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1.Introduction

The Constitution of India has enshrined the principles of equality and rights of women in its Preamble
(Article 14, 15 (1-4), 16, 29, 29A and 42), and Fundamental Rights, and Duties (Article 51A). India is
also a signatory to several United Nations (UN) conventions, including the 1979 Convention on the
Elimination of All Forms of Discrimination against Women (CEDAW), the 1995 Beijing Platform for
Action, and the 1948 Convention on the Rights of the Child. These commitments underscore the
nation's dedication to protecting and empowering its women and girls. The ambitious 2030 Sustainable
Development Goals (SDGs) have set the path for the empowerment of women by specifically
addressing key challenges, such as poverty, inequality, and violence against women, under SDGs 5, 8
and 10.

In recent years, there has been a shift in the perception of women from being mere recipients of welfare
benefits to key members of labour force, actively engaged in the development of the country.
Employment Statistics (2023) states that 32.68 per cent of women in India, aged 15 or older, are a part
of the labour force, against 77.2 per cent of men in the same age group. This number has steadily
increased since 2017 when it was 23 per cent, with studies stating that the participation of women in
the labour force could be as high as 86.2 per cent if entire data is documented in official records. It is
to be noted that 93 per cent of women workers are employed in the informal sector, unprotected by
laws (Gol, 2015).

Urban Local Bodies (ULBs) in India employ a significant number of women labour as informal workers
across its various functions. This includes planning and development, public health, and infrastructure.
ULBs execute their functions through the constitution of different Standing Committees such as taxation,
finance and accounts, water supply, public works, planning and development, licenses and appeal,
grievances and social justice. For its employees, ULBs are mandated to oversee recruitment of required
number of employees, capacity building and performance management.

Deep-rooted patriarchal constructs continue to position women in disempowered social and economic
hierarchies, restricting their ability to fully realise their rights. This also leads to increased violence
against women in both public and private spheres, most of which remain unreported. The Prevention
of Sexual Harassment (PoSH) Act (2013) is a significant step towards creating a safe and inclusive
workplace. The Act mandates all organisations, including ULBs, to establish Internal Complaints
Committees (ICCs) to handle complaints related to sexual harassment.

This guide aims to orient and sensitise women sanitation workers on the concepts of gender, patriarchy,
violence against women, provisions of the PoSH Act, filing complaints, and redressal processes at their
workplace. It also has a section on the rights of working women, with a focus on sanitation workers.
The ULBs, being employers of a large sanitation workforce, are entitled to provide a safe working
environment for their employees, especially women, who are disproportionately affected by workplace
and sexual harassment, and other forms of gender-based violence. The trainings conducted based on
this guide aim to make workplaces safe and benefit both workers and the ULBs alike, leading to mutual
gains and improved productivity.

1.1. Objectives of Training
The objectives of the training are to orient and sensitise the participants on,
o Concepts of gender and patriarchy
e Violence (and allied issues) against women, and vulnerability of women to violence
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e Broad spectrum of workplace harassment

e Sexual harassment of women at the workplace

e Major provisions in PoSH Act, and Rights of the aggrieved woman

e Gender-based labour division

e Laws on women's rights, complaint procedure and redressal mechanisms

1.2. Structure of Training Modules
Table 1.1: Session Plan
SI.No. | Session Method Duration

0 Icebreaker Participatory exercise using flashcards 15?

minutes

1 Concepts of gender and | Participatory exercise, presenting information on 1 hour

patriarchy gender and patriarchy
Introduction to  the e Presenting information on various forms of
spectrum of workplace harassment in the workplace

2 harassment and sexual Storytelling (background of the Act) 1 hour

harassment of women Open discussion followed by presenting
at workplace information on major provisions in the law
Connecting the dots:
Violence and
Harassment
.| Group work
o What is Di . . f iol

violence? o Discussion on storles of women (violence

Wh ' are in private and public spheres)

3 ¢ wor¥1en e Recognising violence 1 hour
vulnerable  to e Social beliefs around violence (trivialisation
violence? and normalisation of violence against

e What are the women)
different forms
of violence?
Participatory exercise, presenting information on
women’s rights
e Discussion on treatment of sanitation
Working women'’s rights workers . o
. e Presentation on women's rights, relevant
4 (with- a focus on g . 1 hour
sanitation workers) provisions, and redressal mechanisms
e Presenting case study or real-life incidents
(news screening)
e Group discussion on perspectives of
participants
Grievance  Redressal e Discussion and presenting information on | 45
5 Process provisions and processes minutes
e Recall, recap and closing
Source: TNUSSP, 2024

The training module is structured into five sessions, each with its distinct objectives. This guide includes
duration of each session, detailed instructions for training, and necessary materials for an engaging
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learning experience. Supplementary reading materials and presentations are also provided to support
the trainer in effectively delivering the sessions.

Note to the trainer: Before the workshop, kindly go through the reading materials provided along with
other reference materials. Kindly use participatory methods to facilitate discussions and address the
queries and doubts of the participants. If you are unsure about the response, please inform them that
you/ training organisers will get back to the participants with responses. Please refrain from providing
incorrect information. Conclude every session with a summary. Additional aids like activity cards,
flashcards, and exercises can be developed from the reading materials and presentations provided.
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Session Plan

2.1. Session 0: Introduction and Icebreaking activity
2.1.1. Session Overview
Duration: 15 minutes
Session Plan:
e Welcoming the participants

e Laying out the objectives of the workshop

o Establishing the participatory nature of the workshop and encouraging their active participation
and inputs

e Conducting a round of introduction, if time permits

e Conducting the icebreaker activity

2.1.2. Activity: Icebreaker

The images in Table 2.1 are projected on the screen and participants are asked to state the gender of
the professionals as soon as they see the images. The trainer should briefly engage with the participants
to understand why they associate certain professions with a particular gender.

It is to be noted that since the target group for this training are women sanitation workers, limited
presentation aid to be use [Annexure — 1 (English), Annexure — 2 (Tamil)], and it is suggested to keep
all sessions interactive.

Figure 2.1: Flash Cards for Icebreaker Activity
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Figure 2.1: Flash Cards for Icebreaker Activity

Source: TNUSSP, 2024
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2.2. Session 1: Understanding concepts of gender and patriarchy
2.2.1. Session Overview
¢ Key takeaways for participants
o Concept of gender inequalities
o Understanding how patriarchy leads to violence
e Methods: Participatory exercise and presenting information
e Materials: Placards with statements, Slide 1-6 in Annexure 2 (Tamil)

2.2.2. Activity 1 (30 minutes): What is Gender?

Prepare placards with each statement as indicated in the Table 2.2. Show each placard and enquire
whether the participants agree or disagree with the statement. Encourage them to discuss on why they
agree or disagree. Make note of any significant points that emerge in the discussion

Table 2.1: Statements on gender

Sl. No.

Girls are more emotional than boys.

Cooking is a woman'’s job.

Men are better decision-makers than women.

A bride must be less educated than the groom.

Women rear children better than men.

Women cannot handle jobs in management as they are weak.

Boys should not cry.

Men grow beard.

Restrictions imposed on girls are for their safety.

olo|lo|N|jojalrlw |-

Women have wombs.

Source: TNUSSP, 2024

You will observe that for statements that are biological in nature, such as ‘women have wombs’ or ‘men
grow beard’, most participants agree and there is little discussion, whereas arguments arise for
statements that are social in nature. If participants consider these socially constructed practices as a
given, generate discussions around it. For example, if they agree that cooking is a woman’s job, you
can further probe by asking questions like, “Do women know cooking inherently or do they need to learn
it? If cooking can be learnt, can anyone learn to cook irrespective of their gender? Do men cook? Who
are the chefs at restaurants?”. You can also highlight that cooking, as unpaid work, is mostly done by
women, but for paid jobs, it is men who are hired as chefs.

You can summarise the discussion by indicating that the statements were of two types, biological and
social, and that while everyone agreed on the biological aspects of gender, there were arguments on
social statements. You can conclude by stating that while we are born with our bodies, most activities
are assigned to us based on social constructs that can change over time. You can also induce
discussions by comparing current scenario and restrictions posed on women 50 years ago to
demonstrate the dynamic nature of social constructs. You can use this to explain the difference between
sex and gender.
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2.2.3. Activity 2 (30 minutes): What is Patriarchy?

Draw two corners, and mark one as M (for man) and the other as W (for woman). Request 10
participants to volunteer, and organise them in a semicircle. Inform them that you are going to ask ‘Who’
questions (Table 2.3) one by one, for which they should not answer verbally but move to the respective
corners of M or W.

Table 2.2: ‘Who’ questions for session 1

Sl. No.

Who wakes up first in any family, in general?

Who has a long day of work (paid and unpaid work), in general?

Who owns the property or assets in family?

Who takes major decisions in family?

Who gets the meals ready at home? Who serves the food?

Who cleans the toilet at home?

Who is considered as the head of the family?

Who has authority over money in the house?

Whose residence changes after marriage?

olo|lo|~N|jo|jo|rlwNv|=

Who are the founders of religion?

Source: TNUSSP, 2024

After the activity, divide the volunteers into two groups and facilitate a discussion with the help of the
following points to explain patriarchy:
¢ Who has more freedom?

o Who has more restrictions?
o Who has the decision-making authority?

o Do you think men have privileges and women have disadvantages in these systems? Why?

2.3. Session 2: Harassment at workplace

2.3.1. Session Overview
o Key takeaways for participants

o Understanding workplace and sexual harassment
o PoSH Act and its major provisions
e Methods: Storytelling, discussion, and presenting information

e Materials: Case handouts

2.3.2. Activity 1 (15 minutes): Discussion on workplace harassment
e Introduce workplace harassment using the following points:

o It encompasses a wide range of unwelcome behaviours, actions, or communication
within a work environment.

o ltis not confined to a single type of behaviour but includes a spectrum of actions that
can degrade a healthy and respectful work atmosphere.
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e Briefly discuss some of these actions:

o Verbal Harassment: This involves spoken or written communication that is offensive,
demeaning, or threatening.

o Physical Harassment: This includes any form of unwelcome physical contact or
invasive actions, such as pushing, shoving, touching, or any behaviour that makes an
individual feel physically threatened or unsafe.

o Psychological Harassment: This refers to actions that manipulate or undermine an
individual’s emotional or mental well-being. Examples include constant criticism,
isolation, psychological intimidation, or threats to job security.

o Cyberbullying: This is the harassment or intimidation of colleagues through digital
communication channels.

o Discrimination: This involves treating employees unfairly based on their gender, caste,
religion, or other protected characteristics.

Scenario for Optional Discussion

A woman working as a solid waste collector under a contractor faces frequent verbal abuse from her
supervisor. He often makes derogatory remarks about her gender and work, and assigns her the most
strenuous tasks. He also threatens her with dismissal from job, if she complains. The continuous
mistreatment not only affects her self-esteem but also makes her feel unsafe and unsupported in her
workplace.

2.3.3. Activity 2 (30 minutes): Storytelling
Introduce sexual harassment at the workplace as a specific subset of workplace harassment and
narrate the following story.

This is a real-life story that happened in a Rajasthani village, thirty years ago. Rajasthan was a state
struggling with issues such as child marriage, early pregnancies, and poor maternal and child health.
The state government assigned community workers with the responsibility of preventing child
marriages, which occurred offen. A female community worker, in the village Bhateri, came to know
about a child marriage planned in a dominant caste family. She intervened and stopped the marriage
at that time; however, the family went somewhere else to marry off their 9-month-old daughter. The
community worker and her family were troubled in many ways, and it culminated in raping her as a
gang. With great effort, she filed a complaint with the police. As the Indian criminal legal system has
many issues, her case is still pending in the Supreme Court, after 30 years of the alleged crime.
However, social workers, and activists came together to support her, stating that the lady worker was
sexually assaulted because she did her duties. The question they raised was ‘who is responsible for
her safety at work?’ She had already informed the administration that she was troubled by the dominant
caste family, but no steps were taken for her safety. Unsatisfied with the Rajasthan High Court’s verdict,
the social organisations moved the Supreme Court to seek guidance on women’s safety at the
workplace. In its 1997 landmark judgement, the Supreme Court issued guidelines to be followed at all
workplaces and emphasised that the employer was responsible for safety of their women employees at
their workplace. Subsequently, Prevention of Sexual Harassment at the Workplace was passed in 2013.
This is a story of how a law was passed by making lawmakers recognise the issue of sexual harassment
at workplace. A female worker from Bhateri, despite justice eluding her so far, stood resolute for other
women, and her battle shaped India’s law against sexual harassment at workplace (Munial, 2023).
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o Facilitate a discussion based on the story.
e Prompts for discussion:
1) Do women face such harassment?

2) Have you heard or seen anything like unwanted touch, advances, or comments? What does
an aggrieved woman do?

3) Do such issues get resolved?

4) Are women at fault?

Let the participants know that the woman in the story was at the forefront of the struggle to bring laws
against sexual harassment at the workplace and inform them that their grievances of workplace sexual
harassment can be redressed at their workplace itself. Explain the major provisions in the law.

(Refer Annexe 1, Slide no. 9-12)

2.4. Session 3: Connecting the dots - Violence and Harassment
2.4.1. Session Overview

Key takeaways for participants

o Various manifestations of violence

o Importance of recognising the type of violence
Methods: Case reading and discussion

Materials: Handout of case stories

2.4.2. Activity 1 (30 minutes): Case Discussion

Divide participants into groups of 6-8 members.
Depending on the number of groups, hand out one case story to each group.

Ask the participants to read the story aloud to their group and have a discussion with each
group using the pointers provided, for 15 minutes.

Ask them to nominate a presenter who can present the discussion to the bigger group in 2-
3 minutes.

Based on key discussion points, explain violence against women and elucidate the
following points,

o  Women are especially vulnerable to violence due to their socially disadvantaged
position and can face violence in private (family) as well as public spheres such as
sexual harassment in the workplace.

o Violence against women is not recognised since it is trivialised, even normalised, in our
society.

Discuss the reasons why women tolerate violence.

Additional cases for sexual harassment, caste-based harassment, and material on the Scheduled Caste
and Scheduled Tribe (Prevention of Atrocities) Act, 1989 are also provided for reference.
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2.4.3. Case stories for group work
(Note to the trainer: These are indicative stories. Please feel free to develop locally relevant and
relatable stories)

Box 2.1: Case stories for session 3

Nature of case story: Sexual

Lakshmi has been working as a sanitation worker for the past five years. She is known for her
hard work, dedication, and efficiency in her job. Her colleagues and residents in the area she
serves have praised her excellent work. Lakshmi aspires to grow in her career, and hopes to get
promoted to a supervisory role someday.

Recently, Lakshmi's boss called her to his office and told her that there was an opening for a
supervisor position. He said that if she wanted the promotion, she would have to ‘make him happy’
in return. Lakshmi was shocked and offended by his inappropriate demand. She told him that she
had earned the promotion through her hard work and that she would not engage in any unethical
or illegal activity.

Her boss became angry and told her that without ‘cooperating’ with him, she would never get
promoted, no matter how well she performed her duties. He said that he had promoted many
women in the past who had agreed to his terms. Lakshmi realised that she was being treated
unfairly because of her gender, and that her boss was exploiting his position of power to harass
her.

Points for discussion

o What kind of harassment is Lakshmi facing?

¢ How is gender discrimination playing a role in this situation?

¢ What could be the impact of such harassment on Lakshmi's career and well-being?
e What should Lakshmi do in this situation?

e Can she file a complaint under the PoSH Act?
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Box 2.1: Case stories for session 3

Inputs for the trainer

e Lakshmi is facing sexual harassment and gender discrimination at her workplace. Her boss
is using his position of power to demand sexual favours in exchange for a promotion, which
is a clear violation of the PoSH Act.

o Gender discrimination is evident as her boss is denying her the promotion, solely based on
her gender, despite her excellent performance in work.

e The harassment can have a severe impact on Lakshmi's mental health, self-esteem, and
career progression. It can also create a hostile work environment for her.

e Lakshmi should firmly reject her boss's advances and report the incident to the ICC, or the
Local Complaints Committee (LCC), if her workplace does not have an ICC.

o Lakshmi can file a complaint under the PoSH Act. If her workplace has an ICC, she can file
the complaint with them. If not, she can approach the LCC at the district level.

Nature of case story: Sexual

Sundari works in a micro-composting centre. Her supervisor is an elderly man. He is friendly with
everyone. Recently, Sundari noticed that whenever he talks to her, he touches her arm or
shoulder. At first, she thought it was just a friendly gesture, but as it continued, she started to feel
uncomfortable. Her female colleagues think that she is assuming things and the ‘elderly
gentleman’ had no bad intention. However, Sundari was still not convinced. She thought about
quitting the job, but she had to make ends meet. She did not want to make a big deal out of it, but
she couldn't shake off the feeling that he was crossing a boundary.

Points for discussion
o If Sundari was a man, would this have happened to her?
e What could be the impact of such harassment?

o What do you think she should do in this situation?
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Box 2.1: Case stories for session 3

Inputs for the trainer

e Sundari is being harassed by her supervisor, who is an elderly man. The definition of sexual
harassment under the PoSH Act is any unwelcome act, sexual in nature, be it physical,
verbal, or non-verbal. Even if her supervisor does not mean to cause harm, Sundari feels
uncomfortable, which is what matters. By touching her while talking, he is creating an
uncomfortable work environment.

e Impact: Fear and trauma. She is traumatised by her unsafe work environment and fears
losing her job, which would place her in a difficult situation.

e The PoSH Act provides for a district-level redressal mechanism for the unorganised sector.
While ICCs are constituted at workplaces having more than 10 employees, the law also
provides for a district-level LCC for addressing concerns from the unorganised sector.
Sundari is an informal worker employed by a contractor. In such a situation, she can file the
complaint with LCC, if there is no ICC.

Nature of case story: Sexual

Selvi works as a sanitation worker. She is employed by a contractor who has been awarded a
tender by the ULB to provide sanitation services. A supervisor, under the contractor, manages the
accounts and pays the workers. Recently, Selvi found that he had paid her more than the actual
salary. Assuming that she might be wrong in her calculation, she let it go. But when it began to
happen often, she confronted her supervisor, who offered to compensate her even more in
exchange for sexual favours. She said no, but he has been after her since then. He keeps sending
her romantic messages, images, and even porn clips. She does not like him at all, but she fears
that if she says no, it may affect her work and payment.

Points for discussion
o What kind of harassment Selvi is going through? Do you think it is sexual harassment?
e What could be impact of such harassment?
e What do you think she should do in this situation?

e Can she file complaint under PoSH Act?
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Box 2.1: Case stories for session 3

Inputs for the trainer

e Selviis being harassed by her supervisor. The definition of sexual harassment in the PoSH
Act states that any unwelcome act of sexual nature, physical, verbal, or non-verbal is sexual
harassment. By sending her romantic messages, images, and porn clips, he is creating an
uncomfortable work environment.

e Impact: Fear and trauma. She is traumatised by her unsafe work environment and fears
losing her job, which would place her in a difficult situation.

e The PoSH Act provides for a district-level redressal mechanism for the unorganised sector.
While ICCs are constituted at workplaces having more than 10 employees, the law also
provides for a district-level LCC for addressing concerns from the unorganised sector. Selvi
is an informal worker employed by a contractor. In such a situation, she can file the
complaint with LCC, if there is no ICC.

Nature of case story: Sexual harassment

Meena and Padma are studying in 9th standard. They must walk two kilometres to reach the
school. Recently they have been harassed by young men on their way to school. They make dirty
comments about the girls. The girls were scared but didn’t tell their parents, as they were afraid
that their parents would stop them from going to school. Seeing that the girls were tolerating the
catcalls, courage of the road-side Romeos increased. One of them pulled Padma’s dupatta and
the other held Meena’s hand. Girls ran away screaming, and told their parents. However, their
parents scolded Padma and Meena, stopped them from attending school, and made them stay at
home. Padma'’s parents have started preparing for her marriage. Meena fears of same
consequences, if the issue is not resolved.

Points for discussion
o Why would the parents have scolded their daughters?
o Does this happen to boys? Who is more likely to face such situation?
o Was there any kind of violence on the girls? If yes, what type of violence? By whom?

o Do you think parents’ decision of marrying away the girls is right?
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Box 2.1: Case stories for session 3

Inputs for the trainer

e The parents scolded the girls because they were afraid of the consequences of reporting
the harassment. They were worried about the safety of their daughters and did not know
how to handle the situation.

e This can happen to boys as well. However, girls are more likely to face such situations due
to societal and cultural norms that often prioritise the respectability of women.

e There was violence on the girls. The young men made dirty comments, pulled Padma’s
dupatta, and held Meena’s hand. This is a form of sexual harassment and violence.

e The parents’ decision of marrying away the girls is not right. It is a form of gender-based
violence and discrimination. The girls should be supported and empowered to continue their
education and pursue their goals.

Nature of case story: Domestic

Maniamma is an elderly woman of seventy years. Her husband is confined to bed. She receives
pension from her ULB after retiring as a sanitation worker. While in service, she constructed a
small house for herself. Her forty-year-old son is not employed. She uses her pension money to
cover household expenses. Her son constantly fights with her and sometimes even beats her
because he believes his mother would never give him anything. He desires the house to be given
to him. Once Maniamma became very upset, and left home to stay with her sister. However, her
son begged for forgiveness and brought her back to look after his bedridden father. She returned
home but nothing had changed.

Points for discussion
e Do you think there was violence against Maniamma? If yes, what kind of violence?
e If you think that there was no violence, why do you think so?
¢ Why does the son act like this with his mother?

¢ Why does she endure this behaviour?

Inputs for the trainer

e There was violence against Maniamma. Her son constantly fights with her and sometimes
even beats her. This is a form of domestic violence.

e The son acts like this because he believes his mother would never give him anything. He
is entitled and feels that he should inherit the house and the pension.

e Maniamma endures this behaviour because she feels responsible for her son and her
bedridden husband. She wants to ensure that her son takes care of her husband and that
she is not left alone.

Source: TNUSSP, 2024
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Few more case stories on sexual harassment and caste-based harassment are given below.

Box 2.2: Additional case stories for session 3

Nature of case story: Sexual Harassment and Caste-based Harassment

Prabha works as a sanitation worker in a huge housing society in a metro city. She works daily
from 9 am to 5 pm, along with 15 other workers. Her work includes picking up waste from the door
steps of residents. At one of the houses, she found a man staring at her, and started talking to her
under some pretext. Prabha ignored him and kept herself busy with work. She did not talk to
anyone about this. Once, when she was about to finish her work in the underground parking, the
man came close to her and asked whether she would accompany him. He tried to hold her hand
and touched her posterior. Prabha ran away screaming and told the security. She was talking
loudly, when the man appeared and started abusing her verbally and hurled casteist slurs. He
accused her of being a woman of loose character. She was further traumatised and immediately
left the place.

Points for discussion
¢ What kind of harassment did Prabha faced? Do you think it is sexual harassment?
e What could be impact of such harassment?
e Is there any other harassment she faced?
e What do you think she should do in this situation?
e Can she file complaint under PoSH Act?

e Is any other legal remedy available to her? Do you know any?

Inputs for the trainer

e Prabha is certainly facing sexual harassment at work. The definition of sexual harassment
in the PoSH Act recognises any unwelcome act of sexual nature, physical, verbal, or non-
verbal as sexual harassment. Staring, asking for sexual favour, and inappropriate touch
are acts of sexual harassment.

e Impact: Fear and trauma. She is traumatised by her unsafe work environment and fears
losing her job, which would place her in a difficult situation.

e The PoSH Act provides for a district-level redressal mechanism for the unorganised sector.
While ICCs are constituted at workplaces having more than 10 employees, the law also
provides for a district-level LCC for addressing concerns from the unorganised sector.
Prabha is an informal worker employed by a contractor. In such a situation, she can file the
complaint with LCC, if there is no ICC.

e Additionally, Prabha also faced caste shaming and insult by the use of casteist slurs. Use
of words, acts or gestures of a sexual nature towards a woman belonging to a Scheduled
Caste/Scheduled Tribe (SC/ST) knowing that she belongs to a SC/ST is a caste atrocity.
She can also seek recourse through SC/ST Atrocities Law by filing a complaint with the
police. Despite legal remedies, there are challenges in women availing it. Her contractor
has a key role to play. If her employer supports her, it may be relatively easy for her to
access justice, else there is a fear of loss of job.
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Box 2.2: Additional case stories for session 3

Nature of case story: Sexual Harassment and Caste-based Harassment

Durga is a 35-year-old woman. She has passed primary school. She has no family as she lost her
parents, who were sanitation workers. She started working as a cleaning staff member at an
educational institute. Through her hard work, she was promoted to a supervisor. The
organisation's founder is a well-known political figure with a good reputation in the society. He
started making sexual advances towards Durga. He told Durga that he wouldn't use force and that
it would only happen with her consent. He was courteous in his approach. Durga was flattered and
obliged to his requests. But deep inside, she feared losing her job, which was her only means of
support. He then began acting inappropriately towards her, demanding her presence anytime he
called and abusing her if she did not answer. She was traumatised by his behaviour. If she tried to
avoid him, he made offensive comments about her caste. She is finding it increasingly difficult to
put up with this harassment.

Points for discussion
e What kind of harassment is Durga facing? Do you think it is sexual harassment?
e What could be impact of such harassment?
¢ Was there any other harassment she faced?
e What do you think she should do in this situation?
e Can she file complaint under PoSH Act?

o Is any other legal remedy available to her? Do you know any?

Inputs for the trainer

o In this case, Durga complied to his demands for sexual advances. Hence, people generally
presume that she has no right to file a complaint as such. However, PoSH Act recognises
‘Quid-pro-Quo’ situation where the employer seeks sexual favours in promise of returning
something. Since Durga has nothing else but this job, she was forced to comply his
demands. Hence, this amounts to sexual harassment at the workplace.

e Impact: Fear and trauma. She is traumatised by her unsafe work environment and fears
losing her job, which would place her in a difficult situation.

e The PoSH Act provides for a district-level redressal where a complaint is against the
employer. She can file a complaint with this committee.

e Additionally, Durga is facing caste shaming and insult by casteist remarks. Use of words,
acts or gestures of a sexual nature towards a woman belonging to a SC/ST knowing that
she belongs to a SC/ST is a caste atrocity. She can also seek recourse through SC/ST
Atrocities Act and file a complaint with the police.

e Although legal remedies are available, we must understand the challenges women face to
avail it, especially here as the harasser is an influential person.

Source: TNUSSP, 2024
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2.5. Session 4: Working women’s rights (with a focus on sanitation workers)

2.5.1. Session Overview
o Key takeaways for participants

o Understanding the Constitutional Rights and Provisions
o Assessing workplace environment
e Methods: Discussion and presenting information

e Materials: Case handouts, slide 1-4 in Annexure 1 (English) or slide 7-13 in Annexure 2
(Tamil)

2.5.2. Activity 1: Introduction to Constitutional Rights and global commitments (20
minutes)

The Indian Constitution enshrines the principle of gender equality through its Preamble, Fundamental
Rights, Duties, and Directive Principles. It not only guarantees equality to women but also empowers
the State to adopt affirmative measures for their advancement. Additionally, India has ratified
international conventions and human rights instruments to uphold women's equal rights.

India is a signatory to key global frameworks like the Convention on the Elimination of All Forms of
Discrimination against Women (CEDAW) and the UN Convention on the Rights of a Child (UNCRC),
affirming its commitment to protecting and empowering women and girls. The Sustainable Development
Goals (2015-2030) also emphasise gender equality, with Goal 5 specifically dedicated to women's
empowerment. However, patriarchal systems persist, hindering women's ability to fully realise their
rights.

Being a woman in a patriarchal society is inherently challenging. For women from lower castes, this
challenge is compounded by double discrimination. Engaging in socially unrecognised and informal
occupations, particularly sanitation work, further exacerbates their vulnerability.

(Note to Trainer: Trainer to give a broad explanation of articles and schemes mentioned in the
Appendix.)

2.5.3. Activity 2: Cases for discussion (40 minutes)
Trainer can use any case as required.

Box 2.3: Case stories for session 4

Nature of case story: Financial abuse and caste-based harassment

Muniyammal (50), a part-time sanitary worker at a village panchayat in Tamil Nadu, has not been
receiving her wages for the past 10 months. This is not an isolated case, but an extension of the poor
treatment that tribal people and Dalits have faced over the years.

Muniyammal came to the village as a child bride, and initially helped her mother-in-law who was a
sanitary worker. After her demise, she took up the work along with her husband Pitchai (55). The
illiterate couple from Malai Kuravar community, a Scheduled Tribe, do not exactly know how long
they have been doing this job. “When | was married, | was just 15. Now | am 50. As soon as | came,
they made me clean faeces,” says Muniyammal, looking at her husband with a satirical smile.
“However, as per the records, | started working about 25 years back.” They were the only tribal family
in the village. Their ancestors lived on a small hill nearby, and came down to work for the dominant
castes who treated them as slaves in the olden days.

Empowering Women Sanitation Workers: A Training Guide to Workplace Rights and Protections | Dec 2024 22



Box 2.3: Case stories for session 4

The couple made a few hundred rupees initially, but now Pitchai earns Rs 8,500 and Muniyammal
Rs 7,500 a month. Their eldest son, Karthik, who had dropped out after class eight, has been in the
job for three years. He earns Rs 7,200 per month. Besides Karthik, the couple have three daughters
and another son, Parthiban.

In the villages of Tamil Nadu, employing sanitary workers in other menial jobs has always been low
due to the stigma associated with their work such as cleaning public toilets, open defecation and
sewage drains. Hence, these workers rely only on what they earn through sanitary work.

Muniyammal did not receive her wages due to the lack of proof of attendance. The panchayat office
is about three kilometres from her village, and the travel time, including waiting for the bus, is more
than an hour. So, she usually tries to sign once a week or once a fortnight. However, she has not
been given the opportunity to sign the attendance register despite repeated attempts. Whenever she
visits, the panchayat office will be either locked or the panchayat secretary would tell her that the
register was not available.

“I have been cleaning human faeces for 35 years for extremely low wages. Already my life is very
bad, they made it miserable by not paying me for 10 months,” laments Muniyammal.

Points for discussion
e What are Muniyammal’s problems?
e What rights of Muniyammal have been violated ?

e What will be your suggestions to address her problems?

Inputs for the trainer

e This story underscores the urgent need for systemic changes to uplift marginalised
communities and provide them the dignity, respect, and opportunities they deserve.
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Box 2.3: Case stories for session 4

Nature of case story: Financial struggle and domestic violence
Meera, a 35-year-old sanitation worker, lives in a municipal area and belongs to a Dalit family.
Despite facing systemic oppression, she is determined to provide for her family.

With an educational background of up to 8th standard, her opportunities for formal employment are
limited. Married at the age of 14 to a man 10 years older, she has three children - a son and two
daughters. Her husband, who works as a sanitation supervisor, struggles with alcoholism, and
subjects Meera to physical and emotional abuse, often in front of their teenage children.

Meera’s daily life is a relentless cycle of labour and care giving. She wakes up before dawn to
manage her household chores, which include cleaning, cooking, and preparing her children for
school and college. Her workday begins with a shift at a local school where she cleans toilets,
ensuring a hygienic environment for students. In the afternoon, she heads to a hospital, where she
cleans toilets and handles waste disposal, including bio-medical waste—a task fraught with health
hazards. To supplement her meagre income, she also takes up additional work of cleaning toilets
and drains in individual households.

Her work environment exposes her to numerous health risks, including constant contact with bio-
medical waste and harmful cleaning agents. This has led to chronic back pain, blisters on her
hands and feet, and fatigue. Yet, she avoids seeking medical help due to financial constraints,
prioritising her family’s basic needs over her well-being.

Meera and her family live in a cramped, modest house that lacks adequate space for relaxation or
privacy. The lack of personal space exacerbates the tension at home, where her husband’s
abusive behaviour adds to the stress. His outbursts and humiliation in front of their children deeply
affect the family dynamics, particularly the emotional well-being of their teenage children.

Despite her hardships, Meera remains steadfast in her hope for a better future for her children. She
dreams of her daughters and son breaking free from the cycle of poverty and societal
discrimination that she has endured. However, financial limitations coupled with the burden of her
health issues, make her dream seem distant.

Points for discussion

e List out the key issues faced by Meera

Inputs for the trainer

o Meera’s story underscores the urgent need for systemic changes to uplift marginalised
communities and provide them the dignity, respect, and opportunities they deserve.

Source: TNUSSP, 2024
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2.6. Session 5: Grievance Redressal Process
2.6.1. Session Overview

o Key takeaways for participants
o Various types of grievances
o Various grievance redressal processes
e Methods: Discussion and presenting information

e Materials: Slide 5 in Annexure 1 (English) or Slide 14-15 Annexure 2 (Tamil)

2.6.2. Activity 1 (60 minutes): Presentation and Discussion
The session on grievance redressal processes for women sanitation workers aims to educate them on
the various mechanisms available to address their concerns and complaints.

Workplace Harassment

In India, workplace harassment is governed by various labour laws and regulations that require
employers to maintain a safe and respectful working environment. However, these laws may not
always provide comprehensive protection against all forms of mistreatment. Defining and
categorising workplace harassment can be challenging, especially when it involves subtle or
nuanced behaviours that do not fit into legal definitions. The burden of proof often falls on the victim,
making it difficult to substantiate claims, particularly in cases of verbal or psychological harassment.

Redressal mechanisms: The Indian Penal Code, 1860 offers protection against certain acts like
criminal intimidation, defamation, assault, and battery, but lacks comprehensive safeguards against
verbal harassment, except in cases of defamation. This highlights the need for a more robust legal
framework to address verbal harassment in the workplace. Victims of workplace harassment can
seek justice by filing a writ petition in the High Court under Article 226 or the Supreme Court under
Article 32 of the Indian Constitution if their fundamental rights are violated (Vishwadeep, 2024).

Sexual Harassment

Provide detailed information on grievances and their redressal to the participants (Vishwadeep,
2024).

Explain the ICC and LCC, their constitution, roles and responsibilities of officers.
Explain the complaint filing procedures and timeline for resolution (Gol, 2024).
Briefly explain other support services (listed below), including complaint filing procedures:

o In case of non-constitution of ICC, the aggrieved can approach the District Officer to
complain.

e In case of non-constitution of LCC, the aggrieved can approach the High Court to complain
about the same.

e Aggrieved women can also file a First Information Report (FIR) with the police in parallel.

o Women Helpline 181 in Tamil Nadu is a toll-free 24-hour service to provide emergency
response to women (GoTN, 2024).

¢ Women who have complaints regarding violation of their rights and non-implementation of
their protective measures guaranteed under the Constitution of India can directly approach
the Tamil Nadu Women Commission for redressal.
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e One-Stop-Crisis-Centres in Tamil Nadu support women, including girls below 18 years of
age, affected by violence, irrespective of caste, class, religion, region, sexual orientation,
or marital status (GoTN, 2024).

¢ Recall and recap the points discussed.

e Handover material on grievance redressal processes and the support services, if any, to
participants for reference

(Refer Annexe 1, Slide no. 1-5)
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Appendices

Appendix 1: Gender and Violence Against Women

Gender
Although

sex and gender are used synonymously, social sciences consider sex as a biological

construct, i.e., the body we are born with, and gender as a social construct (Britta & Christopher, 2005).

Bhasin (2000) states, “Gender refers to socio-cultural definition of man and woman, the
way society distinguishes men and women and assigns them different roles.”

Gender refers to socially given attributes, and gender identity determines how an individual
is perceived and how they are expected to think and act as men and women (Wood &
Eagly, 2009).

The main differences between the two concepts are listed in Table A1.1 below.

Table A1. 1: Differences between Sex and Gender

SL.No. | Sex Gender
1 Biological Social construct to a great extent
2 Form: Male and Female Characteristic: Masculine and Feminine
3 Universal Universal with cultural variation
4 Born with Learned behaviour
5 Does not change, generally Changes over time
Examples: Examples:
*  Women have menstrual *+  Women do housework.
periods. *«  Women wear saree.
6 *  Women can get pregnant * Men can hang out at tea shops
and give birth. * Men should be strong and aggressive.
* Men have sperm. +  Women should be gentle and kindhearted.
* Men have moustache and * Men should be tall, dark, handsome.
beard. *  Women should be fair and lovely.
Source: Britta & Christopher, 2005

In the above discussion, gender is considered as a social construct rather than an identity (Judith,

2024). As

we know, the gender identity spectrum goes beyond binary (man and woman) and embraces

LGBTQIA+ (Lesbian, Gay, Bisexual, Transgender, Intersex, Queer, Asexual). But patriarchy recognises
only two genders and looks down upon persons who do not fit into these categories.

Oakley (1985) states, “Gender is a matter of culture, it refers to the social classification of men and
women into masculine and feminine.” As masculinity or femininity cannot be judged biologically, socio-
cultural criteria have been formulated, which differ with time and place. It means that there can be
cultural variation across societies about gender norms. In other words, gender construct includes
gender norms, gender roles and gendered division of labour.
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Gender Norms
Gender norms are a set of socially accepted behaviors and attitudes, deemed appropriate or desirable
for individuals according to their specific sex. It is based on societal expectations regarding how each
person should behave, interact with others and express themselves. Based on these norms, individuals
are assigned their gender roles, usually centred on the concepts of masculinity and femininity, although
there are exceptions and variations.
Masculinity and femininity refer to the qualities traditionally associated with men and women,
respectively.

e Masculinity — confident, full of vigour, strong, etc.

« Femininity — gentle, caring, compassionate, obedient, etc.

Gender Roles

The gender role of an individual is dictated by specific social norms and begins from the child’s birth.
After a baby is born, the first question is, “Is it a boy or a girl?”. It is not a momentary question but the
one that encapsulates the entire life of the baby. The difference in gender roles is ingrained right from
the child’s toys and clothes. Girls are often given dolls and kitchen sets, while boys are given cars,
guns, and He-Man/Spiderman figurines (UNICEF, 2024; EMOLU, 2014), based on the pre-conceived
notion that girls and boys enjoy playing with these respective toys only. If you pay close attention, you
will notice that children are taught gender-specific behaviour from a young age.

Gender division of labour

Gender roles include specific work designated for men and women, and are usually referred as the
gender division of labour. It is often argued that the gender division of labour is a result of biological
traits, but it is not true since in some societies women perform tasks and jobs that are traditionally
considered men’s work in other societies, and vice versa. Hence, the division of labour has much to do
with what each society perceives as appropriate for both sexes.

In most countries, household chores, including housework and sustaining the household, are typically
women'’s or girls’ tasks. On the other hand, more technical tasks, like dealing with electrical or mechanic
equipment, are considered as jobs for men. The definition of work in the capitalist society does not
recognise housework or unpaid work, which is essentially carried out by women, on par with paid work
generally carried out by men (Petrongolo, 2023). Even if a woman has a paid job outside home,
housework is seen as her primary responsibility, and she is expected to give priority to her family
(Elgarte, 2008).

Most of the unpaid work, often invisible and not valued, is entrusted to women. Moreover, the labour
market (as well as education and training) is heavily segregated along gender lines. Women are
concentrated in occupations that are extension of the housework such as teachers, care givers, support
staff, cooks and domestic workers. Hence, this is not a simple or equal division of labour. Women carry
heavier burden of labour, and work longer than men in a day as they have to take care of household
chores, in addition to paid work. However, the gendered division of labour is a patriarchal construct,
which has been so deeply internalised that individuals consider that it is the natural way of organising
the society.

Patriarchy

Patriarchy is associated with a set of ideas that justify male dominance based on biological differences
in men and women. The word patriarchy literally means the rule of the father or the patriarch. In Indian
language, the term used is pitrusatta. Now, patriarchy is used more generally to refer to male
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domination, power relationships by which men dominate women, and a system where women are kept
subordinate in a number of ways. The present gender norms, prevalent worldwide, are as prescribed
by the patriarchal social system. The various forms that patriarchy enforces male dominance are as
below:

e Dominance in financial and material ownership

o Men own and control financial and material resources such as bank accounts and other
assets.

e Dominance in family structure

o Patriliny — Lineage is recognised through a male heir. Hence, there exists a prevalent
attitude of preferring male children, and women are harassed for not bearing sons.

o Patriarchal family system — Girls are married away, and their residence and identity
change after marriage.

o Male attributes in family, kinship and caste - Heads of family are always men, and caste
or community councils are dominated by men.

o Decision making - Men are the decision-makers in private (family) as well as social
spheres.

o Dominance in religion and cultural beliefs

o Men are considered superior, as women are deemed impure in certain situations such
as menstruation.

o Status of women depends on her relationship with a man. Married women with sons
have the highest prestige whereas single women, whether unmarried, widow, divorcee,
are discriminated.

Restrictions on women

The patriarchal gender division is not simple and equitable but dichotomous, and gives power to men
over women. Non-adherence to gender roles may result in violence against women, which is trivialised,
or even normalised, to an extent that women are unable to recognise the violence. Patriarchy thrives
on women’s labour and many restrictions on women and girls are in place to sustain their
marginalisation. Figure A1.1 illustrates the examples of patriarchal dominance over women.

Figure A1. 1: Patriarchal dominance on women

Examples of patriarchal dominance over Difficulties faced by women
women

» Criticism and shaming if deviated from
gender roles
+ Obstacles in education of girls

» Decisions taken by others,
specifically male members
+ Exclusion from family and society

« Early marriages : o e o
» Hindrance to career progress due to gender Elljsb?irggg]ﬁgsalm private and
roles

* Physical, verbal and mental

* Lack of support after marriage violence

* Vulnerable to gender-based violence due to
relatively low status of women

Source: (Trivedi, 2016)
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Violence against women

Violence is defined by the World Health Organization as the use of force or power, threatened or actual,
against oneself, another person, or against a group or community, that either results in, or likely to result
in, injury, death, psychological harm, or maldevelopment. It is generally used by the powerful against
the powerless. Patriarchy, caste, class, race are power structures.

Violence against women/ gender-based violence is any violent act that harms women and girls,
sometimes resulting in loss of life. Generally, such violence is rooted in the patriarchal power imbalance
between men and women, and occurs within the context of subordinate status of women and girls in
the society.

While acts of physical coercion such as beating, pinching and spanking, which leads to getting
wounded, is generally considered as violence, there is poor awareness on emotional and economic
violence. As a result, women also fail to recognise such violence. However, our law recognises all forms
of violence including physical, emotional, verbal, sexual and economic.

There can be many acts in daily life that are not considered violent. One example is marrying off the
girls before they complete 18 years of age. On the face of it, it may seem as the right decision as it is
presumed to be done for safety of the girl. But taking her out of school or imposing restrictions will not
solve the problem. On the other hand, we make the girls more vulnerable. Due to lack of education or
necessary skills, they become dependent. Some common forms of violence against women are listed
in Table A1.3.

Table A1. 2: Different forms of violence against women

Phvsical Sexual Economic
y L . (conduct that abuses, (deprivation of
(assault, criminal Emotional/ Verbal . .
ke ey as humiliates, or degrades economic
intimidation or force) ..
dignity of a woman) resources)

e Dowry murder ¢ Shouting » Forcing for sex * Not providing
» Beating, slapping, ¢ Threatening » Compelling for sexual needed money
pulling hair, ¢ Insulting acts against her will » Controlling

pinching ¢ Ridicule, teasing e Showing woman’s
e Honour killing ¢ Neglecting pornography and earning or
e Witch hunting ¢ Isolating forcing to imitate the valuables
+ Female genital ¢ Cursing acts

mutilation

Source: Banerjee, R. (2020)

Domestic violence

Domestic violence is the violence or abuse that occurs in a domestic (family) setting. Data shows that
35 per cent women face violence during their lifetime. National Family Health Survey 4 reveals that 33
per cent of married women face domestic violence (2015-16). However, the magnitude of violence is
estimated to be more, as many women do not report violence due to a variety of reasons such as feeling
of shame, burden to preserve the marriage, lack of support from parents, economic dependency, and
responsibility of children.
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Many women try to cope with a violent situation because of their social conditioning, social pressure,
liability of children, lack of income, or lack of support from the natal family (Banerjee, 2020). There is
stigma attached to broken marriage, wherein women are presumed to shame their family honour.
Protection of Women from Domestic Violence Act (2005) recognises all types of violence in domestic
relationships. Any woman living in a shared household can seek redressal if she faces violence in the

domestic setting.

Vulnerability of women to violence and its consequences

Women of all ages are vulnerable to violence. An overview of various acts of violence against women
throughout their life is provided in Table A1.4.

Table A1. 3: Vulnerability of women to violence at different stages in life

e Neglect of girl child
o Discriminatory treatment
to girls

Sl | vViolence | 'Mfancy, Childhood, and Adulthood Old Age
No. Adolescence
. : ¢ Beating, slapping, e Beating
¢ ETIX S?Iictlvde at_)ort|qr1|s pulling hair, pinching e Shouting,
* Hgg abandoning gir e Dowry harassment threatening
1 Physical chi ¢ Shouting, threatening ¢ Neglect towards

needs in old age

2 Emotional

o Not letting girls to
pursue education or
career

e Child and early
marriages

o Domestic violence

e Forced marriage

¢ Unwanted
pregnancies

e Dependent on
husband/in-laws

o lll treatment

e Neglect

¢ Discriminatory
treatmentin a
state of
widowhood

¢ Dependency

e Child sexual abuse
o Child marriage

o Rape (within or
outside family)

e Sexual abuse

3 Sexual e Sexual harassment at
workplace
o Violence at public
places
- o Mobility
* Mobility Mobility e Using household
o Using household Using h hold /
resources/assets sing househo resources assets
- resources/assets e Time
Control e Time .
4 Time
over o Work/labour
. . Work/labour
o Restrictions during :
. e Sexuality and
menstruation .
. reproduction
o Sexuality
Source Rights, 2010 (Chellamuthu, 2016) (Muhammad , Meher,

& Sekher, 2021)

Some of the consequences of violence on women and girls are listed below.
o Physical: Wounds, chronic injury, restrictions on mobility, sexually transmitted
infections/diseases, general ill health, murder, disability

o Emotional/Psychological: Negative self-view, despair, depression, fear, submission

to circumstances, suicide attempts
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o Social:
o Trivialisation and normalisation of violence against women perpetuate the cycle of
violence, leading the next generation of girls to face similar abuse.

o Girls dropping out of school due to violence lack skills for livelihood and remain
economically dependent.

o Women may also be forced to leave their work due to violence, increasing their
vulnerability as they become dependent on their abuser.

o Women may face social stigma and shame, further isolating them from their
community and support systems.

o Economic: Loss of income due to an inability to work, increased medical expenses due to
injuries or health complications, and long-term financial dependency on the abuser, inability
to escape abusive situations and further entrenching the cycle of violence (Reshmi, 2021).

Impact of violence on children

Children who witness violence in home may tend to consider it normal to treat women that way. This
causes violence to continue in the next generation as girls tend to become submissive realising that
non-obedience may result violence against them, and boys feel that they are entitled to treat women in
any way they wish. Besides these long-term implications, boys and girls may experience fear, mental/
emotional trauma, depression, anxiety and feeling of helplessness. It may lead to attention deficiency
and poor performance in schools/college (World Health Organization , 2022)

Information on redressal mechanisms
Please refer Tamil Nadu directory of support services for violence victims-survivors (Access here).

For further reading
o Myths — domestic violence (Access here)

e Understanding Gender by Kamala Bhasin
o Whatis Patriarchy by Kamala Bhasin
o Workplace sexual harassment in Tamil by The Prajnya Trust, Chennai (Video)

o Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act,
2013 — Bare Act (Access here)

e Handbook on Sexual Harassment of Women at the Workplace — Women and Child
Development Ministry, Government of India
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https://docs.google.com/spreadsheets/d/18ZNiCQwLD81tO4901bGvLLxlmra2w36Cs-5O-05zF2U/edit#gid=0
https://safeandequal.org.au/understanding-family-violence/myths/#:~:text=Myth%3A%20%E2%80%9CDomestic%20violence%20is%20caused,of%20stress%20they're%20under.
https://www.youtube.com/watch?v=uiVfE1W3xCs
https://lddashboard.legislative.gov.in/actsofparliamentfromtheyear/sexual-harassment-women-workplace-prevention-prohibition-and-redressal
file:///C:/Users/Lenovo/Downloads/•%09https:/wcd.nic.in/act/handbook-sexual-harassment-women-workplace

Appendix 2: Articles in Indian Constitution on Equality

Table A1. 4: Articles in Indian Constitution on Equality

Sl. No. | Constitutional Privilege Article

1 Equality before law Article 14
The State not to discriminate against any citizen on grounds of .

2 . . Article 15 (1)
religion, race, caste, sex, place of birth, or any of them.

3 Th_e State to make any special provision in favour of women and Article 15 (3)
children.

4 Equa.hty of opportunity for all citizens in matters of employment or Article 16 (1)
appointment under the State.

5 The State to direct its policy towards securing equal livelihood Article 39 (a), (d)

rights and equal pay for men and women.

The State to promote justice on the basis of equal opportunity and
6 provide free legal aid to ensure justice is not denied due to Article 39A
economic or other disabilities.

7 The State to ensure humane work conditions and maternity relief. Article 42
The State to promote the educational and economic interests of .

8 . o Article 46
weaker sections and protect them from exploitation.

9 The State to raise the level of nutrition and the standard of living of Article 47
its people.

10 Duty of every C|t|ze_n tg promote harmony and renounce practices Article 51A (e)
derogatory to the dignity of women

11 One-third reservatlop of seats (including SC/ST women in Article 243D (3)
Panchayats by rotation

12 One-third reservation of chairperson positions in Panchayats Article 243D (4)

13 Onejthlrd.r_eservatlon _of seats (including SC/ST women) in Article 243T (3)
Municipalities by rotation

14 Reservation of offices of Chairpersons in Municipalities for SCs, Article 243T (4)

STs, and women

Source: Gol, 2015
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Appendix 3: Development Schemes for Women

Table A1. 5: Development schemes for women

SI. No. | Schemes/Programmes Description
Financial assistance for marriages to support
1 Marriage Assistance Scheme economically weaker families and provide

additional benefits for women with a degree or
diploma

2 Maternity Benefit Scheme

Financial support for pregnant women to meet
healthcare and nutritional needs during
pregnancy

3 Educational Loan Assistance

Provision of educational loans for women
pursuing professional or technical courses to
promote higher education

4 Self-Help Groups (SHGs)

Empowering women economically and socially
through microfinance and skill development
initiatives

5 Reservation for Women

One-third reservation in Panchayati Raj
institutions and municipalities to ensure
women's participation in governance

Employment Assistance for Widows

Job opportunities and financial support to

6 . widows and destitute women for sustainable
and Destitute Women Lo
livelihoods
7 Skill  Training and Development | Initiatives to train women in various skills for
Programmes employment and entrepreneurship
8 Housing Assistance Providing affordable housing or financial support

to improve women'’s living conditions

9 Legal Aid for Women

Free legal aid services to assist women in
accessing justice and addressing issues of
violence and discrimination

Helplines and support centres to address

10 S_upport forVictims of - Domestic domestic violence cases and provide immediate
Violence .
assistance
Focused efforts to improve access to hygiene
11 Sanitation and Health Programmes facilities, including toilets and clean drinking

water for women in rural areas.

Source: GoTN, 2024
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Appendix 4: Grievance redressal

All-Women Police Stations (AWPS) offer a secure environment for reporting gender-based
violence.

Women can seek free legal aid via District Legal Services Authorities or the NALSA portal
(nalsa.gov.in).

The Cyber Crime Helpline (1930) supports reporting online fraud and cybercrime.

Women Helpline (1091): Provides police assistance and escorts women in distress to file
complaints.

Health Emergency (104): Provides medical advice and support for basic health concerns.
Medical emergency numbers:

o 102: Free emergency medical transport for pregnant women, infants, and children
under five.

o 108: Emergency medical ambulance for all emergencies, available 24/7.
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Annexures

Annexure 1: Presentation (English)

Working Women’s
Rights

(with a focus on
sanitation workers)

EVERY “pém
ViV YT

Constitutional Provisions

v’ Article 14: Right to Equality — Ensures equality before the law and
prohibits discrimination based on caste, class, or occupation.

v' Atrticle 15: Prohibition of Discrimination — Protects against
discrimination, including on the basis of caste, which is often linked
to sanitation work.

= mTE PEOPLE OF INDIA, having solemnly
! resolved fo constitute Indk into « SOVEREIGN DEMO-

v' Article 17: Abolition of Untouchability — Prohibits practices of ‘ '““;L“r.é‘i’i?‘;i:‘:;;f‘::a’;;ﬁ!-l’;.“'“"“’
untouchability that often affect sanitation workers. t '
I

LIBERT Y of thought, expression, belief, faith and
vorship

ship:
EQUALITY of stetus and of opportunity:

|
v Article 21: Right to Life — Includes the right to live with dignity, TS| e N
ensuring humane working conditions for sanitation workers. K i e

ith day of November, 1949, do HEREBY ADOPT,
N W g INACT AND GIVE TO OURSELVES THIS
v Article 23: Prohibition of Forced Labour — Protects workers from

exploitative labor practices.

Slide1
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Labour Laws relevant to sanitation workers

v The Prohibition of Employment as Manual Scavengers and Their
Rehabilitation Act, 2013: Prohibits manual scavenging and
mandates rehabilitation of those engaged in such work.

v" The Contract Labour (Regulation and Abolition) Act, 1970:
Regulates the conditions of contract labor, which many sanitation
workers fall under.

v" The Minimum Wages Act, 1948: Ensures minimum wages for all
workers, including those in the sanitation sector.

v" The Employees’ Compensation Act, 1923: Provides compensation
to workers for injuries or death caused during employment.

Slide2

Health and safety provisions

v The Factories Act, 1948: Mandates the provision of safe working
conditions and hygiene for workers in hazardous occupations,
which includes sanitation work.

v' The Occupational Safety, Health, and Working Conditions Code,
2020: Includes provisions for sanitation workers, ensuring their
health and safety.

v" Rules for PPE (Personal Protective Equipment): Workers are
entitled to safety gear like gloves, masks, and boots while on
duty.

Slide3
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Social Welfare and Rehabilitation

v Rehabilitation Schemes under the 2013 Act: Includes skill
training, alternative livelihood options, and financial assistance
for manual scavengers.

v National Safai Karamcharis Finance and Development
Corporation (NSKFDC): Provides financial assistance and skill
development for sanitation workers

Slide4

Grievance Redressal Process

v' The PoSH Act ensures safe, dignified working conditions, addressing harassment and unfair treatment
of sanitation workers.

* Internal Complaints (IC) Committees handle cases in organizations with 10+ employees, while Local
Complaints (LC) Committees cater to smaller setups.

» Complaints must be filed within three months, ensuring confidentiality and fair investigations.

v" All Women Police Station (AWPS): Safe space for reporting
gender-based violence.
v Free Legal Aid: Access via District Legal Services or NALSA portal.
v’ Helplines:
* 1930: Report cybercrimes.
» 1091: Police assistance for women in distress.
* 104: Medical advice and basic health support.
v' Emergency Numbers:
* 102: Free transport for pregnant women, infants, and children.
» 108: 24/7 emergency ambulance services.

Slide5
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Annexure 2: Presentation (Tamil)

® PoSH &LLLDO

QuMmMUUL® 10  Leoor(H&6IT
SLBSINL L&l N

* nmoih 25 WoTHHEHHG GCeVTsH ST
SAL 19 U6t U & ITL (N &6V & EBHLD 2_6IT6T Sl

® SQIMETL, &FeNd SWSSW LMoL LWL
SMyeorlomg:  Qeueaflulled  Q&FTEVEVEH  SHLQETIOMS
@ BHS ‘LML) SITLMISSH Q&T(H 6005 EHS S,
QBsHF FLLIO QUEITHEHSHEG FLLLLTAILOTET
& IfluG B evreoTds Q&TH LIS 60T eLnGULD
whHoitiYeTerfl emeus SieTer i .

* @& UMers FINGSISEMS 2 NIFH QFUISDHEHTET |
(PSHHWILDITET ¢ MHUITLTGLD.

* umedlwed SIOTUMGHN 6TeoTlg  aflememwiml G,
BouUly &S BT @ 6L6M6V....
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2 MHEHSHGS QHNlunm?

e UeWILEH QUEDT&HEHEEG JMLGLD Lmedluley
SITLMISH60 eTeorLIG LImedleor &1q LiLlemL ulevmesr
GUET(LNEM MUN6TT 62(IH AU EULDIT(ELO.

* QLIGOOT 6T LmedSlwiev BIOTLMIS SN HE
SLEMTEUBTE),  @\HS FAmliys FLLLY (PoSH)
e L (LM &HS UBSHEI.

e umedlwed sieTLUMISSHeT ellemeTelseT s L
& HEMLDWITETENE. E)S60TTEV D 6UTSH6T FHeofliLL L
ampsaosuisn , GOWUU  amMp&HEaSUIsILN
wooih  Qsmbled  FTFHSID QuUflsIb
UMH&&LILGSRmTTSHeT.

Slide 2

2 MIGEHSHGSGS Q50w LInm?

® 9T THEHS FEMTT 2 M6 s 6T L0MmmILD
QUEDT(LNEMMUIIMEV LG0T S 6T LIMEH & & LILI(H6UN S
FU LD @@mCUMSILD SIS s HILIG60eme6v.
GOILILTE Lol UL G560 GLI6uTSEhe &
JHLMRLD LTSIy SietTL | miGEemev @& &L L LD
SHIEMOWTSES THTEHH M.

*  Leol LGB 60 QLTS 6 @ e HLUIGILD LImedluwley
STLUDISHE (SHLIL, SemL oHmID Fijey)
gL LD, 2013
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Lieoor1 U9l L & B 60 G\ LI600T & 615 8 6f MLI(HLO LITed) 6D

ST MISS50 (SO LY, SenL MmO STey) FLLLO

2013

* FLLSH 6 AMLILGET:

* LUenoMWILEHeL  UMeSlwed  SI6TLMIS S 66V, @ét&l;l_ub
Uenofl WL NpFRemerwins: 9IS & ER S

* LieoofluIL&Hev RETT QL QSBTLFemL
RIS FERMS

°* Falled FLLLID - Feps FLLLD - @ F600TI MGLO 65 62607 0I5 60T,

® SHMTEVEUEMT UM G&FUICLLOEM

* BlawssHe] 39 LLemLullevmer sl

°* umgisrlumer  UeollWLGens  apmIGL QuUTmILL]
BIeUT&HSH O 2 _6TeTgl y

* FTEHSL WHRWLD, CHTHSHL V6V

* WeTGeTMMLL FMIHS FLL LD, &H600TL6M6T FMIHHSI 26060

* 5OUIL WWMHH ST &L MWLWMGLD
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FLLS B 6T CHTSHSHLO

* LeolWILEH 6 QUEITHEHEHEG gmUGL LUMede) SIeTLMISH0HEH85E aHTMs
LUMSISGTLL eUNBIGS6, MmID LIMedIe) &6 MISH0 QGTLTLITET LT &Hem 6T
gmugl , Blafss Qsulaug, MmN ASBILOT QSTLILLW el6q BIgseners
QFUIICH QFFL L GHH 6T CHTEHSHOMGLO.

( BLULMGS &H&HSE,
(LP6OT G L 1q. B [ D ETTSHSTE) L |
S MEWG: T QFUIeUS), TenS LD
JETVVES| FemL QFUILLD
Q&FWeLLIMLLg 60T FLLL, N8, RUEIGS Fflwmers
6L g STEUSI ST 6M6U CUIDMEIS
BLUL®S BloiSs 2160608
ALVl HH 5. FflQawiw

\ i
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LITeSl W6 &160TL] MG 86V 6T60T MIT 6V 6T 60T60T ?

LIMeSIWI6D &160TLMIS 60 6T60TLISI, GBHITLYUITEGEUIT {606V S DM INSHLNTHEAIT LI60TaU(BHLD

ABLLGSHETS QFWLESHET 2606VSI FLG0HSH6T60 f CHeDILN 6260TMI 360V 3IFHM S

GuMUL Laimenm GLMAS&TaTEUmMEE &M& R MmS!:

« Caamaluilernl 2 L emev QGTHIG60 LDMHMILD
SIHDHGSLO GLIGILD; 3606V S

« UmeWey QBMLILSEHTS gCHmIh CaHTfl&Eans
SV G BITUBSLD QFUISE); VeVl

« QUL T &G LTSI 61600T 60T & (H& S5 60 61
FnDIF6; ALV S

s QLITFSHME S SHITL(HEH6V; 3606V

« Gauml 6T NBLOLIGHHTS 2 L 60 QoML eumul
QL oe0eua QFUIems QS Limedwiey
BLSH0S.
CHILLWTHECEUT Q| 6V6VSI LD M(NSHBLOMTHEEUT

Slide 6

MM 696 & & Mg 6IT
wry 4asmy Qawiweurd? - el @ LSemnsLl QUTMIS SN, SiEEG Caleney QaulLIelT,

QFEWIWTHT, 6ThHS @) UUMSUILD 2 6ML U, 6T60T WTITH QHBSTID, ST 6(HEUTIT6D
LITe LG SI6TLIMIS SN 6MMeTS &S GMMmLD FTL (I QLT LSTT Q& WIWIeTLD.

*  uellyfluay (LPWEHT, UGHCEHT, RULBSS Q& Tllevrarl], 9,8 Tes))

® 9B LI6nll QEWILITS 6T (LIMT6meUW 6T, aUMLY.85608 U merTy, LisooflulLg&Hlev Limed ey
SIOTDISSHNHES 66T 6THS RO 6 LI6T0T TILD)

* eSS LIMedleor Q& MLSleVTerT T & EHLD

L16oofluSIL_LO 6T 60T MITEV 6T 60T 60T?:

DTS SIS S160 MG 61T /B MI6U60T BIGHET;

Geauemev BILASSD QFLID 6THSAGMIH @)L, Lewllull eueTmawb, 2 et Levoflyflueurd,
QUUIBIET UeoflulLEgeT, Lol 2 Me|HeTme) MWL) SL60TEm6V60T SI60TLMIGH GLIM6oTMm
6TH& e(H @ L (LD Lieo WL IDT&E &BSLILIGILD.

2 GW: UsTy eflliugmasns Ueolull BITaITHSSTe0 2 (HeUTHELULLL @F 3emLL]
WLoDCW QS 2 L& W.
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s meniyLl QL[@!D 6 & 1Ty 60 600T 60ILLI ELG::I&&@E T0&G10
CxH WIS B HSI WG5S rend . .
UG everflLILIeou &S * WSS vl
SimleflLiy 90 BT saf n6oTeol 11118 &19 S
7 BT SaT * SHOILD HeEOTL60TLO
@ e el 2 wWie| / ugai
90 BITL eI @ 10 2- LI 4 S emer Bo56
_ _ _ .. . eSS 6V
FUL BLBS 10 BITL & 61T BrLSeT | Ll gL
e A v
C5S WIS GBS AL GBS + Fons GFE
U&sMTT QEFEWiw uGemeuLl QLM . 9GemesIflLLd
SIS 6V
S— _ , _ _ © USTISMTIGSS
60 BITL&6T - LS eny Hemer Q&FWeLI D &SIH60 - Quoulie
2 L@ weller @) 6urs s Nl&Hemn&enWL] QLM
GeueuoT(HLO
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SC/ST QLI6tOT LSS IT6OT &IT8 (S SH6V {606V S
LIMe9l W 60 & [J 600T L6V

* SC 960608 ST Q\LICIOT &HE06TS rraa@sugﬂ Sj6V6v Gl LITeSlWweh FEHIWIME & 7emor(hleu gl
USTQSTHNNE &L LSS e0r mmrr@;m BS55E FLLLD GO S« MEMSI: () SC
2|606v &I ST G\LI6woT 6001 60T g@um 66Tﬂ5] Geueoor(H GILDETEM LIMell e FHUWNMSHS QST (HIS6,
(1) umedluiey @u.lﬁ\)LlGO’)l_U_l mngg,smgaaeﬂ QEFWGVSHET 2606V S 0T 60 88606
ummu@ggﬂgﬁu 31606V 8! (@) SC 26V6VEI ST G\LIGTOT 60)600T egsugrr@u_lrras gljuuewﬂg,gev
(5 CHTaN6 3606V EI &I CUITETM F CHILN [H6M L (LDENMEET GMMLOMTS & ([HSLILIGILD.

* SC/STemw& G&h el eTeirml Q5B SjeuerlLLd LImeSluleh @ ulelL|emL
QUMTT & 60 &8 6IT, QFUICVSHBET {606V S 60)F60) &8 606 L1 LIWI6G0TLI[H & SIS 60.

* uenflWiLd QETLTUTET @LE&6ae) & BLBSTE, & LenilulS&l60 Limedluled
SITTLUMISHNESE FIOLD. HSSMSW GLoblamevuiled, alerasTHemnE &L SmS
QFWOLIHSHEVITLD.

* ASTASETOOWE FLLLD FTH mLile) GauemertHUllhe:GLh 16T Q& THeNLD&HE6TS
5055 LGS UHSHS!-
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FLL 2 flemnser

- 9flel 14: FGSIMER MSETeT 2 flenin

FLLSH 6T (LNETT FLOHSIUSHNS 2 MIF) QFUIRMS!. @ HS I 6T6VE0IVE &H6IT
2_6ITeN JMETH S IN&HHEBHGLD FL_ LGS 60T FOLOM6T LIMTSISTLIL 2 M)
QEFEUIRMEI.

« Wifley 15: UMGUT(R SHemL

DGO, @ 6ord, MG, LImedlerd evev sl LNmbHE @)L Lh <18 wieummlest
g Libemuiled UTGSUTH STL(GleUemS Sl QFWIRMS. GMILIUTS
SILIYT eyl Leoofl&HEBL 60T @) 6060088 LILIGID FTH 219 LiLiemL ufleumeor
LUTGSUTH &HEB8E 6THTTGSLO.

« 9 17: GeTLTemLD Ll
SILIYT6es QS TEemeTISHem6T LITH & @ LD S600TLTEmLO [H60)L_ (LD DM &HEN 6T S
S QFUIRME.

- 0 21 QIMTPIEMSTET 2 flemin
SILI4T6eYsS Q& THeVTeTI S @8 E L0601 &MLILDTesT Gauenev Bleneuenngemerr (I
2 MHQAFUISI, &60oTerol WSS 60T aImpLd 2_flemneanl 2 mIF QFUIHmS. i

« 19fley 23: S LMW 2 enLplil] Henl
G-I 600TL6V 560 L (LpemM &561fleD @) (hh & QG MSlLTETT&H6m6T LIMTSISH LR M. "
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SO QFUISE LDMMILD 6T &H6TII Logueurrlapeu& gL L1, 2013:
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FLLLD, 1970: L6 STUlemlng QG TLEEVTETT&H6T ELH aIHLD
PUUHSS G\g,rrg_ﬁ]wrrmrjasaﬂedrﬁ]um’g,emsmaaemm
2WRIGUOSSH DS

¢+ GODHSLLF 2aTHUIEF FLLLD, 1948: rulemiol] Lesoflulled
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GSODHSLLF 26TFLSMS 2 MIF) QFUIRMS.
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QsTHTETISHEHHEG @ LLILIE aIpmIGRMS.
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(PNSHENLLGET LDMMILD L) GUIT6TTM LIMSISTLIL]

2 _LIGJ600T RIS EH5SE 2_flenln 2 6vor().
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Note: For editable presentations, please write to us.
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