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1. Background of publication of hand book

The Government of Nepal has considered Gender Equality and Social Inclusion (GESI) as an
important issue from both a human rights and social development aspect. Nepal's interim
constitution 2063 has emphasized GESI mainstreaming in development endeavours. The
Ministry of Federal Affairs and Local Development (MoFALD) has developed a GESI policy,
which is required to be adopted by all government agencies.

In this context, the Council for Technical Education and Vocational Training (CTEVT) is
committed to mainstreaming GESI in the Technical and Vocational Education and Training
(TVET) sector. CTEVT is implementing the Skills Development Project (SDP), funded by ADB and
the Government of Nepal. One of the expected outputs of SDP is an expanded provision on
inclusive market-oriented training. This output calls for a GESI sensitive curriculum and the
inclusion of a GESI module as a common module in the curriculum of short term trainings and
long term courses.

2. Aim and Objective:

This handbook aims to meet the objective of a market responsive and Social and Gender
inclusive Technical Vocational Education and Training (TVET) system. This handbook can be
used by trainers of both short term training and long term courses. Ultimately the handbook
aims to sensitize the trainees and students on GESI issues and provide ways to reduce GESI
based discrimination and encourage equality and equity in the workplace, society and nation in
general.

3. Whatis in the handbook?

This course deals with the theoretical and practical aspects of Gender Equality and Social
Inclusion (GESI). It provides the knowledge and concepts of GESI as well as the tools to
mainstream GESI in training and the work environment and is a mechanism for addressing GESI
based violence in the workplace. The handbook is made up of three sections. The first being a
module for short term training, followed by a section for long term courses and ending with
resource materials to run both short term trainings and long term courses.
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4. Gender Equality and Social Inclusion module for short term training course

4.1 Background

This module considers the required qualifications of short term training participants and
presents it in a simple and practical way. Focus is on understanding GESI concepts so that the
trainees are sensitized on GESI based discrimination and harassment and the means of tackling
the situation. The duration of the training is 16 hours.

4.2 GESI module For Short term training

Duration: 16 hrs (Theory + Practical)

Description: This sub-module includes the conceptof GESI, GESI friendly training and work
environment, GESI based violence and the mechanisms for addressing GESI based harassment
in the workplace

Objectives: Provides awareness to trainees on GESI concepts, GESI friendly training and working
environment as well as tools to address GESI based violence in the workplace

Tasks:

a. Understanding the GESI Concept

b. Understanding GESI mainstreaming in the TVET sector

c. Understanding the mechanisms for addressing sexual harassment in the workplace

S.N. | Tasks/Skills Steps Related Technical Knowledge Time

Theory | Practical | Total

Be familiar with the concept of GESI

1 Understand the e Sex and Gender 1hr 2hrs30 |3 hrs
GESI Concept mins 30
e Gender Role and Division mins

of labor in the existing
social system
e Gender Equality/Equity
e Status of Social
exclusion/inclusion in
existing social system

Be familiar with GESI friendly training and working environment

Understand GESI e GESI stereotypes in the TVET | 30 1hr 1.5
friendly working sector mins hrs
environment in the
TVET sector
Be familiar with mechanism for addressing GESI based violence in the workplace
‘ Understanding ‘ ‘ ‘ 1hr ‘ 30 mins | 1.5




GESI based
harassment in the
work place

Forms of GESI based
harassment (verbal,
gestural, physical,
pornography or written
and graphic form,
psychological/emotional

hrs

Preventing GESI
based harassment
in workplace (
wage employment
and self-
employment

Being aware of GESI based
harassment in self and
wage employment

Being aware about sectors
with high prevalence of
sexual harassment

Being clear on role and
responsibility of the
position

Keeping in trust with
management/ or senior
colleague

Being aware of
organizational/company
personnel policy

aware of mechanisms such
as - confidential grievance
mechanisms for reporting
and getting counseling
support

1hr

1hr

2 hr

Foreign
employment and
Women's issues

Being aware of the
situation/requirement
Being aware of violence
against Nepali women
workers in foreign
countries

Being aware of the issues
related to women/men
working abroad

Being aware of
government efforts for
women going to foreign
countries

2 hrs

4 hrs

6 hr

Law of the country
against GESI based

Understanding the
country's law against GESI

1hr

30 mins

1hr
30




violence

based violence

min

Total Hours

16

16




5. Gender Equality and Social Inclusion module for long term courses

5.1 Background

This module’s focus is on understanding the GESI concept, GESI mainstreaming in the Technical
and Vocational Education and Training (TVET) sector (GESI friendly curriculum, training
environment and work environment) and GESI based violence and mechanisms for addressing
GESI based harassment in the workplace (self, wage and foreign employment) so that students
are sensitized on GESI based discrimination and harassment and the ways of tackling the
situation.

5.2 GESI module for long term courses

Duration: 20 hrs (Theory +practical )

Description: This sub-module includes the concept of GESI, GESI mainstreaming in the Technical
and Vocational Education and Training (TVET) sector (GESI friendly curriculum, training
environment and work environment) and GESI based violence and mechanisms for addressing
GESI based harassment in the workplace

Objectives: Provides awareness to trainees on the GESI concept and GESI friendly training and
working environment as well as tools to address GESI based violence in the workplace

Tasks:

a. Understanding the GESI Concept

b. Understanding GESI mainstreaming in the TVET sector

c. Understanding the mechanisms for addressing sexual harassment in the workplace

S.N. | Tasks/Skills Steps Related Technical Knowledge Time

Theory | Practical | Total

Be familiar with the concept of GESI

1 Understand the e Sexand Gender 1hr 2.5hrs | 3hrs
GESI Concept 30
e Gender Role and Division mins
of labor

e Gender need ( practical
need and strategic interest)

e Social system (patriarchy
and socialization process)

e Women's status in existing
social system

e Gender Equality/Equity

e Status of Social
exclusion/inclusion in
existing social system




Access to and benefits
from resources/services
social change framework

Be familiar with the GESI main

streaming in organization

1 Understand GESI e Concept of GESI 1.5hrs [ 1hr 2 hrs
mainstreaming in mainstreaming 30
organizations e GESI mainstreaming mins

framework

e Tools of GESI
mainstreaming (GESI
strategy, action plan, GESI
analysis, GESI responsive
budget, GESI audit)

Be familiar with GESI friendly training and working environment
Understand aGESI e GESI friendly work 1hr 1hr 2 hrs
friendly working environment
environment in e GESI stereotypes in the TVET
theTVET sector sector

Be familiar with mechanism for addressing GESI based harassment in the workplace
Understanding 15 45 mins | 1 hr
GESI based e Forms of GESI based mins
harassment in the harassment (verbal,
work place gestural, physical,

pornography or written
and graphic form,
psychological/emotional)
Preventing GESI e Being aware about sectors | 1 hr 2 hrs 3hr

based harassment
in workplace

with high prevalence of
sexual harassment

Being clear of role and
responsibility of the
position

Keeping in trust with
management/ or senior
colleague

Being aware of
organizational/company
personnel policy

aware of mechanisms such
as - confidential grievance
mechanisms for reporting

9




and getting counseling
support

Foreign
employment and
Women's issues

e Being aware of the
situation/requirement

e Being aware of the violence
against Nepali women
workers in foreign
countries

e Being aware of the issues
related to women/men
working abroad

e Being aware of
government’s efforts for
women going to foreign
countries

4 hrs

2 hrs

6 hrs

Law of the country
against GESI based
violence

e Understanding the
country’s law against GESI
based violence

1hr

1hr

2 hrs

Total Hours

20

20
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6. GESI resource material for short term training and long term courses

6.1 About the resource material

The resource materials consist of the sessions applicable for both short term trainings and long

term courses. Information is provided based on the duration of each session, its objectives,

contents, reference documents (exercise, games, handouts and references), processes, training
materials and main message. The process can be modified by the trainer/instructor based on
local context. The exercises are just examples. Other exercises, outside those provided, can be

used at the discretion of the trainer based on their suitability. Relevant exercises, games,

definitions and descriptions are provided under each session. References are provided at the

end of the document.

6.2 GESI Training resource material

6.2.1 Understanding GESI concept (3hr 30 mins )
6.2.1.1 Session | Sex and Gender

Title Sex and Gender

Duration 45 minutes

Objectives At the end of the session, the participant will be able to define and
differentiate between sex and gender

Contents - Definition of gender

- Difference between gender and sex

Reference documents

Exercise # 1, Handout# 1-GESI Glossary

Process

- Trainer’s presentation

- Brain storming using exercise #1-Group work

Group presentation by participants

- Discussion to decide whether the attribute is sex or gender
- Summarize definitions and differences by trainer

Training materials

Meta card, board, pin or glue to stick card, printed table (exercise #
1/group)

Main message of the session

- Sex is biological physiological differences between males and females,
born with, can't be changed (exception: transgender)

- Gender is socially and culturally constructed, not born with, can be
changed, vary across cultures and time

Last message

Gender is a sensitive subject and it has often been misunderstood and
misused, regarded as anything to do with women only. Gender includes
differences within women groups, not only those between men and
women.

Exercise # 1

Characteristics or attributes (brainstorming)
(Ask participants to describe women, men, and child in words or symbols)

Men

Women Girl Boy
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S fo1F (SEX) ¥ qTTRaT 9§ (Gender)

foreprar afshaTHT Afewt G20 THIIFRATS Hequl fauTeEr ETAT ATAT fAgUH g | AfedT-
QEIATH] AFHAA B9 T Higdl [aegehl Hawd AT 9 FIch I FHare I R0 T
qTfvd Hetdt= [ (United Nations Convention on the Elimination of All From of Discrimination
Against Woman- CEDAW) &1 ATHaTe Jafdd © | AfeeeuR g4 T THRE 93 9 IHA T
T HETArIeTs AqTad ! 9339 AT ATHIET TRHHH B | Algel 97 TETHT ar= Geidd qd7
ATAIE 35 THRHT AAA6% grar | STeHeTd &qHT JRiae Gelaraa! faeTdr qiRada 9 Afhe
| TR FHSTS FATCH [ITdTe® qd AT glad | J&l M=aes qieadd g sl foF
ITeR{qe AU qREdT T Al TX WATgebcl ATHIISIE AUBA TRATATT g |

o

HlgdT T O30 Gehide I (e G | Ile® ARINE &qd HIA 9T ATHE, P, AR
SATTaehT AT THT feT By wieel T q@wel a9 qaEar 99 @, fease g9 Araaarlt g,
QTATTF JTOfT g | SHIEEHT THE To57 ATHEE® B | ST F AFG GTONRl ST greg Toaliepl
FMTF (Sexual organ) 1 ATHRATE HT AT Hdl AT K | 75 TUHT T=aATATS Bl T AW
AU ToaTeTs Hal T TG | T TASA Afedll T [EUATS AToR0, TR, THET, FHTH, T T
FFRaTareRT ATaTeHT At GEATCHT v, AT F Atgepdr & |

St g (Sex)
HigdT T [EUETER! STRIE U Stae faeiarers Sfaes g afi=s; | Afedrer ToiemRer 90 a=ar
SIS, A TRIS 9T [ Goheble IJATEd T4 STEl U Higell T AT /-3 T

AT grge, ST AT aEd T qER | aeda T YRageT gad A e, S A
T&TATs GATSH HEd 45 el 5 SAtde fag (Sex) 27 |

afepar -Gender

TTHITAE Fed T ATIATHT ATLRAT GHITHT HigaT ¥ T2 (HaTE THI SveATeiel FIeeeTs
Afgepar a1 At fagae s | wfeer-qeusr amtss e quar gfFer g g
T FHSTHT Jafad Hed, AT, &R T FEhideted AITaH AAFEE T419 TH 57 |
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AT AHPT T FAEEdAls THSA aAUhe JEAAT T IRaae T Fibed g7
AT fagee fafi=r SITa, a9, a¥epia ¥ T [Geua SATaRHAT SXhhid I g7 Taaa [

T, ST qAeh]

LN

T SISHT T (hiqaebl =rer=ers qor fafears gred | a& o<wy Afedr T et qfHer afq
AT, a, FEH(l, T T THATAR H¥eh T IGUHT G, |

grkias fas (Sex) ITrHI==% 95 (Gender)

sOTehids =TT,/ Tehkid HiHd | ST A% =T 9194 {919 |

ST TITATHT ATATZAT T7 | SHTOT Ak, Tk 9T

AT AT T Bk |

ATHTEHAT &7 |
sT T B |

sTEdTel F==1 AAT3-, To9hRl =30 SHEATHT ATeA == HTET7 T,

= i

GTAT Tehl34 3Tia
*qTHTE AT =91 T,

*THY, T, &5, T TIa *THY, 7=, 315, T 9T FT9

el B |

Y E 2 935 |

sfqeg=grdT =997 99717 | sfqeg=ardr 997 F9H1 |

6.2.1.2 Session |l Gender Role/Division of Labor

Title Gender Role/Division of Labor in the existing social system

Duration 45 minutes

Objectives At the end of the session trainees will be able to:
- List the differences in workloads for men and women of the same
background.
- Define gender division of labour in society.

Contents Roles of men and women in Nepal’s social/caste system

Productive, reproductive and community role, dual role of women,
double burden or work

Reference documents

Exercise # 2, Handout # 2-The gender division of labor-ILO, Reference-
Unpaid Care work for women, Prerana

Process

- Participants will be divided into two or more (even) groups

- Groups will list all the activities done at household level (exercise #2) for
the men and women of same context (eg. working in the office, or both
farmers). One group will fill women's work and another group will fill
men's work.

- Group presentation by participants

- Discussion of gender roles and workload given by the society and fixed
by the society/culture

- Summarize by the trainer

13




Training materials Printed table for group discussion and presentation by participants

Main message of the session | - Gender roles are given by society to men and women, and is reflected in
activities attributed to men or women, according to their sex. It is
introduced by the socialization of individuals from early stages in life in
perceived female/male characteristics and relations between men and
women

- Work load and the type of work of men and women at household level
is different

- Women work more at household level (reproductive labour) and men
work outside (productive labour)

- Society has played major role in the life of people

- Gender relations and gender roles have changed from one generation
to the next

Last message These socially constructed divisions of labor can be changed to provide
more time and economic opportunity to women for a more balanced
socio economic development of family, society and country.

Ay Eﬁi’eﬁ -Gender Role

THSTHT AT T TE T4 ATTHT AHPTATE T T (7 A AT faaree T afebeag -
%, IiaTiees /g qfHe# (Reproductive Role)

g. IqrEele 9fAE (Productive Role)

. |IHET® 9MHET (Community Role)

%. JIRATE /JS\ qfH& -Reproductive Role

T FEAATT CRTIET FTHEE T3 | AT 33 FHfawet g=5 | (1) Sifae & : a=a1 S=Ars | (])
THIISTH ST © FodTe®edl QRN ITH, ATTH FH, TR S, TRARE @ETH aarR T
I TR FIAEE T T FAH AT FH g T AT 91 gad | TEAT HITAT q&l HH 3
JUT G, | Afgell qoT ATAegse o YT &l HH T T |

g. IqTET AT -Productive Role

T TP AT T FIHATE TAET ATH 573, | IATad, SATIR JAT SATAT AT TAHT IITa<
g | AigdT T I¥9 ool (qate T T8 AP AT TS BTHEFT AT 9f ETehT JewTH
HieATdTs FH SATAT o =g | THISTHT TEUH AT AHET IAATS T AT ATl T
FEATTIHH] TIHT fa TRUPT T, | PR [EUEE AR GO a7 AT TR IREHT Searad
HUH aEqeedls OREFH TATSH AGAT ISR SFTRITIA T AE ATSTd T B TGS | 7
F G BAHT @ T AT AT g FaT TqATS del HBcadl BIAT fo= MRURT G | Aigal T
TR gl (aTE MeReel Icara=efied afaeraT afq wee feafq Teepr qrges | qmeiTor AT
AfedTeEd AR HTH T oA, FEATT ICATET T SR JTARTHT AT TANT TaSA T
e eS|
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YrHETIF ST -Community Role

USHA TER, HE9al q97 g@: [aRTHT 837 e T ST&dT AT ATSH qgd 9¢ g HETIH! AT
e IFAeRT Ve | TR TS fg i faame, gqavd, anfe araTtse Afqiearsie S Haeear
a5 FEANT T4, Ay 9, aifie qdewdr afng qiaer e sear #rdewa
HiedATewarl el AHFT TEhT &75 | TXAT F1Iee THIS YT BIAT AleaT T oo .97
T | ATHETa® 1A T3 (FaHH o |

q. WHET® SAGEATIHT A

T AT GHETIH! [EAHT AN ATHRNAF FATAT TR SO &RT FHAl FHA THTR,

TS WER, HIMIal q97 3@ [aRTHI gaT TedNT 9 STl T AT Ag 9 99 THEAH!
AT TR B grg | Y ST AT T GTHT e TGl 9 At Tl qIgre |

R. WG TASAATH A

T A=A THIIH! fecdl (MIAT T, IR AT ASTAINTD hATHATIEE, Al AT 2
HAGTH! AMSHISH] (U, ATITSTAT TAT AT AFHATHT Adcd T AT F¥ad (g i Fres
TS | TAT F & JeAET &GHT AMIEF AT §ad arard qTHTE gooTd GFATT ST&l TSI-iee
FaE A1fE UTews S © W e faifad aor /eifad g 1 AT gigerr S areE
TEYEE § T WUH gy | AT Jeodt@a dad JrHerr Afedtesd! 19 96 A1Se | 37
AfeaTE®d TeRT AfHF g7 | AfedTel FH [T TR T 99 TH{qeh! gaeHr ard gtk
HAATTHT SAETHT HH G0 T T4 gl Afgels BN TG A S | HTHET A=A ARA T
AT TI | AT Gerehl ATl ATEATehT TATEHT THRICHE THE T4, |

AfgaTdr THAH AT

A YATHAS H1A AH(rd AT AlEAT ATTHREBT FATAAT T8 TRUH TRIHE AT 2,
ST AtaeraT Aie Afgar Afrer araedt Fesars Antaeer T faeare fagusr 1 95T @
AfeATEsH JA YATHAF FTIATE Gfgad Ta, ITHL T TATAALITRT ATNT Jehiedsr JITEEF!

G g e TRTH G | 490 TE e AT A glereeers S G qi SreT R 1 A
AT T TS ARIgd A9Td, Ifea qeiaeT FAr, IR T fted wfeen sfysr 7=
GieraTaae! ATHENHAT FATel T JgdH [STodTHT HUh! 92T | Tl SeadTel Hear avRaTae ae7 =,
R, ANTALT F&IT T qeaReble MaH a7 7. R, AR & JIT TedH [STellehl AT AMaq FST .
9, SIRERT a&il T @ Mad a€T 7. o, A1Y A AT AIdTT Bigd EAT | A=A FF 100
TR qRARE 400 SAT AledTes o Teha | 7R, e ¥ qeell THaIH FeHiTr af¢ g |
JOATEF fAd T AT ATMdeshl I TEATNTAT Tl B 199 TATaiaerg TH{eUH T0T FIART qrferepren!
AT THT ITANTHT o7 FeaAT ae I TRTH G |
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Source: Unpaid Care work for women, Prerana

The following document is an excerpt from: ILO International Training Centre, Module on Gender, Poverty and
Employment

The way work is divided between men and women according to their gender roles is usually referred to as
the ‘gender division of labour’. This does not necessarily concern only paid employment, but more
generally the work, tasks and responsibilities that are assigned to women and men in their daily lives, and
which may, on their turn, also determine certain patterns in the labour market.

It is often argued that the gender division of labour is a result of biological traits; however, if we notice that
in some societies women perform tasks and jobs that in some other societies are traditionally considered
as men’s jobs, and vice versa, we see the division of labour has much to do with what each society
perceives as appropriate for both sexes.

In most countries, house chores — like cleaning, cooking, washing clothes — and everything that relates to
sustaining the household — like fetching water of fuel, small scale agriculture for self-sustainment — are
typically women'’s or girls’ tasks, even when they have a paid job outside the home. On the other hand,
more technical house tasks, like dealing with electrical or mechanic equipment, is traditionally a man’s job.
The labour market (as well as education and training) is heavily segregated along gender lines, with
differences between regions and cultures. Also some generalizations about gender divisions in the labour
force are quite truthful, as men dominate certain sectors and occupations and women others. For example,
there is a concentration of women in services and of men in manufacturing. By sub-sector there is also a
gender division: in manufacturing, for instance, there are more women concentrated in the electronics and
garments industries, and men in the car industry.

This is called ‘occupational segregation’, which is commonly split into a horizontal and a vertical
dimension. In the context of gender, horizontal segregation refers to the extent to which men and women
are located in different occupational sectors. Women are usually highly concentrated in the sectors that
require lesser skills (e.g. agriculture), that promise little chance for career advancements (e.g. services)
and that are related to care-giving (e.g.: nursing), which often coincide also with low wages. On the other
hand, vertical segregation refers to the extent to which men and women occupy different hierarchical
positions within the same occupational sector. Within the same sector, women tend to occupy the lower
ranks of the hierarchical ladder (and consequently the lower salary ranges). Statistics show that the higher
the position the wider the gender gap, so that on average women hold less than 5% of the top jobs in
corporations.
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The gender division of labour is not fixed for all time; it changes in response to wider economic, political
and social changes. For example, men and women follow different migration patterns, and engage in
different occupations when they migrate. Migration may also result in men taking on tasks that they would
not normally consider within their socially ascribed role, like having to cook for themselves. Some migrants
often have to accept occupations for which they are overqualified. The employment of immigrant women in
industrialized countries, as maids or care-providers, may not make it possible for them to advance their
professional area of work.

Examples of the Gender Division of Labour

* In parts of Asia it is common to see women working as labourers constructing roads, while in
Europe this road construction is generally a men’s job.

e In some cultures, purchasing items for household use, is a men's task, and in others women
control household purchases.

® In some Buddhist cultures, it is considered 'lowly’ to handle money. Because of their lower social
status, handling money is often women's responsibility. In some Islamic cultures, on the other
hand, men may control household finances and purchase all items for household use.

Exercise # 2 Role of men and women in the society

Time Task done by women Task done by men

4:00 am

5:00 am

6:00 am

7:00 am

8:00 am

9:00 am

10:00 am

11:00 am

12:00 am

1:00 pm

2:00 pm

3:00 pm

4:00 pm

5:00 pm

6:00 pm

7:00 pm

8:00 pm

9:00 pm

10:00 pm

11:00 pm

12:00 am

Source: Gender Sensitivity: a training manual for sensitizing educational managers, curriculum
and material developers and media professionals to gender concern. UNESCO 2002

6.2.1.3 Session Ill Gender need
| Title | Gender needs
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Duration 30 minutes

Objectives At the end of the session the participants will be able to identify the
practical and strategic needs of men and women based on their gender
role

Contents There are two types of Gender needs:

i. Practical needs
ii. Strategic needs

Reference documents Hand out #1 —GESI Glossary
Process Explanation by the Trainer with the examples
Training materials Power point presentation, flip chart or hand out explaining Gender needs

Main message of the session | As women and men have differing roles based on their sex and gender,
they also have different gender needs. These needs can be classified as.
practical -needs, and strategic needs

Last message Respect and attention must be given to the specific needs of both men
and women. These needs are linked and responding to women’s short-
term practical needs can provide an entry point in identifying/addressing
long term strategic needs.

Al sTazIEaTArE g2 AT Ao T At
q. FETRF g MavdqHaT (Practical Gender Needs)
R. Wt AfFF srawgFar (Strategic Gender Needs)

q. FETNE AT ATaAFaT (Practical Gender Needs)

AfedTe®e aqATT AGEATHT SINRTGH! EafaAr qerd GER TIT ATTTRATATS AqETReF ATgeh
HTALIHAT AT | TA bl e TR HIEEHT SIS (a7 | TH ATALHAT AT
TR ATATTHATH] TEe@d! TR T FRe® Tagd | TT HieedTehl TqHT AT TR
TS &R FATSH, WA T T HA[ehehl HadT T I STITHT (HATSH, ATTHAS ATATH
fa% ATFATST 9 HEd TATSH, HUTH FTLAT T, FATRTH <Al FaedT T AT AleATeed
JCHT ATEITHT ARIRTEH 1% Td @ FH T oS @TAR Tchliad ¢ alae 9 grag |
S ITaT HIEATeg Fel RAGH TR (HEhrg | IHIEvh! WA IR AT |

3. WA e Arayaq@®ar (Strategic Gender Needs)

afgaresars faam, U7 qor (oA Yot T¥HT AIdr ITFRT TRTS (aehaer o &ar
AiedTewd! Eafqars afeadr aRr o0 THHH AGEITHT (AT JaqeTh ATqeABATH! TIqfeer
AT G, OAITF ATGeAFATH 919 qfd &7 ATa9TH B | I0qH A8l TeTel Afger ¥
QI FHT [qehTFH] ARTHT TEhl HAAT Ta A (Aediesdrs aars ATavdedl T v
| TG ATEeTHT HIH, Toold, IITSIT HATME TETIT HITHT AT 675 | AIAAATE AT TTHT SAa
T T ATFIAF T GTHAFTH, Foord /FIassT T Jrd Aqrae, dtaar, U, faw, fifq, sa9er 2
T TG FRTETATS TUATAE AR a7 et aferea; |

T A=A Al T TEUATHH] GHed qdT HH-[TASAATS ATIET TS JaTd TR, |
AT AT TRFRETT AW fa9TSIaT qieace, Afediesed! drdq qrevHr 9= T fqa=orn
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3fg, TH HTAAT ATTRR, T EATHT Ak, TATH FHH qqTR JAT A SATAT ATE T T9
fepferaept ifaer adaT sEwaTars AT &g Ferfeafaers gfads T T quHEar g T TednT
TS, |

2.1.1.4 Session |V Gender Equality and Gender Equity

Title Gender Equality and Gender Equity
Duration 30 mins
Objectives - Participants will be able to define Gender equity and equality and their

differences

- Differentiate between equality and equity

Contents - Gender Equity: the process of being fair to women. To ensure fairness,
measures must be available to compensate for historical and social
disadvantages that prevent men and women from operating at a level
playing field.

- Gender Equality: the absence of discrimination on the basis of a
person’s sex in authority, opportunity, allocation of resources or benefits
and access to services or the equal valuing between men and women

Reference documents GESI-District Training Manual-LGCDP (Page 3); Handout # 1- GESI
Glossary
Process Read (or make one participant read) the story of Saras and Syal and

discuss about equity and equality

Training materials Annex 4: Story of Saras and Syal to give an example

Main message of the session | - Equal opportunities and outcomes for women and men involves the
removal of discrimination and structural inequalities in their access to
resources, opportunities and services, and the promotion of equal rights
- Equality does not mean that women should be the same as men.

- Promoting equality recognizes that men and women have different
roles and needs, and takes these into account in development planning
and programming.

- Gender equity is a means of achieving gender equality
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«fFe qUaT T AT (Gender Equity and Equality)

FHTAT &1 | FHAT oAb AGHAATH! afqa T Eheedrs de T aer [ a9 3am i av |
FHTHAT @& &1 99 JHAT FH qeATg I T AITH 81 (TR [qrilee® T Aehiane deT
TET qThe |

e qwar (Gender Equity)

AT THAT THH FFERaTe dfead Afgarewars AR (9T TR &7 | IIERW (AT ;- s
AN, AiedTewadrs (Al FardT ST A bR HIA (S © ATRET/ &THaT

fahra / FPRIcAE [q92, AiedEEdrs eH a8 AraraRored o |

AR FHTET (Gender Equality)

<Afer TATAAT APl HigdT T TETATs TSl THIH HIAE YU/ Tchgedl ®qH qHIT e T
1 | JEER WEY . HE AT, THA HANddR, T ®Uar faera fFanes, afafaes,
AT, (Hereewr yfatatae T | Afs THEA AT FANR AigdT THEe [ THETTH
HAThEweTs AUBIHIT TS IHEH! TeHTNTaT, Tqcd e ¥ faraest gfawaes afer g

AT T (b1 T T §73 |

Ry ¥ QAR H49T

v OIS RUTCHL,  §IIVe 318 ¥ M8 Samartm s = e = ey
JEASPRAIIL SUS KUTO
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6.2.1.5 Session V Status of social inclusion in existing social system

| Title | Status of social inclusion in existing social system
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Duration 30 minutes

Objectives Participants will be able to identify the forms of social exclusion and
measures for social inclusion in respective programs and society
Contents - What is Social exclusion?

- Types of exclusion in Nepal

- What is social inclusion?

- How is inclusion achieved?

- What does Social Inclusion do?

- Why is inclusion important?

- What can be done to include excluded groups in mainstream
development?

Reference documents GESI-District Training Guideline-LGCDP (page 7-8; page 42-43)
Process - Discussion on social structure with the questions/topics mentioned in
content

- Provide handout /reference

Training materials Power-point or flip chart presentation

Main message of the session | - Excluded group refers to those who have experienced exclusion
historically and have not been mainstreamed in the nation’s
Development.

- For the balanced development of the TVET sector and country in
general, social inclusion is vital

Last message - Nepal’s government has developed policy, strategy and law. to include
excluded groups and to bring them into mainstream development

QTSI AT -Social Inclusion

AT FHTALHIUATS AU TR ATNT FAGIH FTHINSTH TSR & & ¥ ATaeTF g |
QAT SfEsHor & B

AT ATeTHIT TN FHTNSTH GRAT 2T, el ey Alh, a¥, THe T GHa (HiedT, afad,
sterenite, |, ow, wereft, fegerart, srarg, 9, @ife) gwarg arates, AreRiaE, ded T ASTHliae
T 9@ a7 [FART s ST SHATS AR edRll g da@Rare T Ol daavare <l gq
TH HT5aT ¥ TR afsad TRIews; | QAT AEthuT a1, Jaanees o GeITHT g

ASTAITAR ATEHIIT

. B e gtk

. ATeheITehl TR SEh0T
TSR] ATITRHAT ATEHTIT

. AT ATITAT SATETHIT

. AT fagraent e/t sfesseor

l 6 M X K W P
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R. JHY FHEH ATIHT AeSHI0

QrATS FRIALNET & & ?

THINTF FRTAATHRT T&AT YR AT &1, T THISTHT I8l ar>ad avdls AT qd TaTadT
TR AT TGT T A TS BATE IHIETATS AT UF [HhTHeh HTTAT FeWHIT T3S,
¥ HTIEET TATSS [ ATHISE ATSad e AT (qehre Haasll auiaarg Srasiid, Ses,
ferg qar AToTeRT ATARAT AfSHATRITHT T AT JuA RIS FAT a7 9] e FHA qq9R T
TET 1Y FAT AT STANT a1 ITANT AT HSHTTH] TRl THEE®Th! HALATATS (70 TS, |
QUTSMFIUS ATTAAAT ThT AfeeT T [T ARTcael Feprith &1 IHTeeH ATa9TqHAT
WFRETATS TFTET TKH TG |

AR F TR, ?

o afe=m, gfdiAtacd, FewiTar ¥ Aler giafea T |

o IT>AT THEH! AALIFATATE FFEGA T THRIHE (9T Hl 0T ATAS, |
o qT>oq GHEH! &THAT [T TR ATHINSTH, FMER(TH, ASTAIAER Tqd FaA TS, |
o A>T FHEATS ATATISD TAT [THTHER] BTHAT GEATNTATR] ATATERT T3, |

o ATYF FTATNSTH ATHHT FHAANAE AR FALAT THATSS, |

o (9T faEI saedr Forr T |

TATAERIS & TG, ?

o ATE ARTFREPT THEATE LS, |

o I FTgA ¥ (O GFRATHT afsard axel qgre T HEer 9ig e |

o FTIFHAT AR ATIRUTATS TFAH T, |

AR fF Maeas G ?

o e ANTRFEEHT TleaTd, T, TeATTdr T Afger giaR=rd T+,

o T FIATS TSP [AFTERT TATATEHT TS T Fehl ANTA I T,

o TS GTel fAHT qAT Frael dvT T |
FHATAYNERUIHT AT F FEAT BT TS ?

q. afSea T FUiha)

o TR, ATHITSTH AT HATASTE Tl T TS,

o IAEEH] FATHT Tad QIS T M JIT AETAT qhg T,

o AT Y&TH T FUAATH] I, FIULT T JATAR IAESATg AR RIS |

3. M s ¥ =rEETeAT aikedy

o T FAafar qar Far gam T deERAeTd afsad GHEdrs T SHaERAT U TS,
o {ifq, oW, FI ¥ ARIAT T HIEAET 9REad T,

o ATE THETTT &7 JMTHITHT FHRIHEBAT AT,
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o IAETATS T T FaT T Graar IAREIcaqul TS,
o AT 78 FHRIAF TATIH T GHATHAS BT FT T FiadT Iqeled TRI |

FATARIR TH 90 B ITEHT (¥) T TANET (RAAHT @b fafie st
SlisEcEIkR]))

q. ST, &l

R IECICISE ]

q FFET 3. FHHTA 3. FHTATSAT ¥, FHIUST ¥, TS & T&S 9. IS 5. Freard R, &R
Q0. SIRe 99. T qR. STl 93, d189 9%, ArSYRAT Q4. drHE 9%, A9 TS el 9.
ATEHATAT 95, TRl 9. 9T 0. 9% 9. &I IR, &R 3. s Y. W M. g K.
frATer Q9. qAR . GETT IR, KT 30, aFHAT 39 ARTHT 3R, ATE S 33, a1 3%, A
M. WId 3. WX 30, AT 35, ATHET IHEl 3%, HIAE Yo, H (ATSl ¥q. ITdar ¥R, s
¥3. AMSC XY, AL (B ¥U. AWIE, ATk ¥, [ofFq ¥z, =M ¥R, @Mar Yo, ®MT (
RrgamEn) Y9, AT YR AT U3 99T LY. FaR (FRT) YWY R W& AR L. 1T Ys.
g YR, BTl

3. 3 S SArAEERr A

(F) TS AA : q. T7dd (Med . IRAR (TATE, TAl, AMHR, =1, Sell, ggeb 3. a4l ¥,
farea Al (19, dER, AR, AT, A, qThl, THED) Y. ATH ((HNR, THHR, Jd)

(@) A qA : . FAR I AT (TGAT, E9R0) 3. FebieaAT ¥, &A1 X97F) fevg . BRI &
qeaRepET O, Giddh &. 9T &, T (AUSH, @F) 90. dfaR 99. FHR (9, HE=I, e, Ifaar)
93, HHeX 3. AfeAr 9%, AR (@d@R) 4. MW (AF) & AT (JE(AT) 9. TeHT (T,
<09)

¥. frageresiar g

FITATET, FHHI, HFHARR, FER, Had, HH, FHR, AR, Jal, ATAT, TTAT, TSI, ATCAl, HedTE,
HIHTH, ¢, AT, IATHR, ATaTd, AAR, AER, A, qeI, I1, AHR, §ars, E9H, A,
FHaxd AT

Y. TATAPT ATEATHT STASTEED! ANTHLU (FEHP! ATHT)

Q. YT FHE : HYUST, TR, A3, YA, BT, AT, [FE, o=, He, Reranear,
2. AfafemTaRa @Rg : ", faaR, @R, 9@, a1, 99TE, 9aR, 9THl SETE, 91,
AR, ]

3. HHFIRd THE : GaR, 9%, 18, oI, HHTE, Aael, TR, faeme, 91e, a0,
ATSTANAT, T, AT, Sredl, %, FI, ATeh, T, 32, AT
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¥. agafsaa g : &8, R, s, |, Sgad, ared, s a6, are TS,
TR FehTell, 9197, ATHAT, FredTdd, FIeed, AT, &dTedT |
Y. Id THE : AR, THTeAl

6.2.1.6 Session VI Access to and Benefits from Resources/Services

Title Access to and Benefits from Resources/Services
Duration 30 minutes
Objectives - Participants will be able to list available resources
- Identify the control over these resources, utilisation, and access.
Contents - What are household resources?

- What kinds of benefits do they avail?
- Who controls these resources?

- Who has access to these resources?

- Who uses the resources and benefits?

Reference documents

Handout #1- GESI Glossary, Exercise # 3

Process

Participants will be divided into groups to participate in exercise #4.
Groups will identify and list down the resources for their own household
(should trainers provide participants with some basic resources, as a
starting point? This could also assist in comparisons between groups)
Then the participants will be asked to list the benefits of, control over,
and access to the resources by women and men and also who utilises
these resources. The group leaders will be asked to present their
findings. Here the facilitator will take the discussion towards control over
and access to resources by women. At the end of this discussion
facilitator will be able to introduce the decision making power of women
and institutional arrangements in the following session.

Training materials

Charts, group discussion, presentation

Main message of the session

People’s needs are different (especially between men and women) and
may not match with their control over, access to and use of resources.

Men and women often have very different levels of control and access to
household resources. The level of access and control varies by
geographic/social/financial context.

Access and Control®

Productive, reproductive and community roles require the use of resources. In general, women
and men have different levels of both accesses (the opportunity to make use of something) to
the resources needed for their work, and control (the ability to define its use and impose that

definition on others) over those resources.

Resources’

Resources can be economic: such as land or equipment; political such as representation,

leadership and legal structures; social such as child care, family planning, education, and also

time-a critical but often scarce resource.

Exercise # 3
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Access and Control Profile Matrix

Control [ Access

Women | Men

Girls Boys Women | Men Girls Boys

Resources

Benefits

GESI mainstreaming in Organization (2 hrs 30 mins)
6.2.2.1 Session VII Concept of GESI mainstreaming

Title Concept of GESI mainstreaming

Duration 60 minutes

Objectives Participants will be able to define the meaning of GESI mainstreaming
and its types

Contents - Introduction of GESI mainstreaming

- GESI sensitivity (GESI blind, GESI neutral, GESI sensitive)

- Types of GESI mainstreaming (integrationist and agenda setting)

- Mainstreaming GESI in Organizational Culture, human resources,
material resources, activities, management system,
relationships/partnerships, communication

Reference documents

Hand out# 3; GESI-District Training Manual-LGCDP (Page 87-88);

Process

- Presentation by trainer on GESI mainstreaming

- Ask participants to identify the above mentioned components in their
organization/school/society (group activity or discussion)

- Show Iceberg model of organization by trainer

- Encourage participants to share how it is in their
organization/school/society and analyse

- Can be used as a case study, to demonstrate how GESI mainstreaming
components work in an organization/school/society

Training materials

Handouts, presentation, discussion

Main message of the session

Gender-mainstreaming is a process rather than a goal. Efforts to
integrate gender into existing institutions of the mainstream have little
value for their own sake. We mainstream gender concerns to achieve
gender equality and improve the relevance of development agendas.
Such an approach shows that the costs of women’s marginalization and
gender inequalities are born by all

Last message

GESI mainstreaming should involve a GESI perspective and GESI should
be central to all activities - policy development, advocacy/ dialogue,
legislation, resource allocation, and planning, implementation and
monitoring of programs/projects.

AR AATATETHIT AT & B 7
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AfEAT T qEUHT ATTLTFAT T WIHRET J¥Tad g T T [Thrdesl Giieheql, &, de7,
Jevd ¥ FATHATTEEHT JHEAL T F1F AT HATATEIHT &1 AFHT AT T epraret i,
fafvrae, smatae T a1t ATSTATAT T8I ¥l GHTH T Al WEHTNTaT Taar &9 feied =
fAgiRor i Al qum FREHASEAT AiGAT T TEUH] AFITRAT T HABREE ¥ T
HAYATETHL T T3, (AT5F IARAMAT qaT qrarfores aamaeft avie as@r ua wdeqr fasfarar,
RO%3) |

AT TATATENRRO FAFTH] TATATEHT AT GHTAATATS o bae] ATerel TN B AT Grrere
T IO qf &7 1 AT faekTeeRT USer qgfa (Approach) WUHTA TT <itgeh qHTACTRT
qaATAEEdTs ged! e Aqeh! TEITeHE qadT qIT TqTaT AIAHl HraAl TS, T AlEaATH
FXEE qAT TTafHeaTeEdrs aehTasr ded Tar IERaTe! (HeaT aHees | a9 dfgs
FATAEEATS TXHN (Mepraeeare faieqar ar=ar fag et gik=ddr 9& = T+ q& TEEs; |
Tl BigeT T YEUHT SToAT G TRl SAGTH GHATH! ATEAHATE TAVT I T9 Geasy Id:

AT AiedT a7 [EUHT GRABRET TAT AATTEEATE Hl AT JI1d, PEHH TAT IRATTATR! AT,
e qaT qrfsTe FTEGEAT THFEO T ORI 87 | A5 AATATETRROTHT IO SATHHAT

e B2 | A1 F GHIS G497 T GLATEEATS IAeEd digdh GHFATHR! FMHT B T9 ol T
TR 9 IO 27 |

A 9329 AT AH ATHGF! AfdF 47 qraiferes aRuae (ECOSOC) Wi HeATaTerseurars
“HigAT TAT TETH ARAFREFN T ¥ ATHICEATS T AT, AdE TAT ATATSE &7
- FoT FTAHHEER! To(HI, BRI, ATTTHA AT HATFAR! T ATH~ ATATH T3
AU &7 | STaTe wfedr AT Fer FHEEIHT BIEAT I TG ¥ ATHAAT e A G

|

AATT HATATE BB AT

faepTer TeepT ATchebT FXHTCHT (a0 2T | 79l AT T I80 qaellg G ®IHT BIgaT T
guaE | quTer fafaeT aw, v, fag, STraeta SEae 9T It TET e 9T T Eaay
qIATs T gAIEs | fopase ATy sSTewarefe & Sifass faeramanees e a9 F=18 969 85 |
St fafg=Tar Tfaeerr FHSE THUR AT-ATHT G bl AIE=T=ehl (o8 | &1 | a7 qHISTHT
foreaT ¥ faiviaesT RO STa@R WITTHT AGHIAT g8 ST ATcAehl qTgws; | e I THTSTHT §@T
T FAITHT AFHAAT 8215 T ANNFHATE THIMETHT T A1 JIered RS qeT fTeamr
FFe T SUMHT AIFRET FASG, |

TFR TS AT STAATHRT ATTFRD] TR TR TN ATAEE IUAed TRTTR FAEEATs ATHT
AT &HAT T ik FoT T TS UGE, | AT AR A5 ITNETAl q9 AHIAE
FHTEET faeprae e 7o aRkadd arsd 9 968, | STHATaH T 97 T 9 Sq
TFRIAT &7 | ARPRA AT ANNFATE THAETHT (Gh IRTST SATebl JaTE Tl af Forel
SIS HTAXATS AT & Febehl TTaad | THISIS AAAWATS gl ¥ Tiea, aferar T faaf, qfaqar
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W ¥ rAaer, Sl T AT, Algem T o0 G941 a9 @Arsfers, T @ g g ) o
faarst 7 fa@uedsr RS wieen  qwww d=, ArASiaerd, aHesar=w 9T g5 Sar a8
fardraepT Rurel Ui QTSI fgda TaT afeThOThl ATLRUT ATTH TEws, | AIA, “B df
At qoT faeTert &1 TTeRiaed oy ¥ ATHITS (gde 91 afgwhor ¥ THTELTR =1 Wl
feTaraTe URe gy’ W ATTHAITh qaral | AT [TgHaehl RIS BTl S9THT T3
qeATHT wiede® ¥ IBIte I AU G | AiedTe® ATMSF, AST{qeH T41 qrTretes & afq
TETHT AT AT TF JETTeRT SR TET ATTHT Al Aiegales Afded ATATAIE0, Teiidew
f=Imas, AT RATqe e, JERT dedl divh q9T el 9T g7 o1ed IIeues S | I99
SR g AAHTAT 82T d% 319 FIA AT & 9 ATl TAGEATHT SIHT el HIEeATeh
HTALTRAT Th AATEAT T ITS, | Ad: AlEATHT HERIE TAT I0IcTh ATALARAT Tle=a T
FUIAATH I THATHAF TFRIHF [THTH BRRHEEATS GTATHERAT (65 dAlgehdT e faemTae
I ATIROTATS AAETRAT IATH A5 HATATETHIUIHT TUHIAHT [ TURT 21 | TITA
AT, &FTd, SO, &THARTT BRUES 8¢ el qEUes [qeradl Tgie T o | T
HTATTAESATS TETA T AT THTALNEU UMbl faehra AU &l |

Types of GESI mainstreaming

Integrationist

e Development is seen as an inherently benign process from which everyone can benefit

e The issues are built within existing development paradigms

e The approach is to widen the target groups’ concerns across a broad spectrum of
sectors

e The overall development agenda is not transformed, but each issue is adapted to take
into account the target groups’ concerns

Agenda Setting
e Is based on the belief that development interventions tend to work to the advantage of

powerful groups, very often at the expense of the disadvantaged groups

e [t implies the transformation of the existing development agenda with a new
perspective

e [t focuses on a societal change.

Mainstreaming GESI in the organization
In the culture of the organization
a. Mission, b. Objectives, c. Values, d. Approaches, e. Policies, f. Strategies, g.

practices

The composition of human resources
a. Membership base, b. Decision making level (board, top level staff..), c. Executive

level (staffing..)
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An equitable access to material resources
Office, b. Furniture, c. Documentation, d. financial resources, e. Vehicles, f. Means of

communication

The activities of an organization
Projects, b. Programs, c. Services, d. Trainings

The management system

Admin and financial procedures, b. Allocation of resources, c. Decision making
processes, d. Monitoring, evaluation and control processes, e. Work habits, f. Schedules,
g. Task allocation

Relationships/partnerships
Interpersonal relations, b. Authority : coordination of work without power abuse and

psychological or sexual harassment, c. Relationship with other organizations,
stakeholders

Communication
Publications, b. Reports, c. Policies, d. Administrative papers, e. Languages

GENDER SENSITIVITY IN THE ORGANIZATION

GESI neutral : work does not challenge nor reinforce gender inequalities and social
exclusion.

Gender-blind: Gender blindness is the failure to recognize that gender is an essential
determinant of social outcomes impacting on projects and policies. A gender bling
approach assumes gender is not an influencing factor in projects, programs or policy.

Gender Awareness: Gender awareness is an understanding that there are socially
determined differences between women and men based on learned behavior. These
affect their ability to access and control resources. This awareness needs to be applied
through gender analysis into projects, programs and policies.

Gender-sensitivity: Gender sensitivity encompasses the ability to acknowledge and
highlight existing gender differences, issues and inequalities and incorporate these into
strategies and actions.

6.2.2.2 Session VIII Tools of GESI mainstreaming

Title Tools of GESI mainstreaming

Duration 60 minutes

Objectives Participant understand the GESI mainstreaming tools and are able to
apply them
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Contents Tools to discuss:
- GESI policy

- GESI strategy

- GESI action plan

- GESI analysis
GESI responsive budget
GESI audit
Reference documents Handout# 4, GESI budget and audit guideline-LGCDP, Gender responsive
budget- Ministry of Finance (Nepali brochure)
Process Discussion about the process/activities of organization

- Lecture/discussion method on various tools with discussion from
participants

- Activity to ensure participants are able to apply the tools? Case study or
through discussion of their own experience in an organization.

Training materials Power point or flip chart presentation

Main message of the session | It is important to understand the tools of GESI mainstreaming to be able
to systematically mainstream GESI in organization.

GESI Mainstreaming tools

UN ECOSOC describes gender mainstreaming as “the process of assessing the implications for women and men of
any planned action, including legislation, policies or programmes, in all areas and at all levels. It is a strategy for
making women’s as well as men’s concerns and experiences an integral dimension of the design, implementation,
monitoring and evaluation of policies and programs in all political, economic and societal spheres so that women
and men benefit equally and inequality is not perpetuated. The ultimate goal is to achieve gender equality”.
(ECOSOC Agreed Conclusions 1997/2)

GESI Policy’

It is a tool that not only shows the commitment of a organization to promote those values, but
it shapes the functioning of an organization and orients the actions implemented by the
organization. It ensures that promotion of GESI is not only the responsibility of few individuals,
but of all the staff, structures and programs of the organization. !

GESI Strategy/Action Plan’

A GESI strategy is how the organization proposes to address the issues of GESI. Example, who
will be involved, what will be done, how it will be done, in which time frame etc, indicators and
means to measure the progress. !

GESI budgeting/Gender Responsive Budget’

Money matters are not neutral: budget and the way financial resources are utilized in an
organization could have different impacts on men and women and on socially excluded groups.
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GESl issues are often subject of many discussions and receive a lot of visibility. However, the
reality is that this is a “sector” of intervention that receives few financial resources. Gender and
social status determine the capacity someone has to access resources and benefit from
development. A GESI sensitive budget ensures an equitable access/distribution of the financial
resources for women and socially excluded groups. !

Some qualitative indicators’

e Capacity building

e Participation in planning and implementation

e Distribution of benefit

e Employment/change in income

e Qualitative improvement in time spent/reduction in workload

GESI Audit’

It usually reviews organization’s culture/methods of working, project documents, training tools,
publications, databases, policies, resources distribution and as well as access and control of
resources, services delivery, partnerships and outcomes of the program/projects — whose skills,
income and/or power improve, and who benefits etc. based on GESI principles.

Why do a GESI Audit ?*

e To analyze how organization integrates/includes women and socially excluded groups in

its internal structure and programming.

e To identify aspects of organization which promote or hinder gender equity,
empowerment, ethnic diversity, meaningful participation of all and welcoming
workplace environment
To recommend ways to strengthen promotion of GESI mainstreaming in policies,
programs and structures

To engage in a long term process of organizational learning on GESI mainstreaming
«  GESI analysis®

It is done to assess the different roles, responsibilities, needs and interests of men and women
and to examine the relations between men and women pertaining to access and control over
resources and decision making. It will make visible power relations and the situations of
subordination that different groups of women face. It will also include the interrelations
between class, caste, ethnicity, race, poverty levels and gender that determine the division of
resources and responsibilities.

A AATATEERT T AEAF T FEE
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TSI gt AT AqA
AATT TATATETHRTT T T FRT AAATF FTTGATHT STHT [AZUHT gIEE, T TIATS FaTAT
T qqcad gad Mg faq 95 |

AT Fi=
AT HATATETHRIT AT AT AT IITTGAT SAAETDT AT ST TAR AT & IS, |

AT GATATETRRITRT AT GRBIRT FRAAT, FAA JAT BT GoATeld ThATES Tl
HATEU® g1 doe |

Tt | |

AT HATATETHRUTET SATNT ATTIEF AT WIHAT AT FTAR! AT T4 |

T AR HET ATNT TATT T TIT FIARH FATATRT ATHT TR FTH T GT T
JPRICHE FAEAIh STTATIAH ATTLAFATAIRAT & |

AU GUSIHRT TATH AAT FAAT TUTAT

AT HATATETHRITET SATNT HIEeAT T T, el ¥ Bl ATGel fatae JeTehr TeTs gErage ara-
T GUEIERT T TAR TRURT g I8 | AT ST TF FaAr Jare Jorer 9fd aaqed g
HAITF &7, |

A fTAYT AW 9T AORE®

AT HAYATETHIUHT AT FHT GoATATHT FeATT Ahe@HT i [q9eITor Faedl dTavae
RN AT Al faRTeloor 9 YT iR ST/ areT 9f 09T {9 AURT g9 UL, |
qATS IR

AT HATATETHOTRT FTAAT Ao ATheed] oAlgh TATATEIRII T FRAAT TEITET el
AT IART Td Il HUR ATNTAA ATITF G |

ANRE GHTSATE AR

AT HATATETHTERT FTF AT AT &4 ANINE FATSTEE AN qE AT T Hrar=a= T
it &3 |

aﬁ’(ﬂ? IS F9E(Gender Responsive Budget Concept and Definition)

HEEIAT wiear T w9 g@e equal) T uft & (same) w9 €A | Sifad faerarer s
HigeT T TETEH! AT T I ATaTHATET Bk T | AT shg Afgeeeyfd g
fade 7 Sfae ATaegHmdrrs =R TR AT a7 GHSETE TR TeEddqTh Faed] T Fage
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HiedT T TEUHT GHIH AEER TPl 9 9T AT AGATE g AT a7 RIZETETd o Te7, THTETH]
AT e IThar | o <igeh THTAATR! AT (MATSTaeaHT e faehTassT ward ¥ mwres!
fareeroror et e Afsraraaeiiedr Ted ST g | g TR ¥ ATNIE IeArqara sqor
T @] g | A [T T TIHIh] ITATB®HAT Aigell T [EUH] AT Te= TATIA (a9
FFHHER ¥ Gl GAREAT ATTaTd WIS, | TFHT AN Afgeh ITLETAT aoid Tgal Heea ol
IR &7 |

T Y AT TITH TATHUA AT bl TSTg qEHeaNg | AigaT TR AT dTd T
qra fafare 7 dfys SOeErdl aieesn F1 MR arafq 9 000 # TEhAE e Y GEIAT
TITF HTIUT (93]%) BT JUCATCART THIET T&T A T AU AIAT fafaTSTTer TaT oAfge

QUTAATT T N et G g Taebert by febTereht Rt | gty s afyes Saard
ST AT [TITRT LT Tl ATHSE T UTEvg, | [AehTaeh T¥T aoicers Ieael dtgsh
SITETHT, AT dAfh IARAMAT T dAfgep ghaepivrer qaed T T THEHT FFTH T Ffehe, |

TYHT AMT ¥ T IHF FoAFeE
) HiETH! &THaT AT,
R) AT ASTAT TSHT ¥ HTATAITHT FEHTHTAT,
3) ATIHT ATSHISAT AlEATRT BT,
¥ ) HigdTehT ST/ AT ATTafgar FeamT
W) HiEgATd! FHAD! TARTHT OMCHE TR T FBIASFHHAT HHI
Seva ( Objective)
frutfe gerepewe! TANTHT UHETAT TS T &FNTd (el aoid qodl YrhaTdrs dfgs
IARETAT FATE IROTHAT Wifeh THEATTS AR=d TS FesT I TqHT T I¢9T TEhl
| T TGHT (T STAET e T
o FIHH TUT ANIATE IT Afgeh ITRETAT FATSH,
o fe THATH! AT FTIFHA T TolH! F¥arwd T T,
o TIfRURI AFTHREPT TRHT TTIHI <ilgeh TEAGTIITAATR! AT T
o  HEUNT T3
o URATSTATEES IUATHD! HATFTHT AigATEEA qTIATT ATH TR AT
o FUTTHN HeATS T |
AT FJeifgd IEYACEH! TRIAATT ATgeh THTAAH] ALd TRUTHHT TRV g FTET
TRUwE |

6.2.3 GESI friendly working environment (2 hrs)
6.2.3.1 Session IX GESI friendly working environment
| Title | GESI friendly/sensitive working environment
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Duration 30 minutes

Objectives Participants will be able to analyse various aspects of organizational
culture and identify the gaps to make a GESI friendly work environment
Contents Aspects of organizational culture:

- Equal opportunity/benefit

- Equal access to resources/work space

- Communication

- Payment

- Harassment free working environment

-Special provisions for women

Reference documents Gender Friendly environment in the workplace-The Asia Foundation
(http://www.fwld.org/uploads/pdf/gender%20friendly.pdf)

(page 26 onwards)

Process - Small group discussion on various aspects of organization culture

- Group presentation; ask participants to list their priorities/what is
important to them to feel comfortable in a working environment

- Identification of gap to make work environment GESI friendly;
participants should analyse potential causes/effects of gaps in the
workplace and possible actions or interventions

Training materials Hand out#3 Organization Culture

Main message of the session | A GESI friendly working environment is vital and the right of male and
female employees. Measures should be taken to develop organizations
into GESI friendly work places.

The Nepalese law provides some special measures for woman workers/ employees while engaging in work. These
facilities include maternity leave, mutual consent to work, special arrangement for security, breast-feeding time
and child-care, equal wage, special provision for carrying weight for women and equal remuneration.

Government's Initiatives

The labour laws have taken a progressive approach towards women's empowerment. It has provided special
measures to be applied in private sector such as maternity leave, child care center, breast feeding time, separate
toilet, limitation of weight to be carried etc. Such measures encourage women to participate and contribute
economically ultimately towards their economic empowerment.

The government has some provisions for women's economic empowerment under the National Labour Policy
1999, Tenth Plan 2002-2007. National Human Rights Action Plan 2004, National Plan of Action on CEDAW 2003,
and National Plan of Action on Gender Equality and Women Empowerment 2004.

Training programme for women are initiated by government however, it needs to be replicated to produce
substantial number of women trainees. Ten Vocational and Skill Development Training Centers under Ministry of
Labour and Transport Management have been conducting regular training programmes for women.103 These
training programmes specifically target underprivileged and disadvantaged women from Dalit or Janjati groups.
Beautician, house management, sewing, cutting, knitting, painting,

embroidery, bamboo handicraft, are some of skills that women receive training for. Approximately 600 women
receive six monthly residential training who are later provided with one sewing machine to start with. Recently,
electricity and other non-tradition training are initiated targeting women. Also, training to develop
entrepreneurship in women is initiated . under the skill Development Training Centre

The government has drafted a Foreign Employment ordinance to address the problems in the 1986 Act that
restricted women from working abroad. The ordinance has also incorporated provisions to ensure the rights of the
migrant women workers.
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Exercise # 4

Gap Causes Effects Possible interventions
Women Men

3

4

6.2.3.2 Session X GESI Stereotype in TVET sector

Title GESI Stereotype in TVET sector

Duration 30 minutes

Objectives Participants will be able to analyse GESI stereotypes in the TVET sector
Contents - Women friendly trade and unfriendly trade

- Social norms and values

Reference documents Resource guide on Gender mainstreaming into TVET in Bangladesh, TVET
reform project, Bangladesh, ILO 2012
Process - Make small groups

- Question participants about barriers for women and excluded groups to
access to TVET and issues related to employment for women and
excluded groups in the TVET sector

- Group presentation by participants

- Discussion on whether these barriers/issues are sex related or gender
related (attitudinal barrier/social mindset, financial constraint, lack of
safe- accommodation/hostel  facilities, inappropriate  training
environment, information and knowledge gap, low prospect for decent
work, low self- confidence and fear of challenging the status quo)

- Summarization by trainer

Training materials Power point presentation or flip chart/meta card

Main message of the session | Men and women of all cast and creed can join most trades, however the
gender roles assigned by society are creating challenges for them to
benefit from the TVET sector

Last message With social awareness the GESI stereotypes in the TVET sector can be
changed

Understanding Key Barriers to Female Participation in TVET

“When anti-female bias in behaviour ... reflects the hold of traditional masculinist values ... what is needed is not
just freedom of action but freedom of thought — the freedom to question and to scrutinize inherited beliefs and
traditional priorities. Informed critical agency is important in combating inequality of every kind and gender
inequality is no exception.”

Amartya Sen, 2001

2.1 Viewed through Gender Lenses

Any effort at devising innovative measures to increase participation of women in TVET system must first recognize
the key factors that impede their inclusion, and understand and analyze the barriers from a gender perspective.
Gender functions as an organizing principle for society by giving certain cultural meaning to being male or female.
It refers to the socially and culturally determined relations between men and women and the expectations about
attributes and behaviors appropriate to men and women, boys and girls. Gender relations vary widely within and
between cultures, and change over time. Depending upon the cultural context, gender can condition to differing
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degrees what boys and girls are expected to think and feel, their preferences, hopes and aspirations. These rules
and conditions determine what chances they will have in life. Thus, gender is an important variable in society and
is affected by other variables such as age, class or caste, race or ethnicity, or disability, and by the geographical,
economic and political environment.

If we look closely at the barriers that constrain women‘s opportunities in Bangladesh, they are intrinsically related
to the socio-cultural context in the country. Women's status in Bangladeshis the direct result of the patriarchal
values embedded in the socio cultural pattern reflecting systematic subordination and inequality of women.
Women are dominated by a patrilineal and patriarchal kinship system, which enforces the social and economic
dependence of women on men, and prescribes the relative lower status of women. Women constitute the
majority of the poor, and experience greater deprivation and vulnerability due to their subordinate position and
powerlessness.

Traditional attitudes and gender-stereotyped roles of women in Bangladesh often prevent society as a whole to
recognize women’s equal rights in both private and public spheres. The underlying structural factors include not
just poverty, but also a culture of acceptance, lack of effective community structures, harmful practices,
inappropriate and ineffective allocation and utilization of resources in the context of a strong patriarchal society.
Women are subjected to inequalities in the family, in the community and in the workplace. Discrimination against
girls starts at birth and continues through the lifecycle. Women and girls suffer disproportionately from the impact
of gender discrimination and violation of their fundamental rights in all facets of their lives.

Gender equality or equality between women and men, boys and girls refers to the enjoyment of equal rights,
opportunities, valuation and treatment by men and women of all ages in all spheres of life and work. It implies that
all human beings are free to develop their personal abilities and make choices without the implications set by
stereotypes and prejudices about gender roles and characteristics of women and men. It means that the different
behaviour, aspirations and needs of women and men are considered, valued and favoured equally.

In Bangladesh, despite decades of interventions to eliminate disparities between the socio-economic situations of
men and women, inequalities persist and become evident as in the lower participation of women in TVET. The
gaps in male and female situation and position in Bangladesh exist both as a legacy of past discrimination and
present attitudes and perceptions of women’s role in the society. These are so immense that without exercising
equity a level playing field will not be possible.

Gender equity refers to the principle of fair treatment of both men and women that take into account and address
the different needs of the men, women, boys and girls, cultural barriers and the effects of (past) discrimination of
the specific group. Affirmative action through quota system is one example of providing gender equity.If
development is seen as an attempt to raise the quality of life of all people and strengthening the overall economy
of the country, gender in development works toward ensuring that the special needs of women vis avis those of
men, are met in this process.

Bangladesh has taken powerful strides in expanding education to all at primary and secondary levels through a
number of equity or affirmative measures. For the TVET sector too, similar measures are proposed to help
enhance participation among women. It is also very important to bear in mind that gender is not about women
and girls only. It is about relations and power dynamics between women and men, girls and boys. Men and boys
are an integral part of gender discourse because they are as impacted by cultural values and traditions as women
are, though they enjoy a privileged position in the male-female power equation now in Bangladesh.

There is enough empirical evidence to demonstrate that gender inequality hurts the interests not only of girls and
grown-up women, but also of boys and men. Involving men, therefore, is crucial in all initiatives for gender equality
and women’‘s empowerment. However, all principal constraints to women’s inclusion in TVET in Bangladesh
currently ensue from their gender related situation of being guided by traditional, stereotypical patriarchal values.
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6.2.4 Understanding GESI based harassment in the workplace (4 hrs)
6.2.4.1 Session Xl Being aware of forms of GESI based harassment

Title Being aware of forms of GESI based harassment
Duration 60 minutes

Objectives Participants will be able to describe types of harassment
Contents - Physical harassment

- Verbal harassment

- Harassment by gesture

- Written or graphical harassment

- Emotional/psychological harassment

Reference documents Sexual Harassment at the workplace in Nepal, ILO 2004; Guidelines on
the prevention of workplace harassment-ILO, IFC,Aus Aid, US
Department of Labor, Netherland Ministry of Foreign Affairs

Process Start the session with office environment, where participants may have
experienced (self or to others) about the awkward situation (keeping the
names secret). Discuss on whether that is harassment, discuss what
components of behaviour make it harassment/impact on victim, and lead
the discussion into different forms of harassment

Discuss recourse options and possible interventions for those affected by
workplace harassment (both gender based and caste/ethnicity based).

Training materials Plenary discussion or small group discussion and presentation

Main message of the session | - There are different forms of GESI based harassment. It is important to
understand the different forms

- Harassment reduces the victim's self-esteem as well as decreases the
productivity of the person and organization

Last message GESI based Harassment should and can be discouraged in the
organization

The most common forms of sexual harassment at the workplace are:

Physical Harassment: including kissing, patting, pinching or touching in a sexual manner.

Verbal Harassment: such as unwelcome comments about a person's appearance, private life or body.
Harassment by Gesture: sexually suggestive gestures such as winking, nodding, gesturing with hands, legs, fingers
or private parts.

Weritten or Graphic Harassment: such as sending pornographic pictures.

Emotional Harassment: behavior that is discriminatory towards or excludes a person on the ground of his or her
Sex.

Sexual harassment has been divided into two broad categories:

Quid Pro Quo

Quid pro quo literally means “this for that”. It includes seeking sexual favors or advances in return for higher pay,
work benefits, promotion, retention, etc. This type of sexual harassment affects the dignity and quality of work of
the person at risk. Rejecting a proposal by the harasser can result in dismissal, demotion, tarnished work record
and difficult work conditions.

Hostile work environment

A “hostile work environment” is one in which behavior towards a worker makes it unbearable for him/her to be
there. People hear stories about sexual harassment and dismiss them as harmless or something that does not
constitute a real problem. But to those who experience it, sexual harassment can be traumatic. Sexual harassment
may appear amusing until it happens to oneself or to one's own daughter, sister, and wife. Sexual harassment
should not be confused with workplace flirtation, which is generally based on mutual consent and attraction.
Behaviour becomes harassing when it is coercive or accompanied by threats, promises or abuse.
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Sexual harassment covers a wide range of misconduct. An employee who has been led to believe that she must
sleep with her boss to keep her job has been sexually harassed, as has one whose co-worker regularly narrates
offensive, sex-related jokes and plaster their walls with pictures of nude women. An employee who is pinched
or fondled against her will by a coworker has been sexually harassed, as has one whose colleagues leer at her,
block her path or act as if they are going to grab her. An employee who is constantly belittled and referred to by
sexist or demeaning names

has been sexually harassed too, as has one who is subjected to repeated lewd or pornographic remarks. Sexual
harassment occurs when a supervisor acts as if the women working under him owe him sexual favors, and does
not think she should be doing what he considers “Man’s work.

6.2.5 Preventing GESI based harassment at workplace (2 hrs)
6.2.5.1 Session XlI- Being aware about sectors with high prevalence of sexual harassment

Title Being aware about sectors with high prevalence of sexual harassment
Duration 60 minutes
Objectives - Participants will be able to identify the sectors with high or low

prevalence of sexual harassment
- Participants will be able to face the situation of sexual harassment

Contents Sexual harassment in various sectors in Nepal

Reference documents Sectors with high prevalence of sexual harassment; Sexual harassment at
work places in Nepal-ILO 2004

Process Use the hand out published by ILO and talk about the harassment types,

sectors etc. Ask participants on the perceptions/experience on various
sectors/situation

Training materials Power point or flip chart or meta card on white board/soft board

Main message of the session | Sexual harassment can be minimized if one is aware and alert of the
situation. In some sectors, sexual harassment is more prevalent. It is
important for participants to understand these situations.

Sectors with high prevalence of sexual harassment 2

In one research conducted by ILO, 68.9 percent held the view that sexual harassment is likely to
be high in the carpet and garment industries; 49.4 percent indicated the hotel industry; 44.8
percent pointed to the private offices and 33.3 percent the government offices; while 25.3
percent felt that it was highest in the domestic work sector. Though sexual harassment is
prevalent in all workplaces, from the UN offices, INGOs, NGOs to private firms, the degree of

its prevalence is said to higher in the carpet industry, the garment industry, hotels,

restaurants, airlines and schools.

In carpet and garment sectors, verbal sexual harassment is common, and with some
exceptions, is normally accepted. In carpet factories, the work requires male and female
workers to work in close physical proximity, as one handloom requires two or three workers
to sit closely and work together. This encourages physical abuse like pinching on the buttock,
embracing, holding hand, caressing etc. Moreover, the carpet and garment industries, due to
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the nature of their work, demand work-time till late hours of night. This further aggravates the
problem.

During the study, it came to light that in the garment sector, the management encourages
male and female employees to work together so that they can enjoy talking to each other and
hence work overtime, with positive outcomes on productivity. This tendency has encouraged
sexual harassment at the workplace.

The prevalence of sexual harassment is equally high in the airline industry since it requires
night halts in different stations. Airhostesses are often harassed in such situations. At night,
the male crewmembers knock on women’s doors asking to be invited in and women are often
threatened if they do not open the door. Male crewmembers often grab pens from the chest
pockets of the airhostesses, touching their breasts in the process.

An airhostess shared her experience that clients would often unnecessarily call her and ask
personal questions such as “Are you married?” or “If you are not busy why not spend some
time together?” Air travelers also ask for specific airhostesses and demand, “Send the pretty
one”. This often leads to disputes and gossip among friends, and colleagues would also
make fun of such airhostesses.

The hotel industry is another sector where the prevalence of sexual harassment is high. In
hotels, those who work in health clubs are more vulnerable to physical harassment, as
women are required to massage male clients. While massaging, they are kissed or subjected
to filthy jokes or comments. Likewise, their male colleagues and guests harass room-maids,
housekeepers and waitresses in the hotels.

Since the work environment includes health clubs, massage centers, swimming pools,
restaurants, beauty parlors and room services, the possibility of sexual harassment is very
high. Often the bathroom walls and lockers are sketched with nude bodies in suggestive
positions by their co-workers. Writings stating “I’'ve had sexual intercourse with a particular
person” are also seen on the toilet walls.

Sexual harassment in dance restaurants is more physical. Clients harass dancers, as they
grab and hug them and also use abusive language, if rejected. Dancers are also stalked and
harassed on their way home.

Schools constitute another sector where sexual harassment is highly prevalent. Verbal

sexual harassment is common in schools. As one respondent said, “Male teachers enjoy
putting down women teachers by using abusive languages”. Male teachers would often offer
unmarried teachers a lift home, and even if they declined the offer, they would be followed. In
such incidents, revenge would be taken against a woman by spreading false rumors and
commenting negatively against her to the principal.

Hospitals and private clinics are also other work areas where sexual harassment takes
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place. Doctors ask sexual favors from the nurses. Cases have been reported of doctors
harassing the patients. Gynecologists make filthy comments during women’s labour pains.

Sexual harassment is seen to be more prevalent in workplaces and occupations that involve
people working alone or at night. In Nepalese socio-cultural environment, women who bring
forward any problems related to sexual harassment are labeled as “loose characters” and
brutally criticized. Therefore, victims are left feeling that they would have been better off
keeping the problem to themselves rather than asking for justice.

One survey by a NGO showed that 48.4 percent of female employee/workers themselves had
experienced sexual harassment at the workplace. Not a single man from this group had

faced sexual harassment. Among the respondents, 14.3 percent male and 39.4 percent of
female employee/workers said that they are aware of sexual harassment in the work place,
while 50 percent of male and 12.1 percentage of female employee/workers said that they
have not experienced or seen sexual harassment at the workplace and 28.5 percentage of
male employee/workers said they are not aware of sexual harassment at all.

The study found that among the female employee/workers who had themselves experienced
sexual harassment at the workplace 19.4 percent were from the airline industry, 12.9 percent
from the hospitals, 19.4 percent from the hotels, 19.4% from schools, 12.9 percent from
garments and 16 percent from the carpet industry.

6.2.5.2 Session Xlll Preventing GESI based harassment at workplace

Title Preventing GESI based harassment at workplace

Duration 120 minutes

Objectives Being clear on the various aspects of an organizations’ culture, policies
and mechanisms on preventing GESI based harassment

Contents - Being clear on role and responsibility of the position

- Keeping in trust with management/or senior colleague

- Being aware of organizational/company personnel policy

- Being aware of the mechanisms (confidential grievance mechanism for
reporting, getting counselling support)

Reference documents Guidelines on the prevention of workplace harassment-ILO, IFC,Aus Aid,
US Department of Labor, Netherland Ministry of Foreign Affairs
Process - Give an imaginary or real incident about GESI based violence and start

discussion on how such kind of violence can be prevented

- Small group discussion and presentation

- Summarize the preventative methods and if the contents are missing,
highlight these too

- Discuss options of action if one is a victim of GESI-based harassment in
the workplace

Training materials Handout, reference material, small group discussion, presentation

Main message of the session | Prevention is the most effective way an employer can address
harassment in the workplace. This requires high levels of awareness and
understanding of the processes that are in place to prevent harassment.

Mechanism to respond to cases of harassment
Grievance Procedures
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I. Grievance Procedures

As part of the enterprise’s responsibility to handle harassment in the workplace, employers should implement
effective and accessible complaints procedures for employees and other workplace participants. Complaints
procedures may differ according to the size and available resources of the enterprise.

An effective complaints procedure conveys the message that the enterprise takes all cases of harassment
seriously; is able to prevent harassment and maintain positive workplace relationships; ensures that complaints
are dealt with consistently and within a specified timeframe; alerts an enterprise to patterns of unacceptable
conduct and highlights the need for prevention strategies in particular areas.

Employers must develop complaints procedures to suit their particular workplace. An effective complaints
procedure provides various options to address harassment. For example, a victim can report to his/her
supervisors, other managers and staff assigned to handle the complaint. A victim can choose the option that is
most suitable to his/her circumstances.

In offering various choices, it is vital that the manager possesses the relevant knowledge and receives the correct
training to handle complaints of harassment. Staff should also be made aware that the complaint can be
forwarded to the Commission/ Division in the company.

A grievance procedure can be based on:

1. A formal or informal complaint that emphasizes solving the problem instead of the factual evidence or
verification of the complaint; or

2. A formal procedure that focuses on whether the factual evidence or verification of the complaint can be proven.
A grievance procedure must at least contain the following elements:

a. A step by step procedure for the reporting and processing of complaints, with an appropriate timeframe for
each step;

b. Investigation procedures; and

c. An appeal procedure that allows parties who are not satisfied to appeal against the results of investigations to
the higher authorities.

Il. Procedures to Resolve Complaints

Employees should have the option to resolve their harassment grievances through a formal or informal procedure.
The diagram below shows the in-house complaints resolution mechanism.

A. Informal Complaints Procedure

Informal procedures emphasize a forward-looking settlement of the conflict, confidentiality and reconciliation,
while avoiding questions of liability and compensation. Most people who are subjected to harassment simply want
the offensive behavior to stop. Informal complaints must be settled within 30 days with the aim of resolving the
case through deliberation. Informal ways of dealing with harassment can include the following actions:

i. It may be sufficient for the employee concerned to have an opportunity to explain to the offender that their
conduct is not welcome.

ii. The employee concerned may seek confidential advice on possible solutions from a supervisor, trusted colleague
or an officer trained to deal with harassment issues.

iii. The employee concerned may request a supervisor or relevant officer to privately and informally speak with the
offender on their behalf.

Employers may also consider creating an alternative informal mechanism for complaints or advice, as follows:

1) A telephone information line that can be used by employees to discuss questions or concerns about the
harassment without having to reveal their identity, who became the task of an officer trained to deal with
harassment issues to explain what action can be taken by employees; and

2) A system of mediation between co-workers where the mediators try to find a solution to harassment complaints
can be offered to the individual who filed the complaint and the suspected perpetrator(s) of the harassment.
Mediation can be a good choice when the alleged perpetrator is a colleague in the enterprise;

3) Formal procedures that focus on the broader impact of the harassment and require a sense of responsibility.

B. Formal Complaints Procedure
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An employee should not be required to exhaust all informal attempts of resolution before choosing to lodge a
formal complaint. Employers should ensure that a formal procedure to respond to complaints is established and
communicated to all employees. Guided by principles of procedural fairness, the formal procedure should include
the following steps:

i. Conduct a private interview with the complainant and articulate the allegations in writing;

ii. Convey the allegations to the alleged harasser in full;

iii. Provide an opportunity for the alleged harasser(s) to respond and defend themselves against the allegations;
iv. If there is a dispute over facts, investigate the claim, take statements from witnesses and collect other evidence;
v. A finding is made on whether the complaint is substantiated;

vi. A written report documenting the investigation process, evidence, findings and recommended outcome(s) is
submitted to senior management/the employer;

vii. The employer/senior management must implement the recommended outcome(s) or decide on an alternative
course of action.

In responding to cases of workplace harassment, the following factors must be taken into account:

1) Thorough investigation

2) Innocent until proven guilty

3) Support victim

4) Confidentiality

5) Transparency

6) Time-bound

7) Protection of the recipient from retaliation

The committee for the prevention of harassment can conduct the investigations. A small dispute settlement
committee should be gender balanced, as well as include a member of senior management and a staff member
that is trained in handling harassment. In handling the complaints, the tasks of the dispute settlement committee
are:

i. To notify employees of their rights and depending on the nature of the harassment, to press separate charges
against the alleged harasser.

ii. Take care to not disadvantage the complainant or to prejudice the alleged harasser if the claim is found to be
unwarranted.

iii. Provide the alleged harasser with an opportunity to tell their version of the story and to identify all supporting
witnesses.

iv. Ensure that the investigation and grievances are handled in a manner that ensures that the identities of the
persons involved and all records relating to the harassment complaint are kept confidential.

v. Ensure that provisional working arrangements are made, if necessary, to ensure the alleged victim and
perpetrator may continue working in a safe environment while the case is being investigated. This could include a
temporary relocation of the accused to a different workspace.

C. Disciplinary Action and Sanctions

To ensure deterrence, it is necessary to establish forms of disciplinary action and sanctions. Disciplinary action and
sanctions should be included in the company regulations and/or collective labor agreement. The form of isciplinary
action or penalty depends on factors such as:

i. The severity or frequency of the harassment;

ii. The wishes of the person who was harassed,;

iii. The extent to which the harasser could have anticipated that such behavior was unacceptable or unwanted;
iv. The level of remorse; and/or

v. Whether there have been any prior incidents or warnings. Disciplinary action should be taken in response to:

i. Any employee who has retaliated against or victimized another employee who has made a harassment allegation
or who has served as a witness in a harassment investigation;

ii. Any employee who makes malicious or vexatious false accusations.

The penalty recommended should be proportional to the gravity of the harassment and consistent

within the enterprise. The types of penalties for harassment include:

i. Issuing a written warning or reprimand;

ii. Issuing a transfer or reassignment of duties to the perpetrator;
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iii. Removal of management authority or duties;

iv. Reduction in wages;

v. In serious cases, suspending or terminating employment;

vi. Training or counseling of the harasser may be necessary to ensure that the harasser understands why his or her
conduct violated the enterprise’s harassment policy. Continued monitoring of their conduct is also needed to
ensure behavioral change. If there is insufficient proof to determine the validity of a harassment claim, employers
should ensure that the person who made the complaint is not sanctioned. However, if there is insufficient
evidence, the employers should:

1) Disseminate information on the possibility of sanction in accordance with the regulations;

2) Conduct training and awareness raising activities for staff; and

3) Monitor the situation carefully.

D. Protective & Remedial Action

Retaliation is a matter of serious concern, particularly in cases where the alleged harasser is of superior rank.
Employers should make an effort to ensure confidentiality during the investigation and protect the complainant.
As part of the follow-up measures, the official responsible for overseeing harassment within the office should
periodically check up on the complainant to ensure that no adverse actions have been taken.

In cases where the victim of harassment has suffered a loss as a result of the harassment, such as a demotion, a
denial of a promotion or monetary loss arising out of a denial of employmentrelated benefits, it is appropriate to
restore the victim to the position he/she would have been in had the harassment not taken place.

Additional remedial measures might include:

i. Requesting an apology from the harasser;

ii. Restoration of sick or annual leave taken because of the harassment;

iii. Enterprise management should consider granting additional sick leave in cases of

harassment where an employee requires trauma counseling;

iv. Removal of negative evaluations from the personal file of the harassment victim that

arose as a result of the harassment;

v. Reinstating the victim if his/her employment was wrongfully terminated;

vi. Review of the treatment and employment decisions affecting the complainant and

witnesses to ensure that such treatment or decisions are not retaliatory in nature;

vii. Compensation for losses such as medical expenses.

Where the complaint is found to be unjustified, an appropriate remedy should be granted to the accused person if
there has been any loss suffered by such person.

Evaluation and Monitoring

1) The enterprise should instruct supervisors and managers to take all complaints of harassment seriously,
whether or not they conform to the enterprise’s complaints procedure.

2. The enterprise should monitor supervisors and managers to ensure that they comply with the enterprise
harassment policy.

3. Responsible officers should develop annual reports for employers/management on the number and types of
complaints that were raised, the manner in which they were dealt with and recommendations flowing from this
data, for policy revision and training.

4. The enterprise should regularly evaluate the effectiveness of the existing mechanisms for preventing and
handling harassment at the workplace.

The results of the settlement of a harassment case can be used as a basis for workers who want to pursue
termination of work with the institution authorized in handling industrial relation dispute settlements

6.2.6 Foreign employment and Women's Issues ( 2 hrs)
6.2.6.1 Session XIV Being aware of the situation/requirement
| Title | Being aware of the situation/requirement
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Duration 2 hrs

Objectives Participants will be able to meet the requirements of prior, during and
post- employment in foreign countries
Contents - Basic information about foreign employment cycle

preparation of foreign employment (mental and financial preparation,
physical preparation, information on destination country, information on
and selection of foreign employment and manpower company, foreign
employment permit,

- Prior to departure

- In- country

- Return to Nepal
Reference documents Gender- District Training Guideline-LGCDP (page 60-70)
Process Provide the handout to participants, talk about all the contents
Training materials Power point or flip chart (LOOK for Posters etc.)

Main message of the session | It is very important to know the various aspects of foreign employment
so that one avoids the difficulties that may arise in not knowing the
requirements. It is very important to be fully aware/prepared prior to
departure.
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o ATRET FATHIAR ATH Td R-TFHPATE TATST T4 |

(1) FEAHQ FH v qrEtE G
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o FHT TR 19F HT FFIAEE & % A1/ aTE |

[T TaR®! ATe® FeTaal ITaed g Al WEhl G -

o HAHH TRAR /FHATATATE &. ,40,000/- (TF ARG TaTH &R AT Feradm fas |
|

o PRI WIS FIFUET FTHIRATS AU ATE ITAR /A FEART =TI |

o HleAT HTHIRD! ahHT ATTHERLI ANAH ATTAR! odb AT [62 |

o T HAFHT HTAA ITARBT AN e ITAd RIS |

o TRIETT b HALAT T ATALTF AR TATIA |

o FHTAAT T& FANTA IRTHL J&TH T |

o ARHT TAT/TS AFHF IS BIFUHT BTHERET STTT=aTH SETh (TR TEanT T |
o FTHERET TRARATS AIFUeh! WY ITAR JaTHT FEdRT T4 |

o ITHTEAT Ug Y fqbrq dfad F=e= Us Faeqma= I+ |

6.2.6.2 Session XV Being aware of the violence against Nepali women worker in foreign countries

Title Being aware of the violence against Nepali women worker in foreign
countries

Duration 60 minutes

Objectives Participants will be able to understand that violence has happened to

female Nepali workers in foreign countries. This information will help
them decide whether to take the risk and will help them take necessary
precautions if they decide to go abroad for employment.

Contents - Discrimination laws in various countries against foreign workers,
especially countries most visited by Nepali workers

- Examples of violence against Nepali women worker in foreign countries

Reference documents Gender-District Training Manual-LGCDP (page 60-61)

Process Explain the incidents that have happened against Nepali women workers
in foreign countries referring Gender-District Training Manual of LGCDP.
Encourage participants to share their experiences (self, relatives, friend's)

Training materials Handout, discussion

Main message of the session | Violence has happened to female Nepali workers in foreign countries.
One needs to be alert, know about preventative measures, what to do if
violence happens so they can get justice

Participants must be aware of what support systems are in place for
them, in case they are required (i.e. what foreign governments will do,
what Nepali government will do for them, etc.)

fafir=T \© AT HAFAT Jahl ATl AfeaT BIHIRATT STTHT {EET
(090-3099 ) HT TTRUHT FHIETHT Hel THET Tl Foci@ TH G
e 3530 AfEAT FHIRH! 3G,

o ¥y HEATH AATED Fr(ed= [aehl,

« 999 AT FHIR BT ST,
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o o% AfEAT FHIR THFAT TS HIHTH,

o 5 HEATA ATCHEAT T,

o 3R HIEHAT HTHIR T Hied AT,
o 39 HiEAT FHIR ISHIRIB] HAFAT AIAT TTHT |

HId . JUT FHT, 2055

6.2.6.3 Session XVI Being aware of the issues related to the women/men going abroad to work

Title Being aware of the issues related to the women/men going abroad to
work

Duration 2 hrs

Objectives - Participants will be able to decide whether to take foreign employment
based on the issues related to foreign employment
- Participants will be able to take precautions if they decide to go for
foreign employment

Contents - There are several issues of men and women going to foreign

employment.
- Being informed about the issue, one can try to minimize the issues

Reference documents

Gender-District Training Manual-LGCDP (page 61)

Process

Explain the types of issues from Gender-District Training Manual of
LGCDP. Encourage participants to share their experiences or their
relative/friend's experiences

Training materials

Handout and discussion, sharing

Main message of the session

There are issues working abroad and with information, knowledge and
preparedness one can minimize these issues.

FRTE AMEAT T AfEAT FTHIRHT FABREE ¢

o GTSI HAFHT HIHAT Gl STHHT FFIUT FTFHART TAT ATTPR ASTIRETATHT 8
o T FTHIRHT AT faeba, FETRT 9ok TR A% Uheg, a7 v TS1g dfg qoaate w1 TEH,

RCRCY)

o Usidgdchl Heldd], STl 9TEArd T w8 SHCH] §|’ qregTd ERIERERIEEIR

o AT THUHT FHIRHATE TET W, ATeh, 9TTF TAT AT MET T GRETEHN AMNGH,
o ThT SATSTHT HIT [, ATFTAT JAT T AT ST T&T ALTET AL o oA,

o FIH YIqeh! QRET T AT, T FIHATS HTH T3+,

o freTaT faehept A9, HHTTEH! YATHT T TH T BRHHAETH! FFLAT 76,

o TSI forhed TEIET I ATl ATIaTaH,

o 5TH FRPT HIGET ¥ JTERIEE Jaid agis T,

o TIRATIR TehTRHT ATV e TS TRATeH, ETSATATHIUT TEHT |

6.2.6.4 Session XVIl Being aware of the government’s effort for women going on to foreign employment

Title Being aware of the government’s efforts for women going on to foreign
employment

Duration 60 minutes

Objectives Participants will be confident in approaching government for support,
when required
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Contents - Safe foreign employment provisions in 3 year Interim plan

- Foreign Employment act, regulation and policy includes women's issues
- Integration program for income generation for Foreign employment
returnees

- Free legal support to the victims of foreign employment

- compensation to those who died or lost body parts during work

- Access to temporary shelter and network for foreign employment
workers

- For foreign employment —Nepal government has MOU with different
countries

- Preventive measures and preparedness such as free training by
government (foreign employment board), awareness on reporting
mechanisms in host countries

Reference documents GESI-District Training Manual-LGCDP (page-10-12 and 61)
Process Provide the handout and explain the content to the participants.
Training materials Sharing and discussion

Main message of the session | Nepal government is also concerned about victims of foreign
employment. The person is not alone but needs to seek help/know
where to go.

T STOHT T Afgwr FHIRET AT TR SR Aommrer fafa saeer
9qT4gee -
o ol safes AT T SRR AR AT [T YT S qHTEeT AU,
o F2RTH AR U, fadTeaelr ¥ aefite A5 faar wieer #HaREr qEReEs qrEiaT
e
o A HATATGIRT 081089 T R0890%s AT avie [ aIsd U,
o IRTF ISR EQET TIT 98 ATTHGIHT Foehl AR Ear i,
o FIUIRHT FET GRET, FUAriy, 837, Wgiive Ivax FERT qAT GIETT ATTATE=hl AT Afeaa
SESIKERIEE N
o T¥T HTHGRHT AT G diTg Jvazepl LT,
«TSRTF ISTARIETE Fehehl BTHRREDT ATNT ATAATTART ATNT TTHTHIT BTAH B! SHALAT TR
|
o TYTHTAT HTHRRET ATNT YodTehl AT,
o ST ISTEHAT SRTUHT SAfehept T feTeer AT ST=
o FTHE FRTT TIEAT 95 g AT SRTHT TUAT &t |
T BT Fe1TT T 577 T4T ST AeATTTH Gh TETHT Gl 31T ST 1T
TITHT I T GIHIGF TR=TaT 99 &1d Jieqe], 10§z

6.2.7 Law of the country against GESI based violence
6.2.7.1 Session XVIII Understanding the law of country against GESI based violence

Title Understanding the law of country against GESI based violence
Duration 120 mins
Objectives Participants will be able to use the law of land and equipped with the

55



information on Nepal's law against GESI based violence

Contents - Provision in Interim constitution of Nepal -2063

- Local Self Governance Act 2055

- Some Acts of Nepal to revise 65 discriminatory Acts against women
- Other positive Acts

Reference documents GESI-District Training Manual-LGCDP (page-10-12)

Process Provide the handouts to the participants and discuss about the existing
law of the country against GESI based violence. Answer participant's
queries

Training materials

/Resources

Main message of the session | Government is also concerned about GESI based violence. There is law
against GESI based violence, (though not adequate) one needs to know
about it to prevent violence or to take action against such crime.

AYTEHT AT FHY FIAT TS

AT A=A HlGHT, 083 AT HUH FALET

o GEATSATAT S9TAT T o, ST, & a9r aiiss GHEAEsdrg GATT T TSl AIRTH
qAGTEAT T Hebed TRTH,

o FTTTAHT GRT 93 (AATHATH &) T AledT, I(eAd, ATl STATa, T a7 fHae, 7ge ar
Tfeyer, ATHINSTE a1 ATERIqw e Mafeues! avf a1 ara®, 98 qaT AUy a1 ANIH a1 AAIa®
®T ATTh ATRE] T, FARFLI AT TR AT [T ZaedT T Alhd FHT Il |
FHA HTHEH! AN AT ARATHE a7 F7 IJeord TR,

o IRT 9% (ST HIHTT TAT FATSA (TG hl 8eh),

« IR 95 (ST 9T AATTS GRETH &) AT Algel, #THE, 93, AqTF JIT AqH T A98™
AN ATS HIAAAT ATET AU FHINTH FTHISTH TRET (G5 Joord TR,

o ORT R0 (ATEHATHT &) A=A AT TUH FRUETE el HGHE T, TP AGATATS T
T JAT G Geewdl b g, Aleel favg Ears= &1 T 78+ T AT T0A g qdl

o ORT 39 (ATHITSTE TSR] gF) AT AT, ATHINAF a7 SNTeTF gieael AT, Tt HigaT, aferd,
afeaTey STt wereft aHerd, Iedited av, Td fFarT T Wogeers qHuras qaraeft

o g7 IR (ATAANAFIERI EF) HT ATAANABIATS ATFT AEaTT AT ATHRT §F g, TTATAIW,
TR T ¥ ATAINAF GRET YT T & g, qME¥e, AAMTEF a1 7= F i fepfermept
o7 fa%gehl & g T A0S H1d FAAgRT IS g qd7 [Meiadrs Hrd auitsH afadid
fage e TEH ¥ AR, A, G AAiedta, gedited, faeartud ua SifaHar ¥ Ik
ATAeTerepTeTs GAfvere e ot Tsgere e qiaar arse g% g q9r AleTadars &
FABRGTT, @HT a7 TLS T F SAMGAIO FHAT ST aT T, Tl a7 gegdT FINT T e
ST I IR TR |
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o TRT 33 (TSR] TIAE) AT He(ehebl T ARAATHRT o Azeear Herefi aferd, anfeariy Seaa,
Hied, A3z, o, ors, frsfeuat av T & eons quTaIiaes qaTaeie! dTaRar qedrir
o IRT 3Y (TSTHT AIMA) AT AT AigdT, I, ATGATAr Ao, Ferely, ARy Tmad deadens,
qHE, QeBraTdr, FHAT, 7a7s, fefeust & a1 THaEr ¥ gwg qiiede! AT T [aaaH

LEERCRRCY

ATITRAT fa9T 2ra=r 9 T Aaasa= T Joadd TRTEH |

WA EEW qET T, 08Y

o WM M®MT (M.IA.9., T97) F TSEATHAT 0 FTATT HAlegeAT FATAcaehl ATNT FHREURT qaedT
|

o TS TAT ISTeaAT TRUGHT HATIG T I & STATHT FRIHT § AT AlgArated ATdd TaT ATHIAE
Fiawivrel faafeuesr sid, STasid, sfadq qar sfeardr Feare JidHiy AaEa T° & |

o TR TRGGHAT HAMIT THI & IR 0 THATHT T F1 FRIAT ¥0O YA Aigdrdied ATfde qar
ArHTTSTH greeahiorel [afSust SMa, STHwa, afad qoar feardr qedere gfafatg aa=ad T
T |

o T [T THtrgd HTI FHTEEdT qeiad T [Hhd TRUGHT qHTd 7eadre R
STAT HAMI T Sqaed] AR, STqHLA § AT AT AAMI T gaT |

o TTA [HHTIATE TS g IUATHT ATATTHT HRATHT 33 FIqerd AigaT AT I~ A2 |

o JTSTAT ASTHT T&T Afedm q97 MBfeUat avars Todae a1 T AT TaiHehaT [Ga- e |
o TS faebTa AT 9T TRATAR ATHAT FAAT ATTPR AT TS T HARIEEDR] AT
JATTFAT HleATEwd! AT TRISTI AT |

o T fAeprre drsrree garaedl g9 o |

o e, TSTfa™, TRATIEHTRT ATSTHAT TSHT &1 TS STRT ATASNAEE T TS AU &TFHT AT
forepTaerT HTdEe FHIATH HALAT IEah! |

o AIEAT T ATAATTARIHR! AT ATTHAD T AITHAF HIUEE ToATAT T IO TH ITaeT
TEHT |

o TTSATRT qTatAeRar faemor & fsfeusr qar Iafifeq sfd, Swenta ©a |fear T areanfeerer
AT F=ATAT TR ATAHAE T ATHAF FAHHESATS a1 TTIHEAT [ q= Iradr T8a |

Higwr faege & a1 fasieqel yraaTee S=HE T Affd TR S T S A9
U GG TH a9H U, R0%3

o HigdT WAAATRl TleaATTH AT

o HET AATSHT fagdT Afedrars qratdesar

o TTHTAATE TRESH @ISl

o TEAEAYY THE fa=EEen st

o TETHAHT el AR ATHTATS

o T AR IO AT
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o GUYT HESTH! AT qieadT

o AfEETaATS ORFAHT HT=IT

o forg afe=re TR TAIGT T qAUTE

o A THACRATE AT FTAH TRTHT

o ARSI Bl YRATITATS SATIF TATGUH
o JATEF TACHRATS AT HIIAH

o TATCHRI ATT &AMl [qATSH AT

o [qATERT JHIAT THIAT

o Afgerer aft S T GIH gIAT TH T

AY qPRHE FqHTET

o T J=TG@T 9T AERIAR UA, 0%¥

o XA EdT (FFR T 9T ) UA, J0%%

o T 3000 I wifged T9c (HHTITRN 9T&aTd TUHT |

o R0S3IRI9E AT TR TV TEHT AleATd! 33 Fiqera qrardraed RIS Frarare
FATA bl HATHIG |

o BISTS! FaTATE fAfT Q03RS AT AU TRFRT (AU HAfdq = |

o U T (AHEE HledT, ATAATAR] TAT 7T JUTLTd aviel AT 3Y
IITeTd Foie GEATST I+ T faehrd Feerael Ao |

o TIAATS GATSA Hh I ATIUM TRTH T |

o ST 9I9TE T9T AT (FAR T o) U, R0%5 FATEATHT ATTH |
o AfgaATaTs AT -aieEtaear qo yfaera @ ge fa srawar avuer |

e FEAAT T F e

o AT FATHAT T AIEAT GATHBI TH=AT TZoATF BIAATAAT

o AledT T ATAATAHT TG I H=AT AT HTIATSAT

o ATAATABT THIAT T T AT HTIATSAT |

o FTAEAT T MEAGET GT 0, 2055

o difgep fE@T o e dAfse QTR qrerwdy ifted Tl qor s,
R0%R-R09Y

o TIH AT AT TRUTH T, 7 9334 T 1530 TATAH H1 AT, 085
o UTHE ATTHR AT FHTT FTT |

o & THeRTIeT Hifq qar ToHIfqes TR U
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ARy QT qAT FIATE FHTALhOTeR G st drsrn
(R0%9/%5-R0%] /0)

(&) s THTAT TIT HEAT TIHIHTT

q. SreeTe Qe

o HiEATH! TAYT TAT TUIH ATTb AT Ta THT, A0, Afgep T quraefr
FHATHAS T AT (HOT T |

R S

o T AN T Ak HigATgehl ITAINSTE ATAh TAT TASTATTeh FIThIHIT e faqr
oIt TaH! faepTadT AfedaTesdl AHFAE TR a3 |

o Aiea favgerr fafa=T yerer <fgewarar smarfed fear waw fadeer s 79 |

3. T

o fafa=T woRaT, FaT yaTe T AMETd YOI Aol EHT digh HATATEIHRIATE qEE I |

o A5 oI JOTATATE FEe T8 T WA [ T+

o Higa fawger fafae fear 7 fa9e Jeam qar e aniT afaamaer FodT R g=ra"
T |

o YTHITT &R ATATART AleATEsd! &THAT ATANg TaH S WX GRET AT AT,
TREAUTCHSE, TATHAS TAT FITHIFLIHT BRAFHAEE FaATAT T

o 32 FATITA T QM TATIAT TH HTAA] AGATREH] Qb GEATNTAT FiA=a T |
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