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Introductory Message

It was stated at the Fourth World Conference onWomeni n 1995, AEquality betw
is a matter of human rights and a condition for social justice and is also a necessary and fundamental
prerequisite for equality, development and peace. A transformed partnership based on equality
between women and men is a condition for people-c ent r ed sustainabl e develo

In this context, it is generally assumed that having a Gender Action Plan automatically encourages a
more systematic and integrated approach to addressing gender issues in project designs and
implementation. Conventionally Gender Action Plans were developed at the latter end of loan
designs, included as an appendix to reports and recommendations, to fulfil conditions of donors, and
even often included during implementation as a mid-course correction. Such piecemeal inclusion is
seldom effective. Although increasingly incorporated into development programmes the concept of
gender is not well understood, and because the focus of gender oriented development has been
women, gender has often been misunderstood as a synonym for women or female.

Projects and institutions have benefited measurably when gender concepts have been actively
incorporated into the development process. Development goals have been met more efficiently while
long terminterest s of gender equity and womendés empowern
development is not possible without the full participation of both men and women. Development
policies that incorporate gender as a factor reflect a growing understanding of the necessity for

womendés and menbés full and equal participation i

Boosting womenés participation has to go much b
relationship between power, poverty and participation. Women want, and need to be able to
participate in decisions that affect them, their families, communities and country.

Within the BWDB this need has been recognized and some of it has been addressed in small ways
by: providing women with work through Labour Contracting Societies (LCSs), their inclusion on
committees, and improved access to training; all these have given women access to much needed
economic resources and social status, even within a short time. Projects ensuring that women had
access to new resources and new levels of participation have successfully challenged traditional
attitudes that restricted women from participating. Despite this there is still much left to be done,
especially in terms of deploying and supporting women staff at field level.

It is to close this yawning gap and to increase attention to the participation and empowerment of
women in development projects that this Strategy Paper was developed, in a participatory and
consultative manner, learning from experience. The BWDB as a whole has to take up ownership for
this onerous responsibility, and so far has lived up to its own expectations. This Strategy draws
attention to important areas where attention has to be focussed to improve gender equity. The next
important step is to ensure practical implementation of what has been proposed and developed in
this Gender Equity Strategy paper, in the process take the lead to demonstrate the importance of
addressing and correcting existing gender imbalances. This presents a golden opportunity to lead by
example.

Syed Mohammed Zobaer
Secretary
Ministry of Water Resources
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Foreword

Equal rights and opportunities for bot h men

empowerment is one of the basic principles advocated by the Government of Bangladesh and is
validated through several important regulations, including the Guidelines for Participatory Water
Management. All development programmes including the BWDBO sshould address gender
inequality issues and strive to cater to the needs of both men and women. This is however,
easier said than done, as translating gender equality in actual practice is not as easy as it
sounds.

It must be remembered that existing behaviour, social norms and customs have been ingrained
and deeply inculcated in society over centuries, and the changes being promoted here cannot be
achieved easily or overnight. Gender changes as envisaged here can be achieved only with
strong political will and real commitment from all those involved. The development of this Gender
Equity Strategy was born out of a realization that much more concrete action is needed to
transform the efforts of the BWDB on the Gender front. This entails more than a simple or single
activity, but rather encompasses an array of initiatives, both large and small, ranging from those
which can be quickly implemented and that which require a long-term approach. In particular,
initiatives need to move beyond specific water management projects into mainstream activities,
building on existing positive policy documents and recent practical project experiences.

The commitment of the BWDB to undertake this initiative is the first small but highly significant
step in this direction. This Strategy Document was developed with much discussion and with
contributions from the main actors themselves, the staff of the BWDB, and is therefore based on
very practical experiences and resulting suggestions. For this reason this highly participatory
exercise should enable that the proposals incorporated here can be implemented successfully.

This Strategy is certainly not the last word on what can, and need be done to accomplish an
achievable Gender Equity. As changes and developments occur, the needs and relevance of the
proposals in this Strategy too will need to be changed. This Paper does, however, aim to
encourage widespread involvement in achieving the goals set for achieving Gender Equity and
to integrate wosnato dlsnterpentiorss.pls cadefulvess ultimately will depend
much on the ingenuity and imagination of all those who seek to apply its principles.

Sharif Rafiqul Islam
Director General
Bangladesh Water Development Board
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Abbreviations and Acronyms

ADB Asian Development Bank

BADC Bangladesh Agricultural Development Corporation
BRDB Bangladesh Rural Development Board

BUET Bangladesh University of Engineering and Technology
BWDB Bangladesh Water Development Board

CAD Command Area Development Project

CDSP (I1) Char Development and Settlement Project

CEDAW Convention on the Elimination of all forms of Discrimination Against Women
CMG Canal Maintenance Group

CPU Central Planning Unit

DAE Department of Agricultural Extension

DG Director General

DOE Department of Environment

DOF Department of Fisheries

DP Development Partner

DPHE Department of Public Health Engineering

EMG Embankment Management Group

EPWAPDA East Pakistan Water and Power Development Authority
ES Embankment Settler

FAO Food and Agriculture Organisation

FCD Flood Control and Drainage

FCDI Flood Control, Drainage and Irrigation

FGD Focus Group Discussion

FWCW Fourth World Conference on Women

GESAP Gender Equity Strategy and Action Plan

GIF Gender Issues Forum

GOB Government of Bangladesh

GPWM Guidelines for Participatory Water Management

HR Human Resources

HRD Human Resource Development

IEC Information, Education and Communication

IFAD International Fund for Agricultural Development

IGA Income Generating Activity

IMED Inter-Ministerial Monitoring and Evaluation Division
I-PRSP Interim Poverty Reduction Strategy Paper

IPSWAM Integrated Planning for Sustainable Water Management
IWRM Integrated Water Resources Management

LADC Local Area Development Committee

LCS Labour Contracting Society

LEB Locally Elected Bodies

LGED Local Government Engineering Department

LGl Local Government Institution

LGRD Local Government, Rural Development and Cooperatives
MDG Millennium Development Goals

M&E Monitoring and Evaluation

MIS Management Information System

MLGRDC Ministry of Local Government, Rural Development & Cooperatives
MOA Ministry of Agriculture

MOEF Ministry of Environment and Forest

MOFL Ministry of Fisheries and Livestock
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MOL Ministry of Land

MOP Ministry of Planning

MOU Memorandum of Understanding
MOWCA Ministry of Women and Children Affairs
MOWR Ministry of Water Resources

NAP National Action Plan

NGO Non Governmental Organisation

NPPR

NWMP National Water Management Plan

NWPo National Water Policy

o&M Operation and Maintenance

PAP Project Affected Person

PC Polder Committee

PD Project Director

PED Project Evaluation Directorate

PMIS Personnel Management Information Systems
PP Project Pro-forma

PRA Participatory Rapid Appraisal

PRRA Participatory Rapid Rural Appraisal
PRSP Poverty Reduction Strategy Programme
RNE Royal Netherlands Embassy

SPC Sub-Polder Committee

TA Technical Assistance

TOR Terms of Reference

TUG Tube-well User Groups

UDA Upper Division Assistant

UNDP United Nations Development Programme
UP Union Parishad

WARPO Water Resource Planning Organisation
WMA Water Management Association

WMC Water Management Committee

WMCA Water Management Cooperative Association
WMF Water Management Federation

WMG Water Management Group

WMIP Water Management Improvement Project
WMO Water Management Organisation

WSIP Water Sector Improvement Project
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BWDB Gender Equity Strategy and Action Plan 20067 2011:

Executive Summary

Gender equity is fairness and justice in the distribution of benefits and responsibilities
between women and men.

Introduction: The BWDB has already made considerable progress in addressing gender equity
as enshrined in the Constitutional as well as the National Policy for Advancement of Women and
the National Action Plan. This Gender Equity Strategy and Action Plan (GESAP) signals further
commitment to ensuring gender equity in all activities.

Approach: The Strategy aims to take a sustainable approach, seeking solutions with minimal

cost implications. This approach means the programme will be incremental, building towards full
integration of gender equity in the programming of the BWDB in an ambitious, yet rational way.

The Strategy aims to be realistic about what can be achieved by the BWDB. Wherever possible,

a broad-based, multi-sectoral, participatory, partnership approach will be taken. Over the
timeframe ofthe St r at egy, participation in al/l phases
awareness of gender equity issues has been raised will help to ensure that gender equity issues

are increasingly and effectively addressed.

This Strategy will not stand on its own or as an-ofoéadd |t can only be
mainstreamedd i.e. integrated into the regular, ongoing functions of the BWDB. This will be a
challenge for BWDB, its partners, contractors, beneficiaries and communities, but one whose
benefits will be felt across all stakeholders.

An Action Plan has been developed to provide specific direction for short term activities to
address the Strategyo6s. This Action Pl%n wil/l

Goal: The goal of the strategy is:

The BWDB will work to ensure gender equity in the efficient development,
conservation and management of water resources and in all its activities
through the empowered patrticipation of staff and communities.

Principles: The principles underpinning the BWDB&s bal anced approach t
the same principles that influence all of its work. These include

I Participation / Partnership 9 Transparency 9 Evidence based

9 User centred I Sustainability 1 Ownership

1 Accountability 1 Empowerment 9 Human rights
Timeframe

Date Term Activity

2011 Review of progress to date

Revised Strategy produced

20061 2008 Short Term i1 Strategy: Finalise / approve / translate
1 Review of current position / Develop baselines
1 Plan programmes
1 Early Implementation
2008171 2009 Medium 1 Review/ revision of programme / finalise targets
Term 1 Implementation
200917 2011 Long Term 1 Implementation
1
1
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Strategy: This Strategy has identified common elements that apply across BWDB and its
programmes and projects. The Strategy aims to ensure that all the following areas contribute
positively and actively to achieving gender equity in all functions and actions of the BWDB:

1 Data and information: Gender disaggregated and related data and information are used
to ensure all functions and activities are equitable.
0 Gender disaggregated data
o Knowledge / research
o Capacity development
1 Human Resources: All human resource functions are gender equitable and contribute to
BWDB meetingd at minimumd prescribed government quotas.
0 Recruitment
o Posting
o0 Women- and family-friendly policies
0 Harassment-free environment and staff safety
1 Training: Equitable access / ensuring gender equity is integrated in training as
appropriate.
o Technical
o Managerial
o Participation
0 Gender equity
1 Support facilities Support facilities (such as toilets, prayer rooms, childcare facilities)
contribute to ensuring staff amenities and privacy as appropriate.
1 Participation: Equitable levels of effective and active participation by both men and
women staff, contract labourers, beneficiaries and other stakeholders.
Contracting: Working towards gender equity in LCS and other contracts.
Policy: Working towards ensuring policy agreement across government (e.g. in relation
to contracting regulations)
1 Communication: a coherent and equitable approach to communication
o Information, education and communication (IEC)
0 Media
o Networking
1 Monitoring and evaluation: Ensuring gender equity measures are taken into account in
all monitoring and evaluation, and that progress in achieving the Strategy is measured.
1 Programme issues: any additional programme issues

=a =4

Roles: Centrally, BWDB takes a strategic, coordination and monitoring role, ensuring a
consistent approach throughout the many programmes and projects undertaken. It has an
overarching role in relation to issues such as data collection, human resources and training. The
many individual programmes and projects coordinate and implement their own activities and
report to BWDB centrally. While programmes and projects are guided by BWDB and MOWR
policy, diverse funding and the developmental nature of projects allows many of them to be
innovative and to pilot and test new approaches, particularly in the area of gender equity.

Indicators: Indicators are noted broadly in the Strategy and specifically in the Action Plan.
These are both quantitative (e.g. recruitment levels, postings, membership of committees,
numbers of staff tr ai ned)effeatimedesiruparticipatientniplanaingj. e . ¢

First steps: First steps will involve establishing baselines (so BWDB will be able to measure
progress), carrying out needs assessment and reviews of current procedures and activities,
setting firmer targets and beginning implementation of the Action Plan.

BWDB Gender Equity Strategy and Action Plan 2006 - 2011 7



1 Introduction

6Gender equityé i s f aedistribiion ohedefitp and resporesibilities t h
between women and men. The concept recognises the different needs of men and women,

and also that women have been disadvantaged due to past inequities and may require additional
support to rectify the existing gender imbalances. A gender equity approach is concerned with
equality of outcomes and can be seen as a means to achieve gender equality: the absence of

di scrimination on the basis of a personds sex
benefits or in access to services. In accordance with these definitions, this Strateqy addresses
both men and women.

BWDB Planning Approach: In keeping with the National Water Policy and the National Water
Management Plan, the Bangladesh Water DevelopmentBoar d 6s ( BWDB) appr oa:
has shifted from sectoral to multi-sectoral planning, as well as widening to include all water
related sectors. The Guidelines for Participatory Water Management have been a major
influence on this integrated planning approach. This reorientation provides an excellent
opportunity to reconsider the role of the BWDB in relation to both poverty alleviation and gender

equity, two issues that are inextricably linked. This new direction is in keeping with a range of
national and i nt er nati onal strategic approaches, par
Strategy Paper (PRSP). The BWDB, especially through its contracted programmes of work, has

the opportunity to make a very considerable impact on gender equity, and through progress in

that area, an even greater impact on poverty alleviation.

It is important to note that this Strategy doe
equity issues. Many of the most significant factors affecting gender equity are outside the control

of the BWDB, such as poverty, education, environment, rural and urban social structures,
politics, culture and religion. This Strategy will work within the context of this broader picture and
attempt to address them through a multi-sectoral appro a ¢ h . I n addition, wom
and employment are growing to include greater participation in the professions as well as
administration and a range of other fields that will contribute to greater gender equity in the
country as a whole.

Baselines: In a number of areas, baseline informationd a clear indication of the point from
which BWDB will measure progressd is not available. Where the baseline is known, specific
targets have been identified. In other areas where the starting point is less clear, general
objectives have been set. Most importantly, the Strategy aims to describe the processes involved

in ensuring al/l BWDB6s programmes address equi
on reviewing the current situation, establishing baseline information, setting firmer targets,
developing programmes or approaches and beginning to implement those approaches.

Sustainability: The Strategy also aims to take a sustainable approach, seeking solutions with
minimal cost implications. This approach means the programme will be incremental, building
towards full integration of gender equity in the programming of the BWDB in an ambitious, yet
realistic way.

The Strategy aims to be realistic about what can be achieved by the BWDB. Wherever possible,

a broad-based, multi-sectoral, participatory, partnership approach will be taken. Over the

ti meframe of the Strategy, participation in al
awareness of gender equity issues has been raised will help to ensure that gender equity issues

are increasingly and effectively addressed.

This Strategy cannot stand on its own or as an-ofadd |t can only be
mainstreamedd integrated into the regular, ongoing functions of the BWDB. This will be a

BWDB Gender Equity Strategy and Action Plan 2006 - 2011 8



challenge for BWDB, its partners, contractors, beneficiaries and communities, but one whose
benefits will be felt across all stakeholders.

An Action Plan has been developed to provide specific direction for short term activities to
address t he Stivesand s hgluded ascAbrjexe4. This Action Plan will be reviewed
and revised at the end of 2009.

The Gender Equity Strategy and Action Plan were developed between June and October 2004
initially, involving BWDB staff, and subsequently improved further with direct hands on
experiences and discussions at central, zonal and village levels. This has been modified only
slightly during the ensuing years

2 Context: Striving for Gender Equity
2.1 International

International: Gender Equity: There has been growing concern about the need to integrate
gender perspectives into international development programmes since the late 1970s. This
concern has its roots in both practical and ethical considerations. As demands for community
participation in development programmes and projects have escalated, it has become
increasingly clear that unless social, economic and political gaps between rich and poor, majority
and minority groups, women and men are taken into account, participation falls short of its
promise. When control over programme resources benefits only a minority, existing socio-
economic gaps widen instead of diminishing and poverty alleviation remains illusive. Equally
seriously, there is a high likelihood of technical weaknesses in the implementation of
development initiatives, resulting in poor construction, inadequate management and less than
optimal use and maintenance.

I nternational bodies, civil associations and w:
wisdom of factoring in gender gaps to push forward an international agenda for promoting
gender equality and gender equity on human rights grounds. Starting from the latter half of the

1970s a series of international consultations and conferences organized for the purpose have
progressively sought to shift arguments for achieving gender equality from practical to ethical
grounds, that is, from grounds that including gender equity goals was important to ensuring the
success of international development, to the argument that ensuring equality for women was a
binding obligation for all countries and international bodies committed to guaranteeing human

rights.

T In 1979, the Convention on the Elimination of all forms of Discrimination against
Women (CEDAW) committed international development to address gender gaps by
eliminating discrimination in all spheres including political, educational, employment, health
care, economic, social, legal, and marriage and family relations. It called on governments
to:

0 Incorporate the principle of equality of men and women in their legal
system, abolish discriminatory laws and adopt appropriate ones prohibiting
discrimination against women

o0 Establish tribunals and other public institutions to ensure the effective
protection of women against discrimination

o0 Ensure the elimination of all acts of discrimination against women by
persons, organizations or enterprises.

BWDB Gender Equity Strategy and Action Plan 2006 - 2011 9



1 The Human Rights Conference in Vienna (1993) affirmed that ensuring human rights
entailed removing gender gaps. It declared: A The human r ingidtofsthe gifi-
chil d ar e an inalienabl e, integr al and
specifically prioritized the elimination of violence against women in public and private life,
including sexual harassment, exploitation and trafficking in women, and called for:

o Government action to increase the access of women to decision-making posts
and their greater participation in decision-making processes

o0 Greater information dissemination to women about their rights by national and
international treaty monitoring bodies

o Ilncluding information about the status

deliberations and findings of monitoring bodies.

The Fourth World Conference on Women (FWCW), held in Beijing in 1995, reiterated the
Vienna concept that achieving human rights was possible only if gender gaps were eliminated.
The Conference consistently argued that women are among the poorest of the poor, control
fewer resources at every rung of the s odaland
political powerlessness. Accordingly, the Plan of Action, which emerged out of the FWCW
process, listed 10 areas for action:

o Poverty removal
Participation in the economy and environment
Health
Education
Prevention of violence
Human rights
Right to property
Image in the media
Development of government machineries for promoting gender equality
Eliminating discrimination against the girl child.

OO0OO0OO0O0OO0OO0OO0Oo

1 The Millennium Development Goals (MDG), adopted at the Millennium Summit in
2000, enunciated yet another link between achieving gender equity and ensuring human
rights. It declared that poverty reductiond or efforts to ensure the right to live free of
povertyd were inextricably linked to reducing gender gaps. Accordingly, a number of
targets i n dt hma pMibha ateedoceng gender disparities.

In addition to the usual commitments to reduce maternal mortality and increase the
number of births attended by skilled health personnel, the road map sets specific targets
for reducing gender differences in secondary education and non-agricultural wage
employment.

International: Gender Equity in the Water Sector: In the 1970s the inclusion of gender
elements in the water sector was not apparent. Women tended to be equated primarily with
managing the domestic water supply sub-sector, which itself was seen to exist in relative
isolation from irrigation, fisheries and other uses of water. Apart from male indifference to easing

W o

(0

a

womenébés access to water for drinki ndgsagadbdtwegro me s

women and men in their stakes, patterns of use or priorities in the water sector.

However, the growth of urbanization, the industrialization of agriculture and manufacturing, and
the consequent threats posed by water pollution and watershed degradation have forced a
significant change in international perspectives on water. Attitudes have progressively moved
away from regarding water as an infinite supply and towards considering it a limited resource
that needs to be carefully and conscientiously managed to ensure equity among competing uses
and long-term sustainability.

BWDB Gender Equity Strategy and Action Plan 2006 - 2011 10



Whi | e FWCW tended to define womenos interes
responsibilities for managing domestic water supply, it also succeeded in acknowledging that
domestic water supply itself is in a highly wvo
was increasingly under threat from environmentally unfriendly technologies in agriculture,
fisheries, commercial and industrial activitiesd mainly controlled by men. Accordingly, in the
section on women and the environment in its Platform of Action, FWCW called upon
governments to

Ensure that clean water is available and accessible to all by the year 2000 and that
environmental protection and conservation plans are designed and implemented to
restore polluted water systems and rebuild damaged watersheds?.

In addition, in the same section, FWCW went on to lay the basis for considering a more
diversified role for women in the water sector. They called for research on the role of womend
particularly rural and indigenous womenad in irrigation, watershed management, coastal zone
and marine resource management. Other areas recommended for investigation include food
gathering and production, soil conservation, fisheries, disaster prevention, and new and
renewable energy sources.?.

The Integrated Water Resources Management (IWRM) approach, which has emerged in
response to the shift towards the more complex and competitive paradigm, aims to increase
economic and social welfare and ensure environmental sustainability through the coordinated
development of water along with land and other resources, with the participation and
involvement of women. Formalised in The Hague in 2000, IWRM relies heavily on concepts
derived from FWCW and a series of consultations on water, the environment, and sustainable
development. They collectively affirm the important role women play in managing water (the
Dublin Statement 1992 and the First World Water Forum, Marrakech), and environmental
management (Rio Declaration, World Summit on Sustainable Development 1992).

Women have concerns and rights in water management as a whole, rather than for only limited,
specific purposes. IWRM is driven by four guiding principles, among them being recognition that
water resources should be managed at the | owe
centr al role in the provision, management and
renewed interest in consolidating and undertaking new research on gender differentials in the
water sector. Results confirm the findings of earlier investigations by the Food and Agriculture
Organisation (FAO), the International Fund for Agricultural Development (IFAD) and other
international agencies specializing in agriculture and food security. Findings underline that
womeno6s interests in the water sector are not
related needs) only but that women compete with men for control over water for irrigation and
fishery also. Moreover, there are significant gender differences in patterns of use and benefits
derived from the water sector. For example

9 Irrigation schemes tend to favour cash cropping. In Asia, where women farmers have
traditionally been responsible for family food production, while men have borne responsibility
for the production of cash crops, modern irrigation projects inadvertently work against women
and family nutrition. In the late 1960s in Sri Lanka, the Mahaweli Ganga Irrigation System
sought to raise food production by increasing the production of paddy (a cash crop). The
project allocated land for paddy and handed over income from sales to male farmers. The
result was precisely the opposite of what the irrigation scheme had sought. Under-nutrition in
the project area was the highest in Sri Lanka. Where the national average was 6.6%, in the

1 Fwcw Platform of Action, Strategic Objective K.2 (1)
2 (FWCW Platform of Action, Strategic Objective K.2 (f)
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project settlement it was 38.5%. Two factors accounted for this: (a) women felt that they
could not legitimately claim control over the income from irrigated paddy, which the men
tended to spend on non-household needs. (b) In the new settlement created by the project,
compounds were so small that women could not grow rain-fed millet, which households relied

on for nutrition, especially for small children3.

Another aspect of irrigation schemes, especially large ones, is that they tend to favour mono-
cropping. In Africa, where women farmers are responsible for family food production while
men specialize in growing cash crops, there is an in-built tendency for such schemes to
widen gender gaps. To ensure nutritional balance, the production of family food entails
growing a large variety of crops, which have different irrigation needs that are not easily
accommodated by large irrigation projects. By contrast cash crops are more efficient if grown
as a mono-crop and are easier to optimize on new irrigation opportunities. Consequently, the
effect of such schemes is to widen gender
technology while women remain 6behindd.

gap

Thef ai lure to take into account wo me n dosnesticaused s f
has equally negative consequences.

T

In Nepal, the growth of female-headed households has forced more and more women into
agricultural tasks traditionally associated with men. This includes irrigated agriculture.
However this feminization of agriculture was overlooked by the Chhattis Mauja Irrigation
Scheme and user associations were formed without the participation of women. The result
has been free-riding by women farmers in the head-end of the scheme. The women are left
free to extract water without having to contribute labour. While the women free-riders
themselves benefit, management performance suffers considerably as do users further

downstream?.

In Peru,theover | ooki ng of women farmersd capabil:i
negative effect. This time, however, the effect is felt by women farmers themselves. Although
official rules mandate that night turns have to be rotated among users, women are forced to
irrigate their fields at night. Why? Because women lack social power. They are no match for
the men who are more successful in negotiating with local water committees and thereby
monopolize day turns.

As noted in the Kyoto World Water Forum Ministerial Declaration (22 March 2003),

In managing water at the community, local basin and other levels, we should ensure
good governance by addressing equity in benefit sharing, realizing all-inclusive
participation of stakeholders including women, NGOs and local authority and providing
transparency and accountability in all actions.

Mostoft hi s has been reaffirmed in " WoeldV@enrem in
March 2006 regarding Gender concerns in the water sector.

2.2

Bangladesh

The Bangladesh Government has approved of the suggestions above and is a signatory to most
of them. Although considerable progress has been made, women in Bangladesh continue to be

3 Margreet Zwarteveen, Linking Women to the Main Canal: Gender and Irrigation Management, (nd).
4 Margree Zwarteveen and Nita Neupane, Fr ee Ri ders or Viction: Womends |
Management in Nepalédés Chhattis Mauja Ilrrigation
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seriously disadvantaged through gaps in access to education, healthcare, nutrition, employment,
income and political decision-making. These inequities are not restricted to society but even
influence family relations, resulting in discriminatory allocation of food and healthcare to girl
children. The clearest indicator of this disadvantage is the female: male sex ratio. In contrast to
most areas in the world, where women outnumber men in the population, in Bangladesh there
are fewer women than men, the female: male sex ratio being 96.3: 100°.

The Government of Bangladesh (GOB) clearly recognises the need for action to close the
gender gap and empower women and is compelled to do so by Constitutional provisions. The
Constitution guarantees not only equality to women but confirms the need for affirmative action
to assist women to achieve equality®. Along with these, initiatives can be made to enable
women as well as men to formulate and express their views, to participate in decision-making
right across development issues.

GOBO s international commit ments rng igentlen requiy.
Following FWCW in Beijing (1995), the Ministry of Women and Children Affairs (MOWCA)
undertook a sectoral needs assessment with the help of a number of line ministries. Although
the Ministry of Water Resources (MOWR) was not directly involved in the exercise, a number of
ministries with which MOWR works in close partnership took part in the assessment. These
include the Ministry of Agriculture (MOA), Ministry of Environment and Forest (MOEF), Ministry
of Fisheries and Livestock (MOFL) and Ministry of Local Government, Rural Development and
Cooperatives (LGRD). Based on the assessments, MOWCA drafted the National Policy for the
Advancement of Women, which was adopted by the Government in 1997. The policy commits
the Government to establish equality between women and men in all spheres of national life,
including the economy, and emphasizes the need to guarantee

9 safety in the workplace

1 equal wages for men and women

9 elimination of discrimination against women in hiring, promotion, posting and
training.

The ensuing National Action Plan (NAP) coordinated by MOWCA and adopted in October 1998,
provides clear guidelines to all ministries and departments for integrating gender equity concerns
into their operations and programmes.

More recently, and particularly importantly, the finalization of the Interim Poverty Reduction
Strategy Paper (I-PRSP) further requires attention to gender equity. It does so by identifying

gender as a ficore devel opment i ssueongnagofigehn

Moreover, the Poverty Reduction Strategy [PRS] clearly moves strategies for reducing gender
gaps into the arena where it is not womenos
denial of power to them. Accordingly, the PRS also links national success in poverty reduction to
achieving gender equality and equity in areas such as

1 combating violence against women
1 reducing discrimination in employment opportunities
9 developing monitoring systems based on gender disaggregated data

® The total population of Bangladesh in 2000 was 123,151,246 of which 60,415,258 were women and 62,735,988,
men.

® Article 27 of the Constitution declares all citizens are equal before the law and entitled to equal protection of the law.
Article 28 (1) prohibits discrimination and asserts:
only o f religion, race, cast e, sex or place of birtho.
equal rights with men in all spheres of the state of
citizens in respect of employment or office in the services of the Republic. In clause (4) of the same Article, the

0b

AT
Cl
pu

Constitution endorses the principle of af firmative acti
making special provision in favourofwome n or f or the advancement of any back
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1 creating a women-friendly institutional environment.

The economic di mension of gender equity in ter
be crucial to the work of BWDB as well as the country as a whole.

2.3 Ministry of Water Resources

The Water Wing of the East Pakistan Water and Power Development Authority, (EPWAPDA),
created in 1959, was mandated to manage, develop and harness the water resources of the
country through an array of activities, for tackling calamities such as floods, droughts, river
erosion, tidal inundation, etc. With the emergence of Bangladesh the organization was divided
into two distinct entities, one to deal with power and the other with water. The water wing was
transformed into Water Development Board as an autonomous body.

National Water Policy (1999): Following a thorough review of the policy issues related to the
water, the Government of Bangladesh formulated the National Water Policy (NWPo) in 1999. In
keeping with the globally accepted principles of the Integrated Water Resources Management
(IWRM), NWPo addresses the major policy issues within the water sector in a comprehensive
manner.

The policy highlights the multiple uses of wat
central role in providing, managing and safeguarding water resources, as reflected in the Dublin
Statement (1992) and Rio Declaration (1992).

The objectives of the National Water Policy address the following issues:

1 Clause 3b says that water must be available for all, particularly the poor. Special
attention must be paid to the specific needs and rights of women and children.

9 Clause 3d states that institutional changes should be completed to increase the role of
women in water management and in the decentralisation of water management

1 Clause 3f states that knowledge and capacity must be developed so that future water
resource management plans can be gender equitable.

1 Clause 4.16 addresses the participation of disadvantaged people and says that in any
public water project a minimum of 25 per cent of earth work must be carried out by
disadvantaged groups.

Guidelines for Participatory Water Management (2001): The Ministry of Water Resources
prepared its Guidelines for Participatory Water Management (GPWM) in November 2001. The
objectives of the Guidelines include

1 developing capacity of the local stakeholders in participatory water management
9 gradually establishing ownership of local stakeholders in water resource management
1 achieving sustainable participatory water management.
1 a detailed operational framework for increasing the role of stakeholdersd including
womend in the various aspects of water management.

National Water Management Plan (2004): The Water Resources Planning Organisation
(WARPOQO), an agency under the Ministry of Water Resources vested with the responsibility of
carrying out macro-level planning, finalized the National Water Management Plan in 2004. In its

Plan formulation WARPO accorded priority to institutional development and creation of an
enabling environment. Accordingly, pr omot i on of womends participa
an important issue which is to be explored in the fields of
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project preparation and planning

employment in schemes

training in the management and operation of local water supply and sanitation
schemes

1 increased involvement in the financial matters of local level water schemes.

= =4 =4

2.4 Bangladesh Water Development Board (BWDB)

Current Functions of BWDB: According to the BWDB Act of 2000, the Board is responsible for
carrying out among others the following functions:

1 Construction of dams, barrages, reservoirs, embankments, regulators or other structures
for development of rivers, flood control, drainage, surface irrigation and drought
prevention

1 Dredging, re-excavation and de-siltation of water channels and removal of obstacles from
the mouth of rivers and for improvement of water flows or diversion of water for assisting
fisheries, navigation, forestry, wildlife, preservation and upgrading of the environment

1 Works for preservation, land accretion, land reclamation and estuary control

1 River training and river bank protection for the protection of towns, bazaars, hats and
places of historic and public interest from the hazards of land erosion

1 Construction and maintenance of coastal embankment

91 Prevention of salinity intrusion and desertification

1 Harvesting rain-water for irrigation, environmental protection and supply of drinking
(potable) water

1 Flood and drought forecasting and warning

91 Hydrological survey and investigation

1 Development of forestry andfi sheri es on | and availabl e
in conjunction with relevant government agencies, for the preservation and improvement
of the environment, maintaining biodiversity, as well as for poverty alleviation

9 Basic and applied research on water management

Y Devel opment of water wusersod association

their training and participation in project planning, implementation, operation and
maintenance and project cost recovery for long term sustainability of benefits to the
beneficiaries of completed projects

Partnership working: From early days, BWDB has had the experience of working with other
ministries, agencies and NGOs, especially in settling people in the char areas. There have been
few projects where other agencies and NGOs have not been involved, as BWDB recognises the
advantages of engaging outside expertise in activities such as mobilisation of beneficiaries,
motivating target populations, conducting participatory processes and carrying out resettlement.
Increasingly, BWDB is aware of the benefits of collaboration and partnership and the need to
expand its partnership links with other institutions and NGOs.

Gender Equity and the BWDB: Careful water resource management is imperative in a volatile
delta such as Bangladesh, which includes one of three of the largest and most forceful river
systems in the world, and where only 20 per cent of area is immobile and the remainder
resembles shifting mud floes where floods and erosion are routine occurrences.

As noted in the NAP, it Iis Government polic
programmes, projects and activities of all ministries. Although there is not a specific section on
water, t he NAP points outsthdvancemeonnsi bih

not specifically addressed. In addition, as members of the Government of Bangladesh, both
MOWR and BWDB are obliged to promote gender equity in their own internal operations,
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programmes and services through directive s such as the Constitutio
commitment as stated in the Poverty Reduction Strategy Paper.

The Ministry and BWDB have already initiated the task. The NWPo and the NWMP provide
broad guidelines for addressing gender equity, and changes in the portfolio of BWDB activities
provide support for more specific approaches. For example, as Operations and Maintenance
(O&M) assumes increasing importance, the growing emphasis on local participation provides a
strong impetus for more research and serious attention to the multiple stakes women have in the
water sector and the competition that exists between domestic water supply and other contexts
of water usage.

Steps towards womenos i nvol vement i rGuidelimes fowa t e
Participatory Water Management, which mandate that 25% of earthwork be reserved for
landless workers, of whom 30% must be women [this has exceeded in several places]. Also of
essenti al i mportance ithe plamingeandonsanagemenodf pregrammes i n
in al/l of BWDBOs phases. Growing coll aboration
which have had programmes for promoting gender equity in place for some time, acts as an

i mpetus to BWDBOG6s awar eness o fctow Gucle agénsies intlualk e s
the MOA, MOFL, MOEF, DPHE and LGRD / LGED.

A review of project planning documents, reports, procedures, and staffing shows that both
centrally and through BWDBOG0s projects there h
equitable approach. BWDB projects in the field have been open, flexible and innovative.
Projects on the ground have seized opportunities to promote gender equity, sometimes
experimenting with affirmative action approaches. Examples of central progress include

1 The Staff Development Directorate of the BWDB maintains gender disaggregated data of
the staff using MIS. This provides an excellent basis for beginning to significantly address
gender equity issues such as equal access of women employees to training, support
facilities etc. [This could be expanded to cover other areas / levels too]

1 Despite having a very small representation of women in the BWDB workforce (roughly
five% 1 any updates?), a number of women hold high level posts, suggesting that there
are no inevitable impediments to advancement of women staff members within the
organisation. However, their presence are restricted to a few departments. For a start
perhaps women could be posted to other areas, like in Administration, Accounts & Audit,
etc., and subsequently work from this to extend to field based departments.

Although objectives of the majority of past BWDB projects do not identify gender issues
specifically, the Boardds current initiatinges,
development partner agencies, reflect a clear emphasis on gender equity. This is seen as a pre-
requisite to maximising the project benefits through full participation of women stakeholders. In

char development projects in Noakhali District, BWDB has taken the step of securing ownership

of reclaimed land for women, whether married or not. In the Jamuna-Meghna River Erosion
Mitigation Project in Pabna District, the 25% quota for hiring women is exceeded and a majority

of labourers are women. In fact, so far in about 104 projects, 8,000 WMOs have been formed

out which 30% of the Managing Committee are women.

Examples of gender specific project activities include:

1 Gender Action Plan of Command Area Development Project: The Command Area
Development Project (CADP) prepared a Gender Action Plan in September 2002. CADP
was established to promote and rectify irrigation facilities, pest management, small scale
fisheries and O&M activities of two already implemented projectsd Meghna Dhonagoda
Irrigation Project (MDIP), and Pabna Irrigation and Rural Development Project (PIRDP),
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completed in 1988 and 1992 respectively. The CADP Gender Action Plan proposed a
number of gender specific policies based on the existing BWDB strengths, including:

At policy level, gender sensitive government guidelines such as:
o National Water Policy

o National Water Management Plan

0 Guidelines for Participatory Water Management

At project level:

Involvement of women in Water Management Groups and Associations

Training of women in small scale fisheries and pest management programmes
Involvement of women in income-generating activities

Training of women empl oy e-building prayramme8 WDB 0 s

O O OO

1 Gender Mainstreaming Strategy in Char Development and Settlement Project (CDSP
II): Recognising the importance of involving both men and women in bringing about an
improvement in the lives of the affected people, the project has adopted a strategy
whereby gender issues are mainstreamed into the project activities. Although it is
generally per cei ved that the we cesterdan th@rrpiacti@alrngeds, nt e
CDSP Il participatory activities are aimed at dissemination of information to women as
well as men through their involvement in the Sub-Polder Committee (SPC), Polder
Committee (PC), Local Area Development Committee (LADC), Water Management
Committee (WMC), and Tube-well User Groups (TUG). In CDSP Ill around 50% members
in WMOs are women and they represent 30% in the executive committees.

The following issues have been taken into consideration in mainstreaming gender within
the existing policy framework of the project:
o Providing men and women with equal opportunities to participate in project

activities

0 Reserving a percentage of membership in each field level organisation for
women

0 Training of both men and women in gender roles and interests

o Educating bot h me n and WO me n i n recec

productive, reproductive and communal work

o Creating an wunderstanding regarding wc
interests among project staff and members of field level institutions

o Ensuring that project and line agency staff are gender sensitive

o Ensuring that womenbés demands are 1inc
plans

0 Adopting a gender perspective in the analysis of any study undertaken in the
project

0 Collecting information from both men and women while undertaking a study

0 Being aware of the difficulty of overcoming prevailing socio-cultural barriers

o Operating a womenb6s desk at each mféosth
problems related to land as well as other components of the project

o Creating community awareness of gender issues through organising mass
meetings at Polder level

3 Goal, Approach and Principles underlying the GESAP

Goal: The goal of the strategy is:
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The BWDB will work to ensure gender equity in the efficient
development, conservation and management of water resources and in
all its activities through the empowered participation of staff and
communities.

Approach: The Strategy has been developed through a participatory process with contributions
from BWDB staff at the central and field levels as well as representatives of the WARPO and
consultation with other projects and ministry departments. The Strategy will work within the
overarching context, goals and approach of the Ministry of Water Resources and the
Bangladesh Water Development Board, ensuring a corporate, consistent and coordinated
approach to gender equity. The approach takes into account

1 Relevant parliamentary acts, official notifications (as reflected in the Government of
Bangladesh gazette), policy guidelines and operational directives for the Ministry of
Water Resources and Bangladesh Water Development Board

1 The BWDB&6s focus on participation, imulti-
sectoral planning, poverty reduction, environmental and related issues

This will help to ensure that there is MOWR and BWDB ownership of the Strategy and
commitment to its wide dissemination, implementation and timely reviews. The Strategy has
been developed and tailored to take into account the broader public sector context as well as the
specific concerns, direction and structure of the BWDB. The Strategy brings together the
national, high-level, strategic approaches of the BWDB with the more local approach of the
programmes and projects.

An Action Plan is attached as part of the Strategy. This Action Plan will be revised as more
baseline information is gathered. The Action Plan will be further enriched as the Strategy is
rolled out nationally, bringing further input from the grass roots. BWDB aims to mainstream
gender throughout its national activities as well as its programmes and projects to ensure that
knowledge and skills are used in a more systematic way so that gender equity practice becomes
an integral dimension of processes at all levels.

Principles: The principles underpinning the BWDB®
the same principles that influence all of its work. These include

Participation / Partnership: Ensuring the effective participation of staff, contract labourers,
beneficiaries and stakeholders in other government departments and sectors, will help to
ensure a holistic approach that will enhance efficiency and begin to work towards power
sharing.

User centred: The focus of the strategy will be on the interests and needs of beneficiaries,
communities and users rather than for the benefit of service providers.

Accountability: The BWDB and its Gender Equity Strategy will be accountable to the people
and communities it serves, as well as to its staff and to the government.

Transparency: The Strategy will work to clear, stated policies, principles and procedures that
will ensure equality of opportunity (for example, recruitment guidelines).

Sustainability: The Strategy will aim to ensure sustainability through a coordinated

egr

approach to mainstreaming and integration of gender equity through

planning cycles and programmes of work. Leadership, dissemination of lessons learned,
awareness raising and attitude change will be crucial to the success of this approach.
Emphasis will be on interventions with minimal cost implications rather than those with long
term, high level costs.

Empowerment: BWDB will work towards empowerment of the communities it serves
through partnership and participatory approaches to the planning and implementation of the
Strategy and by ensuring an enabling atmosphere and capacity building for those involved.
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Evidence based: Efficiency and effectiveness will be emphasised throughout the Strategy

by using evidence of programmes that work, building on past knowledge, ot her
experiences and ensuring monitoring and evaluation focus on gender equity issues.

Ownership: Ownership of the goals of the Strategy will be built by ensuring that it focuses on
Bangladeshi solutions for Bangladeshi issues, that the approach is contextualised and that
solutions are built on existing social and cultural values.

Human rights: Human rights will be at the core of the Strategy, with a focus on poverty
reduction, equity and the elimination of discrimination.

4 Resources

Sufficient resources will have to be allocated to support the implementation of the Strategy.
However, as noted in the Principles, above, long term sustainability of the Strategy will be
ensured through awareness raising and attitudinal change. Emphasis will be on changes that are
supported through current resources and that have relatively minimal implications. Initial start-up
and implementation costs will have to be found either through re-allocation of current budgets or
from other sources. It will be crucial to ensure the costs of gender equity elements are integrated
into the costs of any new programmes and projects.

BWDB6s contribution towards the c¢ i#dsactioitfes willlbe o r p
an indicator of its commitment to gender issues. Specific budgetary commitment can serve as a
leveraging tool with relevant stakeholders, including Development Partners (DP), who will need

to be in agreement with the aims of the Strategy to commit resources.

5 Timeframe

Most of the broader issues identified as priorities cannot be fully resolved within the five year
timeframe of the Strategy (2006 i 2011), although much progress can be made. The Strategy
identifies objectives for the period 2006 i 2011 that are both specific and general that will
contribute to | onger term outcomes beyond t he
6l ongd term are descri bed andnray beisuitably enodified. Thef t |
timeframes are specified weighing several factors and every effort should be made to complete
activities specified by, or even before, the stipulated time limit.

In the short term, where baseline information is not known, general objectives will be set and
initial review of the current position will be carried out, developing baselines and programme
planning (2006 i 2008). Wherever possible, implementation of programmes and approaches will
begin during the short term. If final approval of the Strategy is delayed, short term activities may
continue into 2008.

Following a brief short term initiation period, a medium term review will consider baselines and
any progress. At this point finalisation and revision of objectives and activities for the medium to
long term can take place. Implementation and concurrent evaluation will be ongoing. A review of
overall progress in implementation of the Strategy will take place in 2011.

Date Term Activity
2006 7 2008 | Short Term 1  Strategy: Finalise / approve / translate
1 Review of current position / Develop

baselines
1 Plan programmes
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Early Implementation

2008 - 2009 | Medium Review / revision of programme / finalise
Term targets

Implementation

Implementation

Review of progress to date

Revised Strategy produced

E V]

200971 2011 | Long Term
2011

= =A==

Longer term: Following the final review of progress in 2011, a decision will be made whether to
revise targets or develop a new strategy. In the longer term (beyond the timeframe of the
Strategy), objectives should be addressed through integration or mainstreaming into the annual
planning process and monitored both as part of the standard review process as well as specific
review (possibly by a Gender Issues Forumd see Annex 2). Goals that may be beyond the term
of the Strategyd such as ensuring government employment quotas are met across the BWDBd

will be addressed by interim measuresd such as recruiting above the minimum government
quota.

6 Strategy

This Strategy has identified common elements that apply across BWDB and its programmes and
projects. The following section outlines some key issues for each of these categories and
highlights the role BWDB and the programmes and projects will take in addressing the
Strategydés objectives. The Str at asgontricute togendeo
equity in all the functions and activities of BWDB:

i Data and information
o Gender disaggregated data: human resources, contracting, baselines,
facilities available for proper participation, etc.
o Knowledge / research
o Capacity development

1 Human Resources
0 Recruitment
o Posting
0 Women- and Family friendly policies
0 Harassment free environment and staff safety
9 Training [ensure equitable access]
0 Organizational
o0 Technical, esp. related work roles
0 Managerial
o Participation
0 Gender equity i ensure this aspect is integrated throughout
1 Support facilities: like private space, transport, access to health facilities, spaces within
flood shelters, etc.
Participation
Contracting [esp. smaller ones over which BWDB has more control]
Policy
Communication
o0 Information, education and communication (IEC)
0 Media
0 Networking
1 Monitoring and evaluation

=A =4 =4 =4
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1 Programme issues

Centrally, BWDB takes a strategic, coordination and monitoring role, ensuring a consistent
approach throughout the many programmes and projects undertaken. It has an overarching role
in relation to issues such as data collection, human resources and training. The many individual
programmes and projects coordinate and implement their own activities and report to BWDB
centrally. While programmes and projects are guided by BWDB and MOWR policy, diverse
funding and the developmental nature of projects allows many of them to be innovative and to
pilot and test new approaches, particularly in the area of gender equity.

Indicators will be noted broadly in the Strategy and specifically in the Action Plan. Many of these

will be quantitative (e.g. recruitment levels, postings, membership of committees, numbers of

staff trained). In addition, it will be important to measure the impact of progress in these areas
through the consideration of both quantitative and qualitative aspects, for example, monitoring
the extent of participation as well as the ext
effectiveness in participation in planning. As noted above, in the short term, it will be important in

all areas to ensure baseline information is in place. If not, clarifying baseline information will

have to be developed to allow more specific targets and indicators to be set.

Strategic Priorities: The Strategy aims to ensure that all the following areas contribute
positively and actively to achieving gender equity in all functions and actions of the BWDB.

6.1 DATA AND INFORMATION: It is difficult to underestimate the importance of
accurate and usable data and information in assessing progress in any developmental
area; gender equity is no exception. Having baseline data and information enables
setting realistic objectives and ensures that organisations are able to measure their
progress towards indicators. It is essential when setting indicators to ensure that it will be
possible to collect the information needed to measure progress.

BWDB currently collects data for its activities. It will be important to ensure gender
disaggregated data is a component of all ongoing data collection systems and analysis.
Gender disaggregated data and information can include

1 Human Resources: such as numbers of women employed at different levels of the
organisation, pay scales and actual salaries, access to and uptake of training

1 Contracting: for example, numbers of women employed, pay issues

1 Participation: such as numbers participating in WMOs, effectiveness of
participation

T Facilities: numbers of toilets, prayer areas, childcare facilities, etc.

For further information on gender disaggregated data, see Annex 3, Toolkit, Data.

It is also important to ensure staff capacity for collection and analysis of data. Analysis

helps to increase understanding of the views and position of women, differentiated by the
various socio-economic categories and helps to identify the possibilities and strategies

for changing unjust gender relations. It will allow investigation of relevant characteristics

of gender relations in the O6project areabd6 a
A key element of this analysis is participation by and consultation with women.

In addition to quantitative monitoring, it will be important to review other areas in greater
depth. This may include
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1 Policy: review of HR and disciplinary procedures to ensure they are effectively
dealing with gender equity issues (such as against harassment, safety, discipline,
recruitment, participation)

1 Training: review of the impact of gender equity training to ensure it is useful,
effective and have an impact on planning and activities

1 Social impact analysis: an analysis of the physical, political and socio-cultural,
and where applicable, economic effects of projects, programmes and approaches.
This includes, for example, whether men and women (project affected persons
(PAP), beneficiaries and broader communities) benefit equally from programmes,
considering the gender-specific social impact of embankment / resettlement /
employment initiatives etc.

It is not realistic to set specific targets without baseline data and information. These
should include both quantitative (for example number of women in Water Management
Organisations [WMOs]) and qualitative (for example, how effective women members of
WMQOs are) data and information.

BWDB will work towards

1. Gender disaggregated data: Gender disaggregated and sensitive data collected,
analysed and used in central planning in areas such as human resources, support
facilities and project implementation with a focus on building staff capacity to undertake
such work.

BWDB centrally will
1 Baselines: Develop a coordinated approach to baseline information
contributing to monitoring and evaluation.
o Collect and analyse appropriate data at specified intervals
o Develop / maintain systems for maintaining / use of data
0 Ensure a consistent approach to collection / systems / use of data

Programmes / Projects will
1 Baselines: Develop baseline information on gender equity issues.
0 Collect and cumulate gender disaggregated data
0 Use gender disaggregated and other appropriate data in planning and
monitoring of programmes

2. Knowledge: Increased knowledge of gender issues, including gender/social impact
analysis and some in-depth research.

BWDB centrally will
9 Work with the programmes and projects to develop a view of research and
other studies needed to develop an appropriate knowledge base,
particularly focusing on outcomes and impact
1 Facilitate opportunities for increased research by mechanisms such as
liaison with universities, NGOs and other agencies / projects
fUse acquired knowl eidgge i n BWDBO6s pl art

Programmes / Projects will
1 Identify areas for research and other studies
9 Commission and carry out research and studies
9 Use acquired information in planning and implementation of programmes
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