace

Conditions of women, for example, her rights, power,
achievements and deprivation are related to its socio-economic
formation and corresponding dominant ideological construct,
which is patriarchal in different ways. The ideological hegemony,
that characterised our society, justifies women’s subordination in
the family as well as in the society, in workplaces too. This
hegemony defines role and restricts mobility of women, sets her
image, limits her area of work, power and powerlessness, her



v CETIB-27 AR, [FIGT 52T, FB 008/ A 3850

purpose of life and her ‘private’ and ‘public’. When women
internalise the hegemonic values as their own, they accept, to a
large extent, the assertion of patriarchal rules and behaviour as
‘natural’ and ‘obvious’. Since independence, Bangladesh
experienced several changes in socio-economic milieu, but little
changes have come to the forefront in relation to the dominant
ideological construct regarding image and periphery of women.

In the dominant social value women are considered as inferior in
intellect, nevertheless, dangerously able to create hazard in family,
workplaces and society. So, -the whole society including paribar
with a strong support from legal-social framework and cultural
construct, consider it very important to make women on the one
hand submissive, and on the other hand attractive for men; on the
one hand efficient in household services and non-ambitious on the
other. She is considered as incapable of becoming a person, a
human being but is accused for any problem or humiliation she
usually faces. She along with others, both male and female, look at
herself as ‘second sex’, unable to do many things and destined to
do certain jobs. Her dresses, childhood games, leisure items,
training, career, nurturing body and mind, sexual behaviour all are
scrutinized in that mirror (Muhammad, 2004).

Different faces of Patriarchy

Patriarchy may have different faces. Pre-capitalist patriarchy can
be characterized as a set of values and systems that consider
women as a subordinate whose mobility must be limited within
household and family life. According to this view, household
activities, marriage, giving services to husband and family, child
bearing and rearing should be the central and single focus of a
woman. On the contrary, capitalist patriarchy does not confine
women fully in household activities. It brings woman under the
fold of capital and labour market, keeping the central point of pre-
capitalist views that woman is inferior and subordinate to man, in
fact. The mixture of both patriarchal set of values, capitalist and
pre-capitalist ones, exist in Bangladesh which demand both labour
for capital and household activities from women, demand both the
‘ideal image’ and qualification to get jobs as well. In the present
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mixed scenario, women become doubly burdened and
psychological pressure becomes immense. Conflicts both within
and with the others become more acute.

Women at Work: Late realization

The general perception about women’s emancipation centres on
her economic independence and voice in policy making.
Integrating women into mainstream economic activities, i.e., to
open space for her education, formal employment and creating her
direct links to the market have been considered as very important
steps in this regard. Before 1975, UN’s International Year for
Women, there was a general silence as well as ignorance amongst
policy makers in most of the countries about the relevance of
women issue in development. It is estimated that prior to that year,
less than 1 per cent of standard textbooks on development referred
specially to women (Ware, 1981). Since 1975, women issue started
getting attention at official level in many countries around the
world including Bangladesh primarily not because of realization
from within but because of emerging ideas at global level. Women
in Development (WID) approach that emerged since the UN year
can be called as the ‘first wave of official feminism’ within the
international development agencies ‘sought to make women
visible’ as a category in development research and policy (Kabeer,
1995),

Women have been engaged in productive activities in Bangladesh
for long. That is mostly in agriculture, cost saving and income
generating works at household level besides bearing and rearing
children and reproduction of labour. These works have not been
recognized as economic work. That is reflected in data on labour
force until 1989. Labour Force Survey of 1985 showed total female
labour force in Bangladesh as 3.2 million but in the next survey
female labour force was counted to 21 million. This massive jump
of numbers from counting female labour should not be taken as
sudden heavy rise of female labour in the market. It happened due
to the revision of definition of female labour (BBS, 1990-91 and
1995-96). This revision took place according to the United Nations
System of National Accounts (SNA). GDP of Bangladesh (in
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current price) has also increased by about 30 per cent due to
revised GDP estimates based on System of National Accounts
(SNA) of the United Nations. Nevertheless, it can be said that since
early 80s women started becoming visible in non-farm activities,
manufacturing, service and public institutions. According to the
government statistics, only 8 percent women now work against
wage, 40 per cent of whom are daily wage labourer (GoB, 2000).

External influence: Internal Steps

UN year of women and the-subsequent decade of women have
made a substantial impact on the development thinking and
institutional building in a country like Bangladesh. It happened
mostly through the changes in project priorities and changed
conditionalities endorsing importance to focus women by the
different international funding agencies. International agencies
themselves experienced significant changes in attitude and project
building regarding women since 1975. It went further after Beijing
global conference in 1995. For example, incorporating a gender
perspective into all policies and programmes became a mandate of
the Beijing Platform for Action for different development
institutions. '

Establishment of various departments, cells, committees,
directories and ministries, also formulating policies to bring
women in the forefront started taking place in various countries
including Bangladesh. Even after that picture does not appear
encouraging at macro level. Women’s participation in top-level
positions in the executive branch of government is still low around
the world. In the United States, it reaches 29 per cent, in Canada,
Colombia, Mexico and the Dominican Republic around 20 per
cent, and in the remaining countries 16 per cent or less (Gutierrez,
2003; 187).

Women’s presence in Public Institutions

Bangladesh, being at the bottom, has many organisations where it
goes much below than the global minimum level. In National
Social Welfare Council only 2 members are women among 27
members executive committee (GoB, 2000y, 8).
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There is no women member in the Agriculture Research Institute,
or in higher management level, although there are few at lower
level. Amongst block supervisors only 5 per cent are women. Very
recently gender issue is included in training programme (ibid; 41).

Among senior officials in education ministry only 19 per cent are
women; there is only 1 as additional secretary and 1 as deputy
secretary. In primary and mass level education there is not a single
women officer. Out of 28 big current projects only 2 project
directors are women (ibid; 57).

The directorate of Forestry, out of 173 only 13 is with women
(ibid; 69). Out of 12700 officials and staff in the ministry of
Fisheries and Livestock only 265 are women (ibid; 81).

Women are virtually non-existent in the ministry of home. The last
appointment of women in Police department took place in 1990.
Only 42 women are working as sub-inspectors. The highest
position women so far reached is Superintendent of Police (SP).
Women in general suffer from the lack of women personnel in the
ministry. Only initiatives in this regard were recent experimental
establishments of 4 women investigation cells (ibid; 109).

In different corporations and organs of the ministry of industry
among 4814 officers only less than 200 or 4 per cent are women.
Amongst 22 thousand 9 hundred 38 staff only 725 or 6 percent are
women. (ibid; 125)

Women participation is not better in the ministry of labour and
manpower. Out of 2481 nearly 7 per cent or less than 2 hundred are
women. (ibid; 153)

Ministry of Law and Justice is not an exception. Women, although
could enter the lower court still far from the upper posts. There are
only 2 women in 82 district and daira judge, 13 107 additional
district and daira judges. (ibid; 173)

Policy and Action

If women are not considered as persons who are active, creative
and responsible but looked at as inferior being necessary for
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reproduction of human species and for a source of pleasure for the
men, things will not change by creating documents or projects.
Constitutional rights can play little before real social power matrix
and ideological construct, patriarchal implicit and explicit.

Public institutions are the links between the State and the people.
They enforce and apply ‘rules and regulations that help implement
policies, create inter-institutional exchange and complementarity and
develop communication and negotiation mechanism with different
social groups’ (Gutierrez, 2003; 185). Institutions should not be
considered as neutral actors: just entrusted with designing and
implementing top managerial decisions or acting ‘according to
established procedures’. They aiso reflect and reproduce the values,
norms and biases of the societies in which they are immersed... The
resistance and mechanisms that distort or de-legitimate the gender
agenda have been underestimated (ibid). That explains very low
performance in institutionalizing women labour even after
multiplying projects on women and increasing funds from
international agencies in Bangladesh. Recently attention began to
emerge to the resistance of actors involved ‘and their hidden agenda
based on patriarchal opposition’ (Longwe 1997, 149).

The countries where women participation is higher at various
levels in institutions including policy level are those where
awareness of integrating women at different levels grew from
within. The government, bureaucracy and people at large cannot
change overnight regarding its .attitude towards gender relations
and women’s work just because of the projects carried with
international funds. It may happen that policies and rhetoric
resulted from the projects coming from outside exist parallel with
male biased practices, silent and active in the field.

Our records of Public Institutions regarding gender balance show
the resistance from within to end imbalance in addition to policy
weaknesses. If we would like to see a society free from gender
discrimination and sexual harassment there is no way but to go for
larger mobilization to confront and end to all sorts of inequalities
and discrimination. It needs no mention that, the roots of social
power are organically linked with gender discrimination. In the
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short run it is feasible to seek conscious efforts in every public
institution to have policies and actions against gender
discrimination, gender biased appointments, career bulldmg and
sexual harassment.

Introduction to Study Organisations

Bangladesh Power Development Board (PDB): Power
Development Board (PDB), established in May 1972, is primarily
responsible for delivering electricity at reasonable and affordable
prices to all citizens, for ensuring improved and satisfactory
services through gaining self-sufficiency. The Chairman, its chief
executive, chairs the seven-member Board. Representation of
women lags behind the existing quota (10%) preserved for women
employment in class I, II, III, and IV positions. In the highest
decision making body, the representation of women is nil.
However, 10 per cent women represent the evaluation committee.
There is only one woman in high executive level against 85 male
executives, 69 women against 800 in mid level. Among 81
overseas training opportunities only six were availed by women
employees. Physical facilities like toilet, prayer room, transport,
residential and maternity leave excepting day care centre are
enjoyed more or less by women employees. The detail break up of
budget does not provide the gender picture of the allocation.
Attitude of the male employees towards the female employees is
positive and overall working env1ronment is congenial for women.

Bangladesh Rifles (BDR): Bangladesh Rifles (BDR), the frontier
protection forces, shoulders the responsibility of protecting the
border, preventing smuggling and operation controlling of the army.
A Director General (DG) heads BDR. In all classes of employees of
this organisation, the representation of women lags behind the
expected level. Vacancy announcements do not allow any scope to
be employed in uniformed positions. Women represent only the
civil positions such as midwife, staff nurse, OT Assistant, FWV,
Sweeper, Ayah and Cook of this organisation. Moreover, they are
not always allowed to apply for the positions like Imam, Religion
teachers, Pharmacist, Office Assistant cum Typist, Librarian,
Tailors, Boot-maker, Gardener, Nurses, Carpenter and Cook. The
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working environment of this organisation is congenial. The budget
allocation does not reflect the gender picture.

Bangladesh Fire Service and Civil Defence (BFSCD):
Bangladesh Fire Service and Civil Defence works to set up fire
stations in all upazillas to modernize, upgrade fire fighting
capability, organize awareness building programs, equip the
organization with modern and sophisticated tools and associate
local government bodies with fire service and civil defence. The
Director General who is assisted by Directors, Deputy Directors,
Assistant Directors and Deputy Assistant Directors heads the
department. Representation of women employees in class I
position of this organisation is nil and in class II position it is only
one per cent. Vacancy announcement for positions like Steno-
typist, Office Assistant cum-typist, Office Assistant, and sweeper
do not encourage women with due priority to apply. The budget
allocation does not indicate the gender picture. Concerning gender,
the Directorate provides separate toilet and prayer rooms excepting
daycare facilities to its women employees. Men’s attitude towards
women employees are positive and overall working environment at
Head Quarter of the organisation is good and friendly.

Directorate of Government Transport (DGT): The DGT
provides transport to Ministries, Divisions, Directorates,
constitutional bodies and Commissioners etceteras. It further keeps
up and maintains government transport including vessels, and
allots vehicles, vessels and other marine craft to different zillas. It
also arranges vehicles and vessels on requisition from outside the
transport pool, operate petrol pumps, take the charge of all
vehicles, control all matters and ensure proper care and routine
maintenance of all government transports. A  transport
commissioner heads the organisation. Director, Deputy Directors,
Assistant  Directors, Inspectors, Accounts  Officers and
Administrative Officer assist him. Representation of women
employees in class I and II positions is nil while in III and IV
positions it is less than one per cent. The organisation does not
provide separate toilet and prayer-room facilities to its women
employees. There is no daycare centre in this Directorate.
Although Men’s attitude towards women employees is positive,
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working environment therein does not seem to be congenial for
women in respect to essential facilities provided.

Major Findings

Study selects four government organisations purposively such as
Bangladesh Power Development Board (PDB), Bangladesh Rifles
(BDR), Directorate of Fire Service and Civil Defence and
Directorate of Government Transport. Study also selects 84
employees (32 females amd 52 males) from these four
organisations purposively as respondents and collects data from
them through administering two different sets of pre-tested
- .questionnaires. Chief Executjve of Directorate of Fire Service and
Civil Defence and Directorate of Government Transport and
representatives of PDB and BDR also give interview for the study.
Main functions of all the four study organisations are technical and
risky in nature. Materialisation of the functions demands both
physically and mentally strong persons. Employees are required to
work in a very adverse and risky situation throughout day and
night.

Vacancy announcements of these organisations do not directly
encourage women to apply. Vacancy announcements of PDB for
positions like Switchboard Attendant and Technical-A grade
different seek application only from male citizens of the country.
For uniformed service in BDR, vacancy announcements do not
allow women to apply. Moreover, women are not always allowed
to apply for the positions like Imam/Religion Teachers, Pharmacist
(Compounder),  Office  Assistant-Cum-Typist,  Laboratory
Technician, Librarian, Sanitary Assistant, Tailors, Boot-makers,
Gardener, MLSS, Carpenter, Cook and Sweeper. Furthermore, in
Directorate of Fire Service and Civil Defence vacancy
announcements for positions like Steno-typist, Office Assistant-
Cum-Typist, Office Assistant and Sweeper do not encourage
women with due priority to apply. However, although vacancy
announcements of the Directorate of Government Transport seeks
application from citizen of both sexes of the country, they do not
encourage women with due priority.
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Study reveals that representation of women in gazetted and non-
gazetted posts of all the four study organisations lags behind the
existing quota for women employment. Again, no women
represents the highest decision-making bodies of these
organisations. Concerning the National Policy for Advancement of
Women, all-out efforts should be given to increase the women
representation up to 30 per cent in all levels of decision-making
bodies of government organisations. However, study does not see
any effective efforts from the organisations concerned in this
regard. Study observes further, annual budget break-up of the
organisations do not show the gender picture.

Out of total 32 female respondents six represents class-I position
while out of 52 male respondents 18 represent the same class.
Representation of males and females in class-II positions are five
and one respectively. It is also revealed that 22 female respondents
belong to class-III position and corresponding figure for male is
23. In class-IV position male and female representation are six and
three respectively. Regarding age distribution of the respondents,
the study observes that age group 30-39 years and 40-49 years
comprise 32 respondents each. In respect of academic attainment,
study further shows that maximum 40 respondents have graduation
and post-graduation degrees from the universities. So far marital
status is concerned, most of the respondents are married
irrespective of their sexes. Out of 84 respondents, 60 have the
service length of 10 years and above.

Majority of the female respondents are indulged in clerical nature
of job while male respondents are engaged in diversified nature of
jobs like administrative, planning, maintenance and mechanical
along with clerical.

Study discloses that in all the four organisations common features
that characterise the recruitment of fewer women employees are
technical job nature, unfavourable culture of this country, existing
government rules and regulations, stereotyped attitudes of the
authorities to recruit women, unfavourable working environment,
lack of requisite technical skills in the relevant fields and also the
lack of interest in women in pursuing technical and vocational
education.
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Study portrays several measures to elevate the number of women
employees in these organisations. These are amendment of the
existing recruitment rules of the organisations, bringing about
attitudinal changes both in men and women through social
mobilisation, rendering relevant training and education to women,
automation of the organisation and exemption of women from
working beyond office hours.

Study reports that respondents of both sexes work together without
any feeling of discomfort. Since the number of women in class-I
position is insignificant, to a considerable number of respondents
their voice in decision making process is listen to in most cases.

It is evident from the study that female respondents working under
male supervisors do not face any problem. Similarly, the male
respondents working under the supervision of females do not
receive any problem. However, the male respondents show the
domineering tendency to serve with male supervisors. They
mention prompt decision-making capacity, natural competence and
technical ability of male supervisors combined with their
friendliness and acceptability are some reasons for feeling more
comfortable to work under them.

Most of the male respondents see the existence of efficiency gap
between men and women employees. On the contrary, female
respondents nullify the statement above. Study further reveals
divergence of opinions of males on this issue. They claim that
household responsibilities, security reasons, inattentiveness, lack of
innovation, stereotyped job nature along with biological factors
make women less efficient in their work.

The general trend of the respondents’ view about their attitudes
towards their counterparts is cooperative rather than commanding.
Study reveals that despite the nonexistence of any record of sexual
harassment of women by their male colleagues in the four selected
organisations, noticeably, majority of the respondents supports to
adopt a policy by their organisations against sexual harassment of
women. They consider this policy to ensure women’s security in
work place, bring respect for women, create fear among perverted
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persons, ensure organisational discipline, encourage women to
work and also to build awareness against sexual harassment of
women.

Respondents who do not consider adopting a policy against sexual
harassment of women find the existing laws and rules to be
sufficient and reckon that policy is not required as no sexual
harassment occurs in their organisations. Almost all female
respondents mention that they do not face any problem to enjoy
leave in addition to maternity. Study finds that most of the female
respondents favored giving priority to women while recruiting
employees in their organizations. On the contrary, greater segment
of male respondents is against giving priority to women.
Respondents consider rendering priority to women’s employment
to ensure equal rights of women in employment, help their
economic independence, to uplift them from their disadvantageous
position, utilize the potentials of educated women and
advancement of women. :

Respondents opposing women’s priority in employment, the
existing quota system, merit based recruitment, equal treatment of
both men and women and technical job nature of the organisations
to be considered. )

Study reveals that most of the female respondents and majority of
the male respondents supports the existing quota system for
women’s employment. The most important ground on which the
respondents support the quota system is to create employment
opportunity for women since they are in disadvantageous position.
They also consider quota system for women’s economic
independence, proper utilisation  of women’s  academic
achievement, ensuring their rights through collective bargaining
and for their empowerment.

Respondents’  disapproval of quota system rests on the
consideration of merit based recruitment. They do not support
quota system also because women themselves claim equal rights
and quota disrespect women’s dignity, competition in employment
would build confidence among women. Moreover, they are against
quota system because a huge number of men are unemployed and
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they think that it discriminates men from women and contradicts
constitutional provision of equal rights for both sexes.

Study reveals that most of the respondents are not at all aware of
the National Policy for Advancement of Women. Most of the
respondents believe that their organisation should have a gender
policy. Respondents consider a gender policy to ensure equal
participation of women in work place, create and maintain healthy
working environment, improve security for women in future,
recognise them, help women in solving their problems and help
recruitment of women in class-T position.

To the respondents, the reasons behind not considering a gender
policy are as follows: focus on the existing rules are sufficient, as
equal rights is mentioned in the Constitution, as women enjoy
equal benefit in service.

Respondents suggest providing female employees of their
organisations with different types of extra facilities like are daycare
centres, prayer rooms, separate toilets, rest rooms, transport for .
commuting, canteen, security measures.

A few male respondents suggest several measures for maintaining
healthy working environment of their organisations. These are
logistic support, training facilities, and cleanliness. They also
suggest that women should maintain purdah, they should be
disciplined and conservative. Besides these, listening to women,
solving their problems, ensuring.women friendly environment
along with the equal rights are necessary to maintain healthy
working environment.

A few female respondents also recommend some measures for
maintaining healthy working environment of their organisations.
These are attitudinal change of men, smoking free office premise,
compulsion of technical training for all employees and installation
of modern equipment.
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Conclusion and Recommendations

Institutionalising gender within an organisation requires equal
participation of both women and men in all spheres of that
organisation. It further implies providing equal opportunities to
both men and women to be employed in that organisation
irrespective  of the job nature of the organisation.
Institutionalisation is a prerequisite for successful implementation
of any policy. This study has not covered all aspects of
institutionalising gender within the organisations. More research
could be conducted on the issues of institutionalising gender within
the ministries and other government organisations. However, this
study suggests the following measures that may be considered by
the authorities concerned:

Advocacy programme for bringing about attitudinal change:
Countrywide advocacy programme can be strengthened for
bringing about attitudinal changes both in men and women for
women employment in particular. Since our culture does not
encourage women to participate in technical and non-traditional
nature of jobs, advocacy programmes would help to bring
attitudinal changes of the individual’s, of the family and the society
as well. s

Encourage women to apply for the jobs: In technical and non-
traditional services of varied nature, vacancy announcements
discourage women since they are thought to be incompetent for
accomplishing their assigned duties. Nonetheless, had women been
given the access to those jobs, doubtlessly it can be said that they
could have performed almost in the same manner the men do.
What is necessary is to encourage and inspire them to accept those
jobs.

Address the practical gender needs (PGNs) of women: With a
view to institutionalising gender within the organisations fulfilling
the practical gender needs of women demands utmost attention.
Important practical gender needs of women within - the study
organisations are transport for commuting, daycare centres,
restrooms and separate toilet facilities. To fulfill the practical
needs the will and determination of the authorities is very much
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important. Authorities may talk to the women employees and let
them .identify their needs. Thus, authorities can find the ways to
address those needs.

Provision of Flextime for Women Employees: The relevant
authorities of the organisations may think of making a provision of
flextime for women employees regarding work after office hours to
balance their official and household chores. Since women
employees have got to look after the domestic works too, the
authorities may consider the case earnestly.

Formulation of a policy for sexual harassment against women:
Formulation of a policy for sexual harassment against women
would come to a good use for ensuring disciplined and secured
environment in the organisations. The authorities should form a
committee to formulate a policy expedient for monitoring the
sexual against women. Beside the existing government initiatives
against abuse and molestation of women, a separate well-planned
functional policy would be of greater use to bring all the abusers of
women under the organisational policy and it would ensure
women'’s security to a greater extent.

Involving women in decision-making process: The concerned
authorities should deeply think about the representation of women
in any decision-making activity. While taking a decision they
should also think that the decision taken would not be in any way
disturbing for the peaceful coexistence of women employees in the
organisations.

Engendering budget of the organisation: Engendering budget is
a challenge for institutionalising gender within any organisation,
Engendered budget not only shows detail break-up of annual
budget, it pictures amount of allocation provided for addressing
gender issues in the organisation. Thus, authorities of the
organjsations should think of addressing gender issues while .
preparing their annual budget.

Building awareness about the NP and NAP for Women’s
Advancement: The government as well as the organisations
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themselves can take the initiatives to aware the employees of both
sexes about the National Policy for Advancement of Women (NP)
and the National Action Plan for Women’s Advancement (NAP).
For the purpose, they can arrange seminars, workshops and
symposiums with the employees and build awareness about gender
issues.

Amendment of existing rules and regulations of the
organisations: Existing recruitment rules and regulations do not
render women the preference in getting jobs. Rather most of the
positions of technical and noh-traditional nature are reserved only
for men. Had the women been recruited in those posts, they could
have performed almost in the same manner the men do. The
government should come forward to issuing a circular ordering that
no post should be reserved for men. This initiative would help to
bring gender parity in employment.

Rendering technical and vocational training and education to
women: Our women lag much behind of men in technical and
vocational training and education. Without these training and
education they cannot compete for technical jobs. Thus, special
priority should be given to the issue of rendering technical and
vocational training and education to our women. And for the
purpose, the government can take steps to attract women to
technical and vocational training and education.

Automation of the organisations: Automation of the
organisations paves the way for achieving gender parity therein.
Physical strength of an employee does not matter much where
everything is done with the help of modern equipment and
technology. Thus, half of our entire population could be utilised
properly with the introduction of automation process.

Render priority to women’s employment in the organisations:
Institutionalising gender within the organisations requires
rendering priority to women’s employment that would help to
ensure equal rights of women in employment, help their economic
independence, uplift them from their disadvantageous position,
utilise the potentials of educated women and accelerate the process
of advancement of women.
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Administrative empowerment of women: To comply with the
recommendation of the UN Economic and Social Council for
ensuring equal and full participation of women in all levels of
decision-making bodies including policy-making positions of the
government, National Policy for Advancement of Women suggests
for all-out efforts to recruit women in at least 30 per cent of total
posts. Thus, authorities of the study organisations should take
necessary steps to implement policy measures in conformity to the
National Policy for Advancement of Women.

Formulation of a functional gender policy: Institutionalising
gender within the organisations requires a functional gender policy.
This policy would help to ensure equal participation of women in
work place, create and maintain healthy working environment,
improve security for women in future, recognise them, help them
in solving their problems and recruitment in all levels.
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Implications of Labour Markets for Training and Skills

Mohammad Rezaul Karim *

Abstract: During the last twenty five years for the globalisation,
changes in technology and management policies in the world there
has been a great demand of training and skills in the workplace of
organisation that reshaped the labour market at the internal,
external, social and occupational level, either in individual or -
organisational level. Even the traditional labour market has shifted
its trend from price and cost system to training and skills. This is -

. for the prerequisite of time to meet challenges, to exist in the
competitive global market economy. Realizing this truth
technologically developed countries like the UK, the USA, France
are emphasizing on training and skills of working people.

1.0 Introduction

In the modern life change is being increasingly happened
especially in response to knowledge, technology, learning
environment, training and skill level either in the individual level,
or organisational level. (Burrell, 1994: 51; Greenwood, 2006:1).
And this is being done for the increased significance of economic
success. This change impacts on labour markets and has an impact
on the various social, economical factors of labour markets that
influence the market strategy, supply and demand, workplace
condition, wage structure, organisational rules and regulation and
employee relations. Even labour markets have a great significance
on the training and skill on the basis of need of the market.

The study aims to discuss the implications of labour markets for
the training and skills emphasizing internal labour market as it has
a particularly important role in this area..

* Assistant Director, Bangladesh Public Administration Training Centre, Savar,
Dhaka, Currently studying MA in Human Resource Management at the
Univessity of Leeds, UK.
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2.0 Labour Markets

Labour markets are the source of skilled and unskilled labour from
where company can fulfil their employment need recruiting them
to meet organization’s goals and objectives. This recruitment may
be by internal or external arrangements. Every organisation wants
to recruit skilled workers to meet the changes and challenges of
time. Evidence suggests that there is an extensive restructuring of
labour market on levels of skills going on over the quarter century
(Osterman and Burton, 2004:431; Greenwood, 2006:1).

=

In the workplace labour markets impact on the internal, external,
social and occupational labour markets. And these four types of
labour market are being reshaped on the basis of skills and training
especially in Internal Labour Market.

3.0 Training and Skills

Training is to instruct and discipline in or for some particular art,
profession, occupation or; practice; to make proficient by such
instruction and practice (Oxford, 1978 and Harrison, 1990). It is
such kind of formalised or informal learning (Keep, 2005) on a
specific discipline or job to be done effectively and efficiently. It is
time specific, short and intensive-and organisational goal oriented
and brings great value for the employees as well as for the
organisation to meet internal and external changes and challenges.

Skills are more specific than training exist within the employee as
an inseparable capacity that assist a person to do the job more
effectively and efficiently minimizing cost and make qualitative
outputs. It does as an inbuilt capacity and capability of an
employee attained from experience over the years or intensive
training. Skills are sellable and resalable commodity but not
diminishing, even shinning and outrivaling for the time. So skilled
and trained personnel are having great demand at the all level of
markets as skills and training are the key to national economic
success in period of heightened global economic competition.
(Blankett, 2000 & Gratton, 2000)

4.0 Implications of Labour Markets for Training and Skills

Labour markets as the source of labour have great implications in
the markets, occupational level, working area in recruitment and
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training. Commentators remark that every labour market has
impact for training but internal labour market plays a critical role
in recruitment and training of the labour force (Deoringer and Piore,
1985:7; Osterman and Burton, 2005). Implications of labour
markets for training and skills are discussed below.

4.1 Internal Labqur Market ILM)

Internal labour market is an administrative unit run by rules and
regulations where rules regarding jobs are influenced by tradition
and skills are firm specific wjth a significant role played in firm
operations (Osterman and Burton, 2005:426). ILM is defined ‘by
an enterprise, or a part of an enterprise, or by a craft or professional,
community. Entry into such markets is limited to particular jobs or
ports of entry’ (Doeringer and Piore, 1985). All level of skilled and
semi-skillcd and unskilled workers joined in the service at the
bottom of the service using as a port of entry and then they move to
the upper position in the service of the company that is also called
the ladder of career of path. Even they start the job with wage that
also increases gradually.

4.1.1 Characteristics of ILM

Doeringer and Poire (1985), Osterntan and Burton (2005) identify
some characteristics of Internal Labour market that has
implications for training and skill, these are-

> Recruitment into a permanent job

Employees are recruited as *'permanent on the basis of a
relatively low wage in the initial period of employment in
return for the ladder of career path to promotion in future.
Employers hire staffs permanently for an efficient strategy that
ensures benefit from the increased productivity of the trained
and skilled employees (Doeringer and Piore, 1985)

» Steady career progression from low skilled to high skilled
positions : Within the classical model of ILM model job
ladders are highly regulated where the system of steady career
progression is an effective means of capturing the benefits of
on-the-job Training (OJT) as acquired skill are applied to
higher level tasks. Employers retrain employees promoting
them from low skilled positions to highly skilled positions.
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» Internally integrated and transparent pay structures
Integrated job & pay ladder towards a clear pay promotion
paths for matching upward skills are expected in ILM where
the pay structures are highly codified based on skills and
training (Grimshaw et al, 2001).

> Protection against lay-off

In the ILM model life-time security is expectation done by
institutionally within the organisation through formal and
informal arrangements where new entry from the external
market is limited. -~

» On the job training (OJT)

In the ILM career progression from low to high skilled
positions is contingent not only fro the transparent job ladder
with incremental advancement but also for opportunities to
learn through the practice of OJT organised by the employers.

This study aims to see the importance and the notion of ILM and
the training and skills formation at the workplace. Doreringer and
Piore (1985) and Greenwood (2006) identify segmentation theory,
which has two major compartments of labour market; primary and
secondary labour market; a dual labour market. In the primary
market everything is well organised, jobs are well-paid, secured
protecting them from a variety of reasons, well-trained, promotion
procedures based on tenure and length of service. (Burchill, 1997
and Greenwood, 2006) But in secondary market jobs are low paid,
competitive and poor security and individual are exposed to the
uncertainty of the external labour market. The causes are found out
that firms tend to be small, labour intensive and technologically
backward where training and skills are less significant. So workers
can not get benefit more from this second sector whereas for the
benefit of primary sectors employees get more benefit and want to
stay in the company that makes the stable workforce.

4.1.2 Intra-firm Segmentation: Core and peripheral workers

Thirty years ago Doeringer and Piore (1972) cited by Atkinson and
Williams (2003:8) rise dual labour market model in inter-employer
to describe ‘bad jobs’ and good jobs. In the primary labour market
some employers were good as they have strong internal labour



Implications of Labour Markets for Training and Skills/Mohammad Rezaul Karim ION

markets with the scope of promotion and training. Another one was
based on hiring and firing system with no progression (Rubery,
2005:34). Critics show that this distinction fails to explain the
complexity in the real labour market and to take sufficiently into
account that all private sector employers operated under similar
economic realities, which negated any good/bad distinctions. In
this view, observed differences simply reflected differences in the
capacity of employers to impose convenient (and progressive)
practices in the face of an implacably competitive external labour
market. Ten years later, the emphasis had shifted to intra-firm
differences, with divergence between ‘core and periphery’ within
‘flexible firms’ (Atkinson, 1984) explaining the coexistence of
primary and secondary jobs within the fabric of individual
organisations. This model too was criticised because it failed to
explain the emergence of jobs that were simultaneously peripheral
and high quality. Employer Perspectives on the Recruitment,
Retention and Advancement of Low-Pay, Low-Status Employees
(Atkinson and Williams, 2003:8).

In the Atkinson’s ‘flexible firm’ model cited in Rubery (2005:34)
he discussed about skill and quality of these two types of workers.
In the ILM job location or position of workers is the factor to get
training facility. This type of advantage is differentiated between
workers. Core workers get more benefit as they are well skilled and
with good job security, they receive training (Greenwood, 2006)
and they are not insecure to the external competitive market.
Whereas peripheral workers face <this problem as they are less
skilled, they receive less training. This differentiation is seen
between lower and upper level workers, central and peripheral
workers. Core workers get training as they are closer to
management and central position of the company whereas
peripheral workers normally can not get these type advantages as
they live outside of the central position as well as not close to the
decision making teams.

4.1.3 Promotion and Seniority

ILM reflects employers desire for stable and experienced
workforce so that organisation can be run smoothly. So they make
internal arrangement of recruitment of which promotion is the
process of retraining them. It is done on the basis of productiveness
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of workers e.g. skills and length of services that is called seniority.
Seniority is measured in the scale of length of services in the
company and working experiences. In the ILM in most cases
seniority is a factor like other factors (Doeringer and Piore,
1985:54). This is also the scope to be upgraded from the lower
skilled position to upskilled position. This high skilled posmon
brings high salary. also. This system encourages people working in
the company to the way of moving upward position within the
organisation because it is one kind of upgrading their skills. Even
this scope of upskilling brmgs mental satisfaction to the worker
that leads them to work more.and makes them more competent in
the external market. They are more competent as they have the
capacity of skills and can do more effectively and efficiently than
unskilled and untrained workers.

4.1.4 On-the-Job Training (OJT)

Orgamsatlon arranges internally on the job training for the workers
working in it for the more benefit to be received. Other reason
workers are given training to face the challenges in both internal
and external market. These challenges are technological changes,
management policies, pressure of competitive market. Evidences
say that for some jobs there is no alternative to training on the job
(Deoringer and Piore, 1985:21). It is more economical than the
formal education. But firm specific training sometimes may not
bring benefit for the workers if these type jobs are not available in
the market. Rubery (1996:110 ) explains the situation briefly
saying that on-the-job training prowded by the organisation is
calculated on the basis on cost benefit analysis. This is based on
firm specific that may not give benefit to the individuals to utilise
the training in the external labour market. So the workers may
become unwilling to take this type of training. When they can get
opportunity from the organisation workers want to take it.
Grimshaw et al (2001:48) remarks that on the job training is fully
based on job that the workers can get help from the training to do
the job in a better way. In the classical model of ILM as career
have progression from low skilled to high skilled posts they can get
formal and informal training.
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4.1.5 Integrated Approach to ILM

In the ILM to be coped with the changes in technological
advancement, management policies, global market. Rubery cited
in Greenwood (2006) emphasises to take into account the external
conditions related to training skills. She develops integrated
approach to the analysis of labour market showing some reasons
for training and skills attained by the workers.

% Firms might be able to offer employment stability to
disadvantaged group but with good pay conditions.

¢ The nature of organisational change and impact of external
factors on the internal employment practices are necessary
to understand the changes of system.

*¢ The different approaches to analysis of external market,
supply and demand the internal organisation need to be
resolved for better understanding of the relationships
between the organisation and the nature of labour market.

4.2 External Labour Market (ELM)

Labour market supplies all type of workers to the organizations
according to their need. ELM is one of the important sources of
labours. Organizations fulfil employment system sometimes
internally. If it is not possible to meet in the company to be posted
in the skilled position they search skilled workers in the external
market. In the external market skilled workers sell their skill as
they have skill and training what the organisation needs. Evidence
says that ELM is totally controlled directly by the economic
variables such as pricing, allocating, training decisions (Deoringer
and Piore, 1985:2 and Torrington el al, 2005). Companies also
demand skilled and trained workers so that they need not pay cost
for training. For the globalization the external market is very much
competitive and skilled where the workers are free of choosing
their positions and demanding higher wages. ELM deals with the
general, specific and transferable skills where general skill is for
the all workers that related to general information of the company,
specific skill is very much job and task specific in order to do the
job efficiently and transferable skill is to be transferred among the
workers within the organisation.
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between the organisation and the nature of labour market.

4.2 External Labour Market (ELM)

Labour market supplies all type of workers to the organizations
according to their need. ELM is one of the important sources of
labours. Organizations fulfil employment system sometimes
internally. If it is not possible to meet in the company to be posted
in the skilled position they search skilled workers in the external
market. In the external market skilled workers sell their skill as
they have skill and training what the organisation needs. Evidence
says that ELM is totally controlled directly by the economic
variables such as pricing, allocating, training decisions (Deoringer
and Piore, 1985:2 and Torrington el al, 2005). Companies also
demand skilled and trained workers so that they need not pay cost
for training. For the globalization the external market is very much
competitive and skilled where the workers are free of choosing
their positions and demanding higher wages. ELM deals with the
general, specific and transferable skills where general skill is for
the all workers that related to general information of the company,
specific skill is very much job and task specific in order to do the
job efficiently and transferable skill is to be transferred among the
workers within the organisation.
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4.3 Social Labour Market

This labour market is the clearest example of an institutionally and
socially constructed market (Rubery and Grimshaw, 2003:37).
Here social factors impact on wages, demand and supply of
labour. Social market is sometimes controlled by the social matrix
such as education, society, culture, values customs etc. Labour
market specialists remark that labour market exchange takes place
through social constitutions. Even relevant decisions are taken for
the workers on the basis of some criteria relating to social
constitutions, not on the basis of price and cost. Here employers
can not hire and fire on the basis of price and cost. Because skills
are inseparable from the labour and even exist within social factors
(Jones, 1996:109). It is not always money; some fringe benefits do
as the social variables of the social market that promises of
promotion or further training (Jones, B 1996:118). Here labour
market is affected by the non-wage rewards in certain professional
grades. On the basis of social needs, factors workers receive
training and skill to get better job to meet social needs where the
social arrangements shape education and training (Rubery and
Grimshaw, 2003:37). Even unskilled workers also try to receive
training to meet social needs.

4.4 Occupation Labour Market (OLM)

Occupational Labour is defined by Marsden in Jones (1996:125) as
the non-commercial provision of skill, as a ‘public good’ that may
be traded between buyers and sellers. It deals with the provision of
training in both general and specific skills. Here workers are
generally skilled and trained on the specific knowledge achieved
before entering the job. They are qualified workers and
experienced. As they are skilled and have demand in the market
they can bargain with the company for their wages. This demand is
for general and specific skills that they gained from reputed
professional bodies (Greenwood, 2006). It is seen that company
prefers this type of skilled workers because they need not pay for
the training that saves cost. Workers can get high salary in the
external and internal labour markets. As the workers have the
adequate knowledge on the specific skill and they can do better in
workplace. So wage structure is always defined for the benefit of
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technically skilled personnel. In some cases professional persons
get more salary than general workers. In Bangladesh professional
persons like doctors, engineers get extra salary (1 increment) more
than other general people at the time of entering the job (Sth
National Pay Scale, 1997 and 6th National Pay Scale, 2005). Even
professional workers are getting more salary in the competitive
markets in national and multinational companies. Because from the
view point of neo-classical theories OLM is perfectly competitive
and based on human capital theory where skill formation is treated
as commodities. But for emphasise on skilled and trained workers
the insecurity may prevail in’ the labour market for unskilled
workers. The differentiation between skilled and unskilled or semi-
skilled workers is widening all over the world (Keep, 2003 in
Greenwood, 2006). This demarcation is not only in terms of wage
and salary, but also in terms of other advantages like economic
factors relating to social status. This type of differentiation is a
great implication of OLM in the workplace, society as well as in
the markets. :

5.0 Interrelation among Ofganisations, Markets and Skills &
Training for workers

For the market demand organisations have the choice to recruit
competent employees. But it is difficult task to select such
personnels from a variety of level of workers. In the markets
candidate profiles are very much heterogeneous having different
type of qualities. But organisations try to select employers to match
with the job profile. This approach is known as psychometric
model where the best candidate is selected on the basis of training
and skills that may be helpful for the tasks to be done effectively.\
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Market Job Profile

X

Candidate Profiles -.

Job Profile

Source: Adopted from Nowell (2005)

Here the successful candidates are always those are having training
and skills whatever low or high.

Markets Job Profile

of org.
Retrain or Recruit-
leaving ment and

Training

Source: Greenwood (2006)

Labour markets have the impact on organisation for training and
skills as the all kind of skilled, semi-skilled or unskilled employers
are supplied from the markets according to the need or the job
profile of organisations. After that recruited personnel are retrained
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them imparting OJT. At this level some experienced and skilled
employees leave the organisation for better opportunities as the
external market has the demand of such trained persons. This is
cyclical process working in this environment. But here skllled and
expert workers are always enjoying the benefit.

6.0 Training & SKkills in the UK

Training and skills are having impact in the labour markets of the
UK and always have done. It is now being increased to recruit
young graduates of higher educations and having training in the
specific field (Jones, 1996: 124) A trend is noticed in the UK
labour market. This trend is towards the temporary and self
employed job. The UK labour market has clearly changed over the
last twenty five years with the trend of moving into part time and
self-employed (Barrell, 1994: 3 and White et al, 2004:168). Even
part-time work has expanded at the expense of full-time
employment, and female participation rates have increased
significantly, such that women presently constitute half of the paid
labour force. Temporary workers rose to little growth in the 1980s
but rose rapidly in the 1990s (Nolan and Slater, 2003).

The most research findings show that temporary workers in the UK
market have lower level of job satisfaction, receive less work-
related training and are less well-paid than their counterparts in
permanent employment. For the pressures of international
restructuring and government rationalization and privatization full-
time workers decreased in the UK. The most potent challenge to
internalization is the government policies that directly or indirectly
serve to promote fragmentation casualization in the privatized
industries, especially the life-time security of employment in civil
service (Nolan and Slater, 2003:61-68).

Labour market researchers remark that the UK market is based on
price system competition where the investment in training and
development or diversity into new markets strategy was less
important (Wilkinson and White, 1994 in Greenwood, 2006). But"
for the security of the market UK labour market adapts new
technology and become multi-skilled and flexible through training
and development. This needs to compete with the technological
changes in the market. They are emphasizing now on training and
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skills as recent survey report shows the week point. The report of
British employers, lin 5 do not have the skills to do their job. Their
productivity levels are lower than those in France, Germany and
USA. Even Those employees have the gaps between basic and
intermediate level and lack of leadership and management skills
(Learning and Skills Council, 2004 ; DfES Skills Strategy, 2003
and Forde, 2006). This scenery leads the UK to give priority to the
training and skills at the individual and organisational level.

7.0 Future Trends of Labour Markets

For the diversification of the hature of job labour markets are being
reshaping and this diversification moves towards professional
workforce in the market for multiple job skills and individual
adaptation (White et al). Workers have the scope to move to
anywhere of the world where they are fit that is possible only for
globalization. But for the global market economy traditional
system has been changed. Every organization want skilled and
knowledge based workers to compete with the external markets.
Commentators suggest that medium and small scale industries do
better for the low skill workers in the working area that lead to
economic success. In the competitive markets companies are
expanding to make profit more, to capture the existing market to
fulfil the demand of people for which companies need highly
skilled workers. For the economic success of the large scale
industries they prefer high skill rather than low skill. Low skill can
be benefited for the small and medium scale companies to utilise in
the best way. So they are expanding parts of the service sectors that
are generating a large store of low wage or low skills jobs. But
some organizations demand highly skilled labour for technical
competencies and rapid adaptation (Hayes, 2000:151). Because
knowledge and innovation are the power (Keep, 2005:215). For
the development of global economy there is a trend to move to
other country to control the markets where knowledge based and
innovative products have good demand and can compete with other
products. To be winner in this competitive market company needs
skilled and innovative manpower. For this reason internal market
management is trying to cope with the changing conditions.
Management experts (Williamson,1975; Nolan and Slater,2003)
remark that the key issue for management is to organise jobs in the
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way that best promotes cooperative adaptations to changing market
and technological conditions. Market researchers also think that
the future labour market will be reshaped more on the basis of the
technological and knowledge based changes (Nolan and Slater,
2003:78). So it is seen that for the demand of the competitive
market and global changes labour markets are being changed and
reshaped and significance on training and skill is being
emphasized. And for this changes commentators see some aspects
that income inequality is widening, firms continuing to make
success of product market strategies based on competing on low
price, generating large store of low wage or no skills jobs and over
qualification or under utilisation of skills is a problem at a regional
level (Keep and Rainbird, 2003) and Greenwood, 2006).

8.0 Conclusion

Labour markets have great significance for the market,
employment system, company as well as for the skilled and
unskilled workers. These are interrelated and impacts are vice
versa. Labour markets are not controlled only the price and cost
but also by the social factors where the exchanges take place
through the constitutions.” These social factors influence the
employer to take decision. But these all are interconnected and
trained & skilled workers change the shape of the market. For the
demand and need of Labour markets there has been impact on the
employers, workers, training and skills. Organisations sometime
are changing their rules and regulations, policies, management
strategies and techniques for the pressure of competitiveness of
productive and trained workers (Doeringer and piore, 1985).
Because these skilled employees lead the organisation as
sustainable one in the changing world. So the organisation wants to
retain them anyway.

Acknowledgement: The author is very much grateful to Ian Greenwood,
Lecturer in Department of Industrial Relations of the University of Leeds,
UK for his kind help to write this paper.



80 CETB-GIP7 SRR, [FIGT 72T, TS 008/FIFT 3830

References

Atkinson, J. and Williams, M. (2003) ‘Employer Perspectives on
the Recruitment, Retention and Advancement of Low-pay,
Low-status Employees’ in Occasional Papers Series No.
2 ( the report was prepared for the Government Social
Researcher’s Office by The Institute for Employment
Studies), Brighton, UK.

Barrell, R. (1994) The UK Labour Market: Comparative Aspects
and Iinstitutional “Developments (ed), New York,
Cambridge University Press Inc

Blankett, D. (2000) Opportunities fro All: Skills for the New
Economy-Initial Response to the National Skills Task
Force Final Report from the Secretary of State for
Education and Employement, Sudbury: DFEE

Burchill, F. (1997) Labo‘hr Relations (2nd edn), Hamshire,
MacMillan Press Ltd. DfES Skills Strategy, 2003.

Doeringer, P.B. and Piore, M.J. (1985), Internal Labour Markets
and Manpower Analysis (Reprint), New York and
London, M.E. Sharpe, Inc.

Forde, C.J. (2006), Training, Skills and Learning in the Workplace,
University of Leeds.

Gratton, L. (2000) ¢ A Real step Change’ in People Management,
6(6), 16 March, 27-30

Greenwood, I (2006) Skill, Training and the Labour Market (Class
Lecture), LUBS (Leeds University Business School),
University of Leeds.

Grimshaw, D., Ward, K.G., Rubery, J. and Beynon, H. (2001),
‘Organisations and the Transformation of the Internal
Labour Market’, Work, Employment and Society
15(1):25-54



Implications of Labour Markets for Training and Skills/Mohammad Rezaul Karim 8

Jones, B (1996) ‘The Social Constitution of Labour Market’ in R.
Cromton, D Gallie and K. Purcell. (eds), Changing Forms
of Employment: Organisations, Skills and Gender,
Routledge. ~

Harrison, R. (1990) Training and Development, West Sussex:
Institute of Personnel Management.

Heyes, J. (2000) “Workplace Industrial Relations and Training’ in
H. Rainbird (ed): Training at Workplace: Critical
Perspective on Learning at Work, London, Macmillan.

Keep, E. (2005) ‘Skill, Training and the Quest for Holy Grail of
Influence and Status’ in S. Bach Managing Human
Resources (ed), Blackwell Publishing.

Keep, E. and Rainbird, H. (2003), ‘Training’ P. Edwards Industrial
Relation (2nd edn): “Theory and Practice, Blackwell
Publishing. -

Learning and Skills Council, 2004.

Newell, S. (2005) ‘Recruitment and Selection’ in S. Bach
Managing Human Resources (ed), Blackwell Publishing.

Nolan, P. and Slater, G. (2003) ‘ The Labour Market: History,
Structure and Prospects® in P. Edwards Industrial
Relation (2™ edn): Theory and Practice, Blackwell
Publishing

Osterman, P. and Burton, M. D. (2005), ‘Ports and Ladder: The
Nature and Relevance of Internal Labor Markets in a
Changing World’ in S. Ackroyd., R. Batt, P. Thomson,
and P. S. Tolbert (eds), The Oxford Handbook of Work
and Organisation, New York, Oxford University Press
Inc.

Rubery, J (2005), ‘Labour Market and Flexibility’ in S. Ackroyd.,
R. Batt, P. Thomson, and P. S. Tolbert (eds), The Oxford
Handbook of Work and Organisation, New York, Oxford
University Press Inc.



83 CTIB-EPIT SRR, [Fe*GT e, TS 008/FFA 3830

Rubery, J. and Grimshaw, D. (2003) The Organization of
Employment: An International Perspective, Hampshire:
Palgrave Macmillan.

Torrington, D., Hall, L. and Taylor, S. (2005) Human Resource
Management, New York: Pearson Education limited.

White, M., Hill, S., Mills, C. and Smeaton, D. (2004) Managing to
change? : British Workplaces and the Future of Work,
Hamshire: Palgrave, MacMillan

Williamson, O. (1975) Market and Hierarchies, London:Sage

5" National Pay Scale, 1997.

6" National Pay Scale, 2005.



ISSN 1605-2021 TPt SRRt
faerew stexy
W15 2008 /FFH 3850

Role of Education in Human Resource Development
Bangladesh Perspective

Mohammad Tarikul Islam*

Abstract : This Article attempts to focus the importance of Education in
Human Resource Development from an analytical perspective. It is
pointed out that Education is a major force that plays a crucial role to
promote Human resource Development (HRD) in the context of the
whole globe. HRD is being considered the focal point of global
development Agenda. It deals with the development of all people and is
not limited to any one section. The reasons why, importance of Education
is inevitable to Human Resource Development (HRD). In a developing
country like Bangladesh, Education is a prime component for HRD since
Bangladesh is burdened with over population in a small territory. A
large portion of labor force of the country is suffering from the problem
of acute unemployment. Lack of.education is a great barrier for the
poverty and unemployment in Bangladesh. So, it has been a major task of
the govt. to equip Human Resource with knowledge, skill, specialization,
training etc. More over, Education stresses HRD as a part and parcel of
the development as a whole: The Article also considers the existing
education system in Bangladesh and its problems and prospects for the
attainment of Human Resource Development goals.

1.0 Introduction

People are both the means and the ends of Human Resource
Development (HRD). First and the most important basic needs concept
is a reminder that the objective of the development effort is to provide
all human being with the opportunity for a full life. Human Resource
Development is widely recognized in all societies irrespective of the
levels of development'. Now, in measuring the stage of development,

* MSS student, Department of Government and Politics, Jahangirnagar
University, Savar, Dhaka.
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economic growth is not the only indicator, HRD also constitutes an
important yardstick. For this reason, now-a-days HRD is being
considered the centre point of global development Agenda. An
educated and trained population can play an important role in
improving the quality of life, reducing poverty and -attaining
sustainable economic growth. The development of agenda of the
present governments in the entire globe therefore reflects their
commitment to "Human Resource Development by providing
proper education. Human Resource Development (HRD) denotes
the development of human being from a qualitative point of view.
Qualitative dimension encompasses educated, skilled, active
manpower qualities of man. According to economist Gunner
Myrdal, there are five variables for human resource development
(HRD). Among them, education is the prime ingredient of human
resource development. Bangladesh is a developing country in the
3" world.? It is one of the most over populated country of the
world. There are more than 14 crore population living within a
small territory of 147, 570 square km. UNFPA reported in 2005
where’s the rate of the growth is mentioned to 1.8.” Unfortunately
for us, despite have a 35 years of the existence of Bangladesh as an
independent country, her majority people is illiterate and less
skilled. So, in a developing and over populated country like
Bangladesh, there is no alternative to education for the promotion
of human resource development.‘In fact, education is the basic
need for the socio-economic transformation and advancement of a
country.

The paper is organized as follows: Section II presents the
conceptual analysis of Human”Resource Development (HRD),
section III provides the meaning of Education, Section IV presents
the importance of education in HRD as a critical analysis, section
V provides the importance of education for HRD in Bangladesh
and here, the existing education system of Bangladesh and it’s
problems and prospects are discussed broadly, section VI presents
important suggestions for the attainment of quality education to
promote HRD in Bangladesh. Finally some concluding remarks are
given in section VIIL.

2.0 Human Resource Development: A conceptual analysis

To begin with, according to World Bank report (1992), “the
achievement of sustained and equitable development remains the
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greatest challenge facing the human race. Despite good progress
over the past generation, more the one (1) billion people still live in
acute poverty and suffer grossly inadequate access to -the
resources—education, health services, infrastructure and credit
required to give them a chance for a better life. The essential task
of development is to provide opportunities so that these people and
the hundreds of millions not much better off can reach their
potential.”* So, Human Resource Development (HRD) is an
integrated concept. It deais with the development of all people and
is not limited to any one section or section. The world has progress
in many unique ways and directions in the last three (3) decades. It
- has developed technologically, economically and industrially. It is
also richer in terms of human capabilities, facilities and quality of
living,  improvements in  education, = communications,
technologically and markets have made the world a global village.

The development of the last three decades also indicates that which
remarkable progress has been made in a number of directions. The
fruits of development have not benefited the world’s growing
number of poor people and where some benefits have reached the
poor, new problems are appearing in the form of deteriorating
social fabric and environmental degradation. The world faces two
major development challenges. The first is to ensure that the fruits
of development reach the neediest through equitable distribution of
resources, opportunities and benefits. The 2™ is to develop human
capabilities and address the challerige of development-political,
economic and social®.The term human resource development and
it’s alternate. Human development has come into popular usage in
development literature in the last decade. Prior to that, emphasis in
development literature had mostly been on the term ‘Human
Capital’. There were three distinct approaches to HRD in the 1960s
and 1970s: human capital oriented, social psychology based and
poverty driven.

Today, there is practically no govt. or international agency that
does not see the importance of human resource development. The
World Bank; The United Nations and it’s constituent bodies
including UNDP, UNIDO, WHO, ILO, UNICEF, UNESCO,
UNFPA, UNESCAP; regional bodies like ASEAN and SAARC,
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the South Commission; the Commonwealth Secretariat;
International non Governmental organizations (NGOs); and
bilateral Aid Agencies, all recognize the need for, and the
importance of, human resource development. The components and
dimensions of human resource development, which they perceive
as being of strategic importance at a given point of time, for a
given country on group of countries, may vary, but the focus is
uniform. Human Resource Development deals both with the
process of competency development in people and creation of
conditions (through public policy, progresses and other
interventions) to help peoplé apply these competencies for their
own benefit and for that of others. Competencies may include
knowledge, skills, attitudes and values. The competencies also may
deal with any field. The purpose of Human Resource Development
as benefiting people the individuals, group or the community of
which the individual is a number.” A broad definition of HRD
seems to have been implied by several writers.

Bacchus, M. K (1991) in'HRD in a post apartheid Africa, states
that “The Ultimate goal of HRD in any country is, or should be, to
improve the quality of its entire peoplc”6.

According to Lime Tech Ghee (1986), “HRD should refer not only
to aspects of physical well being of people such as life expectancy,
infant mortality, rates of morbidity and levels of nutrition, but also
to socio-cultural aspects including education and employment,
social cohesion and stability, political expression, cultural diversity
and even ecological harmony. In fact the only dimension of
intrinsic value in development is the human dimension in its
totality™’.

The following would see to be the key assumptions and premises
concerning Human Resource Development:

+ Human Resource Development (HRD) is a complex and
multifaceted concept. It is also a continuous process; it requires
sensitivity to changing needs in order to set priorities
accordingly.

* HRD is both means and an end. A balance should be
maintained between the two.
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* Developing people is the essence of HRD effort and it is an
important goal of all other development activities (plans
policies, programs, establishment of new structures,
mechanisms). All forms of development are ultimately meant
to serve people in terms of improving their happiness through
better quality and standards of life.

* HRD also holds the key for economic development through
enabling people to become more active.

* HRD strategies should focus on alleviation of poverty existing
at present and possibly in the future.

* Learning from the past experience many development agencies
and particularly national governments are becoming
increasingly aware of the need to involve people through
participation, empowerment, better access and opportunities.

* The national development policies are increasing becoming
oriented of the need to involve people through participation.

* The world is becoming a global village with improvements in
technology, trade, mobility and communications.

* The National development policies’ are also increasing
becoming aware of the criticality of human factors in
development.

* HRD recognizes education, health and nutrition as playing
important roles in developing human capabilities and as
essential for accelerating the pace of economic growth®.

3.0 Education: It’s meaning

The term ‘Education’ is used so widely and at the same time so
loosely that it becomes well nigh impossible to get at the real
implication of the term. It is really difficult to present a
comprehensive definition of education. Education is derived from
the Latin word ‘Educare’ which means to bring to rear and to
foster. Thus, education in its real sense is not limited to mere
schooling. It includes under at all the process by which an
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individual is adjusted to his whole ambition of existence. Thus,
true education provides assistance to live a life properly and
perfectly. It has two types of aims—the vocational aims and the
knowledge aims. The vocational aim glorifies material possessions
and the knowledge aims intellectual possessions. However, a true
education aims at harmonious development of all the facultles and
powers of man—physical, intellectual, moral and aesthetic’.

According to A Basu (1974), “Education. as a subsystem of the
total system is influenced by and is the interaction with, various
social institutions as religion, value system, family, state or
politics, community, social and class stratification, technology,
knowledge etc”'®. Margaret Mead took education as a process of
taking over a certain organized set of responsibilities.

Nobel Laureate Universal poet Rabindranath Tagore wrote as early
children need an education of freedom, just to develop their
personalities“. So, Education develops the creative power of
individuals, who in their turn, will teach creatively to society and
will bring about changes and progress in society.

4.0 Importance of Education in Human Resource
Development: A critical analysis

It came to be realized that the fundamental problem in
development was not the creation of wealth, but the creation of the
capability to create wealth—a capacity that resided in the people of
a country, particularly in their jintellectual capacity. The reasons
why, Human Resource Development (HRD) has been significant
factor towards the socio-economic and political development of a
state. The pioneers of economics, like Adam Smith and Alfred
Marshall, had emphasized the role of edycation as an investment to
promote Human Resource Development with a view to strengthen
economic development Arthur Lewis pointed out that besides
efforts for the accumulation of capital; the accumulation of
knowledge was important proximate cause of economic growth.
Economic growth depends both upon technical knowledge about
things and living creatures, and also upon social knowledge about
man and his relations with his fellowman. The former is often
emphasized; but the latter is also as important. The importance of
human resources in economic development received a fillip
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through the works of Theodore Schultz. His studies on production
function indicated that the proportion of GNP that could be
attributed to measurable inputs of capital and labor was much
smaller than expected. Theodore Schultz, thus, stressed the pre-
eminent position of human resource development in economic
development. He pointed out that skills and knowledge acquired by
the people are the form of capital, and that this ca})ital is in
substantial part a product of deliberate investment'®. So, the
importance of education in HRD is immense for economic
development. The quality of--labor in developed countries was
greatly enhanced through the acquisition of knowledge and skills,
which were products of investment and this, combined with other
human investments, predominantly contributed to the productive
superior. It is of technically advanced countries, on the other hand,
in less developed countries, most of the available capital went into
the formation of structures, equipment and investors, and it was
generally not available for additional investment in men. Hence,
consequently, lack of investment in education for skilled human
resources; do not stay abreast of physical capital, making them a
limiting factor in economic growth. Thus, the optimum rate of
investment in knowledge' and still became a critical variable
determining the rate of economic growth. Therefore, Schultz
emphasized that economic, social, political development depend on
the ability of the manpowers to use highly productive items. Their
ability to use these inputs depends on developing their skills and
knowledge through proper education™®.

The various levels of education such as general, vocational,
technical, mass play an important role to generating skilled, trained
manpower for all sectors of development. The importance of
education for economic development is also stressed by Frederick
Harbison and Charles Myers (1964). Harbison emphasized that
human resources, not capital. Income or material resources,
constituted the ultimate basis of the wealth of nations. Human
beings are the active agents who accumulate capital, exploit natural
resources, build social political and economic organizations, and
carry form and national developmentls. Human resources are the
energies, skills, talent and knowledge of people which are or which
potentially can or should be, applied to the production of goods or
the rendering of useful services.
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Formal education performs many functions in developing societies.
It enriches human life. It is also a selection device, determining
one’s access to wealth, status and power. It modifies value
orientation, influencing the mentality of nations, and condition
people’s attitudes toward work, cooperation and relations with
neighbors. Education also develops the skills, knowledge and
capacities of powers for participation in the labor force.

Education also represents a form of accumulation of human capital
and its effective in investment in the development of economy and
society, politics as well human resources are developed in many
ways. Education is an important component and contribution to
human resource development'®.

5.0 Importance of Education in Human Resource Development
in Bangladesh

Bangladesh is predominantly an agricultural country. The economy
of it with a large and rapidly ‘growing population (about 14 crore)
and low-per capita income, reveals conditions of object poverty for
the majority of people. A large portion of labor force of the country
is suffering from the problem of employment. Lack of education is
a great barrier for poverty, unemployment etc. in Bangladesh.

Education plays a critical role to make the people skilled, well
trained so that they can work successfully at all levels of
development of a country. Human Development Report (HDR)
1996 reevaluated that 47.5% of our total population were income
poor, while 76.9% were capability poor. The over all literacy rate
in Bangladesh is about 49.2 (2005) the female literacy being
43.3%"". More over, percentage of persons completed secondary &
higher secondary, degree & above level of education in Bangladesh
is very low (Table 1).

Table 1: Percentage of persons completed different levels of

education, 2001
Total (in ClassI-V | Class VI- | S.S.C& | Degree &
percentage) IX H.S.C above
100 54.72 29.00 13.36 02.92

Source: Population Census, 2001, BBS.
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Above mentioned table shows that only 13.36 % persons and only
02.92% persons completed secondary and higher secondary,
degree and above level of education respectively and that is to say
a vast majority portion of the people in Bangladesh are not well
educated. Such scenario is responsible for the crisis of employment
in Bangladesh.

In fact, unskilled, untrained population has emerged as a threat to
the overall development of the country. So, it has been a major task
of the govt. to equip them with knowledge, skill, specialization,
training etc. Realizing the importance of education for HRD, It is
stated in the fifth five years planning that education is the basic
need for the socio-economic transformation and advancement of a
country.

Though, education is the prime ingredient of human resource
development, but unfortunately for us that the traditional education
systems, mismanagement, corruption, absence of proper technical
and vocational education are responsible for the less development
of human resources. To respond to the importance of education for
HRD in Bangladesh, emphasis is given to discuss the existing
education system and explore the constraints and prospects of it in
Bangladesh.

A. The existing education system in Bangladesh: A brief
discussion

Access to education is an important component in promoting
human resource development. As it was mentioned earlier that
people acquire knowledge, skills, and attitudes about different
things in life from various sources. These sources, formal
education, though schooling, adult education, non-formal
education and distance education and so on.

Bangladesh is a country of the 3" world and achieved her
independence in 1971. The existing education system in
Bangladesh is almost formal. The formal education system broadly
works in three stages primary, secondary and tertiary/higher.
Primary education is for five years (Grades I to V), the secondary
stage for seven years (Grades VI to XII), and higher education for
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two to five years (Grades XIII and higher). Secondary education is
subdivided into three stages: Junior secondary (Grades VI to VIII),
Secondary (Grades IX and X) and higher secondary (Grades XI
and XII). It takes years to get an ordinary (pass) graduation degree,
three to four years for an honors degree and one to two years for a
master’s degree. For higher degrees (MS, M. Phil or PhD) a
minimum of two years is necessary after graduation.

Parallel to general education, there is an Islamic religious stream
known as Madrasha education. It consists of five stages: five year
primary—ebtedayee; five year-secondary—Dakhil; two year higher
secondary—Alim; two year bachelor (pass) degree—Fazil; and
two years Masters Degree—Kamil.

The other streams are: technical and vocational education,
engineering education, agriculture education, medical education,
law education and business education.

There are three levels of technical and vocational education: (1)
certificate level of one to two years after grade VIII; (2) diploma a
level of three years after SSC; and (3) degree level of four years
after HSC. Engineering, Agriculture, medical, business and law
education comprise graduate and post graduate level education
after the HSC'®,

There is another stream of education in Bangladesh. It is called as
distance education. Bangladesh Open University (BOU) is
responsible for the distance education throughout the country. It is
parallel to general education. The distance education system
broadly works from the SSC program to higher level.

The Govt. also provides non-formal education in a small scale.
Beside, a few numbers of NGOs are operational to provide non-
formal primary education. ASA (Association for Social
Advancement), BRAC (Bangladesh Rural Advancement
Committee) and World Vision are among them.

B. The present state of education system in Bangladesh: its
problems and prospects

Problems: There are various constraints regarding education,
which impinge upon the success of human resource development
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(HRD) effort in Bangladesh. Among them some notable obstacles
are as under:

1*: Child education is the basic foundation of the education system
of any nation. If they were taught according to the proper methods
and strategies, the nation would be able to reach her desued goal.
In this regard Japan and Germany are the best example'®. Primary
education in the founding phase where the citizens would grow
with a certain vision, quality and competence. If the primary
education system of a country s not well organized, visible and
development oriented, the future of the nation must be constrained
by numerous problems and obstacles. The present state of primary
- education is riddled with a lot of problems and shortcomings.
Centralized system, mismanagement, quantitative expansion
withouvt proper attention to quality, less local involvement, less
skill and experience of the teachers and traditional curriculum etc.
are depriving our children of quality education. We the people also
are not well aware and concerned about the fact. Against the govt.
failure, NGOs are launching alternative education program, but
their activities are not more effective for the cause of educating our
child properly. More over, logistic and systematic weakness,
unskilled and untrained teachers staff, low attendance, rate, lack of
sufficient educational materials, tools, absence of academic
supervision, and mechanism to monitor classroom performance are
also responsible for poor quality at primary level. Prevalence of
child labor and the influence of poverty is another impediment to
enrollment and continuing education.

2":  Education is a holistic process. But in terms of formal
education, students are taught according to specific curriculums. In
this regard, curriculums are formulated considering student’s
mentality, national priorities and the demand of time and society
from the primary level to higher level-of education of a country.
Unfortunately for us that till today, our educational curriculum is
the ultimate product of the British colonial heritage. Our national
history, heritage, beliefs, culture are not reflected properly into the
existing curriculums. Moreover, information, & technology based
modern education policy is not coming up into the existing
curriculum spontaneously. The reason why, national solidarity and
development at all levels is at a stake and remains very fragile.
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3" Medium of instruction for education is important part of
education system. Now, we are entered into the 21% century. 21%
century is moving very fast where’s a nation like Bangladesh has
to face a plenty of challenges in terms of globalization. As a result
of the fact, to cope with the prevailing system of the globe, there is
no alternative to English as a medium of instruction for education.
To orient the whole nation with the advancement of science,
technology, communication and information, commerce and trade,
English is inevitable.

But unfortunately for us that, from the primary level to the higher
level, it is hard to be found English as a medium of instruction
beside Bengali in our education system.

4™ Our education is not product oriented. It has failed to link
education and work opportunity. Thus, education in our country
does not seem to contribute to the development of the people.
Moreover, it left the nation: behind the curse of unemployment
(Table 2).

Table 2. Percentage of unemployment by education in
Bangladesh, 2002-2003

Level of education Percentage of unemployment (%)
No education 26.4
Class I-V 13.6
Class VI-VIII 11.6
Class IX-X 14.0
SSS/HSC and equivalent 20.9
Degree and above 12.8

Source: Labour Force Survey (LFS), 2002-2003, BBS.

Above mentioned table indicates that total 33.7 % people are
unemployed despite having their educational level of secondary,
higher secondary, degree and above. That is to say, traditional
structure of education is the ultimate product of unemployment in
Bangladesh.

5t Improvement of the students in terms of quality depends on
teacher’s qualification, skills, experiences and cordiality as well. It
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is the matter of great regret that they are failure in performing
required role in this respect. There are many reasons behind their
failures. Majority of the teacher lack proper training and skill as
well as motivation for delivery quality education from the primary
level to the higher level. Teachers are involved with non-teaching
activities like politics, part time job and teaching students
personally etc.

6"™: Malpractice in the examination is responsible for the
deterioration of the quality of education. All sort of
mismanagement, ill motives of politics are responsible for such
condition. Certificate based education system also encouraging
such sort of ill practices in Bangladesh.

7™: Higher education has a critical role to play particularly in the
developing countries in the context of globalization and emphasis
on market driven economics. If developing economics like
Bangladesh are to compete in global markets and create new
activities and services, only good quality basic and secondary
education is not sufficient. This is because knowledge and skills
required to perform difficult activities are provided at the higher
level. But unfortunately for us that despite have a number of public
universities to render higher education are not performing their
critical role for various constraints and obstacles. Among them,
student politics, teacher politics, session jam, traditional method of
education, and above all the influence of the national politics are
responsible for the less effectiveness of the public universities to
render quality education to promote HRD in Bangladesh.
Moreover, the number of public universities is not sufficient
enough to render higher education and as a result of the fact, a
good number of brilliant students are not getting opportunity to
receive higher education due to limited seats therein(Table 3). On
the other hand, private universities in our country are not keeping
their commitment to render quality education. Even more, it has
become a commercial zone of selling out certificates. Commercial
attitudes, lack of infrastructure, shortage of teacher staff,
mismanagement and high amount of tuition fees are responsible for
their failure to provide quality education.
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Table 3. Participation rate at different levels of education, 2001

Level of education Participation rate (%)
Primary (5-9 years) 48.20
Secondary (10-14 years) 30.13
Higher education (15-24 years) 1922

Source: Statistical 'Yearbook of Bangladesh, 2002

Above mentioned table shows that participation rate of students at
higher level of education is only 19.22% and that is to say
participation rate at higher fevel of education is very low. As a
result, skilled human resource is not produced in Bangladesh.

8": As women constitute half of the total populations in
Bangladesh, so they are in a strategic position in human resource
development. But in our country, they are in back ward position
due to their ignorance. According to the 2001 population census,
literacy rate of female were only 40.8 percent. A number of
barriers are responsible for:their backwardness such as poor rate of
literacy, low attendance at different levels of education, myths,
religious sanctions, patriarchal society above all govt. negligence
and So on (Table 4). But without giving them light of education,
human resource development is quite difficult in Bangladesh.

Table 4. Percentage of female students at different levels of

education, 2001
Level of education . Participation rate (%)
Primary 57.83
Secondary 30.48
College 10.29
University 01.40

Source: Population Census, 2001, BBS..

Above mentioned table shows that only 10.29% and 01.40 %
female students are studying at college and university level
respectively in Bangladesh and that is to say women’s participation
rate at different level of education is very low and as a result, about
half of the total population remains as unskilled human resource in
Bangladesh.
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9'": Technical institutions are dedicated to provide production-
oriented education and make the nation prosperous and self-reliant.
But unfortunately for us that, few numbers of technical institutions
and their logistic and systematic weakness are responsible for the
unskilled and untrained human resource in Bangladesh (5).

Table 5. Number of technical institutions by type and

students therein, 2002
Number of | Number of

Type of institutions institutions students
Engineering College 4 3832
Polytechnic Institute 20 15264
Institute of Graphic Arts 01 il
College of Textile Technology 01 435
College of Leather Technology 01 628
Commercial Institutions 16 3683
Vocational Training Institute * 64 7148
Glass and Ceramic Institute 01 174
College of Physical Education 02 405

N.B. Polytechnic Institute (Non Govt=7)
Source: Statistical Yearbook of Bangladesh, 2004

Prospects : In the backdrop of such a condition of our education
system, there are some positive out looks are observed. Those are
mentioned below —

(1) Universal declaration on primary education for all.

(2) Food for education program.

(3) Stipend program for female up to higher secondary level.
(4) Female education up to higher secondary level without fee.
(5) Expansion of IT based private and public universities.

(6) Increasing the tendency of the students to study science and
commerce.

(7) Importance of English as a medium of instruction has been
prioritized at all levels of education.



@Y CFTIB-E FIARIFY, (GG e, TS 008/F1FA 3830

(8) Enlargement of computer, vocational and technical
education at all levels.

(9) Success of the government to root out mal practice from the
examination center.

(10) Improvement of the curriculums after realizing the
importance of science, technology, commerce and
computer in to the existing education system.

6.0 How to ensure quality education for HRD in Bangladesh:
suggested measures ..

1*: As people’s outlook in our country is fatalistic and their
consciousness about their way of life is very limited, showing
community awareness should be the concern of our human
resource development. Thus to shatter the myths of the project
community’s age-old beliefs, attitudes, behaviors and images
and to create a deeper under standing of the benefits of
development. The reasons why, there is no alternative to the
spread of education. Education is the way of human resource
development. Hence, our civil society must be more active in
making the education .a social movement and make the people
aware of it.

e Understanding on independent review of quality
improvement aspects of our education development projects is
a must. It is necessary to develop a comprehensive and
coordinated quality improvement strategy and program.
Besides, existing list of competencies should be reorganized
and enhanced fresh orientation should be designed for teachers
and supervisions at all levels of education in Bangladesh.

3rd: Training of teachers and education officials is essential to
upgrade efficiency. So, the number of training institutes
should be enlarged and all sort of facilities should be provided
for the production of skilled and scholar teachers. Moreover, it
is important to raise the number of teachers to increase
teachers’ pupil contact time and ensure their full devotion to
the task of teaching.
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4™ Measures should be taken to create motivation for
learning. Awareness campaign highlighting economic and
social benefits of education should be launched. In this regard,
electronic and print media should be encouraged to make the
people aware about the significance of education for HRD in
Bangladesh.

5% It s impossible only for the govt. to shoulder the
responsibility of improving the situation. The non-government
organizations (NGOs) and-civil society organizations (CSOS)
should come forward with massive programs of mass
education. Civil society must be more active in making the
education a social movement and make the people aware of it.
Moreover, NGOs should extend their assistance more to
strengthen the non-formal education for those children who is
dropout from the primary schooling on are excluded by the
formal primary schooling. It is praise worthy to mention here
that BRAC, ASA, World Vision are operational to render non-
formal primary education for the attainment of human
resource development goals.

6": Adult education is essentially the education of those who
have terminated the initial cycle of education commenced in
childhood and those who have never passed through such an
initial cycle technically. It is possible to provide adult
education without literacy by using media and often forms of
communication. TLM (total literacy movement) was a
successful initiative of the govt. to accelerate adult education
through night schooling Govt. should reconsider about the
significance of such initiative again.

7'": Skilled manpower is required in every sector; knowledge
and skills continue to agricultural productivity, skilled workers
are critical for industrial development. Experiences of
countries like South Korea, Singapore and Malaysia indicate
that development of technical and vocational skills is essential
for HRD with a view to develop the nation as a whole. So the
govt. should be prioritized to expand vocational and technical
education throughout the country. Besides, they should
enhance the functional character of technical education and
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vocational training by making them more jobs oriented
through constant and appropriated links with the employment

‘market.

8" Medium of instruction for education should be made
compulsory in English. The importance of English is
increasing day by day as the world is becoming more
integrated in terms of business, trade and culture. So, in order
to promote HRD to cope with globalization, there is no
alternative to English in our education system.

9, Women in Bangladesh are politically ignored,
technologically deprived, socially oppressed and legally
ignored. Backwardness of women vis-2-vis men in the
education sector contributes a lot to their low socio-economic
position in the society. Though, they constitute half of the
total population, the reason why, proper education and skill
development training should be provided to the women so that
they can contribute to the society as an equal member.

10™: Without higher education, the developing countries like
Bangladesh will have no means to communicate to the world
of scientific and intellectual: community and obtain skills,
knowledge needed for their own development. As a result of
the fact, the govt. should take strict measures in cooperation
with the universities authorities to create a session jam and
political violence free congenial atmosphere on campus for the
attainment of HRD goals “in Bangladesh. Besides, private
universities should be taken under the supreme authority of
UGC (The university grants commission) so that they can
incorporate all sort of facilities like public university for the
students and can be dedicated to ensure quality education in
promoting HRD in Bangladesh.

11" Scientific and technological development needs a
simultaneous multipurpose approach to meet the immediate
and short term needs as well as long-term development goals
of the economy. Therefore, IT based educational method is
must at all levels of education. Moreover, the curriculum of
Madrasha education must be reoriented and reorganized
considering the growing influence and importance of science
and technology based modern education.
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7.0 Concluding remarks

What' becomes very clear from the above discussion is that
education is one of the most important ingredients of. human
resource development (HRD). Human resources are developed in
many ways. But education is the most important. Formal or
informal, on-the-job training and self-development, wherein
individuals acquired greater knowledge, skills or capacities through
their own initiative, are also forms of human resource development
Any program of HRD is an important component and contributor
to economic development. The existing education system in
Bangladesh is not sound and effective enough to promote HRD for
the overall development of the economy. Thus, the govt. should be
committed to bring the structural and qualitative change into the
entire education system. Beside, reorientation and re-organization
of the curriculums of the education should be considered on
priority basis. Orientation of science, technology, information and
vocational education is necessary to provide a quality education for
the skilled and trained human resource. Beside, to expand income-
generating activities for the employment of the skilled manpower
is the major responsibility of the govt. It is hopeful saying that in
the last few consecutive years, highest allocation for education in
annual budget has accelerated the process of modernization in
education sector. In a true sense, Bangladesh has a plenty of
prospects for many reasons. Only sound and pro people policies
can change the total picture of the country. It is thus imperative to
find proper ways and strategies regarding education by that over
population of the country will become skilled, trained human
resource.
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Abstract: The agricultural sector in Bangladesh faces some new
challenges in the twenty-first century. On the one hand, the pressure of
population and the existing laws of inheritance lead to the fragmentation
of holdings and, on the other hand, croplands deplete in an astonishing
rate due to urbanization, industrialization, river erosion etc. Accordingly
the existing land-man ratio declines gradually. Bangladesh would have
to face tough time ahead to grow more food on less land. Since there
virtually remains no scope for any horizontal expansion in agricultural
production, the increased food production to feed the added population
in the days to come becomes a serious threat to the agriculture in
Bangladesh. 1

o=t

T @36 PR o1 | GFFeR IR TR N7 TR @)
e ewgelf US| AR T o Tedmw 1 ffefre 3R ffew
TARITST (*FT, AWM, I 8 AT TS T NoFql &AW 35,53 St
(R008-300¢) €I (TTIF (T ATET oA ¢5.9 B (003-3009)
FiITs fefers ¢ oem i 3eifits Fhers wHeim (J1st =45, sHers g1y
8 B 7R) AWM (008-300¢) 7! 8, 5¢ B X AFATACHT AINHETT VL%
AR FRENN® @ FrefRwerg FRIe w3l 4 ¢ Gt R @3’
gyl e | s5eo @ IR R TC IAFT IR Testww I TS
T @RI TR I B s | RATor TRiRe 9 2o
AP B e eoie STIRS TG @ IR TeoAmae @ wow
Afiwifere e werRpfore TeorT MR Seeme Reameei 3 oA |
SdYo T WHTFY IMI-NIBIOT-(M JIETH Sddo WA (XELATTS QT
AMPPT TR TRLTIAOR WY FCATR, IR T AW oA TGS 01
SAFOR ferafRe xrarr 0 WiArenee oSN TR | w93 e
AR I TRAMCR (T T TG WS Afewmeel i 2wk, A wF

* STREIIN wag1oi, AIereg Rrers, s3I Refwrrer, 53am |



LY CETB-2I7 FNEF, [GeIGT 72, T 008/FIFT 3850

SRS ST T FR AWM (F0G 43 SRR AL &) (AT @R
aﬁm%w@m%mmumwwm

Tﬁ@eﬁmmﬁmﬁ—ﬂmwﬁﬂmam
ﬁ‘?{WWﬁ\’sWWﬁWI

Tolied BT ¢ aoere Rrsge

TET R_FI & QTGN TAG (N (CTFEA) T TS MRS TR |
(et BT [0y AT AAfeE Pt (Rivasr) 3R Ao 7w o
T T$S WEARFS TGR WO I (MR | @R Toled
RPTEITSt 8 ARAeTel fME oY RS W PN @ QKFTR
PASfEGT Tolle 1 AUFT TSI ToeR @ e TR | G=S FY

TREN AP 8 Ag-Afst ToTeT BT RN IS TECR | IS ACHS
freg e FRAS s QA FRT 2P TANSCIGS NN TS
QYT (ATICR | T AT AT *B7 TAITed Wy Fgie Teomomz
SPYE FRCR: TAME AP (414, % Zopifin); Sib wrsim = (+115, coret
W);W;W;W;W;W;WNGWFWWW
T BAATS (AAF- AT, SA-@A, I, WA oyt I TR sy o
Tonred Renifn sege @a T @ dRd @ e frfee s,
f&fEfITe S, To FRIETR ¢ g 8 TSR e Mea =B Bore ae
FAC JRA SR TI-TI Z A9 A SR | GRIGIS HHS FRCIR
TEUW &Fa e AR FRA TGN TAUTST JRIGR AT T4
G T | TSR AN T AT P TLAW IS (ATA JCACR *77
T GR AFIFHFOIIR YN FCA 02 FRAWMER WFRE AT 47 F,
TR 550 I99, dfes 395 ¢ R Tonfa erom qaz® TR | O
T S R AL e T PR @S I ¢ Tesfifrat e
GIFT T RN FRANER APRAF @R RAypt 74 arzery ¢ wifers
AR M FZE A8 TS AR | IR G5 ARG G Sowerrae
fomeaall @ IR I O ARYAES GFF@ R AR WAF i
e e [afve zre A | A= «fens I SR Sfere
IR A oAl @4 st Ree Feate: F9 WA ((0€-3.¢o GF9); T
AR (2.¢0-9.¢0 IIF) IR & U (d.¢o+ GIFF) | W@ &ICH SIS
Reafbre TRered @ wdaR TR & AW AfFRGE o e [k
FRAMT (R TCE; (F) GHRA (0-0.¢0 @3F9); (V) &feF AR (.¢o-
5.¢o FR); (V) FH AT (5.¢0-.¢o ¥FF); (V) VR AR (:.¢0-9.¢0
OFF) @R (&) IR A (.eo+ @A) | CNIT RS (landless
household) e =TT PR SRR 67 SiTst ot I ARER; (F)
SRRN-3 TR GR il g IR NFER b, PSR A A (FH



TR Fr TeoAmea Tom FRwfw 1¥etw ¢ Rdfmer gor/ 2o 3y vq

AR G (% GRR-: TR GR Al 7Z@ IR fewaE Tefent gret
T (P G G @ giRE-0 R GR Al e qR S
PSB! AW .¢o I @ BT &N AR 1° IS &0H ANF (farm)
TS (@RI AR @ 7FA (household) Tfeid it $R wfim
e wdie RFAR M @b FR wfim «fames Sfers e
o fAded Fa TEeR | W @R (holding) I#MME @RI TR @
e wfiders | adie. @3 AN 9fiE T @B WIS AR | @
A Weeld @R (holdings) Rftegeim s a1 «3ifis arcw
I AT | AGWeR  @RFFE ANER @feTz Iewe (g
(scattered) IIZW ACACR |

offt FRHR e

- QTR IR BeAmw owTd it 3% “NiGi, Teaifier ¢ oy e 2
e wged [REW | ©i% 9ff AFR &R DA JRSEE TR A
wojef (AT AR | AT @Fe e g FeFR I Stye PR I
OF W DY AER DA IAREST Vw1 Bl ITwRET MG
& IR e IR FTTe PR ARTET TR ARSI
3f8q *% S»eo A East Bengal Estates Acquisition and Tenancy Act
of 1950 - &3 <res foagi IARTS T Bge GmiA el Fife [{ge =7 |
O3 WA T FAGAR TR FI O Ao QNI afSdra amansnf
TLTAQreIN TRME, SRFWR JYImd Sy 98 20 1 @3 WRE A frg
i i e Mdifes 27 oo [T (wo.00 @39) | fF€ TRWA 2 Sn
A8 Wiz wiverel @ [y FI A T ;WL sAfqme A gepifre
e Tge wf st T et g wfy IR e @ | AFRSIS
GRS WIS 4 East Pakistan Ordinence No. XV 1961 - &3 45N
wfiE s Bifer wae At (sxe @F9) R Fm, T aRemR T Tge
G 3B TR AT R forafze 271" AT At 359 MEWR
offl Sigwl W3 +ifiar Pig wfim e fifa s =@ soo =, arnenfat
¢ a1 % wfim W Tege 9 1 e Bgs wi ot 4 i I5s
G} OfY MFR T | IR SIAA AN ¢o RS @ SR @
AfGF 1R W0y IB-SraT Tgw & e Wi 8.¢ M @I W, A feA
fTeeE Tege I” HRASITS y5ae A FHHIF g AEH BifeiR qo0 [wrm
T S G3R AR ITORES AT GIARM B0 St 7| (58
599¢ AR S¢ SNTHR ALATSS *BARISI T @ Sragtet Fifq 7@l |°
S5b-8 TR Y FLHFIN SYITR M &7 fifere vo vy Mfiew st =@
a3 g WA A 5 WS 7R ww AR pfem Rem Afets @)
ORIY AN T 2 @ I }fE ¢ I27 % IR A 932 A e [
8 & 518 FCe R | e Rfvy o wrw @3 fft e wzas



03 CAIB-E1T SRR, GG 7N, TS 008/FIFT 3850

IiT T 0 LR WA e gFoed (T SFERER Mo
FTT M |

g5 fmm e W @ R Teafe wi2s @ Sl % (@A
QENEAC (I 6N I AR ATFE A € A AT T |- I P
IS o9 e wgd &N @@ F9E W4wN o2 consolidation and
concentration of land €3 T IR AN AIFF LTI A Y2 A |
o IRARLS o7 (JF, BT, @@HE W, TEN A ITH G
Topif) TR 4 FEA TR SREH 40 ANCS A A TN 8 T
TR ST WA TS TOITS AT | T TG ©ieaw welf faeR 328
IR T FY AR AR e Y | G IBIOR I AT
SFIHIER (F GO Spye T B 7 st sidfaw Fifei @9
s Reaear w2t arem | st IR &N IR TE Mo a
TG | g NLAOFTOII e INEA (economically non-viable
farm)mmam—aanmuwww—ﬁwcnm%awm
e R s ¢ offt Wi e gl AR @R AMAR w30
A 8 FLFIrS Ww|aaﬁwmof—ﬁrmm
{8 Wi 7R 17

eI A QAR AiBT

QLI ST S MR @ @3 Rew fimwgr oz
e werfs | e IRE R Ao (land distribution
pattern) €¥5! SRAPTET I FAwa ST TF A AW, T QNS
AFZSITOIR G TY FI& TYR® FRAYT (70! ARTS IR | dSdvo @
TS T TG FIA i s e & zeers g AR oteeide
G Gf¥w “Afaie TR @ J2R AR WS (T & wAfwmes o I
feet | WD Svdo @ WALF (1 AT FH FERA TMAIS e e ey
R o $7 R w{ws wii| Afses e e T8 Ay
R IR | SodY A G Fa, TR @ IR WA o (T A
T TG 5.59%, d9.93% 8 .e3% AR T, VI ¢ & I
wigeldly &g AR e (b pREtE IAEE 85.0v%, 85.¢0% @
52.903% (A o> BB At WAy sIETAer Wi offse e
FRANER 7T TS FO.Z7 AR | ST doby AN Fg, TN 8 29
T 1T TFSA Zo TAGFH 0.b-9 OFF, 0.55 G 8 3d.4d U7, UG
5999 I G STOA ZeT TN 5.0 G939, 8.3 AFF 8 3 IFF X FTSIYT
T, TR ¢ JZR AR TG o AR aoTR, T 9IMH
IR R e @ (RS A 7 qReed 1 (e of R s
(TR 2R AR QI (®I5 | @v (S SRR (risTied Qe ST



TR PR BeoAmeTa B Fiwim 28eww ¢ RAwmmern 2o/ 25 3y S

IR 8 TR U@ TG WO SRS I | T IANWCR AL I
TAMET JRR @ AR IR geR Wers Afve | FRERE wmiRe
1o, fiftey wwgH ¢ SPRE I FRERT 99 I 9 wTRR T
AT T TR | TEREfOrS IR FY IR T AfAfes o
SEeEE® AN (economically non-viable farm) #ffes  zwz |
TR FRCS SRRET B BN Fo AR IRt 2R G
TR Jfad THRE-GR AN AfeT TRTE (6 AR T Ay
T S SANLS! | TG TAPRAF AITS 519 G2 A=A Ryt
TERIfier SR FRE SRyRe ST T WIR A AFRISE g Ao
SESEAS AT T MR | T qCR 9IS TY I79, AT 395 @
SRR Ayl i iR, IS ¥ F7F 8 TR FIFWR A @ doR
I TR | RN A 2, SRAfSTeng Sereeee [afbe 2ema “7e §0
| JERA SIS PRGN WG AR NG AR | TS TIPS
G WL A R A 26, TPRACST TR SIS @
SES!l <2 AT SR P A 78 2w AR~ AT, A
SRV FREE IeIF gAfTe Fag |

M 03: R IR A1 =1owa1 77 '@ AEgS & AR ot 9
(5549, S5b9-b'8 8 dpdY)

ANER | AN R [N || IRAGS SNF A
SEC] ol T

3599 | 35b0-b8 | S55Y | 3599 | S5b0-b8 | SHdY
TE | 85.93 | 9098 | .| Sb.A¢ [ sy | 8.
Bl
TR | Bore | 28.9% | da.Y | 8b.bo | 8¢.ob | 8d.¢o
SIRLE
TR | 380 | 858 | G [0V | WH | 3293
kG

q4: AEMAN ARTRYN FRI, The Bangladesh Census of Agriculture and

Livestock, 1983-84, p-46; Statistical Pocketbook of Bangladesh 2000, pp-178-
179 .



LTI P TeAmTa Tota FRefim 28w ¢ RfawTor erer/ Tafe oy U

IR 8 TR AAER TG TS WA I | T IR ARSI
BeAME 328 8 AR AN doR wers e | IRl smize
Lo, fiftey g ¢ wPRw I FRERE I I 9T ST wa
TR & fAtez | Terpfors AEmeR FH ANRER @ Safes Rt
SEeEwe AW (economically non-viable farm) <ftds TR |
AETCR FAS QAR i wouH FFe e TR TR W3
TR e THRT- AR TS e SRR (T AP T ATEA
TS TG STNLS! | FAILT STPIRAF SIS 51 @3 A=At Kmpamm
TEIEPI W FRENT A1RS WS &) Wil A SRS Rt A
SEISETE A & MR | 0 qUeR 9IS T 399, AT 396 8
SRR 1 Y SHoR, SIS YA FIF @ TR FIFTR AL @ EoIq
I AR | THAY w7 20w, StAfeweng Sereeee [be 2o e §q
- JEA ST IS PRGN Wee AR AT AFR | TS AFRATS
TR LB R R T 26, TFRRITST TR SFSICATS! @
SES! <2 AT SFer I AT 78 2eifS AR o AR, A
APV FrAER SIS GAS FE |

R 03: Ry R TR o1 T @ UGS S AR o1 T

(5549, 55b9-b'8 8 d3dY)

AME | AN TR o3 A TGS & Al
CEC RICET R

5599 | MbO-b8 | 55V | 3599 | S50-b8 | dv5Y

W | 85.93 | 90.98 | A5 | M.q¢ | W.sk | 8.5
SIDIE|

TR | 8obre | :8.93 | 324y | 8bmo | 8¢.od | 8.0
SIbIG|

=2 5.80 8.58 e | 00Y | w5 | d9.9%
SR

A& QEN AU PR, The Bangladesh Census of Agriculture and

Livestock, 1983-84, p-46; Statistical Pocketbook of Bangladesh 2000, pp-178-
179 ¥
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MM ox: P IR AR (T et (JEAMR) (3549, S3b0-v8 € SodY]

- QA %49 S5b0-b8 SOBY
Tg N w3do q0bY 589
TR AR ey 38v9 209b

28 AW @50 85V B
g » vea Soo8¢ 3545k

@ A ARPRUW T, The Bangladesh Census of Agriculture and
Livestock, 1983-84, p-46; Statistical Pocketbook of Bangladesh 2000, pp-178-
179 P

THNG (T, 5549 (AT dpdYy @ XIS AT IR G AmoIct
AR TR oA Y [Tt 28 ¢ TR AR &SR FOIA (TR
(T 03 BB) | SArsMfE ArICER SeIqT wfia st AR @ 2
NI SESIAR G AR e AN WS (T GrTR, GRIE Fa
AN GO SR AR (@rorr fetwe @R @R TR AR
esid ShE SR JEFSIE T T e e AeEw e TrifE
AR T VAFSAZ (TR (TR 03 FBY) | FRCH@ SS-TARAT
5191 (9, FRERR SIS ISCAT FCE T G TS (T Y LIicas
SRt @ffY fawdl TECR | A oR TS (R TH (¥, $544 AT (@A (6 IR
LT SR G 03,.¢Q T, Svdy A ©f TR 53950 7Y | T I
AR TG WS TS I QAR | REAPTSIR §e T4 I TG0
@ore foretane @R, .30 AR TS 58.39 A IR RS
Yo B wATH TR TANE ¢¢.85 Y (35250 A ~ v.e9q TN)
g AR T G | @F S gfReor st % R sefere afets |
9@, )bt;a\'J-brS 8 Sove-pb AN TRRFH T & TN Y%, ¢v.¢% 8
@¢5.25% |

TR IR fRmE A @ $fefi IR (cropland operation)
e S fre xm gfimifee--518 (owner-cum-cultivator)
eyt e semt @3 #efi Siret® 1 eI (tenant/ sharecropper)
QR SRMFER-FW-AGEAT (owner-cum-tenant) YT I NG 411 |
SRE SIIIER STorfes ¥R (Seifre wiem e W @ SrIeN
T I AR WG qF AR ARTET e TR @<k W T
fff 3t oo Rfvwa sfite @ FaaR @9vet Aerr (fixed rental
system) *® M oo TS 8 T Btz @, @ ot gt W e
W fTeR 51 IR e3rS] Gy @2 AMATH SoApTY ererel A AW 7
SR | €% SRR SR Terpe TR R T g ARere
TR G e R TeoAT wrioty effiFre ArdcT snfgerey @
WS TR |



AT FH TeAmeTa Bom FRwfim 8o ¢ Rfmwmen gor/ Tafer oy Q3
A 00: JRAWT B I (1B I 1ozt TF) [Sned, dvav,

Sady)
eEC] dEd A MBY
frifers-Iw-5rat 8 18.¢9 Y, 0
Sfmifrs-sm-a-fiod 89 .0Y R0.¢»
AR 5 9.8) 50.5%
i Y00 Y00 do0

“@: Mosharraf Hossain, Agriculture in Bangladesh, p-131; BBS, Yearbook of

Agricultural Statistics of Bangladesk 1998, p-231] [Worked out from data given
in the Yearbook

AEMCR A g ANt sl Sy e T’ 94 3=
AR R NS ARPTR ot (TR =R AN 9o oY (=62
A, A WSS & WS (=6 (7o @R 1 2406 [ow aae Rty g
@ (scattered) I AfezeraR (7B @ It 2bmize aftafes f[o
AT AW AfITS 03 | 93 KON (A4l T AW AEg @5
RIfReL @7 G AT 5.0 1°° I TEAA 9,¢0 IR AV I8 A
o Mo @@t 77, Wb 3592 AR G AHE WA b0 @7 (¢ M)
Ww@wmmw@mm@wq e fawt s
oG AN ©IF TG NI G T A F0F &AW LTS IR A F4A
TS | 3599 T FR AR S (741 T T2 AT CF@ do «F
W{FAE AT TR ¥R 9F-5QL AT (F0d @ eI AR & 9
QTS So A | FREMT 1% WIS YWSIAAT &OIF 74F Azizur Rahman
Khan and Mahbub Hossin $itwd The Strategy of Development in
Bangladesh atg Ita+:

The fragmentation of holding facilitates the reduction of
risk by diversifying the elevation and type of polots in
the land portfolio of the farmer, and by allowing him to
grow different crops. It, however, reduces the
productivity of labour makes labarer management more
difficult and acts as a constraint to private investment on
lumpy irrigation equipment and other forms of
mechanization by large farmers."’

LR JRE SRR AT 2o B @, W 53.¢% ANMEE &hiE
AR q.¢ GFEE FA @R @R @G SEEET GHE AW bo% a2
YRPIRA SeeE TR I AW 559 A Sfi AeHR Wiz sAfsyferna
BN TS, BT AT IS WS AN HHTF ANEFL Gf Aery A1



T JH TeAmeTa Bom FRwfim 28ew ¢ Ko gor/ TafeR oy E
A 00: JRAMT B I (16 I 1ot TR) [daed, dvav,

Sady)
SR S5ED 8L doBY
friferss-w-5rat 8 18.¢9 LY, 0
Sfmfe-am-a-fiodt 89 .0Y R0.¢»
o Y 9.8 0.5
% do0 Yoo Yoo

“@: Mosharraf Hossain, Agriculture in Bangladesh, p-131; BBS, Yearbook of

Agricultural Statistics of Bangladesk 1998, p-231] [Worked out from data given
in the Yearbook

AFICR A Qe Anbifa sl Sy e TR, 94T 3=
A R AF© AARPIR 2ot (TR J=R A PoR 94 (RI5R
T, AN NEOGS T A (6 (=6 (=R A 240G [ow w3 fifvegy e
% (scattered) a1 (@feFeR @6 @R A 2B afafos [oE
AT AW AfFITS 03 | 93 ROWI Al AW AEAmed AEEfg @5
QIR 97 G AT 5.b 1*° AT I 9.¢0 IFEF AR 2R A
o NPfe o =7, Wb 35aR AR f AHR W2 b0 @7 (¢ M)
mwﬁmwmwﬁmmﬁmmq 3¢ f3r siwen
G AT O TG A G A 7 07 & W=y A 7o =4
TS | 3599 TCH FR AN WS (741 T TZ-ALAI AT CF@ do @7
wfgeaa 8o TR qIR GF-5Rdiet AE (F0E @ WS AR Y AR
(@ATF So A | FREMT 1% WIS YWSIAT @O F4F Azizur Rahman
Khan and Mahbub Hossin $1twa The Strategy of Development in
Bangladesh &T% Ita=:

The fragmentation of holding facilitates the reduction of -
risk by diversifying the elevation and type of polots in
the land portfolio of the farmer, and by allowing him to
grow different crops. It, however, reduces the
productivity of labour makes labarer management more
difficult and acts as a constraint to private investment on
lumpy irrigation equipment and other forms of
mechanization by large farmers.'’

AR T AR AT T© B @, & »a.¢% I &iA
AT q.¢ GFEE IV AR AR @O GG TR AW vo% @R
YRPTLRE Seo TR I AW 554R AR O Feww WA oHfFoferng
BT TS, B G ISAA WS A HHTF ANFR G Aery (I
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TN e REfoe 7@ | SFeiE 39 I, TSRS ey s G
Tge AR e TS e | ISR @ WA i Wqe R ©f I
284 I AT WY TSR (TN THAR (A TR 7 | @ &IV TGRS
A i fafeene? frae e I @, 93 o TS Wi
@ VRS T (@I 2R AR WY AFE A G At s
AMETE QEFEER Afde W wdtAfeTe! SEeETe 8 ST
A 1 -

e FR TesAm

S50 O THTE (TS JIETTres Ay WioFS feet I=ea 10T &l de 7L .
9, widie Tod 13 RN ASITR Al oF ZrfeE Seaifkerena did R
sifamiet <y qERe T 1 S5ad e IETw @ 3538 AR LeReFal I

ST ) 951 SRt AT ot | FTOR TGRS AW O A
Teoma e R TeAMe To1 1% 0T MIGH | ddbo-T WA 2 S AW
T Jfd (TS AMF GIR dddd-I000 HIE LN FFIfSN fFrews
QT BeAme e ot RO (Rt FR (TS 08 7E9) |

AR 08: el AT (417 '8 1) BeAAATR B =it (PR Be)

sovo | vy | dop8 | s8be | by | syba | bbb | drbd | oo | oofod | oY} | oYod | oyl

NE | % | B3 | o | 5ob | 008 [ 1My [ BYD | Wdd | Wk [ WH | WY | 188

fafe@a=, 1998 Yearbook of Agricultural Statistics of Bangladesh p-45; Ministry

of Finance, Bangladesh Arthanaitik Samikkha 2002, p-48; Bangladesh
Arthanaitik Samikka 2005, p-69

8 WP BeAme weTferR IR gs et o S (M
SR () TR @ WA Tew) AR | e Rer QMo T
AW AR FAFSIE Z (oiteTe iy @l Jfa *ieR (T9(Q o¢ 7340) |
={Be3 AMPICIE CF@ SIfA-fSTe] qAGCR | TP WA A4S I TGS
AP SeAmASIR ABe T RO @ o & g Afe qmpsy
S @ A @ AR NYRS AAY STEWIN QT 6 =2 Al
AT 000-300) TE IR S 008-00¢ ud I27 A4S W AR
@A HF (N GCTR G AW S @rer fagd, T Ay
T (TG OF (AR FHLPL6R AN |



AR FR T Bom FRwfR 8o @ Rfmer qor/ Tgfee 39
TR oe: Rea= Tre ey Swifag TR (ew @l 5+)

Qo

A vy | wewi | GG
SRS
000-0) 85 Sove | See8 |
3005-0% ¢od D | S8
R00-09 @8 W_LY VR0
009-08 W WS 9By
2008-0¢(>Y «fem 389 vod | W8y
)

@ QWWWW%W %-388

- WIMR AR (cereal foodcrops) TeMA SRS Jfa (TS ARG
5598-9¢ S d5v8-v¢ TS SWAMIA M (non-cereal foodcrops)
@A T, 4, (06 §I @2 *F-71E TeAM 8 MAFHG (oo ameieme
S I A | S Spvo-a WeF e WRIfFg wmcels Afif¥fen wrugfe
= 91 AW (T o) | _

TR ov: g RHB <y Tl M TR cotota sifet (Recemais)

g AR | 5538/a¢ | dvb8/be | Svve/ou | dSodv /s
AR 5¢9.58 | dbr,q9 | da¢.0 | d5b.d
YA

i e B g | Q0.¢e 59,93 8.5 9.0
Tl LY .55 8.¢ 8.5
(oIS Coe .38 ».08 ¢.8 e.¢
fofq S._b .09 R :.8
T4 8 [T 5.¢5 b 5.5 9.3
R3S

TT: AT ARTRUA M6 I2-2000, F- Ord>-06 IR APAT OF,
J1eETIC: TG @ e, -9

mammmmmﬁ?mmaﬂmﬁmﬁaﬁvﬂquuom
d¢o fRETRER «ar @ @ el Wl e Tea I Aor (A oq
BB) | SR @ AR 40 Tl e o Jfa e A FHEe v
IR T A, IR (WG BeoAma I A cofevs oy A 4wy e et
cotel ol &1 (TGTR | JoT© [ AT WL o7 IMIACS SRNY SN FCet
Mg o AW enf} fica A Awty, IS 7w FEE AR WA
gy ARER e == A |
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AR 0q: WfPg Wive FEfA ageew s

Aot 74 LSk il 7
OB E-vrY W1 N0 o9
Odbbr-brd W W14 VO
2BBY-BR QLY QY9 Y
ABC-DY WNE8.0 | WYL R0Y. >
Q000 N80.9 | WVI.R | W¢o.0

TeaT: QAT WA AMHI-2009,%-5%9

FIENTATH SR AT TAHE TG SeAM FICAS GPIR AT WIfAg
NG i A AT CSITZT A AT To1 IR TG AWl | WWEio ey
NSRRI SRAY SRR FRCE =S FRAAY TeAMS FAFSI AIS AR |
Te (TRTIR RS @ o oy o R ies, Wk an.«awz ey
71 8 (MCHAT BILS AN (7 ATt Sgfece! MTe #Ita 71 dvvo-T WIS
T[S I T Rt St oI FACS A4 T | O AL AR TeoAmw
4 @R S FRAT T A g I, wdie IR AwRT W @3’
TACERS AT | GNAS 2SN @ CTPTRE geIINe ALy R
Teoiv W S @ | TOR®R (Rl I @, WAGS FRAY e
IRMAT AR N | GTORFA e PRy oy Afdrema ool
efsraifter e IS AR T | WEifeF 4 Hagedt ZTAF6HEEH (IRRI)
frrE T, TR QT @RETE @, GG AGN FIRE @A afS
PR TS 75 I T FACS T ¢d VA T, GIRIN SRTSH SF AR
FEIE W IS W S R0 TR, NG AT FIAS AN FACO W 0
2T T, ARNE JIIE W JACS T b T8« Teid Wi forzre~ri

W FAS W Y T8 TR 1 FRACS FANITES W4T TesAm AW
@3 AP Beom JTA TfE AETTCR AT FR TeAm @3
@feas eor AR IR, AT dOR TSR TATLS S ¥F IR |
AMERE@N T, SN G SR AGTHS AT ¢ ANG ATy Vgl A,
ISR ACNTCR S TG 8 TR F73 Y SRR 476 @A
fare 4 @ TOIPIfes PRI AR 1 FremgR aAwfde REACE,
S550-T WS ARG (PITRI T JGATAH S Foor A ey
TAINFAAT Y LT QAR | FCA AN FRAC AL (refer Fia=tely
e AeTe ¢ TR | JAEMATR AR SRS TR A91G A e
@Te ICR | AR s, P, I, oe, {9y wEn Tenfra Sestma
WHFIEAFONE JT (IR | O ¥R TeAMAZ By FNA Iq @31 *P)
TeAMT T TS I T (5 Afide we IR (IR ob 7B) |
ARfEfon SRTel ToAfE FW@ 00e-00b TRREA ITHE FAIE AW,



qeEmereeR R TeAmtR Torn FREfiw W¥reaw ¢ Réfammenr eer/ Tufee 3y q¢

fotae, o, O 6 Ry W7 BeotmeTa & IS W@ % T FA ¥
AR S e 1 oore Sreeee oYy TR, JIETE 008-00¢
SRRE @Y MR T AN FER e @I BN, g vy e
SrmifTe W TECR 8¢o (@It Bt ¥ agrts f&m, (onewfn, wam, wiwEh,
G5, coGTel, Twa, (i A To7 TR SN 4958 Fe ATCR | WY
MY I (I R o= shewt T 711 JR Q4w e hareeg
S T SS9 [{eE sk g Wenr RS 19 @
Rerfe AR | qrIvle AR TSR FReAT HABT oo wers
CIBAT | (TR JR8W A5 AMu&l g5 e I 6TF (@FAT AR
ARE BeAm @ R Mg, Fioas R |

TR otr: SRR FR T Sert @ BIIAA S AR

(=R 937, TER @l B)

= o o R 53 % TR SR
& | T | [ R | o | TR | o | o [ o | T [ o® | S
S308/a¢ y4¢e (] Sy 8b0 8 oS 88¢ | 988y | o Y 0N | BWw
hefy [ daRe 34 0% 893 ) oS 80 [ avwe | oo L) wa | 8w
WOYdY | daxe [ 309 8% | e 0 808 | %o | 0 ) 00 | Mov
Y | Mo (3] Y 8o ot oY 800 | Qe | 8 o4 | 999 | Mo
Saduhy [ deed 8% 38 88t Y ¢ 8% | ubed ) b ot | ¥R
sand00 | 59 %O ) 8ob | W 804 8 | W | door Y Wb | oo
000/03 | o obY 38t W (22 9 85 | L8R | dod bR e | e
040} | SN 83 0d Bt |, W 8% 803 | oy | M (75 9 | W88
003/09 | ddovr 8 by W We 83¢ 8% | W | o 00 Wb | owy
00908 | Yo% ) bto Mo wq wr [ 808 | w8 | doov 28 Wb | o

@ AT SRAT ATF 00€, 4-289

AR 08 8 ob XSG WEW T=B (F, FATS! AAISIBICA SN WA
AP B i (TS S HETI-TeAm ergosnd Qo -ieaee | wdie
AT R TesAma MR WP Rews €| 8 oW B Y I
TRIET 26T THHME AR Seoms RS IR | FhTer {67 wew
T8 VY JRAY AW ISR IAEWCNT &fS 7 &R [PE |]T I
IS AR | IFS WA IEW JR T 3900 @RI AR 41, oW
wmvﬂmnmmwmwwwmwﬁwﬁam Qb>%-2 4
BITER IS 37 W ¢

FR TeAMTTR T @ IR

TR R Tesms Jore o7 (ST TaAmieTa Boim fseren: JfRwfiw
s, gfewr weited @ «Af | $47 e, apa 3Betre, gopdg fotetfa Rttt
Teri, IREeTe) oISy HAfN Fenifn IR SR (TR A FRfsfes
werel e T | @ SR ¢ (Sl FRTAR AN TR
T ROW Tt 7ediss 1X° SRR (e (IS ofYt @e e e (O SIeEey
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i@ (arable land) RRrae AR SAgH [t T | /g 389w
AT (STe TAMITT ¢Fa FT eyl afsTws Mg FREfE w5,
IR Reea @ @i FRICfeT weeet weorst wfi-gg seire e 51y |
e wefi @& (horizontal expansion of agriculture) ©2 Tg
g T PR TLAMT SNGOT SR A ALTACH (R IR B |
4T SIS TR I ATHAT G- AT AfSfre T =1 |
JIENTATH T, FRiEe, oS, FA-IEe-ATed Ffid 8 Taremag R
afS T=7 &l 3% FREW P& Firew ey e TR | e I A 93
% (B PR YR AR (depletion of croplands) 43 FRFfers =5
TfATe YT WET T AW TLMER 9F I oiTEE TR TR

@A 11 BFe F8AT (TR A ((FNH- (FWIRETIG™) WM 0o o Said
(land reclamation) 303 JA S seriRd T Wi ¢ FReT Tox
FIRAIZ IS (AFAC WS AGNACTE ATF eI 19 | QORI GT6
TP @R TR, Aw, Tge oS awe Tenma WMy T T
S@eR9R (vertical expansion of agriculture) JFTTACI FR BeAMe
TR AN FIC {1 | Mo SR w8 b ofit 9siw™ g
G SrECael wfiE oPal YR I Res FREf [ teqw Ao
TR T AR, Ane IR e FREE e fa Toren Tz | (6
oY GAIFR Ty NG SR 9T FRINTSR AW (NFCIA ZCONLR
e *F-RRES! (cropping-intensity) @ I AR 1 Ssbd/bR
A (6 G @ARPR T Ao ST o fom oA ve.vo o, [ 7]
WA A 2005/0% A HIRPTETR ol ¢4.58 ;42 AN 77 fFiRkwe!
3¢ 0.8 RS T Jfa (AT MTS dav.6b (TR ob JB) |

A os: e =0 ARwe ezt (@it fiffms @3w)

A TR (TG | N6 SRy | (05 oY waew | *np ARkeet
ofy @S oy T NG SN :
SObd-bQ 38.35 5.9 YE. Yo 5¢0.b8
S55d-5 58.b8 .08 L).2¢ 599.03
R00%-0% 38.u:8 b.8b @9.58 3905

I: JEAT qLAST FF 00€, J-Us

24FT IO AR, JREMHG SRS W ¢ TO® FUIFOT AT @
RS I FR Teodma sIRASToR et Rfe zeam @
R oft widew (Tenfyaa, 2Wed 2oiv) wiberer Teniv s JRwfw
TR T TR JifeFe TaR FEd R 7 | WA IS TE, TGRS



AR FR Tertmea Tom FRwfi W@qe ¢ RAmmmenr dor/ Tafes oy Qq

IR AR e o2l 47 FIFAR O Gfe e Serdortiy FR
T FACS AT, (ARG (FIE@ Oird Freg Ry e awcs
AR | ARFE A TSR TFR ¢ PRI &AfSBTTR 4 TR @
At T IR ¥4 ARTIM Tl ¢ YR TAF Y WLEmIfg e ol
SRR @R | FY 8 oI SIRWI AT I YRS SIEEm, G6 TF Fo
1 e Aw IR TS Fage FREZ 7T 77, WIS A= Fegera
TR T ¢ ST I79 | qRls bfere o omfere wfim 1@ Wifers
@Ry Qe oF@R R Tesme s Rivcme Tefde @@ W, oneg
AT AF gFIeNI IR I Wy A TR R AT
W 6T T | WG IR 5,99,95,006 4377 IR GG M@ 8b.05% o2
bE,b0,33 U TN GIH SES TR IV (MR Wfww @ e
CT5E TGO AT AR CTRY BY G5 A7PARIR @ifes sl 3¢ .
- 3 Beov I TS T | g e e ww ¢ 2SS s¥fmae ¢
TR FRAT e WAl IETF FR FIA @ GIGIAT e MR 9T
TR FIE | APTRA I SR AR FRIIOAI, T 1S ¢ Tyl
aATY G K I, “ARIIT T HIAL IR AT AGS Mfd F AT
TR FACS TR T 4TS YIB! FRCY | I 761 AR (5) TS IR
(@F ¥ T IR Toreast T I ATTHS T PR IR I YT 59 ()
iy IR Boaem AR 1 0 $3R S I @t AR o
fRraem 3%@ 1 AT ISR SR @ W 5.89% (o005 AGEH
ST et SR, T S IRqetEcs B A A [FReI coites
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B K Jahangir, Differentiation, Polarisation and Confrontation
in Rural Bangladesh, CSS, Dhaka, 1979, p-33

Mosharraf Hossain, Agriculture in Bangladesh, University
Press Limited, Dhaka, 1991, p-128
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QM ARPRYN R, The Bangladesh Census of Agriculture
and Livestock-1983-84, p-46; Statistical Pocketbook of
Bangladesh 2000, pp-178
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Mosharraf Hossain, Agricuttur in Bangladesh, University
Press Limited, Dhaka, 1991, p-128 and rcema= w<tafeos 3=
R00R, B TH 00, p-121
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Abdul Bayes, ‘Green Revolution: Dialeeties Old bedates and
New Data’, The Daily Star, 28.01.2003
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Azizur Rahman Khan and Mahbub Hossain, The Strategy of
Development-in Bangladesh, Macmillan, London, 1989, p-34

A SAfZRRTN A, The Bangladesh Census of Agriculture
and Livestock-1983-84, p-46 and statistical Pocketbook of
Bangladesh 2000, pp-178-179
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Dr. Mahabub Hossain of Social Science Division, International
Rice Research Institute (IRRI), presented the keynote paper in
a dialogue on ‘Liberalization of Crop Sector: Can Bangladesh
Withstand Regional Competition’ organized by The Centre for
Policy Dialogue (CPD) on 08.01.2003 in Dhaka; The Daily
Star, pp-11 & 12; 09.01.2003
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The Daily Star, 01.11.2003

e AR P, 1998 Yearbook of Agricultural Statistics
of Bangladesh, Dhaka, p-222
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Abstract: Bangladesh became independent through a blood-shaded war.
In order to establish a democratic state, the constitution was
promulgated in 1972 with a view to the great liberation war. The
constitution vividly declared the equal rights of both male and female in
all sphere of life. The national parliament, the apex policy making body
of the state made provision of women’s participation in the national
parliament which was defined in the constitution of 1972 and a limited
 number seats were reserved for women. The provision was made for
upliftment of women considering their prevailing socio-economic,
religious and cultural trends at that time. But after 35 years of
independence, today, reserved seats for women in the parliament through
such indirect election system is no, longer popularly accepted. Because,
the real political empowerment of women is absurd in this system.
Therefore, recentely, civil society, different cultural and women
organisations, news media have been demanding for direct election
amongst interested women candidates for those reserved seat. The
proposed system would not only accelerate the real empowerment of
women but also constitute effective and meaningful democratic state
structure. The progressive and enriched Bangladesh can be established
through real political infrastructure and efforts.
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"Unto men a fortune from that which they have earned, and unto woman
a fortune from that which they have earned (4.32).”
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