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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. What is 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 
GESI Concept 

  Sex and Gender 
 

 Gender Role and Division 
of labor in the existing 
social system 

 Gender Equality/Equity 

 Status of Social 
exclusion/inclusion in 
existing social system  
 

1 hr 2 hrs 30 
mins 

3 hrs 
30 
mins 

Be familiar with GESI friendly training and working environment 

 Understand GESI 
friendly working 
environment in the 
TVET sector 

  GESI stereotypes in the TVET 
sector  

30 
mins 

1 hr  1.5 
hrs 

Be familiar with mechanism for addressing GESI based violence in the workplace 

 Understanding   1 hr 30 mins 1.5 
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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 

 

1 hr 1 hr 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 

1 hr 30 mins 1 hr 
30 
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violence based violence min 

   Total Hours 16  16 
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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 
GESI Concept 

  Sex and Gender 
 

 Gender Role and Division 
of labor 

 Gender need ( practical 
need and strategic interest) 

 Social system (patriarchy 
and socialization process) 

 Women's status in existing 
social system 

 Gender Equality/Equity 

 Status of Social 
exclusion/inclusion in 
existing social system  

1 hr  2.5 hrs 3 hrs 
30 
mins 
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 Access to and benefits 
from resources/services 

 social change framework 
 

Be familiar with the GESI mainstreaming in organization 

1 Understand GESI 
mainstreaming in 
organizations 

  Concept of GESI 
mainstreaming 

 GESI mainstreaming 
framework 

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

1.5 hrs 1 hr 2 hrs 
30 
mins 

Be familiar with GESI friendly training and working environment 

 Understand aGESI 
friendly working 
environment in 
theTVET sector 

  GESI friendly work  
environment 

 GESI stereotypes in the TVET 
sector  

1hr 1 hr 2 hrs 

Be familiar with mechanism for addressing GESI based harassment in the workplace 

 Understanding 
GESI based 
harassment in the 
work place  

  

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

 

15 
mins 

45 mins 1 hr 

 Preventing  GESI 
based harassment 
in workplace 

  Being aware about sectors 
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 

1 hr 2 hrs 3hr 
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and  getting counseling 
support 

 

 Foreign 
employment and 
Women's issues 

  Being aware of the 
situation/requirement 

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

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

 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 

  Understanding the 
country’s law  against GESI 
based violence 
 

1 hr 1 hr 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 I 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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h}ljs lnË (SEX) / ;fdflhs lnË (Gender) 

 
ljsf; k|lqmofdf dlxnf k'?if ;dljsf;nfO{ dxTjk"0f{ ljifosf ¿kdf dfGotf lbOPsf] 5 . dlxnf–
k'?ifaLrsf] c;dfgtf x6fpg / dlxnf lj¿4sf] e]befj ;dfKt ug{ ;+o'Qm /fi6« ;+3af6 ;g\ !(&( df 
kfl/t dxf;lGw l;8 -United Nations Convention on the Elimination of All From of Discrimination 

Against Woman– CEDAW_ sf] gfdaf6 k|rlnt 5 . dlxnfpk/ x'g] ;a} k|sf/sf eb] efj pGdn'g ug{] 
o; dxf;lGwnfO{ g]kfnn] ;g\† !((! df cg'df]bg ul/;ssf] 5 . dlxnf tyf k'¿ifsf jLr k|fs[lts tyf 
;fdflhs b'O{ k|sf/sf leGgtfx¿ x'G5g\ . hGdhft ¿kdf k|s[ltn] 5'6†ofPsf] leGgtf kl/jt{g ug{ ;lsGg 
. t/ ;dfhn] agfPsf leGgtfx¿ ;w} Psgf; x'Fb}gg\ . o:tf leGgtfx¿ kl/jt{g x'g] ub{5g\. lnË 
k|fs[lts ePsf]n] kl/jt{g ug{ ;lsGg t/ n}lËstf ;fdflhs ePsf]n] kl/jt{gLo x'G5 . 
 
dlxnf / k'?if k|fs[lts ¿kdf leGg 5g .  pgLx¿ zf/Ll/s ¿kn] dfq geP/ e"ldsf, sfd, cfr/0f 
cflbsf cfwf/df ;d]t leGg 5g\„ dlxnf / k'¿ifsf jLr ;dfgtf klg 5, lsgeg] b'j} dfgjk|f0fL x'g\, 
;fdflhs k|f0fL x'g\ . pgLx¿df ;dfg OR5f cfsf+Iffx¿ 5g\ . ha s'g} dfgj k|f0fLsf] hGd x'G5 aRrfsf] 
of}gfË -Sexual organ_ sf] cfwf/af6 s]6f jf s]6L 5'§ofpg] ul/G5 . lnË ePsf] aRrfnfO{ s]6f / of]gL 
ePsf] jRrfnfO{ s]6L eGg] ul/G5 . t/ ;dfhn] dlxnf / k'¿ifnfO{ cfr/0f, Jojxf/, e"ldsf, sfd, u'0f / 
lhDd]jf/Lsf] cfwf/df klg 5'§ofPsf] x'G5, oxL g} n}lËstf xf] . 
 

h}ljs lnË (Sex) 

dlxnf / k'?ifaLrsf] zf/Ll/s Pj+ h}ljs leGgtfnfO{ h}ljs lnË elgG5 . dlxnfn] uef{wf/0f u/L aRrf 
hGdfpg], :tgkfg u/fpg] tyf k'?ifn] ;'qmsL6 pTkfbg ug]{ h:tf u'0fx¿ dlxnf / k'¿ifdf km/–km/s / 
:yfoL x'G5g\, h'g dflg;n] kl/jt{g ug{ ;Sb}g . jf:tjdf k|s[ltåf/f k|bQ oL u'0fx¿, h;n] dlxnf / 
k'¿ifnfO{ 5'6†ofpg d2t ub{5 ToxL g} h}ljs lnË -Sex_ xf] . 
 

n}lËstf -Gender_ 
;fdflhs d"No / dfGotfsf cfwf/df ;dfhdf dlxnf / k'?ifn] lgjf{x ug'{kg]{ a]Unfa]Un} sfo{x¿nfO{ 
n}lËstf jf ;fdflhs lnËe]b elgG5 . dlxnf–k'?ifsf] ;fdflhs ;DaGw tyf e"ldsf ;dfhåf/f lgld{t 
x'G5g\ ;dfhdf k|rlnt d"No, dfGotf, ;+:sf/ tyf ;+:s[ltx¿n] dflg;sf] e"ldsfnfO{ k|efj kf/]sf] x'G5 . 
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oL e"ldsf Pj+ sfo{x¿nfO{ ;dfhn] agfPsf]n] c:yfoL / kl/jt{g ug{ ;lsg] x'G5g\ , ;dfhn] jgfPsf] 
;fdflhs lnËe]b ljleGg hft, wd{, ;:s[lt / :yfg ljz]ifsf cfwf/df Km/skm/s klg x'g ;Sb5g\ lsgeg] 
;a} 7fp―df Pp6} lsl;dsf] rfnrng tyf /Lltl/jfh x'Fb}g . o; cy{df dlxnf / k'?ifsf] e"ldsf klg 
;dfh, ju{, ;:s[lt, :yfg / wd{cg';f/ km/s km/s b]lvPsf] 5 . 
 

 
 
6.2.1.2 Session II 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  
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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. 

 

n}lËs e"ldsf -Gender Role 
;dfhdf dlxnf / k'?ifn] ub}{ cfPsf] e"ldsfnfO{ d'Vo u/L lgDg tLg efudf ljefhg ug{ ;lsG5 M– 
s= kfl/jfl/s÷k|hgg e"ldsf -Reproductive Role_ 
v= pTkfbgzLn e"ldsf -Productive Role_ 
u= ;fd'bflos e"ldsf -Community Role_ 
 

s= kfl/jfl/s÷k|hgg e"ldsf -Reproductive Role 

o; sfo{cGtu{t 3/fo;L sfdx¿ kb{5g\ . of] b'O{ lsl;dsf] x'G5 . -!_ h}ljs h:t} M aRrf hGdfpg] . -@_ 
;fdflhs h:t} M jRrfx¿sf] :ofxf/ ug]{, efG;fsf] sfd, ahf/ hfg', kl/jf/sf] :jf:Yosf] x]/ljrf/ Pj+ 
cGo 3/fo;L sfo{x¿ ug]{ h'g sfo{sf] dfGotf sd x'G5 / cfDbfgL klg x'b}g . o:tf sfddf a9L >d / 
;do nfU5 . dlxnf tyf aflnsfx?n] g} k|fo o:tf sfd ug]{ ub{5g\ . 
 

v= pTkfbgzLn e"ldsf -Productive Role 

o; e"ldsf cGtu{t ug]{ sfdaf6 k|ToIf nfe x'G5 . pTkfbg, Jofkf/ tyf Hofnf cfh{g o;sf pbfx/0f 
x'g . dlxnf / k'?if b'j}n] lgjf{x ug]{ o; e"ldsf cGtu{t Pp6} sfdsf nflu klg k'¿ifsf t'ngfdf 
dlxnfnfO{ sd Hofnf lbg] ul/G5 . ;dfhdf k'?ifsf] of] e"ldsfn] p;nfO{ Ps cfo cfh{gstf{ / 
Joj:yfkssf] ¿kdf lng] ul/Psf] kfOG5 . sf/0f k'¿ifx¿n] hflu/ vfP/ jf cfk\†g} 3/ kl/jf/df pTkfbg 
ePsf j:t'x¿nfO{ ahf/;Dd k'¥ofpg] cyjf ahf/ Joj:yfkg u/L gub cfh{g ug]{ sfo{ ub{5g\ . h'g 
sfo{ k|ToIf ¿kdf b]lvg] / cfo cfh{g x'g] x ―bf o;nfO{ a9L dxTjsf] ¿kdf lng] ul/Psf] 5 . dlxnf / 
k'?if b'j}n] lgjf{x ul//x]sf pTkfbgzLn e"ldsfdf klg km/s l:ylt /x]sf] kfOG5 . u|fdL0f e]udf 
dlxnfx¿n] v]taf/Ldf sfd u/L cGg, ;fukft pTkfbg u/L 3/fo;L pkof]usf nflu k|of]u ub{5g\ eg] 
;x/L If]qsf dlxnfx¿ ;Lkd"ns sfo{x¿ u/L cfo cfh{g ug]{, gf]s/L ug]{, k;n /fVg], HofdL sfd ug]{ 
cflb ub{5g\ . 
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;fd'bflos e"ldsf -Community Role 

o; e"ldsf cGtu{t ;d'bfosf] lxtsf nflu ;fd'bflos :t/df ul/g] ufp―3/sf] wf/f, s'nf] dd{t;Def/, 
k|hgg :ofxf/, dbf{kbf{ tyf b'vM lj/fdL x―bf ;xof]u ug]{ h:tf cfo cfh{g gx'g] eP klg ;d'bfosf] nflu 
ul/g] e"ldsf x'G5g\ . o;}u/L ufp― l5d]sdf ljjfx, a|taGw, cflb ;fdflhs /Lltl/jfhsf sfo{qmdx¿df 
;xefuL eO{ ;xof]u ug]{, dlGb/ hfg], wfld{s kj{x¿df ;lqmo e"ldsf lgefpg] h:tf sfo{x¿df 
dlxnfx¿sf] 7"nf] e"ldsf /x]sf] x'G5 . o:tf sfo{x¿ ;dfh ;]jfsf ¿kdf dlxnf k'?if b'j}n] lgMz'Ns 
ub{5g\ . ;fd'bflos sfo{ b'O{ lsl;dsf x'G5g\ . 
 

!= ;fd'bflos Joj:yfksLo e"ldsf M 

o; cGtu{t ;d'bfosf] lxtsf nflu ;fd'bflos :t/df ul/] ufp―3/sf] w/f s'nf] dd{t ;Def/, 
kh|gg :ofxf/, dbfkbf{ tyf bM'v lj/fdL x'b―f ;xof]u ug{] h:tf cfo cfhg{ gx'g] eP klg ;dbfosf] 
nflu ul/g] sfo{ x'G5g\ .  t/ cfly{s nfe / ;fdflhs dfGotf eg] Tolt ePsf] kfOFb}g . 
 
@= ;fd'bflos /fhgLlts e"ldsf M 

o; cGtu{t ;d'bfosf] lxtsf lgldQ :yfgLo, ;/sf/L tyf /fhgLlts lqmofsnfkx¿, ;|f]t ;fwg / 
cj;/sf] afF8kmfF8sf] lg0f{o, cfof]hgf tyf ;ef ;Dd]ngdf g]t[Tj ug]{ tyf ;DaGw ljsf; cflb sfo{x¿ 
kb{5g\ . o:tf] sfo{ ubf{ k|ToIf ¿kdf cfly{s nfe x ―'b}g tfklg ;fdflhs OHht ;Ddfg h:tf /fhg}lts 
cj;/ cflb kfOG5 h:t} M :yfgLo lgsfodf lgjf{lrt tyf dgf]lgt x'g' . of] e"ldsfdf a9L dfqdf 
k'¿ifx¿ g} ;+nUg ePsf] kfOG5 . dfly pNn]lvt tLgj6} e"ldsfdf dlxnfx¿sf] sfd kg{ cfp ―5 . ctM 
dlxnfx¿sf] t]x]f/f] e"ldsf x'G5 .  dlxnfsf] sfd dl;gf] nuftf/ ug'{ kg]{ k|s[ltsf] x'g'sf ;fy} plQs} 
cg'kftdf aflx/sf] sfd klg ug'{ kg]{ x '―bf dlxnfnfO{ sfdsf] a9L af]em 5 . sfdsf aLrdf cf/fd ug]{ 
;do x―'b}g . oL ;a}sf] glthf dlxnfsf] :jf:Yodf gsf/fTds k|efj kb{5 . 
 

dlxnfsf] ;dosf] k|of]uM 

a]tnjL ;]jfd"ns sfo{ ;DjlGw cg';Gwfg dlxnf clwsf/sf] ;jfndf kxn ul/Psf] k|f/lDes cg';Gwfg xf], 

h;n] eljiodf ul/g] dlxnf clwsf/ ;DaGwL sfo{x?nfO{ dfu{lgb]{z ug]{ ljZjf; lnOPsf] 5 . cb[Zo /x]sf] 

dlxnfx?sf] a]tnaL ;]jfd"ns sfo{nfO{ klxrfg ub}{, Go"lgs/0f / k"glj{t/0fsf nflu j}slNks pkfox?sf] 

vf]lh x'g] ck]Iff ul/Psf] 5 . o;f] ub}{ ubf{ rfn" cfly{s 9fFrfx?nfO{ r'gf}lt k'Ug] klg cfzf ul/Psf] 5 . of] 

cg';Gwfg PS;g P8 cGt/fli6«o g]kfn, blnt ;r]tgf ;dfh, k|]/0ff / /fli6«o dlxnf clwsf/ d~r 

;lrjfnosf] ;fem]bf/Ldf ;nf{xL / t]x|y'd lhNnfdf ePsf] lyof] . ;nf{xL lhNnfsf] dn+ujf gu/kflnsf j8f g+= 

(, gfudl0f j:tL / kTy/sf]6 uflj; j8f g+= @, ;]tLle/ j:tL tyf t]x|y'd lhNnfsf] xd/h'+u uflj; j8f g+= 

&, hf]/wf/f j:tL / cf]v/] uflj; j8f g+= *, df;]{ j:tLdf of] cg';Gwfg s]lGb|t /x\of] . cg';Gwfgdf s'n !)) 

3/ kl/jf/sf !)) hgf dlxnfx? ;+nUg /x]sf5g\ . du/, lnDj' / dw]zL ;d'bfosf] ;xeflutf al9 5 . 

o;afx]s blnt / cGo hfltx?sf] klg ;xeflutf /x]sf] 5 .!! ultljlwnfO{ ;d]l6Psf] ;do k|of]u tflnsfsf] 

cf}ift ;do pkof]usf] ljin]if0f lrqdf tn k|:t't ul/Psf] 5 . 
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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. 
• 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 III 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.  

 

n}lËs cfjZostfnfO{ b'O{ ju{df ljefhg ug{ ;lsG5 M 

!= Jojxfl/s n}lËs cfjZostf -Practical Gender Needs_ 
@= /0fg}lts n}lËs cfjZostf -Strategic Gender Needs_ 
 

!= Jojxfl/s n}lËs cfjZostf -Practical Gender Needs_ 
dlxnfx¿n] jt{dfg cj:yfdf ef]lu/fv]sf l:yltdf t'¿Gt ;'wf/ ug'{kg]{ cfjZostfnfO{ Jojxfl/s n}lËs 
cfjZostf elgG5 . o;n] tTsfn ;'ljwf a9fpg] s'.fx¿df hf]8 lbG5 . o; cfjZostf cGt/ut 
cfwf/e"t cfjZostfsf j:t'x¿sf] kl/k"lt{ h:tf s'/fx¿ kb{5g\ . o;n] dlxnfsf] jt{dfg cj:yfdf ;'w/ 
Nofpg ;fIf/ agfpg], vfg]kfgL / :jf:Yo rf}sLsf] Joj:yf kfos kg]{ 7fpFdf ldnfpg], cfod"ns tfnLd 
lbO{ cfocfh{g ug{ d2t k'¥ofpg], C0fsf] Joj:yf ug]{, ;'wfl/Psf] r'nf]sf] Joj:yf ug]{ h:tf dlxnfx¿n] 
jt{dfg cj:yfdf e]fuL/fv]sf] af]em Pj+ b'Mv sd ug{ ;3fpg] vfnsf tTsflns p2]Zo xfl;n ug]{ x'G5g\ . 
h;n] ubf{ dlxnfnfO{ s]xL km';{bsf] ;do lg:sG5 . pgLx?sf] :jf:Yodf ;'wf/ cfpF5 . 
 

@= /0fg}lts n}lËs cfjZostf -Strategic Gender Needs_ 
dlxnfx¿nfO{ ljwfg, P]g tyf lgodn] k|bfg u/]sf clwsf/ pkef]u u/fO{ ljsf;sf] ;a} If]qdf 
dlxnfx¿sf] l:yltnfO{ alnof] kf/L k'?if ;dfgsf] cj:yfdf k'¥ofpg Jojxfl:s cfjZostfsf] kl/k"lt{n] 
dfq k'Ub}g, /0fg}lts cfjZostfsf] klg k"lt{ x'g' cfjZos 5 . /0fg}lts cfjZostf eGgfn] dlxnf / 
k'?ifsf] ;dfg ljsf;sf] dfu{df /x]sf sfg'gL Pj+ gLltut leGgtfx¿nfO{ x6fpg] cfjZostf eGg] a'lemG5 
. o;n] dlxnfsf] dfg, OHht, k|lti7f cflb a9fpg] s'/fdf hf]8 lbG5 . dflg;nfO{ dflg;sf] ¿kdf hLjg 
ofkg ug{ cfjZos kg]{ dfg;Ddfg, OHht÷k|lti7f / ;|f]t ;fwg, ;+ljwfg, P]g, lgod, gLlt, Jojxf/ / 
b[li6sf]0f cflb s'/fx¿nfO{ /0fg}lts cfjZostf leq /fVg ;lsG5 . 
o; cGtu{t dlxnf tyf k'¿ifjLrsf] ;DaGw tyf >d–ljefhgnfO{ Gofo;+ut agfpg] k|of; ul/G5 . 
/0fg}lts rfxgfleq k/Dk/fut >d ljefhgdf kl/jt{g, dlxnfx¿sf] ;|f]t ;fwgdf kx'Fr / lgoGq0fdf 
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j[l4, ;dfg sfg'gL clwsf/, 3/]n' lx+;fdf /f]s, ;dfg sfdsf] cj;/ tyf ;dfg Hofnf cflb kb{5g\ o; 
lsl;dsf] gLltn] jt{dfg cj:yfnfO{ r'gf}tL lbb} oyfl:yltnfO{ kl/jt{g ug{ / ;dfgtf k|fKt ug{ ;xof]u 
k'¥ofpF5 . 
 

 
 

 
2.1.1.4 Session IV 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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n}lËs ;dtf / ;dfgtf -Gender Equity and Equality_ 
s'g} klg JolQmnfO{ hflt, lnË, wd{, af;:yfg / ckfËtf cflbsf] sf/0fn] e]befj gu/L ;dfg b[li6n] x]g'{ 
;dfgtf xf] . ;dtf eg]sf] c;dfgtfsf] l:yltdf /x]sfx¿nfO{ cnu Jojxf/ / ljz]if pkfo ul/g' xf] . 
;dfgtf nIo xf] eg] ;dtf To; nIonfO{ k|fKt ug]{ dfWod xf] .To;sf/0f logLx¿ Ps csf{af6 cnu 
/xg ;Qm}gg\ . 
 

n}lËs ;dtf (Gender Equity) 

n}lËs ;dtf eg]sf] cj;/af6 alGrt dlxnfx¿nfO{ ul/g] ljz]if Jojxf/ xf] . pbfx/0f :j¿k M aflnsf 
5fqj[lQ, dlxnfx¿nfO{ lghfdtL ;]jfdf Nofpg ul/g] ;sf/fTds sfo{ -h:t} M cf/If0f÷Ifdtf  
ljsf;÷;sf/fTds lje]b, dlxnfx¿nfO{ ;Ifd jgfpg] jftfj/0fsf] ;[hgf . 
 

n}lËs ;dfgtf (Gender Equality) 

n}lËs ;dfgtf eg]sf] dlxnf / k'¿ifnfO{ Pp6f ;dfg dfgj k|f0fL÷JolQmx¿sf ¿kdf ;dfg Jojxf/ ug'{ 
xf] . pbfx/0f :j¿k M ;dfg Hofnf, ;dfg dtflwsf/, ;dfg ¿kdf ljsf; lgof]ux¿, ;ldltx¿, 
cfof]ux¿, lgsfox¿df k|ltlglwTj ug]{ . n}lËs ;dfgtf Nofpg sdhf]/ dlxnf ;d"xx? ljleGg ;d'bfosf 
JolQmx?nfO{ ;zQmLs/0f ub}{ pgLx?sf] ;xeflutf, g]t[Tj ljsf; / ljsf;sf] k|ltkmnsf] eflubf/ x'Fb} 
;dfg ?kn] ljsf; ug'{ h?/L x'G5 . 
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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 

 

;fdflhs ;dfj]zLs/0f -Social Inclusion 

;fdflhs ;dfj]zLs/0fnfO{ /fd|/L a'‰gsf nflu ;j{k|yd ;fdflhs alxis/0f s] xf] a'‰g cfjZos x'G5 . 
;fdflhs alxis/0f s] xf]< 

;fdflhs alxis/0f o:tf] ;fdflhs k|lqmof xf], hxf vf;vf; JolQm, ju{, ;d"x / ;d'bfo -dlxnf, blnt, 

hghflt, d'l‚nd, dw]zL, lk58fju{, ckfË, a[4, cflb_ x?nfO{ ;fdflhs, ;f:s[lts, cfly{s / /fhgLlts 

If]qdf kfvf jf lsgf/f nufO{ cfºgf] Ifdtfcg';f/ ;xefuL x'g] cj;/af6 / To:tf] cj;/af6 k|fKt x'g 
;Sg] kmfObf / k|ltkmnaf6 jl~rt u/fOG5 . ;fdflhs alxis/0f cf}krfl/s, cgf}krfl/s b'j} ;+:yfdf x'g 
;S5 . 
g]kfndf ;fdflhs alxis/0fsf] k|sf/ 

!= ;fdflhs–;f:s[lts alxis/0f 
@= cfly{s alxis/0f 
#= /fhgLlts alxis/0f 
$= If]qLo ef}uf]lns alxis/0f 
%= n}lËstfsf] cfwf/f alxis/0f 
^= Effiffsf] cfwf/df alxis/0f 
&= juL{o cfwf/df alxis/0f 

*= /f]u laz]ifsf] cfwf/f alxis/0f 
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(= pd]/ ;d"xsf] cfwf/df alxis/0f 
 
;fdflhs ;dfj]zLs/0f s] xf] < 

;fdflhs ;dfj]zLs/0f o:tf] k|lqmof xf], h;n] ;dfhdf /x]sf jl~rt ju{nfO{ ;dfhsf] d"n k|jfxdf 
Nofpgsf] nflu b]vf kg{] cj/f]w x?nfO{ x6fO{ pgLx?nfO{ ;fdflhs Pj+ ljsf;sf sfo{df ;xefuL u/fp5 
/ kmfObf k¥'ofp5 F  ;fdflhs jl~rtLs/0fn] ;fdflhs ljsf; qmd;uF} jiff}{tb]lv hfthflt, hghflt, 
lnË tyf efiffsf cfwf/df al~rlts/0fdf k/L /fHon] pknJw u/fpg] ;]jf jf ;l' jwfdf ;dfg cj;/ / 
kx'r ;fy} ;]jf ;'ljwfsf] pke]fu jf pkofu] df e]befjdf k/s]f ;d"xx¿sf] cj:yfnfO{ lrq0f ub{5 . 
;dfj]zLs//0fn] jl~rtLdf k/]sf dlxnf / k'?ifsf] cl:tTjsf] :Lsf/f]lQm ;―u} pgLx?sf cfjZostf / 
;/f]sf/x?nfO{ ;Daf]wg u/]sf] x'G5 . 
 
;dfj]zLs/0fdf s] ul/G5 < 

• klxrfg, k|ltlglwTj, ;xeflutf / clwsf/ ;'lglZrt ul/G5 . 
• al~rt ;dxsf] cfjZostfnfO{ ;Daf]wg ug{]u/L ;sf/fTds ljeb sf] /0fgLlt ckgfOG5 . 
• jl~rt ;d"xsf] Ifdtf ljsf; u/L ;fdflhs, ;fF:s[lts, /fhgLlts ?kn] ;jn agfOG5 . 
• jl~rt ;d"xnfO{ ;fdflhs tyf ljsf;sf sfddf ;xeflutfsf] jftfj/0f agfOG5 . 
• cfly{s ;fdflhs nfedf ;dfg'kflts cj;/sf] Joj:yf ldnfOG5 . 
• lje]b ljxLg cj:yf ;[hgf ul/G5 . 

;dfj]zLs/0fn] s] ub{5 < 

• Dffgj clwsf/sf] ;Ddfg ub{5 . 
• ;|f]t ;fwg / lg0f{o k|lqmofdf jl~rt ju{sf] kx'Fr / lgoGq0f j[l4 ub{5 . 
• clwsf/df cfwfl/t cjwf/0ffnfO{ ;Ddfg ub{5, . 

;dfj]zLs/0f lsg cfjZos 5 < 

• ;a} gful/sx?sf] klxrfg, k|ltlglwTj, ;xeflutf / clwsf/ ;'lglZrt ug{, 
• ;a} ju{nfO{ /fHosf] ljsf;sf] d"nk|jfxdf Nofpg / ;a}sf] of]ubfg k|fKt ug{, 
• ;Gt'lnt ljsf; ug{, 
• ;a} vfn] lje]b tyf åGbsf] cGt ug{ . 

;dfj]zLs/0fsf nflu s] s:tf sfo{x? ug'{kb{5 < 

!= jl~rt ;d"xsf] ;zlQms/0f 

• cfly{s, ;fdflhs tyf dgf]j}1flgs ?kn] ;zQm agfpg], 
• pgLx?sf] ;]jfdf kx'―r a9fpg] / >f]t tyf ;fwgdf a[l4 ug]{, 
• ;]jf k|bfg ug]{ ;+3;+:yfsf] p2]Zo, sfo{If]q / ;]jfaf/] pgLx?nfO{ hfgsf/L u/fpg] . 
@= gLlt lgod / Jojxf/df kl/jt{g 

• gLlt lgdf{tf tyf ;]jf k|bfg ug]{ ;+3;+:yfx?n] jl~rt ;d"xnfO{ ug]{ Jojxf/df ;'wf/ Nofpg], 
• gLlt, lgod, d"No / dfGotf / ;―/rgfdf kl/jt{g ug]{, 
• jl~rt ;d"xk|lt x]g]{ b[li6sf]0fdf ;sf/fTdstf Nofpg], 
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• pgLx?nfO{ k|bfg ul/g] ;]jf / ;'ljwf pQ/bfloTjk"0f{ agfpg], 
• gLlt lgod ;sf/fTds agfpg] / ;dtfd"ns tl/sfn] ;]jf / ;'ljwf pknAw u/pg] . 
 

sfo{ljlwsf] bkmf !) sf] pkbkmf -$_ ;Fu ;DjlGwt -g]kfndf /x]sf ljleGg hft 

hfltx¿sf] ;"rL_ 

!= a|fDx0f, If]qL 

@= cflbjf;L hghflt 

! ls;fg @= s'dfn #= s'zjfl8of $= s'z'08f %= ugufO{ ^= u'¿ª &= r]kfª *= 5GTofn (= 5}/f]tg 

!)= lh/]n !!= emf+u8 !@= 8f]Nkf] !#= tfªj] !$= tfhk'l/of !%= tfdfª !^= tLg ufpFn] sfnL !&= 

tfKs]uf]nf !*= ysfnL !(= yfdL @)= yf¿ @!= y'bfd @@= bg'jf/ @#= b/fO{ @$= b'/f @%= wfg's @^= 

lwdfn @&= g]jf/ @*= kxf/L @(= k|mL #)= jgsl/of #!= a/fdf] #@= afx| uf+pn] ##= af]6] #$= e"h]n 

#%= ef]6] #^= du/ #&= dfemL #*= dfkmf{nL ysfnL #(= d'ufnL $)= d]r] -jf]8f] $!= ofSvf $@= /fO{ 

$#= /fp6] $$= /fhj+zL -sf]r_ $%= /femL$^= nfs]{ $&= lnDa' $*= n]Krf $(= Nxf]kf %)= Nxf]dL -

lzª;fjf_ %!= jfn'ª %@= Jof;L %#= z]kf{ %$= ;tf/ -;Gyfn_ %%= l;of/ %^= ;'g'jf/ %&= ;'/]n %*= 

xfo' %(= x\of]Ndf] 

#= blnt hft hftLx¿sf] ;"rL 

-s_ kxf8] d"n M != uGwj{ -ufO{g] @= kl/of/ -bdfO{, bhL{, ;'rLsf/, gurL{, 9f]nL, x'8\s] #= afbL $= 

ljZjsdf{ -sfdL, nf]xf/, ;'gf/, cf]8, r'gF/f, kfsL{, 6df6f_ %= ;fsL{ -ldhf/, rd{sf/, e"n_ 

-v_ dw]zL d"n M != sn/ @= b';fw -kf;jfg, xh/f_ #= ss}lxof $= wf]jL -/hs_ lxGb" %= sf]/L ^= 

kTy/s§f &= vl6s *= kf;L (= vTj] -d08n, vË_ !)= afFt/ !!= rdf/ -/fd, df]rL, xl/hg, /ljbf;_ 

!@= d';x/ !#= lrl8df/ !$= d]:t/ -xnvf]/_ !%= 8f]d -dl/s_ !^= ;/eË -;/jl/of_ !&= tTdf -tfFtL, 

bf;_ 

$= lk58fju{sf] ;"rL 

s'zjfxf, s'dL{, s'dfxf/, sxf/, s]j6, sfg', sdf/, snjf/, t]nL, g'lgof, algof, e]8Le/, dfnL, dNnfx, 

d';ndfg, a/}, ofbj, /fhe/, /fh3f]j, /f}lgof/, nf]xf/, nf]w, ;'8L, ;}gL, ;f]gf/, xn'jfO{, xhfd, cdft, 

s]j/t cflb 

%= g]kfnsf cflbjf;L hghfltx¿sf] alu{s/0f -;Gbe{sf] nflu_ 

!= nf]kf]Gd'v ;d"x M s';'08f, agsl/of, /fp6], ;'/]n, xfo', /fhL, ls;fg, n]Krf, d]r], s'zjfl8of, 

@= cltl;dfGts[t ;d"x M dfemL, l;of/, Nxf]dL, y'bfd, wfg's, r]kfª, ;tf/, yfdL, emfu8, af]6], 

bg'jf/, a/fd' 

 

#= ;LdfGts[t ;d"x M ;'g'jf/, yf¿, tfdfª, e'h]n, s'dfn, /fhj+zL, uGufO{, lwdfn, ef]6], b/fO{, 

tfhk'l/of, kx/L, tfKs]uf]nf, 8f]Nkf], lk|m, d'ufn, nfs]{, Nxf]kf, b'/f, jfn'ª 
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$= ;'ljwfjl~rt ;d"x M u'¿ª, du/, /fO{, lnDj', 5}/f]tg, tfªa], ltgufpn] ysfnL, af¥x ufpn], 

dfkmf{nL ysfnL, z]kf{, ofSvf, 5GTofn, lh/]n, Jof;L, Xof]Ndf] . 

%= pGgt ;d"x M g]jf/, ysfnL 

 
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 Control1 

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. 

 
Resources1 

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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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. 
 
 

 

n}lËs d"nk|jfxLs/0f eg]sf] s] xf] < 
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dlxnf / k'?ifsf cfjZostf / ;/f]sf/x? ;Daf]wg x'g] u/L :yfgLo lgsfosf] kl/sNkgf, Wo]o, nIo, 
p2]Zo / s[ofsnfkx?df ;dfj]z ug]{ sfo{ n}lËs d"nk|jfxLs/0f xf]  o;sf nflu :yfgLo lgsfosf] gLlt, 
ljlgod, cfjlws / jflif{s of]hgfdf nlIft ju{sf] ;dfg / ;ls|o ;xeflutf k|j4{g ;―u} lgwf{l/t jf 
lgwf{/0f ul/g] gLlt tyf sfo{qmdx?df dlxnf / k'?ifsf cfjZostf / ;/f]sf/x? ;Daf]wg u/] 
d"nk|jfxLs/0f ug'{ kg]{5 -n}lËs pQ/bfoL tyf ;fdflhs ;dfj]zL ah]6 th'{df Pj+ k/LIf0f lgb]{lzsf, 
@)^*_ .  
 
n}lËs d"nk|jfxLs/0f ljsf;sf] d"nk|jfxdf n}lËs ;dfgtfnfO{ s] s;/L cjnDjg uPsf ] 5 egL ;'lglZrt 
ug]{ /0fgLlt klg xf] . of] ljsf;sf] Pp6f k4lt -Approach_ ePsfn] o;n] n}lËs ;dfgtfsf 
;jfnx¿nfO{ a[xt† /fli6«o gLltsf] ;:yfTds ;/rgf tyf ;fwg ;|f]tsf] s]Gb|df /fVb5 / dlxnfsf 
s'/fx¿ tyf k|fyldstfx¿nfO{ ljsf;sf] nIo tyf k|lqmofsf] lgwf{0fdf ;d]6\b5 . o;n] n}lËs 
;jfnx¿nfO{ ;/sf/L lgsfox¿af6 lbuf]¿kdf dfGotf lbO /fVg] ;'lglZrttf k|bfg ug]{ nIo /fVb5 . 
o;n] dlxnf / k'?ifsf] jLrdf ;j} kIfsf] hLjgdf ;dtfsf] dfWodaf6 ;dfgtf k|fKt ug{ vf]Hb5„ ctM 
of] dlxnf jf k'¿ifsf ;/f]sf/x¿ tyf cg'ejx¿nfO{ s'g} klg gLlt, sfo{qmd tyf kl/of]hgfsf] /fhg}lts, 
cfly{s tyf ;fdflhs sfo{;"rLdf PsLs/0f ug]{ /0fgLlt xf] . n}lËs d"nk|jfxLs/0fsf] /0fgLlt cfkm}df 
;fWo xf]Og . of] t ;dfh tyf o;sf ;:yfx¿nfO{ pgLx¿n] n}lËs ;dfgtfsf] lgldQ sfo{ ug{ ;Sg] u/L 
¿kfGt/0f ug]{ /0fgLlt xf] . 
 
;g† !((& df ;+o'Qm /fi6«;+3sf] cfly{s tyf ;fdflhs kl/ifbn] (ECOSOC) n}lËs d"nk|jfxLs/0fnfO{ 
ædlxnf tyf k'¿ifsf ;/f]sf/sf s'/fx¿ / cg'ejx¿nfO{ ;j} /fhg}lts, cfly{s tyf ;fdflhs If]qsf 
gLlt–lgod tyf sfo{qmdx¿sf] th{'df, sfof{Gjog, cg'udg tyf d"NofÍgsf] Ps cleGg cfofd jgfpg] 
/f0fgLlt xf] . h;af6 dlxnf tyf k'?ifn] ;dfg¿kdf kmfObf k|fKt ub{5g\ / c;dfgtf /xFb}gÆ elgPsf] 5 
. 
n};;f; d"nk|jfxLs/0fsf] cfjZostf 

ljsf; eg]sf] JolQmsf] ;/f]sf/sf] ljifo xf . o;n] dlxnf / k'?if b'a}nfO{ ;dfg ¿kdf kmfObf k'¥ofPs} 
x'g'kb{5 . ;dfhdf ljleGg wd{, j0f{, lnË, hfthflt h'g;'s} eP tfklg /fd|f] hLjgz}nL k|fKt ug]{ cj;/ 
;j}nfO{ ;dfg x'g'kb{5 . lsgeg] dfG5] hGdbfb]lv g} h}ljs leGgtfjfx]s c¿ ;a} s'/fdf ;dfg x'G5 . 
h}ljs ljleGgtf dflg;sf] sdhf]/L geP/ cf–cfºgf] ju{sf] klxrfgsf] lrGx dfq xf] . t/ ;dfhdf 
leGgtf / lj;+ultsf sf/0fn] cj;/ k|flKtdf c;dfgtf x'b}+ hfg yfn]sf] kfOG5 . s'g} klg ;dfhdf b]vf 
kg]{ cj;/sf] c;dfgtf x6fO{ ;a} gful/snfO{ ;dfg¿kdf ;fwg ;|f]t pknJw u/fpg] d'Vo lhDd]jf/L 
;DalGwt b]zsf] ;/sf/sf] x'ghfG5 . 
 
;/sf/ Pj+ /fHon] hgtfsf clwsf/sf] ;+/If0f u/L gofF cj;/x¿ pknJw u/fP/ pgLx¿nfO{ cfºgf] 
JolQmut Ifdtf / zlQm ;+ro ug{;Sg] agfpg' kb{5 . ;fy} ;/sf/n] n}lËs pQ/bfoL ty ;fdflhs 
;dfj]zL ljsf;sf lgldQ gofF kl/jt{g Nofpg ;Sg' kb{5 . hgtf;Dd k'Ug] ;+oGq / ;fwg >f]t 
;/sf/l;t} x'G5 . ;/sf/n] cfºgf gful/snfO{ ;dfg¿kdf ljsf; u/fpg] cg]sf}+ k|of; ubf{ klg ;a}n] 
pknJw cj;/af6 nfeflGjt x'g ;s]sf] kfO+{b}g . ;dfhn] dflg;nfO{ wgL / ul/a, alnof / lgwf{, ;'ljwf 
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;DkGg / ;'ljwflaxLg, 7"nf] / ;fgf], dlxnf  / k'?if egL ljefhg NofO{lbG5 / NofPsf] klg 5 . log} 
ljefhg / ljv08gsf sf/0fn] dlxnf  k'?ifsf aLr, hfthfltaLr, wd{x?jLrdf lje]b x'+b} hfFbf oxL 
lje]bsf] sf/0fn] kl5 ;fdflhs lnËe]b tyf jlxis/0fsf] cjwf/0ff cfPsf] kfOG5 . To;}n], æs'g} klg 
n}lËs tyf ljsf;sf] s'/f k|fs[lts lnË / ;fdflhs lnËe]b tyf jlxis/0f / ;dfj]zLsf] jLrdf /x]sf] 
leGgtfaf6 k|f/De x'G5Æ eGg' clt;of]lQm gxf]nf . ;fdflhs lnËe]bsf sf/0fn] xfd|f] b]zdf k'?ifsf] 
t'ngfdf dlxnfx¿ w]/} k5fl8 kg{ cfPsf 5g\ . dlxnfx¿ cfly{s, /fhg}lts tyf ;fdflhs s'g} klg 
kIfdf c;dfgtfsf efuL Pj+ kIfkftsf ef]uL /xL cfPsf 5g†„ dlxnfx¿ cfly{s ;LdfGtLs/0f, /fhg}lts 
lgrfkg, ;fdflhs s'/Lltsf l;sf/, bf]xf]/f] t]x/f] af]em tyf lx+;fsf kfq x'g afWo kfl/Psf 5g\ . o;y{ 
pk/f]Qm n}lËs c;dfgtf x6fpg] tkm{ 7f]; sfo{ gug]{ xf] eg] cfwf hg;+Vofsf ¿kdf /x]sf dlxnfsf 
cfjZostf tkm{ a]jf:tf u/]sf] 7x5{ . ctM dlxnfsf Jojxfl/s tyf /0fgLlts cfjZostf klxrfg u/L 
;dfgtfdf k'Ug ;dtfd"ns ;sf/fTds lje]bsf sfo{qmdx¿nfO{ k|fyldstf lbO{ n}lËstf tyf ljsf;sf] 
;}4flGts cjwf/0ffnfO{ Jojxf/df ptfg{ n}lËs d"nk|jfxLs/0fsf] /0fgLltsf] ljsf; ePsf] xf] . o;}u/L 
hfltut, If]qut, efiffut, Ifdtfut sf/0fx?n] w]/} dlxnf k'?ifx? ljsf;df k5fl8 k/]sf 5g\ . o:tf 
c;dfgtfx?nfO{ ;Djf]wg ug{ ;fdflhs ;dfj]zLs/0f /0fgLltsf] ljsf; ePsf] xf] . 

 

Types of GESI mainstreaming 
Integrationist  

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

 The issues are built within existing development paradigms 

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

sectors 

 The overall development agenda is not transformed, but each issue is adapted to take 

into account the target groups’ concerns 

Agenda Setting 

 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 

 It implies the transformation of the existing development agenda with a new 

perspective 

 It 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..) 



29 

 

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

communication 

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

The management system  
a. 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 

a. Interpersonal relations, b. Authority : coordination of work without power abuse and 

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

stakeholders 

Communication 
a. 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 Policy1 

 
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. 1 

 
 
GESI Strategy/Action Plan1 

 
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. 1 

 
 
GESI budgeting/Gender Responsive Budget1 

 
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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GESI 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. 1 

 
Some qualitative indicators1 

 

 Capacity building 

 Participation in planning and implementation 

 Distribution of benefit  

 Employment/change in income  

 Qualitative improvement in time spent/reduction in workload  

GESI Audit1 

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 ? 1 

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

its internal structure and programming. 

 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 analysis1 

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. 

 

n};;f; d"nk|jfxLs/0f ug{ cfjZos kg]{ s'/fx¿ 
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/fhg}lts b[9tf tyf g]t[Tj 

n};;f; d"nk|jfxLs/0f ug]{ eGg] s'/f /fhg}lts k|lta4tfsf ¿kdf lnOPsf] x'g'kb{5 / o;nfO{ ;+rfng 
ug]{ g]t[Tjn] ;an ult lbg' kb{5 . 
 

gLltut 9f+rf 

n};;f; d"nk|jfxLs/0f ug{sf nflu /fhg}lts k|lta4tf cg'¿ksf] gLltut 9fFrf tof/ ePsf] x'g' kb{5 . 
 

;/sf/L ;+/rgf, ;+oGq, k|lqmofx¿ 

n};;f; d"nk|jfxLs/0fsf nflu ;/sf/L ;+/rgf, ;+oGq tyf sfo{ ;+rfng k|lqmofx¿ ;a} 
ldnfOPsf] x'g' kb{5 . 
 

kof{Kt ;fwg ;|f]t 

n};;f; d"nk|jfxLs/0fsf nflu cfly{s tyf dfgjLo ;fwg ;|f]tsf] cfjZostf kb{5 . 
t;y{ sfo{qmdsf nflu kof{Kt ah]6 tyf sfo{qmd ;+rfngsf nflu cfjZos 1fg / ;Lk ePsf] 
;sf/fTds dgf]j[lQo'Qm hg;fwgsf] cfjZoscfjZostf x'G5 . 
 

n};;f; v08Ls[t tYof+s tyf ;"rgf k|0ffnL 

n};;f; d"nk|jfxLs/0fsf nflu dlxnf / k'¿if, s]6f / s]6L cflbsf] ljleGg kIfsf] tYofÍ 5'§f5'§} b]lvg] 
u/L v08Ls[t u/L tof/ kfl/Psf] x'g' kb{5 . ;fy} hfgsf/L Pj+ ;"rgf k|jfx k|0ffnL klg tbg's"n x'g' 
cfjZos x'G5 . 
 

n};;f; ljZn]if0f 1fg tyf cf}hf/x¿ 

n};;f; d"nk|jfxLs/0fsf nflu sfo{qmd ;+rfngdf ;+nUg JolQmx¿df n}lËs ljZn]if0f ;+aGwL cfjZos 

1fgsf ;fy} n}lËs ljzn]if0f ug{ k|of]u ul/g] cf}hf/f af/]df klg /fd|f] 1fg ePsf] x'g' kb{5 . 

kof{Kt pTk|]/0ff 

 
n};;f; d"nk|jfxLs/0fsf] sfo{df ;+nUg JolQmx¿df n}lËs d"nk|jfxLs/0f ug]{ sfo{df a9LeGbf a9L 
dfqfdf pTk|]l/t Pj+ pT;fxL eP/ nflukg'{ cfjZos 5 . 
gful/s ;dfhaf6 dfu 

n};;f; d"nk|jfxLs/0fsf] sfo{ dflyaf6 dfq x}g gful/s ;dfhaf6 dfu eO{ ;+rfng ubf{ sfof{Gjog ug{ 
;lhnf] x'G5 . 
 

n}lËs pQ/bfoL ah]6(Gender Responsive Budget Concept and Definition) 

Dffgj?kdf dlxnf / k'?if ;dfg -equal_ eP klg p:t} -same_ eg] xf]Ogg\ . h}ljs leGgtfsf sf/0f 

dlxnf / k'?ifsf Jofjxfl/s / /0fgLlts cfjZostfx¿ km/s 5g \. ztfAbLcf+} b]lv dlxnfx¿k|lt ul/Psf] 

lje]b / h}ljs cfjZostfnfO{{ ljrf/ gu/L /fHo jf ;dfhaf6 ul/g] t6:ytfsf] Joj:yf / Jojxf/n] 
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dlxnf / k'?ifdf ;dfg Jojxf/ u/]sf] efg eP tfklg To;af6 x'g] nfe jf kmfObfaf6 b'j} kIf, ;dfg?kdf 

nfeflGjt gx'g ;Qm5g\ . ctM n}lËs ;dfgtfsf] nflu lgof]lht?kdf ul/g] ljsf;sf k|of; / nufgLsf] 

ljZn]if0f ubf{ To;df n}lËs;Dj]bgzLntf /xg h?/L x'G5 . n}lËs ;dfgtf / cfly{s pGgltaLr cy{k"0f{ 

;DaGw /x]sf] x'G5 . ctM ljsf; / nufgLsf pknlAwx¿df dlxnf / k'?ifsf] ;dfg kx'Fr k'¥ofpg ljz]if 

sfo{qmdx¿ / ;|f]tsf] ;'lglZrttf clgjfo{ dflgG5 . o;sf nflu n}lËs pQ/bfoL ah]6 Pp6f dxTjk"0f{ 

cf}hf/ xf] . 

 

;g\ !((% df ;+o'Qm /fi6«;+3n] cfof]hgf u/]sf] a]OlhË ;Dd]ngb]lv g} dlxnf ;dfgtfsf] nflu ;|f]t / 

;fwg ljlgof]hg / n}lËs pQ/bfoL ah]6sf] s'/f ul/P tfklg ;g\ @))) sf] a]OlhË hf]8 % ;Dd]ngn] 

a]OlhË 3f]if0ff -!((%_ sf] pknlJwsf] ;dLIff ubf{ ;|f]t / ;fwgsf] ckof{Kt ljlgof]hgn] ubf{ n}lËs 

;dfgtfsf nflu 3f]lift nIf k|fKt x'g g;s]sf] lgisif{ lgsfn]sf] lyof] . To;kl5 eg] n}lËs pQ/bfoL 

ah]6sf] cjwf/0ffn] ljZjsf] Wofg a9L cfs[i6 u/]sf] kfOG5 .  ljsf;sf ;Dk"0f{ ah]6nfO{{ k|ToIf n}lËs 

pQ/bfoL, ck|ToIf n}lËs pQ/bfoL / n}lËs b[li6sf]0fn] t6:y u/L tLg ;d"xdf juL{s/0f ug{ ;lsG5 .  

 

o;sf nflu % j6f u'0ffTds ;"rsx¿  

!_ dlxnfsf] Ifdtf clej[l4,  

@_ dlxnfsf] of]hgf th'{df / sfof{Gjogdf ;xeflutf,  

#_ nfesf] afF8kmfF8df dlxnfsf] lx:;f,  

$_ dlxnfsf] /f]huf/L÷cfo clej[l4df ;xof]u  

%_ dlxnfsf] ;dosf] k|of]udf u'0ffTds ;'wf/ / sfo{af]emdf sdL 

 p2]Zo ( Objective)  

lgwf{l/t ;"rsx¿sf] k|of]udf Ps?ktf Nofpg / If]qut lgsfox¿sf] ah]6 th'{df k|lqmofnfO{{ n}lËs 

pQ/bfoL agfO{ kl/0ffddf n}lËs ;dfgtfnfO{{ ;'lglZrt u/fpg ;xh kfg]{ o;sf] d'Vo p2]Zo /x]sf] 5 

. ;fy} o;sf lgDg p2]Zox? /x]]sf 5g\M 
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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. 

http://www.fwld.org/uploads/pdf/gender%20friendly.pdf
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Exercise # 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 àvis 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 XI 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. 
Written 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 XII- 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 XIII 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. 
II. 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.  

 

G]fkfndf j}b]lzs /f]huf/Lsf] jt{dfg cj:yf 

g]kfndf j}b]lzs /f]huf/Lsf nflu hfg] JolQmx?sf] ljj/0f M 

• ;Lldt /f]huf/Lsf cj;/, Go"g cfly{s a[l4b/, pRr ul/jL / dlxnfsf] xsdf dflysf afx]s laleGg 
lsl;dsf] 3/]n' lx+;f tyf zf]if0fsf sf/0f a}b]lzs /f]huf/Ldf hfg] k|jl[t a9\bf] 5 . 
• @)^* cfiff9 d;fGt;Dddf >d l:js[lt lnO{ a}b]lzs /f]huf/df hfg]x?sf] ;+Vof 
@),*!,)@% k'u]sf] 5 . 
• cWoog, ko{6g, kfl/jfl/s ;DaGw cflbsf] dfWodaf6 ljb]zdf uPkl5 a}b]lzs /f]huf/Ldf ;+nUg x'g] 

tyf >d ‚jLs[lt glnO{ cGo tj/af6 a}b]lzs /f]huf/Ldf uPsf] cg'dfg 5 -clen]v gul/Psf .  

• j}b]lzs /f]huf/Lsf] d'Vo uGtJo d'n'sx? – dn]lzof, stf/, ;fpbL c/j, ;+o'Qm c/j Old/]6\;, s'j]t, 
jx/fOg, cf]dg / blIf0f sf]l/of 5g\ . 
• j}b]lzs /f]huf/df g]kfnL dlxnf sfdbf/x? hfg] qmd ;d]t ltj| ?kdf j[l4 ePsf] 5 . 
• a}b]lzs /f]huf/Laf6 cf=a= )^&÷^* df @ vj{ %( cj{ ?k}of a}lsË k|0ffnLaf6 
ljk|]if0fsf] ?kdf lelqPsf] 5  
• t];|f] g]kfn hLjgofkg ;e]{If0f @)!! cg';f/ g]kfnsf] s"n 3/ kl/jf/dWo] %%=* k|ltzt Kl/jf/n] 
lgoldt ?kdf ljk|]if0f k|fKt ul/x]sf 5g 
 
j}b]lzs /f]huf/ rqmaf/] cfwf/e"t hfgsf/L 

s]xLsf nflu j}b]lzs /f]huf/ /x/sf] ljifo eP tfklg jt{dfg cj‚yfdf clwsf+z g]kfnLx?sf nflu of] 

afWotf klg aGg k'u]sf] 5 . ljb]zdf uP/ sfd ug'{ eg]sf] kSs} klg ;lhnf] s'/f xf]Og . ;a} s'/fx?df 
Wofg k'¥ofpg ;s] dfq} j}b]lzs /f]huf/ kmlnkmfk x'g;S5 cGoyf j}b]lzs /f]huf/af6 yk emGem6 Pj+ b'Mv 
kfpg] ;Defjgf a9L /xG5 . ;fdfGotof j}b]lzs /f]huf/df hfg rfxg] s'g} klg JolQmn] o;sf k|d'v $ 
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j6f r/0fx?af/] /fd|f] hfgsf/L xfl;n u/]/ uPdf w/} xb;Dd j}b]lzs /f]huf/ ;kmn x'g] ;Defjgf /xG5 .  
j}b]lzs /f]huf/ rqmcGtu{t $ j6f k|d'v r/0fx? lgDg adf]lhd /x]sf 5g† M– 
 

r/0f – ! M k"j{ tof/LcGtu{t Wofg lbg' kg]{ s'/fx? 

o; r/0fcGtu{t j}b]lzs /f]huf/df hfg rfxg] JolQmx?n] dfgl;s tyf cfly{s?kdf tof/L, ef}lts 
tof/L, uGtJo d'n'sx?a/] hfgsf/L, Joj;foL÷Dofgkfj/ sDkgLx?af/] hfgsf/L tyf 5gf}6 / JolQmut 
:jLs[lt / o;sf] c;/ cflb h:tf kIfx?df /fd|f];―u hfgsf/L xfl;n u/L tof/L ug'{ kg]{ x'G5 . 
-s_ dfgl;s tyf cfly{s tof/L M– 
• ;s];Dd :jb]zd} /f]huf/Lsf] vf]hL÷;+efjgf / ljsNkaf/] larf/ ug{] . 
• s;}sf] nx}nx}df eGbf klg cfk\mg} /fhL÷v'zLaf6 j}b]lzs /f]huf/ hfg nfluPsf] xf] eg] o;af/] cfkm\gf] 
3/ kl/jf/df /fd|f];Fu ;/;Nnfx u/L dfq lg0f{o ug]{ . 
• s'g /f]huf/Lsf nflu s'g d'n's hfg] xf] To;sf nflu /fd|f];―u a'em/ dfq lg0f{o ug]{ . 
• cfDbfgL tyf vr{sf] l:yltaf/] ljZn]if0f ug]{ . 

• a}+s, ;xsf/L cflb h:tf cf}krfl/s ljlQo ;+‚yfaf6 dfq} cfjZos vr{sf] Joj:yf ldnfpg] . 

• cfkm\gf] cg'kl:yltdf kl/jf/sf] b}lgs vr{sf nflu cfjZos Joj:yf ldnfpg] . 
• afnaRrfsf] lzIff tyf kl/jf/sf] :jf:Yosf] /]vb]vsf] Joj:yf ldnfpg] . 
• ljk]|if0fsf] pkof]uaf/] ;/–;Nnfx u/L klxn] g} of]hgf agfpg] . 
-v_ ef}lts tof/L M– 
• cTofjZos sfuhftx? -z}lIfs of]Uotfsf k|df0fkqx?, cg'ejsf k|df0fkqx?, ;Lk ljsf; tflndsf] 
k|df0fkq, gful/stf cflb_ tof/ ug]{ . 
• ;dodf /fxbfgL -kf;kf]6{ agfpg] . of] ljb]z hfgsf lglDt geO{ gx'g] sfuhft xf] . ljb]zdf hfFbf jf 
/xFbf /fxbfgL g} cfkm\gf] klxrfg x'g] ePsf]n] o;nfO{ ;w}+ cfkm\gf] ;fydf /fVg'kb{5 . 
-u_ uGtJo d'n'sx?af/] hfgsf/L M– 
• ;/sf/n] j}b]lzs /f]huf/sf nflu v'nf u/]sf] d'n's / :jLs[t u/]sf] /f]huf/Lsf 
cj;/x?af/] hfgsf/L lng'kb{5 „ sltko d'n'sdf j}b]lzs /f]huf/Lsf nflu hfg 
;/sf/af6 k|ltjGw nufOPsf] x'G5 eg] sltko d'n'sn] g]kfnL sfdbf/ lng k|ltjGw 
nufPsf klg 5g\ . h] eP tfklg km's'jf gul/Psf / /f]s nfu]sf d'n'sdf hfg'x'―b}g . 
 

/f]s nfu]sf d'n'sdf /f]huf/sf nflu uPdf cfpg ;Sg] b'ikl/0ffdx?– 
•lhp Hofgsf] ;'/Iff gx'g], 
• ;DalGwt b]zsf] sfg"g cg';f/ y'gfdf /fVg] / hl/jfgf ug]{, 

• uGtJo d'n'ssf] sfg"g cg';f/ ‚jb]z lkmtf{ k7fpg ;Sg], 

• ljb]zdf sfdsf] l;nl;nfdf b'3{6gfdf k/]df tyf d[To' ePdf, ;/sf/åf/f ‚jb]zdf k|bfg ul/g] cfly{s 

;xfotfsf] /sd gkfOg], 
• ;/sf/;Fu sfdbf/sf] af/]df hfgsf/L gx'g] x'Fbf ljb]zdf cK7]/f] kbf{ ;/sf/n] ;xof]u ug{ g;Sg] . 
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• sltko b]zdf u}/sfg'gL sfd –h:t}, nfu'cf}ifw cf];f/k;f/_ u/]sf] kfO{Pdf s8f Sf/jfxL tyf d[To'b08 
;d]t x'g ;S5 . 
• To:t}u/L, /f]huf/sf] d'n'ssf] >d sfg"gaf/] cfjZos hfgsf/L /fVg'kb{5 .  >d sfg"gdf pNn]lvt 
ljifox? Hf:t}– clwstd sfo{ 306f / Go"gtd Hofnf, cltl/Qm ;do, ljbf ;DaGwL ;'ljwf, /f]huf/L s/f/, 

lj/fdL eQf, /f]huf/L ;'/ff, Ifltk"lt{sf] Joj:yf, aLdfsf] Joj:yf cflb h:tf ljifox?df /fd|f] hfgsf/L 

lng'kb{5 . 
• j}b]lzs /f]huf/;DaGwL cfjZos hfgsf/L lbg] lgsfox? h:t}M j}b]lzs /f]huf/ ljefu, j}b]lzs /f]huf/ 
k|j4{g af]8{sf] cfk|jf;L ;|f]t s]Gb|, j}b]lzs /f]huf/ Joj;foLx?, j}b]lzs /f]huf/ Joj;foL ;+3  tyf 
Pzf]l;Pzg, cled'vLs/0f, tflnd lbg] ;+:yfx? tyf OG6/g]6 / ;fyLefO{÷O{i6ldqx?sf ;fy} j}b]lzs 

/f]huf/sf If]qdf ;+nUg cGt/f{li6«o ;+:yfx? / u}/;/sf/ ;+:yfx?af6 hfgsf/L lng'kb{5 . 

3_ j}b]lzs /f]huf/ Joj;foL÷Dofgkfj/ sDkgLx?af/] hfgsf/L tyf 5gf}6 
• j}b]lzs /f]huf/df hfgsf nflu &%) eGbf a9L j}b]lzs /f]huf/ Joj;foLx? ;"rLs[t /x]sf 5g\ . g]kfn 
;/sf/df btf{ ePsf] j}b]lzs /f]huf/ Joj;foLnfO{ 5gf}6 ug'{kb{5 . 
• j}b]lzs /f]huf/ Joj;foLn] ljb]zaf6 k|fKt dfux?sf nflu j}b]lzs /f]huf/ ljefuaf6 k"j{ :jLs[lt lnPs} 
x'g'kb{5 . 
• k"j{ :jLs[ltkl5 clgjfo{?kdf /fli6«o:t/sf kqklqsfdf ;"rgf lgsfn]sf] x'g'kb{5 . 

• ;"rgfdf k"j{‚jLs[lt ldlt / s'n nfut ;d]t pNn]v x'g'kb{5 . 

• /f]huf/bftf sDkgL / ;DalGwt d'n'saf/] hfgsf/L lnO;s]kl5 pQm d'n'sdf hf―bf nfUg] vr{af/] cfkm}n] 
klg hfgsf/L lng'kb{5, Ph]G6sf] dfq e/ kg{' xF+'b}g . 
• Joj;foLn] ;"rgf k|sfzg u/] gu/]sf] olsg ug'{kb{5, cfz+sf eP j}b]lzs /f]huf/ ljefudf ;f]wk'5 u/L 
olsg ug'{kb{5 . 
ª_ AolQmut?kdf hfg]x?n] klg /f]huf/sf] :jLs[lt clgjfo{ lng' kg]{ 
• cfkmGt jf ;fyLx?sf dfWodaf6 ljb]zdf sfd ug{ hfg rfxg] sfdbf/x?n] dfly pNn]lvt ;Dk"0f{ 

k|lqmofx? k"/f u/L j}b]lzs /f]huf/ ljefusf] ‚jLs[lt lng'kb{5 . b"tfjf;af6 k|dfl0ft gePsf] sfddf 

JolQmut :jLs[lt lnP/ 3/]n' sfdbf/sf] ?kdf hfg]x? a9L hf]lvddf k/]sf 5g\ . 
• 3/]n' sfdbf/sf nflu JolQmut?kdf hfg]x?n] ;/sf/n] d'n'scg';f/ tf]s]sf ] dfkb08af/] /fd|f];―u a'em]/, 
o;;DaGwL cfwf/e"t tflnd k|fKt u/L / >d :jLs[lt lnP/ dfq hfg'kb{5 . 
• :yfgLo ;fx' dxfhgx?;Fu rsf]{ Aofhb/–;os8f kfFrdf C0f lnP/ j}b]lzs /f]huf/df hfFbf 
sfdbf/nfO{ xf]Og, ;fx'nfO{ dfq} kmfO{bf x'G5 . 

• 3/]n' sfdbf/x?sf] xsdf l6s6, eL;f cflb h‚tf vr{ gnfUg] t/ Ph]06n] clxn] cfkm} xflnlbG5' kl5 

lj:tf/} lt/] x'G5 eg]/ 7Ug klg ;S5 . o:tf s'/fdf a9L rgfvf] x'g'kb{5 . 
 

r/0f – @ M k"j{ k|:yfgcGtu{t Wofg lbg' kg]{ s'/fx? 

-s_ ;Lkd"ns tflnd 
• j}b]lzs /f]huf/df hfg'k"j{ cfkm"n] ug]{ sfd;DaGwL tflnd lng'kb{5 . cfjZos ;Lk ePdf ljb]zdf a9L 
kfl/>lds kfpg ;lsG5 / hf]lvd klg sd x'G5 . 
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• cled'vLs/0f tflnd lng' clgjfo{ 5, o;n] ofqf / /f]huf/sf d'n'ssf af/]df hfgsf/L lbg] x'―bf hf]lvd 
Go"g ub{5 . o; afx]s cfkm'n] ug'{kg]{ sfdaf/] cfjZos ;Lk l;s]/ hfFbf a9L kfl/>lds tyf ;'ljwf 

kfpg ;lsG5 . 3/n' sfdbf/sf] ?kdf hfg rfxg]x?sf nflu ;Lkd"ns tflndaf6 g} ;a}eGbf a9L kmfO{bf 

k|fKt ug{ ;lsG5 . 
-v_ :jf:Yo k/LIf0f 
• ljb]z hfFbf :jf:Yo k/LIf0f u/fP/dfq hfg' kb{5 . 
• j}b]lzs /f]huf/sf nflu ;/sf/n] :jLs[lt lbPsf] :jf:Yo s]Gb|af6 dfq :jf:Yo k/LIf0f u/fpg' kb{5 . 
o;sf] Dofb -;dofjlw_ @ dlxgfsf] x'G5 . 
• Pr= cfO{= eL=, P8\;, ljleGg of}ghGo tyf ;?jf /f]ux?af/] hfgsf/L lng'kb{5 . bL3{/f]uL, czQm, 
of}g/f]u tyf Pr=cfO=eL=, P8\;, x]kf6fOl6;, 6L=jL= cflb /f]u nfu]sf JolQmx?nfO{ sfdbf/sf] ?kdf glng] 
u/]sf] kfO{G5 . 
• uGtJo b]zdf k'u]sf] b'O{ dlxgf leq sDkgLaf6 :jf:Yo k/LIf0f u/fOG5 . ;f] k/LIf0fsf ;dodf s'g} /f]u 
b]lvPdf sDkgLn] lkmtf{ k7fpg ;S5 / nufgL klg 8'Ab5 .  
 
-u_ ;Demf}tfkq -s/f/gfdf_ ubf{ Wofg lbg' kg]{ s'/fx? 
s/f/gfdf sfdbf/ / Joj;foLsf ;fy} sfdbf/ / ;DalGwt sDkgL aLr ul/G5 . s/f/gfdf, sDkgL / 
sfdbf/aLrsf] b'O{kIfLo ;Demf}tf xf] . ;Demf}tfdf sDkgLsf zt{x? pNn]v ul/Psf x'G5g\ . 3/]n' 
sfdbf/sf] ;DaGwdf g]kfn ;/sf/n] ;DalGwt /f]huf/sf] d'n'ssf nflu tf]lsPsf] dfkb08x?af/] 
/fdf]| ;―u cWoog ugk{5 . ;Demf}tf kqdf lgDglnlvt s'/fx? pNn]v ul/Psf]] xg' kb{5 – 
• /f]huf/bftf sDkgLsf] gfd 
• sfdbf/n] ug'{kg]{ sfd÷k/LIf0f cjlw 
• tna ;'ljwf÷dfl;s tna÷sfd ug]{ ;do 
• vfg] tyf a:g] ;'ljwf 
• cfpg] hfg] vr{ -xjfO{ ofqf vr{ s;n] Joxf]g]{ sDkgL jf :jo+ <_ 
• s/f/ cjlw yk x'g]÷gx'g] 
• b'3{6gf aLdf eP÷gePsf] 
• ljbfsf] Joj:yf 
• :jf:Yo k/LIf0f vr{ s;n] Joxf]g]{ -sDkgL jf :jo+ <_ 
• cf}iflw ;'ljwf 
• b}lgs sfo{ cjlw 
• cf]e/6fOdsf] Joj:yf 
• cGo cfjZos s/fx? . 
 
-3_ k|j]zf1f -leiff_ lng] 
• 5gf}6 ePkl5 sfdbf/n] /f]huf/ d'n'ssf] k|j]iff1f lng'kb{5 . k|j]iff1f eg]sf] /f]huf/ d'n'sdf sfg"gL 
?kn] lglZrt cjlwsf nflu a:g kfpg] cg'dltkq xf] . o;sf] lglZrt ;dofjlw x'G5 . pQm ;dofjlw 
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leq sfdbf/ :jb]z kmls{g'k5{ . yk ;dosf nflu sDkgLsf] ;xof]udf pQm k|j]zf1fsf] ;dofjlw 
cWofudg sfof{no (Immigration Of_ice) df a9fpg'kb{5 . 
• k|j]iff1f, ;DalGwt b]zsf] /fhb"tfjf;af6 hf/L ul/G5 . olb uGtJo b]zsf] /fhb"tfjf; :jb]zdf 5}g eg] 
tf]lsPsf] b]zsf] /fhb"tfjf;af6 hf/L ul/G5 .  

• b]zsf] lgodfg';f/ k|j]zf1f z'Ns km/s km/s x'g;S5 . 3/]n' sfdbf/f nflu lgz'Ns k|j]zf1f k|fKt x'g] 

u/]sf] 5 . o; afx]ssf sfddf k|j]iff1fsf] b:t/ a'emfO{ ekf{O{ lng] / leiff nfu]kl5 Dofgkfj/ sDkgLnfO{ 
ltg'{kg]{ /sd a'emfO{ /l;b lng'kb{5 . 
• k|j]iff1f lb+bf /fxbfgLdf 5fk jf 6s/ nufO{ lbOG5 . k|j]iff1f lnPsf] tLg dlxgfleq uGtJo b]zdf 
k'lu;Sg' kb{5 . 
-ª_ aLdf 

• j}bl]zs /f]huf/df hfbF jf /xbF f xg'] ;Defljt b3'6{gfnfO{ dWogh/ ub,}{ sfdbf/ :jo+n] cfkm" / 
cfl>tx?nfO{ s]xL /fxt xf];\ eg]/ j}b]lzs /f]huf/df hfg'k"j{ clgjfo{ ?kn] aLdf ugkg{] sfgg"L Joj:yf 
ul/Psf] 5 . xfnsf] Joj:yf cg';f/ j}bl]zs /fh]uf/df hfgn]] s/f/ cjlw e/sf nflu ?= %,)),)))÷– -
kfrF nfv_ a/fa/sf] aLdf ugk{'b{5 . 
• j}b]lzs /f]huf/df hfg]sf] pd]/ /f]huf/sf] cjlwcg';f/ aLdf sDkgLx?n] aLdf z'Ns lng] ub{5g\ . a9L 
pd/sf sfdbf/x?sf] aLdf z'Ns klg a9L x'G5 . 
• s/f/ cjlw yk u/]df aLdf klg yk ug'{kb{5 cGoyf aLdf afktsf] ;'ljwf kfO+{b}g . 
-r_ z'Ns ltg]{ / e/kfO{÷/l;b lng] 
• j}b]lzs /f]huf/df hfFbf Dofgkfj/ sDkgLnfO{ slt ltg'{kg]{ xf] To;sf] klxNo} hfgsf/L eO;Sg' k5 . 
• a'emfpg'kg]{ /sd ;DalGwt sDkgLdf uO{ a'emfpg' kb{5 / Ph]G6n] a9L k};f lng / 7uL ug{ ;Sb5g\ . 
• sDkgLnfO{ z'Ns a'emfPkl5 To;sf] æ/l;bÆ clgjfo{ ?kn] lng' kb{5 . æ/l;bÆ lbg cfn6fn u/,] 7uL 
ug{] lgot /xsf] a‰'g' kb5{ / ;xofu] sf nflu ;DalGwt lgsfodf va/ ug{' kb5{ . 
 
-5_ cled'vLs/0f tflnd 
• j}b]lzs /f]huf/df hfg] k|To]s sfdbf/n] cled'vLs/0f tflnd clgjfo{ ?kdf lng'kb{5 . 
of] tflnd glnO{ >d :jLs[lt kfpg ;ls+b}g÷lng' x'Fb}g . 
• tflnd glnO{ cGo ljdfg:ynsf] k|of]u u/L j}b]lzs /f]huf/df hfFbf s]xL eljtJo eof] eg] ;'/Iff Pj+ 
Ifltk"lt{sf nflu ;d:of kg]{ u/]sf] 5 . ctM tflnd lng cN5L ug'{ x'b}g . k|df0fkq a]Rg]x?af6 hf]lug' 
kb{5 . 
•:jLs[t kf7†oqmd cg';f/ lng'kb{5 . 
• cled'vLs/0f tflnd lnPafkt tflnd lbg] ;+:yfnfO{ ?= &))÷– -;ft ;o_ z'Ns a'emfpg' kb5{ . z'Ns 
a9L lnPsf] v08df tTsfn j}b]lzs /f]huf/ ljefudf ph/L ugk{' b5 . 
• dlxnf sfdbf/sf] xsdf eg] pQm tflndafkt nfu]sf] z'Ns j}b]lzs /f]huf/ k|j4{g af]8{n] lkmtf{ ub{5 . 
o;sf] nflu sfdbf/ :jo+ pkl:yt x'g'kb{5 . 
• z'Ns lkmtf{ lngsf nflu cled'vLs/0f tflnd lnbf lt/]sf] z'Nssf] /;Lb, tflndsf] k|df0fkq, >d 
:jLs[lt / /fxbfgLsf] k|ltlnlk lgj]bgsf ;fy k]z ug'{kb{5 . 
• tflndsf ljifoj:t'x? M– 
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• kl/ro, tflndsf] p2]Zo, k"j{ k/LIff, 
• j}b]lzs /f]huf/df hfg] k"j{ tof/L, sNof0fsf/L sf]ifsf] lg:;f, 
• /f]huf/bftf sDkgLsf] 7]ufgf, 
• j}b]lzs /f]huf/ ;DaGwL g]kfnsf] sfg"g, 
• cfk|jf;L sfdbf/ / ltgLx?sf kl/jf/sf] clwsf/ ;DaGwL 
• cGt/f{li6«o sfg"g tyf dfkb08x?, 
• j}b]lzs /f]huf/df hfg] d'n's ;DaGwL cGt/f{li6«o sfg"g tyf dfkb08x?, 

• ljleGg ‚ynx?df kfngf ug'{kg]{ lgodx? / cWofudg ;DaGwL hfgsf/L 

• sfd ug{ hfg] b]zsf] /Lltl/jfh, ;+:s[lt / wd{, ef}uf]lns l:yltaf/] hfgsf/L 
• dlxnf sfdbf/sf] cfTd;'/Iff / ljz]if tflndsf] cfjZostf, 
• sfdbf/sf Jojxf/ tyf cfr/0f / xs lxt Pj+ clwsf/ / st{Jo, 
• Pr= cfO= eL= / P8\;DaGwL cfwf/e"t hfgsf/L, 
• j}b]lzs /f]huf/df hfFbf clgjfo{?kdf nfg'kg]{ sfuhftx?, nfg gx'g] s'/fx? / :jb]zdf k};f k7fpg] 
tl/sf tyf cfh{g u/]sf] /sd /  ;Lksf] ;b'kof]u / art ug]{ afgLsf] ljsf;af/] hfgsf/L . 
 
-h_ j}b]lzs /f]huf/ ljefuaf6 clGtd >d :jLs[lt lnFbf Wofg lbg' kg]{ s'/fx? 
• >d :jLs[lt eGgfn] s'g}klg JolQm cfkm"n] rfx]sf] j}b]lzs /f]huf/df hfg ;Ifd 5 eg]/ ;/sf/n] lbg] 
clGtd :jLs[lt xf] . >d :jLs[lt s/f/kqdf pNn]v ePsf] ;dosf nflu dfq xf] .  s/f/ cjlw yk ubf{ 
k'gM sNof0fsf/L sf]ifdf /sd bflvnf ug'{k5{ / >d :jLs[lt lng'kb{5 .  
• s/f/ cjlw yksf nflu ;DalGwt sDkgLsf] kq cfjZos kb{5 . cled'vLs/0f tflnd, :jf:Yo k/LIf0f 
/ aLdf klg TolQs} cfjZos x'G5 . pQm :jLs[lt ljdfg :ynsf] >d sIfdf clgjfo{ ?kdf b]vfpg' kb{5 . 
• >d :jLs[ltsf nflu j}b]lzs /f]huf/ sNof0fsf/L sf]ifdf ?= !,)))÷– -Ps xhf/_ /sd bflvnf ug'{kb{5 
. sfg"gL k|s[of k'¥ofO{ j}b]lzs /f]huf/df uPsf sfdbf/x?sf] s/f/ cjlw leq sfdsf] l;nl;nfdf cËeË 
jf d[To' ePdf pQm sf]ifn] lgodfg';f/ /fxt :j?k cfly{s ;xfotf pknAw u/fpF5 . 
• cfly{s ;xfotfsf nflu cfjZos sfuhftx? lgDg 5g\ M– 
• >d :jLs[lt kq / uPsf] ldlt 
• s/f/ ;Demf}tfkq 
• d[To' ePsf] ldlt 
• ljb]zdf d[To' ePsf] k|df0f 
• sfdbf/sf] gful/stf, /fxbfgL / d[To'btf{ k|df0fkq 
• xsjfnfsf] gful/stf / gftf k|df0f 
•;DalGwt xsjfnfsf] lgj]bg -af]8{af6 pknAw 9fFrf cg';./_ . 
• >d :jLs[ltsf nflu cfjZos sfuhftx? M– 
• k|j]iff1fsf] k|ltlnlk, 
• /fxbfgLsf] ;Ssn tyf gful/stf k|df0fkqsf] k|ltlnlk, 
• j}b]lzs /f]huf/ Joj;foLnfO{ a'emfPsf] /sdsf] /l;b, 
• s/f/gfdf, 
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• aLdfsf] k|df0fkq, 
• cled'vLs/0f tflnd lnPsf] k|df0fkq, 
• :jf:Yo k/LIf0fsf] k|df0fkq, 
• sNof0fsf/L sf]ifdf /fh:j bflvn u/]sf] /l;b jf ef}r/ . 
-em_ xjfO{ l6s6 
• j}b]lzs /f]huf/df hfgsf nflu cGt/f{li6«o jfo';]jfsf] l6s6 lng' kb{5 . 
• :jb]zsf] ljdfg:yn -sf7df8f+} k|of]u ug'{ kb{5 . 
• sf/0fj; ljb]zsf] ljdfg :yn k|of]u ug'{kg]{ ePdf Joj;foLn] j}b]lzs /f]huf/ ljefusf] :jLs[lt lnPsf] 
olsg ug'{ kb{5 . 
• cfjZos sfuhft ;Ldf gfsfdf b]vfpg'kb{5 / Joj;foLsf] cflwsfl/s k|ltlglw ;fy} x'g' kb{5 . 

l6s6df n]lvPsf] p8fg ;doeGbf tLg 306f cl3 g} ljdfg‚yn k'lu;Sg' kb{5 . 

-6_ j}b]lzs /f]huf/df hfFbf cfkm";Fu /fVg'kg]{ s'/fx? 
• /fxbfgL, k|j]iff1f, :jf:Yo k/LIf0f / aLdf u/]sf] ;Ssn sfuhft, cled'vLs/0f tflndlnPsf] k|df0fkq, 
;Demf}tfkq, >d :jLs[t kq / xjfO{ l6s6, 
• sDkgLsf] gfd, 7]ufgf, ;Dks{ gDa/ / ;Dks{ JolQmsf] gfd, 
• tflndsf] k|df0fkq, 
• cfkm" hfg nfu]sf] d'n'ssf] g]kfnL /fhb"tfjf;, >d ;xrf/L, u}/cfjf;Lo g]kfnL ;+3sf] gfd, 7]ufgf / 
kmf]g g+=, 
• k|jf;L >ldsx?nfO{ ;xof]u ug]{ ;+3 ;+:yfx? / ;Dks{ ug'{kg]{ JolQmsf] gfd, 7]ufgf, ;Dks{ kmf]g g+=, 
• cfkm"nfO{ tTsfnsf nflu cfjZos kg]{ /sd -8n/ jf ;DalGwt b]zsf] d'b|f_, 
• ;Dk"0f{ sfuhftsf] k|ltlnlk -kmf]6f]skL_ cfkm";Fu ;'/lIft /fVg'kb{5 / Ps k|lt 3/kl/jf/ jf 
cleefjsnfO{ ;d]t 5f8\g' kb{5 . 
• clwsf+z dlxnfx?sf] kf;kf]6{ sfd ug]{ d'n'ssf /f]huf/bftfn] g} /flv lbg] u/]sf] / o;af6 dlxnf 
sfdbf/x? r/d zf]if0fnufot cg]s vfnsf ;d:ofx?af6 kLl8t x'g] u/]sf] x"―bf o; kIfdf ;d]t ljz]if 
rgfvf] x'g'k5 . 
 

r/0f–# M /f]huf/ d'n'sdf k'u]kl5 Wofg lbg' kg]{ kIfx? 

-s_ sfg"gL kIf 
• ;Demf}tfkqdf pNn]v eP cg'?k sfd / tna gkfPdf ;xof]usf nflu Toxf― l:yt g]kfnL b"tfjf;df 
>d;xrf/L / j}b]lzs /f]huf/ laefusf ;fy} cfkm"nfO{ k7fpg] Dofgkfj/ sDkgLdf ;Dks{ ug'{ kb{5 . 
• clwsf+z sfdbf/x?n] a9L tnj kfpg] k|nf]egdf k/L s/f/ ePsf] sDkgL 5f]8]/ cGoq g} hfg] u/]sf] 
kfO{G5 . o;/L sfd ul//x]sf] sDkgL 5f]8/ cfkm"v'zL cGoq hfg'x'Fb}g . :jLs[lt a]u/ cGoq sfd ubf{ 
u}/sfg"gL 7xl/G5 / h]n;hfo x'g;Sb5 . o:tf] cj:yfdf klg ;/sf/nfO{ p4f/ tyf ;xof]u ug{ ;d:of 
k5 . 
• /fxbfgL rf]/L ePdf t'?Gt k|x/LnfO{ va/ ug'{kb{5 . cfkm\gf] /fxbfgL / k|j]iff1fsf] kmf]6f]skL klg ;'/lIft 
/fVg' kb{5 . 
• /f]huf/Lsf] b]zsf] 6«flkms lgod clgjfo{ ?kn] kfngf ug'{ kb{5 . 
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• js{ k/ld6 tyf k|j]iff1fsf] Dofb ;lsg'cl3 g} gjLs/0f ug'{ kb{5 . 
• vf8L d'n'sx?df sfdbf/x?sf nflu 5'§} ;l/of sfg'g÷sflkmnf k|0ffnLsf] Joj:yf Ul/Psf] x'gfn] o;af/] 
klg hfgsf/L /fVg'k5{ . 
-v_ :jf:Yo;DaGwL kIf 
• vfgkLgdf Vofn ug{'kb5{ , nfu' kbfy{ nufot cGo lgifw] ul/Psf j:tx?sf] ;]jg Ufg{xb}g. 
• aflx/ udL{af6 PSsfl; sf]7fdf cfpgf ;fy} P;L rnfO{ sf]7f w]/} lr;f] ug'{x'―b}g tyf yfxf gePsf] s'/f 
c?nfO{ ;f]w/ l;Sg' kb{5 . 
• c;'/lIft of}g ;Dks{af6 Pr=cfO{=eL= jf cGo of}ghGo /f]ux? ;g{ ;Sg] x'Fbf ;ts{tf  / ;+odtf 
ckgfpg' kb{5 . 
-u_ cfly{s kIf 
• j}b]lzs /f]huf/sf] k|d'v p2]Zo eGg' g} k};f sdfpg] / cfly{s lx;fjn] ;DkGg eO{ ;'vdo hLjg Joltt 
ug{s} nflu xf] . o;sf nflu g]kfnLx? Cfkm\gf] lghL ;DklQ a]r]/, crn ;DklQ aGwsLdf /fv]/ jf rsf]{ 
Aofhb/df C0f lnP/} eP klg hfg tof/ x'g] /f] kfO{G5 . o;/L j}b]lzs /f]huf/df uP/ cToGt si6sf 

;fy cfh{g u/]sf] /dsf] ;b'kof]u ug}{k5{, cg'Tkfbs sfddf vr{ ug{ x'―b}g . o;sf nflu ljb]zdf 

cgfjZos sfo{sf nflu vr{ ug'{x―b}g, art ug]{ afgL a;fNg' kb{5 . cfo cfh{gsf cnfjf ;Lk ljsf;df 
klg Wofg lbg'k5{ h'g :jb]zdf kms]{kl5 sfd nfU5 . 
• cfºgf] sdfO{ :jb]zdf k7fpFbf ;/lIft tyf e/kbf]{ a+}lsª lgsfosf] k|of]u ug'{ kb{5 . ofb /fVg'xf];\–
x'08L / JolQmdfkm{t\ k7fpFbf vt/f x'g;Sb5 . 
-3_ 3/]n' dlxnf sfdbf/x?n] j}b]lzs /f]huf/Ldf hfFbf yfxf kfpg' kg]{ s'/fx? 
• 3/]n' dlxnf sfdbf/ /fVgnfO{ rflxg] :jLs[lt / sfuhftx? /f]huf/bftf cfkm}n] tof/ ug{'k5{ / ;do 
;dodf gjLs/0f klg ul//xg' kb{5 . 
• sfdbf/x?n] x/]s dlxgfsf] cGTodf lgodfg';f/ lagf s'g} cj/f]w k"/f tna kfpg'kb{5 / o;sf] ekfO{ 
b'a} kIfn] x:tfIf/ u/L ;'/Ift /fVg'kb{5 . 
• ljb]zdf /x―bf cfk \†gf] /fxbfgL cfkm};―u /fVg kfpg' sfdbf/sf] clwsf/ xf] . /f]huf/bftfn] ha/h:tL 
/fxbfgL /fv]df u}/ sfg"gL 7xl/G5 . 
• x/]s xKtf @$ 306f jf ! lbg labfdf a:g kfpg' / jflif{s labf kfpg' sfdbf/sf] clwsf/ xf] . 
• 3/]n' sfdbf/ / 3/ dflnsaLr ;'dw/ ;DaGw x'g'k5{ elgP tfklg /xg–;xg, efiff, ;f]rfO{, wd{ / 
;:s[ltdf leGgtfsf sf/0f ;a} 7fp―df o:tf] gx'g ;S5 . o:tf] cj:yfdf cfk \†gf] 3/ dflns;―u ;jfb u/L 
dgd'6fj xn ug{ ;lsG5, ;DaGw g/fd|f] eP ToxfF k'¥ofpg] sDkgLdf s/f /fVg' kb{5 . 3/ dflnsn] 
xftkft u/]df ;+alGwt b]zdf /x]sf] g]kfnL /fhb"tfjf;, u}/cfjf;Lo g]kfnLx?sf] ;+:yfx? -NRN_ jf 
cbfntsf] d2t lng' kb{5 . 
• 3/ dflnsn] of}g jf of}ghGo lqmofsnfksf nflu bjfj lbPsf] cj:yfdf glhs}sf] k'ln; rf}sLdf uP/ 
ph/L lbg' kb{5 . leiffsf] Dofb ;lsPsf] 5 eg] klg 8/fpg' kb}{g, lx+;f kLl8tnfO{ ph/L ubf{ k|x/Ln] 
;dfpg kfp―+b}g . sfdbf/sf] O{R5f ljk/Lt of}g jf of}ghGo lqmofsnfkdf ;+nUg u/fpg] clwsf/ s;}nfO{ 
klg x+'b}g, To;f] u/]df To:tf /f]huf/bftfnfO{ sfg'gL sf/jfxLsf ;fy} tkfO{nfO{ Ifltk"lt{ / ljb]zL sfdbf/ 
/Vg kfpg] cg'dlt kq klg vf/]h x'G5 . 
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• /f]huf/bftfsf] cg'dltkq /2 ug{ >d dGqfno, j}b]lzs /f]huf/ ljefudf ph'/L ug{ kfpg] tkfO{sf] 
clwsf/ 5, o;/L tkfO{ cGo dlxnfx?nfO{ ;Defljt lx+;faf6 arfpg ;Sg'x'G5 . 
• ;d:of kbf{ ;xof]u ug{;Sg] ;/sf/L lgsfox?df >d tyf oftfoft Joj:yf dGqfno / o;cGtu{tsf 
j}b]lzs /f]huf/ ljefu, j}b]lzs /f]huf/ k|j4{g af]8{, k//fi6« dGqfno, dlxnf cfof]u cflb x'g\ . o:t}u/L, 
u}/;/sf/L ;:yfx?dlxnf sfdbf/x?sf] ;+:yf– kf}/vL / sfdbf/x?sf] ;:yf–k|jf;L g]kfnL ;dGjo ;ldlt 
-lk=Pg=;L=;L=_, ;'/lIft j}b]lzs /f]huf/sf nflu /fli6«o ;~hfn / o;cGtu{tsf ;b:o ;+:yfx?n] ;d]t 
cfjZos ;xof]u k|bfg ub}{ cfPsf 5g\ . 
 
-ª_ cGo kIf 
• cfkm†gf] b]zsf] b"tfjf;df ;Dks{ u/L cfkm" a:g] tyf sfd ug]{ 7fpFsf] 7]ufgf lbg'kb{5 . >d 
;xrf/L;Fu ;Dks{ u/L cfºgf] ljj/0f k]z ug'{kb{5 . 
• s'g} ;d:of k/]df glhssf] k|x/L jf cGo sfdbf/sf] ;xof]uL ;:yfx?;Fu ;Dks{ ug'{kb{5 . 
• ;DalGwt d'n'ssf] wd{ / ;+:s[ltsf] ;Ddfg ug'{kb{5 . 
• cgfjZos em}–emu8fdf kg'{x'+b}g . 
• :yfgLo efiff l;s]/ hfg'kb{5 jf Tox―F uP/ l;Sg'kb{5, cGo b]zsf dflg;n] g]kfnL efiff a'‰b}gg \ . 
• sfdbf/;Fu ;DalGwt ;+3 ;+u7gx?df ;Dks{ u/L cfkm" cfPsf] ljifodf hfgsf/L lbg'kb{5 . 
• cfk\†gf] b]zdf kl/jf/ tyf ;fyLx?nfO{ cfkm" a;]sf] 7fpFsf] 7]ufgf tyf kmf]g g+= sf] Hfgsf/L lbg'kb{5 . 
• ;do ;dodf 3/ kl/jf/df kmf]g ;Dks{ ug'{kb{5 . 
 

r/0f–$ M :jb]z lkmtf{, k'g:yf{kgf tyf k'g/\PsLs/0f, sNof0fsf/L sfo{ Pj+ ;fdflhs 

ljsf; 

-s_ :jb]z kms{+bfsf] tof/L 
• :jb]z kms]{kl5 cfkm"n] l;s]sf] ;Lksf] ;b'kof]u s;/L ug{ ;lsG5 / cfkm"n] sdfPsf] k};f s;/L nufgL 
ug]{ eGg]af/] 7f]; of]hgf tof/ kfg'{k5{ . 
• /f]huf/sf] d'n'saf6 Nofpg x'g]÷gx'g] ;fdfgx?af/] hfgsf/L /fVg'kb{5 .  
• art ePsf] /sd ;/lIft a+}lsª lgsfodfkm{t† k7fpg'kb{5 . 

• :jb]z lkmtf{;DaGwL hfgsf/L 3/kl/jf/ /fhb"tfjf; tyf cfkm";Fu ;DalGwt ;a} ;+3 ;+:yfx?nfO{ 

u/fpg'kb{5 . 

• ;dodf l6s6sf] Joj:yf u/]sf] x'g'kb{5 . ofqf ubf{ ;fdfgsf] dfqf /tf}n l6s6df eP cg';f/ x'g'kb{5 . 

a9L tf}n eP k};f ltg'{kb{5 . dxFuf] x'G5 . 
-v_ :jb]z lkmtf{ tyf k'g/\PsLs/0f 
• cfkm"n] cfh{g u/]sf] ;Lk tyf ;DklQ pTkfbgzLn If]qdf nufgL ug'{kb{5 . ljnfl;tfsf ;fdfg lsg/ 

/kmfNt' vr{ u/]/ d]xgtsf] sdfO{ v]/ kmfNg'x'Gg . 

• cfkm"n] ljb]zdf /x―bf l;s]sf] ;Lk c?nfO{ klg l;sfpg] tyf ;f]xL cg';f/sf] Joj;fo ;+rfng ug'{kb{5 . 
• cfkm†gf] cg'ejaf/] cfkmGt Pj+ 5/–l5d]sLnfO{ atfpg' kb{5 . 
-u_ sNof0fsf/L sfo{ Pj+ ;fdflhs ljsf; 
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• aLdf u/] afkt aLdf sDkgLaf6 ?= % nfv kfOg] . 
• j}b]lzs /f]huf/ k|j4{g af]8{af6 j}b]lzs /f]huf/ sNof0fsf/L sf]ifdfkm{t b]xfosf Cj:yfdf 
lgDgcg';f/sf] cfly{s ;xfotf pknAw x'g] Joj:yf /x]sf] 5 M– 
• d[tssf kl/jf/÷xsjfnfnfO{ ?= !,%),)))÷– -Ps nfv krf; xhf/_ cfly{s ;xfotf lbOg] . 
• cËeË eO{ kmls{Psf sfdbf/nfO{ cËeËsf] cj:yf klxrfg u/L ?= ! nfv ;Ddsf] cfly{s ;xfotf lbOg] 
. 

• la/fdL eO{ kmls{Psf sfdbf/nfO{ g]kfn cfO{ pkrf/ u/df ;xof]u k'¥ofpg . 

• dlxnf sfdbf/sf] xsdf cled'vLs/0f tflnd jfktsf] z'Ns zf]wegf{ lbOg . 
• uGtJo d'n'sdf sfg"gL pkrf/sf nflu ;xof]u pknAw u/fpg . 
• ;'/lIft u[xsf] Joj:yf u/L cfjZos ;xof]u k'¥ofpg] . 
• sfg"gL Pj+ dgf]ut k/fdz{ k|bfg ug]{ . 

• d[tssf kl/jf/Pj+ cËeË eO{ kmls{Psf sfdbf/sf afnaRrfsf] z}lIfs ljsf;df ;xof]u ug . 

• sfdbf/sf kl/jf/nfO{ tf]lsPsf] :jf:Yo pkrf/ ;]jfdf ;xof]u ug]{ . 
• pBdzLntf Pj+ ;Lk lasf; tflnd ;+rfng Pj+ Joj:yfkg ug]{ . 
 
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.)  

 

laleGg & /f]huf/Lsf] d'n'sdf /x]sf] g]kfnL dlxnf sfdbf/dfly ePsf lx+;f 

-@)!)—@)!! _ df ul/Psf] ;dLIffsf s]xL tYox? oxf+ pNn]v ul/sf 5g\ M 
• @*@) dlxnf sfdbf/sf] p4f/, 
• $!% dlxnfsf] dfgl;s ;Gt'ng lju|]sf], 
• !!! Dflxnf sfdbf/ xfn Hf]ndf, 
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• *^ dlxnf sfdbf/ ue{jtL eO kmls{Psf], 
• *@ dlxnfn] cfTdxTof u/]sf], 
• #@ dlxnf sfdbf/ aRrf ;lxt cfPsf], 
• #! Dflxnf sfdbf/ /f]huf/Lsf] d'n'sdf Af]kQf ePsf . 

>f]t M o'Pg j'dg,@)^* 

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. 
 
 

 

j}b]lzs /f]huf/Ldf hfg] dlxnf sfdbf/sf ;/f]sf/x? M 

• vf8L d'n'sdf sflkmnf k|0ffnL h;df ;Dk"0f{ lhDd]jf/L tyf clwsf/ /f]huf/bftfdf x'g', 
• 3/]n' sfdbf/sf] nflu l6s6, eL;fsf] z'Ns gnfUg] t/ kl5 lbg' eGb} k7fO kl5 tnjaf6 sf6\g] u/]sf], 
• Ph]G6x?sf] rnv]n, hfnL kf;kf]6{ jf sd pd/df g} kf;kf]6{ agfOg] u/]sf], 
• clen]va4 gePsf sfdbf/nfO{ a9L >d, cfly{s, z/Ll/s tyf of}g zf]if0f / ;'/Iffsf] hf]lvd, 
• Rfsf]{ Aofhdf C[0f lng], cfDbfgL tyf nufgL ga'emL hfg] ubf{ aw'Fjf dhb'/ aGg afWo, 
• sfd k|ltsf] k'/fgf d"No dfGotf, 3/]n' sfdnfO{ sfd g7fGg', 
• ljb]zdf l;s]sf] ;Lk, sdfPsf] k};fsf] nufgL ug{ ;Sg] sfo{qmdx?sf] Joj:yf gx'g', 
• /f]huf/Lsf] lasNk gxF'bf k'gM afWosf/L cfk|af;g, 
• >d ahf/sf] dL;Dofr / pkef]Qmfafb k|j[lQ a9†b} hfg', 
• Kffl/jfl/s PsLss/0f r'gf}tLk"0f{ aGb} uPsf]„ kf/kfr's], xf8gftfs/0fL a9]sf . 
 
6.2.6.4 Session XVII 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. 

 

Af}b]lzs /f]huf/Ldf hfg] dlxnf sfdbf/sf nflu ;'/lIft a}b]lzs /f]huf/Lsf lgldQ ePsf 

k|of;x? M 

• lq—aiLf{o cGtl/d of]hgfdf ;'/lIft a}b]lzs /f]huf/Lsf nflu laz]if k|fjwfgx? ;dfa]z Ul/Psf], 
• Af}b]lzs /f]huf/ P]g, lgodfjnL / a}b]lzs /f]huf/ gLltdf dlxnf sfdbf/sf ;/f]sf/x? ;Daf]wg 
ul/Psf], 
• cy{ dGqfno4f/f @)^^.)^& / @)^&.)^* df ah]6 lalgof]hg ePsf], 
• Af}b]lzs /f]huf/ Aoj;foL tyf k"j{ cled'vLs/0f ;+3sf] cfrf/;+lxtf lgdf{0f, 
• sfdbf/sf] ;+:yf kf}/vL, lkPg;L;L, x]/fnf], dfOu|]G6 ;]G6/ sfo{/t tyf ;'/lIft cfk|jf;gsf nflu /fli6«o 

;~hfn ‚yfkgf, 

• 3/]n' sfdbf/sf] nflu 5'§} 6«]lgË ;]G6/sf] Joj:yf, 
•Af}b]lzs /f]huf/Laf6 kms]{sf sfdbf/sf nflu cfocfh{gsf nflu k'g{PsLs/0f sfo{qmdsf] Joj:yf ul/Psf] 
. 
• b]ze/df sfdbf/sf nflu ;]N6/sf] Aoa:yf, 
• a}b]lzs /f]huf/Ldf 7luPsf AolQmsf nflu lgz'Ns sfg"gL pkrf/ 
• sfdsf bf}/fg b'3{6gf eO{ d[To' jf c+ue+u ePdf Ifltk'lt{ . 

:yfgLo ljsf; dGqfno / >d tyf /f]huf/ dGqfnosf] ;+o'Qm kxndf ;'/lIft j}b]lzs /f]huf/sf nflu 
:yfgLo ;'zf;g / ;fdflhs kl/rfng ljifos xft] k'l:tsf, @)^* 

 
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 
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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. 

 

g]kfndf n};;f; ;DjGwL sfg"gL Joj:yfx? 

 

g]kfnsf] cGtl/d ;+ljwfg, @)^# df ePsf Joj:yfx? 

• k|:tfjgfdf b]zdf ljBdfg juL{o, hftLo, If]qLo tyf n}lËs ;d:ofx?nfO{ ;dfwfg ug{ /fHosf] cu|ufdL 
k'g;{+/rgf ug]{ ;+sNk ul/Psf], 
• ;+ljwfgsf] wf/f !# -;dfgtfsf] xs_ df dlxnf, blnt, cflbjf;L hghflt, dw]zL jf ls;fg, dhb'/ jf 
cfly{s, ;fdflhs jf ;f:s[lts b[li6n] lk5l8Psf] ju{ jf afns, j[4 tyf ckfË jf zf/Ll/s jf dfgl;s 
¿kn] czQm JolQmsf] ;/If0f, ;zlQms/0f jf ljsf;sf] nflu ljz]if Joj:yf ug{ ;lsg] s'/f pNn]v . 
;dfg sfdsf] nflu ;dfg kfl/>lds lbOg] s'/f pNn]v ul/Psf], 
• wf/f !$ -hftLo e]befj tyf 5'jf5't la?4sf] xs_, 
• wf/f !* -/f]huf/L tyf ;fdflhs ;'/Iffsf] xs_ df dlxnf, >lds, j[4, ckfË tyf czQm / c;xfo 
gful/snfO{ sfg"gdf Joj:yf eP adf]lhd ;fdflhs ;'/Iff lbOg] pNn]v ul/Psf], 
• wf/f @) -dlxnfsf] xs_ cGtu{t dlxnf ePs} sf/0faf6 s'g} e]befj gul/g], k|To]s dlxnfnfO{ k|hgg 
:jf:Yo tyf k|hgg ;DaGwL xs x'g], dlxnf lj?4 lx+;fhGo sfo{ ug{ gx'g] / u/]df b08gLo x'g] tyf 
k}t[s ;DklQdf 5f]/f / 5f]/LnfO{ ;dfg xs x'g] Joj:yf ul/Psf], 
• wf/f @! -;fdflhs Gofosf] xs_ df cfly{s, ;fdflhs jf z}lIfs b[li6n] kl5 k/]sf dlxnf, blnt, 
cflbjf;L hghflt, dw]zL ;d'bfo, pTkLl8t ju{, u/La ls;fg / dhb'/nfO{ ;dfg'kflts ;dfj]zL 
l;4fGtsf] cfwf/df /fHosf] ;+/rgfdf ;xefuL x'g] xs x'g] Joj:yf u/]sf], 
• wf/f @@ -afnaflnsfsf] xs_ df afnaflnsfnfO{ cfºgf] klxrfg tyf gfdsf] xs x'g], kfngkf]if0f, 
cfwf/e"t :jf:Yo / ;fdflhs ;'/Iff k|fKt ug]{ xs x'g], zf/Ll/s, dfgl;s jf cGo s'g} klg lsl;dsf] 
zf]if0f lj?4sf] xs x'g] / zf]if0fhGo sfo{ sfg"gåf/f b08gLo x'g] tyf lk8LtnfO{ sfg"g adf]lhd Ifltk"lt{ 
lbOg] Joj:yf /x]sf] / c;xfo, cgfy, ;':t dgl:ylt, åGbkLl8t, lj:yflkt Pj+ hf]lvddf k/]sf ;8s 
afnaflnsfnfO{ ;'lglZrt eljiosf] nflu /fHoaf6 ljz]if ;'ljwf kfpg] xs x'g] tyf gfafnsnfO{ s'g} 
snsf/vfgf, vfgL jf o:t} cGo s'g} hf]lvdk"0f{ sfddf nufpg jf ;]gf, k|x/L jf åGådf k|of]u ug{ kfO{g] 
5}g eGg] pNn]v ul/Psf] . 
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• wf/f ## -/fHosf] bfloTj_ df d'n'ssf] /fHo ;+/rgfsf ;a} cËx?df dw]zL, blnt, cflbjf;L hghflt, 
dlxnf, dhb"/, ls;fg, ckfË, lk5l8Psf ju{ / If]q ;a}nfO{ ;dfg'kflts ;dfj]zLsf] cfwf/df ;xefuL 
u/fpg] pNn]v ul/Psf], 
• wf/f #% -/fHosf gLlt_ df /fHon] dlxnf, blnt, cflbjf;L hghflt, dw]zL, d'l:nd nufot cNk;+Vos, 
e"ldxLg, ;'s'Daf;L, sd}of, ckfË, lk5l8Psf If]q tyf ;d'bfo / åGå kLl8tsf nflu ;sf/fTds lje]bsf 
cfwf/df ljz]if Joj:yf ug]{ gLlt cjnDag ug]{ pNn]v ul/Psf] . 
 

:yfgLo :jfoQ zf;g P]g, @)%% 

• :yfgLo lgsfo -uf=lj=;=, gkf_ sf] j8f:t/df @) k|ltzt dlxnf k|ltlglwTjsf] nflu Cf/If0fsf] Joj:yf 
. 
• ufp― tyf lhNnf kl/ifb\df dgf]gLt ug'{ kg]{ ^ hgfdf sDtLdf ! hgf dlxnf;lxt cfly{s tyf ;fdflhs 
b[li6sf]0fn] lk5l8Psf hflt, hghflt, blnt tyf cflbjf;L dWo]af6 k|ltlglw dgf]gog ug]{ Joj:yf . 
• gu/ kl/ifb\df dgf]gLt ug'{kg]{ ^ b]lv @) hgfdf ;f] sf] sDtLdf $) k|ltzt dlxnf;lxt cfly{s tyf 
;fdflhs b[li6sf]0fn] lk5l8Psf hflt, hghflt, blnt tyf cflbjf;L dWo]af6 k|ltlglw dgf]gog ug]{ 
Joj:yf . 
• :yfgLo lgsfosf ;DalGwt sfo{ ;ldltx¿df ;DalGwt :yfgLo lgsfosf kl/ifb\df dgf]lgt dWo]af6 @ 
hgf dgf]gLt ug]{ Joj:yf ePsf], h;dWo] ! hgf dlxnf dgf]gLt ug'{kg]{ Joj:yf . 
• :yfgLo lgsfoaf6 u7g x'g] pkef]Qmf ;ldltdf sDtLdf ## k|ltzt dlxnf ;xefuL x'g'kg]{] Joj:yf . 
• of]hgf th'{df ubf{ dlxnf tyf lk5l8Psf ju{nfO{ k|ToIf nfe k'Ug] of]hgfdf k|fyldstf lbg'kg]{ Joj:yf . 
• ufp― ljsf; ;ldlt tyf gu/kflnsfn] cfkm†gf] sfg"gL clwsf/ cGtu{t u7g ug]{ dWo:yx?sf] ;"rLdf 
oyf;Dej dlxnfx¿sf] k|ltlglwTj u/fpg'kg]{ Joj:yf . 
• :yfgLo lgsfosf of]hgfx? ;dfj]zL x'g' kg]{ . 
• uflj;, lhlj;, gu/kflnsfsf] of]hgf th'{df ubf{ lk5l8Psf hfthfltx? / ul/a ePsf] If]qdf ul/g'kg]{ 
ljsf;sf sfo{x? ;d]6\g'kg]{ Joj:yf /x]sf] . 
• dlxnf / afnaflnsfsf] nflu cfod"ns / ;Lkd"ns sfo{x? ;~rfng u/L ;zQmLs/0f ug]{ k|fjwfg 
/x]sf] . 
• of]hgfsf] k|fyldstf lgwf{/0f ubf{ lk5l8Psf] tyf pTkLl8t hflt, hghflt Pj+ dlxnf / afnaflnsfsf] 
nflu ;~rfng ul/g] cfod"ns Pj+ ;Lkd"ns sfo{qmdx?nfO{ klg k|fyldstf lbg'kg]{ k|fjwfg /x]sf] . 
 

dlxnf lj?4sf ^% j6f lje]bk'0f{ k|fjwfgx? ;+;f]wg u/L n}lËs ;dfgtf sfod ug{ s]xL g]kfn 

P]g ;+;f]wg ug{ jg]sf] P]g, @)^# 

• dlxnf :jtGqtfsf] klxrfgsf] dfGotf 
• d'2f ;'g'jfOdf ljwjf dlxnfnfO{ k|fyldstf 
• ckdfghgs zJbx?sf] vf/]hL 
• e]befjk"0f{ ;DjGw ljR5]bsf] vf/]hL 
• ;+/IfsTjdf klxnf] cfwf/ cfdfnfO{ 
• ;Dklt dflysf] k"0f{ clwsf/ 
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• wd{k'q dxnsf] lzif{s kl/jt{g 
• dlxnfnfO{ 3/d'nLsf] dfGotf 
• lnË klxrfg u/L ue{ktg ug{ gkfO{g] 
• of}g b'Jo{jxf/nfO{ ck/fw sfod ul/Psf]  
• hj/h:tL s/0fLsf] kl/efiffnfO{ Jofks agfOPsf] 
• j}jflxs jnTsf/nfO{ ck/fw sfod 
• jnfTsf/L jf6 IftLk'tL{ lbnfpg] Joj:yf 
• ljjfxsf] pd]/df Ps?ktf 
• dlxnfn] klg hGd / d[To'sf] ;"rgf ug{ ;Sg] 
 

cGo ;sf/fTds Joj:yfx? 

 

• dfgj j]rljvg tyf cf];f/k;f/ P]g, @)^$ 

• 3/]n' lx+;f -s;'/ / ;hfo _ P]g, @)^^ 
• ;g @))& b]lv n}lËs jh]6 lgdf0f{sf] z'?jft ePsf] . 
• @)^#.@.!^ df /fHosf] ;Dk'0f{ txdf dlxnfsf] ## k|ltzt k|ltlglwTj u/fpg k|ltlglw 
;efn] u/]sf] cg'df]bg . 
• 5fpk8L k|yfnfO{ ldlt @)^#.!.@^ df g]kfn ;/sf/sf] lg0f{on] s'/Llt 3f]if0ff . 
• ;Dk'0f{ :yfgLo lgsfox?n] dlxnf, jfnjflnsf tyf cGo pk]lIft ju{sf] nflu #% 
k|ltzt jh]6 5'6†ofpg kg]{ :yfgLo ljsf; dGqfnosf] lg0f{o . 
• g]kfnnfO{ 5'jf5't d'Qm /fi6« 3f]if0ff ul/Psf] 5 . 
• hftLo e]befj tyf 5'jf5"t -s;"/ / ;hfo_ P]g, @)^* sfof{Gjogdf cfPsf] .  
• dlxnfnfO{ eQf –kfl/>ldsdf !) k|ltzt s/ 5'6 lbg] Joj:yf ul/Psf]5 . 
 

/fli6«o sfo{of]hgf / cGo Joj:yf 

 

• n}lËs ;dfgtf / dlxnf ;zlQms/0f ;DjGwL j]OhLË sfo{of]hgf 
• dlxnf / jfnjflnsf j]rljvg lgoGq0f ;DjGwL /fli6«o sfo{of]hgf 
• jfnjflnsf ;DjGwL bz jif]{ /fli6«o sfo{of]hgf . 
• afnd}qL :yfgLo zf;g;DaGwL /fli6«o /0fgLlt, @)^* 
• n}lËs lx+;f cGTo tyf n}lËs ;zQmLs/0f ;DaGwL /fli6«o /0fgLlt tyf sfo{of]hgf, 
@)^(–@)&$ 

• ;+o'Qm /fi6†;+3 ;'/Iff kl/ifbsf] k:‚tfj g+ !#@% / !*@) g]kfnsf] sfo{ of]hgf, @)^* 

• dfgj clwsf/ /fli6†o sfo{ of]hgf . 
• If]qut lgsfosf] gLlt tyf /0fgLltx? tof/ ePsf]  
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n}lËs ;dfgtf tyf ;fdflhs ;dfj]zLs/0fsf ;DaGwdf lqjifL{o of]hgf 

-@)^&÷^*–@)^(÷&)_ 

-s_ n}lËs ;dfgtf tyf dlxnf ;zQmLs/0f 

!= bL3{sfnLg ;f]r 

 

• dlxnfsf] d'ne"t tyf ;dfg clwsf/ ;'lglZrt ub}{ ;d'Ggt, Gofok"0f{, n}lËs ?kn] ;dfj]zL / 
;dtfd"ns gofF g]kfn lgdf{0f ug]{ . 
 

@= p2]Zo 

• ;a} ju{ / If]qsf dlxnfx?sf] ;fdflhs cfly{s tyf /fhgLlts ;zQmLs/0f ub}{ lbuf] 
zflGt Pjd† ljsf;df dlxnfx?sf] e"ldsfnfO{ ;zQm agfpg] . 
• dlxnf lj?4sf ljleGg k|sf/sf n}lËstfdf cfwfl/t lx+;f Pjd\ lje]bsf] cGTo ug]{ . 
 
#= /0fgLlt 

• ljleGg k|qm[of, ;]jf k|jfx / zf;sLo k|0ffnLsf ;a} If]qdf n}lËs d"nk|jfxLs/0fnfO{ ;'29 ug]{ . 
• n}lËs ah]6 k|0ffnLnfO{ ;'29 ub}{ :yfgLo :t/;Dd lj:tf/ ug]{  
• dlxnf lj?4sf ljleGg lx+;f / lje]b /f]syfd tyf lgoGq0fsf nflu cleofgsf] ?kdf sfo{qmd ;+rfng 
ug{] . 
• u|fdL0f If]qsf ;LdfGts[t dlxnfx?sf] Ifdtf clej[l4 Pjd\ hLjg :t/ ;'wf/sf nflu nlIft, 
;+/If0ffTds, ;]jfd"ns tyf ;zQmLs/0fsf sfo{qmdx? ;+rfng ug]{ 
• åGb ;dfwfg / zflGt :yfkgf ug{] sfo{df dlxnfx?sf ] ;fys{ ;xeflutf ;l'glZrt ug{] . 
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