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1. Introduction

Indian Adult Education Association (IAEA) organized its second workshop on Gender at
Work: Building Respectful, Inclusive Workspaces, for office employees and field workers
of Jan Shikshan Sansthan (JSS) and some selected NGOs of Delhi, to equip the participants
with an understanding of gender related legal and ethical responsibilities and enabling them
to contribute to a more inclusive, respectful and equitable workplaces.

The workshop was held at Indian Adult Education Association, New Delhi on Monday, 1%
June 2026. It was attended by personnel involved in skill development programmes of
different organizations namely, JSS and NGOs of NCR Delhi. Resource persons were
drawn from Delhi University, Voluntary Health Association, Delhi and IAEA. (list of
participants, observers, resource persons are given as Annexure 3).

2. Background of workshop

During discussions with various organizations working in the areas of lifelong learning and
skill development, it was observed that although most organizations had constituted
Internal Complaints Committees (ICCs), as mandated by law, there was a need for greater
clarity regarding their roles, responsibilities, functions, and applicable procedures.

Participants in the first workshop conducted in March 2026 under this series also
emphasized the need for such capacity-building programmes to reinforce awareness and
strengthen employees' knowledge and skills. They highlighted that these initiatives are
essential not only for personal growth but also for fostering a more equitable, inclusive,
and respectful workplace culture.

The present workshop was designed to sensitize the officials and staff of JSSs and NGOs
and to enhance their understanding of the rights, entitlements, and responsibilities
enshrined in the Sexual Harassment of Women at Workplace (Prevention, Prohibition and
Redressal) Act, 2013 (POSH Act). The workshop also aimed to promote compliance with
the provisions of the Act and to encourage participants to take prompt and appropriate
action against all forms of gender-based violence affecting employees and beneficiaries of
all genders, with particular attention to the vulnerabilities of women who may face sexual
harassment, humiliation, discrimination, and exploitation.

3. Objectives of the workshop

« To introduce participants to the key concepts in gender analysis.

« To build awareness of gender sensitivity and to promote mutual respect at the workplace.

« To familiarize participants with policies and legal provisions for the prevention,
prohibition, and redressal of sexual harassment of women employees and learners.



4. Expected Outcomes

The participants were expected to develop a clearer understanding of the distinction
between biological sex and socially constructed gender, and of how ingrained stereotypes
shape expectations within families, peer groups, and professional settings. The sessions
aimed to equip participants to recognize unconscious bias in workplace decisions and to
appreciate the scale of gender inequality across society, the household, the workplace, and
the State. Participants would gain a working knowledge of the POSH Act, 2013, including
its scope, the definition of sexual harassment, and the role and obligations of the Internal
Complaints Committee, and other related organizations and institutions and be sensitized
to the real-world dilemmas women face in reporting harassment. Above all, the workshop
sought to foster a shared commitment among participants to act as agents of change in their
homes, workplaces, and communities.

5. Proceedings of the workshop

Opening of the workshop

The workshop commenced with a welcome address by Prof.
Rajesh, Director, IAEA, who greeted the participants, resource
persons and distinguished guests and set the context for the day's
deliberations on gender sensitivity and respectful, inclusive
workspaces. This was followed by an address from the Chief
Guest, Prof. L. Raja President, IAEA, who reflected on the
importance of the initiative and the

\ F?;‘ ~— institution's continued commitment to
T2 gender justice and the dignity of every employee. Thereafter, the

,‘;‘« _‘_\_\_ Guest of Honour, Shri Suresh Khandelwal, General Secretary,

:‘-‘:‘.‘,‘ s %‘4 IAEA, delivered the inaugural address, formally launching the

',';:, proceedings and underscoring the value of such workshops in
,,,,_::::2}‘ building awareness, capacity and a culture of equality across the
ek % organizations.

While proposing the vote of thanks to the dignitaries and
participants, Smt. Nishat Farooq highlighted the significance of
workshop in fostering a healthier and more balanced society. She
explained the need and importance of the present workshop in
promotion of inclusivity and equity at workplace. She thanked the
dignitaries for sparing their valuable time and sharing insight with
the participants. She also thanked all the JSSs of NCR Delhi and
NGOs for deputing the officials and field workers to participate in
the workshop. She wished the workshop to be a success with their
active participation.




Session 1. Orientation of the Workshop.

Smt. Nishat Farooq, ICC Chairperson, Indian Adult Education Association, New Delhi

The participants were given orientation of the workshop by Smt. Nishat Faroog. In her
presentation, the aims and objectives of the workshop in building respectful and inclusive
workplaces for everyone, especially women, were highlighted.

—== She explained the methodology of the workshop in detail.

. The first step was concerned with the exchange of
information and sharing of experiences among participants,
to sensitize them about gender and gender inequalities in the
. context of four key institutions within the development
process, with special focus on workplace.

Next step was to inform participants about the Prevention of
&5 Sexual Harassment (POSH) Act 2013, Internal Complaints

Committee (ICC) and its responsibilities. Third step was to
sort out strategies to improve workplace environment from gender perspective. Following
outcomes were expected because of the first two steps mentioned above:

e ldentify key elements that may promote inclusivity as well as practices that may
improve their workplace environment.
e Strategies to get full benefit of ICC and POSH for workplace safety and equality.

Workshop schedule is attached as Annexure 1.

Session 2: Understanding Gender

Dr. Geeta Mishra, Associate Professor, Department of Continuing Education & Extension,
University of Delhi

The session opened with an engaging activity that invited participants to reflect on the perception
images that arise when they hear the words ‘man’ and ‘woman’, prompting an introspective
examination of ingrained social assumptions.

The First Caselet

Two siblings — Riya, who aspires to become a
mechanical engineer but faces discouragement from
relatives with remarks like “Engineering is for boys,”
and Aman, who enjoys cooking but is mocked by friends
for it. Dr. Geeta Mishra illustrated how deeply embedded
gender stereotypes operate within families and peer ? :
groups from a very early age. Participants were invited to dlstlngmsh whether these expectatlons




stem from biological sex or socially constructed gender, and to explore how families can play a
proactive role in encouraging equality.

The presentation drew a conceptual distinction between biological sex and gender. Biological sex
— the physiological and anatomical characteristics determined at birth, including chromosomes,
hormones, and reproductive anatomy — was contrasted with gender, which refers to the socially
and culturally constructed roles, behaviours, expectations, and responsibilities assigned to men and
women. Through a visual collage of everyday objects such as toys, kitchenware, beauty products,
and tools under the theme “Gender All Around,” she demonstrated that gender norms are
embedded in every aspect of society. She elaborated on socially assigned roles, noting that women
are typically expected to cook, care for children, manage households, and remain soft-spoken,
while men are expected to earn income, take decisions, be strong, and suppress emotions.

Key Observation: Most gender roles are socially created, not biological, and can therefore be changed.

The Second Caselet

The presentation also addressed gender bias in the workplace through a second caselet involving
two equally excellent employees, Arjun and Nisha, being considered for a high-visibility team
leader role. The manager's decision to overlook Nisha based on assumptions about her availability
following maternity leave — without even consulting her — highlighted how gender assumptions
silently influence professional decisions. A poll question asking what influenced the decision most
— performance, availability, or assumptions — sparked discussion on unconscious bias. Dr. Geeta
Mishra introduced the concept of Gender Identity as the internal perception of one's own gender,
urging participants to examine whether assumptions rather than evidence are driving decisions,
and noting that distinguishing between biological sex and gender enables leaders, managers, and
colleagues to make more equitable choices.

Key Observation: The goal of understanding gender is not to deny biological differences, but to recognize
when social expectations unfairly limit opportunities.

Slides used by her are given in Chapter 2.



Session 3: Gender Analytical Framework
Smt. Nishat Farooq, Chairperson, ICC, IAEA

Referring to the previous presentation on the unequal status . r—
of women vis-a-vis men in India, Smt. Nishat Farooq briefly g i eeeirs
explained how this gender disparities form the basis on ' '
which access to benefits, resources, power, and decision-
making authority is distributed within society. She noted that
such inequalities are often incorrectly attributed solely to
biological differences between men and women, whereas
biological factors alone provide only a limited explanation.

She emphasized that gender roles are largely socially constructed. These socially assigned roles
confine women primarily to the domestic sphere and define their abilities in terms of stereotypical
feminine qualities such as nurturing and caregiving. As a result, women are often placed in
positions of dependence on men and are denied equal opportunities for participation in social,
economic, and political life.

The session further highlighted that socially constructed notions of masculinity and femininity
create and reinforce systemic inequalities, placing women at a disadvantage through unequal
access to resources, opportunities, leadership positions, and decision-making processes.

Smt. Farooq explained that the gender-based division of labour and power extends beyond the
household and is deeply embedded in other development institutions, like communities, markets,
workplaces, and the State. These institutional arrangements perpetuate unequal gender relations
and limit women's access to rights, opportunities, and resources.

She concluded by emphasizing that planners, policymakers, and development practitioners must
adopt a gender-sensitive approach in their work. Recognizing the structural barriers and unequal
power relations experienced by women is essential for conducting meaningful gender analysis and
designing policies and programmes that address these inequalities. Such an approach can
contribute to the equitable redistribution of resources, opportunities, and decision-making power
between women and men, thereby promoting gender equality and inclusive development.

Session 4: Gender Inequalities: Society, Household, Workplace, State
Dr. Joycia Thorat, Consultant for Good Governance & Standards of Excellence

The session explored gender inequalities across Society, —
Household, Workplace and State through interactive o 5] araa v

activities and group discussions. The World Economic '
Forum's Gender Gap Report warns that, at the current
pace, it will take 134 years to close the global political
empowerment and economic participation gap. India
ranked 131st out of 148 countries in the latest Global
Gender Gap Index. The session affirmed that gender




inequality is not hype but a hard-hitting reality, and that India cannot achieve Viksit Bharat by
2047 without achieving gender justice.

Activity 1 — Naming Leaders

Participants named male, female, and LGBTQIA+ leaders. Male leaders were recalled easily and
abundantly; female leaders were named but sparsely; LGBTQIA+ leaders were barely known —
highlighting the dominance of men in public consciousness. Notable LGBTQIA+ leaders
mentioned included Dr. Menaka Guruswamy and Mr. Keshav Suri.

Activity 2 — Inequalities at Home

Seven statements about household gender dynamics were read aloud; participants were asked to
stand or sit to reflect their home reality. Most stood for statements on women doing cooking,
caregiving, and housework, and sat for statements on financial autonomy, freedom of movement,
and social participation — exposing that gender inequality begins at home.

Group Discussions — Challenges & Solutions

Participants were asked to identify challenges faced by women at home, society, workplace and
State and identify possible solutions for these.

For Group reports please refer to Chapter 3.

Dr. Jyocia Thorat closed the session urging participants to continuously identify and act on gender
injustice in every sphere of life — at home, in society, at work, and in governance.

“Inequality will only go away when we question it, challenge it, and address it — not when we remain quiet.”
-Dr. Joycia Thorat
For full presentation please refer to Chapter 2.

For group work report refer to Chapter 3.

Session 5: Workplace and Skill Development from a Gender Perspective
Dr. Gyanendra Kumar, President, Voluntary Health Association Delhi, New Delhi

“Hum kya the, kya ho gaye aur kya honge abhi — aao milkar sochein, vichaaren ye
sabhi.” — Kavi Maithili Sharan Gupt

Dr. Gyanendra Kumar opened the session with these evocative lines by the poet Maithili Sharan
Gupt, calling on the gathering to collectively reflect on where we have come from, where we stand,
and where we need to go — especially in the context of women's participation in the workforce
and skill development.



Women as Central to Economy and Society
Dr. Gyanendra Kumar emphasized that women today are
central to both the economy and society — not merely as
workers, but as decision-makers who shape households and
communities. When women are empowered to make financial
and professional choices, the benefits extend far beyond the
B individual to families, communities, and the nation's growth.
< 5_. Women's inclusion in the workforce is not only a driver of
equity but a powerful multiplier for productivity, innovation, and social change. Skilling women,
he argued, is a central pillar in enabling this inclusion — directly strengthening employability,
economic independence, and long-term empowerment.

nat Work

Population Pressure as a Barrier to Women's Progress

Dr. Gyanendra Kumar identified India's rapidly growing population as a significant structural
hindrance to improving the standard of living for women. Population growth, he noted, is the root
cause of malnutrition, unemployment, and a range of social evils including harassment, eve-
teasing, and sexual violence directed disproportionately at women and girls. He presented striking
data to illustrate the scale of the challenge:

+ India’s population grew from 25 crore in 1921 to approximately 145 crore in 2026 — a
nearly six-fold increase, making India the most populous nation in the world.

+ India holds only 2.4% of the world's land area yet supports this enormous and rapidly
growing population.

+ Delhi's population rose from 5 lakh in 1901 to approximately 3 crore in 2026, within a
land area of just 1,485 sq. km — of which 48% of the population is female.
This pressure severely affects all sectors, with women and the girl child, bearing the heaviest
burden through domestic violence, dowry deaths, sex-selective abortions, and other forms of
physical, psychological, sexual, and economic violence.

Motivation: The Central Factor in Workplace and Skill Development

Dr. Gyanendra Kumar outlined five key steps through which motivation can be built and sustained
at the workplace and in skill development centres:

1. Information

« Accurate information is the foundation of any goal-directed behaviour; it directly
affects decisions and outcomes.

2. Education

«Beyond formal schooling — the act of teaching and training that nurtures the best
qualities in a person.



3. Communication

Through speech, visuals, and exchange of messages - essential for sharing knowledge and
creating an enabling environment.
4. Knowledge & Attitude
+  Knowledge shapes attitude, connecting emotions, opinions, and actions, and
determines how women engage with opportunities.

5. Motivation

- Self-motivation is the inner force that sustains effort, builds resilience, and enables
women to overcome barriers.

Ground Reality: Challenges at Skill Development Centres

Using the Anganwadi Centres established by the Government of Delhi as a stark example, Dr.
Gyanendra Kumar highlighted deeply concerning conditions at existing skill development centres
and workplaces:

+ No proper seating infrastructure or comfortable learning spaces.
+ Absence of functional toilets - a critical barrier for women's participation and dignity.
+ Unhealthy and unsafe physical environments that deter regular attendance and learning.

+ Inadequate or zero grants to NGOs running skill development programmes, making
quality delivery impossible to sustain.

These conditions, Dr. Gyanendra Kumar argued, reflect a systemic neglect of women-centric
skilling infrastructure. Without basic dignified facilities and adequate funding, the goal of
empowering women through skill development will remain aspirational rather than real.

For full paper please refer to Chapter 2.

Session 6: Policy, Law and Prevention (POSH Act)
Prof. (Dr.) Pinki Sharma, Professor, Faculty of Law, University of Delhi

Prof. (Dr.) Pinki Sharma delivered an incisive and practically grounded session on the legal
framework governing the prevention of sexual harassment of women at the workplace, with a
central focus on the Prevention of Sexual Harassment (POSH) Act, 2013. She walked part|C|pants
through the key legal provisions of the Act, explaining its scope,
applicability, and the obligations it places on employers - including il
the mandatory constitution of an Internal Complaints Committee |
(ICC) in every organization with ten or more employees. She
clarified the definition of sexual harassment under the Act, which
extends beyond physical conduct to include verbal, non-verbal, and
visual forms of unwelcome behaviour, as well as quid pro quo
situations where employment benefits are conditioned on




compliance. She emphasized that the Act covers not only permanent employees but also
contractual workers, interns, and visitors, making it one of the more comprehensive workplace
protection laws in India. Her exposition was enriched by references to relevant case law and
statutory provisions.

What made the session particularly impactful was her attention to the complex, real-world
situations that women encounter and must navigate — situations where the law alone does not
provide a simple or immediate answer. Through carefully chosen examples, she illustrated the
dilemmas women face: whether to report an incident when the accused is a senior colleague or
supervisor, how to respond when harassment occurs in informal or off-site settings, when the line
between professional discomfort and legally actionable harassment becomes difficult to define,
and how organizational power dynamics can deter women from coming forward. She encouraged
participants to trust their instincts, document incidents carefully, and understand that the law is
designed to protect, not to judge, the complainant. She stressed that laws are only as effective as
the environments in which they are implemented.

Session 7: Improving the workplace environment from Gender Perspective
Resource person: Shrimati Nishat Faroog, Chairperson ICC, IAEA

Chairperson: Prof. Pinky Sharma, Professor, Faculty of Law, University of Delhi

This was one of the most interactive and challenging sessions of the workshop, as participants
were encouraged to identify practical strategies for improving the workplace environment from a
gender perspective. Building on Prof. Pinky Sharma's session on the legal framework relating to
the Prevention of Sexual Harassment at the Workplace (POSH Act, 2013), Smt. Nishat Farooq
invited participants to draw upon their own professional experiences and the knowledge gained
during the workshop to explore ways of fostering a safe, equitable, respectful, and inclusive
workplace.

Participants were encouraged to discuss and reflect on the roles and responsibilities of their
organizations and Internal Complaints Committees (ICCs), the effectiveness of existing grievance
redressal mechanisms, and practical measures that could strengthen the prevention and prohibition
of sexual harassment at the workplace. The objective was to enable participants to identify
actionable interventions that would contribute to creating a gender-sensitive organizational culture.

To ensure that every participant had an equal opportunity to contribute, Smt. Nishat Farooq
adopted the Three-Station Technique, a participatory learning method designed to facilitate
collaborative brainstorming and knowledge sharing. Participants were divided into three groups
A, B, and C and rotated through three discussion stations, each focusing on a specific theme related
to improving the workplace environment. Each station was facilitated by a designated Station
Master.



Station 1: Dealt with Responsibilities of the Organization/Institution
Station Master: Shri Vivek Kumar Chahar

Station 2: Discussed Roles and Responsibilities of the Internal Complaints Committee (ICC)
Station Master: Ms. Neha Gupta

Station 3: Deliberated on other Supportive Measures for Creating a Gender-Sensitive Workplace
Station Master: Dr. Rita Chauhan

For first 10 minutes groups occupied the three stations in sequence. Group A at Station 1, Group
B at 2 and Group C at 3. The participants in their respective group discussed in participatory
manner on their assigned topic with occasional comments, views and clarification from the Station
Master. Accepted views, observations and comments generated, were listed as output of that group
work.

For next 7 minutes and then for 5 minutes the groups moved cyclically from one station to next,
thus attending the three stations, while the Station Masters remained at their Station. The
successive groups either agreed or disagreed with views and observations generated by the
proceeding group’s concepts. They were free to add or delete to the list. After visiting each station,
the groups came back to the respective station from where they had started their journey. The key
observations, recommendations, and consensus points emerging from each discussion were
recorded as the outputs of the respective station.

They prepared the report of the group after
receiving the modification done by the other
groups. The findings were presented in the
plenary which was chaired by Professor Pinky
Sharma. President of IAEA, Shri L. Raja,
General Secretary, Shri Khandelwal and
Professor Rajesh, Director were also present.

Overall Observations

“The station rotation methodology proved highly effective in generating broad, multi-dimensional
thinking. Each group brought fresh perspectives to every station, resulting in rich, layered outputs
covering institutional responsibility, procedural compliance, victim support, and culture change.”

The group activity underscored a collective understanding that addressing gender inequality at the
workplace requires simultaneous action at three levels: the institution must build systems and
infrastructure; the ICC must function with integrity, speed, and sensitivity; and the broader
organizational culture must actively support victims through counselling, safety, and awareness.
Prof. (Dr.) Pinki Sharma, in her closing remarks as chair, emphasized that the POSH Act is only
as powerful as the people and institutions that implement it — and that workshops like these are
essential to building that human capacity.



Evaluation of the Workshop

A feedback form for evaluation of Workshop was
distributed to all the participants. The feedback was >4
received for the interactive nature of the workshop,
insight gained on gender sensitization and overall
organization of workshop.

Following feedback was received:

Overall workshop feedback

Overall Organization: 82% of participants rated the workshop as excellent, while 18%
rated it as good, indicating a high level of satisfaction with the organization of the event.

Relevance of Topics: 71% rated the topics as excellent, while 29% rated them as good,
reflecting that the content was relevant and useful to participants.

Quality of Speakers: 82% rated the speakers as excellent, while 18% rated them as good,
demonstrating appreciation for the expertise and effectiveness of the resource persons.

Clarity of Presentations: 47% rated the presentations as excellent, 41% as good, and
12% as average, indicating that the presentations were generally clear while leaving some
scope for further improvement.

Interactive Activities: 82% rated the activities as excellent, while 18% rated them as
good, highlighting strong participant engagement throughout the workshop.

Usefulness for Workplace: 82% rated the workshop as excellent for workplace
applicability, while 18% rated it as good, indicating that participants found the sessions
highly relevant to their professional roles.

Learning outcomes

Understanding of Gender Issues: 59% of participants strongly agreed that their
understanding of gender issues improved, while 41% agreed.

Confidence in Identifying Gender Bias: 65% strongly agreed, 24% agreed, and 12%
were neutral regarding increased confidence in identifying gender bias.

POSH and Workplace Policy Awareness: 53% strongly agreed, 41% agreed, and 6%
were neutral that their awareness of the POSH Act and workplace policies had improved.

Feedback form is attached as Annexure 2.



Reflection

Participants appreciated the workshop for providing practical insights into gender equality,
workplace inclusivity, unconscious bias, and the POSH Act. Although the interactive discussions
and real-life examples strengthened their understanding of gender-sensitive practices and
workplace responsibilities, more participatory and thought-provoking activities need to be added.
Many participants described the sessions as informative, engaging, and directly relevant to their
personal and professional contexts.

Recommendations

Participants recommended organizing similar workshops regularly to reinforce awareness and
promote gender-sensitive workplaces. They also suggested including more case studies, role plays,
and practical exercises to further improve presentation clarity and strengthen participants'
confidence in recognizing and addressing gender bias in the workplace.

Closing of the Workshop

Following the group activity, the workshop drew to a close, with concluding remarks from the
dignitaries present. Prof. L. Raja, President, Shri Suresh Khandelwal, General Secretary and Prof.
Rajesh, Director IAEA addressed the gathering, reflecting on the significance of the workshop and
the lasting benefits it offered to participants in building respectful and inclusive workspaces.

Participants expressed appreciation for fulfillment of their expectations and enrichment of their
knowledge. The vote of thanks was proposed by Smt. Nishat Farooq, who expressed gratitude to
the Dignitaries, resource persons, organizers and participants for their valuable contributions to
the workshop.
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Paper — 1 Slides

Understanding Gender: Differences between Biological sex and Gender and

Socially assigned roles of men and women.

Dr. Geeta Mishra

Dr. Geeta Mishra
Assaciate Professor
University of Delhi
E-gmishra@ace.du ac.in

At home:

+ Riya is expected to help her mother in household chores.
+ Aman 13 rarely zsked to help in the katchen.

Both feel pressured to behave according to sociefy’s expectations,

Gender

Gender is nsed to describe the charactaristies of women and
men that are socislly constructed, while bislogieal sex refers
to thase that are hislogieally determined. People are born
female or male, but learn to be girks and boys who grow into
wouen and men.

Understanding Gender

What comes to your mind when you hear
*MAN

- WOMAN

Discussion Questions

+ What gender stereotypes do you observe?

+ Are these expectations based on hiological sex or gender?
+ How might these stereotypes affect Riva and Aman?

+ Can boys cook? Can girls become engineers?

* How can families encourage equality?

Biological Sex

Refers to biological and physiological characteristics that distinguish males
and females. [t 15 typically categorized as male or female at birth based on
anatomical markers.

Examples

» reproductive anatomy
» honmones

» chromesomes

Key Point
+ Usnall determined atbirth

Caselet 1
Caselet: “Riva and Aman”

+ Riva and Aman are siblings.

* Riya wants to become a mechanical engineer, but her relatives sav:
“Engineering iz for boys.”

+ Aman enjoyvs cooking and wants to learn haking, but his friends
langh and sav:
“Cooking is girls" work”

One gender stereotype I want society to change is

Gender

Gender refers to socially and culturally comstructed roles, behaviours,
expectations, and responsibilities assigned fo men and women. It dictates how
soclety expects people to act and mteract.

Examples

+ men should eam

+ women should cook

* boys don't ery

Key Point

Gender roles are learnt and can change.

Socially Assigned Gender Roles
Women are often expected to:
* cook
+ care for children
+ manage housebold work
* be soft-zpoken
Men are often expected to:

* eam icome

+ take decizions
+ be strong

* avoid emotions

12




Are These Roles Natural? Fair? Who created them?

Can

* women become leaders?

 men cook and care for children?

« girls play sports?

* boys express emotions?

Message

Mozt gender roles are socially created, not biological

During the discussion, a manager says:
* "Nisha 15 capable, but this aszignment involves a lot of travel and
pressure. Arjun may be a safee choice and better suited at this staze

+ Nobody asks Nisha whether she wants the assignment.
* Arjun gets nominated.

Reflection Question

“Think of one decision you have made or observed at werk.
Could assumptions about gender have influenced it?”

Gender Identity

Gender Identity is the internal perception of an
individual's gender and how they identify
themselves.

22

Key Messages

What influenced the decision most?

* A Performance

*B. Availability

+ C. Assumptions

* D. Not enough information

* The goal of understanding gender iz not to deny biological differences.

* The goal it to recognize when social ax?edaﬁnus limit cpportunities,
shap decisions, or influence how people are treated.

* As professionals, our responsibility is not to treat everyone identically.

* Our responsibilify is to examine whether assumptions are driving
decisions more than evidence.

* When we distinguizh between biological sex and gender, we become
‘better leaders, managers, colleagues and professionals

20

Thank You

23

Caselet 2

Case: Team Leader

+ A department head must nominate someone to lead 2 hi
* Two employees are being considered.
Arjun

» Excellent performer

* Married with two children

» Frequently travels for work

Nisha

* Excellent performer

* Married with one child

* Recently retumed from matermity leave

15

What information about Nisha was assumed rather than monn?

If you removed all assumptions about what women and men
are supposed to do, would your workplace decisions remain
exactly the same?

21



Paper - 2
Gender inequalities in the context of Society, Household, Work Place, State

Dr. Joycia Thorat

. Introduction : As per the World Economic Forum Gender Gap report , at the current pace
of change, it will take an estimated 134 years to close the global Political empowerment and
economic participation gap in the world .

. In the latest Global Gender Gap Index, India ranked 131st out of 148 evaluated countries.

. Gender inequalities in the context of

Society, Household , Work Place , State exist and is very high even today as per experience shared
by members . The recent brutal dowry deaths in India . Do you think gender inequality is a reality
or hype or myth

Yes/no . It’s a hard-hitting reality .

As per the National Crime Record Bureau of India 2023 , there are approximately 1.33 lakh
domestic violence cases .

Care work one of the largest form of violence against women , according to research says , 76.2
percent of unpaid care work is done by women . When it comes to political participation only 14%
political leadership is by women today in India . In the corporate office only 17%
corporate executive leadership is women,

and 20 percent in corporate board are women leaders . Great gap and inequality exist .

If we want India to be a developed nation and our homes to grow economically and socially women
need to be empowered and should have equal space .

Activity 1. The exercise / activity on naming male leaders / female leaders and LGBTQIA + leaders
was a good eye opener on how male leaders dominate , followed by female leaders and very few
awareness on LGBTQIA leaders . Dr. Menaka Guruswamy Mr. Kesav Suri are from there.

Activity 2 The activity to test about our own family values when it come to gender was also an
eye opener - stand / sit

1. I my home women family members cook most of the time

In my family child care and care for the elderly or both in the family mostly the primary
responsibility of women

In my home housekeeping / washing vessel all work mostly done by women

In my home women can decide what they want to do with the money

In my home women can reach home any time without question being asked

In my home women represent in the many voluntary groups - boards, hobbies etc -

In my home women get to travel outside home not just for work (visit family, friends ) any
time with no pressure of leaving things unattended,

N
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India to be a developed nation we need to focus on Gender Justice, unless women have equal
status, opportunity and engagement in home , society , work place , and state we cannot reach
VIKSIT Bharat by 2047.

Activity 3. Followed by this we divided the participants in to 4 groups of these 4 institutions

And asked them to identify the challenges faced in these institutions and identify solutions. All 4
groups did a detailed discussion, spelt out the challenges / inequalities the and identified
solution to address them .

Closing :

With that we closed the session requesting the members to constantly identify solutions for gender
injustice we face. Push the limit and move forward. Inequality only will go away when we
question, challenge and address it . Not when we remain quiet .

Paper - 3
Work place and skill development from gender perspective

Dr. Gyanendra Kumar

ge D;k Fks D;k gks x;s vkSj D;k gksxsa vHKhA
vkvks feydj lksps fopkjsa ;s IHKhA

Now a day’s women are central to both our economy and society not only as worker but also as
decision makers shaping households and communities. When women are empowered to make
financial and professional choices the benefits extend to families, communities and the nation’s
growth. Women’s inclusion in the workforce is not only a driver of equity but also a multiplier for
productivity, innovation and social change. A central pillar in enabling this inclusion is the skilling
of women, which directly strengthens, employability, economic independence and long-term
empowerment.

Increasing population is hindrance for better standard of women. Population is the main cause of
malnutrition, unemployment and harassment, eve teasing, rape, and so many other social evils
against the women. When explained the situation of increasing population in India he informed
that in the year 1921 the total population of India was 25 Crores which increased upto 2026 as
145 Crores. Now a day’s India is First in Population in the world. India has only 2.4% Land area
of the world where population has increased 6 times more. Further he took example of Delhi’s
population which was only 5 lacs in 1901 but today in 2026 it reached around 3 Crores but the
land area is only 1485 sq km. Out of this 48% population is female. Due to population pressure all
sectors are badly effected. Mainly females and girl child through domestic violence, abortion,
dowry death, rape, kidnapping etc. They are Kills, tortured physically, psychologically, sexually
and economically.



Motivation is the main factor at work place and skill development which can be explained
through the following steps.:-
a) Information:- Information is valuable because it can effect behavior, decision or an
outcome, without correct information we cannot make plan to achieve goal.
b) Education:- Education is the act of teaching and training with seeks to nourish the good
qualities. Education increase the inner capacities of human beings.
C) Communication:- through good communication the exchange of thoughts, messages or
information by speech, visuals etc.
d) Knowledge & Attitude:- It is tendency to respond positively or negatively towards an idea,
object or situation. It relates emotions, feelings, opinions, actions and evaluation.
e) Motivation:- Self motivation is the force to take initiative to fulfill the goals decided by a
person at working place.

Problems:- The worst situation of the working place or established skilled development centres.
He took example of Aganwadi Centres established by the Govt. of Delhi. Which are in very bad
condition. No proper place to sit comfortably, no toilet no healthy environment. No grant to NGO’s
so that they can run the skill development training smoothly.



Paper — 4 Slides
Policy, Law and Prevention (POSH Act)
Prof. Pinky Sharma
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Chapter 111
Group Reports

Session 4: Gender Inequalities
Session 7: Improving Workplace Environment



Group report of Gender Inequalities

Group 1 — Household Group 2 — Workplace

Challenges Challenges
® Elders discriminate, especially against ® Salary disparity; capability judged by
girls gender
¢ Jobs like Hotel Management deemed ® Harassment; judgment on appearance /
unsuitable for girls dressing
¢ Social boundaries restrict girls' choices ® False allegations — need gender-neutral
Solutions 1
¢ Equal parental support for sons & Slellers
daughters ® Gender equalization in pay & promotion
¢ Parents should stand firm in their * Enforce POSH Act; sensitization
decisions workshops
Group 3 — Society Group 4 — State
Challenges Challenges
¢ Restrictions on freedom & movement ® Haryana sex ratio: ~900 girls per 1,000
boys

¢ Sexual harassment in public spaces
® Female literacy 66% vs. male 88%; Nuh

® Girls expected to leave home upon lowest at 36.6%

marriage
° Dowry deaths, honour killings, crimes

® Unequal education access & public .
against women

treatment
Solutions > Women barred from policy / decision-
making roles
®  POSH Act enforcement; awareness .
. Solutions
drives
°  Women's reservation in communit *  Beti Bachao Beti Padhao; HSCW
y helpline 1091

leadership
® Nari Shakti Vandan Adhiniyam 2023;

reservations



Group report of Improving Workplace Environment

(Three Station Technique)

Station 1 Station 2 Station 3

Responsibilities of Institution

- Station Master: Shri .
Vivek Kumar Chahar

Responsibilities of ICC
Station Master: Ms. .
Neha Gupta

Other Supportive Measures
Station Master: Dr. Rita
Chauhan

Station 1 — Responsibilities of Institution (Shri Vivek Kumar Chahar)

Participants: Manju, Sarwat Fatima, Hemant, Apoorva Kumari, Gulnaz, Sunita Negi

Institutional Roles What Needs to Be Done & Challenges

To Be Done

»  Provide a safe environment for women

«  Create gender-neutral laws

* Implement POSH Act and promote
gender equality

» Install CCTV cameras and proof-based
technology

»  Spread awareness of law and rights

+ Establish a Grievance Redressal
Committee

+  Constitute and activate the ICC

+  Conduct workshops on POSH policy
regularly

»  Provide health awareness camps

+  Set up complaint boxes; enforce rules

+  Ensure maternity leave and incentives

+  Provide individual insurance including
casualty cover

Women's safety: install cameras, ensure
day-shift options

Ensure equal pay for equal work
Gender-inclusive policies & proportional
representation

Positive, encouraging work culture
Clean washrooms and healthy
environment

Stress counselling; safe late-hour
transport

Challenges

Insufficient communication channels &
resources

Anonymity of complainants not
protected

Informal culture in formal settings; fear
of isolation

Lack of legal awareness; hierarchy-based
discrimination

Station 2 — Responsibilities of ICC (Ms. Neha Gupta)

Participants: Pushpa Sharma, Amit Tiwari, Kusum Lata, Nitu, Sofia

ICC Duties (DOs) Challenges Identified

Prevent sexual harassment proactively
Conduct impartial and time-bound enquiry
Maintain strict confidentiality at all times
Accept complaints regardless of
complainant's position

Accept complaints against persons in senior
positions

Ensure a women-headed / women-sensitive
committee

Verifying whether a complaint is genuine
or false

Male complainants must also be given
due consideration

ICC must handle transgender harassment
issues

No compromise on evidence and
procedure



ICC Duties (DOs) Challenges Identified

+ Complete enquiry within the statutory 90-day +  Evidence must be properly documented
timeline and preserved
+ Presiding officer must be the highest-ranking +  Ensure victim security throughout the
female process
+ Remain unbiased; never pressurize the victim * Whistle-blower security must be
to compromise guaranteed
+ Do not share the victim's personal information +Job security for complainants must be
 Ensure victims know the proper complaint protected
procedure

Station 3 — Other Supportive Measures (Dr. Rita Chauhan)

Participants: Seema Sharma, Ishrat Sultana, Praveen, Meera, Seema

This station took a specific case scenario — a housekeeping / house-help situation in which a
senior male employee behaved inappropriately with a female employee, who then reported it to
the same senior person. The group mapped a comprehensive response protocol and listed
supportive measures:

Immediate Response Steps Broader Supportive Measures

+ Advise the woman to report to the organization's + Ongoing counselling support for the victim
Director with full details - Safety of the victim ensured at all times
- Director reviews CCTV footage and saves all - Whistle-blower safety guaranteed

records as evidence

+ All four POSH Committee members duly
informed

« Committee members personally speak with and
listen to the woman

+ Assess whether the matter qualifies as a Local
Level Committee (LLC) case

+ Complaint may also be filed on the SHe-Box

«  Stress management support provided

< Healthy conversations and positive
thinking encouraged

«  Creation of a fearless work environment

«  Complete awareness about POSH policy
disseminated

« Employee information not shared with

ol - NET T outsiders
portator _Vla . ontine L «  POSH policy and charter displayed
+ Counselling provided to the victim prominently

+ Job security assured to the complainant
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Date: 1.6.2026

Annexure - 1

Indian Adult Education Association
Gender at work: Building Respectful, Inclusive Workspaces

Inauguration of the workshop
o Welcome address by Prof. Rajesh, Director I/c, IAEA
e Address by Chief Guest, Prof. L. Raja, President, IAEA
e Inaugural address by Guest of Honour, Shri Suresh Khandelwal, General Secretary, IAEA
[ ]

Vote of thanks by Mrs. Nishat Farooq, Chairperson ICC, IAEA

Time

Programme

Method

Resource Person

10.00 amto 10.15
am

Registration

10.15 am to 10.30
am

Introduction

10.30 am to 11.00
am

Orientation of the
workshop

Presentation

Ms. Nishat Farooq, ICC,
Chairperson.

11.00 amto 11.30
am

Understanding Gender

Spray mapping and
presentation

Dr. Geeta Mishra
Associate Professor,
University of Delhi

11.30 amto 12.30
pm

Gender Analytical
Framework

Presentation &
analyses

Ms. Nishat Farooq, ICC,
Chairperson.

12.30 pm to 1.00 pm

Understanding Gender
Inequalities

Presentation &
discussion

Dr. Joycia Thorat
Consultant for Good
Governance & Standards
of Excellence

1.00 pm to 2.00 pm

LUNCH

2.00 pm to 2.30 pm

Workplace and Skill
development from
Gender perspective

Presentation

Dr. Gyanendra Kumar
President, Voluntary
Health Association Delhi
New Delhi

2.30 pm to 3.30 pm

Policy, Law and
Prevention (POSH Act)

Presentation

Prof. (Dr.) Pinki Sharma
Professor, Faculty of
Law, University of Delhi,
Delhi

3.30 pm to 4.30 pm

Improvement of the
workplace environment

Group Work

Ms. Nishat Farooq
Chairperson: Prof. (Dr.)

from Gender Pinki Sharma
perspective
4.30 pm to 5.00 pm Evaluation of Training Ms. Neha Gupta,

Program

Member, ICC, IAEA

5.00 pm to 5.30 pm

Closing of workshop




Annexure — 2

Workshop Feedback Form

Gender at Work: Bullding Respsctiul, Incluslye Workspacas
1 June, 20286, Indian Adut Education Association, Mew Dehi

Plagss complste this fom, as fesdback I8 Important to help us Improve future workshopa, Al

responass will be kapd and us=ad only Tor acatemic and fraining purposss.
Participant Information (Opticnal)

Mame: Designation:

Organisation’instiution:

insfructions: Your responsss will ba rated on 4 points scale. Pfease mspond o the foliowing
STETBMENTS by eNGEGING he numbsrs thar hast Jescnbas JouT expenesnce.

Owverall Workshop Feedback

Criteria Excallsnr

7]
Overal organization -
Resevance of opics

CuSIRy of Speskers

Clarty of preseniations

Interacive acivilles

| Usetuiness for workoiace |

=2 (=] L= =1 (=] @'g

raflra fra|ra [ ko fra @i

Learmning Ouicomes

Staremant Smongly Agres Agrea Neurral Nsagrae

Lrderstanding of gender 155U25 Momved £
Comfidence T Hertfy gender bias noreasad :
POSH and workpiace policy awareness Improved| f |

Your Reflection
One key Insignt from e workshop:

ra P (L=

(=] =2 =2

One action you wil take to promaote Inciusion 3t work:

Suggestions
What Improvements ar adatbional iogics would you suggest™

Weould you rscommend this workshop to others? _ Yes  Maybs MO



List of Participants

JSS, Patel Nagar

Mrs. Kusum Saini — General Secretary
Mr. Naveen Kumar Singh — APO

Ms. Kusum Lata Sharma — ACM

JSS, Peeragarhi
Mr. Amit Tiwari — Computer Assistant
Mr. Praveen Chand — Field Assistant

Mahila Vikas Sansthan
Ms. Neetu Kumari — Vice-President
Mr. Rajesh Pandey - Member

Imperial Service Development Society
Ms. Deeksha - Head

Abhyudaya Trust
Mrs. Seema Sharma — Project Coordinator

MRYDO
Ms. Pooja- PLW
Ms. Shweta — PLW

Balak Mata Centre, IMI
Ms. Ishrat Sulatana — Teacher
Ms. Sarwat Fatima — Officiating Headmistress

Pocketful of Sunshine
Ms. Safia Medi — Teacher
Ms. Seema — Project Coordinator

URIDA
Ms. Meera Ojha- SHG Mobiliser
Ms. Manju — SHG Mobiliser

. Voluntary Health Association, Delhi

Ms. Gulnaz — Programme Officer
Ms. Kusum Verma - Teacher

. Milestone

Mr. Manish Sharma

Annexure — 3



12. University of Delhi
- Dr. Apoorva Kumari

Observers

- Dr. Biresh Pachisia - Blind Home Welfare Society
- Miss. Himanshi — Delhi University

- Mr. Hemant — Delhi University

- Miss Gayatri — Delhi University

Resource persons, ICC/Resource Persons
- Prof. Pinki Sharma - Professor, Faculty of Law, University of Delhi, Delhi
- Mrs. Nishat Farooqg - Chairperson, ICC, IAEA
- Ms. Geeta Mishra - Member, ICC, IAEA
- Dr. Gyanender Kumar - Member, ICC, IAEA
- Dr. Joycia Thorat - Member - ICC, IAEA

Station Masters
- Mr. Vivek Kumar Chahar - Copy Editor, IAEA
- Ms. Neha Gupta - Member- ICC, IAEA
- Dr. Rita Chouhan - Regional Director, IGNOU

Organizing Committee Members
- Ms. Neha Gupta — Librarian-cum-Documentation Officer
- Shri ML Sharma - Finance Head
- Shri Vinay Chhetri - Senior Assistant
- Shri Jai Bhagwan — Assistant
- Shri Surender Singh Yadav — Caretaker
- Shri Ravi Subramaniam - Multipurpose Worker
- Shri Bittoo - Multipurpose Worker
- Shri Kishore Kumar - Multipurpose Worker

Rapporteurs
- Shri Vivek Kumar Chahar - Copy Editor, IAEA
- Ms. Neha Gupta - Member, ICC
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