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Executive Summary 
1. Introduction 

This study is undertaken with the following objectives: 

(a) Review and analyse human resource management related laws/policies for administration 

of civil service from inclusion perspective, and 

(b) Provide recommendations for required legal and policy improvements. 

Achieving above objectives will lead the following: 

(a) A common understanding of the outstanding issues in inclusive public personnel 

administration; 

(b) A shared vision of representative public administration in operational terms; and 

(c) A detailed analysis of existing laws/policies  and recommendations for amendments; 

(d) A widely accepted plan of reform for developing an actively responsive civil service. 

The literature formed the primary basis of this assessment. Independent studies, working papers 

and official reports were reviewed extensively. Also reviewed were relevant laws, policy papers 

and reform plans.  

2. Administration  

The civil service is frequently the first choice of young university graduates in Nepal. There are 

still many 'best-in-class' men and women in the service. But public goods are not commensurate 

to the expectations of the people of a new-found democracy. Why? 

Perhaps a useful framework for searching out explanations is provided by Collins and Hansen. In 

Great by Choice the authors have identified four distinct attributes of leaders who led their 

enterprises 10 times ahead of the average runner: Fanatic Discipline, Empirical Creativity, 

Productive Paranoia and Level 5 Ambition (Collins and Hansen 2011). Coming out of years of 

rigorous research involving multiple cases and intensive documentation, these basics are 

applicable to all organisations regardless of their nature. 

As could be inferred from the words or phrases that were widely used in those days, those values 

were: integrity, free use of judgement, unbiased perspective, patriotism and justice for the 

disadvantaged.1  They were shared down the line and defined the culture of the organisation.  

                                                           
1 The Nepali words are more telling: Imandharam (Integrity), vivekko swatantra prayog (free use of judgement), 

nispachheta (unbiased perspective), deshbhakti (patriotism) and nimukhalai nyaya (justice for the disadvantaged). 
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The dictum that administration should be run by justice, and not by kindness, which is echoed so 

often even now, attests to the force of such values then.  

We will have to rediscover them. But the rediscovery process will entail getting fanatically 

disciplined people to the top everywhere with a good deal of leading space around. 

3. Policy and Legal Provisions for Inclusive Civil Service 

Inclusive policy in Nepal has often been a response to the demand by women and other 

marginalized groups for a role in national life.  The demand represents a legitimate fight for 

equality and is not new. 

The Interim Constitutionof Nepal 2007 includes several gender-friendly provisions and inclusive 

principles, not least the fundamental right of the citizen to social justice. Article 21 states that 

women, Dalits, adibasi janajatis, the madheshi community, downtrodden classes, poor farmers, 

and workers who have lagged behind from the economic, social or educational viewpoint shall 

have the right to participate in the state structure based on the principle of proportionate 

representation. 

Then, in August 2007, the second amendment to the 1992 Civil Service Act provided for 

reserving 45 per cent of all vacancies to be fulfilled by way of open competition and, assuming 

the vacancies thus reserved to be 100 per cent, fulfilling the same by way of separately-held 

competitions from among each of the six specified categories of candidates: Women                               

(33 per cent), adibasi janajati (27 per cent), madheshi (22 per cent), Dalit (9 per cent), persons 

with disability (5 per cent) and those from the backward areas (4 per cent). 

The Civil Service (Second Amendment) Act 2007 has since formed a reference for other public 

services and similar, if not the same, provisions have been made in security services, university 

services and so on. 

Many factors seem to be at work in achieving representative public administration beyond the 

arithmetic of reservation, however. Finding them out and addressing them together should be 

part of the reform agenda. 

4. Issues on Promotion of Inclusiveness in Civil Service 

The issues involved in representative public administration are both theoretical and practical. 

a) Representation: active or passive  

Representation is understood in both active and passive terms. The passive form of 

representation is the mere presence of the marginalized sections of society in public 

bureaucracy. But the real search is active representation, or administrative responsiveness in 

terms of addressing the concerns of the segments of population being represented.  Passive 

representation is, then, more following than leading.  
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b) Exclusion: social only or economic also 

Exclusion is usually regarded as social marginalization. However, years of economic 

deprivation can also force groups into the margins of society. Conversely, gains in economic 

status are often accompanied by gains in social status. So exclusion can take place either way. 

Focussing on the intersection is all-inclusive. It also avoids the inclusion error. 

c)  Scope: politics only or professions also 

While politicians represent people, professionals represent disciplines. Rules, such as the one 

third minimum everywhere, do not take cognizance of this difference. Making reservation for 

ensuring representation in professions is even more unusual. It only means that the way in 

which we tend to equate representation in bureaucracy with representation in Parliament is 

untenable. 

d) Rationale: compensatory or organisational 

It is not clear why affirmative action is often linked to compensation for historical 

discrimination.  Diversity brings dynamism in the working environment. Diversity makes 

good teams. Diversity is also the source of creativity. It adds to the reach, resilience and even 

power of organisations. Organisational diversity is something to be achieved, and not 

something to be accepted. 

e) Principle: proportionate or critical mass 

Representation pursuant to demographics is not a feasible proposition. For one thing, social 

groupings are not mutually exclusive; for another, it will entail reservation to an absurd 

extent.     

Underlying both the stereotyping level of 20 per cent and the critical mass level of 30 per cent 

is the assumption that there is only one minority group – the rest being alike. But the 

assumption should hold true even when there are more than one minority groupings, or 'non-

minority groupings', for that matter.  

f) Reversibility: a threat or an opportunity 

The 'critical mass' level of representation will require us to reverse our policy of reservation. 

In addition, this means that affirmative action will have to be done away with on achieving 

the targeted percentage. Also, the law will have to be amended or promulgated anew on the 

'sun set' line – that it will render itself void on that great day whether it comes five, seven or 

10 years into the future. 

5. Recommendations 

The merit system itself owes it origins to the movement against the tradition of patronage, which 

was prevalent in the 19th century Britain. With the merit principle, the base of the civil service 

was considerably broadened as anyone qualified but belonging to the non-ruling class also stood 

an equal chance of entering it. It is a classic irony that what was once upon a time considered to 
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be the basis of inclusion is today considered to be the basis of exclusion. Isolated initiatives have 

not led us anywhere. The mainstream reform should be prioritized. Perhaps two options can be 

identified. 

Option 1: The new way – reservation for merit and consideration for diversity 

This option is about maintaining the competitive dynamics of meritocracy in public 

administration and further encouraging them by bringing in new members in our old-like teams. 

The doors will be open wider with a sidewalk but the windows will be closed and everybody will 

be using the same staircase to walk up the stairs.  

Ensure meritocratic dynamics, encourage representative attributes, exclude the economically 

included, limit entry to initial points, avoid reservation within reservation, phase out reservation, 

review testing procedures, maintain high bars, escape sympathy, make all responsive 

Option 2:  The old way – consideration for merit and reservation for diversity 

 It is an option in which we are still in the process of restructuring the State and little is known 

about functional distribution among provinces and the centre in a federal democratic republic. So 

do some incremental improvement in the interim. 

Create inclusion friendly-environment, initiate outreach recruitment, enhance preparatory 

classes, make placement  policy sensitive to the need of reserved category employees, introduce 

flexi time and flexi place system, improve office lay out, make all the employees of the reserved 

category eligible for pension, redefine social competencies, redesign training and development 

program, change personal records system enabling generation of disaggregated information, 

define the code of conduct specifying  that the civil servants shall remain respectful of all 

colleagues regardless of their sex, religion or ethnic origin, extend day care centres to regional 

and district headquarters, enable gender-friendly and inclusive exceptions by amending civil 

service acts, formulate a guideline on sexual harassment, incorporate the content related to 

respecting diversity, develop physical requirement and functional classification framework of 

people with disability, scale up career counseling programme, make legal provision for substitute 

temporary staff and  prepare official paper on inclusive public personnel policy. 
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Chapter 1 

Introduction 
1.1 Background 
 

'The State has adopted the policy of inclusion without having any analysis ...,' declare Awasti and 

Adhikary in their analysis of inclusion in the civil service and some government-owned 

enterprises (Awasthi and Adhikary, 2012). Apparently the authors had in mind such types of 

analysis as those relating demographics to public positions to arrive at reservation for the under-

represented. But one could also think of other forms of analysis – of all options available for 

encouraging representation, of alternative ways of implementing the best option, of measures to 

ensure that nothing is weighed against merit and so on. 

 

If important considerations have not been made yet, it is never too late. In fact, ever since the 

2003 Hapure peace talks, in which the Government side expressed its readiness to reform the 

civil service in participatory terms, the technical process seems to have been overtaken by the 

political process, reducing everything to a matter of bargaining. While public choices are often 

compromises, a lack of reasonable understanding has arguably left many unconvinced of the 

choice and unclear as to further steps in what has been an important reform initiative.  

Perhaps this is also time a vision of representative public service was developed, and a course of 

action identified to realize the same by utilizing the information that has been collected, by 

drawing on the knowledgebase that has been established and by building on the arguments that 

have been advanced. 

1.2 Purpose 

This study is undertaken with the following objectives: 

a)     Review and analyse human resource management related laws/policies for 

administration of civil service from inclusion perspective, and 

b) Provide recommendations for required legal and policy improvements. 

Achieving above objectives will lead the following: 

a) A common understanding of the outstanding issues in inclusive public personnel 

administration; 

b) A shared vision of representative public administration in operational terms; and 

c) A detailed analysis of existing laws/policies  and recommendations for amendments; 

d) A widely accepted plan of reform for developing an actively responsive civil service. 
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1.3 Methodology 

 

The literature formed the primary basis of this assessment. Independent studies, working papers 

and official reports were reviewed extensively. Also reviewed were relevant laws, policy papers 

and reform plans.  

 

Tables of secondary data contained in such documents were updated where possible. Arguments 

were noted, findings were triangulated and additional cross-breaks were done. Scholarly 

consultations – mostly individual and informal – were another important source of information 

and insight.  

The conclusions of this assessment must be tempered by its limitations. The inquiry was done as 

part of an assignment and the terms of reference governed the scope thereof. Also, the review 

was focused on Nepal.  
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Chapter 2 

Administration 
2.1 Basics 

 

The civil service is frequently the first choice of young university graduates in Nepal. There are 

still many 'best-in-class' men and women in the service. But public goods are not commensurate 

to the expectations of the people of a new-found democracy. Why? 

 

Perhaps a useful framework for searching out explanations is provided by Collins and Hansen. In 

Great by Choice the authors have identified four distinct attributes of leaders who led their 

enterprises 10 times ahead of the average runner: Fanatic Discipline, Empirical Creativity, 

Productive Paranoia and Level 5 Ambition (Collins and Hansen, 2011). Coming out of years of 

rigorous research involving multiple cases and intensive documentation, these basics are 

applicable to all organisations regardless of their nature. 

All the four basics represent doing rather than having. Fanatic discipline is the first behaviour. 

As the authors write: 

Discipline, in essence, is consistency of action – consistency with values, consistency 

with long-term goals, consistency with performance standards, consistency of methods, 

consistency over time. Discipline is not the same as regimentation. ... Discipline is not 

the same as hierarchical obedience or adherence to bureaucratic rules. (Collins and 

Hansen, 2011, p.21) 

To be disciplined is to stand for values, and commit oneself to long-term goals, and chosen 

methods or standards of performance over time. 

The second identity is empirical creativity. By 'empirical' the authors mean 'relying upon 

direct observation, conducting practical experiments, and/or engaging directly with evidence 

rather than relying upon opinion, whim, conventional wisdom, authority, or untested ideas' 

(Collins and Hansen, 2011, pp.25-26).   

Those who are empirically creative validate ideas, find out what works and what does not 

and base action on knowledge. 

Productive paranoia – the third distinct behavioural attribute – is about remaining alert to 

possible threats, especially when everything is apparently going well. A state of 

preparedness, with contingency plans, enables organisational resilience to unexpected 

changes. 'By embracing the myriad of possible dangers, they put themselves in a superior 

position to overcome danger,' say the authors. 

Distinct as they are, the three behaviours are meaningful only when they are linked to the 

fifth level of ambition, a quest for something truly noble. The authors found that leaders of 

those successful companies aimed for more than just 'becoming successful'. Elaborating on 

their findings they write: 
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They didn't define themselves by money. They didn't define themselves by fame. 

They didn't define themselves by power. They defined themselves by impact and 

contribution and purpose (Collins and Hansen, 2011, p.33).      

2.2 Attributes  

Where does the Nepalese civil service stand against the Collins and Hansen basics?  

In terms of fanatic discipline, in the past, consistency was a widely noted feature of the civil 

service. People used to count consistency as an advantage of bureaucracy. Further, consistency 

was understood in many ways, not least in terms of value. 

What were those values? They were not written or documented otherwise, of course. But the 

founders of the civil service had envisaged an independent and knowledge-based profession in 

aid of the government of the day and undeterred by any influence in the discharge of its duties. 

Their spirit was reflected in the 1956 Civil Service Act. Among other things, the Act protected 

civil servants from demotion, arbitrary dismissal or even from being prosecuted on charges 

concerning their work. 

Political leaders were matched by administrative leaders. Together, they rose to the challenge of 

nation building. The upper echelons of administration consisted of people who led by examples, 

identifying themselves with certain values. It was not long before interesting stories would be 

told about how they lived by such values.  

As could be inferred from the words or phrases that were widely used in those days, those values 

were: integrity, free use of judgement, unbiased perspective, patriotism and justice for the 

disadvantaged (Argyris, 1992, pp 25-27). They were shared down the line and defined the 

culture of the organisation.  The dictum that administration should be run by justice, and not by 

kindness, which is echoed so often even now, attests to the force of such values then.  

Nearly six decades on, those values seem to have been forgotten, though. Our civil servants 

hardly talk of values these days. Indeed, it has been customary to label an idea as 'value-laden'. 

The quest is for objectivity, hard facts and value-free criteria.  

New terms, such as good governance, rule of law, accountability, responsiveness, transparency, 

neutrality and people-oriented administration, have come into vogue, of course. But it is hard to 

say if they are values. They are at best what Argyris and Donald SchÖn call espoused values – 

values articulated but not at work. Perhaps the theories-in-use – Argyris and SchÖn term for the 

values which are lived by – are different (Argyris 1998, pp. 25-27).      

The 90s saw erosion of values world over. Re-engineering, reinvention, relocation, strategic re-

orientation, rightsizing – all took attention away from people. People were ignored; systems, 

models and approaches were exalted. 

For Nepal it all happened to be at a time when the country had returned to democratic rule. The 

new leaders needed new things and, paradoxically, 'subjects' gave way to 'objects'. 'The person is 

nothing; the system should govern' became the new conventional wisdom.  
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Civil service leaders have been impoverished in other ways too. Since mistakes are not tolerated, 

people are deterred from taking the risk associated with an early experiment. Besides, pressure 

groups always come across any genuine change initiative.. Trade unions are also gaining in 

power and influence of late. Many decisions taken have to be reversed in the face of undue 

pressure. The morale, credibility and even initiative are on the decline everywhere.     

 

For those who don't have productive paranoia, all this is making life easier. They can get along, 

keep on changing places and enjoy time-serving. But for all others with Level 5 ambitions, a lack 

of the leading space, a lack of influence over colleagues and a lack of opportunities to do 

something meaningful in life have proved to be disastrous. Deprived of trust, choice and respect, 

they have lost self-regard. With it has gone their power of expectations, a characteristic influence 

of any leader (Livingston, 1969).  Given little or no challenge and everything reduced to routine, 

forward-looking, worrying about future and preparing for contingencies have ceased to be 

meaningful in a culture where there is little recognition of proactive behaviour.  

 

Much like a self-fulfilling prophecy, administration is not delivering because administrators are 

uncaring, averse to change and well versed in manoeuvring. More accurate specifications, more 

policing and perhaps a little incentive will make them do. But the machinery is running down 

with every reform initiative. 

 
 2.3 The way out 
 

The Collins and Hansen basics were chosen to guide this assessment because they represent the 

very current managerial practice. The authors have discovered that advances are determined by 

behavioural factors – disciplined effort, high ambition, preparedness for uncertainties and 

knowledge-creating trials.  

  

If the real reform starts with a search for meaning to people, reforming systems is the wrong way 

to go. Already in the 1990s, Ghoshal and Bartnett had called for moving beyond systems to 

people.  

 

So the way out of the current administrative quandary is towards people (Box 1). This does not 

mean ignoring administrative procedures, transparency requirements and all other conditions of 

democratic governance. Indeed, it means fulfilling them more than ever by creating a sufficient 

leading space, not least by enabling leaders to reach out to people who are capable but forced to 

live with the 'isolationism' of systems-based management. 

 

Collins calls it a culture of discipline, adding the following: 

When you have disciplined people, you don't need hierarchy. When you have 

disciplined thought, you don't need bureaucracy. When you have disciplined action, you 

don't need excessive controls (Collins, 2001). 
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Box 1: From Systems to People 

Systems-centred People-centred 

 Maximum possible specifications  Minimum critical specifications 

 Close-to-zero discretionary power  Reasonable discretionary power 

 Emphasis on external control  Emphasis on internal control 

 Independent evaluation  Self-evaluation 

 Search for uniformity  Search for diversity 

 Discouragement of mistakes  Encouragement of mistakes 

 Single-loop learning  Double-loop learning (Argyris, 1998) 

 

As was described earlier, the culture of discipline was the hallmark of our civil service in its 

early days and also for many years later. We will have to rediscover it. But the rediscovery 

process will entail getting fanatically disciplined people to the top everywhere with a good 

deal of leading space around. 

 

Then all agency leaders will have to be encouraged to be as ambitious as they possibly can – 

up to Level 5.This can be done by asking them to envision the future of their agency in terms 

of service delivery. The vision should be compelling – not just attractive – for all down the 

line. A five-page strategy paper may be done with ideas to be shared and practised agency-

wide.     

  

Meanwhile, efforts can also be made to effect productive paranoia. One way may be to 

work out new rules whereby agencies not living up to their own vision are relegated to lower 

divisions (in terms of funding, staffing and coverage), and, on catching up, are again 

promoted to upper divisions. A threat of closure will be neither desirable nor necessary, 

however. Needless to say, we will have fulfilled all four conditions for 10 times success by 

then. 
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Chapter 3 

Policy and Legal Provisions for Inclusive Civil Service 
 

3.1. Review of existing constitutional, legal and policy provisions 

 

For the study of inclusion in civil service, it is pertinent to take stock of policy and legal 

provisions. Stock taking is carried out below.  

 

3.1.1. Reservation 

 

Reservation in Nepal is a form of affirmative action designed to improve the participation of 

under-represented communities defined primarily by gender, caste, backwardness and disability.  

Reservation based on gender, caste, backwardness and disability are laws both Constitutional and 

statutory. 

 

The advent of democracy in 1951 ushered in many changes in Nepal. Until then the demand for 

inclusion was part of – and perhaps overshadowed by – the broader civil rights movement. 

Democracy brought with it equal rights for all citizens regardless of gender or other forms of 

social grouping.  

The Constitution of the Kingdom of Nepal 1990 enabled inclusive policies in four ways: 

 by virtue of a proviso to the right to equality conferred by Article 11(3) allowing the State 

to make laws providing for special measures for the protection and development of 

women, children, senior citizens or persons with physical or mental disability or classes 

who have lagged behind from the economic, social or educational viewpoint; 

 by directing the State in principle to pursue the policy of maximally involving women in 

national development by making special provisions for the education, health and 

employment of women [Article 26 (7)];  

 by directing the State in principle to pursue the policy of uplifting ethnic groups and 

communities who have lagged behind from the economic or social viewpoint [Article 26 

(10)]; and 

  by requiring every political party or organisation to field at least five per cent female 

candidates in the elections for the erstwhile House of Representatives [Article 114].  

“The Governance Reform: A Road Map” was a comprehensive plan of action, published by the 

Ministry of General Administration in December 2003. The Road Map foresaw a number of 

reforms, inter alia, amending the law with a view to (a) reserving, for the time being, 20 per cent 

of all entry-level vacancies for women for five years; and (b) for reserving 10 per cent and 10 per 

cent positions for Dalits (socially untouchable class as per the Hindu caste system) and Janajatis 

(indigenous and ethnic community) likewise.              



                                                                                                                                                                  

Page 11 

 

The reservation system has received a mixed response since its inception. It has been praised for 

diminishing the gap between well represented and under- represented through reservation. It has 

also been criticized for discouraging a merit based system. Brief Introductory Booklet" The 

Public Service Commission of Nepal" published by PSC quotes that:  

 

The recent historic political change in 2007A.D. in the country has been characterized by its 

drive for inclusive society as well as the federal state. The growing emphasis on inclusiveness 

in recruitment and promotion of public servants seems to have narrowed the scope of the PSC 

for selection of candidates on a merit basis, besides increasing complexities in its work 

processes reducing efficiency in operation. To some extent, it has also posed a challenge on 

maintaining meritocracy in the civil service. 

The Interim Constitution of Nepal states in its article 13.1, 13.2 and 13.3 as a fundamental right 

to equality"(1) All citizens shall be equal before the law. No person shall be denied the equal 

protection of the laws. (2) No discrimination shall be made against any citizen in the application 

of general laws on grounds of religion, color, sex, caste, tribe, origin, language or ideological 

conviction or any of these. (3) The State shall not discriminate against citizens among citizens on 

grounds of religion, race, caste, tribe, sex, origin, language or ideological conviction or any of 

these." Constitution further states, "Provided that nothing shall be deemed to prevent the making 

of special provisions by law for the protection, empowerment or advancement of women, Dalits, 

indigenous peoples (Adibasi, Janajati), Madhesi (people originally from southern flat land called 

Terai) or farmers, workers, economically, socially or culturally backward classes or children, the 

aged and the disabled or those who are  physically or mentally incapacitated." 

 The Interim Constitution of Nepal further states in its article 21  as a right to social justice," The 

economically, socially or educationally backward women, Dalits, indigenous peoples, Madhesi 

communities, oppressed classes, poor farmers and labors shall have the right to take part in the 

structures of the State on the basis of the principle of 'proportional inclusion." 

The Interim Constitution of Nepal  states in its article 33( dl)    as an Obligations of the State, 

"To have participation of Madhesi, Dalit, indigenous peoples, women, labors, farmers, disabled, 

backward classes and regions in all organs of the State structure on the basis of proportional 

inclusion." 

The Interim Constitution further states in its article 35.8, 35.10, and 35.14 as a Policy of the State 

as follows: 

(35.8) The State shall pursue a policy of making the women participate, to the maximum extent, 

in the task of national development, by making special provisions for their education, health and 

employment. 

(35.10) The State shall pursue a policy of uplifting the economically and socially backward 

indigenous peoples, Madhesi, Dalit, marginalized communities, and workers and farmers living 

below the poverty line, by making a provision of reservation in education, health, housing, food 

sovereignty and employment, for a certain period of time. 

(35.14) The State shall pursue a policy of making a special provision, based on positive 

discrimination, for the minorities, landless people, landless squatters, bonded labours, the 
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disabled, backward regions and communities and victims of conflict, the women, Dalit, 

indigenous people, Madhesi and Muslims, as well. 

The Comprehensive Peace Accord (CPA) concluded between the Government of Nepal and 

Communist Party of Nepal (Maoist) states that," To end the existing centralized and unitary 

structure of the State so as to address the problems including those of women, Dalit, indigenous 

peoples, Madhesi, oppressed, excluded and minority communities and backward regions, and 

make an inclusive, democratic and progressive restructuring of the State, while at the same time 

doing away with discriminations based on class, caste, language, gender, culture, religion and 

region." 

CPA further obligates the state, "Both parties respect the right of every citizen to take part 

directly or through representative of his or her choice in issues of public concern, to vote, to be 

elected and to equality in admission to public services." 

Section 7.7 of Civil Service Act has provisioned reservation in order to make inclusive the civil 

service, forty-five percent  of the posts to be fulfilled by open competition shall be set aside and 

be filled up by having separate competition between the following candidates only, by 

considering the percentage into cent percent: 

(a) Women -Thirty Three Percent 

(b) Adiwasi/Janjati -Twenty Seven Percent 

(c) Madhesi -Twenty Two Percent 

(d) Dalit - Nine Percent 

(e) Disabled (differently able)- Five Percent 

(f) Backward Area - Four Percent 

According to Civil Service Act "backward area" means Accham, Kalikot, Jajarkot, Jumla, 

Dolpa, Bajhang, Bajura, Mugu and Humla districts and "women, Adiwasi/Janajati, Madhesi, 

and Dalit"means women, Adiwasi/Janajati, Madhesi, and Dalit who are backward economically 

and socially. 

 

All the residents of Accham, Kalikot, Jajarkot, Jumla, Dolpa, Bajhang, Bajura, Mugu and Humla 

and  all women,Adiwasi/Janajati, Madhesi, and Dalit are considered as economically and 

socially backward. 

Vacant post to be filled by people with disability shall be filled up through competitive 

examination between such disabled only as may be specified for any specific nature of work. 

Specific nature of the job and severity of the disability is yet to be defined. 

 

Section 7.11 of Civil Service Act specifies 45 per cent of vacancies in civil service as a quota 

reserved for the candidates from the residents of Accham, Kalikot, Jajarkot, Jumla, Dolpa, 

Bajhang, Bajura, Mugu and Humla and all women,Adiwasi/Janajati,Madhesi, and Dalit and 

people  with disability respectively for a period of ten years, after which the quota system would 

be reviewed.  
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3.1.2. Recruitment and selection 

Public Service Commission (PSC) is assigned recruitment and selection function. 

PSC calls the applications from the interested eligible candidates for each post by each method. 

Advertising notice is published in the Gorkhapatra (National Daily), Weekly Bulletin of the 

Commission and the website of the commission (www. psc.gov.np). The interested eligible 

candidate can register duly filled application form (in the prescribed format) for the vacant 

position advertised through the commission’s notice within the time-frame at any of the offices 

mentioned in the advertisement/notice. Along with the application form the candidate has to 

submit the photocopies of all the required documents and the examination fee for each post. 

 

There are five Regional Directorates (RDs) each in a Development Region, nine Zonal Offices 

(ZOs) and a Kathmandu Valley Application Collection Centre (KVACC).PSC is collecting 

application through its own offices only. There is no provision of online application.   

 

3.1.3. Formation of Interview Committee 

 

Public Service Commission act has provisioned about interview committee. An Interview 

Committee   shall be formed   headed by Chairperson or by a Member or by any other person 

designated by the Chairperson in order to select the candidate.  The commission shall maintain 

inclusive participation while forming interview Committee. At least one person is nominated as a 

member of an Interview Committee from amongst the persons of women, indigenous 

nationalities, Madhesi, Dalit, and remote areas, shall be considered to have been inclusive.  

3.1.4. Oath 

An oath is a statement of fact or a promise or a promise calling upon something or someone that 

the oath maker considers sacred as a witness to the binding nature of the promise. By 

implication, this invokes divine displeasure if the oath taker fails in their sworn duties. An oath 

has its own importance. The format of oath as provisioned by civil service rules does not 

incorporate the content related to respecting diversity. Section 14 of Civil Service Act obligates 

each civil employee must, before assuming his/her office after being appointed for the first time, 

swear an oath as prescribed. 

Format of Oath is as follows; 

I, …………………… , hereby, swear in the name of God that I, as a civil employee, shall 

discharge the duties assigned to me faithfully to the best of my knowledge and wisdom, by 

being disciplined and loyal to the country and the government, subject to the Civil Service 

Rules, 2050 (----) and the laws in force, without fear, partiality or favor, malice or greed, and 

that I shall not disclose to anyone other than the authorized person any governmental secrecy 

related with the service which is known to me either directly or indirectly at any time, 

irrespective of whether or not I remain in the service. 
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3.1.5. Posting of civil employee  

Section (15.1) of Civil Service Act states that the posting of a civil employee shall be made 

based on his/her educational qualifications, training and experience. It does not cover special 

need of the employees. 

 3.1.6. Probation period  

Section(16)of Civil Service Act provisions that while making fresh appointment to any 

permanent post of the civil service, such appointment shall be made on probation for a period 

of Six months in the case of a female civil employee, and one year, in the case of a male civil 

employee. If his/her performance is not satisfactory during the probation period, his/her 

appointment may be canceled. The appointment of a civil employee whose appointment has 

not been so cancelled shall be deemed to have ipso facto been confirmed on the expiration of 

the probation period. Exemption of probation period by six months is a good step to 

encourage new entrants in the civil service.  But the stigma created by this provision in the 

civil service is unknown.  

 

The location of PSC offices 

 

3.1.7. Transfer 

Section (18.1) of Civil Service Act provisions that the civil employees shall be transferred in 

order to provide them, inter alia, with experience of different geographical regions of the 

country. It gives chance to acquire knowledge of geographical, cultural and social diversity of 

the country. 
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3.1.8. Minimum service period and educational qualifications required to be candidate for 

promotion  

Section (21.1) of Civil Service Act provisions that In order to be a candidate for promotion, one 

must possess the educational qualifications as prescribed for the post that is One class below the 

class of the post to which promotion is made and have completed the minimum service period as 

follows: 

(a) Three years for a non-gazetted post, 

(b) Five years for a gazetted post. 

 

Notwithstanding anything contained in Sub-section (1), even though any women, 

Adiwasi/Janjati, Madhesi, Dalit, Disable and permanently residing in the backward area civil 

employee has a service period that is the above-mentioned service period less one year, she shall 

be a potential candidate for promotion. One year of weaver will encourage the underrepresented 

one to get promotion. It does not explain about multi level benefit enjoying by same candidate. 

3.1.9. Pension 
Section (37.1) of Civil Service Act provisions that  a civil employee who has been in government 

service for a period of Twenty years or more shall be entitled to a monthly pension at the 

following rate: 

       Total year of service X amount of the last salary 

                                         50 

Section (37.1a) of Civil Service Act provisions that  in the case of not obtaining the pension by 

the service period due to compulsory retirement to the employees appointed as a women 

candidate in a class or post as maximum age of Forty years  shall be provided  pension by adding 

up to two years in service period to such employee . To complete recruitment and selection 

process by Public Service Commission, it will take not less than nine months.  Candidate who is 

completing almost forty years of age at the time of application will be eligible for service and not 

entitled to get pension even by adding two years. 

3.1.10. Conduct 

  Chapter seven of Civil Service Act has provisioned about the conduct of civil servant. The goal 

of this Code of conduct is to establish norms of conduct for civil service and inform the citizens 

about the conduct the civil servants shall have for the purpose of improving the quality of the 

civil service; ensuring a better administration in promoting the public interest; contributing to 

prevention and elimination of bureaucracy and corruption in the public administration, as well as 

creating an environment that would enhance citizens’ trust in the public authority.  Respecting 

diversity is not provisioned as a code of conduct explicitly in the Civil Service Act. 

3.1.11. Sheet-roll 

Sheet-roll is mandatory to be filled in by each employee. Rule 22.1 of civil service rule has 

provisioned it. It includes detailed information about the personnel.  But it does not cover 

disaggregated details about diversity and inclusion. 
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3.1.12. Lay out of office and child care facility 

 

Layout of office is not specified. Accessibility of people with disability need to be considered. If 

we are to achieve a richer culture, we must weave one in which each one will find a fitting place. 

Child care facility near the office complex will help to improve work efficiency of female 

employee as well as male employee. 

 

3.1.13. Flexitime and flexplace 

 

Flexitime is a scheme where an organization gives its employees the opportunity of a flexible 

working hours arrangement. Flextime is a variable work schedule, in contrast to traditional work 

arrangements requiring employees to work a standard 10 a.m. to 5 p.m. day. Under flextime, 

there is typically a core period of the day, when employees are expected to be at work (for 

example, between 10 a.m. and 2 p.m.), while the rest of the working day is "flextime", in which 

employees can choose when they work, subject to achieving total daily, weekly or monthly hours 

of what the employer expects, and subject to the necessary work being done. A flextime policy 

allows staff to determine when they will work, while a flexplace policy allows staff to determine 

where they will work. Advantages include allowing employees to adopt their work hours to 

public transport schedules, to the schedules their children have, and that road traffic will be less 

congested, more spread out. There is no provision of flextime and flexplace in civil service. 

 

3.1.14. Substitute staff 

 

There is no provision of substitute staff while taking long leave by any personnel. Women 

employees are entitled to get maternity leave of sixty days. Normally after completion of sixty 

days maternity leave they want to take more leave from their reserved leaves. 

3.2 Progress 

How far have we been able to come in achieving representative civil service?  

The profile of the public service has changed in many ways during the past five years or so. 

Table 1 captures it from the viewpoint of women's presence. 

Overall, the proportion of female public servants has increased only slightly – from 12.87 in 

2008 to 13.02 in 2012. In the civil service, and despite reservation, it has actually declined by 

1.37 percentage points during that period. The same is true of other social groupings as well 

(Table 2).  

Table 3 indicates that vacancies under the reserved categories have not been fulfilled timely for 

one reason or other. 

 

Figures in Table 3 should be interpreted with caution, however. For instance, it shouldn't be 

inferred that there are not sufficiently qualified candidates for the reserved quota, even though 

this could be true in some cases, especially in technical positions. The main reason for the 

http://en.wikipedia.org/wiki/Wage_labour
http://en.wikipedia.org/wiki/Working_day
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recommendations falling short of vacancies is a rather long process involved therein, which 

normally takes 18 to 24 months (Awasthi and Adhikary, 2012, p 38).   

 

TABLE 1: WOMEN IN ADMINISTRATION 

 2008 2012 

M F Total M F Total 

The civil service 93,873 10,313 

(9.90%) 

104,186 78,052 7,280 

(8.53%) 

85,332 

 

Officer-level 8,114 431 

(5.04%) 

8,545 12,439 929 

(6.95%) 

13,368 

 

Non-officer level 62,551 8,329 

(11.75%) 

70,880 45,726 4,818 

(9.53%) 

50,544 

 

Non-class 23,208 1,553 

(6.27%) 

24,761 19,887 1,533 

(7.16%) 

21,420 

 

The health service 9,049 4,887 

(35.06%) 

13,936 9,738 5,864 

(37.58%) 

15,602 

 

Total 102,922 15,200 

(12.87%) 

118,122 87,790 13,144 

(13.02%) 

100,934 

 

Source: Adapted from Awasti and Adhikary, op. cit., pp. 28-29. 

 

TABLE 2: ETHNIC REPRESENTATION IN THE CIVIL SERVICE – OFFICER LEVELS 

 2006 2012 

Numbers Percentages  Numbers  Percentages 

Janajatis 1,416 17.49 1,593 12.28 

Mashesis 805 9.94 1,068 8.23 

Dalits 74 0.92 117 0.90 

Others 5,801 71.65 10,193 78.59 

Total 8,096 100 12,971 100 

Source: Adapted from Awasti and Adhikary, op. cit., p. 39. 

TABLE 3: FROM ADVERTISEMENT TO APPOINTMENT IN RESERVED CATEGORIES – 

FISCAL 2009/10 

Categories Vacancies Applications Interviewees Recommendations 

Women 495 55,902 181 86 

Janajatis 368 22,196 124 59 

Mashesis 319 13,734 78 36 

Dalits 142 4,155 10 10 

Persons with disability 64 2,106 23 9 



                                                                                                                                                                  

Page 18 

 

Backward areas  43 2,830 20 6 

Total 1,431 100,923 436 206 

Source: Adapted from Awasti and Adhikary, op. cit., pp. 26-38. 

Figures in Table 3 should be interpreted with caution, however. For instance, it shouldn't be 

inferred that there are not sufficiently qualified candidates for the reserved quota, even though 

this could be true in some cases, especially in technical positions. The main reason for the 

recommendations falling short of vacancies is a rather long process involved therein, which 

normally takes 18 to 24 months (Awasthi and Adhikary, 2012, p 38).   

Perhaps a much better picture appears geographically. As presented in the Annex, the public 

service has been staffed from across the country. Level-wise, too, all districts have been 

represented up to Class 3 officers and all but four – Dolpa, Kalikot, Mugu and Manang – up to 

Class 2 officers. The numbers are not unnoticeable, either. Even Manang has 42 of its people in 

the public service today.  

For all the talk, our bureaucracy has not yet been as representative of women and other social 

groupings as was expected. The main reason is obvious. Because a long time has been taken in 

fulfilling positions, results of reservation have not appeared quickly.   

Reorganisation may also have disproportionately affected the make-up of the civil service. For 

instance, downsizing may have lowered the number of vacancies likely to be fulfilled by women 

and ethnic minorities. It could well be that they might have more readily responded to voluntary 

retirement options due to dismal career prospects.   

With that being said, other indications are also interesting. For instance, Table 1 reveals two 

opposite trends in women's presence – increasing at officer level and decreasing at non-officer 

level. 

One reason for this could be preparatory classes that were widely offered for young female 

graduates. For instance, Tiwari found that 97 per cent of new women entrants to the civil service 

at officer level had taken preparatory classes (Tiwari, 2066 BS). The other – and perhaps even 

more important – reason could be support from the family. The Tiwari study is revealing here 

too. Of all respondents, 56 per cent said that they were fully motivated by members of their 

family and an additional 32 per cent said that they, too, were motivated, likewise, albeit partially 

(Tiwari, 2066 BS). 

This means that there are many factors at work in achieving representative public administration 

beyond the arithmetic of reservation. Finding them out and addressing them together should be 

part of the reform agenda.  
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Chapter 4 

Issues on Promotion of Inclusiveness in Civil Service 

4.1 Conceptual issues 

Conceptual issues are general and not necessarily applicable, or specific, to Nepal.  
 

4.1.1 Representation: active or passive 

 

Even the passive form of representation, or the mere presence of marginalized sections of society 

in public bureaucracy, is important in ensuring broad-based ownership thereof. Thanks in part to 

the recent policy initiatives, the doors – windows even – of our public service are now wide open 

to social groupings that have been historically disadvantaged. A passively representative 

bureaucracy will soon be in sight. 

But the real search is active representation, or administrative responsiveness in terms of 

addressing the concerns of the segments of population being represented. Have the civil servants 

who represent specific groups represented their specific needs as well? If yes, to what extent 

have they been able to advocate such issues? 

These are very interesting questions, of course. But, as of now, the answers are only indicative, if 

not unknown. Generally speaking, civil servants with specific social backgrounds seem to be less 

likely to articulate the concerns of their 'constituencies' but more likely to support others who do 

so.  

Thus female administrators find it easier to support arguments of a male colleague who favours 

gender-friendly interventions rather than making such arguments themselves. This is perhaps 

because the value of impartiality is deeply rooted in the administrative tradition and favouritism 

is deemed to be unethical. So if someone from a different herd speaks out, there is no fear of 

being labelled 'biased', 'unprofessional' or 'communal' even.  

Research findings elsewhere seem to be in line with this reasoning. Bradbury, for one, has found 

that African American administrators are likely to support supportive government behaviours. As 

the author writes: 

The survey results confirm the hypothesis that African American citizens and 

administrators are more likely to support government behaviours that specifically target 

the interests of the African American community. An equally compelling pattern 

suggests that African American citizens and White administrators hold markedly 

different attitudes. ... Although the research hypothesis that African American 

administrators could more accurately predict the views of African American citizens 

could not be confirmed, the accuracy of prediction was significantly related to the 

adoption of the minority advocacy role (Bradbury, 2004-5).           
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 Passive representation is, then, more following than leading. This means that people from other 

social groupings will also have a role to play. In other words, inclusion has to be understood in 

broader terms – perhaps in terms of people with inclusive values. 

4.1.2 Exclusion: social only or economic also 

Another issue concerns with the dimensions of exclusion. Exclusion is usually regarded as social 

marginalization. However, years of economic deprivation can also force groups into the margins 

of society. Conversely, gains in economic status are often accompanied by gains in social status. 

So exclusion can take place either way. 

More conspicuous, though, is the intersection of the two types of exclusion. For instance, based 

on NLSS II data, 47 per cent of all Dalits, 44 per cent of Hill janajatis and 41 per cent of all 

Muslims were found to be poor, considerably up from the national average of 31 per cent then 

(Bennet, 2006, p.12). This means that social marginalisation and economic marginalisation often 

go together. In fact, either form of marginalisation has domino effects.  

Focussing on the intersection is all-inclusive. It also avoids the inclusion error. Given the 

inclusion error, one is left with the exclusion side – and not the inclusion side – on the scale. The 

excluded need to be included and need to be counted as included afterwards. If one is labelled 

'excluded' based on gender or ethnic origins alone, one is likely to be counted as excluded 

forever. As progress towards inclusion cannot be assessed, exclusion will be a given.  

This will be frustrating. Inclusion has to be a state to be reached as soon as possible. Only then 

can we work towards inclusion and only then can we advance as a society.  

By using the human development index, we can focus on the socio-economic intersection of 

marginalisation. This also means that the 'human developed' in all sections of our society are 

already in the mainstream. Also, the 'human undeveloped ' are still on the margins of our society 

regardless of their gender or ethnic origins. 

Using the human development index as a basis for identifying excluded groups is not new to us. 

The Lohani Committee was also given the mandate to base its recommendations on human 

development indicators. Scholarly suggestions have been offered to continue income-based 

tracking and targeting to ensure that the poor within the privileged caste or ethnic groups are not 

missed (ibid, p.107).  

The words '... downtrodden classes, poor farmers, and workers who have lagged behind from the 

economic, social or educational viewpoint ...' indicate that the right to social justice conferred on 

the citizen by virtue of Article 21 of The Interim Constitution2007 can be exercised on economic 

grounds too.  The Civil Service Act 1992 is even more explicit. Clarification (2) to Section 7(7) 

of the Act, which provides for reservation in the civil service, translates as follows: 

For the purposes of Clauses (a), (b), (c) and (d) of this Subsection, 'woman',   'adibasi 

janajati', 'madheshi' and 'Dalit' shall mean women, adibasi janajatis, madheshis and 

Dalits who have lagged behind economically and socially. 
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4.1.3 Scope: politics only or professions also 

The 2006 Proclamation of the erstwhile House of Representatives calls for at least 33 per cent 

representation of women in all parts of the state structure. The 'state structure' is not defined but 

is generally understood to mean everything that is public. It certainly includes the civil service.    

Traditionally, representation has been a political word. Representatives represent constituencies. 

To represent one has to be 'present'. Politicians are present among their voters. They are familiar 

with their problems, interests and aspirations. But public servants are not so present. Who does a 

Police Inspector represent, for instance? It is difficult to say that she represents women or the 

section of society she comes from.  

The question of professional representation is not limited to the public service. Does a lawyer 

represent a religious minority to which she happens to belong? She certainly does not. It is fair to 

say that she represents the client in court. More accurately, she represents the discipline of law. 

Thus while politicians represent people, professionals represent disciplines. Rules, such as the 

one third minimum everywhere, do not take cognizance of this difference. Making reservation 

for ensuring representation in professions is even more unusual. 

This does not mean, however, that the term representative bureaucracy is meaningless. Just as we 

use such terms as internal democracy, organisational culture and administrative politics, so too 

can we use the term representative bureaucracy. It only means that the way in which we tend to 

equate representation in bureaucracy with representation in Parliament is untenable. 

More to the point, representation in persons, while equally desirable, is not basic to professions. 

Nor can it be pursued in professions in the same way as in politics. The enthusiasm for 

representation is encouraging but professional and political foundations vary. Needless to say, 

representation in terms of aspiration, is indispensable – for politics and for bureaucracy.      

4.1.4 Rationale: compensatory or organisational 

One justification for affirmative action policy is the reparations theme as Galanter calls it, which 

'sees the present as an occasion to reckon accounts for the past injustice' (Galantar, 2011, p. 19).  

It is argued that affirmative action compensates for and helps to offset the accumulated 

disablements resulting from past deprivation of advantages and opportunities (ibid, 32). Linking 

compensation to affirmative action is untenable when it comes to inclusive public personnel 

policy, though. Organisational diversity is something to be achieved, and not something to be 

accepted.  

Organisations are social entities. Diversity brings dynamism in the working environment. 

Diversity makes good teams. Diversity is also the source of creativity. It adds to the reach, 

resilience and even power of organisations. So why right a wrong? 

The organisational case for diversity is more convincing than the legitimacy case for the same 

too. Organisations prefer diverse staff more for encouraging learning, innovation and 

serviceability than for appearing to be legitimate. One also wonders as to why varied workforce 
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is often advocated on business grounds for the private sector and on legitimacy grounds for the 

public sector.      

4.1.5 Principle: proportionate or critical mass 

'The principle of proportionate representation' has been embodied in The Interim Constitution of 

Nepal 2007. This is sometimes interpreted as meaning different groupings of the population 

being represented in order of their presence in the population. Representation pursuant to 

demographics is the strict and impractical interpretation of the principle, though. For one thing, 

social groupings are not mutually exclusive; for another, it will entail reservation to an absurd 

extent. As Gurung writes: 

The meaning of affirmative action is to facilitate minorities in specific sectors. But 

women (50 per cent), Janajatis (36.4 per cent), Dalits (12.2 per cent) and Muslims (4.3 

per cent) add up to 102.9 per cent of the population of Nepal. That demanding 

reservation in direct proportion to the population of the concerned group in not possible 

is self-evident. The solution to this problem is to lower group quotas, making the same 

at least less than a half of the total (Gurung, 2007, p. 99).  

Considering the problem from the judicial viewpoint, the Supreme Court of India has also 

arrived at the 5o per cent ceiling on reservation, more than which will be against the principle of 

equal opportunity.  

Therefore the spirit, not the letter, of proportionate representation should be obeyed here. But the 

spirit of law is also a matter of reasoning. For an organisation which is actively – but not 

mandatorily – pursuing representative personnel policy, the optimum level of representation will 

be a level where there is no stereotyping of minorities and where the 'meritocratic dynamics' are 

not constrained in any way. In other words, if minorities continue to be stereotyped in the 

organisation, then it is not representative and the proportion of minority presence needs to be 

increased (even by way of affirmative measures). Likewise, if the same organisation has too 

much of affirmative measures, it is not meritocratic and corrections need to be made the other 

way round. Alternatively, there are two types of limit to consider – discouragement of minorities 

and discouragement of the rest. 

According to research in social psychology, if a group's representation falls below 20 per cent in 

a given society, then it's going to be subjected to stereotyping whether it likes it or not (Goffee 

and Jones, 2000). This means that the lower limit is 20 per cent, or rather, not less than 20 per 

cent. The upper limit is 'at least less than a half of the total'. Where is the reasonable point in 

between, then? 

It should be somewhere around the idea of 'critical mass', defined to be the number of minority 

members in a group in which they are free from inhibitions to voice their concerns. With this 

idea of critical mass, the Beijing Platform for Action has recommended a minimum 30 per cent 

women's representation in decision-making positions. Underlying both the stereotyping level of 

20 per cent and the critical mass level of 30 per cent is the assumption that there is only one 

minority group – the rest being alike. But the assumption should hold true even when there are 

more than one minority groupings, or 'non-minority groupings', for that matter. It can and should 
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be taken for granted for all practical purposes to avoid crossing the less than 50 per cent upper 

limit, which is for all minority groups together.     

Once affirmative measures are taken to ensure the 'critical mass' level of representation in due 

course of time, anything that runs counter to meritocratic dynamics, including reservation for 

promotion can be ruled out in line with this reasoning.         

4.1.6 Reversibility: a threat or an opportunity 

'Elite resistance remains a continuous challenge, and the possibility of reversal of progress is a 

constant threat,' say Bennett el al (DFID and WB, op cit, p 100). But the 'critical mass' level of 

representation will require us to reverse our policy of reservation – from 45 per cent down to 30 

per cent. In addition, this means that all affirmative action will have to be done away with on 

achieving the 30 per cent mark. Also, the law will have to be amended or promulgated anew on 

the 'sun set' line – that it will render itself void on that day whether it comes five, seven or 10 

years into the future. 

Some of us will consider it a reversal but the rest of us will regard it going forward. In fact, over 

the years, irreversibility has been a handicap in public policy making – in Nepal and elsewhere in 

the developing world. Grants to local bodies cannot be stopped, social security can only be 

increased and markets can only be de-regulated. It seems as though even the number of 

parliamentarians cannot be lowered. 'I guess, you have only six or seven billion rupees at your 

disposal in budgeting terms as a Finance Minister of the country,' said a former Finance Minister 

recently. 'The remainder is already committed to this, that and the other.' That makes up to more 

or less 2 per cent of the national exchequer. 

Reversibility is not a threat. If anything, it is an opportunity for doing better, for remaining open 

to new possibilities and also for reminding all of us that our entitlements are subject to proper 

use.       

 4.2 The way out 

The argument about inclusive civil service has centred on the desirability of reservation. 

Does reservation work for or against professional advancement? Rao and Kelleher say, 'No 

one has initiated the discussion on the issue that reservation is more effective in certain 

spheres (i.e. in political agencies) and is less effective in other spheres (i.e. in the civil 

service or the private sector) (Rao and Kelleher, 2007, p. 141).'  

Some proponents of reservation reject the idea of merit itself on the grounds that it often means 

the 'Oxbridge' type of knowledge, or the knowledge acquired in Western universities such as 

Oxford and Cambridge and, therefore, not relevant to the specificities of the developing world in 

the first place. No doubt this is the extreme view.  

Others have found middle ground – qualified reservation or reservation provided that candidates 

have crossed the required threshold. As Bennett et al. write: 

Affirmative action does not necessarily overrule the 'merit' principle – though this has 

often been an issue raised by those who resist change – as long as the basic 
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qualifications needed for performing specific functions remain as essential criteria. 

However, those who define merit often represent a select and privileged minority rather 

than the broad citizenry (DFID and WB, 2006, p. 91).   

In an age where our national competitive advantage and well-being are determined largely by 

knowledge, the idea of meeting just 'the basic qualification needed for performing specific 

functions' is not an idea. Since it is people who make the difference, we need the best of them – 

in public or private services. The basic qualification for a doctor may be a MBBS degree or a 

MD degree. But the pool of MBBS or MD degree-holders may have its own levels in terms of 

academic attainment and potential for development – the 'basic qualified' the top and the middle. 

Do we allow ourselves to be operated on by a 'basic qualified' doctor while a 'top qualified' 

doctor is also standing alongside? Ask a patient from a member of 'the broad citizenry', and not 

the one who represents a 'select and privileged minority'. 

We do not go to the Olympics with the minimum qualified players, do we? And if one holds the 

view that the administrative service is different from the technical service, that is a naive, if not 

dangerous, view to hold. That will only guarantee managing - or administering – our way 

downwards. Nothing is more unfortunate for us than accepting the middle ground, trespassing on 

meritocracy.   

In fact, the merit system itself owes it origins to the movement against the tradition of patronage, 

which was prevalent in the 19th century Britain, at least until the half of it. With the merit 

principle, the base of the civil service was considerably broadened as anyone qualified but 

belonging to the non-ruling class also stood an equal chance of entering it. To be sure, many of 

those who were qualified were still the Oxbridge breed. But the move opened the civil service to 

all and was in the spirit of not arbitrarily reserving the right to serve the nation to a few. It is a 

classic irony that what was once upon a time considered to be the basis of inclusion is today 

considered to be the basis of exclusion.  

This needs rethinking. The mistaken view that meritocracy is an obstacle to representation 

should be corrected. Meritocracy cannot be done away with as a basis for achieving 

administrative excellence and also as a basis for attracting the 'best-in-class' students from all 

sections of our population to serve the whole of it.  

Nor should we deprive ourselves of the opportunity to make our organisations more and more 

like our communities – with all their diversity, with all their unity and with all their resilience. 

We will have to explore every such possibility. If merit is gold, representation is its fragrance 

and that should be the vision of our 'new public service'.  
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Chapter 5 

Recommendations 

5.1 Recommendations 

The purpose of reform is to have a great civil service as Collins and Hansen would call it. 

Anything less than a great, exciting, meaningful civil service will not be the civil service of the 

young generation. Nor will it live up to the expectations of the all-inspired people in a 

democracy.  

Are inclusive reforms in the making of great public administration? Are there any discernible 

signs of its being as disciplined, productive, experimental or ambitious as is required of a civil 

service of a country in need of the escape velocity to enter into the developing space? It is very 

difficult to say. As we saw in Chapter 2 (Box 1), search for diversity is only one of at least seven 

moves towards people-centred public administration. Even so, inasmuch as they are intended to 

bring about diversity, inclusive reforms are desirable.  

But there are many more 'mainstream reforms' to be done. If the large part remains undone, the 

civil service will remain unchanged or largely so. Unfortunately, one after another, we have been 

introducing new elements into the mainstream holding everything else constant. This is a 

dangerous assumption to make. No wonder, then, inclusive reforms have had little impact in 

terms of administrative behaviour.   

Inclusive steps have been steps in the right direction. Behind them is the desire to bring public 

administration closer to the people. Behind them is also the desire to effect gains in service 

delivery. If representative in active terms, bureaucracy can close the democratic deficit too. 

Unfortunately, though, representativeness has been understood in reservation terms. 

Representation is about diversity – of people, of values, of capabilities. Representation is about 

responsiveness in terms of assuming what Bradbury calls 'minority advocacy role'. As we saw 

earlier, such role can be played by the 'majority civil servant' as well as the 'minority civil 

servant'.  Often the former is more effective than the latter in making the difference. 

Reservation and representation are not synonyms. They never were. They never will be. So the 

first step forward is not to be locked into argument about reservation and talk in representative 

terms. 

Understanding reservation in terms of compensation for past discrimination can also preclude 

more fruitful discourses. No one is standing for compensation around here. All of us are after 

something important to do in life, after developing ourselves to our own potential, after realizing 

our own agency.    

Isolated initiatives have not led us somewhere. Democratic administrative behaviour should be 

the purpose of reform. All issues that have a bearing on the purpose should be discussed and 

resolved to allow going forward. Representative bureaucracy, especially in its active form, is 

certainly one of the right issues.  
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Representation is good, reservation is not so good and meritocracy is a given for progression.  So 

what should be done? Perhaps two options can be identified. 

5.1.1. Option 1: Reservation for merit and consideration for diversity 

This option is about maintaining the competitive dynamics of meritocracy in public 

administration and further encouraging them by bringing in new members in our old-like teams. 

As well as being young enthusiasts, the new members will represent different subcultures of our 

culture, bringing with them a variety of experiences, points of view and perspectives on issues.  

They will not be a few. There will be quite many of them. But they will not be too many to 

discourage everyone else in terms of unduly unequal opportunities for entry and advancement.  

The doors will be open wider with a sidewalk but the windows will be closed and everybody will 

be using the same staircase to walk up the stairs. There will be no feeling of unfairness, no 

stereotyping and no stigmatization. True, there will still be affirmative action, but to a reasonable 

extent. In social sciences we are used to live with margins of imperfection so long as they are 

within limits. 

What does this mean in operational terms? 

a) Ensure meritocratic dynamics 

To capture the importance of meritocracy as well as doing away with the stigma 

commonly associated with preferential treatment, we will now make reservation for merit 

in all parts and at all levels of the state service, except at two first entry points in gazetted 

and non-gazetted classes or their equivalents. The merit-reserved positions even at the 

two first entry points will be not less than 55 per cent.  This reservation will be all-Nepal 

– for all candidates from across the country.  

b) Encourage representative attributes 

The public personnel policy will aim at achieving a representative staff profile in due 

course of time by way of various enabling measures as well as reservation as proposed in 

Table 4. 

TABLE 4: ADJUSTED PROPORTIONS OF RESERVATION 

Category % of the 

Reserved Total 

Remarks 

Total 100  

- Low-income women 33  

- Low-income adibashi janajatis 22                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                       

- Low-income madheshis 20  

- Low-income 'Karnalibashis' 5 Karnali Zone Including those of 

Bajura, Bajhang , Achham and 

Jajarkot 



                                                                                                                                                                  

Page 27 

 

- Low-income Dalits 10  

- Low-income persons with disability 5  

- Other low-income persons 5 Poverty certificate-holders who 

aren't  reserved otherwise 

c) Exclude the economically included 

The rich everywhere will be considered to be already in the mainstream. To ensure this, 

in much the same way as the Ministry of Education does in respect of scholarships, 

candidates belonging to the reserved section of the population but having educated 

abroad or in private schools or universities within the country, will be considered to be 

ineligible for application under the reserved category. They will be welcomed through the 

main gate.   

d) Limit  entry to initial points 

Reservation in promotion is obviously against the principle of merit-based advancement. 

What about reservation at upper entry points, viz. at Under-Secretary and Joint-Secretary 

levels? Because reservation is best made at entry points, it can and should be made at all 

entry points.  

However, there is a problem – not with reservation but with upper entry points. The idea 

of opening up the upper echelons of administration for promising candidates – both 

internal and open – was to bring talent, external perspectives and challenging attitudes in 

– or up – a conventional, inward-looking and self-complacent culture of bureaucracy. 

Unfortunately, as it turns out, the idea has not worked in the intended way. Rarely have 

there been people from the outside – universities, businesses, NGOs and so on. Nearly all 

of them are from within.  

It would not have been a problem had it not discouraged performance, job-related 

learning and collegiate feeling. Because they can work their way up without working, 

people needn't bother about work itself. Performance carries little meaning in terms of 

career development. There are no quality circles in our offices. But there are many study 

circles here, there and everywhere – all preparing for PSC examinations year in, year out.   

If you make it, you have all the blessings, of course. You are now likely to focus on 

work. But, then, you may find your colleagues apathetic to your 'working spirit'. Even if 

they are not preoccupied with their own preparations, they are unlikely to believe you as 

what was not important for you until yesterday cannot be so important for you today.     

If you couldn't make it, you needn't give up; you will always have another chance. 

Remain hopeful, do less of your work and more of your preparations. Soon it will be your 

turn. You can rest assured because PSC examinations are noted for fairness. 

Only when you want to dedicate yourself to your profession are you likely to run into 

trouble. You are left in waiting for a long time – at least for 15 years or so – for one 

promotion and can hardly hope for another in life. Many of your subordinates who have 
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taken short-cuts are now your superiors. You are labelled 'less knowledgeable', 'less 

talented', 'a person without ideas' – you name it.  

It is sometimes argued that competitive PSC examinations have encouraged 'reading and 

writing', debates over emerging issues and acquisition of new knowledge. True, but the 

whole pursuit is syllabus-centred. Hardly can one find people interested in job-related 

learning.   

This is absurd. We never hired people to do exams, to pursue personal ambitions or to be 

disappointed at work. Turning everyone to work by making performance – and learning – 

on the job the main basis of higher-level career advancement is one of the prerequisites 

for expanding the leading space and reclaiming the vigour of our public service. Here is 

another important reversal to make.  

e) Avoid reservation within reservation 

Given that reservation will now be limited to those who are qualified but poor as 

recommended in (c) above and also in line with the spirit of the Civil Service Act 1992, 

there will be no need for sub-classification.  

f) Phase out reservation 

The legal provision for reservation will have to be followed by a proviso that the Ministry 

of General Administration will inform the Public Service Commission about the 

proportion of the staff belonging to the seven categories for which reservation has been 

made regardless of whether they entered the service under the reserved quota or not, and 

the Public Service Commission shall make no advertisement under any of the seven 

reserved category after the same has reached intended per cent. 

g) Review testing procedures 

Candidates with different social experiences may have varying sensitivity to tests. For 

instance, women and minority candidates are less likely to fare well in stressful 

interviews. Perhaps PSC may be advised to review its testing procedures from the 

standpoint of their gender- and inclusion-friendliness.  

h) Maintain high  bars  

The temptation into lowering the PSC test pass scores in the case of the reserved category 

is dangerous.  The minimum threshold should be maintained at any rate. 

i) Escape sympathy 

Sympathy is not positive discrimination. But it has been a common place of late. Unless 

there are genuine gender and inclusive concerns, sympathetic treatment, especially in 

respect of wrongdoings, will do more harm than good. 
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j) Make all responsive 

Marginalisation is not just a problem of those being marginalised. It is a national problem 

and needs to be addressed as a matter of national priority. Needless to say, all our public 

servants, including those in uniform, should be aware of this need. They should all be 

equally gender-and inclusion-friendly. Induction, training, behavioural sanctions, 

targeting methods, evaluative criteria should make sure that our service delivery culture 

is truly responsive in its entirety.  

5.1.2 Option 2:   Consideration for merit and reservation for diversity 

Consideration for merit is only theoretical. The emphasis is on representation regardless of its 

collateral damage on performance or on organisational dynamics. 

But this is also an option in that we are still in the process of restructuring the State and little is 

known about functional distribution among provinces and the centre in a federal democratic 

republic. So why change everything during the transition?  

This does not mean, however, that we cannot do any improvement in the interim. Indeed, a 

number of practical measures may be taken even now. Some of such measures are also necessary 

to solve problems that were not foreseen initially but have been discovered in the course of 

implementing the decisive move made in 2007 as part of the strategy to democratize the civil 

service in inclusive terms.           

a) Environment: Cultivate a culture of connecting each employee to the institution as well as 

encouraging collaboration, teamwork and flexibility. 

b) Recruitment: Initiate outreach recruitment with wide dissemination of information, possibly 

down to the village level, delegation of authority for collecting applications in districts, and 

acceptance of e-applications. 

c) Preparatory classes: Run preparatory classes as part of the Ministry of General 

Administration Programme for PSC tests specifically for candidates in those reserved 

categories where quotas have been unutilized for want of the minimum test scores.   

d) Placement: Ensure that geographical placement of expecting or breast-feeding mothers, 

persons with disability, people above the age of 50 and also new entrants from the Dalit 

community or religious or ethnic minorities is sensitive to their specific needs.  

e) Flexitime and flexi place: Introduce flexitime and flexi place to a limited extent (up to two 

hours in the case of expecting or breast-feeding mothers and persons with disability or 

specific needs and staff members doing an academic course).   

f) Office facilities: Gradually improve office layout, equipment and facilities to meet the 

specific needs of persons with disability, pregnant or breast-feeding mothers and other 

specific groups of employees based on approved minimum specifications.  
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g) Eligibility for pensions: Amend the words '... such civil servant may be provided with the 

pension by adding a maximum of two years of service term' as '... such civil servants shall be 

provided with the pension by adding up to three years of service term'.   

h) Redefinition of competencies: Redefine competencies to include such social aspects as 

inclusion-friendly behaviours, integrative skills and responsiveness to minority needs, as well 

as disciplinary knowledge, technical skills and general professional abilities.    

i) Training and development: Redesign training and development activities based on an 

assessment of needs relative to the social competencies as mentioned in (h) above as well. 

j) Personnel records: Change personnel records, enabling generation of disaggregated 

information as well as information about specific concerns of people.    

k)  The code of conduct: Add Section 54 Gha to the Civil Service Act 1992 specifying that 'the 

civil servant shall remain respectful of all colleagues regardless of their sex, religion or 

ethnic origin and shall refrain from any stereotyping of colleagues based on their social 

grouping or otherwise'.     

l) Day care centres: As more and more women have been entering the public service, day care 

centres modelled on the one established in the Singha Durbar premises will have to be 

gradually extended to regional and district headquarters. 

m) Power to make an exception: Enable gender-friendly and inclusive exceptions by adding 

Section 73 Gha to the Civil Service Act 1992 specifying as follows: 'Notwithstanding 

anything stated elsewhere in this Act, the competent authority may, having regard to the 

specific concerns or sensitivities of, or having justifiably deemed it appropriate otherwise, 

give priority to women, persons with disability and persons from the Dalit community or 

religious or ethnic minorities concerning  placement, transfer, secondment, nomination for 

training, study or other developmental opportunities, or similar other matters of personnel 

administration.   

n) Physical requirement and functional qualification of people with disability: The eligibility 

criterion for availing reservation against the vacancies reserved for the people with disability 

need to be defined. People with disability candidate should be required to meet special 

eligibility criteria in terms of job requirement. So "physical requirements functional 

classifications" consistent with requirements of the identified service/post should be 

developed. 

o) Sexual harassment: Separate guideline for sexual harassment in the workplace for civil 

servant is most. This guideline will incorporate definition, right and responsibility of the 

employees and responsibility of the office. 

p) Oath of office:  An oath is a statement of fact or a promise or a promise calling upon 

something or someone that the oath maker considers sacred as a witness to the binding nature 

of the promise. By implication, this invokes divine displeasure if the oath taker fails in their 

sworn duties. An oath has its own importance. It is recommended that the format of oath as 

provisioned by civil service rules need to incorporate the content related to respecting 

diversity 



                                                                                                                                                                  

Page 31 

 

q) Career counseling: Scale up career counseling as part of the Ministry of General 

Administration Programme for PSC tests specifically for candidates in reserved categories. 

 

r) Substitute staff: Make legal provisions of substitute temporary staff giving priority to     

reserved category candidates. 

 

s) Official paper: An official paper on inclusive public personnel policy will help convey the 

spirit of reform in a representative perspective, clarify the code of conduct and also dispel 

clouds concerning affirmative action.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



                                                                                                                                                                  

Page 32 

 

Annexes 

                       Annex-1 : Distribution of Permanent Employees



                                                                                                                                                                  

Page 33 

 

 

District 

S
p

ec
ia

l 
C

la
ss

 

G
a

z.
1

st
 C

la
ss

 

G
a

z.
2

n
d

 C
la

ss
 

G
a

z.
3

rd
 C

la
ss

 

N
o

n
 G

a
z.

 1
st

 

C
la

ss
 

N
o

n
 G

a
z.

 2
n

d
 

C
la

ss
 

N
o

n
 G

a
z.

3
rd

 

C
la

ss
 

N
o

n
 G

a
z.

 4
th

 

C
la

ss
 

N
o

n
 G

a
z.

 5
th

 

C
la

ss
 

C
la

ss
L

es
s 

O
ff

ic
er

 1
2

 

G
ra

d
e 

O
ff

ic
er

 1
1

 

G
ra

d
e 

O
ff

ic
er

 1
0

 

G
ra

d
e 

O
ff

ic
er

 9
 G

ra
d

e 

O
ff

ic
er

 8
 G

ra
d

e 

O
ff

ic
er

 7
 G

ra
d

e 

O
ff

ic
er

 6
 G

ra
d

e 

S
en

io
r 

5
 G

ra
d

e
 

A
ss

is
ta

n
t 

5
 

G
ra

d
e 

A
ss

is
ta

n
t 

4
 

G
ra

d
e 

A
ss

is
ta

n
t 

3
 

G
ra

d
e 

A
ss

is
ta

n
t 

2
 

G
ra

d
e 

A
ss

is
ta

n
t 

1
 

G
ra

d
e 

T
o

ta
l 

Achham   1 3 41 74 70 13 6   165     1       3 1 33 9 18 1   439 

Arghakhanchi 2 10 75 146 220 183 23 2   202     2 4 1 7 35 18 88 63 31     1112 

Baglung  1 9 56 121 199 182 36 2   306     2 3 3 18 26 8 92 62 52     1178 

Baitadi 1 5 40 141 189 212 41 3   390       6 1 10 14 5 76 32 36 2   1204 

Bajhang     7 49 90 110 7 4   159   2   1   1 8 5 31 19 12 1   506 

Bajura     1 15 40 62 10 1   201           2 5 2 20 14 24 1   398 

Banke   1 13 78 195 178 18 6   376     1 3   8 36 11 94 39 67 1   1125 

Bara   6 26 111 152 174 29 9   285     1   1 10 48 9 73 43 59 6   1042 

Bardiya   2 6 63 112 119 19 3   261       2     27 15 79 42 30     780 

Bhaktapur   13 71 247 272 165 23 3   419   1 2 3 4 20 37 20 50 15 15     1380 

Bhojpur 3 9 57 90 153 143 28 6   342       2   1 10 3 36 27 17     927 

Chitwan 1 25 146 333 292 193 26 7   314     3 8 6 24 
10

6 
38 154 54 36 1   1767 

Dadheldhura   2 6 40 100 98 20 2   189       1   6 6 4 30 16 10     530 

Dailekh   1 19 83 168 187 14 3   206           2 20 8 43 33 34 2   823 

Dang   3 41 201 392 377 57 12 1 375     2 4   6 45 34 134 89 42 1   1816 

Darchula   1 11 50 87 90 13     160   1   2     8 9 45 36 21 2   536 

Dhading   7 20 87 77 74 10 2   285   1   1 2 5 20 10 41 17 36 1   696 

Dhankuta   2 30 62 131 158 17 3   176           3 10 3 73 14 7     689 

Dhanusha   13 63 305 501 313 47 8 2 383   2 1 6 2 22 99 35 145 96 84 10   2137 

Dolakha   8 27 64 108 85 12 7   232         1 5 24 4 52 24 53     706 

Dolpa       4 10 20 3 2   108             1 1 11 7 14     181 

Doti   3 8 53 154 130 31 4   291       4   1 8 2 60 28 9     786 

Gorkha 1 13 76 214 169 112 14 5   356       3 3 18 51 20 103 73 31     1262 

Gulmi 3 15 119 302 363 348 28 3   256   2 1 5 1 14 39 24 92 95 62 1   1773 

Humla 1   3 10 13 17 1     118             3 1 14 3 17     201 
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 Ilam 3 3 24 71 128 152 20 1   171   1       1 8 6 37 15 17     658 

Jajarkot     2 10 44 60 2     107     1       7 1 10 16 12     272 

Jhapa 5 16 125 385 504 466 54 8   398       6 5 16 46 29 185 77 47 2   2374 

Jumla     4 35 102 209 21 7   200             11 8 30 32 19     678 

Kailali   1 18 69 179 207 26 2   357           5 27 13 154 78 68 4   1208 

Kalikot        4 34 40 2 1   78             5 1 17 14 14     210 

Kanchanpur     17 88 230 252 36 4   280       1   3 13 15 96 77 29 2   1143 

Kapilvastu   7 28 146 195 129 17 1   277     2   1 5 27 9 58 48 54 1   1005 

Kaski 3 23 113 287 360 328 48 10   358   1   5 6 34 56 37 102 36 48 2   1857 

Kathmandu 10 
70 

283 854 860 462 81 
29   

1376 
  5 

12 
12 

1
7 102 

12

3 
35 109 42 45 

3   
4530 

Kavrepalanchwok 2 16 79 209 254 156 15 5   400   1 2 3 1 13 34 9 56 38 78 2   1373 

Khotang   9 56 118 268 302 31 7   270     1     2 3 1 29 25 39 1   1162 

Lalitpur   
10 

81 312 296 167 23 
4   

654 
1 2 

3 
4 

1
2 32 

35 13 46 28 29 
2   

1754 

Lamjung 4 9 56 146 146 103 7 3   226       3 1 12 13 13 37 18 54 1   852 

Mahottari 2 11 69 363 453 286 35 7 9 405   1 5 12 4 32 
15

3 
40 227 

13

5 
90 4   2343 

Makawanpur 1 2 28 135 233 257 48 9   305       2   3 14 5 31 38 22 1   1134 

Manang       2 3 4 2     23             1   1 4 2     42 

Morang   14 120 412 515 464 73 11   453   1 1 6 4 12 48 45 174 
10

1 
42 3   2499 

Mugu       6 35 39 3 3   149             6   23 8 13     285 

Mustang     3 4 8 4       21     1 2 1 2 3   2 3 3     57 

Myagdi 1 1 3 25 37 43 8     147             4 2 16 17 22     326 

Nawalparasi 1 4 40 112 172 133 20 3   273   1 1 4 2 11 54 16 70 91 35     1043 

Nuwakot 1 4 21 84 89 76 15 5   475       1 1 7 34 7 33 74 28 1   956 

Okhaldhunga   5 48 107 146 123 16 4   414           4 7 7 50 41 24     996 

Palpa 3 23 74 170 199 186 23 3   264     4 1 3 6 57 30 128 61 54     1289 

Panchthar   2 12 24 58 45 12     221       1     6 6 43 19 9     458 

Parbat 1 8 74 189 254 259 34 4   252     3 7 5 9 19 5 41 71 19     1254 

Parsa 2 3 31 71 118 101 20 5   202   2 3 4 1 13 37 10 28 24 59 1   735 
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Pyuthan 1 3 24 86 118 95 11 1   167   2 1 2 2 3 26 16 53 39 33     683 

Ramechhap     19 74 95 99 21 4   351     2     5 13 5 31 47 29 4   799 

Rasuwa     1 1 6 6 3     72   1         1 2 3 6 4     106 

Rautahat   5 32 171 215 156 35 4   331   1 2 4 6 17 99 32 162 91 41 3   1407 

Rolpa     2 10 30 40 3 2   143   1         8 4 17 27 14     301 

Rukum   1 8 20 89 161 14 2   159           1 11 8 38 31 17 1   561 

Rupandehi   10 70 214 271 200 27 3   300   1 2 3 2 16 69 21 118 81 55     1463 

Salyan   2 11 45 73 88 9 1   186       1 1 2 26 9 37 30 26     547 

Sankhuwasabha 1 14 38 83 95 79 11 2   149       1   2 10 6 28 12 6     537 

Saptari 1 6 59 485 758 439 59 13   476   4 3 11 5 28 
14

3 
56 382 

13

9 
89 2   3158 

Sarlahi 1 10 57 243 391 298 47 9   354   1 1 2 4 23 
13

2 
25 180 

15

2 
74 1   2005 

Sindhuli     22 86 114 150 16 4   221       1   3 7 5 26 39 46     740 

Sindhupakchowk   1 17 57 68 67 21 6   330           2 16 6 26 21 51 2   691 

Sirah   6 45 256 415 207 30 6   314   1   5   19 71 24 106 54 89 1   1649 

Solukhumbu   1 9 29 33 37 4 4   157       1   2 4 2 21 11 18 2   335 

Sunsari   12 77 252 454 368 68 5   385   1 2 2 2 10 60 37 162 81 44     2022 

Surkhet   3 18 131 310 395 61 4   341     1     4 49 27 110 92 64     1610 

Syangja 3 22 170 436 490 451 39 9   311     1   4 19 40 22 114 61 39 1   2232 

Tanahu 2 7 85 180 216 132 15 5   272   1 1 5 5 20 25 15 59 36 30 1   1112 

Taplejung   1 13 25 34 47 5 1   93     1 1 1 1 13 2 20 17 21 2   298 

Tehrathum   1 18 39 71 53 6 3   157     1 1   3 14   41 14 11     433 

Udaypur 1 4 17 78 145 185 12 4   204           1 22   41 32 32 2   780 
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Annex-2: Candidate Selection Process 
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Annex-3 : Towards Inclusion: Chronology of Policy Moves 

 

1995 

(BS 2012)   

The Civil Rights Act was promulgated guaranteeing various rights to all 

citizens, including non-discriminatory merit-based appointments to any 

government position, subject to the power of Government of Nepal to 

make special provisions for womankind, children and any class of the 

people who had made less than normal progress.   

1990 

(BS 2047) 

Inclusive policies were enshrined in The Constitution of the Kingdom of 

Nepal, including a proviso creating an exception to the right to equality 

enabling special measures for the protection and development of women, 

children, senior citizens or persons with physical or mental disability or 

classes who have lagged behind from the economic, social or educational 

viewpoint, a directive principle to pursue the policy of supporting their 

participation or advancement, and a requirement on political parties to 

field at least five per cent female candidates in the elections for the 

erstwhile House of Representatives. 

1991 

(BS 2047) 

 

Nepal ratified the Convention on the Elimination of All Forms of 

Discrimination against Women 1979, which allowed temporary special 

measures aimed at accelerating the de facto equality between men and 

women, as well as requiring signatories to ensure the right of women to 

hold public office and perform all public functions at all levels of 

government on equal terms with men. 

July 1994 

(BS 2051 Ashad)  

For the first time in its Budget Speech for fiscal 1994/95, the UML 

Government identified 16 groups being disadvantaged and lagging 

behind, of which 11 were Dalits identified to be offered special 

opportunities in education.2 

July 1995 

(BS 2052 Ashad) 

The Nepali Congress Government followed suit and, in its Budget 

Speech for fiscal 1995/96, identified 12 such groups [being 

disadvantaged and lagging behind], of which eight were Dalits.3 

September 1995 

(BS 2052 Aswin) 

The Ministry of Women and Social Welfare was established. 

1997 

(BS 2054) 

The Ninth Plan (1997-2002) included three Sections – on Indigenous and 

Ethnic Groups in Development Programmes, on Downtrodden and 

Oppressed Communities in Development Programmes, and on Old-aged, 

Persons with Disability and Senior Citizens – in its Social Protection 

Chapter for the first time.       

1997 

(BS 2054) 
 The Downtrodden, Oppressed and Dalit Development Committee 

was formed under an Executive Order. 

                                                           
1 Harka Gurung, Nepalko Sandarvama Sakaratmak Vibhed, in Purna Basnet and Subash Darnal (eds), Vishesh 

Adhikar and Arachhenko Rajniti (Kathmandu: Jagaran Media Centre, 2007), p. 93. 

2 Ibid. 
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 The National Ethnic Communities Development Committee was 

formed also under an Executive Order. 

2001 

(BS 2058) 

The National Commission on Women was formed under an Executive 

Order.4 

2002 

(BS 2059) 
 The National Dalit Commission was established under an 

Executive Order. 

 The National Foundation for the Development of Indigenous 

Nationalities was established under its own Act. 

2003 

(BS 2060) 

 

During the Hapure peace talks with the Communist Party of Nepal 

(Maoist), the government side put forward an outline of reform 

programmes, including a 30 per cent goal for increasing the participation 

of women, Dalits and adibasi janajatis in administration.5 

October 2003  

(BS 2060 Kartik) 

 

Then Prime Minister Surya Bahadur Thapa announced the policy of 

reservation in government – 20 per cent for women, 10 per cent for Dalits 

and five per cent (subsequently increased to 10 per cent) for adibasi 

janajatis.6     

December 2003 

(BS 2060 Poush) 

The Ministry of General Administration brought out the Governance 

Reform Programme: A Road Map with proposals for reservation in the 

civil service – 20 per cent for women, 10 per cent for Dalits and 10 per 

cent for janajatis. 

January  2004 

(BS Poush 2060) 

A high-level Reservation Recommendation Committee was formed with 

then Minister for Finance Prakash Chandra Lohani as convenor.    

2006 

(BS 2063) 

The erstwhile House of Representatives Proclamation called for at least 

33 per cent representation of women in all parts of the state structure. 

January 2007 

(BS 2063) 

The Interim Constitutionof Nepal was promulgated with various 

inclusive provisions, especially the right to social justice recognized as 

one of the fundamental rights of the citizen, defined as the right of 

women and other specific sections of society to participate in the state 

structure based on the principle of proportionate representation.  

August 2007 

(BS 2064 Shrawan) 

The second amendment to the Civil Service Act 1992 provided for 45 per 

cent reservation in all vacancies to be fulfilled by way of open 

competition, specifying the proportions of the reserved seats for six 

categories of candidates. 

August 2007 

(BS 2064 Bhadra) 

Nepal ratified the ILO Convention on Indigenous Nationalities 1989 

(Number 169) 

December 2009 

(BS 2066 Poush) 

Nepal ratified the Convention on the Rights of Persons with Disability 

2006 

                                                           
3  In 2007, the National Women's Commission Act was promulgated and the Commission was re-established under 

the same. 

4 Purna Basnet, Rajyako Punarsamrachana, Visheshadhikar ra Arachhan, in Basnet and Darnal (eds), op. cit., p. 11. 

5 Gurung, op. cit., p. 36. 
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Annex-4: Indicators of Change 

Indicators 
Definition 

[Example] 

Value [Example] Remarks 

Organisational 

diversity 

The proportion of 

the reserved-

category staff to the 

total staff in the 

civil service or any 

other branch of the 

public service 

 Continuous  

 Theoretical: 

0 – 100 

  

 Target: 45 

May be 

calculated  

based on civil 

service or other 

personnel 

records, every 

year, mid July  

Staff 

accessibility  

The frequency of 

contact between the 

reserved and 

unreserved category 

members of the 

agency staff by the 

reserved and 

unreserved category 

members of the 

public in connection 

with the agency 

service   

 Frequency: 

0 – N   

 Proportion: 

0 – 100 

May be assessed 

based on sample 

surveys, every 

two years, as of 

mid July  

Agency 

responsiveness 

- The degree of 

beneficiary say in 

development 

activities (of 

general, reserved 

and unreserved  

categories) 

– The degree of 

recipient  

satisfaction over 

public service 

delivery (of general, 

reserved and 

unreserved  

categories) 

  

 On a scale 

of 1 – 5 

 

 

 

 

 

 

May be assessed 

based on sample 

surveys, every 

two years, as of 

mid July 

Competitive 

behaviour 

Representation in 

top 3 performer 

ranking by agency 

chiefs 

Proportion: 0 - 100 May be assessed 

based on free, 

confidential and  

credibly 

obtained 
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ranking by all 

agency chiefs 

(ministries, 

departments, 

commissions 

and the like) 

every two years, 

as of mid July 

Co-operative 

behaviour  

Representation in 

reciprocal best 3 

colleague ranking 

by members of 

(reserved and non-

reserved categories 

of) the agency staff 

Proportion: 0 - 100 May be assessed 

based on sample 

surveys, every 

two years, as of 

mid July 

 



                                                                                                                                                                  

Page 41 

 

Annex-5: Action Plan 

 
S.N.   Proposed action  Responsible 

Agencies 

Success Indicators 

1.  Amendment of Civil Service Act 

and Civil service rule: 

a) Reservation  

b) Oath 

c) Posting 

d) Probation period 

e) Transfer 

f) Promotion  

g) Pension 

h) Conduct 

i) Sheet-roll 

j) Flexitime and flexplace 

k) Substitute staff 

MoGA, OPMCM Civil Service Act 

amended  

2.   Constitute administrative reform 

committee 

MoGA, OPMCM Administrative reform 

committee constituted 

3.  An official paper on inclusive public 

personnel policy 

MoGA, OPMCM Official paper in place 

4.  Evaluation of inclusive civil service 

policy 

MoGA Organisational 

diversity, staff 

accessibility, agency 

responsiveness, 

competitive behaviour, 

co-operative behaviour 

5.  Review testing procedure PSC Inclusion-friendly 

testing procedure 

6.  Preparatory classes PSC Number of candidates 

attending classes 

7.  Office facilities guideline MoGA Guideline in place 

8.  Redefine social competencies  MoGA Social competencies 

included in training 

program 

9.  Day care centres MoGA Number of day-care 

centres 

10.  Physical requirement and functional 

qualification of people with 

disability 

MoGA, MoWCSW Physical requirement 

and functional 

qualification in place 

11.  Separate guideline for sexual 

harassment 

MoGA, MoWCSW Guideline in place 
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