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Abstract 
 

 
Pakistan is a country where strong patriarchal values perpetuate the sub-ordinate status of 
women and debilitate their empowerment. Effective implementation of gender mainstreaming 
strategy is needed to create the conditions in which women can challenge stereotypical 
gender roles and utilize their productive potential. The seriousness of the government to 
promote gender equality and the capacity of women to demand equal opportunities is 
indicated by the level of gender equity in the environment of public sector organisations and 
work-conducive behaviour of female public servants. The present study measures both these 
variables and analyses them in the backdrop of situational factors as well as individual 
characteristics of female public servants. In doing so, this study attempts to expand the scope 
of empirical economic literature investigating labor force participation of highly qualified 
women, which mostly focuses on wage issues and does not give  due attention to other 
important factors  namely a gender sensitized work environment and women’s motivation and 
commitment to work. Findings of study are based on interpretation of descriptive statistics 
and on results obtained from inferential analysis using Analysis Of Variance (ANOVA) and 
multiple regression techniques. Data was collected by administering a specially designed 
research instrument through face-to-face interviews with 300 female public servants 
belonging to administrative, health and higher education sectors. The final research 
instrument consisted of items constructed to derive the Perception of Work Environment 
Index (PWEI), the Work Motivation and Commitment Index (WMCI), and questions related to 
personal and professional profile of respondents. The main findings are as follows: while the 
work environment may not be openly hostile, female personnel are dissatisfied with 
arrangements to accommodate their personal and family needs. Unmarried females working 
on contract are more satisfied with the working conditions than married women on 
permanent posts. Female personnel are often more comfortable in their professional 
relationships with male colleagues and bosses, than they are in their relationships with other 
females in the organization. Although work commitment levels among female public servants, 
on the whole, are quite satisfactory, there are two points of concern, namely: low levels of 
work quality consciousness in the public sector and difficulty faced by women in being 
equally committed to their family and work responsibilities. Age factor has a negative impact 
on the opinions regarding working conditions of women with more experience if their work 
motivation declines. There is also evidence suggesting that women who are devoted to their 
work and profession, sacrifice their leisure to excel at their jobs. Based on the findings of this 
survey study it is recommended that gender equality policies in public sector organizations 
should focus on instituting structural changes responding to women’s practical gender needs. 
Training content must be configured to match the needs of the worker and the organization. 
Members of selection boards must be sensitized to gender issues in employment to enable 
them to make gender fair selection of candidates. Public servants must be encouraged to 
develop confidence in their own ability to transform their organizations into entities which 
are better equipped to deal with development challenges facing the country. 
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I. INTRODUCTION 

  

Gender is a dimension of social stratification which remains most resistant to change, 

especially in a country like Pakistan, where strong patriarchal values perpetuate the 

sub-ordinate status of women and debilitate their empowerment.1 A manifestation of 

the hostile social environment and scarcity of infrastructural provisions for females 

wanting to involve themselves in productive activities outside the domestic domain is 

the low female labor force participation rate and the gender imbalance in formal 

sector employment in Pakistan. To begin the process of gender equitable social 

transformation, public policy is needed to create the conditions in which women can 

challenge stereotypical gender roles and utilize their productive potential. However, if 

government policies for gender equality turn out to be mere statements of 

commitment to this cause and no meaningful reforms materialize then these policies 

may do more harm than good. 2  Resources would be wasted in making plans having 

limited practical value and gender interventions would become trivialised as programs 

undertaken at the behest of international donors with little or no local ownership and 

support. The seriousness of the government to promote gender equality and the 

capacity of women to demand equal opportunities is indicated by the level of gender 

equity in the environment of public sector organisations and work-conducive 

behaviour of female public servants. The present study measures both these variables 

                                                 
1 While sex refers to the biological state of being male or female, gender refers to the socially defined 
relationships between males and females, in which women have been systematically subordinate ( See 
Moser ,1993).  The societal structures that institutionalize male physical, social and economic power 
over women are known by the term ‘Patriarchy’ ( See Reeves and Baden, 2000).  
 
2.The same broad definition of this term is used throughout this dissertation and the terms gender 
equality and gender equity are used synonymously.  
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and analyses them in the backdrop of situational factors as well as individual 

characteristics of female public servants. 

 

The gender equality issue has been the subject of debate and deliberation at 

international forums like the United Nations (UN) since the end of the Second World 

War (WWII). Different strategies for advancement of women’s concerns have 

emerged at different times, under the influence of dominant public policy paradigms 

of each era. Prior to the mid 1950s, policies for women’s emancipation mainly 

focused on their fundamental political rights. Women’s economic independence was 

not given much consideration as development strategies during this time placed 

emphasis only on stimulation of economic growth through higher saving and 

investment. It was assumed that economies in the capitalist system would pass 

through different stages of development on their own to reach a state of maturity in 

which everyone’s life would be more comfortable.3From 1960s onwards development 

planners started placing greater emphasis on basic needs of people and conditions 

within informal and nascent markets of developing economies.4 At this stage, it was 

realized that women were poorest of the poor. As a response, the “Welfare Approach” 

to development gained ascendancy, which treated women as an underprivileged group 

in need of targeted assistance. The main method of implementation of this approach 

was provision of food aid and family planning measures. Feminist groups have 

criticized this approach for treating women as passive beneficiaries and focusing 

                                                 
3 Two influential theories of development at the time were the Harrod-Domar model and Rostow’s 
stages-of-growth-model, both of which did not consider vulnerabilities of disadvantaged classes.  These 
theories are analyzed from a gender perspective in Section I-2   
 
4 The reference is towards ‘structuralist’ and ‘dependency’ movements in the field of development 
economics which focused on characteristics of developing economies that affect economic adjustment.  
These have been discussed in detail in Section  I-2. 
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entirely on their reproductive roles (Razavi and Miller, 1995b).Yet as it is not 

threatening to the status quo, for all practical purposes this approach has remained in 

use (World Bank, 1998). 

 By the early 1970s feminist scholarship and networks had started putting pressure on 

their governments for policy reform. Special provisions were made to initiate projects 

and programs to “accommodate” women’s agenda under the so called “Women In 

Development” or WID approach. 5  According to Razavi and Miller(1995b), WID 

focused on finding ways to induct women into the public sphere in order to improve 

their economic efficiency which in turn was expected to help them attain their rights 

in a male-dominated society. Krook and True ( 2008) note that the WID approach 

suffered from several fundamental flaws. For example, it ignored gender relations in a 

society, treated women as a homogeneous group, made futile efforts to institutionalize 

equal treatment of the sexes and failed to recognize the “gendered” nature of 

institutions. In the mid 1980s a new paradigm called “Gender and Development” 

(GAD) emerged as a result of the criticism against WID practice. The GAD approach 

incorporated gender relations in strategies geared towards sustainable development 

for the whole society with gender equality and equity being the desired outcomes. 

According to Krook and True(2008): “Gender mainstreaming as a concept is a more 

institutionally palatable version of the GAD paradigm. Similar to GAD it marks a 

shift from the belief that development could advance women’s rights to a new 

                                                 
5 Moser (1993) refers to three overlapping phases within the WID paradigm. The first phase, which 
Moser calls “Equity approach”, openly challenged women’s subordinate social position and demanded 
equality with men on all fronts. During the second “Anti-poverty” phase, the productive role of women 
was emphasized as a way out of their underdevelopment and inferior status. Finally in the third 
“Efficiency” phase adopted during the debt crises of the 1980s, women were seen as the untapped labor 
resource whose economic contributions were vital for reviving the economy. 
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consensus that development was not possible without the full participation of women. 

p.9” 6 

In 1995, at the UN Fourth World Conference on Women in Beijing, 189 states 

adopted by consensus the Beijing Declaration and Platform for Action in which the 

strategy of gender mainstreaming was explicitly endorsed. Beijing, Platform for 

Action states that “governments and other actors should promote an active and visible 

policy of mainstreaming a gender perspective in all policies and programs, so that, 

before decisions are taken, an analysis is made of the effects on women and men, 

respectively.”7 The Beijing Platform of Action specified 12 critical areas of action 

that represent strategies which need to be adopted to promote women’s empowerment, 

the full realization of women’s rights and substantive gender equality. In the author’s 

opinion these strategic objectives constitute the most comprehensive series of steps 

for mainstreaming gender in development, and their implementation can redress 

gender inequality in its entirety. This opinion finds credence in the fact that these 

objectives are being now used as terms of reference for international appraisals of 

progress on gender issues.8 

                                                 

6 Gender mainstreaming is the (re)organization, improvement, development and evaluation of policy 
processes, so that a gender equality perspective is incorporated in all policies at all levels and at all 
stages, by the actors normally involved in policy-making. 
 
7 Complete text of Beijing, Platform for Action   accessed  on  01-05-2010 at 
www.un.org/womenwatch/daw/beijing/platform  :    
8 See UNDP (2009), and  Questionnaire to Governments for preparation of regional reviews and 
appraisals on Outcome of the Twenty-Third Special Session of the General Assembly at 
 http://www.unescap.org/ESID/GAD/Issues/Beijing+15/Beijing+15_Questionnaire_English.pdf  
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Gender mainstreaming is currently considered one of many approaches for attaining 

gender equality, some of the others being: the human security approach9; approaches 

operationalizing the Millennium Development Goals (MDGs)10 ; an intersectional 

approach11; gender justice and governance approach12. In principle, none of these 

approaches is a complete shift from a gender mainstreaming approach rather these are 

all mutually supportive strategies for enhancement of gender equality (ECOSOC, 

2004). A chronological presentation of different policy approaches for advance 

gender equality leading up to and beyond the gender mainstreaming approach is given 

in Table 1-I . It highlights the point that each paradigm shift in gender advancement 

strategies mirrors changes in global perspectives on public policy. 

 

 

 

                                                 
9 The human security approach has broadened the concept of security from issues related only to 
political and territorial sovereignty of states, to incorporate and scrutinize areas such as privatization, 
degradation of the environment and discrimination against women. For a detailed discussion see  
Khong ( 2001). 
 
10 For example the operational framework suggested by the UN Millennium Project Task Force to 
achieving MDG3 (related to gender equality and women’s empowerment) includes three interrelated 
domains which are :  
human capabilities as reflected in education, health, and nutrition; the access to resources and 
opportunities; reduced vulnerability to violence and conflict (See Grown et. al, 2006)     
 
11 Intersectionality is a theory which studies the different channels through which stereotypes of people 
in various demographic denominations, including gender, economic status, race, ethnicity, age, 
disability, religious faction, refugee and immigrant status etc., interact on several levels to become 
apparent as inequality in society.  According to the Ontario Human Rights Commission (2001), despite 
its recent broad focus, intersectionality still remains relevant for examination of gender discrimination. 
 
12 This approach seeks justice for women   by using reforms for ‘good governance’ as starting point of 
addressing gender-based inequalities in access to resources and services, and gender-related capacity 
and accountability failures of the government. Details are discussed in UNRISD (2005) 
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Table: 1-I   Public Policy Perspectives on Gender: Paradigm Shifts 

 

Era  Approach to 
gender/women 
advancement issues 

Public  policy perspectives 

1945-mid 1950s Women’s Suffrage and 
political rights 

Economic growth oriented 
policies 

Mid 1950s- mid 1960s Welfare Approach Emphasis on basic needs 

Mid 1960s- mid 1970s Emancipation/ anti-poverty 
phase of WID 

Enlarged role of the state in 
providing social welfare/ 
Increased state control over 
ownership of productive assets/ 
Employment generation in 
public sector  

Mid 1970s- mid 1980s Anti-poverty/ efficiency 
phase of WID 

Structural Adjustment to deal 
with debt crises  

Mid 1980s- mid 1990s Momentum gathering for 
GAD/ Gender 
Mainstreaming 

Sustainable development 
paradigm 

1995 - 2005 Gender Mainstreaming 
explicitly endorsed by 
Beijing platform for action 
but cautiously approved at 
Beijing+5 and Beijing+10. 

Policies for institutional 
development /Human Security 
paradigm/ Good 
Governance/Millennium 
Development Goals. 

2005 and beyond Gender mainstreaming 
complimenting  human 
security approach, 
approaches operationalizing 
the Millennium Development 
Goals (MDGs),  
intersectional approach, 
gender justice and 
governance approach 

Importance of the public sector 
in delivering social amenities / 
Restructuring and reforming the 
public sector institutions to boost 
their capacity to implement 
development polices. 
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In the fifteen years since this approach first surfaced, gender mainstreaming has had 

limited success because it is neither well understood nor implemented in a coherent 

manner. According to the group of specialists commissioned by Council of Europe 

( 2004) there is little consensus about a standard definition of gender mainstreaming. 

The group observes that many definitions merely describe the strategy itself, often 

reducing the definition to partial aspects of gender mainstreaming. Explaining this 

confusion over the basic tenets of this approach, Burton and Pullock (2000) note that 

as gender mainstreaming seems to be a simple yet potentially revolutionary concept it 

has become “an institutional isomorphism”, whereby a norm, once adopted in a 

particular institutional setting, diffuses quickly to a wide range of other institutions 

whose members accept the legitimacy of that norm without question. Further 

explaining this point Sen (1999) observes that once formally committed to pursuing 

gender mainstreaming strategy, organizations are compelled to take steps which 

would prove adherence to this strategy, even if these are superficial measures which 

can yield quick and visible results like producing policy documents, data sets, 

program guidelines etc. On a similar note, Jahan(1995) draws attention to the different 

interpretations of the theory of gender mainstreaming when she makes a distinction 

between integrationist and agenda-setting versions of this strategy. She explains that 

in its integrationist form gender equality concerns are introduced within existing 

structures. By contrast, agenda-setting or transformative version of this strategy seeks 

to overhaul not only policymaking procedures but also policy paradigms involving a 

complete reorientation of the organization from a gender perspective.  

Although Jahan(1995) favors the latter approach as she believes it can transform the 

organization into a gender-responsive entity , it is the former much toned downed  

version which has been adopted by international organizations in practice ( Razavi 
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and Miller, 1995a).  Yet in its benign form gender mainstreaming strategy has been 

rejected by feminist activists who claim that by working within the system it diverts 

attention away from politics of gender power relations which are the real impediments 

to women’s emancipation (Porter and Sweetman, (2005).  

Besides these tactical issues, many practical problems have been associated with the 

gender mainstreaming strategy. For example, it has been pointed out that 

organizations often fail to fulfill several prerequisites for successful implementation 

of this approach. These prerequisites include: a strong political will to create  a 

consensus on, and a culture of, gender equality; reliable statistics comprising data that 

are relevant for both women and men and that are split up by sex as well as by other 

background variables; context-specific and comprehensive knowledge of gender 

relations in the society; know how of various policy process aspects ;  participation of 

women in political and public life and in decision-making processes etc.[Council of 

Europe (1998) ; March et al (1999)] . When ambitious organizational or state policies 

for gender mainstreaming are announced without meeting preconditions for their 

effective implementation, the unrealistic targets thus set are rarely achieved. 13 

According to Verloo (2001), programs are implemented in a top-down manner, 

without active involvement of the people for whom the programs are designed. 

Similarly, Sen (1999) observes that the responsibility to deal with operational issues 

of gender reform programs falls to the middle and lower level managers who are often 

less gender sensitized than top level management. As mechanisms for monitoring and 

accountability are weak, instructions that are endorsed may not be directly challenged, 

but are not automatically followed.  

                                                 
13 Nearly all countries which are signatories to the Beijing declaration have some form of national Plan 
of Action for implementation  of international accords reiterating commitment to gender equality . 
Record of performance against these plans is ambivalent ( Molyneux and Razavi, 2006).  
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Apart from all the technical problems, gender mainstreaming is no longer considered 

an innovative concept. Woodward (2008) remarks: 

“A key advantage of the mainstreaming approach was its novelty, both as a technique 

and in its pedigree as a technique coming from a global governance and treaty-based 

source. However, novelty wears off and support for gender mainstreaming … is 

waning. In the meantime there is insufficient evidence that there is an interchange of 

learning from mainstreaming experiences in recent years. p.15”  

So does this mean that gender mainstreaming is no longer a valid or relevant approach 

in today’s world? To answer this question fairly, the advantages of this concept must 

be revisited and its achievements must be recognized.  

 

Following are some of the achievements of gender mainstreaming strategy in 

developing countries. First, to a certain extent, this strategy has enabled 

institutionalization of gender issues. There is pressure on governments to take 

initiatives for gender advancements as regular reports to parliament or international 

authorities have to be submitted. This has created space for civil society and women’s 

rights activists to highlight gender injustices and to push for reform which can help 

elevate women’s status ( March et al.,1999). Second, after overcoming initial 

resistance, national apparatuses and mechanisms have finally been put in place for 

implementing gender reforms. Local expertise to deal with gender issues has started 

to develop and institutional practices are becoming gender- aware if not gender-

responsive (UNDP, 2009). A third positive outcome of gender mainstreaming has 

been the development of new horizontal governance groups, questioning underlying 

policy paradigms and forming support networks within national agencies to promote 
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the gender agenda (Woodward, 2008). Fourth, gender-sensitivity training, at the very 

minimum has helped in inclusion of men in debate on gender equality issues now.  

   

While there are arguably many practical problems associated with the mainstreaming 

strategy, its concept still offers many advantages over other approaches for gender 

equality. First, it is a reconciliatory approach and considers men and women in a 

relational context and not as opposing forces (World Bank, 1998). Second, gender 

mainstreaming is an umbrella approach complementing the equal treatment and 

targeted gender equality policies. It has a wide scope and it can potentially be applied 

to all kinds of development settings from poverty alleviation and conflict resolution to 

environmental protection. Third, it deals with structural issues impeding development 

and aims at institutional restructuring for sustained progress on gender equality. 

Fourth, as gender mainstreaming strategy tries to address root cause of gender 

discrimination, its positive outcomes may not become visible in the near term, but in 

the long-run institutional reform can be stimulated if this approach is consistently 

followed. Fifth, gender mainstreaming entails reorientation of policy processes and 

procedures in all departments of the organization towards gender equality. Thus it 

creates an opportunity for development of synergy between the various departments 

of an organization undergoing reform through this process.  

A critical difference in its outcomes can be made by the manner in which the gender 

mainstreaming strategy is implemented. If it can be ensured that the process of 

implementation is congruent with the larger goals of the organization, it would result 

not only in changes in women’s condition, but would also challenge and change the 

structures and systems which create gender inequality within the organization (Sen, 

1999). Conversely, improper implementation or lack of political will should not be the 
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reason for discarding a promising concept like gender mainstreaming. If institutions 

do not live up to their commitments, it is not due to inadequacy of a concept, rather 

this has to do with perverse cultural practices like corruption which plague these 

institutions. Rooting out malpractices from public sector organizations should 

therefore be a priority of the government if successful implementation of any 

development plan is to become a reality. 

 

 As the gender mainstreaming strategy focuses on organizational procedures, policies 

and operational guidelines, it is the ideal strategy for bringing about gender reforms in 

the public sector where rules and procedures are usually well defined. It must be 

borne in mind though that unlike in the private sector where price and market 

mechanisms help in identification of profitable activities, in the public sector it is 

difficult to define which activities best serve public interest even if the democratic 

system  functions smoothly. Thus gender mainstreaming must begin with an in-depth 

analysis of the situation in each of the organizations where this strategy is to be 

implemented, so as to identify the key elements for strategically effective action 

relevant to a particular organization. One of these elements involves putting in place 

human resource practices that are sensitive to the gender needs and interests of both 

men and women on the organization’s staff (Murison, 2004). In other words, enabling 

public servants to act as catalysts of gender equitable change requires that the 

conditions within public sector organization promote equality between male and 

female workers such that these workers become convinced of the rationale for gender 

reforms in the society.  
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Yet, even though external conditions can facilitate changes in women’s condition, 

more lasting and fundamental transformations in their position can only come through 

their own conscious and active agency (Jahan, 1995). The gender mainstreaming 

strategy recognizes that empowerment of women is a must for redressing inequality in 

gender power relations (World Bank, 1998). In organizational settings, the onus of 

demanding substantive change in policies which do not support women-oriented work 

patterns and of capitalizing on opportunities created through gender reforms, lies on 

the female workers. Thus the success of gender mainstreaming strategy in public 

sector organizations would depend to a large extent on the attitude of female staff.   

In the words of Porter and Sweetman (2005) “Gender mainstreaming can only be 

brought about by equal attention to the empowerment of women as agents of their 

own destiny, and structural gender equality. p.9”  Concurring with this viewpoint, 

elements for effective gender mainstreaming in public sector organizations of 

Pakistan have been narrowed down to two critical factors in this research: first, 

organizational conditions which accommodate the special needs of female staff 

members and  actively promote their progress, so as to give women a level playing 

field with men; second, devotion to duty and work motivation among female public 

servants so that they are able to prove themselves as  an integral part of their  

organizations, capable of contributing positively to organizational goals. 

Research objectives are as follows: 

 To detect and explain gender insensitivities in the work environment of 

organizations in different sectors of government services (education, health, 

administration); 
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 To recognize the organizational setup which is required to give female 

workers a sense of physical and emotional security at their workplace; 

 To study the work motivation patterns of female staff by determining the 

extent to which they are driven by intrinsic motives like passion for 

achievement and commitment to civic duty as against extrinsic motives like 

financial rewards and pecuniary benefits; 

 To determine the individual and family characteristics of highly motivated 

female public servants who can go on to challenge gender discrimination in 

their organizations; 

 To identify gender issues and their solutions in a manner which is cognizant of 

women’s practical and social needs and also recognizes women’s capacity to 

bring about positive change in their work environment, their family lives and 

their own professional growth.  

In keeping with these objectives, this research uses empirical methods to examine 

problems of mainstreaming women’s concerns in public sector employment. An 

instrument has been designed for this research consisting of 3 sections. The first 

section measures the perceptions of female public servants regarding the level of 

gender equity in their work environment. The second section measures the work 

motivation and commitment among the female staff and the last section consists of 

demographic and professional profile of these women along with detailed information 

on their household structure and daily work routines. Findings of the study are based 

on interpretation of descriptive statistics and on results obtained from inferential 

analysis using Analysis Of Variance (ANOVA) and multiple regression techniques.  
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II. A Narrative of the Situational Context 
 

15 years after adoption of Beijing Declaration and Platform for Action, the goals of 

equality, development and peace for all women have not been fully realized. Even 

today most females are disadvantaged as compared to most males in terms of the 

resources that they are able to access and utilize in order to perform their 

responsibilities, in the recognition given to their work both paid and unpaid, and in 

their capacity to make their own choices in life. Gender inequality is also pervasive 

across different groups within societies, intersecting with other forms of inequality 

such that it is a characteristic of privileged as well as under-privileged groups and rich 

as well as poor countries (Kabeer, 2003). 

This part of the dissertation is a narrative of improvements and impediments 

pertaining to gender inequality in the world in general and specifically with regard to 

the situation of women in Pakistan.  The major focus is on gender discrimination in 

the labour market and the need for public policy to generate equitable employment 

opportunities for women. The discussion is organized as follows: Section II-1 presents 

the global dimensions of gender inequality in terms of access to basic human rights. 

This is followed by  Section II-2 which explicitly addresses the gender disparity in 

labor market participation opportunities. Section II-3 focuses on the evaluation of 

public sector regarding the employment of women. The discussion is then turned 

towards the socio-economic status of women in Pakistan in Section II-4. Policy and 

institutional environment for women’s development in Pakistan is assessed in Section 

II-5. Finally, Section II-6 is devoted to examining female employment trends in public 

sector organizations of Pakistan. 

 



 15

II-1. Gender Inequality: Right Based Global Dimensions  

There can be little doubt that since the 1950s the absolute status of women in most 

countries of the world has improved substantially. For example: gender gaps in 

schooling have been sharply reduced due to doubling of primary enrollment rates of 

girls in South Asia, Sub-Saharan Africa, and Middle East and North Africa (MENA); 

women's life expectancy has increased by 15 to 20 years in developing countries; 

more women have joined the labor force, thus narrowing the gender gap in 

employment and in wages (World Bank, 2001); the reduction in fertility and higher 

use of contraceptive methods in many developing countries has both lowered 

maternal mortality and eased the burden of unpaid care work which usually falls upon 

women and girls; the presence of women in politics has also grown in most 

countries(Molyneux and Raravi, 2006). However, despite these positive developments, 

progress on gender issues has been slow and there is considerable variation among 

countries in the extent of progress achieved which, in turn,  largely  depends  on the 

initial cultural conditions,  political will and capacity of the respective governments to 

elevate women’s status.  

The disadvantages of women in terms of their social, economic and legal rights 

compared to their male counterparts are depicted in Table 1-II. Even in the developed 

countries which are part of the Organization for Economic Cooperation and 

Development (OECD) the index of equality is 3.3 showing that women are 25 % 

worse off than men in terms of access to human, social and political capital. Females 

in the newly industrialized region of East Asia and Pacific also suffer 40% 

disadvantage in basic rights as compared to males.  
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Table: 1-II Gender Equalities in Basic Rights in Different Regions of the World  

 
Region Score on Index of 

Equality* 
Percentage of 
Equality 

East Asia and Pacific 2.80 60% 
Eastern Europe and Central Asia 3.20 73% 
Latin America and the Caribbean 2.75 58% 
Middle East and North Africa 2.30 43% 
South Asia 2.20 40% 
Sub-Saharan Africa 2.35 45% 
OECD 3.25 75% 
Source : Tabulated from World Bank, 2001, Figure1. 
* A value of 1 indicates low gender equality in rights, a value of 4 indicates high equality 
 

 

Table: 2-II  Representation of Women in National Parliaments in Different 
Regions of the World 

Region  Percentage of Women’s seats in 
Parliament   

Difference in 
Percentage 
Points 1987 2004 

West Asia 4.0% 5.2% +1.2% 
North Africa 3.0% 8.0% +5.0% 
South Asia 5.5% 8.0% +2.5% 
Sub-Saharan Africa 7.0% 13.0% +6.0% 
Central Asia and Eastern 
Europe 

26.5% 14.0% -12.5% 

Latin America and 
Caribbean 

8.0% 16.0% +8.0% 

East and Southeast Asia 13.0% 17.0% +4.0% 
Western Europe 14.0% 24.5% +10.5% 
Source: Tabulated from Molyneux and Razavi, 2006, Figure 2. 
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These figures suggest that gender inequality is proving to be highly resistant to 

change even in countries which have achieved or are on their way to achieving a high 

standard of living. The severity of gender inequality in basic rights is most 

pronounced in South Asia (60% inequality) even as compared to Sub-Saharan Africa 

(55% inequality). Thus,  there is dire need for improving the capacity of the public 

sector in South Asia to create conditions conducive to women’s welfare. 

 

Unequal rights and subordinate socio-economic status relative to men constrains 

women’s empowerment, and as a result, limits their ability to influence decisions in 

their communities and at the national level (World Bank, 2001). At the same time 

gender equity is unlikely to be achieved unless women command greater influence 

over affairs of the state and change the culture, practice and outcomes of politics to 

respond better to gender equality concerns (UNRISD, 2005). Although over the years 

there has been heightened presence of women in politics, in no developing region do 

women hold more than 8% of ministerial positions in government (World Bank, 

2001). It is shown in Table 2-II that the average proportion of women in national 

assemblies has increased significantly since 1987 in most regions. For example, North 

Africa has shown impressive performance, by increasing women’s seats in parliament 

from 3% in 1987 to 8% in 2004. Similarly, two other developing regions, Sub-

Saharan Africa and Latin America and the Caribbean, also provide the evidence of 

significant advancement on this front (from 7% to 13% and from 8% to 16% 

representation respectively between 1987 and 2004).14   

                                                 
14 Doubling of women’s representation in the parliaments of many of the developing regions in 17 
years to 2004, appears to be impressive performance. However, this achievement must be considered in 
the backdrop of the argument that almost all of these women belong to either the groups with vested 
interests or the socially advantageous groups in these societies. Therefore, they cannot be expected to 
effectively represent the interests of less advantaged women. Thus, despite the greater show of female 
hands in representative bodies,  gender biases still exist in political life. 
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On the other hand West Asian and South Asian performance appears to be 

particularly abysmal, as between 1987 and 2004 the increase in women’s 

representation was only 1.5% and 2.5% respectively. Surprisingly, the legendary 

speed of economic development in East and South East Asia does not appear to have 

been translated into gender equality while considering their women’s representation in 

the parliament ( in 17 years to 2004, the women parliamentarian occupied 17% seats, 

compared to a figure of 14% in 1987).  

The evidence from former socialist countries in Central Asia and Eastern Europe also 

appears to be rather retrogressive, as the women’s seats in the parliament of these 

regions decreased by 12.5% in 17 years to 2004; from 26.5% in 1987 to 14%  in 2004. 

Molyneux and Razavi (2006) consider this sorry trend as a poignant reminder of how 

quickly the impact of efforts to increase women’s participation in the public sphere 

reverses. 

The progress of women in terms of attaining equality in basic human rights has been 

adversely affected by some recent economic and socio-political trends. On the 

economic front neo-liberal policies and free market reforms, adopted in the 1980s and 

1990s by many national governments to overcome their debt crises, are seen as being 

drivers of inequality, social exclusion and discrimination against women (Cagatay and 

Erturk, 2006; DAW, 1999). Women have had to bear the brunt of structural 

adjustments being “shock absorbers” and “care-givers” of last resort. As social safety 

nets are virtually absent in developing countries, under free market conditions poor 

women have had to “scramble for cash”  by working on exploitive terms ( Molyneux 

and Razavi ,2006).   Privatization policies inflicted injustice on women in middle 

income countries as well. For example, when private insurance companies were asked 
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to run pension programs in these countries, they gave benefits only on the basis of 

contributions made by the ensured. As women were usually earning less money and 

worked for fewer years than men, their benefits were depressed in relative terms after 

privatization of public pension programs (UNRISD, 2005). 

Another phenomenon to have resurged in recent years which has led to dispute and 

politicization of gender equality issues is that of “Identity Politics”. According to 

Molyneux and Razavi (2006)  this term refers to forces which mobilize around ethnic, 

racial and religious lines; challenging mainstream institutions and cultures. Molyneux 

and Razavi (2006) feel that with their own visions of “the good society”, and of 

women’s place within it, most non-western regimes pursuing identity politics assert 

traditional gender roles and systems of authority that deprive women from their basic 

rights.  Sen (2005) uses the title of “Anti-women Fundamentalism” for these 

movements and considers them to be a negative fall out of globalization. Sen (2005) 

and Molyneux and Razavi (2006) seem to agree that meaningful debate and dialogue 

over what constitutes as progress for women in a given society can be a positive 

outcome of identity politics. However, these writers also feel that as religious 

conservatives have systematically attempted to criticize modernity to serve their own 

political ends and not to genuinely voice the aspirations of underprivileged groups, 

there is little hope for such dialogue. It is therefore essential that public policies focus 

on neutralizing anti-progressive forces working against empowerment of women, so 

as to reduce the socio-psychological barriers restricting women from demanding equal 

rights. 
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II-2.  Gender Inequality in the Labor Market: Global Scenario 

 

The ambivalent record of progress on issues of gender equality in terms of basic 

human rights  is also illustrated in the “feminization of  labor” , whereby women’s 

access to paid work has increased in most countries, but has corresponded with 

worsening in the terms and conditions of work for many women (UNRISD, 2005). 

Women’s participation in market employment has been historically constrained due to 

their traditional gender roles requiring them to shoulder the main responsibility of 

household work on a daily and generational basis (Kabeer, 2003). While women’s 

unpaid, reproductive work is vital for household welfare and for regeneration of the 

labor force, inequality in intra-household division of labor restricts women’s entry and 

productivity in the labor market which in turn hinders efficiency and growth of the 

economy (World Bank, 1995). Constraints on female employment prospects arising 

from the household division of labor increase due to discriminatory norms operating 

within the labor market.   In general, when women enter the labor market, they earn 

less than men even when they match men’s educational qualifications and years of 

work experience. According to a World Bank (2001) report, in industrial countries 

women in the formal sector earn an average of 77% of what men earn while in 

developing countries this figure is 73%. As only about a fifth of the wage gap can be 

explained by gender differences in education, work experience, or job characteristics, 

this shows that gender discrimination exists in labor markets all over the world. 
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Table: 3-II  Gender Comparisons of Labor Force Participation Rates (LFPR) in 
Different Regions of the World 

(2006) 
Region Female 

LFPR % 
Male LFPR % Gender Gap* 

World 52.4 78.8 66.9 
Developed  Economies 52.7 68.8 81.4 
Transitional Economies 49.4 68.7 81.0 
East Asia 66.8 81.4 79.3
South Asia 36.0 82.2 41.8 
Latin America and 
Caribbean 

52.4 79.4 69.5 

Sub-Saharan Africa 62.8 85.9 74.8 
Middle East and North 
Africa 

29.5 77.3 36.7 

Source :  ILO (2007), p. 14 
*Economically active females  per 100  males. 
 

Table: 4-II Gender Comparisons of Employment-to-Population Ratios and 
Unemployment Rates in Different Regions of the World  

(2006) 
Region Female 

Employment-
to-population 
ratio (%) 

Male 
Employment-
to-population 
ratio (%) 

Female 
unemployment 
rate (%) 

Male 
unemployment 
rate (%) 

World 48.9 74.0 6.6 6.1 
Developed  
Economies 

49.2 64.7 6.6 5.9 

Transitional 
Economies 

44.9 62.2 9.1 9.5 

East Asia 64.9 78.1 3.0 4.1 
South Asia 33.8 78.3 6.2 4.9 
Latin America 
and Caribbean 

47.0 74.3 10.4 6.4 

Sub-Saharan 
Africa 

56.8 77.4 9.6 9.9 

Middle East 
and North 
Africa 

24.5 69.3 17.0 10.4 

Source : Adapted from ILO (2007) Table 3, p. 14  
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Further proof of gender discrimination in the labor market in all regions of the world 

is given in Table 3-II. The table shows that regardless of the regional variations, labor 

force participation rates are much higher for males as compared to females, from 

which it can be inferred that the employment opportunities for men far exceed similar 

opportunities for women. In South Asia, there were only 42 women per 100 men who 

were economically active in 2006. This is the second lowest figure, just minimally 

above Middle East and North African Region (37). The implication here is that 

employment conditions for women in the formal sector are beset with deep-rooted 

gender biases especially in regions where ultra-orthodox interpretation of religion 

may be influencing public policy.   

 

In general, not only are there fewer job opportunities for women, their jobs are also 

much more precarious than those of men. As shown in Table 4-II, women around the 

world had a higher likelihood of being unemployed as compared to men. The female 

unemployment rate stood at 6.6 %, compared to a male unemployment rate of 6.1 %. 

In addition, employment-to-population ratios, which indicate how efficiently 

economies make use of the productive potential of their working-age population, were 

much lower for women than for men in all regions of the world. Less than half of 

working-age women (more than 15 years of age) actually worked for remuneration. 

Comparatively, the ratio was more than seven out of ten for men. It should be noted 

that the most successful region in terms of economic growth over the last two decades, 

namely East Asia, was also the region with the highest regional employment-to-

population ratio for women, as well as lower unemployment rates for women than for 

men. It goes to show that public policy which contributes to reduction in gender 
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inequalities, coupled with sound macroeconomic management, creates an 

environment in which women’s potential can be fully realized.  

 

A manifestation of the disadvantaged position of women in the labor market is the 

disproportionately large share of low-paid or unpaid jobs performed by women in the 

informal sector. In general, more men than women work as “Wage and Salaried 

workers” or “Employers” or “Own-account Workers”, while women around the world 

are more prone than men to be having the status of    “Contributing-family workers” 

( See Table  5-II). The first two categories represent stable employment mostly in 

formal sector of the labor market while the last two are representative of vulnerable 

employment in the informal sector. 
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Table: 5-II  Gender Comparisons of Status of Employment in different regions of 
the World 

(2006) 
Region Wage and 

salaried worker* 
Employer*  
 

Own-account 
workers* 

Contributing 
family 
workers*  

M F M  F M F  M  F 

World 49.2 47.9 3.3 1.4 35.9 25.7 11.6 25.1 
Developed  
Economies 

83.1 89.5 6.9 3.0 9.3 5.4 0.7 2.1 

Transitional 
Economies 

76.2 79.0 2.9 0.8 17.5 12.4 3.4 7.8 

East Asia 48.7 40.8 1.5 1.0 37.0 37.4 12.8 20.9 
South Asia 27.2 15.3 1.4 0.4 55.2 21.7 16.2 62.6 
Latin America 
and Caribbean 

60.7 67.5 4.4 1.7 31.1 25.6 3.7 5.1 

Sub-Saharan 
Africa 

29.5 17.0 2.7 1.4 44.4 42.3 23.3 39.3 

Middle East 
and North 
Africa 

55.4 56.2 11.4 4.1 21.2 11.3 11.9 28.4 

Source: Adapted from ILO (2007) Table 5, p.16. 
* % of total employment of each gender  
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Within the informal sector employment, “Own-account Workers” are usually self-

employed although they are not able to employ, on a continuous basis, others to work 

for them. Therefore, even though their earnings are low, they can work at will making 

use of their income as they want. On the other hand “Contributing-family workers’ 

also known as “Unpaid family workers” usually work for relatives in commercial 

establishments with little or no pay, having hardly any control over the profit they 

help to generate. For poor women in this category paid work itself would represent 

significant advancement in terms of self-determination and economic independence. 

As shown in Table 5-II, the poorer the region the larger the informal sector and the 

more the employment of women in the “Contributing family workers” category.  In 

Sub-Saharan Africa, for example, four out of ten working women were contributing 

family workers compared to two out of ten men. The situation was most perverse in 

South Asia where six out of ten working women were classified as contributing 

family workers, but only two out of ten working men had this status. Public policy in 

less developed regions should therefore be focused on job creation for women in the 

formal sector and on formalization of employment contracts to ensure that temporary 

jobs do not crowd out more stable forms of employment for women.  

In the formal sector of the labor market, a major cause of gender discrimination is 

“occupational segregation”. It arises out of cultural and social attitudes towards what 

constitutes as male or female jobs and is a world wide phenomenon, although the 

extent of this problem varies from country to country, and from job to job (ILO, 2004). 

“Horizontal occupational segregation” is present wherever women are concentrated in 

(or concentrate themselves into) the “feminized” professions and jobs which have 

lower value in terms of career advancement and remuneration. Even in jobs where 

there are no barriers on entry of female workers, there can be “vertical occupational 
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segregation” whereby men are more likely to hold more of the higher posts in the 

organizational hierarchy than women.  

Evidence of vertical occupational segregation is provided in Table 6-II. It shows that 

in most countries fewer female workers are employed on managerial positions than 

male workers.   Among the developed countries surveyed to generate these statistics, 

women’s share of managerial positions was highest in the United States (46%) and 

lowest in Japan(9%). This is perhaps because women have been comparatively more 

successful in claiming their rights in the U.S. than in Japan where women are 

culturally bound to be obedient and subservient to men (Wei-Hsin, 2005). 

It is further revealed in Table 6-II  that vertical occupational segregation is highest 

among Muslim countries. In Pakistan, Bangladesh and Saudi Arabia women 

constituted only 8%, 7% and 1% of management workers respectively. Malaysia 

stands out as an exception in this group where 21% women were working on 

managerial post. Among the developing countries, Brazil performed the best with 

women claiming 45% of managerial jobs. Nevertheless, even in Brazil men were 

found to be holding 10% more of the managerial jobs than women. 
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Table: 6-II  Vertical Occupational Segregation: Country Comparisons 

(2000-2002) 
Country Women working on administrative and managerial post* 
Sri Lanka 22% 

United States 46% 

Thailand 27% 

Japan 9% 

Brazil 45% 

Philippines 35% 

Bangladesh 7% 

Malaysia 21% 

Pakistan 8% 

Saudi Arabia 1% 

Source: Tabulated  from ILO (2004), Figure 3.2, p.14 
* Representing middle and top management workers in the formal sector of the respective countries 

Table:7- II  Inter-Country Differences in Allocation of Public Sector Jobs to 
Women 

 
Region Countries Share of women in public 

sector employment 
OECD   

 Japan 37% 

 United States 55% 

 Finland 69% 

Transitional Economies   

 Romania 42% 

 Estonia 55% 

Developing Countries   

 Egypt 11% 

 India 13% 

 Iran 15% 

 Sri lanka 34% 

 Brazil 55% 

Source: Tabulated from Hammouya (1999), Figures 6, 7 and 8 
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II-3.  Women’s Share of Public Sector Employment and Gender Equitable Jobs: 

Regional Assessment and Inter-country Variation 

In most countries of the world, working conditions in public sector organizations are 

more amenable to women’s needs relative to the private sector.15 These include better 

maternity leave benefits, shorter working hours, more job security, less stressful work 

etc. Similarly, occupational segregation and gender-wage gaps are also generally 

lower compared to the private sector. In advanced countries of the world women’s 

share of public sector employment is on average 46% while in developing countries 

this figure is 35% (Hammouya, 1999). However, Table 7-II shows that there are 

significant differences within countries in the various development categories.  

In countries where women have a high share of public sector jobs, female 

employment conditions are generally more favorable and vice versa. For instance in 

Japan, women’s share of managerial positions was lower than expected for a 

developed country (See Table 6-II ), correspondingly, share of women in public sector 

employment in Japan was 37% which was the lowest figure among OECD countries . 

Finland being a Scandinavian welfare state, posted highest figure of female share in 

public sector employment (69%) among all countries. Brazil’s impressive 

performance in terms of women’s share of managerial positions (See Table 6-II) was 

matched by more opportunities for women (55% share) in public sector employment 

than any other developing country in the survey. Lowest figure of female share in 

public sector employment (11%) among all the countries was that of Egypt. This 

country belongs to the Middle East and North African region, where gender gap in 

economic activity was widest and difference in unemployment rate of males and 
                                                 
15 This is established  for the United States by Hoffnar and Greene (1996) , for Thailand by 
ADB(1998), for Japan and Taiwan by Wei-Hsin, (2005),  for  Denmark, Germany, Norway, Portugal 
and Switzerland  by Dickson (2007), for Israel by Okun et. al. (2007) , for Egypt, Morocco and Syria 
by Assaad and Kabbani (2008) and for Pakistan by Aslam and Kingdon (2009). 
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females was highest in the world (See Tables 3-II and 4-II). India had the second 

lowest figure of female share in public sector employment (14%). Correspondingly, 

India is located in the South Asian region where more women were in the ranks of 

contributing family workers than any other region in the world (See Table   5-II). 

 

Formulation and enforcement of policies for gender equality is universally considered 

the responsibility of the public sector. While the public sector can give positive 

signals to the rest of the economy by implementing these policies within its own ranks, 

it has also to ensure that the private sector firms observe labor regulations which 

safeguard rights of workers. Thus equalizing economic opportunities between women 

and men is the concern of the public sector, which it can address by creating favorable 

conditions for women within its own organizations as well as organizations in the 

private sector. Table 8-II enlists different problems confronted by women in various 

regions which  require action to be taken by the public sector, in order to make 

employment conditions more gender equiltable. It must be remembered though that 

regional assessments ignore a great deal of variation within each region and a 

particular country would rarely fit perfectly all of the descriptions defined for its 

region. 
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Table: 8-II  Impediments to women’s equitable employment: Regional 
Assessment 

 
Developed 
Economies  

· Job quality, contracts, hours of work not in keeping with    
    women’s family roles 
·Dearth of measures for balancing flexibility with security 
·Gender wage gaps 
·Declining employment content of  growth/fewer jobs for 
    women 
·Diminishing size of the welfare state/ Fewer regulations 
    safeguarding women’s interests 

Transitional 
Economies 

· High female unemployment 
· Discouraging social and economic trends/Political and 
     economic collapse 
· Underemployment with women having jobs that do not      
     make use of their skills 
· Migration of skilled women; Brain  Drain 
·Dearth of measures for balancing flexibility with security  

East Asia · Job quality, social protection, social dialogue, hours of  
     work, not  in keeping with women’s family roles. 
· Inequity in rural and urban development 
· Problems in managing rural to urban migration 
· Lack of job security in small and medium enterprises 
·Slow formal sector growth  
·Rise of informal  employment and proliferation precarious 
    jobs

Latin America and 
the Caribbean 

· Barriers to labor market entry high for young women 
· Low education enrolment rates among poor women 
· Low rate of investment and job creation.  
· Slow formal sector growth 
· Underemployment among educated women 

South Asia · High poverty, low human capital formation 
· Slow formal sector growth 
· Child labor  
· Graduate unemployment 
· Social barriers to labor market entry  
· Dependency on the agricultural sector to generate growth 
· Low rate of investment and job creation 
 

Source: Adapted from Global Employment Trends for Women, ILO, 2007, Pages 17-20. 
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II-4. Women’s Socio-Economic and Employment Status in Pakistan  

In Pakistan, public policy has not been very effective in dealing with gender 

inequalities. Most women are at a disadvantage in education, health, control over 

assets and resources, access to formal employment and decision making capacity. The 

Gender Gap Index places Pakistan at 126th position out of 128 countries (WEF, 2007). 

Likewise, the Gender-related Development Index (GDI), ranks Pakistan 124th out of 

156 countries (HDR, 2007). Health statistics for women in Pakistan given in Table 9-

II are a confirmation of injustices prevalent against women as a demographic group. 

Needless to say, bad health exacerbates the living conditions of poor women and 

reduces their capacity to work productively. 

 

Statistics shown in Table 10-II are a further reminder of the atrocities committed 

against down trodden Pakistani women in the name of traditions, customs and norms. 

Such incidences intimidate women of all classes, even if they are not direct targets of 

these crimes, and shake their confidence in state institutions. 
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Table: 9-II Health Statistics of Women in Pakistan 

Maternal Mortality Ratio ( per 100,000 

live births) 

530 

Anemic women of child bearing age 58% 

Women ( 45 years and above ) of low 

income in rural area suffering from poor 

health 

45% 

Individuals ( 45 years and above ) of low 

income in rural area suffering from poor 

to fair health 

Women 80% 

Men 60% 

Source: Gender Mainstreaming in Planning & Development Division and Departments Project (2005) 

 

Table: 10-II   Statistics on Violence Against Women in Pakistan  

Cases reported 2000 - 2004 2004 

Violence against women 35,335 8,560 

Murder 6,519 1,492 

Rape 3,722 728 

Torture 6,603 1,601 

Abduction 6,505 1,397 

Suicide 5,542 1,327 

Honor Killings 4,153 1,353 

Source: Gender Mainstreaming in Planning & Development Division and Departments Project (2005) 
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The challenge to redress gender inequalities in Pakistan is a daunting one. Local 

traditions and culture reflect patriarchal values. Men are placed in a dominant 

productive role as breadwinners while women are given under-valued, reproductive 

roles in the domestic sphere. According to Sathar et al. (1988), “Women are viewed 

as wives and mothers. Whereas economic provision for women is the responsibility of 

men, women must marry and reproduce to earn status … women are rarely given the 

autonomy to make their own choices about whom to marry and when; how many 

children to have (and) whether to work … The patriarchal structure of South Asian 

societies greatly limits the possibilities for women to be active outside the home. This 

necessarily leads to considerable gender inequality at the societal level. p.415”  

However the causes and extent of women’s subordinate status differ substantially 

among various classes and regions. Poor women belonging to rural and tribal regions 

are the ones deprived of choices and opportunities in life. Theirs is a daily struggle to 

meet even basic survival needs like food and shelter. Moreover, they are subjugated 

due to severely oppressive patriarchal customs, whereby males have complete control 

over their lives. On the other hand, upper and middle class women living in urban 

areas have much more comfortable lives and relatively more freedom of choice( Kazi, 

1999). The differences in opportunities of women belonging to different classes and 

regions are obvious from figures representing their access to education. 

The differentials in access to education among males and females as well as among 

rural and urban regions are showcased in Table 11-II.  
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Table: 11-II  Gender Differences in Access to Education in Pakistan 

(2005-06)  

 

     Area 

Percentage of Population 10 Years and Older That Had 
Ever Attended School 

Male Female Both 

Pakistan 68 44 56 

  Rural 61 33 47 

  Urban 80 64 72 

Source: Pakistan Social and Living Standards Measurement Survey (PSLMS) 2005-06. 

 

 

 

Table: 12-II Refined Labor force Participation Rates in Pakistan 

(%) 

 

Region 

 

2006-2007 2007-2008 

Total Male Female

 

Augmented* Total Male Female 

 

Augmented* 

Total Female Total Female

Pakistan 45.2 70.1 19.1 55.7 40.2 45.2 69.5 19.6 53.6 36.7 

Rural 48.1 71.5 24.1 63.2 54.2 48.8 71.2 25.6 61.0 50.2 

Urban 39.8 67.7 9.6 41.8 13.7 38.6 66.6 8.4 40.1 11.5 
Source: Labor Force Survey 2007- 2008 
*Augmented Participation Rates reflect different forms of market work performed by persons 
especially females engaged in household services and production and other related economic activities. 
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The table shows that in 2005-2006 fewer women than men had attended school but 

the extent of gender difference in access to education was not uniform. Only 33% of 

the females living in rural areas had ever attended school while this figure was 61% 

for rural males. On the contrary, females in urban areas were only 16 percentage 

points behind urban males in access to education. This implies that urban women in 

Pakistan are in a position to demand equality of employment opportunities and to 

challenge gender stereotypes.  

The social and educational disadvantages faced by women in Pakistan, create labor 

market conditions which are also not conducive for female employment. Several 

studies indicate a persistent gender gap in wages and occupational segregation to the 

disadvantage of female labor force in Pakistan (Ahmed and Hyder ,2009; Siddiqui et. 

al, 2006;  Nasir, 2005;). Widespread gender discrimination is also reflected in the 

Labor Force Participation Rate (LFPR) which according to the Labor Force Survey 

(LFS), 2008 was only 19.6% for females as compared to 69.5% for males. LFS found 

women to be mostly employed in the informal sector, performing low paid menial 

jobs. Thus, while 15.5% of the male workers surveyed were employed as “legislators, 

senior officers and managers”, female employment in this coveted category was only 

1.8%. 16  Females employed in the category of “skilled agricultural and fisheries 

workers” were 61%, while this figure was only 31% for men (LFS, 2008). Again, as 

seen clearly from Table 12-II, the situation of women in rural and urban areas was 

very different. The Augmented Participation Rate (APR) shows that while 50.2% of 

rural women were economically active, only 11.5% of urban women were in the 

workforce in 2007-2008. Disturbingly, both these rates were significantly down from 

                                                 
16 This figure includes share of women in top management positions only. 
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2006-2007, implying high female unemployment during periods of low economic 

activity in the country.   

The gaping difference in the labor force participation rates of rural and urban women 

in Pakistan can be partially explained by the higher prevalence of poverty in rural area 

as compared to urban areas in the country, forcing poor rural women to work for 

survival of their families. A study by Naqvi and Shahnaz (2002) has found that most 

of the women who are not in the labor force feel that by doing market work they 

would be displeasing the male heads of their families for going against social norms 

and compromising their family relationships and household responsibilities (See 

Table 13-II).There are two main implications here. First, that there are many social 

barriers restricting well-to-do women from undertaking formal employment. Second, 

that there are few honorable occupational choices flexible enough to allow educated 

women to balance work and family obligations.    
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Table: 13-II  Women’s Reasons For Not Seeking Work in Pakistan 

Reasons Percentages 

Not permitted by husband or father to work outside home 46.0 

Too busy doing domestic work 24.3 

Do not want to work outside home 13.0 

Not enough job opportunities in region 6.7 

Too old/retired/sick/handicapped 1.7 

Don’t know whether there exists an opportunity 0.9 

Paid too low 0.4 

Other 6.9 

Total 100 

Source: (Naqvi and Shahnaz, 2002) 
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II-5. An Assessment of Recent Initiatives for Women’s Advancement in Pakistan 

Pakistan is signatory to many international declarations obliging the government to 

undertake major reforms to promote gender equality. As a response, government of 

Pakistan has issued a plethora of policies and programs for uplift of women’s status.17 

The UNDP (2009) finds that programs and mechanisms for gender equality in 

Pakistan suffer from lack of coordination, commitment and effective administration. 

But this is not an anomaly as nearly all public sector reforms in Pakistan have 

generally remained superficial and have failed to address root cause of 

dysfunctionalities (Haque, 1998; Iqbal, 2007).  

Projects are initiated for achievement of formidable targets without commensurate 

provision of human and financial resources for effective implementation. MOWD is a 

case in point. This ministry was expected to be a lobbyist and catalyst for gender 

causes but the Committee on Elimination of Discrimination against Women (2007) 

has expressed its concern “about the limited capacity of the MOWD to undertake 

effective coordination and cooperation with all gender equality mechanisms at the 

federal and provincial level, as well as cooperation with women’s organizations.” 

Other than weak political will the MOWD also continues to be hampered by 

misplaced focus on direct project implementation at the grassroots rather than at the 

policy level (ADB, 2008).  Most ministries and departments of the federal and 

provincial governments do not acknowledge nor appreciate the critical role of 

MOWD; neither does this ministry have the necessary status, authority or the 

technical capacity to carry out its mandate. The UNDP (2009) has observed that the 

MOWD “usually ends up providing temporary shelter to those civil servants who 

                                                 
17 List of declarations, polices and institutional arrangements for gender equality is attached as 
appendix E. 
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have either fallen out of favor with the powers that be of the time or need a break 

from the hectic routine and pressures of more active and important ministries. In most 

cases, officials in top management positions of the MOWD come from other 

ministries and departments with little or no background in gender and get transferred 

out relatively quickly. p.19” As a result the permanent technical capacity of the 

Ministry remains very weak.  

Various high order committees were formed for coordinating the functions of MOWD 

but most of these have remained confined to paper or have not been able to meet at 

needed intervals to address many of the pressing issues (UNDP, 2009). On the official 

MOWD web-site18 it was stated that: “For various reasons in the past Ministry of 

Women Development has not been able to perform its assigned functions. Keeping in 

view these shortcomings … The National Policy for Women Development is being 

formulated to serve as a guide for the government to initiate focused programs to 

enhance women‘s participation in socio-economic development. It would also 

contribute towards enhancing the status of women”. The question remains: how 

would this new policy contribute towards enhancing the status and authority of the 

MOWD?   

 

Another essential body for independent evaluation of gender policies and outcomes is 

the NCSW which was incapacitated due to structural and administrative constraints 

(UNDP, 2009). Like the MOWD, it also has a limited budget and staff resources. This 

situation is further complicated by a lack of demarcation in roles of the MOWD and 

NCSW (ADB, 2008). Resources for the commission are provided through short-term 

agreements with development partners and long-term commitment is uncertain. This 

                                                 
18 www.women.gov.pk . Information retrieved on 26-09-2009  
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reduces NCSW’s ability to work as an autonomous commission and constrains this 

body from giving meaningful input (UNDP, 2009). It remains to be seen if recent 

reforms in the structure, resources and operating procedures of this body would 

enable it to make any significant contribution towards elevation of status of women in 

Pakistan.   

An  institution which is vital to implementation of gender mainstreaming strategy 

within the public sector is the GRAP. As GRAP is being managed by the MOWD 

which is itself facing credibility issues, active participation of and collaboration with 

other ministries for implementation of this program is not forthcoming. GRAP and 

GDS working under its supervision are also severely deprived of resources. 

According to the UNDP (2009), “There is no evidence to suggest that the federal, 

provincial and local governments plan to maintain these (GDS) as a long-term service. 

Without the needed positions and budget approvals for permanent staff and other 

resources, these units are likely to fizzle out with program closure. p.19” 

In Pakistan, quotas are the instrument of choice for bringing about representation of 

women in state decision-making and public sector employment. According to Rai et 

al. (2007), women’s quotas have been favored by successive governments because 

these are visible initiatives not involving expenditure of resources. However, they 

argue that the level of reservation expressed in these quotas is too low to make a 

significant impact. Further, these quotas are implemented on the basis of membership 

and not on the basis of leadership positions. Thus while quota for women in the 

national parliament and senate is 17%, there are only 8% women on federal 

ministerial positions. Rai et al. (2007), also note that women’s quotas in public sector 

employment often remain underutilized and there is a perception (or misperception) 
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that few ‘suitable candidates’ are available for the jobs which are advertised. In this 

context, UNDP (2009) has made the following observations: “The commission was 

unable to find any explicit programs to make quotas and women’s empowerment in 

the public sector more effective via recruitment, retention and promotion campaigns. 

Nor did (the Commission) find officials responsible for developing a strategy, aware 

of the need for such approaches in order to implement quotas in practice…even the 

enlightened government officials believe adding one or two women in their staff is all 

that is needed to squarely address the gender concerns. p.24” 

 

Other than the state’s own initiatives for women’s advancement, the GSP, carried on 

with support of international donors in Pakistan, is also faced with implementation 

lags. According to the UNDP (2009) “GSP is perhaps the largest assortment of gender 

related projects managed under one roof… being implemented in relative isolation 

and not gelling into a coherent program which could optimize synergies 

p.21”Apparently, the Interagency Gender and Development Group (INGAD), which 

was established to serve as a platform for gender focused donor co-ordination, has 

been unable to generate integrated action among donor agencies in Pakistan.19 

Although most donor agencies, multilateral as well as bilateral, have shown a keen 

interest in sponsoring development programs in Pakistan with a direct or indirect 

gender theme, according to ADB (2008), these programs seem to have fallen victim to 

mismanagement of resources due to overlap and duplication of effort in some areas 

while neglecting to incorporate lessons learnt from failure of programs when taking 

on similar initiatives again. The ADB also finds that donor sponsored programs have 

not been successful in imbibing such systemic capacities in policy makers which are 

                                                 
19 Mission of INGAD is to share information and research on gender policy and program issues with all 
stakeholders, dissemination of best practices and establishing networks among stakeholders.  
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required for mainstreaming gender in different areas of development. For example the 

main achievement of two programs for gender mainstreaming in the public sector 

(Gender Mainstreaming in Planning & Development Departments and Division under 

GSP and the Gender Reform Action Plan) has been gender sensitization of civil 

servants and policy makers. If greater awareness regarding gender issues has in fact 

been created due to gender sensitization workshops, it has not been translated into 

institutional reform. According to UNDP (2009) there is no evidence of inclusion of 

gender elements in the Performa PC-1, nor has gender appeared in the budget call 

circular on a regular basis. The UNDP (2009) further remarks that for most 

government officials in Pakistan gender is still a western notion which is being 

adopted due to pressure from donors.20 This suggests that the gender sensitization 

campaign in public sector organizations has been unsuccessful in achieving its 

objectives.   

II-6.  Women and  Public Sector Employment  in Pakistan 

 

A public sector organization which supports gender diversity can be expected to be 

sensitive to gender concerns in the society. Therefore, to overcome implementation 

issues in promoting its gender and development agenda the government must make 

conditions favorable for women workers, first and foremost, within its own ranks and 

the ranks of its allied agencies.21 Presently, such may not be the case in Pakistan, 

which is indicated by low female staff representation in most public sector 

organizations in the country.  

                                                 
20 PC-1 is the main tool for evaluating development projects used by Planning Division of Pakistan. 
 
21 This premise is discussed at length in Section III-3 of this dissertation.  



 43

For example, extreme gender imbalances continue to exist at all hierarchical rungs in 

the federal civil services. As can be seen from Table 14-II, women’s share in federal 

government employment is 4.66%. This figure is around 13% for Grade 14 and above. 

However in Grade 20 and above there are only 5% female officers. The situation is 

similar in autonomous and semi-autonomous organizations as well. The share of 

female officers in grade 17 and above is 6.43% but overall percentage of women 

employees is 3.12% (PPARC, 2006). At provincial level too, similar patterns of 

female employment have been found to exist in the public sector. For instance in the 

province of Punjab, there are 28% women working in the social sector consisting of 

health and education departments, but the share of women in administrative and 

economic sector jobs is only 0.5% and 0.3% respectively. Women’s share of total 

public sector employment in the province of Punjab is only 5.5% (GRBI, 2006). 
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Table: 14-II Women’s Share in Federal Government Employment by Grade 

 

 

 

 

Source:Thirteenth Census of Federal Government Civil Servants, 2004. 

Grade Male Female %age of female staff 

22 67 0 0 

21 208 3 1.4 

20 693 48 6.5 

19 1503 179 10.6 

18 3180 434 12 

17 5415 888 14.1 

Sub-total 11066 1552 12.3 

16 8720 1345 13.4 

15 4208 430 9.27 

14 8109 1855 18.61 

13 576 17 2.95 

12 5369 100 1.82 

11 13543 372 2.67 

10 2478 230 8.49 

9 9701 1990 17.2 

8 2086 69 3.2 

7 24597 685 2.7 

6 15027 37 0.25 

5 33224 627 1.85 

4 12191 252 2.02 

3 9709 19 0.19 

2 24658 402 1.6 

1 38713 976 2.5 

Sub-total 212909 9406 4.23 

Grand-Total 223975 10958 4.66 
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The low levels of female participation in public sector employment raise questions 

about suitability of working conditions for women in this sector. According to NCSW 

(2003),  “Often women are not considered on merit and Pakistan is characterized by a 

virtual absence of women at effective policy making and administrative levels. It 

appears that there is a deliberate effort to detract them from becoming administrators 

or managers .p.23” The NCSW (2003) also finds that the environment in government 

offices hampers women’s active participation as women employees face harassment 

and discrimination. Their special needs like day care facilities and separate toilets are 

often ignored. Similar comments about work condition in government departments 

are made in a project report of Women’s Employment Concerns Program (WEC-PK, 

2008). This report notes that due to negligible female representation in governing 

boards, systematic and endemic gender bias in matters of employment benefits and 

welfare opportunities persist, precluding the possibility of innovative initiatives for 

women’s development. 

 Interestingly, quite the opposite view is expressed by some scholars. For example, 

Ahmed and Hyder(2009)  expect to find no “taste of discrimination” among public 

sector organizations, essentially due to government policies which encourage equal 

opportunities for all. They hold that it is only the private sector where working 

environment is not very attractive for females. Hyder and Reilly (2005) explain that 

public sector employment in Pakistan is still viewed as more attractive, for both 

genders, because of better pay, better work conditions, and the availability of other 

fringe benefits (e.g., pension rights and free medical benefits).  

This difference in the official and independent views regarding women’s employment 

conditions in public sector organizations of Pakistan warrants an in-depth 
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investigation of the issue. Such an investigation is being undertaken in this research. 

However as the aim is to find a result-oriented approach to gender mainstreaming, not 

only does this research conduct an inquiry into organizational factors impeding 

women’s advancement, but it also examines mindset of female workers to determine 

the extent to which they are motivated to become equal partners in development. 

Assessment of programs and interventions for women’s development in Pakistan 

suggests that there has been a lack of focus on these two critical factors, resulting in 

implementation lags and minimal success in bringing about social change.  

Evidence from secondary sources has been provided in this part showing that women 

are discriminated against in one form or another across the globe. This is despite the 

fact that gender discrimination is a violation of human rights. 22  Other than a 

normative concern for social justice, removal of barriers on advancement of women is 

also necessary for economic progress. The forces which restrict women’s employment 

opportunities constrain half of the population from using its talent and skills for 

productive purposes. To hone in women’s productive potential, public sector 

organizations would have to adopt gender-responsive policies, and policy guidance 

would have to be provided by gender-responsive scholarship. 

 

 

 

                                                 
22  The Committee on Elimination of Discrimination against Women (2007) mentions seven 
international human rights instruments having elimination of gender discrimination as a main goal. 
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III- Gender Issues: Theoretical Underpinnings and Empirical 

Findings 

Conventional economic scholarship either ignores gender issues or deals with them 

superficially. Even the recent economic research dealing with women’s labor market 

opportunities, identifies gender differentials, but by and large does not attempt to seek 

women’s own solutions to their problems. Feminist economic scholarship which 

questions the gender insensitivity of conventional economic analysis, suggests use of 

‘heterodox’ or inter-disciplinary research to overcome this dilemma. Feminist 

economists emphasize that gender differences in economic activity need to be 

analyzed within the institutional context because in most societies institutions 

systematically impose disadvantages on women especially when they enter the public 

sphere to work alongside men. Although empirical literature shows that public sector 

employment is more conducive to women’s participation as compared to the private 

sector, glass ceilings may be existing even in the public sector as few women reach 

top policy-making positions.  Thus, reform in public sector organizations is necessary 

to initiate the process of social transformation for gender equitable development in a 

country. Yet public sector reforms in developing countries are fraught with both 

supply and demand side challenges which render these reforms ineffective.  Likewise, 

government’s formal polices and programs for gender advancement and 

implementation of gender mainstreaming strategy in public sector organizations 

remain unsuccessful due to existence of organizational impediments. Such is 

particularly the case in countries like Pakistan where, as established in literature, 

government functionaries are often at risk of becoming tools for maintenance of an 
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establishment which has no ambition to ameliorate the conditions of the 

underprivileged.  

This part of the dissertation is a thematically arranged review of literature which 

identifies knowledge gaps and establishes the scholarly context in which the present 

research is set. In Section III-1 conventional economic literature, emanating from a 

variety of sub-fields and schools of thought is examined in terms of its sensitivity to 

gender issues and found to be lacking in content related to special needs and 

capabilities of women. This is followed by Section III-2, in which feminist economic 

literature addressing gender bias in conventional economic analysis in five critical 

areas is reviewed, thereby also establishing the fundamental objectives of gender-

responsive economic scholarship.  In Section III-3, literature pertaining to the 

capacity of the public sector to bring about reforms within its own structures, and 

within the society at large, is evaluated and specific constraints are identified. Finally, 

Section III-4 presents a review of empirical literature to understand the connection 

between public sector employment and the extent of labor market discrimination in 

different parts of the world, with special emphasis on the case of Pakistan.  

III-1.  Gender Bias in Conventional Economic Theory and Need for Gender-

Responsive Economic Analysis 

Conventional economics deals primarily with issues related to supply of, and demand 

for, goods and services by economic agents like producers, consumers, workers, 

entrepreneurs, etc. irrespective of their gender. The numerous individual activities of 

these agents (whether male or female) when taken together are seen to give rise to the 

aggregated forces of supply and demand in a capitalist economy. Markets are the 

locale where individual agents meet to carry out economic transactions guided by the 
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quest for their private profit but the extent to which government intervention is 

needed for markets to continue functioning smoothly has been a contentious issue. 

Adam Smith and other classical economists considered free markets to be the best 

mechanisms for efficient and equitable production, consumption and distribution 

within an economic system. They were convinced that the “invisible hand” of the 

market would ensure that production will gravitate towards effectual demand and 

prices would be sufficient to provide for normal payment of wages, profit and rent, 

thereby ensuring equity within the system. Although J.M. Keynes broke away from 

the doctrine of the classical school in questioning the self-adjusting tendencies of the 

economy, he believed that effective demand management could cure unemployment 

and economic stagnation thereby preserving the capitalist system and sustaining 

workers’ welfare (Gardner, 1998). In recent years, supply-side economists have tried 

to establish that government policies are ineffective in boosting productive 

capabilities of the economy, even in the short run. On the other hand economists 

working within the Keynesian tradition have provided micro-economic explanations 

of involuntary unemployment and need for public policy to make the economic 

environment conducive for firms to increase production and create more job 

opportunities. 23  However, both the supply-siders and the aggregate demand 

management advocates tend to see market forces as impersonal aggregations of 

individualistic activities. In other words they only consider market activities 

emanating out of individual, utility-maximizing behavior of agents. Institutional 

factors regarding social and political conditions in which market agents and 

government functionaries operate are considered exogenous in these models and 

                                                 
23  For a comparison between the Classical/supply-side and  Keynesian perspectives in 
Macroeconomics, see Froyen (1999). 
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therefore gender, being a social construct, is not included as a variable in conventional 

macroeconomic analysis. 

 

The lack of institutional insight in traditional economic theory gave rise to criticisms 

such as it assumes idealistic conditions and misses important elements of reality. The 

resurgence of interest in institutions and their impact on economic outcomes has led 

to the development of New Institutional Economics (NIE). In this strand of economic 

literature, institutions and institutional change are no longer considered exogenous. 

Rather, it explains the institutional factors traditionally taken as given, such as 

property rights and governance structures. Social welfare is a concern of NIE as it 

seeks to find ways of reducing transactions costs, reducing uncertainty, internalizing 

externalities, and producing collective benefits from coordinated or cooperative 

behavior.  While NIE recognizes limited cognitive competence of economic agents 

also called “bounded rationality”; costs of “crafting order, mitigating conflict and 

realizing mutual gains” in economic transactions; and norm-guided behavior, most 

new institutionalists observe neoclassical constraint of individualistic, rational 

purposive activity so as to avoid  tension with  standard economic theory (Rutherford, 

2001). Thus even though NIE appreciates that inefficient institutions may emerge and 

survive, transformation of institutions to generate social benefits is not contemplated. 

From a gender perspective, NIE offers an excellent opportunity to study systematic 

disadvantages faced by women. However, no such attempts were recognized by 

Williamson (2000) and Rutherford (2001) when undertaking a survey of NIE 

literature.  
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In the field of Development Economics, gender was considered only at a very general 

and abstract level in the pre-adjustment era before the 1980s. In fact, models of 

economic growth till the 1960s barely recognized the role of the ‘human factor’ in 

development (Berik and Rodgers (2007). Many of these early models assumed that 

increase in the labor force was given by the rate of population growth and therefore 

was exogenous to the model (Kabeer, 2003). For example, the influential Harrod-

Domar model postulated that rate of growth of output is determined jointly by the 

national saving ratio and the national capital-output ratio. Poor countries had 

relatively low level of new capital formation which constrained their growth and 

development, so injection of foreign aid was all that was required to put these 

countries on a steady growth path. Another popular theory at the time was Rostow’s 

stages-of-growth-model which mapped the historical pattern of developed countries in 

an attempt to identify all societies in their economic dimensions as lying within one of 

five categories: the traditional society, the pre-conditions for take-off into self 

sustaining growth, the take off, the drive to maturity, and the age of high mass 

consumption.24 These models appear too simplistic, because while investment maybe 

a necessary condition for stimulating growth, to convert new capital into ever higher 

levels of output also requires institutional arrangements for channelizing human 

capability towards productive ends. Such institutional arrangements would not evolve 

spontaneously in societies where inequality as a cultural norm is allowed to persist. 

 

                                                 
24 For details of these theories see Todaro  and  Smith  (2002). 
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Theoretical deficiencies and practical limitations of the early growth theories led to 

the emergence of “Structuralist Approach” in Development Economics. 25  For 

example, Rosenstein-Rodan’s “Big Push Theory” highlights the lack of economies of 

scale in over head facilities and basic industries of developing countries. Ragnar 

Nurkse’s “Balanced growth theory” draws attention to the existence of a “vicious 

circle of poverty” in less developed countries. Arthur Lewis’s “Two Sector Model” 

points out that most developing countries have a traditional subsistence sector with an 

‘unlimited’ supply of unskilled labor as well as a modern industrial sector with capital 

to be used for generating profit. Lewis recognizes the importance of women as a 

potential untapped source of labor supply in the industrial sector, but gives scant 

attention to the costs of transfer of women’s work from the household to the market 

(Braunstein, 2007). On the whole, the structuralist theories do give attention to the 

role of labor and institutional conditions for self-sustained economic growth in 

developing countries, nevertheless these models are gender-blind. In other words they 

do not consider that women in developing countries are less able to contribute to 

economic growth due to adverse social and economic circumstances and that 

women’s disadvantage is just as likely to interrupt economic adjustment as lack of 

investment in infrastructure and technology. 

 

            Disenchantment with the strictly economic theories of growth and development also 

gave rise to the radical “Dependency or Neo-Marxist Theories” which see developing 

countries as being beset by institutional rigidities both domestic and international, and 

caught up in dependence and dominance relationship with advanced countries. 26 

                                                 
25  This approach tries to identify specific rigidities, lags and other characteristics of developing 
economies that affect economic adjustment. For a detailed discussion on the “structuralist movement” 
see Chenery (1975a).    
26 Chenery (1975a) discusses the works of different authors in the Neo-Marxist Movement. 
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These theories suggest that developing countries should insulate and isolate 

themselves from destructive intrusion of trade, technology, transnational corporations 

and educational and ideological influences of advanced nations. The Neo-Marxists 

direct the attention of the developing community towards egalitarian objectives of 

development. Their theories contributed to the emergence of concepts such as 

“Redistribution with Growth” and “Basic Needs Approach” which called upon the 

governments of developing countries to take a variety of measures to alleviate poverty 

(Meier, 2004). As Marxist ideology prescribes dismantling of existing hierarchies of 

power for reconstruction of an egalitarian system, the dependency theories indirectly 

benefit the gender equality cause by treating women and men to be equally capable of 

productive activities. But despite its ideological promise Neo-Marxism has been 

unable to achieve practical success as the radical changes it proposes do not take into 

account social realities. So while this approach encourages women’s participation in 

productive activities, it does so without considering their household responsibilities 

and resultantly it cannot be used to make prescriptions regarding women’s equitable 

employment.  

 

Unabated government intervention and protectionism, as advised by the Neo-Marxist 

school, were administratively too costly to sustain. This gave rise to the neo-liberal 

counterrevolution. Economists rediscovered the ‘Pareto Optimality’ of free markets 

and free trade and clamored for restoration of fiscal and financial discipline. 27 

                                                 
27 Suppose a set of goods or outcomes is to be distributed among a group of individuals, a change from 
one allocation to another that can make at least one individual better off without making any other 
individual worse off is called a ‘Pareto improvement’. If no further Pareto improvements can be made 
then the allocation is defined as ‘Pareto efficient’ or ‘Pareto optimal’. Under conditions of perfect 
competition, it can be shown that a system of free markets will lead to a Pareto efficient outcome. 
However, in the absence of perfect information or complete markets, outcomes are generally Pareto 
inefficient. 
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Structural Adjustment Programs (SAPs) were introduced under which direly needed 

assistance was made contingent to lowering of exchange rate and interest rate; trade 

and financial liberalization; reduction in public expenditure; and deregulation and 

privatization (Meier, 2004). For the Neo-Liberal economists efficiency was the only 

measure for economic progress and economic growth was synonymous with 

economic development. However, development experience in different countries 

proves that growth does not necessarily come coupled with equity. Several studies 

since the 1990s, show that adoption of SAPs had a negative impact on women’s 

welfare. These studies also suggest that one of the primary reasons for failure of the 

SAPs was that these programs were blind to the vulnerabilities of women and other 

disadvantaged groups (Cagatay and Erturk, 2006; DAW, 1999). The neo-liberal 

model does not give sufficient attention to the fact that imperfect markets are not 

Pareto efficient and that regulations are needed for redistribution of resources failing 

which vulnerability of women and other disadvantaged groups is bound to rise. 

 

In the aftermath of the structural-adjustment period economists have been more 

forthcoming in their acknowledgment of  sociological factors as having a fundamental 

effect on economic behavior of optimizing agents and as a result on aggregate forces 

of demand and supply(Braunstein, 2007). In contrast to the neoclassical growth theory 

which had looked at economic growth only in terms of financial capital accumulation, 

the new endogenous growth models include a larger set of variables such as human 

capital as determinants of growth. Endogenous growth models have been used 

extensively to incorporate gender considerations in economic analysis. For instance, 

the effect of gender differentials in education, and human capital accumulation on 

growth has been measured using this framework (Stotsky, 2006). These models have 
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also been used to examine how government action can contribute towards growth 

enhancement. In doing so the endogenous growth models have spawned numerous 

studies since the beginning of the new millennium, showing why good governance 

matters for women (UNRISD, 2005). Nevertheless, insufficient attention is directed 

towards government action which can create equitable employment opportunities for 

women so that they can contribute towards improvement in quality of governance. 

 

Microeconomic analysis since the 1990s has started to deal directly with gender 

inequality arising out of different circumstances of women and men at the household 

level. For example, based on microeconomic evidence from Sub-Saharan Africa, 

Palmer (1991) suggests that:  

 As a result of gender inequalities in domestic division of labor, women’s 

household work is like a ‘tax’ they must pay before they can take on activities 

for income-generation; 

 Inequality in rights and obligations between husband and wife causes married 

women to typically invest more time in domestic maintenance as they have 

little incentive to contribute more to income-generation activities which are 

traditionally performed by husbands; 

 Women as well as men are likely to prefer to put their efforts into forms of 

production whose proceeds they can control, regardless of whether this is best 

for the household as a whole. 

 

A study by Collier (1990) exploring microeconomic underpinnings of SAPs 

during the 1980s shows that:  
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 Women’s involvement in bearing and caring for children, especially during 

the middle phase of their lives, restricts their professional choices as they are 

limited to work in environments where family responsibilities are not a major 

disadvantage; 

 Discrimination against women in credit and labor markets makes it more 

difficult for them to cope with and respond to changes in the economic 

environment brought about by structural adjustment programs; 

 Due to influence of gender-specific role models boys/men and girls/women 

are channeled into different sectors, preventing them from performing tasks 

not usually associated with their gender. 

 

These studies provided important insights into how social relationships structure the 

gender division of work, resources and power often to the disadvantage of women.  

Even so, conventional micro-economic analysis does not deliberate on how to undo 

women’s relative disadvantage by reforming state institutions and policy.  

  

From a normative point of view state should ensure equity among all its citizens by 

promoting the welfare of the under-privileged classes. Yet, from an efficiency-

oriented economic standpoint the issue of whether or not it is desirable to have a state 

policy which promotes gender equality remains contentious. Empirical economic 

studies show that a significant relationship exists between economic growth and 

gender equality. However, there is controversy on the direction of the relationship. 

Besides, the direction of causality between these two variables is also a contentious 

issue (Berik and Rodgers, 2007). There are two sets of competing hypotheses 

explaining the impact of gender equality on economic growth. The “Positive synergy 
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hypothesis” predicts that gender equality stimulates growth while the “Trade-off 

Hypothesis” suggests that gender equality comes at the cost of lower economic 

growth (Kabeer,2003). Dollar and Gatti  (1999) provide evidence in favor of the 

“Positive synergy hypothesis”. Salient features of their study are as follows: 

 Gender equality has a positive effect on per capita economic growth in 

developing countries but returns materialize in the long-run; 

 The strength of relationships between gender equality and economic growth is 

moderated by regional as well as religious differences; 

 Forms of Capital such as “Financial Capital” associated with access to credit, 

land, wages, and capital equipment; and “Social Capital” including social 

relationships and networks; are just as relevant for economic growth and 

gender equality in poorer countries as is “Human capital” which signifies 

access to education, good health and professional skills;  

  Economic growth is facilitated by gender justice in civil and political rights 

but the translation of “formal” to “substantive” gender equality requires that 

women be given social citizenship and economic opportunities. 

 

In contrast with the above propositions, Seguino (2000) has given credence to the   

“Trade-off Hypothesis”. Her study shows that: 

 

 In developing countries which have open economies, gender inequality 

stimulates growth; 

 Low female wage-rate, along with high levels of human capital and 

investment, fuels higher levels of export-oriented industrialization; 
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 Gender disparities in wages signal softer labor regulations which attract 

increased levels of profit-oriented foreign direct investment in organizations 

located in urban areas. 

 

Studies exploring the impact of economic growth on gender equality have also 

yielded conflicting results. For example, Cagatay and Korkut (2006) show that 

economic liberalization policies have exacerbated gender inequality as they do not 

promote well-being in a broad-based manner and cause additional drawbacks for 

women because women are less able to compete in free markets being disadvantaged 

in their  access to and control over assets and economic resources. In sharp contrast, 

Forsythe et al. (2000) find that economic growth entails an increase in employment 

opportunities and competition, which gradually eliminates gender inequalities as 

measured by Gender Development Index (GDI), which includes inequalities in access 

to health, education and income-earning opportunities. 

 

There are different reasons why these studies investigating apparently similar 

variables come up with such contradictory findings. First, these studies are based on 

cross-country regression analyses which overlook country-specific and time-specific 

evidence. Secondly, the studies use different measures of gender inequality. Third, 

there are differences in country coverage. Fourth, the hypothesized directions of 

causality, the treatment of endogeneity and choice of econometric technique also 

affect results. Morrisson and Jütting (2004) maintain that most of the studies 

exploring the gender inequality and economic growth nexus give insufficient 

consideration to institutional factors causing gender discrimination against women. 

They hold that ignoring traditions, customs and explicit or implicit rules of conduct 



 59

which impose constraints on women can limit the usefulness of policies aimed at 

enhancing gender equality whether such policies are termed “inward-looking” or 

“outward-oriented”.  According to their point of view, there is no trade-off between 

gender equality and economic growth or vice versa once focus shifts from short term 

gains to long-term, sustainable development. In other words, to sustain economic 

growth in the long-run and to attain economic development, social objectives such as 

gender-equitable well-being must be integrated into macroeconomic goals of public 

policy and this process of integration must be tailored to the needs of each country 

according to its unique social and institutional environment.  

 

According to Berik and Rodgers(2007), empirical economic studies seeking to add a 

gender dimension to macroeconomic models generally follow any one of three 

approaches. The ‘gender disaggregation’ approach ; the ‘gendered macroeconomic 

variable’ method; and the ‘two sector/system’ method.28 The authors also highlight 

another highly favored method for incorporating gender-variables into 

macroeconomic analysis known as the Computable General Equilibrium (CGE) 

technique. The simulation models formulated with this technique can be used to study 

the impact of macroeconomic changes on women as these filter through various 

sectors of the economy. CGE models are not without their limitations though. For 

example, data requirements for application of these models are extremely demanding 

and unless accuracy of data can be ensured validity of results remains questionable. 

                                                 
28 The ‘gender disaggregation’ approach is based on microeconomic evidence that demonstrates how 
men and women may differ in their consumption, investment or saving behavior. The ‘gendered 
macroeconomic variable’ method, makes changes in parametric values of macroeconomic models to 
accommodate the effects of gender disparities in different sectors of the economy. Finally the ‘two 
sector/system’ method models an economy as two systems: one includes the standard types of variables 
related to the macro-economy and the other comprises gendered variables related to the unpaid 
reproductive economy. 
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Moreover, all conventional approaches seeking to engender macroeconomic analysis 

face the following problems: 

 There are many disagreements on standards and methodologies; 

 Simulation results are said to be dependant on the underlying assumptions and 

parameter choices; 

 Quality of life issues are mostly not addressed. 

The discussion up till now shows that whether economic analysis is conducted at 

micro-, meso-(institutional) or macro-level, it is nevertheless prone to treating gender 

issues superficially.  A fundamental flaw in most economic analysis is its view of the 

economy which remains gender biased. There is a predisposition to see ‘reproductive 

work’ as a natural feature of women’s roles and as not being ‘productive work’ 

because it is unpaid. Economic analysis has therefore, what Kabeer (2003) calls, an 

‘iceberg view of the economy’, because it only looks at the surface of what actually 

goes on by way of productive work 

 

Kabeer (2003) argues that below the formal, visible economy there is a less visible, 

informal economy. Here goods and services are traded but are not documented by 

official statistics. Below the informal economy is the subsistence economy, where 

goods and services are produced for use within the household. Finally, all economic 

activity rests on the unpaid reproductive work and care usually performed by women 

within the household, which produces and nurtures the labor power that sustains the 

entire economic system. Kabeer (2003) concludes that most economic analysis looks 

at only the tip of the ice-berg and therefore fails to acknowledge productive 

contributions of many poor women working in the informal sector where activities are 

concealed to evade labor regulations, irregular or performed by unpaid family workers. 
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Based on the ‘iceberg view of the economy’, the visible economy is much smaller in 

developing countries as compared to the developed counties. Therefore, economic 

analysis which usually recognizes only the formal economy, is an inappropriate 

medium for understanding the dynamics of traditional and underdeveloped economies 

and as a corollary also inappropriate for examination of gender effects within these 

economies. According to Stotsky (2006), productive and reproductive activities 

undertaken by most women in developing countries happen to be ‘embedded’ in 

social institutions like family, kinship and community. Within these key institution 

activities are performed for collective benefit of all members. Berik and Rodgers 

(2007) hold that by using individual utility-maximization criterion of rational 

behavior as its standpoint, economic analysis has become skewed and fails to 

appreciate women’s distinctive concerns and work patterns. Even the endogenous 

growth literature which recognizes that the productive labor supply can be improved 

through investments in human capital fails to appreciate that productive labor itself is 

‘produced’ requiring prior commitments of reproductive labor which is not in 

unlimited supply. Although The System of National Accounts 1993 now assigns a 

market value to some subsistence activities these are related to production of goods 

for household consumption. There is still no mechanism for incorporating the 

economic contribution of reproduction and care activities in national income accounts. 

Therefore, empirical studies which use macro-economic variables based on national 

accounts have an intrinsic gender bias. 

 

The gender bias in economic literature also becomes apparent if economic analysis of 

all types is classified according to its level of gender sensitivity.  Modules for gender 
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mainstreaming identify three separate classes of development policies based on their 

treatment of gender issues as follows: 

 Gender-neutral/blind/biased policies: These policies do not recognize the 

relevancy of gender in the particular sector and target group they are directed 

at. In practice, such policies become gender-blind or gender-biased as they 

end up perpetuating stereotypes and hetero-norms;  

 Gender-aware/ specific policies: Gender-specific policies recognize that 

women and men have differential needs and that these needs should be 

targeted specifically. However, they do not address the existing distribution of 

resources and power or gender relations systems in the society;  

 Gender-responsive /redistributive/transformative policies: These policies 

are undertaken with the broader goal of bringing forward structural changes in 

the gender relations system in order to challenge discriminatory policies, 

practices, ideas and beliefs (CRTD.A, 2005). 

If this taxonomy is applied to economic theories and analysis most of the literature 

before the 1980s is found to be gender blind. Fortunately, The UN decade for women 

(1976-1985) seems to have sparked a movement towards gender-aware economic 

analysis and many techniques have been developed to support this movement since 

then. Nevertheless, mainstream economic literature has still to reach the level of 

gender sensitivity where it can be termed as gender-responsive. Feminist economists 

have spearheaded this movement towards ‘engendering’ economic theory.  
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III-2. Feminist Economic Scholarship and Fundamentals of Gender-Responsive 

Economic Analysis   

 

            Ester Boserup in her classic treatise  was the first to systematically examine the 

gender differentiated impact of agricultural mechanization, industrialization and 

structural changes due to economic growth on women in developing countries. 

(Boserup, 1970) According to Berik and Rodgers (2007) Boserup’s ground-breaking 

work provided inspiration for a new genre within the economics discipline called 

“Feminist economics” which looks at economic analysis through feminist lenses. 

Feminist economists have given impetus to the movement for gender sensitization of 

economic theory and analysis by both broadening the focus of this discipline and 

seeking pluralism of methodology and acceptable research methods. Initially the 

effort of feminist economists was to critique established theories, methodologies, and 

policy approaches to expose their shortcomings in adequately recognizing women’s 

role in the economic arena. The feminist critique started from the household level and 

microeconomics of labor markets and later extended the argument to macroeconomics 

and international trade and all other branches in economics discipline. Power (2004) 

surveys feminist economic literature since the 1990s and finds that feminist 

economists are now making contributions towards construction of new gender-

sensitive economic paradigms, thereby establishing the basis for gender- responsive 

economic analysis. She finds that feminist economic methodology has tried to address 

five forms of gender bias in conventional economics which are:  
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 Mostly ignoring the contribution of domestic systems in sustaining the larger 

economy and virtual denial of reproductive labor as fundamental economic 

activity; 

 Material success being the misnomer for measuring individual and/or societal 

welfare; 

 Ignoring economic, political and social hierarchies being responsible for 

gender power relations undermining women’s agency; 29 

  Conventional economic literature largely being complacent of ethical goals 

and values; 

 Overlooking differences in gender power relations across different classes, 

races, ethnic groups and other demographic denominations. 

 

According to Power (2004) feminist economists have called for a re-conceptualization 

of economic processes after taking into account the value of the unpaid work being 

performed mostly by women in a domestic setting. Nelson and Goodwin ( 2005) 

believe that adding a fourth economic activity namely, resource maintenance, to the 

three recognized essential economic activities which are production, distribution and 

consumption of goods and services, greatly eases the incorporation of gender and 

ecological concerns into economic theory. They define resource maintenance as 

“tending to, preserving, or improving the natural, produced, human, and social 

resources that form the basis for the preservation and quality of life.” They believe 

that under this broad definition, the value of child-raising and dependant-care work 

                                                 
29 Gender relations refer to how women and men relate to each other in the society. They arise from 
gender roles, that is the different social roles and responsibilities that pertain to each sex. Gender 
relations also define these roles and responsibilities and the values attached to them. Gender relations 
are power relations since the status of women and men and the values attached to their respective roles 
in the society is not on an equal level (See, CRTD.A, 2005). 
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traditionally done by women can be acknowledged alongside more conventional 

economic concerns such as investments in infrastructure. Engendering the basic 

concepts of economics in this way would make economic analysis more responsive to 

needs of women and future generations. However, as Berik and Rodgers(2007) point 

out, even if it is proved that women’s work both paid and unpaid is a major 

determinant of family welfare and economic development, issues of gender inequality 

in power and access to resources at the household level and systematic discrimination 

at the institutional level would have to be addressed before women can attain the 

status that they deserve. Gender-responsive economic analysis must therefore focus 

on reforming the economic system such that women, who ensure the stability of the 

system, should also become its beneficiaries. 

 

Feminist economists argue that if economic analysis has to fully appreciate women’s 

productive contributions, then economic success should not be judged solely in terms 

of acquisition of goods but also be measured by extent of human well-being (Power, 

2004). Such a conception of well-being is advanced by Amartya Sen’s “Capability 

Approach”. This approach emphasizes functional capabilities and "substantive 

freedoms", such as the capability to live to old age by having a healthy lifestyle, being 

free to engage in economic transactions or participate in political activities etc. These 

capabilities and freedoms enable individuals to achieve well-being.  In contrast to 

other approaches to well-being such as utilitarianism and income-based approaches, 

the capability approach shifts the attention from subjective assessments or 

maximization of access to resources to actual outcomes that individuals are able to 

attain. Sen’s focus is neither on outcomes nor on individuals as passive recipients of 

these outcomes, but rather on a person’s ability to bring about change, where the 
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achievement can be measured in terms of that individual’s own values and objectives 

(Robeyns, 2003). The Capability Approach has been instrumental in developing 

alternatives to the Gross Domestic Product (GDP) and other national income 

measures for judging the relative success of economies. Alternative measures such as 

the Human Development Index (HDI) and the GDI offer a better framework for 

discussing equality of objective well-being especially with respect to gender equity. 

Using the tenets of the capability approach to justify public policy,  gender 

advancement should be one of the main concerns of gender-responsive economic 

analysis. 

  

In keeping with the broader, final goal of well-being for all people, feminists have 

also drawn attention to economic, political, and social processes and gender power-

relation systems which constrain women’s agency and thereby reduce community 

welfare which is inextricably linked to women’s welfare (Power, 2004). Human 

agency is often considered an essential element of women’s empowerment which is 

now widely acknowledged as an important goal of economic development. In the 

words of Kabeer (2003) “the concept of empowerment can be explored through three 

closely inter-related dimensions: agency, resources and achievements”. Agency, 

according to Kabeer (2003), is an individual’s ability to make and act on her or his 

own choices in life, even in the face of opposition. She goes on to explain how 

resources are distributed through various institutions and relations which are rarely 

egalitarian. Therefore, the terms on which women would gain access to resources is 

an important consideration for empowerment. Finally, she stresses the importance of 

women’s achievements through exercise of their agency in order to determine 

progress in their empowerment. Malhotra (2003) holds that it is much more 
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meaningful to measure agency and how it adapts to various institutional conditions 

than to measure a vague concept like empowerment which has tried to incorporate 

institutional conditions within itself but fails to do so. He adds that women’s access to 

resources does not necessarily lead to their greater control over these resources and 

without women’s individual and collective ability to recognize and utilize resources in 

their own interests, resources cannot be used to make achievements in women’s favor. 

Irrespective of the controversy on phenomenon of women empowerment in view of 

this researcher, gender-responsive economic analysis should focus on dismantling of 

hierarchies responsible for discouraging women from assuming important economic 

and social roles as consumers, producers, citizens, family members and givers and 

recipients of nurturing care. 

Feminist methodology assesses institutional conditions within economic systems not 

from the point of view of a neutral observer, but from a definite moral perspective 

(Power, 2004). According to Berik and Rodgers (2007), feminist economists point out 

that many conventional economic theories while claiming to be value-free and 

universally applicable, actually present gender biased opinions representing interests 

of dominant classes, such as men. Feminist economic scholarship has tried to ensure 

that ethical considerations of impartiality and fair play are not sidelined and the views 

of women, who represent a subordinate group, be promoted and incorporated in 

economic theory. According to Nelson and Goodwin (2005) feminist economists 

appreciate the significance of enlarging consumption possibilities for a larger portion 

of the human population, and the necessity for economic activities to be carried out 

with efficiency so as to achieve development objectives with minimum waste or 

misuse of resources. At the same time, feminist economists also recognize that 

economic growth and efficiency should not be achieved at the cost of social values. 
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Thus, gender-responsive economic analysis should uphold values such as fairness and 

justice between women and men and among women themselves; help for those who 

are unable to meet their own needs; and a long-term vision that helps preservation and 

sustenance of the human, social, and natural resources needed to maintain quality of 

life and well-being.  

Another concern of feminist economists, according to Power(2004), is the implied 

assumption of conventional economic analysis that women are a homogenous group 

and so all women have similar problems and aspirations. As pointed out by Kabeer 

(2003) gender discrimination takes different forms in different societies and therefore 

cannot be tackled through any single approach. Expanding Kabeer’s argument it can 

be appreciated that even within a given society women in different sub-sets face 

unique challenges which call for unique solutions. For example, the Ontario Human 

Rights Commission (2001) points out that ‘intersectionality’ of gender with other 

demographic characteristics causing vulnerability can lead to the following outcomes: 

 Women with disabilities often experience additional disadvantage as a result 

of the intersection of disability with gender; 

  Ethnic minority women may experience discrimination in a completely 

different way than women belonging to the ethnic group which is in majority; 

 Poor women are generally more vulnerable to discrimination and harassment 

than women from well-off classes; 

 Married women are more likely to face employer discrimination than 

unmarried women.     

Thus gender-responsive economic analysis should address human oppression that 

arises out of a combination of various oppressive forces which, together, produce 

something unique and distinct from gender discrimination standing alone. The 
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objective should be to open up new avenues for women to creatively challenge 

existing discriminatory systems of power on multiple and interconnected fronts. 

While women’s welfare remains prime objective of feminist ideology, the evaluation 

of feminist economic methodologies by Power (2004) and Berik and Rodgers (2007) 

shows that feminist economists are ultimately concerned with producing alternative 

economic policies that reduce gender, class, ethnic and other inequalities and increase 

human well-being. To this end feminist economists seek to “engender economics” by 

making visible the way gender relations permeate the workings of the economy. The 

purpose does not solely entail adding gender awareness to the existing economic 

paradigms but rather to transform them in a way that women’s as well as men’s 

capabilities are unleashed and their agency becomes an integral part of these 

paradigms. Feminist economic scholarship has thus been instrumental in drawing 

attention to and developing means for gender-responsive economic analysis.  

III-3. The Gender and Development Agenda and Public Sector Organizations  

Beyond its function as provider of public goods, the social and political role of the 

public sector has been the subject of heated debate among economists representing 

various schools of thought. 30  As the influence of each school peaks and wanes, 

accordingly, the prescribed role of the public sector also changes. Economists 

following the Classical tradition recommend minimalist government, while 

economists identifying with the Keynesian school believe that government should 

perform allocative, distributive and stabilization functions in the economy. Although 

it is difficult to determine the optimal level of government intervention for economic 

development in a country, empirical studies using the framework of the new 

                                                 
30 In this, section the terms ‘Public Sector’ and ‘Government’ are used interchangeably, considering 
that economic literature refers to the ‘Public Sector’ as the ‘Government Sector’.  
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endogenous theory have proved that government will smother growth if it in any way 

restricts private investment. At the same time, these studies show that government 

cannot forsake its welfare function because sustainable growth requires investment in 

human capital to make labor more productive at any point in time (Meier, 2004). 

These divergent findings were reconciled to some extent by the publication of World 

Bank’s East Asian Miracle Report in 1993 which proved that as in the East Asian 

countries, a dynamic private sector needs an enabling legal, political and 

administrative environment (Stiglilz, 1997). The capacity of the public sector to create 

such an enabling environment is termed as ‘Good Governance’. 31  According to 

Kaufman, Kray and Mastruzzi (2003) governance has the following dimensions: 

Voice and accountability; Political stability; Government effectiveness; Regulatory 

quality; Rule of law; Control of corruption. Each of these dimensions has gender 

implications and it can be argued that women’s disadvantage is both a cause and 

effect of poor governance. Furthermore, these dimensions reinforce the point that 

quality of public services and effectiveness of public policies is closely linked to the 

respect given by citizens to the institutions that direct economic and social relations 

among them. In other words public sector organizations do not operate in a vacuum. 

Rather, these organizations serve the society of which they are an integral part. 

While deliberating on the role of the public sector in promoting gender equitable 

development in the society and impact of regressive social forces constraining the 

public sector from doing so, a number of questions arise.  

                                                 
31 The Worldwide Governance Indicators project of the World Bank defines governance as: “The 
traditions and institutions by which authority in a country is exercised”.  Institutions are a framework of 
rules for achieving certain social or economic goals. Institutions ensure the production, reinforcement 
and reproduction of social relations. Organizations are the specific structural forms that institutions take 
( See, March et al., 1999). 
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 If gender inequality is being perpetuated by patriarchal norms in the society, to 

what extent can public sector institutions change gender relations and biases 

gleaned from conventions and traditions? 

 Can it be assumed that public sector institutions are ideologically neutral and 

independent such that changing rules and practices of these institutions would 

be sufficient to counter entrenched patterns of gender discrimination? 

 Is gender inequality simply a product of exploitive labor markets and 

conflictual power relationships at the household level, or do public sector 

institutions also play a part in constructing and reinforcing gender disparities?   

 To what degree the environment in public sector institutions may affect the 

daily activities of individuals which can help them maximize household 

welfare? 

Part of the answers to these questions, is summarized in Figure 1-II which presents  

four level model of social transformation, adapted from a model by Williamson 

(2000). The model beautifully represents a mutually reinforcing succession of levels. 

This model shows that Level 1 institutions , i.e.  a society’s norms, traditions and 

customs are the most pervasive forces determining people’s behavior. According to 

Williamson (2000), it takes 100 to 1000 years to bring about change in Level 1 

institutions. All other institutions in the society are embedded in the customs and 

traditions. Morrisson and Jütting (2004), confirm that the more conservative and 

insular a society, the more is the hold of traditions on institutions at lower levels.  

Level 2 refers to the setting of formal institutions or ‘rules of the game’. These 

include laws, bureaucratic processes, judicial procedures, public policies, and 

economic programs etc. which are formal structures, ideally ensuring justice and 

equity among individuals and groups, in accordance with various moral, legal, and 
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cultural requirements of the society. Williamson (2000) believes that it takes 10 to 

100 years to change the institutional setting. Shortening or lengthening of the period 

within this range may however be different from one society to the other depending 

on power play manipulating ‘Rules of the game’. According to World Bank (2000), 

wherever there are few meaningful checks and balances on government, bargaining 

processes for policy decision-making may be nontransparent, giving different actors 

ample opportunity to further their private interests instead of fashioning socially 

optimal policy. 

If Level 2 represents strategic decisions taken at upper echelons of public institutions, 

Level 3 represents operational activities at lower tiers of public institution for 

implementation of these decisions. Level 3 comprises of governance structures or the 

instruments to enforce rules. The will and capacity of main players in government, 

bureaucracy, judiciary, business and civil society organizations to implement public 

policies determines the effectiveness of governance structures. Williamson (2000) 

equates governance with ‘play of the game’ because even if the rules are fair, players 

may not have the capacity to perform well enough to meet the targets. Besides, if 

private rewards of key players are not aligned with the social costs and benefits of 

public policy, and institutional obstacles obstruct feedback from beneficiaries, policy 

implementation remains weak even in the presence of good plans (World Bank, 2000). 

 At level 4 are daily activities of people. According to Williamson (2000) change at 

this level is continuous, as it is a response to daily exigencies of life. At this stage the 

outcome of behavior, which originated at Level 1 and was moderated by Level 2 and 

3 institutions, manifests itself in the way individuals divide their time between market 

and non-market activities.  
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Figure: 1 Levels of Social Institutions 
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Studies by Collier (1990) and Palmer (1991) show that other than gender 

discrimination in labor markets, intra-household division of labor and allocation of 

resources, also constrains women from working for the market on equitable terms 

mostly to the detriment of household welfare. 

The solid arrows going from higher to lower level institutions in Figure 1, signify that 

the higher the level of the institution the more influence it wields over lower levels. 

The broken arrows from lower to higher levels show that lower level institutions can 

also instigate changes in higher level institutions. However in this case, changes 

would not come naturally but would have to be judiciously instituted by lower level 

institutions.  

Insights from Levels of Institutions Model reveal that public sector organizations can 

initiate changes in gender relations in the society provided that the process of 

transformation starts with these organizations themselves. Yet gender reforms in 

organizations are hampered by patriarchal norms and traditions of the society which 

are not easy to neutralize. Ely and Meyerson (2000) establish the link between the 

cultural norm of treating masculine and feminine attributes as opposites and 

organizational practices which reproduce gender inequalities.   The gist of their work 

is presented in Table 1-III which illustrates how work in organizations is organized 

along patterns of masculine activities to the effect that having feminine attributes is 

automatically associated with lower capacity to perform well. 
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Table: 1-III Antecedents of Gender Inequities in Organizations  

Masculine/ Feminine 

dichotomies in 

patriarchal societies  

Attitudes perpetuating Gender 

Inequities  

Organizational Outcomes 

 

 

 

 

 

 

public-private dichotomy 

1. Ideal worker perceived as 

someone (usually male) willing 

to put work first above all 

commitments and activities in 

life. 

2. Crises oriented work patterns 

and chaotic work routines which 

demand that men be constantly 

present at work and women be 

relentlessly involved in 

household chores.  

1. Women perceived as less 

committed and less efficient 

than men. 

 

 

2. Failure to streamline work, 

inability to make use of 

workers’ multi-tasking 

abilities, reluctance  to offer 

flexibility in work  timings 

 

 

 

 

individualism-collectivism 

dichotomy 

Competence considered as 

heroic independence, 

collaborative and developmental 

activities seen as “nice but not 

necessary”. Self – promoting 

“stars”(usually men) given 

preference over “behind the 

scene builders”(usually women) 

Discrimination in recognition 

and rewards for men and 

women performing heroic and 

relational activities. 

 

 

Male-identity female- 

identity dichotomy  

 

 

Sex stereotypes  

(For example, all women are 

emotional and submissive and all 

men are rational and aggressive) 

 

Biased assessment of 

seemingly “assertive women” 

or apparently “sensitive men” 

 

 

Source: Ely and Meyerson (2000) 
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According to Connell (2006), females work patterns are not considered suitable in 

organizational settings simply because managers have lop-sided criteria of what 

constitutes as competence and hard work, based on preference for male-oriented 

modes of work performance rather than realization of organizational objectives. 

Despite being predisposed to the idea of male superiority, though, all organizations 

are not equally gender biased. 

Sen (1999) holds that in large organizations, such as the ones prevalent in the public 

sector, some departments may be more gender biased than others, but even in hostile 

environments individuals at strategic posts may become pioneers of change. She 

believes that if gender equality can take root in niches and survive there, then in due 

course it would spread to the larger system. The implication of Sen’s argument is that 

larger organizations are better poised to implement gender reform policies. Mitra 

(2003) on the other hand, finds that the establishment size is negatively related to 

gender equality. She has shown that although women working on higher managerial 

posts earn more in large organizations than smaller ones, still the gender wage gap 

significantly favors men in large establishments despite controlling for worker and 

human capital characteristics. A more nuanced finding is presented by Bloom et al. 

(2006). Their conclusion is that irrespective of its size, purpose or structure  only a 

well managed organization (i.e. an organization where planning, co-ordination, 

monitoring and leadership is effective) offers an enabling and family-friendly 

environment without losing its competitive edge. In other words, public sector 

managers and change agents within each organization are responsible for creating an 

environment which can either help or hinder gender reforms. 
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Ideally, public sector managers should have the capacity to formulate and implement 

policies that recognize and respond to the different situations and needs of women and 

men. Nevertheless, according to the Commonwealth Secretariat (1999), human 

resource managers in public sector organizations, may face the following practical 

limitations in implementing gender reforms: 

 Difficulty in realizing targets for women in decision-making positions due to 

lack of suitable candidates; 

  Problem in identifying and eliminating gender-based discrimination in 

matters of appointments, promotions, pay, conditions of employment and 

disciplinary procedures; 

 Convincing managers and decision makers in the public sector to allow their 

staff to participate in gender awareness training;  

 Insufficient budgetary allocation for setting up institutional structures for the 

promotion, implementation and monitoring of gender mainstreaming within 

the public sector organizations; 

 No concerted action to establish or strengthen working partnerships between 

the public sector managers and women’s non-governmental organizations; 

 Challenges in monitoring, reporting and improving systems dealing with 

sensitive gender issues such as work place sexual harassment; 

 Lack of incentives for encouraging implementation of plans for gender 

equality in different organizations within the public sector.  

  

Under the gender mainstreaming strategy, gender reforms should be an integral part 

of a holistic reform package aimed at making public sector organizations more 

responsive to public needs. According to Therkildsen (2008), there are three 



 78

conditions for success of public sector reform programs. First, the implementing 

agencies should be technically competent to implement reform tasks. Second, enough 

resources should be available to sustain implementing arrangements for reforms and 

third, there has to be sufficient demand for reform outputs/outcomes. Therkildsen 

(2008) holds that demand for public sector reform usually emanates from bureaucratic 

elites with substantial donor involvement. Thus there is often lack of ownership of 

reform programs among the target groups. He suggests that if the professional staff in 

public sector organizations defines reform initiatives these reforms would most likely 

proceed in the right direction. Involvement of public sector staff to create internal 

demand for reforms is also recommended by Haque (1998).He maintains that the 

drive to manage the public sector better has to be led and implemented by the public 

sector workers themselves and in that they must have both the pecuniary incentive 

and the preference for public service. Noting that most civil service and public sector 

reforms have primarily been concerned with cost-cutting and government expenditure 

containment, Haque (1998) holds that issue of productivity in the public sector and 

the need for retention of human capital have been sidelined. According to Schacter 

(2000), there is insufficient internal demand for public sector reforms because public 

sector leaders lack the motivation to devise plans for improvement in quality of 

services especially when they know that accountability mechanisms are weak and 

there are no rewards for effective implementation of reform strategies. He maintains 

that external demand for public sector reforms is also weak because years of poor 

performance and unresponsive attitudes on the part of the government have made 

citizens cynical about the public sector. Similar views are also held by Schacter (2000) 

who believes that channels for communication of public demand are inadequate.    
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The papers by Haque (1998), Schacter( 2000) and Therkildsen (2008) deliberate on 

public sector reforms in developing countries in considerable detail. The common 

suggestion of all three papers is that an equilibrating deal between demand and supply 

sides of public sector reforms must be found so as to ensure an optimal outcome in 

terms of interests of public sector staff and high quality of public service delivery. 

While all these papers were published in the post-Beijing conference era, none of the 

three papers makes a mention of gender issues while identifying problems or 

suggesting improvement in reform strategy of public sector organizations. It seems 

that other than gender specialists, most authors writing on the subject of public sector 

reforms are either unaware of the gender mainstreaming strategy or unwilling to give 

it any importance. 

 

III-4. Women’s Employment Concerns and Public Sector Organizations- 

Empirical Evidence 

 

Positive individual outcomes for women, such as self-determination, self-realization, 

and independence (financial or otherwise), and desirable collective outcomes, such 

greater gender equality, can be linked to the nature and extent of employment 

opportunities available to them, especially in public sector employment. Yet the 

public sector may not be delivering on its potential of equalizing opportunities 

between women and men. 

III-4-I.  Evidence from Developed Countries 

A study by Dickson (2007) provides an analysis of public sector employment in 

Denmark, France, Germany, Hungary, Norway, Portugal and Switzerland. Except for 
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Switzerland, the percentage of females employed in the public sector was higher for 

all countries than the percentage of females employed in the private sector. In 

particular, women who were married or who had children were employed in higher 

percentages in the public sector in all countries and highly educated individuals 

having a desire to make useful contributions to society also preferred public sector 

employment. In France, Germany, Portugal and Switzerland, the average earnings 

were higher in the public sector than in the private sector, while the reverse was true 

in Norway, Denmark, and Hungary. However, European workers in both sectors had a 

preference for secure jobs. Dickson (2007) also finds that with the exception of 

France and Hungary, the female wage gap in the public sector was smaller than the 

female wage gap in the private sector for all sample countries. This suggests that 

public sector organizations in France and Hungary were discriminating more against 

women than private organizations. An alternative explanation could be that private 

firms in these countries were seeking to attract and retain highly educated female staff 

by offering them very attractive wages. However, this does not rule out deficiency of 

quality jobs for women in organizations offering family-friendly policies, in which 

case a growing number of French and Hungarian women maybe choosing work over 

family. The alarmingly low population growth rate of these two countries is reflective 

of the negative social consequences of promoting women’s work efficiency without 

ensuring family welfare.32  

Gender discrimination, especially against women belonging to racial minorities, is 

also rampant in American organizations, although public sector employment reduces 

gender inequality in earnings.  Hoffnar and Greene (1996) provide the empirical 

evidence to support these findings. Their paper is representative of positive economic 
                                                 
32 According to the CIA World Fact Book , the estimated population growth rate in 2009 was 0.549% 
for France and -0.257% for Hungary. Available online https://www.cia.gov/library/publications/the-
world-factbook/fields/2002.html 
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analysis of gender issues which ignores well-being and concerns itself only with an 

individual’s income earning capacity and material wealth. Even so, these writers find 

that contrary to their expectation based on incompatibility between profit-maximizing 

behavior of private firms and the existence of inter-group earnings differentials 

between workers with comparable characteristics, the net racial earnings gap turned 

out to be smaller in the public than in the private sector of the United States of 

America. This finding disproves the argument that lack of competitive pressure makes 

the public sector more prone to discriminatory treatment of workers than the private 

sector. Hoffnar and Greene (1996) find that regardless of race and sector of 

employment, women earned significantly less than their male counterparts and 

African-American women had the lowest average earnings. The writers recognize that 

the average American woman found it to her advantage to work in the public sector 

because given her traditional roles she expected to find conditions in the private sector 

even worse. Finally, Hoffnar and Greene (1996) foresee a continuing decline in the 

relative importance of the public sector as a source of employment in the U.S. Indeed, 

this is bad news for the American women. As also pointed out by Budig and England 

(2001), the U.S. government’s shows hesitation in collectivizing the costs of bearing 

and rearing children, to the detriment of female workers’ welfare. 

The employment conditions for women in America are, nevertheless, much better 

than conditions in Japan where women’s equitable employment opportunities are 

severely restricted (See Tables 6-II and 7-II). To understand the nature of these 

restrictions Wei-Hsin, (2005) compares the effects of family demands, occupation, 

firm size, and employment sector on married women's employment continuity in 

Japan and Taiwan. Wei-Hsin, (2005) finds that despite being more advanced 

economically than Taiwan, Japan has a lower rate of labor-force participation among 
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women of childbearing age. The writer feels that the "permanent employment system" 

in Japan whereby workers are assumed to remain with the same employer until 

retirement, imposed excessively high cost on private companies in the country. The 

companies tried to off-set the additional cost by replacing older female employees 

with young graduates. The writer further notes that Japanese management used 

gender-specific promotion tracks, discriminatory treatment with regard to training, 

and direct pressure to make young women to quit their jobs upon marriage. Besides, 

employees in the formal sector (seishairi) were often expected to work overtime or to 

spend their evenings at work-related social activities making jobs incompatible with 

family responsibilities for married women. Comparatively, Wei-Hsin, (2005) finds 

that most Taiwanese employers operated small-scale enterprises offering little 

potential for promotion and poor fringe benefits. Even so, Taiwanese employers did 

not demand overtime work or other sorts of sacrifices from employees and had a less 

discriminatory attitude towards women. The writer finds that although female public 

sector employees were much less likely to exit the labor force following marriage in 

both countries, negative effect of public-sector employment on married women’s job 

exit rates were much more pronounced in Japan than in Taiwan, confirming the far 

better working conditions for women in the public sector compared to large-scale 

establishments in private sector in Japan. However, as this study does not consider 

public-private gender-wage differentials in both countries, it is possible that opting to 

work in public sector maybe inflicting a wage penalty on Japanese women. 
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III-4-II.  Evidence from Developing Countries 

An emerging economy in Asia taking rapid strides towards economic growth and 

development is Thailand. The culture in this country is conducive to women’s 

employment. Working women are a source of pride to their families and their 

contribution is respected. Although political change and the modernization of the 

government employment system in this country have increasingly enabled educated 

women to enter public service, they are usually concentrated in the lowest rungs of 

the organizational hierarchy where there is little opportunity for promotion and wages 

are significantly lower (ADB, 1998). In the private manufacturing sector of the 

country unskilled young women tend not to question low pay and poor work 

conditions, as they have few personal expectations and simply wish to remit money to 

their parents. Besides, many smaller manufacturing industries in the country are only 

able to remain profitable and competitive by utilizing low-wage female labor (ADB, 

1998). According to Appold et al. (1998), low production cost in Thailand attracted 

investment by multinational firms. However, as foreign direct investment accelerated, 

the demand for managers and professionals increased. Highly-skilled women were 

seen as an underutilized talent pool that could be employed to overcome shortage of 

managerial staff. The multinational companies realized that as women professionals 

were concentrated in a small number of occupations, such as school teaching and 

nursing, revenues could be increased by drawing on the full supply of easily available 

women’s professional labor, thereby enlarging the talent pool, reducing search costs, 

and ameliorating the increase in labor cost brought on by expanded labor demand. Yet, 

Appold et al. (1998) find that preferences for male employees remained dominant in 

multinational companies operating in Thailand and gender discrimination persisted as 

an organizational practice. Praparpun (2009) is of the view that to overcome gender 
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discrimination: “Thai women must develop the self-confidence to be successful in any 

circumstances. They must overcome the belief that they are always … and forever the 

hind legs of the elephant, never to lead but always to follow. Thai women should be 

proud to be women and should no longer pray for rebirth as males. p.18 ”   

Among the developing countries gender discrimination in Brazil’s labor market 

appears to be the lowest ( See Tables II-6 and II-7). However, Bruschini ( 2007) notes 

that despite the massive and steady increase of female participation in the Brazilian 

labor market since the mid-1970s, and the access to prestige careers and jobs, there 

was prevalence of high unemployment rates among women and the lower quality of 

female jobs. In fact, female presence in precarious and informal market activities had 

increased since the onset of structural reforms of the 1990s. A positive trend in 

women’s employment in this country, according to Bruschini (2007), was that activity 

rates of women with more years of schooling were much higher than the general 

activity rates. Besides Brazilian women were increasingly acquiring tertiary education 

which would allow them to get away from the so-called female occupational ghettos 

and make in roads into male strongholds. Yet, the writer finds that the gender-earning 

gap persisted in public administration. Finally, Bruschini (2007) points out that the 

continuity of the traditional family model in Brazil which assigns responsibilities for 

household tasks, children and other family member care to women was affecting 

work-life balance issues of high-income earning women in the country. Thus, despite 

having more and better employment opportunities than in the past, Brazilian female 

workers remained overburdened.  

Women’s employment conditions in the Muslim nations of Middle East and North 

Africa may be the most discriminatory in the world ( See Tables II-4 and II-5). 



 85

Morrisson and Jütting (2004) have conducted a study using sample of 66 countries 

from all regions of the world including several countries from MENA as well as 

Pakistan. They have found that while gender inequalities in participation in economic 

activities are generally higher in Muslim and Hindu-dominated countries compared to 

Christian and Buddhist ones, there are many important exceptions. The writers 

acknowledge that within the dominant religions various interpretations and 

applications regarding women’s economic role are possible. Therefore, it would be 

wrong to assume that it is only religion which constrains women in Middle East and 

North Africa from being economically active. Assaad and Kabbani (2008) find that 

women in Egypt, Morocco and Syria were more likely to continue working in public 

sector jobs after marriage than in private sector. Public sector employment in these 

countries offered higher wages and benefits, more liberal maternity leave policies, 

less discrimination compared to employment in the private sector and social 

acceptability of the public sector being an appropriate place of work for married 

women. According to Assaad and Kabbani (2008) women were demanding high 

wages for their labor because reservation wage of women in rich households 

increased after marriage to compensate for additional household work and child care. 

At the same time new mothers in poor household were keen to earn additional income 

to support their families. Even unmarried women in these countries were seeking 

good wages to cover the costs of expected marriage. Another interesting finding of 

this paper is that many male public sector workers in these countries were choosing to 

take on supplementary jobs after marriage, unlike their female counterparts. The 

drastic increase in male economic activity after marriage maybe an outcome of 

additional responsibility on the average male worker to support his family, 
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considering that there would be a high probability of his one or more wives not 

working. 

Finally it can be concluded from the findings of the authors that few women in Egypt, 

Morocco and Syria venture to join the labor market. Better and more job opportunities 

in the public sector can help change this attitude by offering guarantees for personal 

and familial economic welfare.   

III-4-III.  Evidence from Pakistan  

Pakistan’s public sector is beset with many challenges. Substantial literature 

emanating from Pakistan has tried to identify and analyze the issues debilitating the 

performance of the Pakistani bureaucracy or civil service which is an integral part of 

the public sector. This literature shows that public institutions in Pakistan are in 

disarray if not in decline. For example, Shafaqat(1999) presents historical evidence to 

prove that both civil and military regimes in the country have tried to institute civil 

service reforms to expand their political control over government functionaries, while 

public servants have tried to preserve the status quo in order to maintain a semblance 

of stability and a certain degree of cohesion of policies. Cheema and Asad (2006) also 

find evidence of politicization of the bureaucracy in Pakistan. They notice that 

politicization has been brought about by induction of unqualified mid-career 

appointments through the use of the lateral entry system. In some cases, service rules 

regarding appointments, promotions, transfers, trainings etc. are arbitrarily relaxed or 

simply ignored to reward state official for accommodating patron commands. Cheema 

and Asad (2006) also find that current systems of performance appraisal in the public 

sector remain devoid of mechanisms to measure effective job performance defined in 

terms of social welfare objectives. These observations are confirmed by Haque and 
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Khawaja (2007) who present the results of a perception survey of civil servants 

conducted by Pakistan Institute of Development Economics (PIDE). Most civil 

servants were found to be demoralized because they felt that ‘connections’ instead of 

background and abilities, were the major determinant of nominations for foreign 

training; performance evaluation criteria were not based on merit; corruption may be a 

serious problem but it was not being penalized; public approval rating of the civil 

service was low; and independence of the civil servant had been curbed through 

repeated political interference. Iqbal (2006) holds that civil service reform programs 

in the country have been unable to institute major institutional changes in the 

arrangement of civil service operations which to date, true to their colonial lineage, 

remain focused on administrative control, collection of revenue and enforcement of 

regulation. He notices that most public service reform packages have focused 

exclusively on ‘civil servants’ in core ministries as their main objective has been the 

adoption of neo-liberal macro-economic reforms.  

On the whole, there is also evidence of real wage erosion in the public sector. 

According to Irfan (2009), there have been several upward revisions of government 

employees’ pay scales in Pakistan, but owing to high inflation the nominal increases 

have failed to lift up the real content of salaries in the public sector. Bilquees (2006)  

finds basic salary structure of government servants to be suffering from a number of 

anomalies resulting in widening of gaps between work and pay and hence the loss of 

incentive to work. She finds recent erosion of real salaries to have hit government 

employees on higher grades relatively more than employees on lower grades. Haque 

(1998) notes that there has been compression of wages in the public sector leading to 

flight of high caliber human capital out of the government sector and even out of the 

country to seek better opportunities. 
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Some suggestions for improvement of system efficacy are advanced. For example, 

Iqbal (2006) recommends that in order to improve social services delivery, cadre and 

ex-cadre categories of public servants must be brought within the ambit of public 

service reforms.  Shafqat(1999) makes several noteworthy suggestions. First, that 

instead of radical restructuring there should be a piece-meal but holistic reform of the 

existing public institutions. Second, that political leadership and public servants 

should develop an effective partnership for improving governance. Third, that the 

salary structure of public servants should be rationalized to improve their efficiency 

and to reduce corruption. Finally, he suggests that public servants in Pakistan need to 

realize that their job does not simply require them to be professionally competent, but 

also that they have to work altruistically for the welfare of their fellow citizens. 

Cheema and Asad (2006) recommend that bureaucratic reform should be part of a 

pro-poor political and economic reform process in Pakistan. Haque and Khawaja 

(2007) suggest monetization of perks for even distribution of benefits in the public 

sector.  

Conspicuous by its absence, in all the papers related to public service structures and 

performance in Pakistan, is mention of issues faced by female public servants or 

gender equality as being an objective of public sector reform. This reflects the general 

insensitivity of Pakistani scholars, writing on economic development issues, to the 

gender mainstreaming strategy. While it could be argued that all the problems 

identified as constraints to effective and responsive performance of public servants in 

the country have an impact on women workers as well, in fact the impact of 

constraints would be magnified for female public servants considering that women as 

a group are socially disadvantaged. For example, it was noted that professional 

progress in the public sector is easier for individuals having the right connections. 
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Among the middle-class, non-elite category of public servants, constituting the 

majority of public sector officers, females would consistently lag behind men as their 

capacity to establish connections is limited due to their gender. Moreover, while 

suggesting system reforms writers have ignored the advantages of hiring or promoting 

more women at upper organizational levels in the public sector. While equitable 

economic development may be eluding Pakistan, economic growth rates of the 

country have often remained inexplicably high. In such conditions, shortages in 

supply of managerial labor are bound to occur, as suggested by Appold et al. (1998) 

and Haque (1998). Supply shortages increase the cost of recruiting and retaining 

highly qualified labor. The public sector in Pakistan cannot legally offer such 

lucrative emoluments to its workers, although recently the country is having some 

‘rule-bending’ in order to offer high salaries to ‘specialists’ working on special 

contracts. A more cost- effective means of overcoming shortage of highly qualified 

labor is to encourage competent women to work for the public sector. As there is 

generally more social acceptability of public sector employment for women and most 

of the educated women in Pakistan are not the primary bread winners in their 

households (Hamid, 1991), it is very well possible that despite the relatively low 

salaries, very highly qualified females would prefer to work in the public sector 

especially if arrangements are made to accommodate their family concerns. 

Unfortunately, discrimination against women abounds in the Pakistani labor market, 

which is reflected in the gender wage gap and occupational segregation. There has 

been a plethora of studies proving existence of a gender wage gap in Pakistan [Ashraf 

and Ashraf, (1993); Siddique and Siddique, (1998); Nasir and Nazli, (2000); Aslam, 

(2006); Siddique et al., (2006); and Sabir and Aftab,( 2007)] confirming that men earn 

higher wages than women even after controlling for other measurable characteristics 
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affecting their productivity. Using the Household Income and Expenditure Survey 

(HIES) data for 1975 and 1985-86 Ashraf and Ashraf (1993) have proved that a 

significant wage gap existed in Pakistan during these years, despite a relative decline 

in its severity over time. Siddique and Siddique (1998) have analyzed data from HIES 

1993-94 to determine the discrimination component of the gender wage gap. They 

found that 55 to 77 percent of the earnings differential between male and female 

workers was a result of discrimination in the labor market. Nasir and Nazli (2000) 

have used 1995-96 PIHS data to find gender to be a significant explanatory variable 

of log mean wages even after controlling for region (rural/urban), province, and 

educational attainment, thus confirming higher earnings for males than females. 

Aslam (2006) has used multiple methodologies to estimate economic returns to 

education based on data from PIHS 2002. All techniques revealed similar results, 

which were essentially that returns to investment in women’s education were 

significantly higher than men’s returns. But despite this finding, her analyses have 

also revealed persistent higher labor market returns for men in the country. She has 

reconciled the two contradictory findings by deeper examination of the gender wage 

gap which suggested a highly differentiated treatment by employers among male and 

female workers. Siddique, et al. (2006) have used survey data of export- oriented 

industries located in Karachi, Faisalabad and Sailkot. The results of their study 

confirmed gender discrimination in these industries. They further concluded that the 

structural adjustment policies, leading to liberalization, and resulting change in the 

labor market, have had a disproportionately higher negative impact on females. Using 

data from Labor Force Surveys for 1996-97 and 2005-06, Sabir and Aftab( 2007) 

have analyzed the gender pay gap using several techniques. They found that the wage 

gap has been widening since the year 2000, though female workers at the lower end of 
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the wage distribution have lost more ground than women at the higher end of the 

distribution. Still the writers could not confirm reduction in unequal treatment of men 

and women except in the lower-middle part of the conditional wage distribution. This 

finding implies that although there is better parity of wages among educated women 

and men working at higher rungs of the organizational hierarchy compared to 

individuals working at lower levels, other unexplained causes of discrimination 

continue to hamper the earning capacity of women working on higher levels.  

Another form of gender discrimination rampant in Pakistani labor market is 

occupational segregation. According to Nasir (2005), occupational segregation in the 

formal sector of Pakistan, causes males to be sorted out in high-paying, production-

related and administrative occupations, while females to be concentrated in low-

paying service related occupations. The few women holding administrative and 

managerial jobs are relatively more educated than men in the same occupation, but 

they earn less than their male counterparts. Nasir (2005) suggests that social programs 

should be initiated that dispel the belief of employers about suitability of males and 

females for different jobs. 

 

Some empirical studies  shows that women with tertiary education gravitate towards 

the public sector in Pakistan where gender pay gaps are much lower than in the 

private sector [Hyder and Reilly, (2005) ; Aslam and Kingdon, (2009) ; Ahmed and 

Hyder .2009]. Aslam and Kingdon (2009) find average wages to be higher in the 

public sector as compared to the private sector in Pakistan with gross pro-public wage 

differential to be much larger for women than for men. However, these authors find 

the ‘unexplained component’ of public- private wage differential to be higher for 

females than for males. The finding is not unexpected as these authors have not 
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factored in women’s inherent preference for public sector employment or social 

conditions which make the private sector employment less attractive for women than 

for men. Hyder  and Reilly (2005) find that public sector workers in Pakistan have 

both higher average pay as well as higher education levels as compared to  private 

sector workers and that the public sector has  a more compressed wage distribution 

and a smaller gender pay gap than that of the private sector. They also present 

evidence against the existence of a ‘glass-ceiling’ in Pakistan. However, as these 

writers themselves admit, this finding maybe ‘imperfect’ because women were 

constituting only 12 % of public sector employees and about 3 % of private sector 

waged employees in their sample. They do not reveal the miniscule number of women 

who reach the top 10% of the hiererchy to gain the advantage of receiving nearly as 

much pay as their male counterparts. Similarly, Ahmed and Hyder (2009) claim to 

have found no ‘glass-ceiling’ in Pakistan based on a sample of workers which 

contained only 13% female representation overall, but they do not caution readers 

regarding this limitation. Moreover, Ahmed and Hyder (2009) find males to be 

dominating in occupations which they term as more ‘service and skill-based’. There is 

no description of occupations which are dominated by women. They add that “either 

low human capital endowment among female labor force or lack of long-term 

commitment to job could possibly be the reasons for this outcome p.7”. It seems that 

these authors have deliberately left out gender discrimination as a plausible 

explanation for occupational segregation and the gender wage gap. The choice of 

words of these authors (like ‘lack’ of work commitment among women) reflects a 

mindset which considers women to be ‘part of the problem’ and being responsible for 

their own disadvantaged position in society. Even if these authors are given benefit of 

the doubt of trying not to treat educated   women as disempowered, naïve targets of 
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oppression, nevertheless implying that  women as a group are unwilling or incapable 

of being ‘part of  a solution’  for addressing inequity in the society is also a clear 

example of insensitivity to women’s work patterns and women’s capabilities.  

 

The empirical economic literature from Pakistan regarding efficacy of the public 

sector and gender equitable employment, seems to be overly concerned with finding 

what is wrong with the system, but not enough is being written about how to set 

things right. Most research is based on either published historical evidence or 

secondary statistical data. There are two disadvantages of using secondary sources of 

data. First, the author cannot vouch for its authenticity. In particular, nationally 

representative surveys sponsored by the government may be tailored to reflect 

positively on the government’s performance. Secondly, in the absence of field 

experience there remains a disconnection between authors and the subjects they are 

writing about. There also seems to be an emphasis on using sophisticated 

mathematical techniques to analyze micro-economic data, but much less effort is 

made to include better proxies and additional relevant variables so as to bring the 

basic model closer to reality. Finally, wage inequality remains the focus of economic 

research investigating labor market gender discrimination in Pakistan. The importance 

of a gender sensitized, family-friendly, respectable work environment for attracting 

and retaining highly qualified female labor has not been given due attention. Another 

important factor in women’s decision to join and stay within the workforce is their 

motivation and commitment to work, which economic literature from Pakistan has 

mostly ignored. Generally, the connection between intrinsic motivation to work and 

worker productivity is an under studied area in economics. What follows in this study 

is an effort to, at least, partially fill this gap. 
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IV. Methodology for Empirical Analysis  
 
The framework of analysis for this research is based on the gender and development 

(GAD) paradigm. Adaptations have been made to ensure that the final model would 

be relevant in Pakistan, given the socio-economic and cultural conditions in the 

country. The consistency and relevance of the final model has been ensured by having 

frequent recourse to interdisciplinary literature and expert opinion at every stage, both 

for inductive and deductive analysis.  

 

This part of the dissertation is divided into four sections. Section IV-1 presents the 

models used for analysis of data. Section IV-2 defines the boundaries of this study by 

explaining the reasons for exclusion and inclusion of elements within the sample. 

Details of instrument construction are given in Section IV-3. Finally in Section IV-4 

the economic significance of study variables is discussed. 

IV-1.  Model and Data 

 
This research has made use of the Linear Regression Model for inferential analysis. 

The following specific form models have been formulated for this purpose:33 

 

           PWEI = 1+ β1Ag + β 2Ed + β 3MS + β 4ES + β 5FB + β 6WMCI + β 7EC +   

                          β8TE + β 9Tr + β 10Pr + β 11FM + µ1 

 (eq. 1) 

 

          WMCI = 2+ β 12 EC + β 13 TE + β 14 PWEI + β 15 Ag + β 16 Ed + β 17 MS  

                          + β 18 ES + β 19 FB + β 20 Le + µ2 

(eq. 2) 

 

                                                 
33 The two equations are considered separate and not simultaneous, as Durbin–Wu–Hausman (DWH) 
test proved that there was no endogeneity. 
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Where, 

 

           PWEI = Perception of Work Environment Index 

          WMC I= Work Motivation and Commitment Index 

           Ag=Age 

           Ed=Education 

           MS=Marriage Status 

           ES=Economic Status 

           FB=Financial Burden 

          EC= Employment Category 

          TE =Terms of Employment 

          Tr =Training 

          Pr=Promotion 

          FM=ratio of Female to Male workers  

          Le= Leisure 

 

Primary data was collected by means of Survey Research method. Purposive sampling 

technique was used to select respondents belonging to different public sector 

organizations. 

 

IV-2. Delimitations 

 

For selection of organizations to be included in the sample, it was necessary to first 

answer the question: What constitutes as the public sector? The answer to this 

question is not simple. According to an ILO Survey (Hammouya, 1999), the main 

difficulty associated with collection of public sector employment statistics lies in the 

definition of the public sector. The definitions in different countries are usually 

determined by national legislation and reflect the historical development of the state 

and evolution of public institutions. There is very limited use of standardized 
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international definitions of the public sector.  Anomalies also arise due to some of the 

following factors: 

 In most countries there are at least two, if not more, government organization 

preparing statistics on public sector employment;  

 There are different types of data sources co-existing within each government 

agency; 

 Few countries conduct periodical and specific public employment surveys. In 

general, the data collected on public sector employment constitutes a sub-set 

of data which is collected in national surveys (Census, Labor force surveys, 

etc) or which comes from a combination of various administrative sources 

(pay records, insurance records, etc).  

Many of the problems identified above explain the ambiguities regarding the 

definition of the public sector in Pakistan. Government reports use this term 

vaguely.34 Even within scholarly economic literature from Pakistan, there are many 

ambiguities e.g. Hyder and Rielly (2005) categorize public sector as including of 

federal government ministries, provincial government and local bodies also referring 

to it as the government sector. Ahmed and Hyder (2009) on the other hand 

additionally include public enterprises in their definition of public sector. Bilquees 

(2006) however, considers it otherwise, as in her definition of public sector, 

government commercial enterprises are included without according the commensurate 

status to workers of these entities.  

 

                                                 
34 See for example, NCSW, (2000) 
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To avoid these ambiguities, the current study is based on a broad definition of the 

public sector. One such definition, contained in The System of National Accounts 

1993, is as follows:  

“The public sector is defined as all market or non-market activities which at each 

institutional level (central, regional and local) are controlled and mainly financed 

by public authority. It is composed of a general government sector and a public 

corporation sector. p.3 (Hammouya, 1999)”.   

 

Another broad definition of the public sector, which supplements the one given above, 

describes public sector employees as:  

 

“… persons employed by public authorities, whether central of federal, regional, 

provincial or local, or by autonomous public institutions of a non-industrial and non-

commercial nature. The term covers both… persons of recognized official status… 

(Established staff) and persons employed on contractual basis… (Non-established 

staff). p. 5 (ILO, 1995)”.  

 

According to the National Commission for Government Reforms(NCGR) ( 2007), 

Article 260(1) of the constitution of Pakistan (1973) uses the expression “Persons 

being in Service of Pakistan” to refer to government or public sector employees. The 

NCGR report (2007), estimates Pakistan’s public sector employs over 3.4 million 

people, while federal government employment constitutes one third of total 

government employment in Pakistan. This survey of this study includes public sector 

organizations belonging to the federal government only.   
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Furthermore the survey is geographically restricted to the city of Islamabad. Being 

federal capital of Pakistan, this city is headquarter of most government ministries and 

administrative agencies. Public servants from all over Pakistan’s four provinces have 

settled here and have given the city a culture which is representative of the norms and 

traditions of the entire nation. Therefore, findings of the study may also be considered 

relevant for public sector organizations located elsewhere in the country. 

  

To account for the heterogeneity within the public sector, this study divides sample 

organizations into three mutually exclusive categories: The administrative units, 

health sector and higher education sector.  The Administrative units in the sample 

comprise of federal government ministries, regulatory bodies and commissions. 

Government hospitals are considered as proxy for health sector and public sector 

universities are representative of higher education sector.  

 

Thirteenth Census of Federal Government Civil Servants(PPARC,2003) and Bulletin 

of employees of Autonomous/Semi-autonomous bodies/ Corporations under the 

Federal Government ( PPARC, 2006) were used to procure a comprehensive list of 

public sector  administrative units based in Islamabad  having a minimum of 20 

female employees. Only 22 government divisions out of a total of 50 divisions 

mentioned in the Census of Civil servants and 20 allied organizations out of 198 

organizations cited in the Bulletin of autonomous and semi-autonomous bodies 

fulfilled these criteria.  
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A complete list of public and private sector universities in Pakistan was retrieved 

from Higher Education Commission official website (HEC, 2008). It shows that in all 

there are 14 public sector universities in the federal area. 

 

Pakistan Institute of Medical Sciences official website (PIMS,2008) was used to 

obtain a list of all public and private hospitals in the country. This source shows that 

there are a total of eight public hospitals in Islamabad. 

 

Only those organizations were considered for the sample where there is 

substitutability of work between male and female employees, as some of the items on 

the survey instrument required respondents to make a comparison between 

opportunities for male and female workers and their experience in working with the 

opposite sex. This information cannot be provided by women who have no experience 

of working with male coworkers. For this reason, even within a selected organization, 

exclusively female units e.g. the gynecology departments of hospitals were not 

considered.  

 

Participation of respondents in the survey was completely voluntary. Prior 

appointments were made whenever possible to avoid interruption of official duties of 

respondents. All interviews were conducted during office hours at the workplace of 

respondents. In all the organizations covered for the survey, a total of 10 women 

workers when contacted refused to grant interview. No interview was terminated 

prematurely.  
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Formal permission for conducting the survey was obtained from competent authorities 

in each selected organization.35 This helped in identification of suitable respondents 

and added credibility to the academic intent of the survey. Depending on the strength 

of available female workers at a given location, not more than 20 respondents were 

interviewed from each organization to ensure diversity of organizations in the sample. 

Functionaries enabling the grant of permission for the survey were requested to 

identify female workers in different age brackets having at least 14 years of education. 

In most cases, the researcher was introduced to one senior female officer in the 

organization who was deputed to facilitate the survey. Two organizations (one was an 

administrative unit and the other a university) provided lists of women who fulfilled 

criteria for target population.   

 

As the sample consists exclusively of female public servants working in Islamabad 

city, having at least a graduation degree, therefore the reasons for not including male 

public servants and women with less than 14 years of education among the 

respondents must also be explained.  

 

The main difference between the ‘Women-In-Development’ approach and ‘Gender 

Mainstreaming’ is that while the former is focused exclusively on giving women 

access to productive resources, the latter seeks to empower women such that gender 

inequality is reduced and quality of life of both men and women improves. Gender 

mainstreaming in the public sector, therefore, requires that the work environment be 

made suitable for both male and female employees. Even so, in order to redress 

gender inequality priority needs to be given to ameliorating working conditions for 
                                                 
35 Most organizations required that an application addressed to head of the institution be written along 
with a letter from the researcher’s university confirming her research credentials. Letter from PhD 
supervisor introducing the researcher and the research objectives is attached as Appendix D,  
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women. Males already enjoy a dominant position in the public domain. So, it may be 

safely assumed that conditions for men are not more dissatisfactory than conditions 

for women. Moreover, any system which protects the interest of disadvantaged groups 

can be considered as enforcing equity even if dominant groups initially perceive the 

required changes as unfair. On a collective level equitable systems and institutions 

ensure good quality of life for all women and men. Thus it seems reasonable to 

investigate structural constraints to gender mainstreaming by examining the sources 

of hostility in the work environment for women. Similarly, while negative behavior of 

female as well as male staff can impede gender mainstreaming, behavior of male staff 

is less significant for success in implementation of gender mainstreaming policies 

than attitude of female staff, who are the direct beneficiaries of these policies. 

Negative attitude of male staff would constitute as environmental hostility which will 

be captured when perceptions of female staff regarding the work environment are 

measured. Besides, the distinguishing feature of the gender mainstreaming paradigm 

is that it does not assume males to be oppressors of females, especially when the two 

sexes interact on a professional level. Therefore, male attitude is a peripheral issue so 

far as enabling working condition for female staff is concerned. Thus by not including 

male respondents in the survey, the study does not lose credibility, rather, it stays 

focused on the aim of finding the main reasons causing inequality among the genders 

in their professional roles. 

 

When this research thesis was initially conceived, the sample was supposed to be 

representative of female workers at all hierarchical rungs of the organization. 

However, after pre-testing of research instrument, it was realized that there is a stark 

difference in the psyche and life condition of women in the lower socio-economic 
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classes and those belonging to middle and upper classes. For less educated women 

usually belonging to lower economic strata, the main issue in life is how to acquire 

the basic necessities of life. So in their case problem of low-income can be expected 

to overshadow any other hostilities which may exist in the work environment. Further, 

only those women who have at least 14 years of formal education can be expected to 

rise to higher levels in the organizational hierarchy. It, therefore, was found to be 

irrelevant to ask workers with fewer years of schooling questions regarding 

professional development. Thus, perceptions arising out of differences in years of 

schooling of workers warranted the research design be modified accordingly. The 

group with higher years of schooling was considered more relevant in the context of 

the present study because highly educated women have the requisite human capital to 

pioneer changes in their organizations for betterment of all female workers. They can 

also be role models for women working on lower cadres. Due to these considerations, 

population was restricted to female public servants having at least 14 years of 

education.  

 

IV-3. Instrument Construction 

 

An instrument has been designed for this research consisting of 3 sections. The first 

section consists of items constructed to derive the Perception of Work Environment 

Index (PWEI) which is a tool for measuring the state of gender-responsiveness of 

public sector organizations in Pakistan. The second section derives by the same 

method Work Motivation and Commitment Index (WMCI), the extent of spontaneous 

motivation among female public servants to whole-heartedly involve themselves in 

their work. The last section consists of demographic and professional profile of 
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respondents along with detailed information on their household structure and daily 

work routines.  

 

To establish its validity in the field, the research instrument was pre-tested before 

finalization. For this purpose, 30 raw versions of the survey instrument were delivered 

to consenting respondents in three selected organization (10 each in a university, an 

administrative unit and a hospital). 36  The following observations regarding 

administration of the instrument were made: 

 Respondents at lowest rungs of the organizational hierarchy having few years 

of schooling were unable to understand many of the items on the scale despite 

having being administered an Urdu version of the raw instrument;  

 Response rate was low when respondents were asked to fill in the survey 

instrument themselves. Women in hospital setting and on senior levels in the 

administrative unit, being too busy with their official duties, were especially 

reluctant to accept forms;  

 Educated females asked for English versions of the instrument. However, 

statements were not completely comprehended before being rated. Responses 

were made in haste and when contradictory item ratings were counterchecked, 

respondents changed their initial responses.  

 

Keeping in perspective these practical issues, it was decided to target only those 

females having 14 years of education or more. Refined instruments were administered 

personally by the author through face-to-face interviews with respondents.37  

This method offered the following advantages: 

                                                 
36 English and Urdu version of Raw Scales are attached as Appendix A and B  
37 Refined interview instrument is attached as Appendix C  
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 It was the favored technique of respondents as it placed the least cognitive 

burden on them i.e. no skills in reading, following instructions or filling in 

responses were required;  

 Interviews helped in creating rapport with the respondents and they were 

motivated to provide honest answers;  

 Explanations were provided to ensure correct interpretation of statements;  

 Interviews were conducted at the workplace of the respondents ensuring high 

response rate. This reduced sampling bias which arises when a certain class of 

potential respondents e.g. those at senior level posts or having a lot of work 

load do not participate in the survey;  

 Unsolicited comments were noted and used to enrich analysis of survey results.  

 

The drawback of face-to-face interviews is that response and interviewer bias is 

higher as compared to other data collection methods (Bowling, 2005). In the present 

study, research instrument is specially configured to keep response bias under check. 

Further, as all interviews were conducted by the researcher herself, so interviewer bias 

was controlled.  

Pretesting of the research instrument was carried out in November and December 

2008. Survey was conducted between January and September 2009. The law and 

order situation in Pakistan during this time was extremely tense with several terrorist 

attacks on major cities including Islamabad and army offensive in Northern area of 

the country against terrorist groups. Public sector organizations in Pakistan, being 

more vulnerable to terrorist attacks, had to evolve strategies to continue operating 

under tense situations. Other than routine security check points at the entrance of all 

government institutions many of the sensitive organizations had deployed security 
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personnel in plain clothes, to keep a check on activities. This situation caused two 

organizations to delay access for conducting survey. Yet day to day activities in the 

public sector organizations continued to proceed as before.38 Therefore, given the 

mental resilience of the average Pakistani worker in the face of insecurity and the 

continuing status of Pakistan as a front line state in the war on terror, the conditions in 

which the survey was conducted cannot be considered unusual.39  

 

IV-3-I. Perception of Work Environment Index (PWEI) 

 

The fact that the implementation of gender mainstreaming strategy has been 

problematic, suggests that there maybe unresolved structural issues impeding women 

from contributing fully towards gender reforms in public sector organizations. In 

order to measure the extent of these structural constraints, the perception of work 

environment Index (PWEI) has been developed which is a locally adapted, valid and 

reliable measure of the extent and nature of gender-based insensitivities and hostilities 

as experienced by female public sector employees in Pakistan.  

 

For theoretical validation of PWEI a review of related literature was carried out. As 

this scale seeks to measure gender insensitivities which are systematic in nature, 

several gender analysis tools, used by gender-experts for the same purpose, were 

evaluated. March et at. (1999) have discussed many such gender analysis tools and 

                                                 
38 During the course of the survey, this researcher was asked for identification on several occasions by 
security personnel. Rather, after checking permission letter to conduct survey and university identity 
card, the researcher was encouraged to continue with her work 
 
39 On one occasion an interview was being conducted on the 13th floor of a building when workers were 
told to evacuate due to possibility of bombing in the building. The warning caused no panic among the 
workers. In fact, the interviewee insisted that her interview be completed before the researcher left the 
building. The bomb threat later turned out to be a hoax. 
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frameworks used extensively for planning and monitoring interventions for gender 

advancement. These include the Moser Framework, the Harvard Analytical 

Framework, the Gender Analysis Matrix, the Women’s Empowerment Framework 

and Social Relations Approach. The advantage of these tools is that all relevant 

aspects and sources of discrimination are analyzed systematically. However, these 

tools have been constructed for project evaluation and appraisal in a homogenous 

setting, making them unsuitable for examining the conditions prevailing in a sector 

composed of diverse organizations. Furthermore, gender-analysis tools can be used to 

undertake qualitative research only and are not amenable for conducting empirical 

analysis based on quantitative research methods. Another limitation of standard 

gender analysis tools is that impact of women’s own behavior on the reform process is 

ignored. Nevertheless, many of the key concepts of gender relations and 

institutionalization of gender concerns which form the basis of gender analysis tools 

have been incorporated in the instruments developed for the current study.  

 

In recent years economists have started using opinion surveys to generate quantitative 

perception-based data regarding institutional conditions which affect economic 

activity. For example, to generate World Governance Indicators, Kaufman et al. (2003) 

draw on individual variables measuring perceptions of governance taken from 25 

different data sources.  These authors argue that for the purpose of measuring 

governance, there are few alternatives to the subjective, experiential data. Objective 

proxies for quality of governance also have implicit margins of error which are of the 

same, if not higher, magnitude as the error associated with subjective measures. Based 

on the same logic, margin of error would have been substantial if this research had 

used objective measures of equitable work environment for women, such as 
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employment quotas, gender sensitivity trainings, availability of day-care and transport 

facilities etc. Many of the data sources identified by Kaufman et al. (2003) conduct 

opinion polls for collecting the required information. The respondents in these polls 

are made to select given options in response to questions posed or statements 

presented, according to their subjective judgment. Therefore, the opinion survey 

questionnaire can be considered as a rudimentary psychometric instrument. 

Standard psychometric instruments are meticulously constructed to ensure validity 

and reliability of results. However, most of the existing instruments for measuring 

perceptions of work environment pertain to conditions for workers in Western World. 

Furthermore, most of these instruments are meant for use in the corporate sector to 

assess the extent to which conditions enable or hamper worker productivity. The 

culture in the public sector is vastly different from corporate culture. In the public 

sector, equity and welfare concerns need to be given as much importance as 

maximization of worker productivity. Therefore, instead of using any specific 

psychometric measure, the PWEI and its sub-dimensions adapt relevant components 

of existing scales to determine women’s perceptions of working conditions in public 

sector organizations of Pakistan. 

 

Descriptions of some standard psychometric instruments are as follows: 

 

 Stokes et al. (1995) constructed a scale similar to PWEI for use in corporate 

settings. They have used the dimensions of dual standards and opportunities, 

sexist attitudes and comments, informal socializing, balancing work and 

personal obligations and remediation policies and practices to measure 

perceptions of supportive or hostile work environment for women;  
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 The Nordic Council of Ministers (2000) designed a Questionnaire for 

measuring Psychological and Social factors at work (QPS). The organizational 

level contents of the QPS comprise of Likert scale type items related to 

organizational culture and climate, communication, leadership, social 

interactions and group work. All these sub-dimensions of the QPS are meant 

to measure employee perceptions of working conditions within organizations 

in the Nordic region;  

 The Work Environment Scale (WES)-Form “R” developed and updates by 

Moos (2008) measures the social environment of work settings in private 

sector firms. It comprises ten dimensions: Involvement, coworker cohesion, 

supervisor support, autonomy, task orientation, work pressure, clarity, 

managerial control, innovations and physical comfort;  

 Another popular scale, developed by Karasek et al. (1998) is the Job Content 

Questionnaire (JCQ). This instrument is mostly used by medical practitioners 

for measuring impact of various social and psychosocial characteristics of jobs 

on an employee’s coronary health. The factors measured by JCQ include: 

decision latitude, which incorporates skill discretion and skill authority; 

psychological demands; support from supervisor for work related issues; 

coworker support; physical job demands; and job insecurity, which 

incorporates opportunities for advancement and pending risk of job loss; 

Not only are standard psychometric  instruments inappropriate for use in public sector 

of developing countries, they are also too lengthy to be incorporated in the research 

instrument which also includes scale for measurement of work attitudes and socio-

demographic details of respondents. To overcome these problems, PWEI has taken 

concepts from existing tools to measure work conditions and has adapted them to suit 



 109

the requirements of the current study. The PWEI measures satisfaction of female 

public servants with the opportunities, facilities and interrelationships for smooth 

career advancement given their special needs and requirements. It provides empirical 

evidence on the extent of gender sensitivity or insensitivity, existing in the work 

environment of public sector organizations of Pakistan, as perceived by the female 

staff of these organizations.  It can be used in identifying a result-oriented approach to 

gender mainstreaming which is contextualized according to ground realities in public 

sector organizations of Pakistan.  

 IV-3-I-i. Dimensions of PWEI 

 

The PWEI comprises of 15 items each measuring the level to which a respondent 

believes her environment is equitable and conducive to higher work productivity. 

Each item is measured on a five point Likert scale. Of the five options for rating each 

item, option 1 represents complete disagreement, option 2 represents partial 

disagreement, option 3 represents lack of knowledge or neutrality, and option 4 and 5 

represent partial and complete agreement with an item respectively. 40  The final 

version of the PWEI incorporates three subscales or dimensions; 

 Equality of Opportunity for Professional Development (EOPD) 

 Female Staff Protection and Facilitation (FSPF) 

 Congeniality of Inter-Personal Relationships (CIPR) 

 

(a) Equality of Opportunity for Professional Development (EOPD)  

                                                 
40 See Section A of Appendix C 
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This dimension measures opinions of female employees regarding responsiveness of 

Human Resource (HR) policies in induction, training, promotion and rewards to their 

strategic gender needs. According to Moser (1993): 

“Strategic gender needs are the needs women identify because of their subordinate 

position to men in their society… They relate to gender divisions of labor, power and 

control… Meeting strategic gender needs helps women to achieve greater equality. 

p.39 ” 

Gender inequity is not always obvious in the formal setup of public sector 

organizations as they are obliged to follow rules and polices based on strict merit and 

seniority criteria. It is possible though that these criteria may be flawed and there may 

be invisible barriers very often referred to as “Glass Ceilings” preventing female 

workers from reaching their potential(Naff,1994).  

Human Resource (HR) policies which overtly or covertly discriminate against female 

incumbents impose both a spatial and a temporal restriction on women’s opportunities 

for professional development. On a spatial level, across organizations where there is 

culture of discrimination, there would be few female employees who are well trained, 

well rewarded and able to reach senior levels. Even if there are special quotas for 

women to overcome gender imbalances, these remain underutilized. Women’s 

predicament is brushed aside as being an outcome of their lack of interest in career 

building. The temporal aspect of discrimination impinges on women’s chances to 

secure equality even in a long run time frame due to lack of change mechanisms 

within the organizations.  

 

Lack of effective implementation of stated gender policies is a situation which is very 

common in the public sector organizations of Pakistan [Rai et al., (2007); ADB, 



 111

(2008); UNDP, (2009)]. A superficial analysis of policy documents therefore does not 

reveal the ground realities prevailing in this sector. Perception based measure such as 

EOPD can expose hidden sources of discrimination when respondents express 

dissatisfaction with policies which claim to be gender sensitized.  

 

Score on EOPD is calculated by summating the first four items of the PWEI as 

follows: 

EOPDi ≡ It1i  + It2i +  It3i  + It4i                      (eq. 3) 

Terms in eq. 3 stand for score of  ith   respondent on EOPD, Item 1 , Item 2, Item 3 

and Item 4 of PWEI respectively. 

 

(b) Female Staff Protection and Facilitation (FSPF)  

 

This subscale of PWEI assesses the extent to which female employees feel physically 

comfortable and safe in their professional roles. Further, this dimension investigates 

whether or not the working conditions accommodate women’s practical gender needs. 

Moser (1993) defines practical gender needs as follows: 

 

“Practical gender needs are the needs women identify in their socially accepted roles 

in society. Practical gender needs do not challenge the gender divisions of labor or 

women’s subordinate position in society, although arising out of them. Practical 

gender needs are a response to immediate perceived necessity, identified within a 

specific context. p.40” 
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The practical gender needs investigated by FSPF are: adequacy of transport, toilet and 

baby care facilities; facilitation in balancing work with family responsibilities; 

remedial measures for resolving specific female problems and protection from sexual 

harassment at the workplace. FSPF dimension of PWEI has the advantage of 

measuring women’s internalized notions of how their practical gender needs should 

be accommodated. This is an important quality of the scale as women workers’ 

practical gender needs cannot be standardized. For example, some women who were 

interviewed for this study expressed dissatisfaction with the toilet facilities for ladies 

on grounds that these were not perfectly hygienic, while others said that having to 

share toilet with males was a minor issue for them. Similarly, many married women 

commented that they had become conscious about lack of attention to the problem of 

female workers only after marriage. Even the perception of what constitutes as 

harassment is different for different women. This shows that it is women’s cognition 

of whether or not the ambiance in their respective organizations is sensitive to their 

feminine needs which can have more of an impact on their productivity rather than 

arrangements and measures deeming to facilitate them without eliciting their 

involvement.  

Score on FSPF is calculated as follows: 

FSPFi  ≡  It5i  + It6i  + It7i  + It8i    (eq. 4) 

Terms in eq. 4 represent score of ith  respondent on FSPF, Item 5, Item 6, Item 7 and 

Item 8 of the PWEI respectively.  

 

(c) Congeniality of Inter-Personal Relationship (CIPR) 
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This dimension explores the level of organizational trust among female workers. The 

more trust a worker reposes in the interpersonal relationships at her workplace, the 

more fruitful her work experience. Ferres and Travaglione (2003) defines the concept 

of organizational trust as follows: 

 

“An individual’s willingness to act on the basis of his or her perception of a trust 

referent (peer, supervisor, organization) as being supportive, ethical, competent and 

cognizant of other’s performance.  p.8”.  

 

CIPR can also shed light on conditions which can enable women to form networks of 

association serving as collective mediums for sustained progress on gender issues. 

While operationalizing the concept of enabling working relationship, CIPR dimension 

looks at the interactions between female workers and their female colleagues and 

female supervisors and whether there are female role models to inspire and guide 

them. The idea is to capture the extent of professional co-operation or professional 

jealousy existing among female employees of an organization. During the study 

several respondents pointed out that a number of female employees who were 

succeeding in a male-dominated system, where doing so by making extreme personal 

sacrifices. They were of the view that such women had an interest in the continuation 

of the status quo and were willfully debilitating the advancement of fellow females. 

On the contrary, there were several respondents who remarked that having other 

females working in the same organization made them feel comfortable and well-

adjusted.  

This subscale further studies the interaction between female workers and their male 

counterparts and bosses. It seeks to find evidence on whether the male employees, in 



 114

order to retain their privileged position, exploit and harass female workers, or if the 

male attitude is respectful and co-operative. This dimension also incorporates 

women’s sense of inclusion in formal activities of the organization and acceptance as 

productive team members. The intent is to measure the strength of affiliation the 

worker feels for her organization and its members which is considered to improve her 

work performance.  

 

Score on CIPR is calculated as follows: 

CIPRi  ≡  It9i + It10i  + It11i  + It12i  + It13i  +  It14i  + It15i   (eq. 5) 

As before, terms represent score of the ith individual on CIPR and item 8 to item 15 of 

the PWEI.  

Score of the ith individual on PWEI is an aggregation of her scores on the subscales of 

EOPD, FSPF and CIPR and is calculated as follows: 

PWEIi  ≡  EOPDi  + FSFPi + CIPRi     (eq. 6) 

Range of these indices is given in Table 1-IV. Higher individual scores on each index 

represent a relatively supportive perception of the work environment. 

 

IV-3-I-ii. Refinement of PWEI  

 

To ensure practical validity of the PWEI in public sector organizations of Pakistan, 

raw version of the index was pre-tested. Comments, suggestions and observations 

were used to make the following changes in the final index:  

 

 Two redundant items were deleted. The first was related to availability of 

perks and it was dropped as perks are included in rewards (item 4). The other 
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was related to policy measures against sexual harassment. These are part of 

effective remedial measures to address problems of female staff (item 7); 

 Two items were added regarding female workers’ interactions with their 

female colleagues and female bosses (Item 10 and Item 13); 

 Sequencing of questions was revised. The most sensitive question on sexual 

harassment was placed in the middle of the scale (item 8); 

 Three items showing item total correlations lower than 0.3 were reworded 

(item 3, item 8, item 14) 

These adjustments have made the final refined version of PWEI clear and concise. 

But at the same time its wording has been configured to control for social desirability 

and central tendency bias among respondents. The refined version of the PWEI also 

incorporates six reverse items to avoid acquiescence bias.41 

 

IV-3-I-iii.  Reliability of PWEI 

 

Table 1-IV shows number of items, range, midpoint and Cronbach Alpha reliabilities 

of PWEI and its subscales.42  The mid-point of each index is the point of neutrality. 

                                                 
41 Social desirability bias arises when respondents distort answers to conform to established social 
norms. Central tendency bias refers to the tendency of respondents to stay neutral. Acquiescence bias is 
based on respondent’s tendency to agree with each statement without reflection (Bowling, 2005) 
 
42 Cronbach’s alpha reliability coefficient is a measure of internal consistency of the items in a scale 
and normally ranges between 0 and 1. It is based upon the formula: 
α = r k / [1 + (k -1) r] 
Where α is the size of alpha coefficient,  k is the number of items considered and r is the mean of the 
inter-item correlations. 
The following rules of thumb are usually used by social scientists for assessment of alpha reliability 
coefficients : 
          α   >  0.9  Suggests existence of redundant items.  
0.9 >  α  >  0.8  Excellent  
0.8 >  α  >  0.7  Good 
0.7 >  α >  0.6   Acceptable  
0.6 >  α  >  0.5  Low 
                α <   0.5   Unacceptable  
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Scores above this level represent positive perceptions, while scores below this level 

signify dissatisfaction with prevailing conditions. Jointly, EOPD and FSPF represent 

structural aspects of the work environment and CIPR represents the relationship 

aspect. The structural aspect has been given a slightly higher weightage (8) as 

compared to the relationship aspect (7), in computation of aggregate index. This is 

done to account for the fact that in pubic sector organization rules, regulations and 

procedures have a greater impact on attitudes of employees than their interpersonal 

relationships at the workplace. 

 

 

Alpha reliabilities of PWEI and its sub-indices are all within the good to excellent 

range for social science research. This shows that the indices have inter-item 

consistency.  

 

The alpha reliabilities are not too high, which proves that the scale does not suffer 

from the “Attenuation Paradox” which arises when there are redundant items in the 

scale. If there are many highly correlated items in a scale it will increase internal 

consistency and inflate alpha reliability estimates but instead of adding incremental 

value these items reduce validity. A scale needs to contain differentiated items to be a 

valid measure of a construct (Clark and Watson, 1995). 

 

The inter-scale Pearson’s correlation coefficients between EOPD, FSPF and CIPR 

shown in Table 2-IV are all significant at p< 0.01(two-tailed).43 This suggests that the 

                                                 
43  Pearson’s correlation expresses the extent to which two independent variables X and Y, covary as a 
ratio of the product of the standard deviations of the X and Y variables.  
Correlation coefficient r ranges from -1.0 to + 1.0. The signs indicate whether the relationship is direct 
(+) or inverse (-).The absolute value of the coefficient indicates the strength of linear relationship 
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three dimensions used to construct the PWEI are not identical and when aggregated, 

these dimensions can constitute a reliable scale. 

 

It is further substantiated in Table 3-IV that items on the PWEI discriminate well 

between respondents who hold a positive view of their work environment and those 

who view their environment as hostile. All items on the PWEI have item-total 

correlations indicating good to very good discrimination.  As is shown in Table 3-IV,  

if any of the items is dropped, alpha reliability does not increase beyond the 0.813 

mark, which is the overall reliability of PWEI. This means that all the items in the 

final scale are relevant and should be retained.44 

 

 

 

 

 

 

 

 

                                                                                                                                            
 
44 Item total correlation is the relationship between a particular item and the total score on the scale. It 
is a Pearson correlation coefficient and is expressed as a number between -1.00 through 0 to +1.00. 
Corrected item-total correlation for each item is calculated using sum of item scores without including 
the item in question. When looking at an item-total correlation for a scale, negative values are 
considered highly irregular as it is unexpected that respondents who get low scores on most items 
would get high scores on the overall scale. Values for an item-total correlation between 0 and 0.19 may 
indicate that the item is not discriminating well; values between 0.2 and 0.39 indicate good 
discrimination, while values between 0.4 and 0.69 indicate very good discrimination. Coefficient 
values higher than 0.7 may indicate attenuation paradox.  
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Table: 1- IV Range, Midpoint and Cronbach Alpha Reliabilities of PWEI and its 
Subscales 

INDICIES Number    of 

items 

Maximum and 

Minimum values 

of Index 

  Mid-point    Alpha   

   Reliability 

 EOPD 4     4    to     20 12 0.763 

 FSPF 4     4    to     20 12 0.712 

 CIPR 7     7    to     35 21 0.701 

 PWEI 15     15   to     75 45 0.813 

 

 

Table: 2- IV Pearson’s Correlation between Different Dimensions of PWEI   

                             

                                          EOPD FSPF CIPR 

EOPD 1.00   

FSPF 0.396 1.00  

CIPR 0.491 0.445 1.00 

 

Table: 3- IV Adjusted Item –Total Correlations of PWEI 

 Alpha if 
item  
deleted 

Adjusted  
Item –Total 
Correlation 

 Alpha if 
item  
deleted 

Adjusted  
Item –Total 
Correlation 

Item 1 0.724 0.572 Item 9 0.725 0.524 
Item 2 0.730 0.610 Item 10 0.799 0 .332 
Item 3 0.763 0.676 Item 11 0.718 0 .600 
Item 4 0.767 0.642 Item 12 0.714 0 .517 
Item 5 0.802 0.471 Item 13 0.810 0.348 
Item 6 0.799 0.454 Item 14 0.791 0.496 
Item 7 0.774 0 .698 Item 15 0.801 0 .351 
Item 8 0.785 0.522    
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IV-3-II.  Work Motivation and Commitment Index (WMCI)  

 

In many of the bureaucratic public sector organizations of Pakistan, rewards and 

punishments are not given on actual performance but on political affiliation of the 

worker [Shafqat(1999); Cheema and  Asad (2006); Iqbal (2006)]. This means that 

non-serious workers can under perform with impunity as long as they are serving the 

political ends of their patrons. Nevertheless, under-performance of female workers is 

noticed more than under performance of their male colleagues for two reasons. First, 

women workers are in minority in the workforce so their behavior is more closely 

observed. Second, under performance of females on the job gives credence to the 

general opinion that women use family responsibilities as an excuse to avoid work. In 

these circumstances women’s positive job attitude and productive behavioral patterns 

should receive more  appreciation, as it would pave the way for gender equity  to  be 

materialized and be sustained in the public sector. The latter, in turn, is expected to 

have spillover effects in the private sector. 

 

The two constructs used most frequently by scholars to study productive work 

behavior are work motivation and work commitment. Both these attitudes among 

employees culminate in behavioral patterns conducive to better job performance. The 

term “work” in these constructs usually refers to paid work only. However, domestic 

and reproductive work is just as significant from an economic and sociological 

perspective as the work for the market. Although this study is restricted to examining 

attitudes related to work within the organization only, it can be expected that 

individuals with the right work attitude will perform all tasks well, whether these are 

inside the homes or in the offices. The Index of WMCI examines the source of 



 120

women’s work motivation. The assumption is that if women are pursuing a job only 

to earn money or to avail other benefits then they would not be interested in 

demanding opportunities to deliver higher quality public services as these require 

devotion to duty above anything else.  

 

IV-3-II-i. Dimensions of WMCI 

 

The WMCI consists of 15 statements to be rated on a  5 point Likert scale, with 1 

representing strong disagreement, 2 representing partial disagreement, 4 and 5 

representing partial and strong agreement respectively. 3 is the mid point of each item 

representing lack of knowledge or neutrality towards the statement. The scale has 

three sub-dimensions.  

 

 Intrinsic Work Motivation (IWM) 

 Work and Organizational Commitment (WOC) 

 Public Service Motivation (PSM) 

 

(a) Intrinsic Work Motivation 

This dimension measures the drive and preference of female public servants to 

undertake professional work for satisfaction of their self-actualization needs. IWM 

assesses enthusiastic work behavior which is not initiated due to extrinsic incentives 

like pay, perks or job security.  

Many definitions of intrinsic work motivation can be found in existing literature in the 

fields of psychology and organizational behavior. For example, according to Amabile 

et al. (1994): “(Intrinsic motivation) is the motivation to engage in work primarily for 
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its own sake, because the work itself is interesting, engaging, or in some way 

satisfying. p.950” In the words of Reinholt (2009), “intrinsically motivated 

behavior… is behavior freely engaged in; which the individual finds interesting; from 

which the individual experiences a feeling of autonomy, competence, and social 

relatedness and from which the individual derives spontaneous satisfaction and 

enjoyment. p.7” Burke (2005) holds that those who see themselves as strongly 

intrinsically motivated may strive to select work assignments that allow them to 

develop new skills, exercise creativity, and become deeply involved in their work.  

 

Recently behavioral economists have also started questioning the omission of intrinsic 

motivation from conventional economic models. The Motivation Crowding theory by 

Frey and Jegen (2001) postulates that monetary incentives and punishments can 

“crowd out” intrinsic motivation. They make several references to strategic 

management literature which shows that HR practices based exclusively on extrinsic 

rewards and penalties may dampen, or even destroy, non-economic realities such as 

intrinsic motivation and social relations. According to these authors external 

interventions ‘crowd out’ intrinsic motivation if the workers consider them to 

undermine their self determination and self esteem. 

  

Frey and Jegen (2001) also mention the ‘crowding-in’ effect of performance non-

contingent rewards. Similarly, Amabile et al. (1994) suggest that under some 

circumstances, intrinsic and extrinsic work motivation need not work in opposition. 

Considering the circumstance in public sector organization of Pakistan, there is no 

distinction between performance contingent and non-contingent incentives. Extrinsic 

rewards are mostly either seniority-based or accrue to individuals with ‘good 
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connections’. In the rare cases that ‘performance awards’ are given to recognize the 

contribution of a public sector worker, it is more out of political patronage of 

performance orchestrated simply to receive the award. Thus given the research setting 

of this study, it can be safely assumed that individuals who desire lucrative financial 

benefits or rapid career advancement in the public sector, through rightful means, 

would be frustrated and de-motivated.  

Another point which needs clarification is the impact of some non-pecuniary forms of 

extrinsic rewards like verbal appreciation by higher authorities, and/or colleagues. 

According to Reinhold (2009), such rewards are ‘well-internalized’ and therefore 

similar to intrinsic motivation in their impact. Finally, if intrinsic motivation of the 

worker and the goals of the organization are not consistent, a conflict of interest might 

emerge. Attention and time might be diverted away from crucial tasks to activities, 

which are interesting for the worker but are of relatively little or no value to the 

organization (Reinhold, 2009). To account for such a situation, the WMCI 

incorporates the Work and Organizational Commitment (WOC) dimension, which 

measures the job performance attitude and organizational loyalty of workers.   

Several scales for measuring intrinsic motivation have been used for psychological 

and organizational research. For example, the Work Preference Inventory (WPI) by 

Amabile et al. (1994), measures intrinsic and extrinsic motivation separately. 

Elements of intrinsic motivation on this scale include: self-determination (preference 

for choice and autonomy), competence (preference for challenge), task involvement 

(task interest and flow of work), curiosity (preference for complexity), and interest 

(enjoyment and excitement). For measuring extrinsic motivation, WPI includes: 

evaluation concerns, recognition concerns, competition concerns, a focus on money or 
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other tangible incentives, and a focus on the dictates of others. There are a total of 30 

items on WPI to be rated on a 4-point Likert scale.  

The General Causality Orientations Scale by Deci and Ryan (1985) assesses the 

strength of three different motivational orientations within an individual , labeled 

Autonomy, Controlled, and Impersonal orientations. These orientations are together 

understood as relatively stable facets of personality. Furthermore, each orientation is 

conceived as existing within all individuals to some extent. Although this scale has 

not been presented as a direct measure of intrinsic and extrinsic motivational 

orientations, Deci and Ryan (1985) have predicted a relationship between causality 

orientation and intrinsic-extrinsic motivation. They suggested that autonomy-oriented 

individuals will more often be intrinsically motivated and that control-oriented 

individuals will more often be extrinsically motivated. According to these writers 

impersonally oriented individuals believe that attaining desired outcomes are beyond 

their control and that achievement is largely a matter of luck or fate. Predictions about 

such individuals are less certain, but it seems likely that when they do anything at all, 

it may only be because they are compelled by external controls.  

Another multidimensional measurement device intended to assess the psychological 

satisfaction an individual derives from performing a certain task is The Intrinsic 

Motivation Inventory (IMI). The IMI has seven subscales which are:  interest; 

perceived competence; effort; perceived usefulness; felt pressure and tension; 

perceived choice; and relatedness. The complete scale incorporating all 7 dimensions, 

consists of 45 items to be rated on a 7 point Likert scale. Shorter versions of this 

instrument with 29, 25, 22 and 9 items are reported to have been used mostly by 

psychologist for laboratory experiments (University of Rochester, 2008). 
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The IWM dimension is an adaptation of some of the elements of intrinsic motivation 

contained in the existing scales presented above. It consists of five items which 

measure:  

 sense of accomplishment; 

  passion for professional development; 

 desire to engage in productive activities; 

  need for self-actualization; 

 intrinsic fulfillment from job performance.  

In order to avoid social desirability bias, each item includes comparison between the 

element of intrinsic motivation with an external incentive for work performance such 

as attractive pay, job security, economic compulsions, financial independence and 

monetary rewards. 

 

Score on IWM is calculated by summing the first five items of the WMCI as follows: 

IWMi ≡ It1i  + It2i  +  It3i + It4i + It5i                       (eq. 7) 

Terms in eq. 7 stand for score of  ith   respondent on IWM, Item 1 , Item 2, Item 3, 

Item 4 and Item 5 of WMCI respectively. 

 

(b) Work and Organizational Commitment (WOC) 

 

This dimension measures the importance which female workers attach to their 

professional work roles. It also examines the extent to which these workers feel 

commitment towards high-quality performance of their current and future 

organizational duties.  
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Work commitment according to Bielby and  Bielby (1984)  is : “the centrality of the 

work role as a source of intrinsic satisfaction . . .  (It includes) plans, expectations, 

preference, or aspirations for a particular combination of work and family roles . . .  

Female work commitment reflects a complex lifestyle choice in which both, 

occupation and family involvement are embedded. p. 235”.  

After an extensive review of related literature DeKlerk (2001) finds that four facts are 

usually used to describe work commitment: work values, job involvement, career 

commitment and organizational commitment. DeKlerk (2001) maintains that values 

are normative standards about what is desirable, enabling an individual to choose 

among alternative modes of behavior. Work values, therefore, refer to the standards 

which endorse importance of hard work and dedication towards one’s profession. 

Career commitment is one’s motivation to work in a chosen vocation, to set career 

goals and to resist career disruptions in the face of adversity (Carson and Bedeian, 

1994). According to Zatz (1995), job involvement is an individual’s psychological 

identification with a job. Job-involved persons see their job as an important part of 

their self-concept.  

Organizational scientists have developed many definitions of organizational 

commitment, and numerous scales to measure them. Among the various 

conceptualizations, a muliti-dimentional definition presented by Meyer and Allen 

(1991) remains one of the most popular among researchers [Chughtai and 

Zafar,(2000); Laka-Mathebula, (2004)]. Meyer and Allen (1991) hold that 

organizational commitment is an employee’s emotional attachment to, identification 

with and involvement in the organization. The three components of organisational 

commitment identified by these authors are : ‘Affective Commitment’ which is an 

employee's positive emotional attachment to the organization; ‘Continuance 
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Commitment’ which complels an individual to continue working with the 

organization because she or he perceives high economic and social costs of losing 

organizational membership; ‘Normative Commitment’ due to which individuals 

expect to remain with an organization because of feelings of obligation and loyalty.  

 

Separate scales to measure all four factes of works of work commitement have been 

developed. For example, the Multidimensional Work Ethic Profile (MWEP) is a 65-

item measure of work values that assesses seven facets or dimensions of work ethic: 

Hard Work, Self-Reliance, Delay of Gratification, Morality/Ethics, Centrality of 

Work, Leisure, and Wasted Time (Miller et al., 2002).  

Kanungo’s Job Involvement Questionnaire (JIQ) has ten items which measure the 

perceptions that individuals have about the need satisfying potentialities of their jobs. 

The JIQ elicits the belief regarding the extent to which an individual’s current job, 

satisfies her or his current needs (Zatz, 1995). 

The 12-item Career Commitment Measure (CCM) developed by Carson and 

Bedeian(1994)  has three dimensions: career  identity, career planning and career 

resilience. These dimensions tap the directional, salience and persistence components 

of an individual’s dedication to her or his profession. 

Allen and Meyer(1990) developed the Ogranizational Commitment Questionnaire 

(OCQ) with a total of 24 items. Affective and Normative Commitment are measued 

by 8 items, while 9 items measure Continuance Commitment. Each item on the OCQ 

is  rated on a 5-point Likert scale. 

 

Many of the dimensions of the scales discussed above are highly correlated. For 

example, Carson and Bedeian (1994) report that the career resilience dimension of the 
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CCM is closely related to the Continuance Commitment component of the OCQ. 

Similarly, Miller et al.(2002) find that the job involvement is a key component in 

understanding the relationship among different facets of work ethic described by the 

MWEP. The challenge for this researcher was to pick up dimensions from this 

smorgasbord of scales and mould them into a single coherent tool suited to the 

requirement of this study. Another point to be noted is that none of these scales 

consider special aspects of female work commitment as pointed out by Bielby and 

Bielby (1984), which are central to the present study.  

The WOC dimension consists of six items measuring: 

 the priority female workers give to their organizational work against minor 

household engagements;  

 their long range career plans;  

 pride in their organization and their work; 

  how well they can stay focused on their work in the office; 

  whether they are quality-conscious regarding their work;  

  their desire to continue working in the organization.   

 

 Score on WOC is calculated as follows: 

WOCi  ≡ It6i  + It7i +It8i  + It9i  + It10i + It11i      (eq. 8) 

 

Terms in eq. 8 represent score of ith  respondent on WOC, Item 6, Item 7, Item 8, Item 

9, Item 10  and Item 11 of the WMCI respectively.  
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(c) Public Service Motivation (PSM) 

 

This subscale measures the willingness of workers to engage in selfless behaviors for 

the good of others without seeking reciprocal benefits for themselves. It also 

examines the capacity of public servants to maintain their pro-social disposition in the 

face of opposition.  

Many definitions of public service motivation, also referred to as public service ethic 

(Coursey and Pandey, 2007) can be found in literature, emanating predominantly 

from the academic discipline of Public Administration. Perry and Wise (1990) define 

public service motivation as “an individual’s predisposition to respond to motives 

grounded primarily or uniquely in public institutions. p. 386”  Vandenabeele et al. 

(2006) hold that attainment of social values for which the public sector has been 

constituted, is an important component of public service motivation. They define this 

concept as ‘the beliefs, values and attitudes that go beyond self-interest and 

organizational interest, that concern the interest of a larger political entity and that 

motivate individuals to act accordingly whenever appropriate. p.4 ”  

Perry and Hondegem (2008) point out that ‘the meaning of public service motivation 

varies across disciplines and fields, but its definition has a common focus on motives 

and action in the public domain that are intended to do good for others and shape the 

wellbeing of society. p.3’ 

According to Rainey (1982) public servants and civil servants are less motivated by 

material incentives and career progress than employees and managers in private firms. 

On the contrary, they tend to be motivated by more intrinsic motives such as civic 

duty. Still, although public service behavior is higher in the public sector, this does 

not mean that it is absent in private organizations. It might, however, take other forms, 
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such as organizational citizenship behavior. Public service preference is also found to 

be high among workers in the non-profit (development) sector (Mann , 2006). 

According to Vandenabeele et al. (2006), evidence of public service motivation 

among public sector employees extends across a range of countries. However, the 

dimensions of public service motivation are not necessarily universal.  

Three main theoretical bases of public service motivation are proposed by Perry and 

Wise (1990): rational, norm-based and affective. Rational motives are said to drive 

actions based on individual utility maximization and become apparent when public 

servants want to advocate for a public program to further their own special interests. 

Norm-based motives are seen as social forces which compel the public sector 

employees to adhere to such norms as serving the public interest, being loyal to duty 

and to the government as a whole. Affective motives, according to Perry and Wise 

(1990), trigger pro-social behaviors based on the emotional responses to different 

social situations. Patriotism of benevolence, compassion and self-sacrifice, are quoted 

as good examples of affective motives. 

On the basis of an extensive survey of research related to antecedents and correlates 

of public service motivation, Pandey and Stazyk (2008) claim that the most robust 

socio-demographic antecedents of public service motivation are education, gender, 

and age. They also find that existing research supports the importance of socialization 

by parents, religious institutions and professional organizations for inculcating public 

service motivation among individuals. The gender dimension of public service 

motivation is discussed in detail by DeHart et al. (2006). They note that public service 

motivation is one area of public administration discourse that contains both feminine 

and masculine descriptions. Borrowing from a range of social science literatures, they 

contend that compassion is a feminine aspect of public service motivation, whereas 
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attraction to policy making and commitment to public service are masculine elements. 

However, on measurement of public sector motivation using Perry’s (1996) scale and 

data from a survey of American public servants in the health and human service 

sectors, they find that as expected, women scored higher on Perry's compassion 

subscale. But unexpectedly, these writers found that women also scored higher on 

attraction to policy making than men. No statistically significant gender differences 

were found on commitment to public service by these authors. 

 

The scale developed by Perry’s (1996) for measuring public service motivation 

remains the most popular tool among researchers for measuring this concept. It is 24-

item measurement instrument consisting of four dimensions: attraction to public 

policy, commitment to public interest, compassion and self-sacrifice.  According to 

him ‘attraction to public policy’ is a rational motive that can reinforce a public 

servants image of self-importance. He explains that ‘Commitment to public interest’ 

has normative foundations as the desire to serve the public interest is essentially 

altruistic. ‘Compassion’ involves affective motives and results in humane treatment of 

people by public servants. He further explains that the ‘compassion’ dimension in his 

scale is often termed as "patriotism of benevolence" by other American writers. 

Finally, he defines ‘self-sacrifice’ as “the willingness to substitute service to others 

for tangible personal reward. p. 7” 

 

Vandenabeele et al. (2006) criticize Perry’s (1996) scale as being based primarily on 

research conducted in the US. On the basis of their own research in UK and Germany, 

these writers suggest that the dimension of ‘democratic governance’ should be added 

to the original scale to make it more valid in European countries. They define 
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‘democratic governance’ as “the value basis for a democratic regime and the rule of 

law.” 

 

Shorter versions of Perry’s (1996) scale are also found in literature. Coursey and 

Pandey (2007) have eliminated the ‘self-sacrifice’ dimension of Perry’s (1996) scale 

and have come up with a scale having three dimensions and a total of  10-item. They 

have proved the validity and reliability of their shortened scale in American public 

sector setting. Christensen and Whiting (2009) have used a 5-item version of Perry’s 

scale to conduct research, using both qualitative and quantitative methods, in different 

types of   American organizations. Indeed, different versions of the public sector 

motivation scale have been validated in countries such as Australia , Belgium, France, 

the Netherlands, Germany, Malta, , Italy, South Korea, Latin America  and United 

Kingdom (Kolpakov, 2009). 

 

A point to be noted here is that while Perry (1996) very clearly pointed out that social 

desirability bias had not been completely addressed in his scale, none of the 

subsequent researchers who have used this tool have paid much attention to this 

problem. When applying this concept in Pakistan, it must be considered that the 

culture and structure of the civil services, and many of the public sector organizations 

in the country, fosters conformity and penalizes workers for any act seen as being 

inimical to the wishes of political powers [Shafqat(1999); Cheema and  Asad (2006); 

Iqbal (2006)] . Thus all four items on the PSM sub-scale have been carefully worded 

such that, while measuring the important dimensions of this concept pointed out in 

literature, social desirability bias is also avoided. Moreover, the PSM sub-scale has 

been placed at the end of the WMCI, so that respondents are first given a chance to 
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assess statements in which the social desirability bias would be less of an issue, and to 

build the respondents’ confidence and flow before they are asked to rate statements in 

which less than truthful responses are expected. 

     

The items in the final version of the PSM subscale measure:  

 capacity to help bring about positive social change; 

 prestige in being a public servant; 

  ability to confront higher authorities if collective interest is threatened; 

  sense of satisfaction in delivering public services.  

 

Score on PSM is calculated by summing the last four items of the WMCI as follows: 

PSMi ≡ It12i  +  It13i +  It14i + It15i                       (eq. 9) 

Terms in eq. 9 stand for score of  ith   respondent on PSM, Item 12 , Item 13, Item 14 

and Item 15 of WMCI respectively. 

Score of the ith individual on WMCI is an aggregation of her scores on the subscales 

of IWM, WOC and PSM and is calculated as follows: 

WMCIi  ≡  IWMi  +  WOCi +  PSMi   (eq. 10) 

 

IV-3-II-ii.  Refinement of WMCI  

Theoretical validity of the WMCI has been established by aligning its elements with 

existing scales measuring productive work attitudes in the public sector. In order to 

ensure practical validity of this tool in Pakistan, the following changes are made in the 

raw version after pre-testing: 

 Review of literature had suggested that intrinsically motivated workers seek 

autonomy and self determination. An item was written in the raw version of 
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the index to capture this attitude. However, respondents in public sector 

organizations, mostly bureaucratic in nature, could not relate to working 

independently without much supervision. Therefore, this item was eliminated 

from the final version; 

 Normative commitment to one’s job and profession and work values are both 

socially activated aspects of work commitment. Workers in Pakistan do not 

consider work roles as being their main identity as the society generally does 

not give importance to ‘dignity of labor’. Thus statements which tried to tap 

this dimension were dropped from the final version;  

 Many young women commented that the reason for taking up a job was the 

urge to get away from mundane domestic issues and involve themselves in 

professional activities which would also give them financial independence. 

Women with longer experience also recalled having started their careers due 

to the same motive. It was recognized that the source of this motive for 

pursuing employment was intrinsic. Subsequently, items 3 and 4 were 

amended to measure women’s self-actualization need and desire to engage in 

productive activities in context of their reasons to work outside of the home;  

 Item 9 and Item 10 were added because focusing on work in the office and 

quality consciousness were seen as attitudes prevalent among highly 

productive female workers in the public sector, while less productive female 

workers seemed to be lacking these attitudes;  

 The self-sacrifice and compassion dimensions of public service motivation 

have much intellectual appeal but no practical validation of these elements 

could be established. Pre-testing showed negative correlation of two items 



 134

measuring this element with rest of the scale. These items were subsequently 

dropped;  

 The PSM sub-scale, on the whole showed alpha reliability of less than 0.5 at 

pretesting stage so most of its items were reworded. 

The refined version of the WMCI is adapted according to the conditions existing in 

public sector organization in Pakistan. The Index also considers the social realities of 

Pakistani women. Moreover, every effort has been made to word it in a way that 

reduces social desirability bias. To control for acquiescence bias, six reverse 

statements were included. The WMCI can therefore be considered as a valid measure 

of productive work attitude among female public servants in Pakistan.  

IV-3-II-iii. Reliability of WMCI 

Reliability of this Index is checked using Cronbach Alpha Reliability scores, Item-

total correlations and Inter-scale correlations. As can be seen from Table 4-IV alpha 

reliabilities of WMCI and its sub-scales are all within the ‘good’ to ‘acceptable’ range 

for social science research. Scores above mid-point of each scale represent positive 

work attitude, while scores below this level signify low work motivation and 

commitment. 

Item-total correlations shown in Table 5-IV verify that all items on the WMCI 

discriminate well between committed and motivated workers and workers not having 

such attitude toward their work. Alpha-reliability of WMCI would not increase above 

the 0.720 mark, if any item on the final version of this index is dropped. This means 

that all items are relevant. 

As shown in Table 6-IV, inter-scale correlations are all significant at p < 0.01. At the 

same time these correlations are not too high. This suggests that the different 

dimensions are distinct but can be fused to constitute a single coherent scale. 
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Table: 4- IV Range, Midpoint and Cronbach Alpha Reliabilities of WMCI and its 
Subscales 

INDICIES Number    of 

items 

Maximum and 

Minimum values 

of Index 

  Mid-point    Alpha  

   Reliability 

IWM 5     5     to     25 15 0.672 

WOC 6     6     to     30 18 0.598 

PSM 4     4     to     20 12 0.601 

WMCI 15     15   to     75 45 0.720 

 
 

Table: 5- IV Adjusted Item –Total Correlations of WMCI 
 
 Alpha if 

item  
deleted 

Adjusted  
Item –Total 
Correlation 

 Alpha if 
item  
deleted 

Adjusted  
Item –Total 
Correlation 

Item 1 0. 711 0.481 Item 9 0.711 0.484 
Item 2 0.710 0.481 Item 10 0.714 0.575 
Item 3 0.692 0.590 Item 11 0.700 0.302 
Item 4 0.714 0.432 Item 12 0.710 0.587 
Item 5 0.711 0.518 Item 13 0.717 0.344 
Item 6 0.718 0.339 Item 14 0.699 0.563 
Item 7 0.716 0.412 Item 15 0.700 0.483 
Item 8 0.709 0.467    
 

 

 
Table: 6- IV  Pearson’s Correlation between Different Dimensions of WMCI 

                                                             

 IWM WOC PSM 

IWM 1.00   

WOC 0.343 1.00  

PSM 0.344 0.393 1.00 
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IV-4. Variable Justification 

 

The utilization of women’s productive potential is the ultimate aim of gender 

mainstreaming strategy in public sector organizations. Two of the important factors 

determining productivity of female employees are:  

 the extent to which work environment in the organization facilitates women’s 

performance in professional work roles; 

 the degree to which women workers are themselves intrinsically motivated 

and committed to perform well.  

In Labor Economics, the first bullet is considered as a demand-side issue and the 

second bullet as a supply-side consideration regarding female labor-force 

participation. Both these factors are the main research variables of the current study. 

In addition to the conventional demand and supply argument, justification of the 

research variables of the study is further augmented  in the following with the help of 

relevant references from literature. 

 

Identification of any hostilities in the work environment can help establish the 

structural constraints to gender mainstreaming. But other than that, women’s 

perception of the work environment is an issue worth exploring in its own right 

because of its impact on the productivity of an organization. According to Okun et. 

al(2007)while conditions for women in public sector jobs may be somewhat better 

than the private sector, many times special amenities which are required to address 

women’s practical needs maybe inadequate causing disturbance for these women and 

reducing their productivity. Facilities such as on-site daycare and transport for female 

staff are considered as concessions to be granted at the prerogative of the management 
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and are not provided unless women lobby for them. How effective the lobbying would 

be depends on the level of internal unity within the staff. An environment of trust is 

needed to build internal unity (Laka-Mathebula, 2004). Similarly, Cook (2009) notes 

that wherever there are congenial interpersonal relationships between the female staff 

and their colleagues, work performance would be facilitated. Cook (2009) finds that 

supervisors with a progressive attitude towards workers would help them with 

reconciling professional and domestic issues thereby improving employee morale. On 

the other hand he finds that supervisors with a conservative mind-set show no 

flexibility even if their attitude is discouraging for their subordinates.  

 

As traditional gender roles dictate that females perform all chores related to household 

and dependent care without any help from the male family members, women 

undertake paid employment at the peril of carrying triple burden of professional, 

domestic and reproductive work (Moser, 1989). According to Repetti (1987), conflict 

arising out of performance of divergent roles can affect a worker’s mental and 

physical health, limiting her ability to perform her duties efficiently especially when 

her work environment is not supportive of her needs. Although highly productive 

working women have the ability to organize their daily routines for best utilization of 

time and to induce their family members to support them wherever possible, even 

then most of them maybe overburdened. Thus these women would be sacrificing their 

personal wellbeing in order to deliver on the job without compromising their family 

welfare (Siddiqui, 2007).  In particular working women who are married and those 

who have young children are at risk of facing job-burnout and employment 

disruptions. Among such women perceptions of family-friendly organizational 

environment can lower absenteeism, reduce intention to turnover, increase job 
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satisfaction, improve affective commitment and enhance job involvement (Cook, 

2009). According to Pitts et al. (2006), men tend to favor a merit pay system of 

compensation, while women tend to favor a system of equal pay for perceived equal 

work, which is often associated with a more harmonious work environment. 

 

Besides these positive employee outcomes, perceptions of a desirable work 

environment for female employees helps support gender diversity which in turn 

improves competitiveness in acquisition of a skilled workforce and increases the 

organization’s internal capacity and ability to manage change.45 Appold et al. (1998) 

find that work attitudes of male and female employees are better in gender-balanced 

work environments than in environments where gender parity is skewed in either 

direction. According to Ospina ( 2001), inability to deal with gender diversity issues 

can produce many negative consequences for an organization such as: 

•Losing competent female employees and having to sustain high cost to recruit and 

train their replacements; 

•Creating a reputation that the organization is not a good place to work; 

•An organizational climate in which effort digresses away from work performance 

toward politics of how to attain justice;  

•Inability of the management to create a good rapport with female employees 

Yet despite all the potential benefits of gender mainstreaming, initial cost of change 

may be quite high. Ely and Myreson (2000) point out that the concept of work being 

streamlined and combined with family life in a manner which improves job 

performance, is opposed by individuals who associate crises-oriented masculine work 

patterns with high productivity and ascribe to stereotypical images of women as 

                                                 
45 Gender diversity is the degree to which there is gender-based variety within the workforce of an 
organization with optimal number of female and male employees working together.  
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having lower capacity to perform on the job because they are relentlessly involved in 

household chores. Policies  

to promote women’s welfare may therefore be initially considered unfair. Chughtai 

and Zafar(2000) find that any policies which create notion of distributive injustice in 

the organization reduce work commitment among aggrieved workers. Thus if policies 

for improving conditions of female workers are to move beyond rhetoric, it would  

require organizations to invest financial and human resources in establishing an 

organizational culture which accommodates family concerns of employees and gives 

female workers an opportunity to advance professionally. According to the 

Commonwealth Secretariat (1999) public sector organizations must take the lead in 

investing resources for promotion of desirable social practices like gender 

mainstreaming because the public sector in development-oriented economies operates 

not for generating profit but for social welfare maximization. Gender mainstreaming 

should be considered a public good, which if not adequately provided by the public 

sector, would not be provided at all or would be underprovided by the market. But 

equity should not come at the cost of efficiency. If public sector managers under 

perform on their jobs it would culminate in undesirable social outcomes like 

dissatisfactory quality of public services, corruption and poor governance. According 

to Bloom et al. (2006) sound management is the key to ensuring that a gender 

equitable and family-friendly environment does not reduce worker productivity but 

gives it a boost. In other words, women in well-managed public sector organizations 

feel that they work in an enabling environment and such perceptions are a must for 

maximization of social welfare and enhancement of female workers’ productivity.  
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Besides an enabling environment, women’s professional and ethical behavior is a pre-

requisite for success of programs for gender advancement in the public sector. 

Women   workers’ job performance has to be a notch above their male colleagues if 

they are to be considered as assets and not liabilities for the organization, particularly 

when they are trying to make inroads into traditionally male professions. Positive 

behavior and effective job performance are outcomes of the right job attitude. 

Scholars in the field of organizational behavior, recognize the importance of work 

motivation and commitment among employees for achievement of organizational 

goals. Chughtai and Zafar(2000) give references of several empirical studies which 

show that  high level of commitment among workers is negatively related to turnover, 

absenteeism and counterproductive behavior  and positively related to job satisfaction, 

motivation,  organizational citizenship behavior and job performance. Low 

commitment, according to these authors, has been associated with low levels of 

morale and decrease in altruism and compliance. Besides, non-committed workers 

describe their organization in negative terms to outsiders thereby reducing the 

organization’s ability to recruit high-quality employees. Based on findings of eighteen 

empirical studies Laka-Mathebula, (2004) notes that gender differences in work 

motivation and commitment are very subtle. In most cases women show more loyalty 

and commitment towards their organizations because it is difficult for them to re-

adjust elsewhere given their family considerations. Bielby and  Bielby (1984) prove 

that women’s work commitment has a significant impact on their employment 

continuation behavior after marriage. They also find that work commitment remains 

stable as women accommodate behavior to family contingencies. In other words, 

work commitment is an attitude in individuals which is not defined by their gender 

roles.  
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Unfortunately, these important findings have been ignored for the most part by 

conventional economists. While conventional economics accepts that extrinsic 

incentives can be used to align a worker’s behavior with firm’s requirements, it fails 

to acknowledge workers’ intrinsic will and determination in enhancing firm’s 

productivity. Fortunately though, this flaw in economic theory has not gone 

unchallenged. Behavioral economists have shown that individuals can demonstrate 

enthusiastic work behavior even without receiving any real or perceived benefit for it. 

For example, Benabou and Tirole (2003) argue that performance incentives offered by 

an informed principal, such as a manager, can adversely affect work performance of 

an agent, such as an employee, by creating negative perception of the task, or 

reducing the employee’s confidence in her  or his own abilities. They prove that 

extrinsic incentives have only a weak impact in reinforcing productive behavior in the 

short run, while in the long run incentives like wages and perks reinforce 

counterproductive behavior as workers would be unwilling to perform well without 

the lure of benefits.  

This finding is also explained by Frey and Jegen (2001) who theorize that extrinsic 

rewards sometimes “crowd out” an individual’s intrinsic motivation to undertake an 

activity. In contrast to traditional economic theory, in which intrinsic motivation is 

held constant or is absent, Frey and Jegen (2001) argue that the amount of an 

individual’s intrinsic motivation might be altered by external intervention. They 

explain that if a worker initially engages in an activity because it is found to be 

inherently interesting and fulfilling, the introduction of an extrinsic reward changes 

the preference for performing the activity so that the preference subsequently is the 

reward rather than interest in the activity itself. A similar point is made by Reinholt 
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(2009). She questions the validity of the purely economic approach in organizations 

according to which only opportunistic behavior is considered rational. She claims that 

pursuing social and affective outcomes instead of seeking material self-interest, in the 

form of tangible rewards, is not an irrational act, if the workers are seen as having 

corresponding social or affective preferences. She adds that for individuals with social 

preferences mutual cooperation is rewarding in itself and therefore yields more utility 

for them than an increase in their wages. The same is the case with individuals, who 

have affective preferences when it comes to activities, which yield them a positive 

affective outcome, e.g. professional satisfaction or self-actualization.  

Other than social and affective preferences, another emerging concept within 

economics which can enable assimilation of intrinsic worker motivation into this 

discipline is that of procedural utility. This concept is explained by Benz (2005) who 

argues that people do not only care about outcomes, as usually assumed in economics, 

they also value the processes and conditions leading to outcomes. In other words, 

procedural utility represents an approach to human well-being and behavior which 

takes into consideration the value which individuals ascribe to processes in their own 

right. Benz (2005) further elucidates this concept by giving an example of individuals 

working within a hierarchy and having different degrees of decision-making authority. 

While, economists typically assume that employees value  authority only if it leads to 

better outcomes, e.g. in the form of a higher income, the concept of procedural utility, 

according to Benz (2005) , suggests that people may have a preference for authority in 

itself. Increased authority may be seen as a good decision-making procedure, because 

it provides individuals with a direct utility from having control over the work in their 

organizations.  
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Finally, recent research within the emergent field of ‘Neuroeconomics’
 
  supports that 

both affective and cognitive processes influence individuals’ decision making in 

economic and social contexts. Camerer et al. (2005) maintain that although 

deliberation is part of decision making processes, the conscious brain often 

erroneously interprets behavior that emerges from automatic, affective processes as 

the outcome of cognitive deliberations. According to these writers, neuroscience 

shows that behavior emerges from an interaction between controlled and automatic 

processes as well as between cognitive and affective processes. However, at a given 

point in time, an individual’s behavior is primarily steered by either cognitive or 

affective processes, which are constantly competing for control of behavior. Camerer 

et al. (2005) further note that individuals, who only have minimal cognitive and major 

affective deficits, show poor decision making skills both in terms of being able to 

make decisions as well as the quality of the decisions made. This, according to the 

writers, implies that affective processes are extremely important when choosing 

between different behaviors as it is not enough to know what should be done; it is also 

necessary to feel it . Even though emotions may be transitory, they can have 

substantial long-run effects if they are stored in memory and kept alive by social 

reminders.  

In the context of the present research, the arguments presented by Camerer et al. 

(2005) show that  perception of  work environment (a cognitive process) and worker’s 

intrinsic and altruistic motivation (an affective process), co-determine individual and 

collective behavioral outcomes. Traditional economists often deal with perceptions as 

their source is extrinsic and therefore observable. But, work drive, which is equally 

necessary for high quality performance, is often not examined by these economists as 

the source of this feeling is unobservable. In giving equal importance to both 
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dimensions, the present research adds to the efforts to rectify this fundamental flaw in 

conventional economics. 

 

Circumstances often play a significant role in shaping and altering human perceptions 

and behavior. All scientific empirical studies whether qualitative or quantitative, 

consider the contextual factors which can bring about a change in the variables being 

examined. Studies based on quantitative research methods, more often than not, 

endogenize a set of control variables, which helps in establishing the statistical 

significance of explanatory variables of interest, once the influences of the related 

variables has been accounted for.  

 

In the context of the present study, variables associated with the perception of work 

environment and worker motivation and commitment may be placed in two major 

groups which are: 

 Personal factors which include personal characteristics of respondents such as 

age, marital status, level of education, personal income etc.; and family 

characteristics such as number of household members, number of children, 

household income, etc.  

 Organizational factors which consist of professional characteristics of 

respondents such as, area of work (education, health or administration) 

experience, training, promotion, etc.  

 

These factors are not only important explanatory variables of model formulated for 

regression estimation but they also reveal important facts about the population being 

studied i.e. highly educated female public servants in Pakistan. Overall, survey results 
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will help in identification of problematic areas regarding female public sector 

employment. More importantly, survey result and their analysis will provide gender 

responsive solutions to the structural constraints and behavioral issue impeding 

gender mainstreaming in public sector organizations of Pakistan.  
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V. Descriptive Analysis: Female Employment in Public Sector of 
Pakistan 
The refined augmented labor force participation rate for women in Pakistan was only 

36.7% in 2008 (See Table 2-II). Although a majority of working age women in the 

country still does not undertake market work, a significantly large number of women 

are part of the labor force in absolute terms.  Naqvi and Shahnaz (2002) observe that 

women’s labor force participation distribution in Pakistan is bimodal. Mostly women 

have low paid low skilled jobs. At the same time, some women are also employed at 

the highly skilled part of the labor market. According to these researchers, among the 

latter class of women, the chances of a woman to be a paid and productive member of 

the society increase with education and improve significantly the better educated the 

woman is. So it means that many of the middle class, non-working women do not 

have the requisite education and training to work in the formal labor market. 

 

At the lower end of the distribution, women’s chances of being part of the labor force 

increase if they are belonging to families in rural areas and if the head of their 

household is illiterate and employed as an unpaid family helper. The women whose 

husbands earn low incomes and who live in families with low assets or fewer other 

workers are more likely to participate in the labor force (Ahmad and Hafeez, 2007). 

This shows that among the lower middle class households, women are compelled to 

seek employment to supplement their family incomes when times are hard. These 

women would prefer not to work for the market if their circumstances allowed it.   

 

Of all working women, 71.7% were employed in the informal private sector in 2008 

(LMIA, 2009). Thus 28.3% women were working in the formal sector, both private 

and public. However even within the formal sector only 22.9% women were “ wage 
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and salaried employees” (LMIA, 2009). This implies that within the formal sector 

5.4% women had vulnerable jobs. While the statistics do not spell this out clearly, it is 

more probable that women’s vulnerable employment would be largely prevalent in 

the private formal sector. The process of recruitment and terms of employment in the 

private sector are usually based on short term profit motive of private sector firms, 

creating incentives to cut wages and benefits wherever possible. On the other hand, 

public sector employment, in many developing countries like Pakistan, is viewed as 

more attractive compared to the private sector because of the availability of fringe 

benefits like pension rights and free medical benefits. Besides, working conditions in 

public sector organizations are often considered more amenable to women’s needs 

relative to the private sector. These include better maternity leave benefits, shorter 

working hours, more job security and less stressful work. 80% of women having 

secure employment in Pakistan work in the public sector, while only 20% of women 

have secure jobs in the private sector (Hyder  and Reilly, 2005). Of course, due to 

preference for public sector jobs   there is “wait unemployment” and “job queues”, 

more so among women than men.   

 

 

This part of the dissertation presents demographic profile of respondents in the sample 

to establish the circumstances in which female public servants function. No 

independent survey to the researcher’s knowledge, furnishing such detailed 

information regarding the educated female public servants has been carried out by a 

single interviewer in three diverse public sector settings. Survey results are reported 

with minimum statistical manipulation. Derivation of the two main study variables 

gives a deeper insight into the perception and attitude of women having public sector 
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jobs. This insight both complements and supplements results of inferential analysis 

presented in Part VI of this thesis.  

 

There are two distinct sections in this part. Section V-1 describes and analyses 

professional and personal characteristics of survey respondents.  The extent to which 

similar patterns can be expected to exist in the target population is also discussed in 

this section. Item results and descriptive statistics of PWEI and WMCI are interpreted 

in Section V-2, along with analysis of cross tabulation.  

 

V-1. Professional and Personal Profile of Respondents 

 

The direct measurement of this study includes the demographic characteristics of 

respondents. For the purpose of clarity and consistency these characteristics are 

designated as professional and personal profiles of respondents and analyzed in 

subsection V-1-I and subsection V-1-II. 

 

V-1-I. Professional Profile  

Majority (79%) of the respondents were working at the middle levels (Grades 16 to 19) 

of the organizational hierarchy. There were fewer respondents (21%) representing the 

two lowest and highest hierarchical rungs in the sample (See Table 1-V). This pattern 

is similar to the gender distribution of federal government civil servants (See Table 

14-II). Bulletin of employees of Autonomous and Semi-autonomous organizations 

under the Federal Government (PPARC, 2006) also shows that female public servants 

tend to be concentrated in the middle tiers of these organizations and there are fewer 

women at the top and bottom. Depending on the posts in different organizations of the 

public sector, Grades 16-18 represent entry level positions for officers where in many 
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cases employment quotas for women are implemented successfully. At lower grades, 

female employment quotas for induction of support staff seem to be less effective. 

The distribution pattern of female employees also reveals that women find it difficult 

to progress in their careers which may be due to the systematic disadvantages 

imposed by a male oriented work environment in the organization as well as due to 

women’s inability to involve themselves whole heartedly in their jobs. 

     

The various posts associated with different grades, in the sampled organizations, are 

as under:   

  
Grade 9   : Divisional clerks, receptionists, computer operators and junior librarians. 

Grade 14 : Technical assistants, typists and assistant librarians.  

Grade 16 : Staff/in charge nurses, post graduate medical trainees, personal/senior    

                  secretarial assistants, research officers and librarians. 

Grade 17 : Matron/Head nurses, assistant dental surgeons, program managers, 

monitoring  

                  officers, junior economists, section officers and research associates. 

Grade 18 : Nursing superintendents, medical/scientific officers, pharmacists, dental            

                  surgeons, physiotherapists, program coordinators, assistant directors, 

assistant  

                  economic advisors, deputy secretaries and  lecturers.   

Grade 19 : Senior medical/scientific officers, Senior Registrars, Department Directors,  

                   joint secretaries and assistant professors. 

Grade 20  : Principal medical/scientific officers, chiefs of divisions, deputy directors,  

                   senior research economists and associate professors. 

Grade 21  : Professors and  Directors 
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As per rules, promotions in the civil services are usually seniority based, although 

some weightage is also given to relevant experience and qualifications. In universities 

and hospitals promotions beyond certain levels have been made contingent to 

achieving higher educational qualifications. For example PhD degree is a requirement 

for promotion from Grade 19 to Grade 20 and above in universities. Nurses in 

hospitals need to undertake a four years specialization course at teaching hospitals to 

move beyond Grade 17. In the sample, 53% women had not been promoted. Some of 

these women did not have the length of service to qualify for promotion, most of the 

contractual employees were not considered for promotion and a small number of 

respondents had not been promoted due to non-availability of higher posts. 28% 

respondents had received one promotion but only 19% respondents had gone beyond 

their first promotion (See Table  1-V). These statistics further verify the existence of 

barriers on professional progress of women.    

 

Among the women in the sample 30% were working contractually while 70% had 

permanent jobs. While permanent employees have more secure jobs and enjoy many 

facilities and perks, contractual workers on higher organizational levels tend to 

receive much higher salaries. This is confirmed by Bilquees (2006) who notes the 

widening gap in the remuneration of government employees, mostly having 

permanent status, versus workers in the public sector corporations, mostly working 

under some contract arrangement. Contractual employment in the public sector may 

have been on the rise since the deregulation and privatization drive of the 1980’s. 

There is a need to collect official statistics to document this trend and to conduct an 

inquiry into the impact of contractual employment on public servants’ performance.   
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27% of all respondents in the survey were availing transport facilities provided by 

their respective organizations including staff car and office bus or van. The rest of the 

respondents (73%) were not availing official transport facility. Within the latter group, 

some respondents (6%) were residing close enough to their place of work to simply 

walk to office (See Table 1-V), others preferred to use their personal vehicle as it 

saved time and was more convenient for them. Women who were using public 

transport to commute to and from office were facing severe difficulties due to 

shortage of cheap and reliable public transport with seating arrangement for ladies. 

Most respondents who were living far from their workplace and were making their 

own commuting arrangements felt that availability of official transport facility would 

greatly reduce their financial burden and mental stress. 

 

Although the survey was conducted only in those organizations where, as per official 

statistics, there were at least 20 women on the staff, 30% of the respondents had less 

than a quarter female colleagues as compared to male colleagues, at their workplace. 

On the other hand, exclusively female organizations and departments were avoided 

still 21% of respondents were working with three quarters or more female staff (See 

Table 1-V). This suggests that horizontal occupational segregation is the norm in 

public sector organizations of Pakistan.  

 

74% of respondents revealed that their father was or had been a public servant, while 

only 18% respondent had mothers who were affiliated with the public sector (See 

Table 1-V). Female labor force participation in urban areas of Pakistan is very low 

(LFS, 2008) and mothers of most respondents were house wives. It is probable, then, 

that for most female public servants; their mothers are not professional role models 
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for them. On the contrary it is quite likely that female public servants may be 

considering their fathers as professional role models. A little over half (53%) married 

respondents had spouses who were also public servants. Many respondents in this 

category were not being given house rent or government housing facility, if their 

husbands were already availing these perks. These respondents perceived this policy 

of the government as discriminatory. 

 

84% respondents belonged to families, in which their female relatives had jobs 

outside the home, while 16% respondents were the first females in their family to 

undertake paid employment (See Table 1-V). The decision to take up a job or not 

often rests with the male family members of women in Pakistan (Naqvi and Shahnaz, 

2002). In families where males are accustomed to their female relatives working 

outside the home, it is easier for young females to pursue professional careers. On the 

contrary, in some families it is considered unusual and even unacceptable for women 

to work outside the home. Women belonging to the latter category can be considered 

as trend-setters in their family by seeking employment. The present survey suggests 

that there may be very few trend-setting female public servants. Generally, highly 

educated female public servants belong to families where there is an existing trend of 

female members having a job. 

 

There was a wide disparity in personal incomes of respondents depending on the level 

of their job and their organizations. As only the educated class of employees was 

targeted, 23% were in the upper income category. At the lower end of the income 

distribution, 56% respondents were earning less than Rs. 35,000  a month (See Table 

1-V). 
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Most of the women interviewed had either never worked in the private sector or had 

worked there for only a short period of time. Average tenure of respondents in the 

public sector was approximately 12 years (See Table 2-V). These statistics suggest 

that women, who start their careers from public organizations or join this sector after 

a short stint in the private sector, would tend to continue working here probably 

because they develop preference for public sector jobs.   
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Table: 1-V   Professional Profile of Respondents: Basic Demographic 
Information                                   

Category Frequency % Category Frequency % 
1. BPS or equivalent 
grade  

 5. Public sector affiliation of 
parents and husband 

 

9 12 4.0 Mother not public servant 245 81.7 
14 23 7.7 Mother public servant** 55 18.3 
16 42 14.0 Total 300 100.0 
17 48 16.0    
18 85 28.3 Father not public servant 78 26.0 
19 61 20.3 Father public servant** 222 74.0 

20 26 8.7 Total 300 100.0 
21 3 1.0   

Total 300 100.0 Husband not public servant 88 46.9 
2. Number of 
promotions   

 Husband public servant** 100 53.1 

0 158 52.7 Total (Married) 188 100.0 
1 84 28.0 6.Family Trend of Female 

Members having Jobs 
  

2 39 13.0 No other female  relative works 
outside   the home 

47 15.7 

3 16 5.3 Some female relatives have jobs 
outside the home 

253 84.3 

4 3 1.0    
Total 300 100.0 Total 300 100.0 

3. Arrangements for 
commuting to and 
from office 

  7. Monthly Take Home Salary 
Inclusive of House Rent 

  

Staff car 31 10.3  10,000 or less 11 3.7 
Personal car 153 51.0  10,000 to > 25,000 85 28.3 
Office bus/van 51 17.0  25,000 to > 35,000 72 24.0 
Public transport 46 15.3  35,000 to > 50,000 64 21.3 
Walk 19 6.3  50,000 or greater 68 22.7 

Total 300 100.0 Total 300 100.0 
4. Ratio of female to 
male workers 

   

Less than quarter 91 30.3    
Almost quarter 55 18.3    
Less than half 42 14.0    
Almost half 47 15.7    
About three quarters 38 12.7    
More than three 
quarters 

27 9.0    

Total 300 100.0    
** Not necessarily working or having worked in the same organization as the respondent 
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 Table: 2-V   Professional Profile: Work Experience in Public and Private Sector 

 
 Observations Minimum Maximum Mean Std. 

Deviation
Years of 
experience in 
public sector 
 

 
300 

 
0.5 

 
34 

 
11.58 

 
8.93 

Years of 
experience in 
private sector 
 

 
300 

 
0 

 
13 

 
0.88 

 
2.00 

 
 
 
 
 
 

Table: 3- V   Professional Profile: Types and Frequency of Trainings  
 

  
 

Type Minimum
Number

Maximum
Number

Respondents 
having  
received no 
training 

Respondents 
having 
received one 
or more 
trainings 

 
 
   Total 

Foreign 
trainings 

0 55 69% 31% 100% 

Local 
trainings 

0 100 23% 77% 100% 

Gender 
specific 
trainings 

0 5 84% 16% 100% 
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Many female public servants (77%) in the sample had received some form of local 

training including conferences, seminars, workshops and academic courses related to 

their jobs. However, only 31% of the respondents had gone abroad to receive training. 

Only 16% had received training related to gender concerns and gender mainstreaming 

(See Table 3-V). There was a stark difference between maximum and minimum 

number of trainings received by different respondents. This is because there are some 

female public servants who try to avail every possible chance to participate in training 

opportunities. These individuals attend trainings frequently. On the other hand, a 

majority of female public servants refuse to participate in training workshops and 

conferences because they consider their schedules to be already very hectic and 

timing and venue of training to be inconvenient.   

 

V-1-II. Personal Profile 

 
Average age of respondents was 39 years. A third of the sample consisted of 

respondents of age 30 and below, and most of the respondents (50%) were within the 

ages of 31 and 50 (See Table 4-V). This shows that workers in all age brackets were 

well represented in the sample. Maximum age of a respondent was 63 years. Some 

individuals work contractually in the public sector even after retirement age, which is 

usually 60 years. 

 

 Half of the respondents in the sample had 16 years of education. 29% of respondents 

had an MPhil or higher degree (See Table 4-V). This shows that there is no dearth of 

very highly qualified women in the public sector. In fact there may even be a 

preference for public sector jobs among highly educated women. 
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The sample consisted of twice as many respondents who were or had been married 

than ones who had never been married (See Table 4-V). Considering that the sample 

selection procedure was not contrived on the basis of marital status, it is probable that 

the ratio of married and never married female public servants in the entire population 

would be similar to that of this sample. If such is indeed the case then policies to 

facilitate married women become all the more necessary for welfare of the female 

staff. 

 

Only 22% of the respondents were availing official accommodation, while 78% were 

not availing this facility. In the latter category, 33% were living in rented 

accommodation (See Table 4-V). Although most of these employees were receiving 

house rent over and above their basic salaries, many respondents complained that this 

payment fell short of the actual cost they were incurring for renting the house. Many 

of the women living in joint families in homes owned by their own family or their in-

laws were also seeking official accommodation in order to become more independent. 

 

 

Majority (63%) of respondents were living in small families with 5 or fewer 

household members. As the survey was conducted in Islamabad city, it suggests that 

the joint family system is giving way to nuclear families in urban areas of Pakistan 

among the educated working class. Another plausible explanation of these statistics is 

that educated working women tend to prefer small families. Only a small percentage 

(18%) of women had more than three children living with them (See Table 4-V). 
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Table: 4-V Personal Profile of Respondents: Basic Demographic Information  

Category Frequency % Category Frequency % 
1. Age   6. Number of respondent’s 

dependent children 
  

30 and below 97 32.3 0* 142 47.3 
31-40 77 25.7 1 43 14.3 
41-50 73 24.3 2 62 20.7 
51-60 52 17.3 3 45 15.0 
61 and above 1 0.3 4 7 2.3 

   5 1 0.3 

Total 300 99.9 Total 300 100.0
2. Qualifications   7.Number of household 

members 
  

BA or 14 yrs of Schooling 62 20.7 1( Lives alone) 1 0.3 
MA or 16 yrs of Schooling 154 51.3 2 16 5.3 
MPHIL or 18yrs of 
Schooling 

54 18.0 3 38 12.7 

PhD or 20 yrs of Schooling 30 10.0 4 67 22.3 
Total 300 100.0 5 68 22.7 

4.Marital Status 6 41 13.7 
Married 188 62.7 7 27 9.0 
Never married 101 33.7 8 13 4.3 
Widow/divorced/separated 11 3.7 9 12 4.0 

Total 300 100.0 10 or more 17 5.7 
5. Type of 
Accommodation 

  Total 300 100.0

Self-owned/husband-owned 50 16.7    
Family-owned/In-laws 
owned 

86 28.7    

Rented 98 32.7    
Accommodation in staff 
colony/staff hostel 

66 22.0    

Total 300 100.0    
 
 
 

 *This category is representative of unmarried women, married women without children and elderly 
married women whose children no longer live with them. 
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Table: 5-V Personal Profile: Parents’ Educational Level and Household Income 

 
Category Minimum Maximum Mean Std. Deviation

1. Parents’ Educational 
Level 
 

    

Mother’s years of schooling 0 20 9.50 5.18 
Father’s years of schooling 0 20 13.85 3.66 
 
2. Household Income 

    

Monthly household income 
from all sources 

13000 500000 99500.00 64260.90 

Per capita monthly 
household income 

2461.54 125000 22210.22 18156.42 

Ratio of respondent's 
personal income to her 
household income 

0.06 1.00 0.4114 0.1877 
 

 
 
 
 

Table: 6-V Personal Profile: Utilization of Personal Income  

 

 
 
Need 
Category 
 

                         Percentage of Personal Income Spent 

Less than 10% 
 

10% to less than 
25% 

25% to less than 
50% 

More than 50% 

 
Married 

 
Unmarried

 
Married 

 
Unmarried

 
Married 

 
Unmarried 

 
Married 

 
Unmarried 
 

 
Spent on own 
needs 
 

 
27 

 
8 

 
32 

 
10 

 
34 

 
45 

 
7 

 
38 

 
Spent on 
needs of 
other family 
members 
 

 
20 

 
59 

 
7 

 
9 

 
29 

 
25 

 
44 

 
8 

 
Saving 
 

 
46 

 
32 

 
17 

 
16 

 
23 

 
39 

 
14 

 
14 
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Some respondents had mothers having a PhD degrees (20 years of schooling) while 

some had illiterate mothers (0 years of schooling). On the average mothers of 

educated female public servants interviewed had studied till matriculation level (10 

years of schooling). Fathers of respondents were on the average educated till 

graduation level (14 years of schooling). In Pakistan, nearly half the population is 

illiterate and educational attainment is much lower among women as compared to 

men (PSLM, 2006). Therefore, it can be stated that educational attainment among 

parents of educated female public servants is high as compared to the rest of the 

society (See Table 5-V). 

Although this survey did not include individuals working at very low levels, still the 

variation between family incomes of respondents belonging to lower economic strata 

and those belonging to upper economic strata was staggering (See Table 5-V). This 

can be seen from the standard deviation of monthly household income and per capita 

household income. Some respondents were sole earners in their family so ratio of 

their income to family income was one. Others were earning as little as 6% of total 

family income. On average, the female public servants interviewed for the survey 

were earning 40% of their family income. This implies that in middle class families, 

women’s income is an important determinant of standard of living.   

There was also a marked difference in the spending patterns of married and unmarried 

respondents (See Table 6-V). While 38% of the unmarried women in the sample were 

spending more than half their personal incomes on their own needs (such as shopping 

fashionable items and in some cases financing their higher studies or future marriage 

expenses), only 8% married women spent more than half of their money on 

themselves. 44% of the married women were spending more than half of their salaries 

to meet the needs of their family members (such as the education and other expenses 
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of their children and household expenditure), where as 59% of the unmarried women 

were spending less than a tenth of their salaries on the needs of their family. 

Interestingly, there is a similarity in the saving figures of married and unmarried 

respondents although the reasons behind this outcome are vastly different. 46% of 

married and 32% of unmarried respondents were not making significant amounts of 

saving. This suggests that the salaries of most public servants have not increased at 

the same pace as inflation such that they have become ‘hand-to-mouth’. However, 

while most married women were unable to save, unmarried women in the sample 

were unwilling to save. This is reflected by the percentage of women saving more 

than half of their salaries which is 14% for both married as well as unmarried 

respondents. Considering that the former are obliged to spend on the needs of their 

family members, these women still save to secure a better future. Most unmarried 

women on the other hand, may be having more of a care-free attitude as far as saving 

money is concerned. 

Most respondents were found to be having very hectic work routines (See Table 7-V). 

According to the respondents themselves, they were spending an average of 7 hours 

per day doing official work, because the usual working hours of public servants 

having permanent jobs are 8 a.m. to 3 p.m. Some respondents working on contracts 

said that they were working as little as 4 hours, while others said they were putting in 

as much as 11 hours of duty. Through personal observation, the researcher came to 

know that in many of the public sector organizations in the sample, the official 

working hours were not being implemented strictly. Workers were observed to be 

arriving up to an hour late for work and leaving an hour before time. In some 

organizations, female workers were doing late sittings to complete extra work 

assigned to them without additional compensation. However in most of the 
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organizations in the public sector, additional payment was being made for overtime 

work. 

Commute time to and from workplace was as short as 5 minutes and as long as 3 

hours depending on the distance of respondent’s residence from her workplace and 

her mode of transportation. Respondents living in staff colonies or hostels located in 

close proximity to workplace saved a lot of travel time as compared to those who 

were living far from their workplace or using local transport to travel.  

On the average respondents were spending around 2 hours doing household chores 

like cooking, cleaning, washing, ironing, stitching and mending clothes, gardening, 

arranging things in house, managing domestic servants, grocery shopping,  etc. Few 

women, mostly unmarried or living in hostels did not perform any of these tasks 

themselves. Many of the married women were performing up to 5 hours of such 

chores on week days. 

Respondents were spending, on average, one and a half hours daily on child rearing 

and caring including feeding, cleaning, clothing, enabling sleep etc. for very young 

children. This category also includes routine time spent on dropping and picking up 

children from school, getting children’s homework done, taking them  for after-school 

tuitions, extra-curricular activities and entertainment, and spending quality time with 

adolescent  children to groom and guide them. Although most of the women who did 

not have children were not performing these tasks, some of these respondents were 

spending time looking after children in their household such as nieces, nephews or 

younger siblings. 

Some respondents had the responsibility of providing care to adult household 

members who were physically dependent. These women were spending up to 3 hours 

daily on dependent care. Many other respondents had elderly parents, relatives or 
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parents-in-law living with them who expected these women to spend quality time with 

them for emotional and psychological comfort. On average respondents were 

spending around half an hour daily performing this responsibility. 

Some of the respondents had taken up evening jobs in other organizations while 

others were free lancing after office hours to earn additional income. For example 

many of the senior doctors were doing private practice in the evenings and university 

teachers were taking evening courses in private colleges. A number of mostly young 

respondents were spending up to 4 hours of their after office time for undertaking 

studies to acquire higher degrees. A handful of respondents were spending time on a 

regular basis in the evening to stay in touch with recent developments in their fields. 

Majority of respondents were unable to do professional work after office hours simply 

because they were too busy fulfilling their household responsibilities.  

Time for personal care ( such as sleep, food intake, personal hygiene etc.) and 

leisure(including activities like exercising, reading or playing sports for pleasure, 

socializing at will, surfing internet for fun, watching television and movies etc.) was 

calculated by subtracting time spent on professional and household work from 24 

hours. Some respondents ( ones with young children, no domestic help, living far 

from their workplace, having to do too much office work or having critical 

examinations due shortly)   were spending as little as 6.75 hours a day on leisure and  

personal care activities. Others enjoyed up to 16.8 hours of personal time. On average 

respondents were availing 11.74 hours of personal time on week days.  

The results of this part of the survey digress from estimates of average leisure time 

available to women found in other researches. For example, following Fontana and 

Wood ( 2000), Siddiqui (2005) considers minimum time for personal care to be ten 

hours a day. She estimates that on average Pakistani women spend 2.84 hours a day 
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on leisure activities over and above the ten hours of personal care. Fisher and Layte 

(2002) find that on average women in European countries spend 9.84 hours a day on 

personal care and have 6.48 hours of free time, although people with children (less 

than 15 years of age) have less free time. One reason for the discrepancy in results of 

this survey and other researches could be the activities that are considered as 

professional and household work or leisure. For example, it is unclear whether time 

allocated to educating and grooming adolescent children and time spent with able 

bodied but psychologically dependent elders is considered as household work or not 

by other studies. In this study these activities were not included in personal time 

because: first, respondents considered these activities as obligatory and not optional 

and second, these activities are highly relevant in sustaining family bonds which in 

turn enable the society to function smoothly. Therefore, these activities are considered 

as unpaid work. Finally, the other researches mentioned above provide average 

estimates of personal time available to both working and non-working women, while 

this survey only considers the former group. Siddiqui (2005) finds that in Pakistan 

when women undertake paid work they stand to lose leisure time, much more so than 

men. Understandably, then, the average leisure time of working women is found to be 

much less than the rest of the society.  
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Table: 7-V Personal Profile: Daily Routine on Work Days 

 
 

Hours per work day  

 

Minimum Maximum Mean Std. Deviation

Spent on official duty 

 

4.00 11.00 6.7967 1.1683 

Spent on commuting to and 

from workplace 

0.10 3.00 0.9508 0.7212 

Spent on doing household 

chores 

0 5.00 2.0650 1.1369 

Spent on Child rearing and 

caring 

0 5.00 1.2450 1.4139 

Spent on caring for 

elderly/physically dependent 

0 3.00 0.5067 0.7876 

Spent on earning additional 

income and/or professional 

development after office hours 

0 4.00 0.6923 0.8481 

Time left for  sleep, food intake, 

personal hygiene and leisure 

6.75 16.80 11.7435 2.2176 
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V-2-I. Analysis of Descriptive Statistics   
    

The aggregate statistics in Tables 8-V show that women working in public sector 

organizations of Pakistan, in general, do not consider their work environment to be 

extremely hostile. The average score on PWEI is 51.90 which is above the scale mid 

point(45). On the whole, female employees felt that there was equality of opportunity 

for professional development between men and women. This is reflected by average 

score of 15.75 on EOPD which is much above the midpoint of this dimension (12). 

Yet, female personnel were not much satisfied with measures to accommodate their 

practical needs and concerns. Average score on FSPF of 12.73 is only slightly above 

the point of neutrality of this scale (12).On the bright side there is evidence of friendly 

inter-relationship between female employees and other members of the organization 

as average score on CIPR (23.38) is above its mid point (21). 

Aggregate descriptive statistics shown in Table 8-V also reveal that on the whole, the 

work attitude of female public servants is conducive for job performance in a manner 

which can enable their own career advancement as well as the welfare of the society. 

This can be inferred from the average score on WMCI (55.95) which is much above 

the scale mid-point (45). As the average score on IWM (19.05) surpasses the mid-

point of this sub-scale (15), this reflects that a majority of respondents possessed high 

levels of intrinsic work motivation. Similarly, the average score on WOL (21.35) 

turns out to be much higher than the mid point of the sub-scale (18), which shows that 

respondents were generally committed to their work and organizations. Finally, 

female public servants were found to possess high levels of public service motivation 

as represented by a high average score on PSM (15.55) which also happens to be 

above the PSM mid-point (12). 
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Table: 8-V  PWEI and WMCI : Aggregate Descriptive Statistics 

 

Indices Mean Standard   

Deviation 

Median Minimum  

Obtained 

Maximum 

Obtained 

1. PWEI 51.90 6.765 51.50 23 70 

EOPD 15.79 3.333 16 7 20 

FSPF 12.73 3.267 13 5 20 

CIPR 23.38 3.751 23 10 34 

 2. WMCI 55.95 6.07 56 37 73 

IWM 19.05 3.08 19 9 25 

WOC 21.35 2.98 22 11 29 

PSM 15.55 2.46 16 7 20 
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Aggregate statistics of indices give a broad picture of the perception and attitude of 

women having public sector jobs. To reveal finer points, item results of the two main 

study indices are being presented in Tables 9-V and 10-V. Although each item on the 

PWEI and WMCI was rated on a 5-point scale, for simplification the two categories 

measuring partial and strong disagreement (options 1 and 2) have been merged and 

presented as the group of respondents who disagreed with a particular item. Similarly, 

the two categories of responses measuring partial and strong agreement (options 4 and 

5) have been added together to form the group of respondents who agreed with a 

particular item. The category of unsure respondents presents results of option 3 

reflecting a respondent’s neutrality or lack of knowledge regarding a particular item. 

 

Condensed form segregate statistics in Table 9-V reveal that female public servants 

tended to be less satisfied with criteria for receiving recognition and rewards than they 

were with the selection, training and promotion procedures. A substantial percentage 

of female personnel (36%) felt that the performance of their male colleagues was 

appreciated more than similar performance by them. According to these women, male 

staff tended to ‘show-off’’ their good work while females, being usually more modest, 

wait to be appreciated after having performed well. In many cases the male strategy 

seemed to be more successful and female workers were often disappointed. 
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Table: 9-V  PWEI : Segregate Descriptive Statistics 

 
   

          Items of  PWEI   
  

% of 
respondents 
who 
disagreed 

% of 
respondents 
who were 
unsure 

% of 
respondents 
who 
agreed 

Item 1 Selection procedures are free from 
bias against women 

9 5 86 

Item 2 Female employees are given training 
opportunities* 

18 8 74 

Item 3 No gender discrimination in 
promotion 

19 10 71 

Item 4 Male and female employees are  
appreciated and rewarded equally for 
their efforts* 

36 7 57 

Item 5 Provisions to facilitate female staff are 
adequate 

51 8 41 

Item 6 Work and domestic responsibilities do 
not affect each other 

37 2 61 

Item 7 Effective remedial measures are put in 
place to solve problems of female staff

42 14 44 

Item 8 Never experienced sexual harassment 
at the workplace 

29 2 69 

Item 9 Male colleagues cooperate when help 
is needed with work 

8 9 83 

Item 10 Female colleagues encourage each 
others’ achievements* 

52 15 33 

Item 11 Recognition of worker's abilities is 
gender neutral 

45 6 49 

Item 12 Male bosses treat female subordinates 
fairly* 

29 12 61 

Item 13 Female bosses are sympathetic 
towards female subordinates* 

42 33 25 

Item 14 Female employees participate in 
informal group activities at the 
workplace* 

13 15 72 

Item 15 There are female role models in the 
organization 

46 3 51 

 
* Indicator was negatively worded in the research instrument. Before summation of items to obtain 
score on PWEI, this item was reverse coded. Wording has been changed in this table such that 
agreement with each item shown here reflects positive work perceptions. 
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Majority of women (51%) considered special facilities to accommodate personal and 

family needs of female employees to be dissatisfactory. Many women (37%) felt that, 

more often than not, their family life suffers because of their work. Quite a few (42%) 

women were dissatisfied with the measures put in place to address the problems they 

face at work. Quite a few women (29%) admitted to having experienced some form of 

workplace sexual harassment.   

 

Surprisingly, women were more comfortable in their professional relationships with 

male colleagues and bosses, than they were in their relationships with other females in 

the organization. Most women (52%) felt that females envy each others’ 

achievements more than they envy the achievements of their male colleagues. While 

only 29% females felt that their male bosses treated them unfairly, 42% of the female 

workers found their female bosses to be unsympathetic and harsh. A phenomenon 

called “Horizontal Hostility” may explain these findings. According to Stone (2007), 

Horizontal Hostility is a socio-psychological theory which posits that members of the 

same oppressed group (e.g. women) place obstacles and limitations on each others’ 

progress instead of collaborating with each other to fight differential forces that are 

oppressing them (e.g. patriarchal structures). The finding is in sharp contrast to the 

“Social Homophily” thesis which predicts that as individuals prefer to associate with 

members of their own demographic group (e.g. same gender) therefore having more 

women on the workforce improves work-related attitude of female employees 

(Appold et. al, 1998). 

 

Table 10-V shows survey results related to WMCI in condensed form. It can be seen 

that most respondents (62%) gave more importance to sense of accomplishment 
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instead of a lucrative salary package. Majority of female public servants(65%) 

considered professional growth comparatively more desirable than performance of the 

same tasks just to secure a regular income and 66% of survey respondents agreed that 

their motive to work outside the home was a desire to involve themselves in 

productive activities and they were not undertaking employment only to support 

themselves and their families. The two most important sources of intrinsic motivation 

are need for self actualization and psychological satisfaction from performing 

productive activities. A vast majority of female personnel (87%) agreed that confined 

to performing household chores only they would feel frustrated for having wasted 

their potential. Many women (83%) considered professional work to be 

psychologically rewarding even in the absence of special monetary rewards. 

 

While work commitment levels among respondents, on the whole, were found to be 

quite satisfactory, two points of concern regarding commitment become obvious from 

Table 10-V. First, 38% women admitted to compromising on their work due to their 

involvement in domestic chores. Second, 48% women believed that the quality of 

their work depended on the rewards they stand to receive. 
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Table: 10-V  WMCI : Segregate Descriptive Statistics 
 

  
          Items of  WMCI  

 

% of 
respondents 
who 
disagreed 

% of 
respondents 
who were 
unsure 

% of 
respondents 
who 
agreed 

Item 1 Working for sense of accomplishment 
and not just to earn a lucrative salary 

32 6 62 

Item 2 Having passion for professional growth 
and not just a regular income* 

17 18 65 

Item 3 Having desire to engage in productive 
activities  outside the home* 

33 1 66 

Item 4 Need for self-actualization by 
undertaking professional work  

11 2 87 

Item 5 Having intrinsic fulfillment from job 
performance not monetary rewards  

10 7 83 

Item 6 Avoidance of conflict between 
household chores and work 
responsibility* 

38 9 53 

Item 7 Having long range career plans despite 
social constraints * 

29 6 65 

Item 8 Feel pride in organization and  work  
 

10 6 84 

Item 9 Able to stay focused on work while in 
the office 

16 4 80 

Item 10 Being quality-conscious with respect to  
work regardless of rewards* 

48 4 48 

Item 11 Having desire to continue working in 
the organization to avoid disruptions in 
life 

20 6 74 

Item 12 Having capacity to help bring about 
positive social change. 

8 5 87 

Item 13 Feel more honor in being a public 
servant than working on high post in 
the public sector 

20 19 61 

Item 14 Having ability to confront higher 
authorities if collective interest is 
threatened 

17 9 74 

Item 15 Having sense of satisfaction in being 
part of the public sector, no intention to 
join private sector * 

16 11 73 

* Item was negatively worded in the research instrument. Before summation of items to obtain score on 

WMCI, this item was reverse coded. Wording has been changed in this table such that agreement with 

each item shown here reflects positive work attitude. 
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The question arises, why would women, who state that their primary motive for 

undertaking employment is intrinsic fulfillment and not access to monetary benefits, 

believe that quality of their work is linked to extrinsic rewards? Several plausible 

explanations can be advanced to answer this question. First, quality consciousness in 

public sector setting is not perceived as being the outcome of intrinsic work 

motivation but rather it is understood as under-utilized capacity of workers to take on 

challenging tasks. As extrinsic rewards such as higher pay are often associated with 

performance of tasks at higher positions in the organizational hierarchy, women who 

state that the quality of their work will improve if they are given more rewards maybe 

actually referring to their ability to perform well on higher level posts. Second, it has 

been argued that sometimes intrinsic motivation to work may not reinforce 

organizational commitment (Reinhold, 2009).Thus, while most intrinsically motivated 

individuals are also committed to their work and organizations, anomalies in this 

relationship are expected. Third, quality of public services is not a well comprehended 

concept in Pakistan as most of the time public servants are expected only to follow 

rules and procedures and carry out orders of superiors. Therefore low levels of quality 

consciousness may actually be a sign of dull and uninspiring jobs in the public sector.     

 

As regards the first point of concern about the difficulty faced by women in being 

equally committed to their  family and work responsibilities , social pressures impinge 

on women’s ability to carry out their official duties in keeping with their potential. It 

is up to the organizations to accommodate the special social needs of women so that 

they can contribute fully towards attainment of organizational goals. Such measures 

would be fruitful considering that affective commitment levels among female public 
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servants are already quite high as can be interpreted from the result showing 84% of 

respondents having sense of pride in their work and organizations. 

 

 

An encouraging finding is that the level of public service motivation among the 

female employees is satisfactory. Most respondents (87%) felt they were able to make 

significant positive contributions to welfare of fellow citizens. It was stated by 74% of 

respondents that they defended collective interests and 73% respondents were 

satisfied working in the public sector. The only gray area in public service motivation 

is the prestige of government jobs as compared to high level jobs in the private sector. 

Quite a few respondents (19%) were undecided regarding this item. This probably 

reflects the erosion in the status of public services in Pakistan over the years which 

has also been observed by Haque (1998), Shafqat(1999) and Cheema and  Asad 

(2006). 
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V-2-II.  Analysis of Cross Tabulation 

 
A cross tabulation is a joint frequency distribution of cases based on two or more 

categorical variables. The joint frequency distribution can be analyzed with the chi-

square statistic (χ2) to determine whether the variables are statistically independent or 

if they are associated46. Cross tabulation was performed on each item of PWEI and 

WMCI against  age and marital status. An ordinal scale, consisting of three ranges,  

was developed for age of the respondents. Three groups were created, junior, senior 

and senior most, successively  representing  the three ranges,  24-30 years, 31-45 

years and above 45 years. The marital status on the other hand was operationalized 

with the help of a binary scale incorporating certain qualifications: Unmarried 

represented the respondents who had always remained single; married identified   the 

rest representing   the institution of matrimony under  any status,  married, divorced, 

widowed and separated.  

Significant association exists between age of personnel and PWEI items related to 

female workers’ interpersonal relationships and recognition given to abilities of 
                                                 
46 The formula for chi-square is: 
         Σ (E – O) 
χ2 = ------------------ 
             E 
Where: χ2 is chi-square; E is expected frequency; O is observed frequency 
To calculate the expected frequency the general formula is: 
                 Ti ×Tj 
Ei j = ---------------- 
                N 
Where:  Eij is the expected frequency for the cell in the ith row and the jth column;  Ti is the total 
number of counts in the ith row; Tj is the total number of counts in the jth column; N is the total 
number of counts in the table. 
For observed frequency , the degrees of freedom are equal to (r-1)(c-1), where r is the number of rows 
and c is the number of columns. 
The null hypothesis is that the categories are independent. The alternative hypothesis is that the 
categories are dependent (i.e., a relationship or dependency exists). To test the null hypothesis, the p-
value or probability of obtaining a statistic at least as extreme as the calculated statistic from the sample 
is found, which is based on χ2 distribution. If this p-value is less than 0.1, the null hypothesis is 
rejected. 
The assumptions for chi-square are that random sampling is not required, provided the sample is not 
biased;  observations are independent; mutually exclusive row and column variable  categories; no 
expected frequency should be less than 1 and no more than 20% of the expected frequencies should be 
less than 5. 
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female workers (See Table 11-5). Younger women seem to have congenial 

relationship with female colleagues. Senior women feel more distrust against their 

female co-workers. While senior most personnel are unsure about the nature of 

dealings among female personnel. Other than that, the more senior the women, the 

more they feel that their abilities are not recognized by the organization.  

 

 

WMCI Items related to women’s career plans, ability to focus on work and preference 

to stay in the public sector, are all significantly associated with age of personnel (See 

Table 12-5). Senior and most senior staff members feel that they have proved by their 

personal example that it is possible for women to overcome social constraints and 

have long range careers. Junior members still need to prove themselves so they are 

less sure that they would be able to have steady careers. Cross tabulation also suggests 

that as women grow older they learn by doing and they are better able to focus on 

their work alongside their domestic duties. Younger personnel, having less experience 

find it relatively more difficult to deal with the pressure of work at home and in the 

office. Finally, since the older women have invested their efforts and time working in 

the public sector, they do not want to jeopardize the benefits they stand to derive at 

the end of their careers by shifting to the private sector. Junior personnel on the other 

hand, feel the erosion in status of public sector and may consider leaving it for the 

more lucrative private sector jobs.  

 

There is a significant association between marital status and PWEI items related to 

facilities for female staff, remedial measures to solve problems of female staff and 

experiencing sexual harassment (See Table 13-5). Overwhelmingly, married women 
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are dissatisfied with measures to accommodate their practical needs. Unmarried 

women on the other hand do not feel so perturbed about lack of such facilities. 

Unmarried women appear much more confident than their married colleagues that 

problems of female staff would be remedied. Finally, response to item regarding 

sexual harassment is associated with marital status at 10% level, but χ2 assumption 

that no expected frequency should be less than one is violated. Therefore, result is not 

robust. Nevertheless, it can be said that marriage does not guarantee that a woman 

would not experience harassment at her workplace.   

 

Significant association has also been observed  between marital status and WMCI 

items related to desire for work outside the home, avoidance of work-life conflict, and 

having long range career plans (See Table 14-5). Most unmarried women, usually 

having few domestic responsibilities, appear to be working outside the home by 

personal choice as well as desire. On the other hand married personnel appear to have 

a great load of responsibilities within the household. Hence the inference that their 

choice is mainly driven by need rather than the desire.  Moreover, married women 

find it more difficult to avoid work-family  conflict as compared to unmarried women. 

Finally, unmarried women are less confident of their potential to pursue long term 

careers because most of them are unsure whether or not their future husbands would 

allow them to work. Married women on the other hand, having overcome this issue, 

are mostly sure of a rewarding career. 
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Table: 11-V  PWEI and Age Category: Cross Tabulation 

 
 

PWEI 
Items 

 

In Disagreement 
 

Unsure In Agreement 

Junior Senior Senior 
Most 

Junior Senior Senior 
Most 

Junior Senior Senior 
Most 

Item 1 09 
(32) 

08 
(29) 

11 
(39) 

3 
(20) 

7 
(46) 

5 
(34) 

85 
(33) 

92 
(36) 

80 
(31) 

Item 2 14 
(26) 

20 
(36) 

21 
(38) 

07 
(29) 

10 
(42) 

07 
(29) 

76 
(34) 

77 
(35) 

68 
(31) 

Item 3 16 
(29) 

18 
(32) 

22 
(39) 

15 
(50) 

07 
(23) 

08 
(27) 

66 
(31) 

82 
(38) 

66 
(31) 

Item 4 27 
(25) 

40 
(36) 

43 
(39) 

07 
(35) 

07 
(35) 

06 
(30) 

63 
(37) 

60 
(35) 

47 
(28) 

Item 5 49 
(32) 

51 
(33) 

54 
(35) 

12 
(48) 

07 
(28) 

06 
(24) 

36 
(30) 

49 
(41) 

36 
(29) 

Item 6 38 
(35) 

41 
(37) 

31 
(28) 

03 
(50) 

_ 
(-) 

03 
(50) 

56 
(30) 

66 
(36) 

62 
(34) 

Item 7 35 
(28) 

41 
(32) 

51 
(40) 

14 
(33) 

16 
(38) 

12 
(29) 

48 
(37) 

50 
(38) 

33 
(25) 

Item 8 35 
(40) 

30 
(34) 

22 
(26) 

01 
(16) 

03 
(50) 

02 
(34) 

61 
(29) 

74 
(36) 

72 
(35) 

Item 9 07 
(30) 

06 
(26) 

10 
(44) 

07 
(25) 

09 
(32) 

12 
(43) 

83 
(33) 

92 
(37) 

74 
(30) 

Item 
10* 

45 
(29) 

64 
(41) 

49 
(31) 

11 
(25) 

15 
(34) 

18 
(41) 

41 
(41) 

28 
(29) 

29 
(30) 

Item 
11* 

35 
(26) 

48 
(36) 

52 
(38) 

04 
(24) 

08 
(47) 

05 
(29) 

58 
(39) 

51 
(35) 

39 
(26) 

Item 
12 

24 
(30) 

30 
(37) 

27 
(33) 

08 
(23) 

12 
(34) 

15 
(43) 

65 
(35) 

65 
(35) 

54 
(30) 

Item 
13 

43 
(34) 

50 
(40) 

33 
(26) 

35 
(35) 

33 
(33) 

31 
(32) 

19 
(25) 

24 
(32) 

32 
(43) 

Item 
14 

15 
(39) 

14 
(36) 

10 
(25) 

18 
(40) 

14 
(31) 

13 
(29) 

64 
(30) 

79 
(37) 

73 
(33) 

Item 
15 

48 
(35) 

45 
(33) 

45 
(32) 

03 
(38) 

02 
(25) 

03 
(37) 

46 
(30) 

60 
(39) 

48 
(31) 

 
* χ2 Significant at 10% Confidence Level.  Percentages in parenthesis. 
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Table: 12-V  WMCI and Age Category: Cross Tabulation 

 
 
WMCI 
Items 
 

In Disagreement Unsure 
 

In Agreement 

Junior Senior Senior 
Most 

Junior Senior Senior 
Most 

Junior Senior Senior 
Most 

Item 1 28 
(29) 

30 
(31) 

39 
(40) 

08 
(45) 

06 
(33) 

04 
(22) 

61 
(33) 

71 
(38) 

    53 
(29) 

Item 2 15 
(30) 

14 
(28) 

21 
(42) 

12 
(22) 

23 
(42) 

20 
(36) 

70 
(36) 

70 
(36) 

55 
(28) 

Item 3 23 
(23) 

37 
(38) 

38 
(39) 

01 
(33) 

02 
(67) 

- 
(-) 

73 
(37) 

68 
(34) 

58 
(29) 

Item 4 10 
(31) 

11 
(34) 

11 
(35) 

- 
(-) 

02 
(40) 

03 
(60) 

87 
(33) 

94 
(36) 

82 
(31) 

Item 5 14 
(47) 

05 
(17) 

11 
(36) 

06 
(29) 

09 
(43) 

06 
(28) 

77 
(31) 

93 
(37) 

79 
(32) 

Item 6 33 
(29) 

46 
(40) 

36 
(31) 

09 
(36) 

06 
(24) 

10 
(40) 

55 
(34) 

55 
(35) 

50 
(31) 

Item 
7*** 

39 
(45) 

37 
(43) 

10 
(12) 

07 
(37) 

07 
(37) 

05 
(26) 

51 
(26) 

63 
(32) 

81 
(42) 

Item 8 14 
(48) 

10 
(35) 

05 
(17) 

05 
(26) 

07 
(37) 

07 
(37) 

78 
(31) 

90 
(36) 

84 
(33) 

Item 
9*** 

21 
(43) 

21 
(43) 

07 
(14) 

06 
(50) 

05 
(42) 

01 
(08) 

70 
(29) 

81 
(34) 

88 
(37) 

Item 
10 

52 
(36) 

52 
(36) 

41 
(28) 

02 
(17) 

05 
(42) 

05 
(41) 

43 
(30) 

50 
(35) 

50 
(35) 

Item 
11 

22 
(37) 

20 
(33) 

18 
(30) 

06 
(32) 

07 
(37) 

06 
(31) 

69 
(31) 

80 
(36) 

72 
(33) 

Item 
12 

12 
(48) 

07 
(28) 

06 
(24) 

05 
(33) 

05 
(33) 

05 
(34) 

80 
(31) 

95 
(36) 

85 
(33) 

Item 
13 

17 
(29) 

20 
(34) 

22 
(37) 

20 
(35) 

22 
(39) 

15 
(26) 

60 
(33) 

65 
(35) 

59 
(32) 

Item 
14 

23 
(44) 

14 
(27) 

15 
(29) 

09 
(36) 

09 
(36) 

07 
(28) 

65 
(29) 

84 
(38) 

74 
(33) 

Item 
15*** 

26 
(53) 

18 
(37) 

05 
(10) 

09 
(27) 

12 
(36) 

12 
(37) 

62 
(29) 

77 
(35) 

79 
(36) 

*** χ2 Significant at 1% Confidence Level   
Percentages in parenthesis 
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Table: 13-V  PWEI and Marital Status: Cross Tabulation 

 
 

PWEI  
items 

 

In Disagreement 
 

Unsure In Agreement 

Unmarried Married Unmarried Married Unmarried Married 

Item 1 11 
(39) 

17 
(61) 

03 
(20) 

12 
(80) 

87 
(34) 

170 
(66) 

Item 2 12 
(22) 

43 
(78) 

09 
(38) 

15 
(62) 

80 
(36) 

141 
(64) 

Item 3 18 
(32) 

38 
(68) 

14 
(47) 

16 
(53) 

69 
(32) 

145 
(68) 

Item 4 29 
(26) 

81 
(74) 

07 
(35) 

13 
(65) 

65 
(38) 

105 
(62) 

Item 
5*** 

42 
(27) 

112 
(73) 

06 
(24) 

19 
(76) 

53 
(44) 

68 
(56) 

Item 6 31 
(28) 

79 
(72) 

03 
(50) 

03 
(50) 

67 
(36) 

117 
(64) 

Item 7* 34 
(27) 

93 
(73) 

16 
(38) 

26 
(62) 

51 
(39) 

80 
(61) 

Item 8* 35 
(40) 

52 
(60) 

- 
(-) 

06 
(100) 

66 
(32) 

141 
(68) 

Item 9 09 
(39) 

14 
(61) 

09 
(32) 

19 
(68) 

83 
(33) 

166 
(67) 

Item 10 56 
(35) 

102 
(65) 

12 
(27) 

32 
(73) 

33 
(34) 

65 
(66) 

Item 11 42 
(31) 

93 
(69) 

07 
(41) 

10 
(59) 

52 
(35) 

96 
(65) 

Item 12 23 
(28) 

58 
(72) 

13 
(37) 

22 
(63) 

65 
(35) 

119 
(65) 

Item 13 43 
(34) 

83 
(66) 

32 
(32) 

67 
(68) 

26 
(35) 

49 
(65) 

Item 14 13 
(33) 

26 
(67) 

13 
(29) 

32 
(71) 

75 
(35) 

141 
(65) 

Item 15 53 
(38) 

85 
(62) 

02 
(25) 

06 
(75) 

46 
(30) 

108 
(70) 

* χ2 Significant at 10% Confidence Level *** χ2 Significant at 1% Confidence Level   
Percentages in parenthesis.  
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Table: 14-V  IWMC and Marital Status: Cross Tabulation 

 
 

IWMC  
items 

 

In Disagreement 
 

Unsure In Agreement 

Unmarried Married Unmarried Married Unmarried Married 

Item 1 31 
(32) 

66 
(68) 

05 
(28) 

13 
(72) 

65 
(35) 

120 
(65) 

Item 2 15 
(30) 

35 
(70) 

15 
(27) 

40 
(73) 

71 
(36) 

124 
(64) 

Item 3** 22 
(22) 

76 
(78) 

01 
(33) 

02 
(67) 

78 
(39) 

121 
(61) 

Item 4 11 
(34) 

21 
(66) 

01 
(20) 

04 
(80) 

89 
(34) 

174 
(66) 

Item 5 12 
(40) 

18 
(60) 

06 
(29) 

15 
(71) 

83 
(33) 

166 
(67) 

Item 6** 27 
(24) 

88 
(76) 

09 
(36) 

16 
(64) 

65 
(41) 

95 
(59) 

Item 7* 37 
(43) 

49 
(57) 

05 
(26) 

14 
(74) 

59 
(30) 

136 
(70) 

Item 8 13 
(45) 

16 
(55) 

06 
(32) 

13 
(68) 

83 
(33) 

170 
(67) 

Item 9 21 
(43) 

28 
(57) 

03 
(25) 

09 
(75) 

77 
(32) 

162 
(68) 

Item 10 45 
(31) 

100 
(69) 

01 
(08) 

11 
(92) 

55 
(39) 

88 
(61) 

Item 11 24 
(40) 

36 
(60) 

04 
(21) 

15 
(79) 

73 
(33) 

148 
(67) 

Item 12 11 
(44) 

14 
(56) 

05 
(33) 

10 
(67) 

85 
(33) 

175 
(67) 

Item 13 16 
(27) 

43 
(73) 

20 
(35) 

37 
(65) 

65 
(35) 

119 
(65) 

Item 14 20 
(39) 

32 
(61) 

08 
(32) 

17 
(68) 

73 
(33) 

150 
(67) 

Item 15 21 
(43) 

28 
(57) 

10 
(30) 

23 
(70) 

70 
(32) 

148 
(68) 

* χ2 Significant at 10% Confidence Level ** χ2 Significant at 5% Confidence Level   
Percentages in parenthesis.  
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VI. Inferential Analysis Using ANOVA and Multiple Regression  
 

In this part of the thesis ANOVA technique is used to test mean difference in 

perceptions of the work environment and work motivation among different categories 

of respondents. The advantage of performing ANOVA is that the differences in 

average scores on the sub-dimensions of a scale for different categories of workers 

become clear. The limitation of ANOVA analysis is that relative influence of different 

nominal and ratio scale independent variables on the dependent variable cannot be 

examined at the same time. Moreover, using this technique, it is not possible to 

statistically control the effect of independent variables which have an inflence on the 

dependent variable but are not of direct relevance in the research context.  In order to 

overcome these limitations, the Analysis of Co-variance (ANCOVA) technique can 

be used.  The simplest means of application of ANCOVA technique is through a 

Multiple Regression model which includes both nominal and ratio scale explanatory 

variables. Therefore, Multiple Regression model is applied to determine the important 

correlates of main study variables.47 Taken together the main study variables and their 

correlates are used to explore the organizational as well as behavioral conditions for 

gender mainstreaming to take root. 

 

This part is divided into five sections. A general description of ANOVA and Multiple 

Regression models is presented in Section VI-1. The use of these techniques in the 

present research is also justified in this section. In Section VI-2 ANOVA is used to 

test mean difference in PWEI and its sub-dimensions. Subsequently, ANOVA is 

                                                 
47 Microsoft Excel was used for data entry in this research. After coding and cleaning, data was pasted 
into SPSS 17.0 to perform Multiple Regression and other statistical procedures. However, White 
Heteroscedasticity Test for regression analysis was not available in SPSS, so E-Views 3.1 was used to 
perform this test. This also helped in reconfirmation of regression results generated by SPSS by 
comparing them with results of E-Views. No difference in results was detected. 
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applied to examine differences in WMCI and its sub-dimensions in Section VI-3. 

Regression 1, in which PWEI is the response variable, is described and interpreted in 

Section VI-4. Finally, Section VI-5 deals with description and interpretation of 

Regression 2, in which WMCI is the response variable. 

 

VI-1. Description of ANOVA and Multiple Regression Model  

 

The one way ANOVA technique involves bi-variate analysis with one dependent 

variable and a single independent variable with two or more categories. Variance in 

the dependent variable is split into two components. One component is the variability 

among group means. It is computed by summing squares of the differences between 

every group mean and the overall mean of the distribution. This value is divided by 

the degrees of freedom k-1 where k is number of groups to obtain Mean Sum of 

Squares between groups (MSB). The other component is the variability within the 

groups (also called residual variation). It is quantified as the sum of squares of the 

differences between each observation and its respective group mean. This value is 

divided by degrees of freedom n-k where n is total number of observations and k is 

number of groups, to find Mean Sum of Squares within groups (MSW). The ratio of 

the MSB and MSW is called the F ratio. The calculated F ratio value is compared to 

the standardized table value of  F from the F-distribution. If the calculated F-ratio 

value is greater than the table value at an acceptable level of significance, we will 

reject the null hypothesis of equality of means and conclude that the means of the 

groups are significantly different. In other words, large F ratios signify that the 

variation among group means is more than it would be if this variation was simply an 

outcome of chance.  An important assumption in ANOVA is the equality of variance 
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between the groups. Levene’s test can be applied to test the homogeneity of variances. 

One way to compute Levene test statistic is to calculate the absolute difference 

between each observation and the group mean and then perform an ANOVA on those 

differences. If Levene statistic turns out to be insignificant, it shows homogeneity of 

variance. 

Multiple Regression is used to perform multivariate analysis. 48  This technique 

assumes that the relationship between the stochastic regressand or dependent variable 

(Y) and non-stochastic independent variables or regressors (X2, , Xp)  is 

approximately linear. The error term () signifies the noise in the linear relationship 

between the dependent variable and regressors. The model takes the form  

 

 

Where i = 1,2,…, n 

Often these n equations are put together and written in matrix notation as: 

      

Y is n  1 column vector of observations for dependent variable 

X is n  p matrix that represents the n observations on p – 1 independent variables X2, 

, Xp, with the first column of 1’s being the intercept term.  

 is p  1 column vector of unknown parameters, 1, 2, , p, where 1, is the 

intercept term and 2, , p, are partial regression coefficients. 

 is n  1 column vector of errors  

 

                                                 
48 Multiple Regression  is another name for Linear Regression with more than one explanatory 
variables. 

ipipiii XXXY   33221
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The Ordinary Least Square (OLS) method of estimating parameters minimizes the 

sum of squared residuals also called error sum-of-squares (SSE) : 49 

 

 

Differentiating with respect to the unknowns b gives p simultaneous equations in p 

unknowns. These are also known as the Normal Equations. Matrix form of the 

Normal Equations is as follows: 

 

 

Pre-multiply by the inverse of XX 

 

 

Therefore 

 

 

Using this formula, OLS estimators of parameters may be obtained which are the Best 

Linear Unbiased Estimators (BLUE) provided that the error term has zero mean and 

equal variance (no heteroscedasticity); there is zero covariance between successive 

values of the error term (no autocorrelation); there is zero covariance between errors 

and independent variables, and no perfect linear relationships between independent 

variables exists (no multicollinearity). 

The OLS method can be applied even if some of the independent variables are 

nominal or qualitative. In order to incorporate such variables into the regression each 

category is assigned 0 or 1 value indicating presence or absence of an attribute. Coded 

in this way nominal variables in regression analysis are called dummy variables. If a 

nominal variable has ‘m’ categories, ‘m-1’ dummy variables are introduced to avoid 

                                                 
49 Residuals are obtained by subtracting predicted values of dependent variable from its observed 
values. 

   XbYXbYeeSSE 

  YXbXX 

      YXXXbXXXX   11

  YXXXb  1
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multicollinearity. The omitted category is the benchmark and regression coefficients 

of dummy variables express how much difference there is in expected value of 

dependent variable between each category and the benchmark.  

The coefficients of ratio scale or quantitative independent variables in multiple 

regression analysis are the partial slope coefficients, measuring the change in the 

expected value of dependent variable per unit change in an independent variable, 

holding the value of all other independent variables included in the regression 

equation constant.  

 

The dependent variable in Multiple Regression should ideally be ratio scale, but 

interval scale variables are generally also considered acceptable.50 If the dependent 

variable is strictly ordinal, it would be inappropriate to model its relationship with 

regressors using Multiple Regression technique.  Aggregate scores on study 

instruments having more than four Likert-scale items, in which each item has five or 

more categories, are interval scale variables. As these variables have properties which 

are similar to those of ratio scale variables, they are often used as the dependent 

variable in multiple regression analysis. Nevertheless, Carifio and Perla (2007) 

caution against use of regression coefficients to make precise predictions when the 

dependent variable is interval scale. They hold that when response variable is not ratio 

scale, specific predictions made on the basis of regression coefficients of explanatory 

variables may be pointless. Only a comparison between relative significance of 

explanatory variables is meaningful. 

 

                                                 
50 Ordinal data shows ranking but magnitude of differences between ranks is not known. Interval data 
on the other hand is ordered and difference between any two points remains constant. However, even 
Interval data has no natural zero or origin point. Only ratio data has this property (See Sekaran, 2000). 
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When the purpose is to compare the relative significance of different independent 

variables, Multiple Regression may be performed on standardized variables. These are 

computed by taking deviation from the mean and dividing by standard deviation. 

Regression coefficients obtained in this way are called ‘Standardized Coefficients’ 

and express the standard deviation change, on average, in dependent variable per one 

standard deviation change in the independent variable. 

 

A variation of standard multiple regression is the hierarchical regression procedure. 

Instead of entering all variables at the same time hierarchical regression involves 

entering variables into the regression in a sequence of blocks or group containing one 

or more variables. Hierarchical regression commonly specifies two blocks of 

variables: a set of control variables entered in the first block and a set of predictor 

variables entered in the second block. Control variables make a difference in scores 

on dependent variable but are not of direct interest in a certain research context. 

Predictor variables are of special interest in a research context, but their effect needs 

to be separated out from control variables. Change in ‘goodness of fit’ between the 

model containing only control variables and model containing both control and 

predictor variables shows if predictor variables on the whole, have a significant 

impact on the response variable.  

 

As two linear equations are being estimated in this research and response variable of 

each equation is explanatory variable in the other (See eq. 1 and eq. 2), endogeneity or 

simultaneity problem can be expected to occur. In the presence of this problem OLS 

estimates are biased and inconsistent because the condition that explanatory variables 
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be distributed independently of the disturbance term is violated. Therefore, before 

application of OLS method, it was ascertained that simultaneity was not an issue.   

 

 Following Davidson and MacKinnon (1993), Durbin–Wu–Hausman (DWH) test for 

endogeneity was applied as follows: 

First the following reduced-form equation was estimated: 

 

         PWEI = 11 + γ1Ag + γ2Ed + γ 3MS + γ 4ES + γ 5FB + γ 6TE + γ7SE + γ 8Tr + 

                        γ 9Pr + γ 10FM + γ 11 Le + µ11 

 (eq. 11) 

Residuals were obtained from eq. 11 to perform the following augmented regression: 

 

          WMCI = 12 + λ1 EC + λ 2 TE + λ 3 PWEI + λ 4 Ag + λ 5 Ed + λ 6 MS + λ 7 ES 

+             

                          λ 8 FB + λ 9 Le + λ10 Res11 +  µ12 

(eq. 12) 

 

Similarly, the other reduced-form equation was estimated: 

 

         WMCI = 13 + η1Ag + η2Ed + η 3MS + η 4ES + η 5FB + η 6EC + η 7TE + η 8Tr 

+ 

                         η 9Pr + η 10FM + η 11 Le + µ13 

(eq. 13) 

 

Residuals were obtained from eq. 13 to perform the following augmented regression: 

 

         PWEI = 14+ θ1Ag + θ 2Ed + θ 3MS + θ 4ES + θ 5FB + θ 6WMCI + θ 7EC +   

                          θ 8TE + θ 9Tr + θ 10Pr + θ 11FM + θ12 Res13 +  µ14 

(eq. 14) 
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λ10  and θ12 were both found to be insignificant ( p-value of t scores > 0.15) which 

shows that there is no endogeneity problem in the model. The above procedure clearly 

proves that Multiple Regression using OLS method separately for each of the 

specific-form equations (i.e. eq. 1 and eq. 2) in the model is an appropriate technique 

for this research. 

 

VI-2.  Testing Mean Difference in PWEI and its Sub-indices Using One Way 
ANOVA  

 

It can be seen from Table 1-IV that Mean and Median estimates for PWEI and its sub 

indices are quite similar. This confirms that when a number of Likert items are 

summated, the resulting index generates interval data with properties which are 

similar to that of ratio scale data.   

Carifio and Perla (2007) argue that F-tests in ANOVA and Multiple Regression give 

accurate result on Likert scale data provided the following are true: 

 There are four to eight items in the scale;  

 The scale uses 5 to 7 point likert response format; 

  There is homogeneity of variances.  

 

PWEI and its subscales, fulfill the first two conditions for meaningful application of 

ANOVA and Multiple Regression procedures. The third condition is examined 

separately for each category of ANOVA analysis in this section before trying to 

establish trends in the population.  

 

Results presented in Table 1-VI show that there are significant differences across 

sectors on PWEI and the sub-indices (F-ratios are significant at p<0.01). Comparison 
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of means is meaningful as there is homogeneity of variances which can be seen from 

insignificant Levene statistics. Results reveal that female employees in hospitals are 

least satisfied with the work conditions while those working in universities consider 

their conditions quite amenable. Most importantly, respondents from hospitals report 

that their practical needs are ignored (Average score on FSPF for the group is 11.23. 

This is lower than the scale mid point which is 12). Women in administrative units 

may not feel as comfortable at their workplace as university employees but still fare 

better than hospital staff. Results are in line with previous research For example, 

Nasir (2005) finds that there is higher probability of finding married women in 

education sector of Pakistan. Or in other words there is higher job continuity among 

women in teaching profession as it offers flexibility of place and hours. According to 

this research, medical profession due to its care-giving nature, does not conflict with 

socially prescribed role for women. However, there is no convenience factor 

associated with this profession. Women holding administrative posts, according to 

Nasir (2005), are more educated but earn less than male counterparts which explains 

why they are not completely satisfied with their work situation. 

 

The existence of significant difference in perceptions of employees working on 

contract and those working permanently are highlighted in Table 2-VI (F-ratios are 

significant at p<0.05). Again comparison can be made confidently as there is no 

heterogeneity of variance. Contractual employees express more satisfaction with their 

work conditions than those working on permanent posts. There can be two opposing 

explanations for this finding. First, contractual workers having less security of job 

than permanent workers, feel hesitant in expressing any negative views against the 

management for fear of having to suffer negative consequences. Second, in 
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autonomous public sector institutions where most employees work on contract, the 

work environment although more competitive, is open and fair for all employees 

including women. In both possibilities, the common message is that spirit of 

competition among employees when introduced judiciously in public sector 

organizations, can be a positive tool for effective management. This result is in 

keeping with observations of Joshi (2000) and Amjad (2005). Joshi (2000) notes that 

there have been many negative social consequences of  privatization in South Asia, 

such as worker retrenchment, stagnation of formal employment and ‘casualization’ of 

labor. He suggests that a socially optimal and cost effective alternative to privatization 

is restructuring of public enterprises, by contracting services of professional managers 

or offering performance contracts to existing public sector mangers for making the 

enterprises profitable without divesting the equity. Joshi (2000) holds that such 

arrangements would work very well if not derailed by political interference. 

According to Amjad (2005), Pakistan can break out of the low-level skills trap by 

developing institutions which invest in people and provide fair compensation to men 

and women in exchange for their labor. He suggests that the regulatory framework 

should combine a degree of flexibility for employers to manage workers effectively, 

along with a measure of stability in terms of respecting fundamental rights of workers. 

He maintains that contractual jobs in public sector organizations would be very 

suitable in such a framework. 

 

No significant difference could be detected between perceptions of women working 

on lower operational level posts and those working on higher strategic levels (As 

shown in Table 3-VI all F-ratios are insignificant, although there is no heterogeneity 

bias). Grades 9 to 16 or equivalent have been classified as operational level while 
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grades 17 to 21 or equivalent have been categorized as strategic levels. The former 

category of women are less educated, less economically well-off and have less access 

to organizational resources than the latter category. The results challenge earlier 

studies which imply that highly qualified women working at higher rungs of the 

organizational hierarchy face less gender discrimination than those women who are 

less educated and therefore unable to acquire lucrative posts (Nasir, 2005; 

Siddique,2006; Ahmed and Hyder,2009). It seems that just as Kabeer (2003) has 

pointed out, gender inequality is pervasive among all classes, so there is no reason to 

expect that more educated women have more supportive work environments.  
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Table: 1-VI Difference in Perception: Work Environmental Across Sectors 

 

  

                

 
Higher 
Education 
 
   (N=100) 

 
Administrative  
         Units 
      
  (N=100) 

 
 Health 
 
 
  (N=100)     

 

   ANOVA 

 

  Homogeneity       

   of Variance 

Indices Mean 
Scores 

Mean Scores Mean 
Scores 

      F     Sig. Levene 

Statistic 

    Sig 

EOPD 16.70 15.47 15.20 5.945 0.003   0.464 0.629 

FSPF 13.62 13.34 11.23 17.792 0.000 0.758 0.470 

CIPR 24.32 23.20 22.63 5.409 0.005 1.530 0.218 

PWEI 54.64 52.01 49.06 14.051 0.000 0.126 0.881 

 

 

 

 

Table: 2-VI Difference in Perceptions: Contractual Versus Permanent Personnel 

 

  

                   

 On Contract 
 
(N=88) 

On Permanent 
posts 
(N=212) 

       ANOVA Homogeneity of 

Variance 

Indices Mean Scores  Mean Scores     F   Sig. Levene 

Statistic 

    Sig. 

EOPD 16.50 15.50  5.740 0.017 2.542 0.112 

FSPF 14.30 12.08 31.511 0.000 0.213 0.645 

CIPR 24.15 23.07   5.243 0.023 0.144 0.704 

PWEI 54.94 50.64 20.312 0.000 0.432 0.837 
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Table: 3-VI  Difference in Perceptions: Operational Level and Strategic Level 
Personnel 

 

  

                

  

Operational level 

post (N=125) 

    

Strategic level 

posts (N=175) 

 

       ANOVA 

 

Homogeneity of 

Variance 

Indices Mean Scores  Mean Scores     F   Sig. Levene 

Statistic 

    Sig. 

EOPD 15.47 16.02 1.957 0.163 0.260  0.610 

FSPF 12.88 12.62 0.451 0.502 0.009  0.925 

CIPR 23.62 23.22 0.824 0.365 0.289  0.591 

PWEI 51.97 51.86 0.015 0.903  0.051  0.821 

 
 

 

 

Table: 4-VI Difference in Perceptions: Married Versus Never Married Personnel  

 

  

                

  

Never Married 

(N=101) 

  

Married / Widowed / 

Divorced (N=199) 

 

       ANOVA 

 

Homogeneity of 

Variance 

Indices Mean Scores  Mean Scores     F   Sig. Levene 

Statistic 

    Sig. 

EOPD 16.17 15.60 1.968 0.162 0.099 0.753 

FSPF 13.43 12.38 7.045 0.008 1.783 0.183 

CIPR 23.41 23.37 0.006 0.941 2.112 0.147 

PWEI 53.00 51.35 3.058 0.081 0.384 0.536 
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Perceptions of work environment differ among women who have never married and 

those who are married or have been married before (As shown in Table 4-VI, F-ratio 

for PWEI is significant at p<0.1). Women in the latter group are the ones having 

children and more household responsibilities than women in the former category.  The 

difference in perceptions is most significant in the extent to which these women feel 

their practical domestic issues are accommodated with married women being much 

less satisfied than single ladies(F-ratio for FSPF is significant at p<0.01). As before, 

with Levene statistics being insignificant, we can be sure of relevance of the 

comparison. Existing literature suggests that motherhood is associated with lower 

earnings. Several reasons are given for this “Motherhood Penalty”. Among these are: 

loss in job experience, lower productivity, trade-off between higher paying and 

family-friendly jobs as well as employer discrimination against mothers(Budig and 

England,2001). The findings in Table 4-VI suggest that married women, who may be 

having children, do face difficulty in coping with their jobs and household 

responsibilities which can impose negative career outcomes including “Motherhood 

Penalty” on them.  

 

VI-3. Testing Mean Difference in WMCI and its Sub-indices Using One Way 
ANOVA  

In this section data generated through the use of WMCI and its sub-dimensions is 

treated as interval data since each index is a summation of 4 to 8 Likert-items, 

measured on a 5 point response format and the mean and median estimates of all 

indices are very close.  

 

Results shown in Table 5-VI reveal that married women and women who are 

widowed / divorced or separated score significantly lower than never married women 
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on the WMCI. The robustness of this result is confirmed by an insignificant Levene 

statistic. The explanation of this finding is quite straight forward. After marriage, 

family responsibilities of women increase manifold. Even though many women start 

their career for professional satisfaction and / or for altruistic reasons, incentives and 

rewards become relatively more important once they have to share the financial 

burden of supporting a family. It can be seen from Table 5-VI that the intrinsic 

motivation level is the lowest among widowed / divorced or separated women. This is 

because most women in this category are single parents having to support their family 

single handedly. Public service motivation may also be lower in this category, 

probably because these women may have had to face many hardships in life, to the 

effect that their idealism may have waned. The last finding is again suspect because of 

heterogeneity of variance highlighted by a significant Levene statistic and the fact that 

only 4% of the sample consists of women who are widowed / divorced or separated. 

 

Women working in administrative units are found to be, on average, relatively less 

motivated and committed as compared to females working in universities and 

hospitals. Results shown in Table 6-VI confirm this finding. That said, the perception 

of the work environment was found to be worst among female hospital staff. There is 

a logical explanation for this result. While female participation in teaching and 

medical professions has been traditionally high, administration is considered a non-

traditional profession for females in Pakistan. Most Pakistani school-girls have 

ambitions of becoming teachers or doctors, very few desire to be civil servants. 

Teaching profession inspires individuals to work toward attainment of ideological 

goals which is reflected in significantly high mean scores of university staff on 

intrinsic motivation. Hospital staff may not be as passionate about their work as 
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university staff but, as expected, they are found to be most committed to their work 

and organizations and have the greatest desire to serve the society. Then again, as 

Levene Statistic for PSM is significant, showing heterogeneity of variances among the 

three groups, it cannot be stated with certainty that women working in hospitals have 

more public service motivation than women working in the other two sectors.  

Female workers with 20 years of education were found to possess more of a 

preference for psychological satisfaction from work regardless of extrinsic benefits, 

relative to women with lower educational attainment. Table 7-VI shows that women 

having 14 years of schooling score less on WMCI than women with 16 years of 

education, who score less than women having 18 years of education and the highest 

score is that of women with 20 years of education i.e. women having a PhD degree or 

a post graduate specialization medical degree. This finding is quite logical because 

women who are willing to invest time and energy on education so that they can 

perform better in their professions would necessarily be having high levels of work 

motivation and commitment. However, the main source of difference on average 

scores on WMCI emanates from intrinsic work motivation (F-ratio on IWM is 

significant at p<0.01). No significant differences could be established, among the four 

categories representing the levels of educational attainment among women, in terms 

of organizational commitment and public service motivation (F-ratios of WOC and 

PSM are insignificant).  
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Table: 5-VI Difference in Motivation and Commitment: Married Versus Never 
Married Personnel 

  
                

 
Never 
married 
(N=101) 

 
Married    
 
(N=188) 

 
Widow/Divorced/
Separated  
  (N=11)      

 
   ANOVA 

 
  Homogeneity       
   of Variance 

Indices Mean 
Scores 

Mean 
Scores 

Mean Scores       F     Sig. Levene 
Statistic 

    Sig. 

IWM 19.66 18.83 17.09 4.813 0.009 1.725 0.180
WOC 21.48 21.28 21.27 0.141 0.869 1.170 0.312
PSM 15.42 15.73 13.82 3.433 0.034 4.450 0.012
WMCI 56.55 55.84 52.18 2.677 0.070 2.169 0.116
 
 
 

Table: 6-VI Difference in Motivation and Commitment: Across Sectors 

 
  
                

 
Administrative   
      Units 
   (N=100) 

 
Higher 
Education 
   (N=100) 

 
 Health 
 
  (N=100)    

 
   ANOVA 

 
  Homogeneity       
   of Variance 

Indices Mean Scores Mean 
Scores 

Mean 
Scores 

      F     Sig. Levene 
Statistic 

    Sig 

IWM 18.20 19.94 19.00 8.364 .000 1.726 0.180
WOC 20.84 21.45 21.75 2.446 .088 0.950 0.388
PSM 14.96 15.62 16.08 5.401 .005 2.847 0.060
WMCI 54.00 57.01 56.83 8.091 .000 1.510 0.223
 
 
 

Table: 7-VI Difference in Motivation and Commitment: Educational Attainment 

 
  
                

Years of schooling  
   ANOVA 

 
  Homogeneity       
   of Variance 14 

(N=62) 
16 

(N=154) 
18 

(N=54) 
20 

(N=30) 

Indices Mean 
Scores 

Mean 
Scores 

Mean 
Scores 

Mean 
Scores 

      F     Sig. Levene 
Statistic 

    Sig. 

IWM 16.74 19.40 20.13 20.03 18.116 0.000 2.722 0.045
WOC 21.29 21.34 20.96 22.17 1.064 0.365 1.235 0.297
PSM 15.61 15.42 15.69 15.90 0.422 0.738 3.118 0.026
WMCI 53.65 56.16 56.78 58.10 4.801 0.003 1.640 0.180
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While it may be argued that more educated women earn higher wages than less 

educated ones and also tend to belong to wealthier families, so money matters less to 

them. However, if the differences in work preference among educational categories 

would have been the outcome of difference in wages only, women with lower 

educational qualifications would be scoring low on all indices measuring intrinsic 

preference for work in the public sector. The results shown in Table 7-VI prove that 

this is not the case. Women in the lower educational category may be just as devoted 

to their work and organizations and keen to serve the public as women having higher 

educational attainment, but their earnings maybe the source of livelihood for 

themselves and their families.     

VI-4. Regression Analysis with PWEI as Response Variable 

From Table 1-IV it can be seen that the range of this PWEI is 15 to 75 points, with 

higher scores reflecting greater satisfaction with the work environment. In order to 

simplify interpretation of regression results, scores on this index were converted to 

range of 0 to 100 using the following formula: 

 

Xi  – Xmin   x 100 

Xmax  – Xmin  

Where, 

Xi     = Score of ith  individual on PWEI.  

Xmin = Minimum possible score on PWEI i.e. 15 

Xmax = Maximum possible score on PWEI i.e. 75 

 

Using the above transformation of PWEI as response variable, regression results may 

be interpreted as follows: 
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Suppose a qualitative explanatory variable is found to have a regression coefficient of    

‘–x’ it would mean that respondents in that category rate their work environment x% 

worse than respondents in the benchmark category.  

If a quantitative independent variable  has a regression co-efficient of ‘–x’ it would 

reflect an x% decrease in rating of the work environment as being favorable to women 

workers’ needs, with every unit increase in this particular explanatory variable, all 

other variables in the equation being held constant.  

The transformed scores on PWEI index make up an approximately normally 

distributed variable.51  

This is confirmed by skewness and kurtosis estimates of – 0.111 and 0.002 

respectively.52  

                                                 
51 Departure of variables from normality is sometimes considered a trivial issue in regression analysis, 
because normality is not an assumption of the Classical Linear Regression Model (CLRM). However, 
when variables are non-normal in the extreme, it compromises the calculation of confidence intervals 
and the various tests of significance which are based on the assumptions of normality. Furthermore, if 
normality is being disturbed due to presence of a few large outliers, this can make the error distribution 
skewed and since OLS parameter estimation is based on the minimization of squared errors, a few 
extreme observations can exert a disproportionate influence on parameter estimates. Therefore, 
normality of the response variable is a welcome sign as it justifies application of linear regression 
technique and ensures reliability of inferences from regression results. 
 
52 Skewness is a measure of asymmetry. Zero shows perfect symmetry and the normal distribution has 
zero skewness. Positive skewness indicates that the ‘tail’of the distribution is stretched on the side 
which is right of the mean. When the ‘tail ‘of the distribution is more stretched on the left side of the 
mean, it is indicative of negative skewness. Mathematically, skewness is the third standardized moment 
and its equation is as follows: 

  
Kurtosis is a measure of the relative peakedness or flatness of a distribution in comparison to the 
normal distribution. Positive kurtosis shows that that the distribution is relatively peaked. Negative 
kurtosis is indicative of a relatively flat distribution. The normal distribution has a kurtosis  of 3 but 
most statistical packages, including SPSS and Excel, subtract 3 from  this value so that  both skewness 
and kurtosis for the normal distribution are zero. The skewness and kurtosis figures presented in this 
research are outputs of SPSS. Mathematically, kurtosis is based on the fourth standardized moment and 
has the following formula: 

 
Conservatively, variables with skewness and kurtosis in the +1 to -1 range are taken as approximately 
normal. Variables with skewness and kurtosis values in the range +2 to -2 as usually considered 
‘normal enough’ for most purposes. If   either the skewness or kurtosis value of a  variable is outside 
the  +2 to -2 range, it would indicate extreme departure from normality.  
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VI-4-I.  Personal Factors as Control Variables in Regression 1 

 

Regression 1, based on eq. 1 in the research model, seeks to find the organizational 

factors which can explain the variation in workers’ perception of their work 

environment. Even so, individual characteristics can be expected to have a significant 

impact on a respondent’s perceptions and are therefore included in eq. 1 as control 

variables.  

The first personal characteristic to be controlled in Regression 1 is ‘Age (Ag)’. This is 

a demographic variable which can exert influence on an individual’s thinking. 

Younger individuals tend be more idealistic than older ones. However as individuals 

advance in their years, they can be expected to become more mentally mature and 

rational. The age variable of the current sample is approximately normal (skewness 

0.394, kurtosis -1.003). 

Education can be another source of variation in perceptions, as the thinking patterns 

of individual with different levels of education can be quite dissimilar. In Regression1, 

level of education is measured by years of schooling. This variable does not depart 

significantly from normality (Skewness 0.572, Kurtosis 0.207). 

 

Perceptions of women can also be expected to change after marriage, as they shoulder 

added responsibilities of motherhood, deal with complex relationships involving 

husband and in-laws and learn to manage households. ‘Marital Status (MS)’  is a 

categorical variable and is entered into the equation as a dummy variable having value 

1 if respondent is married, divorced or separated and 0 if she is unmarried.  
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The next control variable in Regression 1 is ‘Economic Status (ES)’. Economic 

affluence or deprivation can affect the orientation of individuals and therefore their 

mental picture of the surroundings. The variable used as a proxy for economic status 

is natural logarithm of family per capita income. The log transformation of family per 

capita income is being used because this variable in its original form is highly skewed 

and peaked (skewness 2.221, kurtosis 7.341). More importantly, a visual inspection of 

scatter plot between scores on PWEI and per capita income suggested that a non-

linear relationship between the two variables may exist. As this explanatory variable 

is in log form, the interpretation of its regression co-efficient will be different form 

other variables in the regression equation. So suppose co-efficient of this variable is 

‘x’, it would mean that 1 % increase in per capita income increases score on PWEI by 

(0.01) (x) %. 

 

Another personal factor which can have an impact on perceptions is ‘Financial 

Burden (FB)’ of dependents. Individuals who have to shoulder the responsibility of 

supporting their families would probably think differently from those who do not face 

the stress of having to earn for sustenance of their kin and kith. The proxy used to 

measure financial burden is ratio of respondent's personal income to her household 

income from all sources. For women who are the sole bread winners in their family 

this ratio will be 1, reflecting high financial burden. Women having high family 

income in comparison to their personal salaries would not be under much financial 

burden of dependents. This variable is some what skewed and peaked (skewness 

1.153, kurtosis 1.771) but being an important source of variation in perceptions, it is 

retained in the regression as a control variable.  
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Finally, an individual’s work attitude can bring about a change in her environment, or 

at least a change in her perception of the work environment. People with a positive 

attitude towards work would more likely have a favorable view of their surrounding 

because of their positive orientation towards life. On the contrary, people with a 

pessimistic or fatalistic attitude towards work would find more faults with the system 

they work in. The WMCI was designed to measure work motivation among educated 

female public servants of Pakistan. Scores on WMCI are used as a control variable in 

Regression 1. The distribution of this variable is approximately normal (skewness -

0.173, kurtosis-0.276). 

 

VI-4-II.  Organizational Factors as Predictor Variables in Regression 1 

 

Organizational factors are the explanatory variables of interest in Regression 1. These 

are the differences in nature of work and professional growth opportunities accorded 

to workers, which explain differences in perceptions of working conditions. If the 

PWEI is an appropriate measure of conditions for female staff in public sector 

organizations, then organizational factors would explain more of the variation in 

perception of the work environment than personal factors.  

 

The first two predictors in Regression 1 measure the difference in working conditions 

in different sectors. The sample was divided into three strata to account for the 

heterogeneity within organizations in the public sector. Each respondent in the survey 

belonged to either a public sector university, or a hospital, or an administrative unit. 

In the regression analysis, two dummy variables are entered to represent these strata. 

The variable, ‘Administrative Units (EC1)’ takes value 1 if the respondent belongs to 
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this category and 0 if she is not working in an administrative unit. Likewise, variable 

‘Health Sector (EC2)’ takes value 1 only if a respondent is a hospital worker and 0 

otherwise. ‘Higher Education Sector’ is the omitted category, which will be used to 

make comparisons of working conditions in the other two strata. 

 

The third predictor represents terms of employment. ANOVA results in Table  2-VI 

suggest that terms of employment may be a significant variable in Regression 1. This 

is a categorical variable because respondents were classified as either having 

permanent employment or working on contract. The dummy variable ‘Terms of 

Employment (TE)’  is given value 1 for all permanent workers and value 0 for all 

contractual ones.  

 

The next three predictor variables measure the effect of training on the work 

environment. Training opportunities are part of institutional arrangements which 

should ideally enable workers not only to perform better but to cope with the demands 

of job more amicably. Public sector workers are trained locally as well as abroad. 

Sometimes trainings are conducted which specifically address gender issues and 

women’s concerns. However, as can be seen from Table 3-V, few workers were 

recipients of many trainings while most others had never been part of any training 

activity. Thus as expected the variables ‘Number of foreign trainings’, ‘Number of 

local trainings’ and ‘Number of gender-specific trainings’, were found to be highly 

skewed and peaked.53 In order to rectify this problem, the three variable related to 

training were converted into nominal variables and a dummy for each was entered in 

the regression equation. The variable ‘Recipient of foreign training (Tr1)’, takes on 

                                                 
53 Number of foreign trainings: Skewness 9.108, Kurtosis 107.455; Number of local trainings: 
Skewness 3.942, Kurtosis 24.147; Number of gender trainings: Skewness 4.319, Kurtosis 25.359. 
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value 1 if the a respondent has gone abroad at least once to receive training, and 0 

otherwise. Similarly, the variable ‘Recipient of local training (Tr2)’ has a value of 1 

for respondent who have been part of one or more training activities in Pakistan, and 0 

for respondents who have never received any training in Pakistan. The variable 

‘Recipient of gender training (Tr3)’ is assigned value 1 if a respondent has been 

imparted training regarding gender issues, and value 0 if a respondent has never been 

part of a training to sensitize her to gender concerns.  

Promotion is the second last predictor in Model 1. The reason for its inclusion is that 

an individual’s promotion to a higher rank can strengthen her trust in the organization. 

The variable ‘Number of promotions (Pr)’, is approximately normal (skewness 1.028, 

kurtosis 0.810) and is, therefore, included as such in the regression equation.  

The last predictor in Regression 1 is the ‘Ratio of Female to Male workers (FM)’ at 

workplace of a respondent. As discussed in Section V-2, if the social homophily 

argument holds, women will prefer to work in organization where they have many 

female colleagues and therefore as compared to organizations where there are few 

other women workers their perception of the work environment would be expected to 

be much more favorable. On the contrary, if there is horizontal hostility among 

women then there may be a significant negative association among favorable 

perceptions of the work environment and ratio of female to male workers. The latter 

variable is found to be approximately normal (skewness 0.492, kurtosis-1.050) so its 

direct inclusion in the regression poses no problems. 

 

VI-4-III. Interpretation of Results of Regression 1 

Results of Regression 1, given in Table 8-VI, confirm that the PWEI measures 

structural issues affecting women in various organizations and that the perceptions of 

respondents are not simply based on their personal characteristics and concerns. 
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 Adjusted-R² of regression based on personal factors alone is 3%. 54  This figure 

increases to 12% for the regression which controls for personal factors but also 

incorporating organizational factors. In other words when organizational factors are 

added to the model 9% more variation in perceptions of working conditions is 

explained over and above the variation explained solely by personal factors. Overall 

significance of the model also improves substantially when institutional factors are 

incorporated. F-statistic is significant at p < 5 % when only personal factors are 

considered. When institutional factors are added to the regression F- statistic becomes 

significant at p < 1%.55 

  

Among the personal factors, age and work motivation are significant at 5% level, but 

while age is negatively associated with favorable perceptions of the work 

environment, work motivation has a positive impact on the response variable. 56 

                                                 
54  R² (or Multiple Coefficient of Determination) shows the proportion of variability in response 
variable that is accounted for by the regression model. It is a measure of ‘Goodness of fit’. R² ranges 
from 0 to 1 with higher values representing a better fit. It is calculated as follows: R²= 1 - ( SSE / SST) 
where SSE or error-sum-of-squares is the sum of squared differences between the observed and 
predicted values of  the dependent variable; and SST or total-sum-of-squares is the sum of squared 
differences between the observed and expected or average value of dependent variable. R² tends to over 
estimate the strength of the association especially if the model has more than one independent variable. 
Adjusted- R² is a version of R² that has been adjusted for the number of predictors in the model. It is 
computed using the formula 1- ((1- R²) * (N-1) / (N-k-1)) 
When the number of observations (N) is small and the number of explanatory variables (k) is large, 
there will be a substantial difference between R² and adjusted R² (because the ratio of (N-1) / (N-k-1) 
will be much less than 1). By contrast, when the number of observations is very large compared to the 
number of explanatory variables, the value of R² and Adjusted-R² will be much closer because the ratio 
of (N-1) / (N-k-1) will approach 1. 
 
55 In multiple regression F-statistic is computed using the formula :  
F= ( SSR / k -1 ) / (SSE / N – k) = ( R² / k – 1) / ((1 - R²) / N – k )) 
where SSR or regression sum-of-square is the difference between SSE and SST. The computed F-
statistic follows an F (k-1, n-k) distribution.  To test overall significance of the regression model, the 
null hypothesis is tested that all regression coefficients are simultaneously zero. The p-value of F 
shows the level of significance at which this null hypothesis can be rejected.   
   
56 The t-test is used to check the significance of individual regression coefficients in the multiple linear 
regression model. The t-statistic is computed by dividing the estimated value of a regression coefficient 
by its standard error. This statistic follows a t-distribution with N-k degrees of freedom. The null 
hypothesis is tested that the value of the parameter is zero, or in other words the explanatory variable 
and the response variable are unrelated. The p-value of the t-statistic is the level of significance at 
which this null hypothesis can be rejected. The higher the level of significance, the weaker is the 
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During the interviews conducted for the survey, many senior women complained that 

their younger colleagues were getting more benefits than them. They felt sidelined 

and not fairly compensated for their efforts and loyalty, thus their dissatisfaction with 

their working conditions. The good news, as confirmed by results of Regression 1, is 

that women who are internally motivated towards professional work look at their 

work environment favorably. So it means that the effect of age would be undone for 

older individuals with a positive attitude towards work.  

Other personal factors investigated in Regression 1 do not have a statistically 

significant impact on opinion regarding work environment. Nevertheless, signs of 

regression coefficients suggest that marriage and financial burden of family members, 

makes environment appear less favorable to female workers. Conversely, better 

economic status and education allows women to be more positive about the working 

conditions.  

Once personal factors are controlled, employment categories explain a large chunk of 

variation in the work environment of different organizations. Both dummy variables 

introduced to capture differences among sectors are significant. To be precise, women 

working in ministries and other organizations involved with administrative work rate 

their environment as 4.6% less favorable than women working in universities. As for 

women working in hospital, they consider their working conditions to be 7.4% worse 

than university workers, all other personal and organizational factors in the regression 

being held constant.  

                                                                                                                                            
independent effect of the explanatory variable on the response variable. In the regression results, level 
of significance has been shown only if the t-statistic of an explanatory variable has a p-value which is 
less than 5% or 1%.  Above 5% level, an explanatory variable is not considered to have a significant 
impact on the response variable. 
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Results show that permanent employed is another characteristic which has a 

significantly negative impact on perceptions of working conditions. The same result 

was obtained from ANOVA and explained comprehensively in Section VI-2.   

While all variables related to training are insignificant, the negative association 

between working conditions and both foreign training and gender training suggested 

by the results must be taken seriously. This is an indication of awareness raising 

activities which cause a mismatch between the actual work environment of trainees 

and the ideal working conditions to which they are exposed during the training 

sessions. The conflict arising in this situation would lead to frustration among workers, 

especially when training lacks skill building content teaching trainees how to 

practically deal with problems on the job. These results should be a cause of concern 

because substantial resources are invested in foreign training of workers, and in 

conducting training activities for gender sensitization. Empirical evidence from 

Regression 1 suggests that returns of this investment may not be as expected, at least 

in the present context.  

 

Another contentious issue is the presence of a large female staff to make working 

conditions for individual working women more favorable. While the general opinion 

endorses this view, regression results suggest a higher ratio of female to male workers 

can have a negative effect on perceptions of work environment. Therefore, there may 

be horizontal hostility among women. This means that women workers may be 

distrusting each other and women supervisors more than they distrust male colleagues 

and male bosses. Analysis of descriptive statistics of PWEI in Section V-2, also 

hinted at existence of horizontal hostility among female public servants. 
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The reliability of results of Regression 1 is quite high. VIF (Valence Inflation Factor) 

does not indicate severe multicollinearity between explanatory variables.57  

Durbin-Watson statistic does not indicate auto-correlation between residuals .58 

 White Test does not indicate Heteroscedasticity of residuals. 59  Distribution of 

residuals (errors) of the regression inclusive of all control and predictor variables was 

                                                 
57  Variance Inflation Factor (VIF) quantifies the severity of multicollinearity in an ordinary least 
squares regression analysis. Multicollinearity refers to existence of a linear relationship among some or 
all explanatory variables of a regression model. High multicollinearity inflates variances and co-
variances of OLS estimators, such that t-ratios of many of the coefficients tend to become insignificant 
even though R² for the regression is very high. Thus precise estimation becomes difficult and OLS 
estimators and their standard errors become highly sensitive to small changes in data, in the presence of 
high multicollinearity. VIF provides an index that measures how much the variance of an OLS 
estimator is increased because of collinearity. VIF can be calculated in three steps: 
First, k different VIFs are calculated, one for each of the k  explanatory variables (Xi), by first running  
ordinary least square regressions which have Xi as a function of all the other explanatory variables.  
Second, VIF for each of the k  regression coefficients ßi is calculated using the following formula: 
VIF (ßi)= 1 /  (1 – R i²) 
where R i² is the coefficient of determination of the regression equations in step one. 
Third, the magnitude of multicollinearity is analyzed by considering the size of the VIF. A common 
rule of thumb is that if VIF > 5 then multicollinearity is high, and if VIF > 10 them problem of 
multicollinearity is extremely severe. 
 
58  Durbin–Watson statistic is a test statistic used to detect the presence of autocorrelation in the 
residuals from a regression analysis. Autocorrelation is said to exist if successive error terms are 
correlated. In the presence of autocorrelation OLS estimates remain unbiased but not efficient. 
Inference making is affected. Auto-correlation generally occurs in time series data so the subscript ‘t’ is 
employed denoting time instead of subscript ‘i’ which denotes a cross-sectional unit. If t is the residual 
associated with the observation at time t, then the  Durbin–Watson statistic is calculated using the 
following formula: 
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The DW statistics lies in the range 0 to 4. As a rough rule of thumb, if the calculated value of this 
statistic lies between 1 and 2.5, autocorrelation is not a problem in the regression. The data in the 
present research is cross-sectional so presence of autocorrelation is unlikely. However, autocorrelation 
is sometimes caused due to specification error. Moreover, data was entered in statistical packages in a 
definite order. For example, data of all respondents from one university was entered in one batch, 
followed by data of respondents from another university. Once data from all universities was entered, 
data of respondents in administrative units was entered in a similar fashion, followed by data of 
hospital workers. To ensure against systematic errors due to this sequence of data entry and to check 
for signs of specification error, autocorrelation among residuals is examined.  
 
59  White Test detects the presence of heteroscedasticity in the data i.e. whether the variance of  
residuals in a regression model is unequal. One of the assumptions of the CLRM is that the error term 
in the linear model is drawn from a distribution with a constant variance i.e. the errors are 
homoscedastic. Heteroscedasticity, is a violation of this assumption causing OLS to underestimate the 
variances and standard errors of the estimated coefficients, thereby making  t-test and F-test unreliable. 
White Test regresses the squared residuals from a regression model onto the regressors of this model, 
the cross-products of the regressors and the squared regressors. Significance of   R2  from the auxiliary 



 210

checked for normality. Reassuringly, the error distribution is approximately normal 

(Skewness -0.200, Kurtosis 0.473). 

 

The explanatory variables included in Regression 1 (and Regression 2, which will be 

presented in Section VI-5) were chosen from among a larger set of variables. Other 

than the personal variables appearing in the Regression 1 and Regression 2, the 

following personal variables were considered: 

 

 mother’s years of schooling; 

  father’s years of schooling; 

  dummy if mother is a public servant; 

  dummy if father is a public servant; 

  dummy if husband is a public servant; 

  number of children; 

  number of children under 5 years of age. 

 

  

 

Organizational factors other than those appearing in Regression 1 and Regression 2 

considered for inclusion were:  

 

 dummy for official residence; 

  dummy for official transport; 

                                                                                                                                            
regression is checked. If it is insignificant then the null hypothesis of no heteroscedasticity cannot be 
rejected.  
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  length of service in public sector; 

  salary per month; 

  23 dummies representing different organizations in the survey; 

  7 dummies representing hierarchical rung.  

 

Longer regressions including larger sets of variables were run and explanatory 

variables with highest standardized beta coefficients, which were not multicollinear or 

causing heteroscedasticity or having unexpected effects on coefficients of other 

variables were chosen for the final specification.  
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Table: 8-VI  Results of Regression 1 

Hierarchical Multiple Regression Results: Dependent Variable Transformed Score on PWEI  
Personal Factors  

Constant
 
Age (Ag) 
 
Education (Ed) 
 
Marital Status (MS) 
 
Economic Status (ES) 
 
Financial Burden (FB) 
 
Work Motivation and Commitment (WMCI) 
 

Beta 
53.70*** 
(4.78) 
-0.20** 
(-2.33) 
  0.66 
(1.29) 
-1.11 
(-0.64) 
  1.05 
(0.86) 
 -3.79 
(-0.87) 
  0.29** 
(2.16) 

Stand. Beta 
 
 

  -0.16** 
  

0.09 
 

      -0.04 
 

 0.06 
 

-0.06 
 

    0.13** 

VIF 
 
 
1.44 
 
1.49 
 
1.25 
 
1.51 
 
1.23 
 
1.14 

R2              0.04           Adjusted R2       0.02 
F-Statistic 2.54           p-value of F        0.02 
Organizational Factors  
(Controlling for Personal Factors) 

Constant
 
Administrative Units (EC1) 
 
Health Sector(EC2) 
 
Terms of Employment (TE) 
 
Recipient of Foreign Training(Tr1)  
 
Recipient of Local Training(Tr2)  
 
Recipient of Gender Training(Tr3) 
 
Number of Promotions (Pr) 
 
Ratio of Female to Male workers (FM) 
 

 
 

78.34*** 
(5.99) 
-4.76** 
 (-2.32) 
-7.53*** 
(-3.79) 
 -6.77*** 
(-3.59) 
 -3.56 
(-1.51) 
  2.31 
(0.92) 
 -3.01 
(-1.57) 
  0.63 
(0.66) 
 -2.48 
(0.83) 

 
 
 

      
 -0.17** 
 
 -0.27*** 
 
 -0.20*** 
   
 -0.12 
 
  0.09 
 
-0.06 
 
  0.05 
       
-0.05 

 
 
 
 
1.93 
 
1.80 
 
1.52 
 
1.45 
 
1.29 
 
1.19 
 
1.63 
 
1.43 

R2              0.17              Adjusted R2        0.13    
F-Statistic 3.95              p-value of F        0.00 
Durbin-Watson    1.908 
White Heteroscedasticity Test: F-Statistic 1.19    p-value of F   0.24 
** Significant at 5% Confidence Level  *** Significant at 1% Confidence Level 
t-scores in parenthesis.  
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VI-5. Regression Analysis with WMCI as Response Variable 

 

In Regression 2 (based on eq.2 in the research model), scores on WMCI are 

transformed so that range of scores becomes from 0 to 100. Exactly the same formula 

which was used to transform PWEI scores in Section VI-4 is applied on WMCI scores, 

before using them as response variable in the regression. The reason for using this 

transformation, as before, is ease of interpretation of regression results. Higher scores 

on WMCI as well as its transformed version reflect higher work commitment and 

intrinsic motivation of a worker. Any quantitative explanatory variable in Regression 

2 having a negative regression co-efficient would reveal the percentage decrease in 

score on WMCI with every unit increase in this variable and vice versa. For dummy 

variables a negative regression co-efficient would show in percentage terms the extent 

to which  respondents in a certain category are less motivated and committed, on 

average, compared to respondents in the benchmark category and vice versa.  

As transformation of both PWEI and WMCI involves performing mathematical 

operations on all observations involving only constants, there is no change in 

skewness and kurtosis estimates of original scores and transformed scores. 

 

VI-5-I.  Organizational Factors as Control Variables in Regression 2 

 

Personal characteristics of workers which lead to the differences in their work 

motivation and commitment are of primary interest in Regression 2. Nevertheless, 

conditions within organizations would most likely have an impact on an individual’s 

drive to perform well at her job. Therefore, institutional factors are included as control 

variables.  
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Results of Regression 1 revealed that most of the difference in organizational 

conditions can be explained by sector and terms of employment. It would be worth 

exploring whether these variables have a significant impact on work motivation as 

well. First three control variables in Regression 2 are dummies representing 

Administrative Units (EC1), 

Health Sector (EC2) and Terms of Employment (SE) are  coded in the same way as 

described for Regression 1. 

The final control variable in Model 2 is score on PWEI. The score is entered in its 

original form to capture impact of those differences in working conditions on an 

individual’s work drive, which are not captured by sector and terms of employment. 

Better working conditions can be expected to give a boost to an individual’s work 

motivation. Whereas a hostile work environment can dampen a worker’s desire to 

perform well. Therefore, it can be expected that sign of co-efficient will be positive 

for score on PWEI in Regression 2.  

 

VI-5-II.  Personal Factors as Predictors in Regression 2 

 

The explanatory variables of interest in Regression 2 are personal variables. WMCI 

was developed to measure women’s preference to undertake public sector 

employment, without necessarily requiring their organizations to offer them 

incentives and benefits to perform well at their jobs. Therefore, if WMCI is to be 

considered a good measure of female public servant’s work preference, personal 

factors would be expected to explain more of the variation in percentage scores on 
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this index, rather than organizational factors. Six individual characteristics are used as 

predictor variables in Regression 2.  

 The first of these predictors is ‘Age (Ag)’. This is an important correlate of public 

service motivation according to Pandey and Stazyk (2008). Impact of age on 

organizational commitment has also been examined by Chughtai and Zafar (2000) 

and  Laka-Mathebula (2004). Amabile et al., (1994) have explored how age modifies 

level of   intrinsic motivation. However, no significant relationship has been 

established between age and organizational commitment or intrinsic motivation in 

these studies. This study nevertheless,  includes agein Regression 2. 

The next personal factor in Regression 2 is ‘Education (Ed)’. ANOVA results, in  

Table  7-VI, suggest that there may be a positive and significant relationship between 

work drive and level of education. As in Regression 1, years of schooling is the 

measure of educational attainment in Regression 2. 

‘Marital Status (MS)’ is the third predictor in Model 2. This variable is extremely 

relevant in the present research context because there is difference between the 

attitude of married and unmarried women. Disparity between intrinsic motivation of 

married and unmarried women in the sample are revealed in Table 5-VI. The dummy 

for marriage is created as in Regression 1.  

‘Economic Status (ES)’ measured by log per capita household income of respondents 

is the next predictor in Regression 2. This variable captures the independent effect of 

material prosperity on work attitude. The log transformation normalizes family per 

capita income and also ensures the linearity of its relationship with dependent variable. 

Interpretation of co-efficient is the same as for Regression 1 except that in Regression 

2 difference in average score on work attitude is being examined.  
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Another predictor in Regression 2 is ‘Financial Burden (FB)’. As before the proxy for 

this variable is ratio of respondent’s personal income to her monthly household 

income from all sources. This variable explores the psychological impact of having to 

support dependents on a female worker’s interest in her job and organization.  

 

Finally, the impact of ‘Leisure (Le)’ on work motivation and commitment is 

examined. This variable is measured as the hours of day left over after subtracting 

time spent on household and professional work from 24 hours. Therefore, leisure in 

Regression 2 includes both, time spent on personal care as well as recreation. The 

relationship between score on WMCI and leisure would be expected to be negative if 

leisure is construed as whiling away time. However, as the measure of leisure also 

includes time for personal care, very low levels of leisure may cause burn out or 

physical and mental fatigue which lowers work motivation. The distribution of hours 

of leisure for the sample is approximately normal (Skewness 0.179, Kurtosis 9.554) 

 

VI-5-III. Interpretation of Results of Regression 2 

 

It can be inferred from results of Regression 2, shown in Table 9-VI, that being 

devoted to work is a personal attitude of individuals and it is not simply an outcome 

of working conditions. Adjusted R2 of regression featuring only organizational factors 

as explanatory variables is 7%. Comparatively, adjusted R2 of regression 

incorporating both organizational factors as well as personal factors is 18%. This 

confirms that WMCI measures intrinsic preference for work among individual female 

public servants which has its antecedents primarily in the particular background and 
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family situations of each woman, and to a lesser extent in the conditions prevailing in 

their respective organizations. 

 

Among organizational factors which have a significant impact on women’s work 

drive are perceptions of the work environment and dummy for administrative units. 

Results show that although women working in the health sector have less intrinsic 

liking for their jobs than women who work in higher education sector, the difference 

is statistically insignificant in Regression 2. In comparison, women working in 

administrative units, have scored so much lower on WMCI as compared to university 

workers that difference is significant at 1% level. Results also show that once 

differences in work motivation and commitment due to sector and status of 

employment are accounted for, the relationship between favorable perception of the 

work environment and work preference is positive. This result is exactly as expected 

because it is logical that a good work environment would encourage a worker to 

develop a liking for her job. 

 

Among the personal factors, level of education has the greatest impact on women’s 

work preference in the public sector. Women having less financial burden are also 

found to derive more psychological satisfaction from their work irrespective of the 

financial benefits of their job, as compared to women shouldering the financial 

responsibility of dependent family members. Similarly, women belonging to upper 

economic class are found to score more on WMCI than women who belong to less 

economically well off households, although the relationship between log per capita 

income and percentage score on WMCI is not statistically significant. Taken together, 

these three results suggest that educated women from affluent backgrounds, who are 
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not under much financial burden, have a deeper sense of devotion towards their work 

than less educated women belonging to lower-middle economic class who are 

compelled to work to support their families. Two plausible causes can be forwarded to 

explain this finding. First is that economic needs of the latter group of women are so 

pressing and imperative that they are unable to discern a preference for work for 

psychological satisfaction. Second, the survey only included women who were 

working on various public sector posts and did not include educated women who were 

not part of the labor force. In all probability only those highly educated women, 

belonging to the affluent class, undertake employment who have an intrinsic desire to 

be productive. Rich women who do not have this work attitude can simply opt not to 

work. On the contrary, not working may not be a viable option for women whose 

income maybe a major determinant of the standard of living of their entire household. 

So, in effect, this may be a comparison between women belonging to upper-income 

strata all of whom are committed to their work and profession and women belonging 

to lower-income strata, some of whom are very motivated and committed and some of 

whom are working simply out of necessity without having a preference for their work. 

In either case, these findings imply that most highly educated women from affluent 

backgrounds serving in the public sector have preference for the work owing to 

intrinsic motive. 

Results of Regression 2 also show that the independent effect of marriage on 

women’s work drive is negative. It is most probable that a woman’s priorities change 

after marriage and she chooses to involve herself more with household work than 

professional work.  
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The effect of leisure on work motivation is statistically not significant in Regression 2. 

Even so, from the sign of the regression coefficient it can be gathered that women 

who are devoted to their work and profession would sacrifice their leisure to excel at 

their jobs. A negative relationship between score on WMCI and hours of leisure per 

day also implies that women having greater capacity to put in long hours of work at 

home and in the office are motivated and committed workers. Thus, it cannot be taken 

for granted that if women have more time to relax and pay attention to their personal 

needs, their motivation to do professional work will increase. On the contrary, 

motivated female workers may be prefering to put in long hours of work to satisfy 

their psychological need to perform productive activities. 

 

Multicollinearity, Auto-correlation or Heteroscedasticity do not pose a problem in 

Regression 2. The error distribution is also approximately normal (Skewness -0.175, 

Kurtosis 0.281). 
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Table: 9-VI Results of Regression 2 

Hierarchical Multiple Regression Results: Dependent Variable Transformed Score on WMCI 
 
Organizational Factors  

Constant
 
Administrative Units (EC1) 
 
Health Sector(EC2) 
 
Status of Employment (SE) 
 
Perception of Work Environment (PWEI) 
  

Beta 
 
 

45.16*** 
(10.72) 
 -5.17*** 
(-3.99) 
 -0.15 
(-0.11)  
 0.29 
(0.23) 
 0.16** 
(1.95) 

Stand. Beta 
 
 
 
 

   -0.26*** 
     
    -0.01 
 
      0.02 
 
      0.12** 

VIF 
 
 
 
 

1.40 
 

1.52 
 

1.24 
 

1.14 

 
R2              0.08               Adjusted R2      0.07          
F-Statistic  6.60               p-value of F      0.00     
 
 
Personal Factors  
(Controlling for Organizational Factors) 

Constant
 
Age (Ag) 
 
Education (Ed) 
 
Marital Status (MS) 
 
Economic Status (ES) 
 
Financial Burden (FB) 
 
Leisure (Le) 
 

 
 
 

  17.03 
 (0.77) 
  0.15* 
 (1.49) 
  2.87***   
 (3.49) 
-2.80** 
(-2.19) 
  0.42 
(1.06) 
 -4.92** 
(-1.69) 
 -0.13 
(-0.60) 

 
 
 

 
 
      0.16* 

   
    0.24*** 

 
-0.14** 

 
0.07     

  
 -0.10** 

      
     -0.03 

 
 
 
 

 
1.67 

 
1.63 

 
1.42 

 
1.25 

 
1.65 

 
1.21 

 
R2                 0.21                                   Adjusted R2   0.18    
F-Statistic    7.49                                   p-value of F   0.00   
Durbin-Watson  2.02    
White Heteroscedasticity Test:  F-Statistic  1.01             p-value of F  0.36 
*Significant at 10% Confidence Level ** Significant at 5% Confidence Level  *** Significant at 1% 
Confidence Level 
t-scores in parenthesis 
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To sum up, a constellation of organizational and social  forces as well as human 

agency of workers, co-determine the extent to which gender mainstreaming strategy 

would be successful in a given public sector organization. Structural impediments to 

women’s effective performance and low work drive among female employees are two 

of the key factors which can impede the gender equality movement in the public 

sector. Individual women can make a difference in either adding to or resolving 

structural constraints to gender mainstreaming by their negative or positive behavioral 

patterns. Similarly, organizations can either help or hinder women’s work drive by 

addressing or ignoring the issues which hamper gender equality. On the bright side, a 

few practical steps in the right direction, on the part of organization or individual 

workers, can have a multiplier effect on amenable conditions for gender 

mainstreaming. The challenge is to ensure that steps in the right direction are 

consistently encouraged. 
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VII. Conclusion and Recommendations 
 
While conditions for gender equality and female employment in Pakistan are far from 

ideal, quite a few of the pre-requisites for positive change exist. Country has the right 

policies, the right institutional arrangements and more than enough sources of external 

funding for gender mainstreaming. But, unfortunately, there appears to be a serious 

lack of leadership, political will and governance capabilities. The researcher’s field 

experience in government offices suggests that there is growing realization of 

misdoings and desire for change, but at the same time there is extreme risk aversion. 

Government functionaries generally appear unwilling to move away from their 

comfort zones in terms of taking action which would jeopardize their personal gains. 

That said, the very fact that despite the adverse security situation the researcher got 

access to conduct the survey in every organization which was contacted is proof that 

public sector organizations in Pakistan are becoming receptive to public scrutiny 

which is a significantly positive change.   

 

This study brought forward the different strategies for advancement of women, 

emerging at different times, under the influence of dominant public policy paradigms 

of each era.  It was noted that despite the conceptual ambiguities and operational  

challenges impeding its successful implementation, the gender mainstreaming 

approach remains most promising for reforming public sector institutions.  Part I of 

this   dissertation presents facts on  global  gender inequality in general, while   

specifically  addressing the injustice prevalent against women in Pakistan.  Focusing 

on gender discrimination in the labour market, it is argued that public policy in most 

countries of the world, particularly the underdeveloped countries, had not been able to 

generate equitable employment opportunities for women. The implementation gaps in 
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government reform packages for women’s development in Pakistan were highlighted, 

partially explaining the gender imbalance in public sector employment in the country. 

 

In Part II, a thorough examination of the  conventional economic literature, including  

a variety of sub-fields and schools of thought,  leads to the conclusion that gender 

issues were either being ignored or dealt with superficially. This part also presents 

fundamental objectives of gender-responsive economic scholarship based on feminist 

economic literature.  The review of literature on gender and development agenda of 

the public policy shows  that public sector reforms remain ineffective due to supply 

side challenges, specifically the  shortage of resources to sustain the initiatives taken 

for  implementation  and incompetence of executing agencies to efficiently and 

effectively take up the challenge of  reform. Demand side constraints of public sector 

reforms underscored by this study include  the lack of ownership of reform programs 

among  the target groups and lack of  the motivation among public sector leaders to 

devise plans for improvement in quality of service delivery. The latter is specifically 

true in the presence of the unfortunate knowledge of weaker accountability 

mechanisms, a phenomenon rampant in countries like Pakistan.    

 

The study also   reviewed   empirical literature on  women’s employment concerns in 

public sector organizations and observed  that in both, the developed and the 

developing countries, public sector was not fully delivering on its responsibility  of 

offering equitable employment  opportunities across  genders. The special focus of 

this part was the  empirical  literature related to the gender based  labor market 

inequities in Pakistan. However, the  existing empirical literature appears to be overly 

emphasizing the problems regarding gender based  earning  disparities, while  the 
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importance of a gender sensitized work environment for attracting and retaining 

highly qualified female labor remains a remote concern. Finally, the inductive 

analysis in this part leads to the conclusion  that the connection between intrinsic 

motivation to work and worker productivity is an under studied area in economics. 

Hence the justification of  two of the main variables (work environment in the 

organization facilitating women’s professional performance; women workers’  

intrinsic motivation and commitment to performing well) while formulating   the 

model  for the  empirical analysis carried out in this study.  

 

Survey research methods have been applied  for empirical analysis presented in this 

study. The author   developed and refined the study  instrument which was carefully 

tested  both for  validity  and statistical  reliability.  The major findings emerging  

from the analysis of descriptive statistics include: 

 Female public servants are observed  to be concentrated in the middle tiers of 

their organizations, with fewer women at the top and bottom of the hierarchy;  

 Horizontal gender  segregation appears to be  the norm in public sector 

organizations of Pakistan; 

 While permanent employees have more secure jobs and fringe benefits, 

contractual personnel  on higher  levels  of hierarchy appear  to receive much 

higher salaries; 

 Most of the surveyed  personnel have to  make their own commuting 

arrangements for duty  which involves  high  pecuniary and non-pecuniary 

costs while travelling by own vehicle and the public transport respectively;  

 Wide disparity  is observed in   surveyed personnel’s earning between the 

organizations and, also,   across the hierarchy within the same organization;   
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 In quite a few cases, surveyed  personnel were    unable to go beyond their 

first promotion; 

 Majority of  surveyed personnel refused to participate in training workshops 

because they consider timing and venue of training to be  socially 

inconvenient; 

 On average, the  surveyed personnel earn 40% of their total family income;  

 Majority of  surveyed married   personnel have  small families of  three or 

fewer children; 

 

 Majority of the surveyed  personnel  have  hectic work routines, leaving them  

little time for leisure;  

 Surveyed personnel rate the measures to accommodate their practical needs 

and concerns inadequate;  

 Majority of surveyed  personnel exhibit  high level of intrinsic work 

motivation and devotion to  public service; 

 Compared to their female peers and  superiors, surveyed personnel   appear to 

have more  amicable  professional relationships with male colleagues and 

bosses.   

The  major findings emerging from cross tabulation analysis include: 

 Younger women have better rapport with their female colleagues as compared 

to more senior women; 

 Compared to their younger  colleagues, senior  women  appear to  have more 

grievances   on  the lack of  management’s appreciation for their work 

performance; 
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 Compared to their senior colleagues, younger  personnel are less confident of 

pursing long range careers; 

 Compared to the unmarried personnel, married personnel  are more concerned 

with the inadequate  measures to accommodate their practical needs. They also 

appear to have lesser expectations  from their  organizations to provide 

solutions to the respective  problems in future; 

 Compared to the married personnel, unmarried personnel  have a greater 

desire to work outside  the home. They also  find it easier to avoid work-

family  conflict.  

Inferential analysis based on ANOVA revealed that: 

 Personnel surveyed in the medical profession  appear to be  least satisfied with 

the work conditions,  while those working in the higher education sector 

consider their conditions quite amenable; 

 Contractual personnel  appear to be   more satisfied  with their work 

conditions than  that of  the permanently  employed; 

 Compared to their unmarried peers, married personnel  appear to  face  

difficulty in balancing  the  job and household responsibilities;  

 The personnel working in administrative units have relatively less work drive 

compared  with the teaching and medical professionals;  

 Compared to their unmarried peers, married personnel appear to  have lesser 

motivation for on the job performance; 

 Surveyed personnel’s educational level  is  observed to have  positive 

relationship  with  their job satisfaction.  

 

Findings from the  regression analysis underscore  that: 
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 Positive relationship exists  between  dissatisfaction  with the working 

conditions and rank of the surveyed personnel; 

 Intrinsic motivation and  the  personnel’s perceptions  of  work environment 

are positively related; 

 Higher economic status and educational achievement  are positively related 

with  personnel’s perceptions of  working conditions. 

 Training does not appear to have any impact on perceptions of the work 

environment; 

 Numerical balance favoring  female personnel  does not appear to improve 

their  working conditions; 

 Positive relationship exists between  personnel’s job satisfaction  and quality 

of the work environment;  

 Trade-off exists between personnel’s devotion to  profession and career 

pursuits and the leisure time available to them;   

 Organizational concern vs. apathy  help and  hinder, respectively,   personnel’s 

on the job performance  by  accordingly  managing  the issues having   

strategic significance for  gender equality;  

 Quality of the behavioral patterns of the personnel is  positively related with 

the quality of progress made in resolving the structural constraints for gender 

mainstreaming.   
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VII -1. Specific Recommendations 

(a)      Recommendations Related to Structural Constraints: 

It is imperative that  public policy for gender mainstreaming  in public sector 

organizations of Pakistan, particularly those outside the education sector, addresses  

the practical  needs of female  The legitimate constraints  of married women ought to 

be identified and  appreciated  for developing the consistent plans to help them 

optimally balance both work and family responsibilities. The  current state of support 

gap ranges from as basic an amenity as WC to the reduced workload/timing  option 

against  temporarily   sacrificing  part of the salary.  Similarly, access to commuting 

facilitation and daycare services both  carry the promise of higher productivity 

contributed by the female personnel.   

Strategic aspects of gender mainstreaming  on the other hand underscore  both   

organizational culture and behavioral aspects of the personnel. Hence warranting   a 

long-term  consistent plan   of bigger challenge and higher complexity. For example,   

the criteria and   their operational outcomes for  induction, training and promotion are, 

in many cases,   subject to overt discrimination against women. Moreover,  the 

findings of this study reveal that  many a female personnel, especially the 

inexperienced,  fail to  recognize the covert discrimination. One possible reason for 

these organizational and behavioral patterns respectively, specifically in countries like 

Pakistan, may be  the societal norms favoring the man as the ultimate breadwinner 

and underrating a  woman’s professional ambitions when balanced against her  

performance  as a homemakers.  Nevertheless, consistent   interventions favoring and 

facilitating women’s employment in the public sector are expected to positively 

influence the social approval rating, albeit over a longer period of time.   Media 

campaigns showing professional women diligently working and contributing to the 
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welfare of their families and the wider society will in all certainty help break out of 

the constraints not allowing the country to realize the fullest potential of half of its  

labor force. Finally, the organizational milieu ought to be influenced in favor of 

female employment by pecuniary and non-pecuniary rewards to the employers 

making concerted efforts  for competitiveness conducive gender diversity.   

(b)  Recommendations related to Motivational Factors: 

Reliable counseling services offered  to  female personnel, specifically to the would 

be and newly married,  should be an integral part of gender mainstreaming programs. 

Women must be encouraged and supported  to  sustain  professional careers and excel 

in their on the job performance, while simultaneously balancing their  family lives 

including  personal leisure. National level  activities specifically  organized  to award   

social recognition to the most successful women professionals  and workers at all 

levels of labor market hierarchy are expected to pave the way for many who, 

presently, are  either discouraged to compete and/or  simply  denied  the opportunity.   

 

VII -2. General Recommendations 

Based on the findings of this survey study, the following series of recommendations 

are made in the following sections to effectively mainstream women’s concerns 

within the policy setup of public sector organization in Pakistan. The 

recommendations are listed under separate headings to make the presentation more 

systematic, but this does not reflect that recommended changes in one area can be 

implemented in isolation of changes in other areas. On the contrary, the prescriptions 

supplement each other and it is in the simultaneous adoption of several of these 

recommendations that real advantages can be reaped in the form of synergy between 

various components of an over-arching gender mainstreaming strategy. 
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VII-2-1. Gender- Responsive Recruitment Policy 

 

In order to induct qualified and motivated women in public sector organizations the 

first step has to be the building up of a reservoir of female talent in the country. Thus, 

a revamp of the public education system in Pakistan is necessary not only for 

addressing the disadvantages suffered by females in terms of educational attainment, 

but also for expanding the talent pool of educated and skilled female workers for 

better staffing public as well as private sector organizations. School and college 

curricula should be revised to present image of a woman both as a good mother and 

also as a competent professional, willing to serve the needs of the nation at home and 

in the office. 

 

Other than the issue of enhancement of skilled female labor, there is a problem of 

wastage of existing talent. Policy makers need to take serious note of the fact that 

although the number of female students graduating from Pakistani universities keeps 

increasing each year but due to social restrictions and a general perception of adverse 

working conditions they are hesitant in pursuing professional careers. Better human 

resource planning of female labor is needed to create equilibrium between public 

provision of tertiary education and labor force participation rates of highly educated 

females. In order to do so, symbiotic linkages need to be established between various 

departments of public sector universities and organizations of related industries to 

ensure mutual cooperation and development. For example, internship programs are 

one way of familiarizing students with dynamics of the practical world and enable the 

host organizations to develop a data base of potential candidates for future induction. 
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Career counseling of female graduates should be undertaken in public sector 

universities to help them overcome their apprehensions and fears in joining the 

workforce.  

The recruitment policy of public sector organizations should be framed in a manner 

which encourages women with tertiary education to join these organizations on 

completion of their studies. Female students, especially those having a serious attitude 

towards their studies, should not only be intimated about availability of women’s 

quota in public sector employment but they should be actively encouraged to apply on 

these posts. Public sector employment should be presented as an attractive option to 

female students from conservative families, which would help them in overcoming 

family resistance to their jobs given the prestige associated with public services. This 

study finds that females opting to work in public sector organizations early on in their 

career tend to continue their jobs and also develop affective and normative 

commitment towards their organization and profession. Therefore, organizations 

willing to make investments for attracting competent female candidates directly from 

the universities, would be expected to reap rich dividends in future.  

Part of a gender-responsive recruitment policy in public sector organizations should 

be affirmative action taken to help women break glass walls in professions which had 

hitherto been the reserved domain for males, such as district administration and police 

service. However, affirmative action should be accompanied by structural changes 

responding to women’s needs and enabling them to become productive staff members. 

Otherwise these women would only be tokens representing cosmetic changes 

undertaken to create an illusion of gender equity.  
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VII-2-II.Gender- Responsive Training Policy 

 

Training of public sector employees should be carried out throughout their careers. 

Training exercises can potentially yield three main advantages for workers and their 

organizations. First, training can impart new skills which would enable works to 

perform better at their jobs. Second, workers get an opportunity to stay in touch with 

new development in their respective fields which polishes their professional abilities. 

Third, employees get a chance to groom their intellect so they can better analyze a 

certain situation and judge ‘what is the right thing to do’. 

 Yet, training involves substantial cost to the organization. For example, workers 

often need time off from their jobs to attend training sessions. Therefore, it is 

imperative that training outcomes be carefully monitored. A rather disturbing finding 

of this research is that female employees who are sent abroad to attend training 

courses or avail training scholarships and those who are recipients of gender 

sensitivity training, feel less adjusted in their organizational environment than women 

who have not had these opportunities. This implies that a critical link may be missing 

between provision of training and giving the trainee an opportunity to make use of the 

know-how acquired in the process. Another implication could be that the content of 

training does not match the requirements of the worker’s job.  

Of course, the worker’s own responsibility to make use of the training and assume the 

role of a change agent in her organization cannot be overlooked. This study shows 

that women having high levels of work motivation and commitment complain less 

about organizational impediments restricting their progress. Managers of public 

enterprises should therefore try to keep up the morale of their highly trained workers.  
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The survey also indicates that many of the female public servants avoid participating 

in training activities. These women are so busy in their personal lives that identifying 

training opportunities or even participating in activities which are offered to them is 

too much of a challenge. These women need to be motivated and facilitated to 

participate in training activities. Small measures like providing transport to women so 

that they can reach the training destination may sometimes be enough to ensure their 

participation. Monetary incentives may also be used to encourage participation. 

Promotion to higher hierarchical rungs may also be made mandatory to improvement 

of qualification and paid leave arrangement for this purpose need to be systematized 

and clearly communicated.  

Training content must be configured to match the needs of the personnel and the 

organization. Especially, so far as gender sensitization training of public servants is 

concerned, if its content is general and vague then chances are that this exercise 

would become futile at best. There ought to be an in depth training need assessment 

prior to arrangement of such exercises. This should be followed by choosing 

designing training format which keeps participants completely involved in the 

proceedings and provides some handy tips on application of the newly learnt concepts 

to real life situations. For effective outcomes, post training follow-up sessions must be 

made a formal part of the training plan.  

Although, social needs of males and females are poles apart many of the gender 

sensitization workshops planned for public servants in Pakistan are held jointly for 

male and female employees. This practice must be revisited in favor of separate 

sessions for public servants of each gender, addressing their specific issues. For 

example, the session for women should focus on boosting their self confidence by 

teaching them time management, negotiation, advocacy and conflict reduction skills. 
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For males there should be reflection sessions on the meaning of gender equality and 

gender consciousness exercises.  

As for training under sector-specific gender programs, such as gender responsive 

budgeting or gender-aware planning initiative, these should be undertaken by 

permanently established gender sections staff with high ranking officers in each 

ministry, with the intent of having gender concerns incorporated into policy 

documents of these ministries such as the PC-1 form in the ministry of planning and 

the budget document in the ministry of finance. 

 

VII-2-III.Gender- Responsive Promotion Policy 

 

Promotion in many of the public sector organizations in Pakistan depends on 

availability of higher posts. In some cases higher posts are sanctioned but not filled 

right away. Male employees keep a keen look out for the advertisement of posts and 

pursue their cases in related departments. Female employees on the other hand, tend 

to be unaware about existence of posts and eligibility criteria. Moreover, they feel 

awkward contacting male clerical staff for updates on their cases leading to delays in 

their promotion. Transparency and simplification of promotion procedures would 

enable female candidates to feel more confident of their promotion chances.  

Promotion quotas are sometimes suggested as a means of enabling women to reach 

upper levels of the organizational hierarchy in the public sector. However, it would be 

difficult to implement these quotas because male employees would consider them 

discriminatory. A much more practical and just approach is to address the root causes 

restricting women from reaching top most hierarchical rungs. For example, eligibility 

criteria for promotion may be re-evaluated such that besides relevant experience, 
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feedback from public service users is also given weightage. Finally, members of 

selection boards must be sensitized to gender issues in employment to enable them to 

make gender fair selection of candidates for promotion.60  

 

VII-2-IV. Day-Care Facility and Ladies Rooms 

 

This survey indicates that majority of female employees in the public sector are 

married and of child-bearing age. Day care facility must therefore be offered to enable 

female public servants to continue their jobs without compromising the interest of 

their young children. However, there are some important practical considerations in 

this matter. First, in smaller organizations there may be very few employees needing 

this facility so it may not be viable to provide space and resources for a day-care 

center. Second, day-care services may not be of a standard acceptable to women 

belonging to upper strata of population. Third, standard of service may be good to 

begin with, but it may deteriorate overtime. Following are some suggestions on 

dealing with these issues: 

 Every public sector building must have one ladies room. Apart from WC facilities, 

the ladies room should be furnished to address specific needs of women, including 

space for prayers and couches on which women on family way can relax. This is 

particularly important in a country like Pakistan where work outside home is 

considered a restraint on religious obligations and pregnancy is still not accepted as a 

normal body condition for public exposure. Moreover, in all large organizations, there 

should be a purpose built day-care center. Initial cost of setting up the facility and 

                                                 
60 This research shows that women will not necessarily look out for the best interest of other female 
workers. Therefore, simply putting more women on selection boards will not guarantee gender fair 
selection unless these women acknowledge the practical and strategic gender needs of working women 
in a patriarchal society like Pakistan. 



 236

monthly salaries of day-care staff should be provided by the organization. All 

employees availing day care facility must be made to pay some monthly charges, to 

partly compensate the cost borne by the tax payer. Public servants from other 

organizations may be allowed to use the same facility on payment of charges, subject 

to availability of space.  

 

 Of the 24 work places visited during the survey, separate toilet facility for female 

employees was available in all but one workplace, 8 organizations had spaces 

allocated to female staff for their personal needs, and 5 organizations had functional 

day-care centers. However, women using day-care facility were generally dissatisfied 

with the quality of service. Ideally, the MOWD should control the quality of day-care 

services throughout the public sector and facilitate provision of this service in the 

private sector. However at present, MOWD runs one day-care center located in two 

small rooms on the 10th floor of the building in which it is housed.61 

 

 

VII-2-V. Provision of Transport Facility for Female Staff 

 

The quality of public transport in Pakistan is generally very poor. In particular, there 

is a dearth of safe and decent intra-city transport for working women. As this survey 

targeted only women from middle and upper classes, very few respondents were using 

modes of mass transit such as buses and wagons to commute to work. Those women 

who had no option but to travel by buses and wagons were facing extreme 

                                                 
61 A lady on family way, interviewed for this survey, was working in a building adjacent to this 
ministry and she did not have knowledge of this day-care center, although she was in need of the 
service. This incidence is a reminder that major changes need to be instituted in the kind of programs 
undertaken by the MOWD. 
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inconvenience in terms of loss of time and poor seating. Some women using public 

transport were opting to hire taxis on monthly basis along with two or three of their 

female colleagues. In this way they were splitting costs and avoiding time loss. But 

such arrangements, being informal, were difficult to establish and prone to breaking 

down easily.  A majority of respondents were found to be using their personal cars to 

reach the workplace and back. Yet, as women usually have less control over usage of 

family cars than males, many of the respondents wanted their organizations to provide 

them more convenient transportation options. Escalating costs of fuel and rising fares 

were other common complaints of all women who did not have transport facility 

provided to them by their organizations.  

Although provision of transport facility for female staff can encourage female labor 

force participation, it involves commitment of substantial resources, which may not 

be readily available.  Practical solutions are often needed to overcome resource 

constraints. It may be very costly to purchase and maintain official vehicles for 

picking and dropping female staff. An alternative to the transportation problem of 

female staff can be the hiring of private transport on monthly basis by the 

organization and payment of part of the rental cost by users of this service which 

maybe in the form of deduction of their transport allowance. 

 

VII-2-VI.Provision of Accommodation Facility for Female Staff 

 

An attraction of public sector employment in Pakistan is the possibility of getting 

accommodation in staff colonies. One of the main benefits of residing in a staff 

colony, which is usually located close to the workplace, is that the transportation 

problem gets resolved. Although house rent is mostly given to those public servants 
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who are not being provided accommodation its amount scarcely covers the entire cost 

of renting private lodgings commensurate with status of personnel. 

An important gender issue in this context is that if both husband and wife work in the 

same organization and one of them is residing in official accommodation, then the 

spouse will not be given this facility or house rent allowance will be deducted from 

the spouse’s salary. While this rule seems to be gender neutral but in most cases it is 

the wife who has to forgo house rent. Considering that one of the major motivating 

forces behind women’s employment is their desire to be financially independent, this 

practice is sometimes seen as a disincentive for women to work in the public sector 

alongside their husbands. Several women reported this practice during the survey and 

called it discriminatory. 62  On the other hand, it has also been observed by this 

researcher that in blatant violation of this rule, official houses are being illegally 

occupied by those in charge of enforcing rules, denying more deserving employees 

official accommodation facility. Thus interest of many is compromised so few 

individuals may draw greater benefits than they derserve. It may be concluded that a 

rule safeguards collective interest only when it is applied judiciously without 

discrimination on the basis of gender or level of authority. 

 

VII-2-VII. Flexible Time/ Reduced Time Options 

 

Public sector organizations of Pakistan provide three months maternity leave with full 

benefits to female employees in two equal halves before and after child birth. 

However, it is highly uncommon to formally offer flexible or reduced time options to 

                                                 
62 A lady reported that on her marriage to a colleague in her organization, she was asked to vacate her 
official accommodation in which her elderly dependant parents were living. Although eviction orders 
were finally reversed on the intervention of the prime minister of the country, the mental torture she 
sustained during the process had left her de-moralized regarding her work. 
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enable them to fulfill responsibilities of child rearing.  Mothers of young children, 

particularly if they do not have support of family members, usually end up either 

shirking official duties or resigning from their jobs altogether.63 While there can be no 

doubt that the public sector needs to be purged of non-performing workers, 

compelling young mothers to quit or under-perform merits consideration. Mothers 

pay an undue penalty for child rearing by sacrificing their professional career, while 

society free rides on their labor which involves nurturing the next generation of 

workers.  

Reproductive labor deserves public support because its benefits diffuse to all sections 

of the society. Yet the solution is not simply to ignore lower productivity of female 

public servants with motherhood responsibility of young children. Giving mothers 

formal permission to work fewer hours at reduced salary or exploring ‘working from 

home’ option, again with some deduction in current income, may provide these 

women the respite they need without a permanent loss of human capital or instigating 

a trend of non-performance with impunity in the organization. Such arrangements 

would prevent discontinuity of women’s service which is usually associated with 

different kinds of long leaves, compromising their seniority and commensurate 

privileges and promotion possibilities. 

 

Considering that reduced time options would require major re-structuring of work, it 

is unlikely that public sector organizations would undertake the challenge in the 

                                                 
63 During this survey, the researcher met with several of such young mothers. These women confessed 
that they were unable to concentrate on their work due to the burden of child rearing responsibilities. 
Some of these women were contemplating quitting their jobs, others were continuing because their 
salaries were direly needed by the family.  None of them had option of reduced timings. On the 
contrary, three cases in different organizations were reported to the researcher whereby women having 
motherhood responsibilities of young children had left their jobs because this was strongly suggested 
by high ranking officials in these organizations. There was no day care facility in these organizations. 
Shockingly, it was reported that many of the officers who had suggested the young mothers to quit 
were female.  
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absence of legislation enforcing the policy of reduced time options. The actual cost of 

the intervention, however, will be neutralized by improved morale of female 

employees, continuity of mothers’ employment and attention to employee 

productivity. Legislation aimed at institutionalization of gender-fair practices in 

public sector organizations is therefore necessary to create an opening for innovative 

solutions to increasing social equity while also improving quality of public service 

delivery. 

 

VII-2-VIII. Dealing with the Workplace Sexual Harassment Issue 

 

Although there are laws to prevent Workplace Sexual Harassment (WSH ) in Pakistan, 

as with many other laws, lack of implementation mechanisms renders them 

ineffective. Moreover, the laws put the onus of taking action on the victims who are 

usually female.  

Fears are sometimes expressed by men that the law can be misused by women to 

‘settle old scores’. Also women in Pakistan mostly are so conditioned that they think 

of themselves as vulnerable and powerless and so fail to put up a fight in fear of 

humiliation, embarrassment and public exposure. Besides all else, it is notoriously 

difficult to prove allegations of WSH even under best of the circumstances. It is no 

wonder then that given the general disregard of women’s rights and the deep-rooted 

perception of male superiority, legislation enacted to protect women against WSH has 

not found much practical relevance.64  

 

                                                 
64 Evidence provided in Section II-4 proves that discriminatory, sometimes even inhumane, treatment 
of women goes on unabated in Pakistan to maintain so-called traditional values, mostly in utter 
disregard of the laws of the land.  
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Spontaneous remarks made by many respondents during this survey suggest that 

instead of open confrontation with offenders, female public servants usually adopt 

strategies of avoidance, diffusion and negotiation when faced with lecherous behavior 

of males making unwanted advances. Majority of the women were of the opinion that 

the best way of dealing with the problem is to wear descent clothes, behave discreetly 

and to maintain a respectable distance from all males. Most female public servants 

praised their male colleagues and bosses for treating them with respect and for 

protecting them against misbehavior of male outsiders. Very few incidences were 

reported to the researcher when the interviewee had been harassed by someone from 

within her organization.65 In most of these cases the victims had discreetly reported 

the case to their supervisors who usually took care of the situation in favor of the 

woman. 

 

Even if there is no physical assault, conduct of males which creates a hostile work 

environment for female workers is a form of harassment. Still, such intangible forms 

of harassment are very difficult to prosecute. Besides, women are desensitized to 

covert sexual harassment because they put up with it on the streets and in public 

places due to lack of efficient policing to check such crimes. Working women feel 

particularly vulnerable to harassment if they have to use public transport when 

commuting to the workplace or on their way back home. 

 

                                                 
65   One young lady reported that a senior male in her organization used to keep her back for 
unnecessary late sittings. Although she did not accuse him of making an inappropriate overture at her, 
she still felt so uncomfortable that she had herself transferred to another public sector organization. She 
said that later she came to know about two other women who had left that organization because of the 
same individual, but no formal complaint had been launched so he was still working on his post. 
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While ultimately moral education of men and women teaching them civilized 

behavior, is needed to root out the evil of sexual harassment, direct regulation can 

make a difference in the short run.  Male and female police in plain clothes should 

patrol public places and even buses and wagons to book offenders of harassment in 

front of others to send a message that such behavior will not be tolerated. In public 

sector organizations, sexist language, jokes and comments should be actively 

discouraged. Exit interviews should be initiated focusing attention on the reasons why 

women leave, and if there is any complaint of harassment this should be investigated. 

Transparent mechanisms with clearly defined terms of reference should be set up for 

hearing and quick action on complaints of all forms of discrimination and harassment. 

 

 

VII-2-IX. Elected Staff Associations and their Gender Wings 

 

Staff unions with clearly defined statues and election procedures of representatives 

are needed to create a democratic culture in public sector organizations of Pakistan. 

Existing associations should be re-vitalized and workers should be encouraged to 

form associations in those public sector enterprises which lack them. Unfortunately 

labor unions in Pakistan are notorious for wielding political power to undermine the 

authority of the management. It is alleged that these unions press the organizations to 

accept unreasonable demands of workers which culminate in productivity and 

efficiency loss. However, any kind of collective action is not without its practical 

limitations, especially in a country like Pakistan where there is little respect for 

democratic values.  That said, collective action is required for accountability of higher 

management and for giving a voice to personnel. Staff associations have the potential 
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of becoming institutions which safeguard interest of workers and organization alike. 

For this purpose, the agenda of these unions should be broadened to include activities 

for mental and professional development of members. 

A ‘Women/ Gender Wing’ should be added to these bodies to deal with problems 

confronting female staff, work-life balance concerns or issues related to interactions 

between male and female workers. Gender wings of staff associations should not only 

take action in case a problem is brought forward by a member, rather these forums 

should also undertake gender sensitization of male members and empowerment of 

female members. Following are some steps which can be taken to make working of 

gender sections more pro-active leading to permanent and sustainable improvement in 

the organizational environment for female workers: 

 

 Organizing women-only discussion groups for bringing intra-gender conflicts out 

into the open with the objective of building a synthesis of views among women;  

 

 Building women’s public speaking abilities by encouraging them to be vocal in 

debate on organizational issues;   

 

 Recognizing and commending the contribution of individuals within the 

organization who are role models, and who have demonstrated their commitment 

to gender equality; 

 

 Setting up a cell  for counseling on career-related and personal issues;  
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 Having a discussion forum or chat site for members to share experiences, 

reactions and feedback on any issue related to the gender mainstreaming process; 

 

 Arranging family events such as an annual picnic/get-together for the entire staff 

and their families signaling organizational recognition of the importance of work-

life balance.  

 

 

VII-2-X. External Interventions for Gender Mainstreaming  

 

Public sector reform programs in general, and programs for gender mainstreaming in 

public sector organizations of Pakistan in particular, often have minimal impact on the 

working conditions in these organizations or on the job attitude of public sector 

employees, even if it can somehow be proved that they meet certain ambiguously 

defined objectives stated in the program document . 66  This study shows that the 

difference in nature of work performed and terms of employment in various 

organizations within the public sector are the main factors determining the working 

conditions for female staff. Therefore, any blueprint or top-down approach for 

structural reforms which ignores the different requirements of women in different 

types of organizations is bound to be ineffective. Similarly, it has been established in 

this study that the right work attitude among female workers evolves in accordance 

with the socio-economic state in which they live and to some extent with the different 

stages in their life cycle. Thus, it would be simplistic to assume that a gender 

                                                 
66 This comment is based on in-depth assessment of institutional reforms for implementation of gender 
equity policies in Pakistan presented in Section II-5, as well as the supply and demand constraints of 
public sector reform programs in general discussed in Section III-3.  
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sensitization workshops lasting one or two days would stimulate behavioral changes 

among workers, in the absence of other measures to reinforce the concepts.  In short it 

is not possible for an outside agency to implement reform in an organization unless 

the change can be instigated from within the organization itself.  

 

At their best external interventions for gender mainstreaming can start the institutional 

reform process by putting pressure on organizations to make infrastructural changes 

symbolizing acknowledgement of gender issues, such as implementing employment 

quota for women, or including women’s concerns in their policy documents. On the 

other hand such programs, in the absence of real intention to reform institutions, only 

create the impression that international commitments on gender equality are being 

fulfilled. Indeed, even with tangible outcome of an external intervention, sustainable 

gender reform in public sector organizations would require continuation of gender fair 

practices for a certain length of time before it can be claimed that these practices have 

been institutionalized. 

Keeping all these issues in mind, following are some steps which can be taken to 

improve effectiveness of centrally controlled interventions for gender mainstreaming 

in public sector organizations of Pakistan: 

 A data-base of public servants should be prepared so that their needs may be 

assessed and they can be provided information regarding already existing 

welfare services. An online gender-disaggregated data-base of public sector 

employees can be created by modernizing an existing institution like the 

Pakistan Public Administration Research Centre (PPARC) which collects data 

on federal public sector employees, and setting up similar cells in human 

resource divisions of provincial governments. Public sector organizations 
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should be required to maintain updated service records of workers in standard 

computerized form accessible by human resource cells;    

 Before initiating a program for gender mainstreaming, it should be considered 

why earlier programs intended for a similar purpose were unable to achieve 

their mission. Program documents should clearly state how these issues would 

be tackled by the new program; 

 Programs should clearly identify the actions which would be undertaken to 

fulfill objectives and time frame and resource requirement for each action 

should be mentioned. Responsibility of the program outcome should be shared 

by sponsoring and executing agencies. A periodic audit of the program should 

be carried out by some independent body to ensure that there is no collusion 

between the sponsors and the executors; 

 There should be permanent presence of a gender representative in all public 

sector organizations who should be responsible for enabling the organizations 

to adopt and implement gender-responsive polices. The Gender Development 

Sections (GDS) project was initiated in core federal ministries on these lines. 

This project should be resurrected and revitalized.67 

                                                 
67 The researcher personally met with GDS operatives of Finance, Law and Planning ministries first at 
the GRAP office Islamabad, and later at their workplace within the respective ministries. Their level of 
work motivation and job involvement was impressive despite the many hurdles which they were all 
facing. Female officers in these ministries also appreciated the efforts of the GDS staff. On the other 
hand, representatives from GDS in Establishment Division and Ministry of Information seemed 
confused about their job responsibilities when the researcher met them at the GRAP office. Later, they 
could not be located at their respective ministries by the researcher. As a matter of fact, most people at 
the latter two ministries did not even know about the existence of a Gender Development Section. On 
the whole, in the opinion of this researcher, GDS could have played a vital role in institutional 
restructuring, but support and monitoring by MOWD and Federal GRAP was very weak. Moreover this 
program became victim to the quagmire of procedures which are typical of a bureaucratic environment.  
Consider, for example  that a GDS operative received instructions and funds from someone in Federal 
GRAP who received instruction and funds from someone else in MOWD who received instructions 
and funds from various government ministries and donor agencies and hardly anyone at any stage knew 
exactly what was to be done. At the end of it all the GDS operative, who was the agent of change, had 
to wait months for receiving her meager salary, and was most vulnerable to losing her job if the 
MOWD faced a resource crunch. However, despite all odds stacked heavily against them the self-
motivated GDS operatives were the ones having a clear idea of the kind of institutional restructuring 
which could mainstream gender in their respective agencies. 
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To sum up, national agencies responsible for implementation of gender reform 

policies may be well advised to facilitate public sector staff at least as much as the 

consultants hired to plan reform programs. It must be appreciated that staff motivation 

is more important in obtaining meaningful results than beautifully designed pamphlets 

and impressive web-sites. Public servants can become catalysts of gender equitable 

transformation in the society if the conditions for gender mainstreaming are favorable 

within public sector organizations, such that these workers develop confidence in their 

own ability to bring about desired changes.  
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Appendix A  

(English Version of Raw Scales) 
 

Questionnaire #  ------------ 
 

The following questionnaire has been designed at Fatima Jinnah Women University for the purpose of 

refining a research instrument to be used in a PhD thesis. The objective of this research is to explore the 

structural and behavioral constraints to gender mainstreaming in public sector organizations. In Section 

A, you will be presented with some statements describing your sentiments about the work environment 

in your organization. In section B, the statements are related to your work motivation. Please feel free to 

express your opinion using the scale below. 

Strongly 

Disagree    

Disagree Don’t 

know  

Agree Strongly 

Agree  

1 2 3 4 5 

 

From the above five options write the number which best indicates your level of agreement or 

disagreement with each statement. There are no wrong or right answers. The information you provide 

will be kept confidential and will be used only for the purpose of the current research.  

PLEASE RATE EVERY ITEM, DO NOT LEAVE ANY ITEM BLANK. 

Section A  :  Women’s perceptions of work environment 

A01.   The hiring process is fair and free from discrimination against women. _________ 

A02.   Female employees are sidelined when training opportunities arise. __________* 

A03.   Promotion criteria are different for male and female workers.______* 

A04    There are opportunities for female workers to receive special perks. ______ 

A05.   Male workers receive more appreciation and rewards for work performance than female workers. ______* 

A06.   Provisions to facilitate female staff (transport, toilets, daycare etc.) are adequate._______ 

A07.   Nature of job is such that office work and household responsibilities do not affect each other. _________ 

A08.   Problems of female staff are taken very seriously and effective remedial measures are put in place. _____ 



 

A09.   Your colleagues cooperate with you whenever you need help with work.______ 

A10.   There is no gender bias in recognition of workers’ abilities by their supervisors. ______ 

A11.   Female workers are often treated unfairly by supervisors. _______* 

A12.   You feel like an outcaste from informal group activities of your colleagues. ______* 

A13.   There are female role models in your organization, who inspire you to enhance your performance._____ 

A14.    Your work environment is free from sexual harassment . _____ 

A15.    Your organization ensures that males do not dare to make unnecessary advances towards female   

            workers. _____ 

Section B  :  Women’s Work  Motivation and Commitment 

B01.   You work to have a sense of accomplishing something worthwhile, not just to earn a high salary. ______ 

B02.   All you seek is a regular income and professional growth opportunities are not very important for you. _____* 

B03.   You like to work independently without much supervision. ________ 

B04.   You feel that if you don’t work your potential would be wasted. ______ 

B05.   You get great satisfaction from doing your job well even it does not offer lucrative monetary rewards. _______ 

B06.   You try to balance household and work commitments, but perfect housekeeping remains your priority. ______* 

B07.   A man can make long range plans for his career but a woman has to take things as they come. ______* 

B08.   You feel pride in discussing your work and organization with other people. ________ 

B09.   You have an emotional attachment with your work and organization which you cannot forsake._________ 

B10.    Loyalty for the organization is not more important than personal interest. _________* 

B11.   Your life would be greatly disrupted if for some reason you have to quit your job._______ 

B12.   Making a difference in society is more important for you than being personally successful. ______ 

B13.   Public sector jobs are considered more prestigious than jobs in private organization even if these are  

           multinationals._______ 

B14.   Serving citizens is your mission and you would continue with it against all odds._____ 

B15.   Given a better salary package and job security, you would not hesitate to work in the private sector.______* 



 

Appendix C 

(Final Version of Interview Instrument) 
 

Questionnaire #  ------------ 
 

(Present the Letter of Introduction to the respondent) 

Thank you for consenting to participate in this survey. This interview is part of a PhD research 

project being conducted in several public sector organizations for understanding the problems 

and recognizing the capabilities, of educated female public servants. The information you provide 

will be kept strictly confidential and neither your name nor name of your organization will appear in the 

final report. So please feel free to express your opinions. You will be first presented with some 

statements which describe your feelings about the work environment in your organization. After that, 

you will be asked to respond to some statements relating to your work motivation. Your responses will 

be rated using the scale below. 

Strongly 

Disagree    

Disagree Don’t 

know  

Agree Strongly 

Agree  

1 2 3 4 5 

 

From the above five options you will be asked to reveal the one that best expresses your level of 

agreement or disagreement with each statement. There are no wrong or right answers. 

    Section A  :  Perceptions of Work Environment Index (PWEI) 

A01.   The hiring process is fair and free from discrimination against women. _________ 

A02.   Female employees are sidelined when training opportunities arise. __________* 

A03.   Male and female employees working at the same level with equal qualifications and   experience have  

           same chances of promotion.______  

A04.   Male workers receive more appreciation and rewards for work performance than female workers. ______* 

A05.   Provisions to facilitate female staff (transport, toilets, daycare etc.) are adequate._______ 

A06.   Nature of job is such that office work and household responsibilities do not affect each other. _________ 



 

A07.   Problems of female staff are taken very seriously and effective remedial measures are put in place. _____ 

A08.   You have never experienced disrespectful comments or sexual harassment at your work place. _____ 

A09.   Your male colleagues cooperate with you whenever you need help with work.______ 

A10.   Female workers envy each others’ achievements. __________* 

A11.   There is no gender bias in recognition of workers’ abilities by their supervisors. ______ 

A12.   Female workers are often treated unfairly by male supervisors. _______* 

A13.   Most of the female supervisors are unsympathetic towards their female subordinates._______* 

A14.   You feel like an outcaste from informal group activities of your colleagues. ______* 

A15.   There are female role models in your organization, who inspire you to enhance your performance._____  

Section B  :  Index of Work  Motivation and Commitment 

B01.   You work to have a sense of accomplishing something worthwhile, not just to earn a high salary. ______ 

B02.   All you seek is a regular income and professional growth opportunities are not very important for you. _____* 

B03.   You decided to work outside the home only because of economic compulsions. _________* 

B04.   Staying at home, you would feel bored and unable to realize your potential. ______ 

B05.   You get great satisfaction from doing your job well even it does not offer lucrative monetary rewards. _______ 

B06.   You try to balance household and work commitments, but perfect housekeeping remains your priority. ______* 

B07.   A man can make long range plans for his career but a woman has to take things as they come. ______* 

B08.   You feel pride in discussing your work and organization with other people. ________ 

B09.   You do not bother about household responsibilities while working in the office._________ 

B10.   The quality of your work will improve markedly, if you are given a pay raise. _________* 

B11.   Your life would be greatly disrupted if for some reason you have to quit your job._______ 

B12.   Being in public service, you have enough power to change society for the better. ______ 

B13.  To work as a public servant is more honorable than working on a high post in a large private  

          organization._______ 

B14.   If your senior officers take a decision which is not befitting the interest of the society, you always speak   

           out._____ 

B15.   Although public sector employment is comfortable, you would not hesitate to work in the private   

          sector if there is an attractive opportunity.______* 



 

DEMOGRAPHIC DATA 
For the purpose of conducting analysis in this research, you are requested to kindly provide the 
following information about yourself. This information will be used only for academic research. To 
ensure complete confidentiality, your name and address are not being asked.  
 

D01. Name of organization 
    . 

D07. Have you received training on job? 
             1)   no      2 )  yes 
If yes, please specify the following: 
Type Y/N If Yes, 

how 
many 
trainings?  

Duration/Title 
of each 
training 

D08a 
Foreign 

 D08a1 D08a2 

D08b 
Local 

 D08b1 D08b2 

D08c 
Gender-
based 

 D08c1  D08c2 

   

 
D02. Pay Scale  
 
 
   
D03. Title of your position 

D04. Monthly take home salary   

Years of work experience  
 
D05a. In public sector 
 
D05b. In private sector 

D09. Have you ever been promoted during 
your service in the public sector? 
          1)   no      2 )  yes 
D10.If yes, how many promotions have you 
received? 

D06. Gender Ratio (female to male) at 
your workplace 
  1) less than quarter  2) almost a quarter 
  3) less than half       4) almost half 
  5) about three quarters 
  6) more than three quarters 

D11. Commuting arrangements for office 
1 staff car 
2 personal car 
3 office bus/ van 
4 public transport 
5 any other ( please specify) 

Physical & financial asset ownership 
 

D12.  Inherited      None                                 D14 Acquired with personal effort   None  
     
    D13a  house                                                D15a  house 
    D13b agricultural/ commercial land/plot   D15b agricultural/ commercial land/plot 
    D13c financial assets                                  D15c financial assets 
    D13d car                                                     D15d car   
    D13e gold quantity                                     D15e gold quantity 
    D13f any other ( please specify)                 D15f any other ( please specify)                 
 
 
D16. Year of birth  

D17. Marital status 
      1   married 
      2   never married 
      3   any other (please specify) 



 

D18. Qualifications 
       1   Matric 
       2   FA 
       3   BA 
       4   MA  
       5  Any other (please specify)       
   

D21. Status of present residence 
         1 Self-owned/Spouse-owned 
         2 Family-owned/ In-laws-owned 
         3 Rented 
         4 Requisitioned by employer 
         5 Accommodation in staff colony 
         6 Any other, please specify    
 

 D19. Name of last educational  
institution attended 

 D22. Location of Residence 

D20. Have you hired servants for doing 
your household chores? 
 1)   no      2 )  yes 
D26. If yes, what is the per month cost of 
their services? 
 

What percentage of your income do you 
spend on meeting: 
  D23a.Your own needs ------ 
  D23b. The needs of your spouse  
               and children ( if relevant) ------ 
  D23c   Needs of other family members who 
              are dependent on you e.g. parents, 
              siblings etc. ( if relevant) ------- 
  D23d What percentage of your income do 
               you Save ?-------           

   
Information about your parents 
    D24. Your mother’s years of schooling                 D26. Your mother’s occupation 
 
    D25. Your father’s years of schooling                   D27.Your father’s occupation 
     
D28. Does any of your female family members have a job outside  the home? 
                                         1)   no      2 )  yes 
Please provide information about the members of your household.   
 
S.No. E01 

Relationship 
with respondent 

E02
Age 

  E03 
Current occupational  
status 

 
 
Codes for E01    
1 spouse   2 son     
3 daughter   4 father  
5mother 6 father-in-law  
7 mother-in-law 8 sister  
9brother 
10sister-in-law    
11  brother-in-law 
12 niece  13 nephew  
14 grandson   
15 granddaughter   
16 any other  

  
 

  

  
 

  

  
 

  

  
 

  

  
 

  

  
 

  

  



 

D29. Please give an estimate of your total family income from all sources: 

Kindly provide some information on your daily routine: 

Usual time to wake up:                                                  Usual time to go to bed:  

D30  During week days                                                D32    During week days  

D31 Over week ends                                                    D33    Over week ends 

 

Activity 

Number of hours spent 

daily 

 

Week  

Days 

Week 

Ends 

Time spent on commuting to and from workplace 

 

D34  

Office hours 

 

D35  

House hold chores 

 

D36 D37 

Child rearing and caring ( if relevant) 

 

D38 D39 

Caring for chronically sick ( if relevant) 

 

D40 D41 

Any other routine activity which needs to be attended daily, please 

specify. 

 

D42 D43 

 

THANKYOU VERY MUCH FOR YOUR CO-OPERATION 

 
 



 

Appendix D 
 
 
 



 

Appendix E 

Pakistan is signatory to the following international declarations. In each of these gender 

equality is a major objective: 

 Declaration of Human Rights;  

 Forward-Looking Strategies for the Advancement of Women; 

 Convention on Elimination of All forms of Discrimination Against Women 
(CEDAW); 

 Mellinium Development Goals (MDGs); 

 Convention on the Rights of the Child.  

Pakistan has issued the following policies for complete elimination of discrimination 

against women: 

 The National Plan of Action 1998 (NPA). NPA puts together the strategic 
objectives and actions the government of Pakistan intends to take for 
implementation of the Beijing Platform for Action. NPA seeks to address 
legislative, policy, structural and administrative reform through the involvement 
of government, civil society and other stakeholders. 

 The National Policy for Development and Empowerment of Women 
2002(NPDEW). The goal of NPDEW is empowerment of Pakistani women, 
irrespective of caste, creed, religion, or other consideration for the realization of 
their full potential in all spheres of life, especially social, economic, personal and 
political. Priority areas of NPDEW include: mainstreaming gender issues through 
integration into all sectors of national development and eliminating all negative 
social practices.  

 The Mid Term Development Framework (2005-10) (MTDF) of the Federal 
Government. MTDF envisions enhancement of the status of women through 
promotion and protection of women’s rights, their empowerment and 
advancement, and their active participation in all spheres and at all levels, so as to 
bridge the gender gaps and move towards gender equality. 

 Poverty Reduction Strategy Paper 2003. (PRSP-I) includes provisions for gender 
equality and empowerment of women e.g. there is a gender equality matrix with 
indicators to measure reductions in gender gaps. 



 

 Poverty Reduction Strategy Paper 2007. (PRSP-II) continues the government’s 
commitment to gender mainstreaming and women’s economic development 
through measures such as training, access to job, opportunities, and micro credit. 

 Vision 2030 released in 2007 It envisions equal rights and respect for women and 
gender parity in all aspects of life. The major areas identified for government 
action are women’s access to education and employment such that quotas of 
women in public jobs are utilized, narrow gender gaps in the MDGs, and 
implementation of legal reforms. 

Some of the institutional arrangements for implementation of the above policies are: 

 Establishment of Ministry of Women Development (MOWD). Established in its 
present form in 1997, MOWD has to ensure that women’s interests and needs 
are adequately represented by various organs of government by playing a 
leadership role in advocacy and technical guidance for gender reforms. It has to 
undertake and promote projects and research on the conditions and problems of 
women for providing special facilities to women so that they may participate 
fully in all spheres of national life. 

 Formation of National Commission on the Status of Women (NCSW). The 
Government set-up a National Commission on the Status of Women on a 
permanent basis in July 2000. NCSW has been specially mandated to regularly 
review all laws, policies and practices that have an impact on women. The main 
objective of the commission is to examine the policy, programs and other 
measures taken by the government for women development and gender equality 
to assess implementation and make suitable recommendations to the concerned 
authorities where considered necessary. 

 Reservation of Seats for Women in Local Bodies and Higher-Level Legislature. 
Under the Conduct of General Elections Order 2002, (Chief Executive’s Order 
No. 7 of 2002), a 17 % quota has been reserved for women at the federal and 
provincial levels. Likewise, 33% seats in the district and sub-district councils are 
exclusively for women.  

 Quota for women in public sector employment. Quota for women has been 
enhanced from 5% to 10% in federal civil service. Strategic Objective H.4.1 of 
the NPDEW- Implementation Matrix (GOP, 2002) aims to “enhance women’s 
representation in all public, semi-autonomous and government corporations to 
25%”.  

 Gender Reform Action Program (GRAP). The program was initiated with the 
help of Asian Development Bank in 2000. MOWD launched the program at the 
federal and provincial levels. However provincial implementation did not start 
until 3 years later. Punjab took the lead in implementation of GRAP. Gender 
mainstreaming units were established in several key departments of Punjab 



 

government. In other provinces (such as in K-P) the program did not even begin 
(UNDP, 2009). Federal GRAP is the central government’s self-financed gender 
program. Its main objectives are administrative and institutional restructuring, 
political empowerment, policy and fiscal reforms and enhanced role of women 
in public sector employment. Gender Development Sections (GDSs) funded 
through GRAP  function within several federal ministries. The staff of these 
units located within the line agencies is responsible for creating gender 
awareness and capacity building; gender analysis of sector policies and 
programs; gender mainstreaming and compiling sex disaggregated data for 
future planning. 

  
 Lending implementation support to the Gender Support Program (GSP). The 

Gender Support Program is a UNDP led umbrella program which includes 
interventions such as: Women’s Political School project; Gender Responsive 
Budgeting Initiative; Gender Mainstreaming in Planning & Development 
Departments and Division; Institutional Strengthening of the NCSW; Gender 
Justice through Musalihat Anjuman; and Women’s Access to Capital and 
Technology.1 Implementation partners in Pakistan include MOWD; the Ministry 
of Local Government, Planning and Development Division; the Ministry of 
Finance; and counterpart departments at the provincial level.  

 
 Other donor sponsored interventions complementing GSPs: These include 

Program for the Advancement of Gender Equality in the areas of Education, 
Health, Human Rights, and Economic Empowerment sponsored by CIDA; 
Gender parity and equality in education and health through Maternal and 
Newborn Health project and the Education Policy Support Project sponsored by 
DFID; Capacity Building for MOWD sponsored by Deutsche Gesellschaft für 
Technische Zusammenarbeit or German Agency for Technical Cooperation 
(GTZ); Women’s Employment Concerns and Working Conditions project 
implemented by ILO; Program to strengthen Micro Finance Institutions (MFIs) 
to provide direct support to NGOs and other agencies involved in enterprise 
development for women sponsored by SDC ; Program for implementation of a 
strategy for scaling up HIV  prevention for women in Pakistan under UNFPA 
and The Joint United Nations Program on HIV/AIDS (UNAIDS); Support for 
women’s human rights and access to justice by United States Agency for 
International Development (USAID).  

 
 
 

                                                 
1 GSP is co-financed by the Royal Norwegian Embassy, Canadian International Development Agency 
(CIDA), Swiss Agency for Development and Cooperation (SDC), Department for International 
Development of the United Kingdom (DFID). Partners within the United Nations (UN) include the 
International Labor Organization(ILO); United Nations Industrial Development Organization (UNIDO); 
United Nations Population Fund (UNFPA); United Nations Children’s Fund (UNICEF); United Nations 
Educational, Scientific and Cultural Organization (UNESCO); and United Nations Development Fund for 
Women (UNIFEM). 
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